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5. FOREWORD

Thia Policy reaffirmed itself with global Sustainable Development CGoals,
the crucial synergy between gender equality and development. The
Policy is aligned with the provisions of the Constitution of Malawi,
Malawd 2063, Model Oender and Anti-Sexual Harnssment Policy for
higher education instiiutions in Malyvwd, National Gender Poliey [2015),
National Sexual and Reproductive Health and Rights {(SRHE) Policy
{2022}, and all other legal frameworks and university policy documents
that promote gender equality.

As a university that strives for academic excellenee, Kamurn Universiry
of Health. has long i gender squality and justice as
esseniial for susiainable developmenti. For this reason, universitics
must vigorously evercame disparities and inequities within themselves
and in their work.

Annpublie university, KUHeS" quest to be o centre of excellence entails
talong a kead in the country's asperation to be a gender-cqual nation,
To take such a lead, KUHeS must be bold and exemplary in 08 quest
for and maintenance of gender equality and justice in the delivery of
quality higher education. This policy demonstratea the University's
boldness 1o take the leml and demonstrates that gender equality and
justice are possible, With its great pool of intellectual talent and
expertise, | am confident that the University will use this policy te make
an gutstanding contribution towards anti-sexual harasnment, gender
equlhry_m:[u-uce not only at the instimational and national levels but
also regionally and globally,

fasik i

Professor Francis Moto
Chalrman of Couneil



6. PREFACE

This Policy advances KUHeS' quest to aftain gender equality and justice
in its work. The Policy is a necessary response to gender disparities,
gaps, stercoiypes, and other gender mequities within the University
community. This Policy will ensure that the University is free from
gender inequalities manifesting through unfair gender images, rolea
and stereotypes.

Therefore, the approach 1o this policy was reformist and bold. First, the
Policy ie evidence- or research-based, developed after an encompassing
and highly participatory gender audit, Second, the policy sets out to
counter ingrained societal gender ineguities, sexual harassment, and
gender-based violence. Third, the policy calls all members of the
University to pursue aspirations towarda | gender equality, »mch
Justice, and sustainable development.

Thas Policy focuses on three key functons of KUHES, mn lme with ita
vimon and misson: training  and learming, service delivery, and
research. The Policy directa the development and wmpl ton of
gender-mainstream curriculum.,

/iy

Prafessor Macpherion Mallewa
Vice-Chancellor
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9. DEFINITION OF TERMS

Affirmative Action:

Enpgendering:

Gender Audit:

Gender Awareness:

Gender Balance:

Genider blinding:

Involves sets of policies seeking 10
include particilur groups considered
disadvantaged or underrepresented
Ouiline of concepts 1o be tnight ta
learners which includes methods and
resources used in teaching.
Making a prooess or activity to be

d itive of gender responsive
Iy incorporating gender needs and
interests or eliminating gender
discriminatory poliches, strategies, and
practices.

Soctally conmtructed set of rales and

responsibilities iated with being
male ar femabe, and in some cultures, &
third or other gender.

An undertaking wo understand what the
situations of femabes are relative to those
of males in & given matitution.

The recognition of the differences in the
interesis, needs, and roles of females
and males in socery and how these
result in differénces in power, status,
and privilege.

A situation where no gender s more
dominant than the other in terms of
numbers, influence, and power among
many [actors.

The conscious development of
objectives, plans, and programs in an

il



Gender Discrimination:

Gender Diaparities:

Gender divisdon ol labour:

Gender Equality:

Oender Equity:

Gender Focal Point:

OTRARIRALION OF INSULeN With no
cffort 10 recognise or incorporate gender
issues thar might influence the
functioning of that organisation, the
preductien of plans, the
implementation of programs, and the
outcomes of the programs.

The unequal treatment of individuals or
groups of people based on their gender.
Differences in females” and males’
acoess 10 resources, statys, and wells
being, which usually favour males and
are often institutionalised through low,
Justice, and social norma.

The organisation of labour an the
musumption that males and females
perform specific roles based on their
gender,

The equitable wrearment of males and
females so that they can enjoy the equal
benefits of development, including equal
nceess 1o and control of opportunities
and resounces.

The practices of faimess and justios in
the distribution of besefits, access 1o
and control of resources;
responsthalities, power, and
OppoTTUnities.

A person within an organisation ar
grouping identified as a reference point
for issura concemning gender,

il



Gender TssucsfConcerna:

Gender Justice:

Gender Mainstreaming:

Gender Parity:

Gender Paliey:

Gender Roles:

Gender Sonsinvity:

A difference in any aspect of the socios
coonomic status between females and
males, ing from the diff; social
roles ascribed by society to the genders.
These arise when there is a discrepancy,
dincrimination, of injustice.

Full squality and equiry between Males

and females in all spheres of Ife,

The consistent miegraton of gender

msuen mto the deaggn, mplementation,
ironng, and evaluation of policses,

plans, programs, activities, and projects

at all levels,

A numerical concept referring to equal
rumbers of males and females relative
tn their respective numbers in the
population.

An instrument for teekling gender

Reds i

bes in an organisation in an
organised manner.

Sets of behaviours and responsibalities
attrtbited to females and males,
respectively, by society which are
retnforced at varous levels through
political and educanional institutiens
and systema, employment patterns,
norma ardd values, and through the
family.

The ranslation of awareness into
practice, which results in thﬂ#‘ in

I



Gender Stereatypes:

Gender Traiting:

Positive Discrominanion:

the perceprions, plans, and sctivities of
nstitutions and organisations.

A rggid and oversimplified definition of a
group of people in which all members of
that group are labelled with aimilar
characlensics,

Capneiy-building oppartunites  made
avadable to stafl and students an gender
issues, for example through training and
e-learming platdorms.

The process of favounng some members
of a certuin group because they possess
spocific profected characterstics,

These are needs that, if met, help
femabes fulil their identified and
aceepted roles in their societies.
Binlogical chamcteristics fincluding
genetics, anatomy, and physinbogy)
generally define humans as females or
males. Note that these biological
characteristics are not mutually
exclusive; however, some mdviduals
possess both male and female
characteristics,

Unwelcome sexual advance and request
for sexual favours and other verbal or
phyuical conduct of A sexual namre
which makes & person feel affended,
humitiated, and/or i idated, where
& reasonable person would anticipate

that reaction in the cifcumstances.

2



Unfasr diserimination:

University of Malawi:

Women Empowerment:

Unwanted conduet which is persiatent
or senous and demeans, humihates,
creates a hostile or innmidating
environment, or is calculated to induce
submission through actual or
threatened adverse consequences.

Formerly College of Medicine, Kamum
Caollege of Nursing, Chancellor College,
Palytechnie,

Equipping women with the knowledge,

akills, and capacity to fully participate in
decision-making and Gocess to power.



10. BACHGROUND AND SCOPE

Over the last decade, Malawi has demonsirated significant stndes in
advancing gender equality and empowering women across political,
economic, and social domains Commitment to addressing gender
issurs is evident through the development and revision of the National
Gender Policy in 2005 and 2015, respectively. Despite these
achie wi facen o ge with one of the lowest female-
to-male enrolment ratios at the tertiary level in the SADC region,
hindering women's ability to compete equally in various aspects auch
s RECESE [0 SETVICEs, participation in deciaton-malking, and exploiiation
of opportunities,

Recognising these disparities, the Malawi National Education Policy
addvpcates increased female enrclment at higher education levels. While
the National Council for Higher Education encourages gender parity,
challenges  perndst, Hmuting equal access to higher  edutation
oppartunities for women and girks

KUHeS explicitly commits to promoting gender equality by integrating
gender conssderations into university acntvities. This commitment
aligns with the University's vislon, mission. and strategic plan. The
Policy guide initiatives aumed at achisving pender equity and equalsty,
focusing on equal sccess 0 educational opportunities. The policy
further rargets narrowing gender gaps in stall and student recruitment,
performance, retention, leadership, and research, which are common
challenges in Malawian public universitics.

KUHeS aims to become @ gender-sensitive institution. implenienting
affirmative enralment practices in line with international and regonal
agreements on gender equality and women's empowerment. Notable
instruments include the 1979 UN Convention on the Elimination of All
Forms of Discrimination Against Women (CEDAW]), the 2008 SADC
Protocel on Gender and Development, the 2003 Protocd 1o the African
Charter on Human and People’s Rights on the Righis of Women in
1



Africa, the 2003 African Union's Solemn Declaration on Gender
Equality in Africa, and UN Resolunon 1325 (20001 The University
aspires to achieve a 50% female student enrolment targes, as mandated
by the Gender Equaling Act.

This Policy serves as a gaide for KUHeS to exemplify a higher education
InSTILG6A il 1o Aon-diser nnd affirmative action in

advancing gender equality. It encompasses all Univeraity stakeholders
im:hldmu siafl, students, wvisitors, vendors, and coniraciual service
providers, fostenng an inclusive and iahl ol ENVIE

11. THE RATIONALE FOR THE POLICY

KUHeS fermulated the Gender Policy to serve an a compass for treating
every member of if8 community with respect and digmity, ensunng
equal opportunites [or reabsing their full potentinl. This Policy
underscores the integral connection between gender equality and the
delivery of higher education, aligning with UNESCO's Declaration on
Higher Education and the World Declaration an Higher Education for
the Twenty-First Century, which emphasise education as a
fundamental pillar of human  rnights, democracy, susizinable
development, and peace,

Despate the increasing number of femalke students and siall, achieving
gender eguality and empowerment remains a persistent challenge a1
KUHeS. The Policy recogmises the need for a focused approach
addresmng mequitable socal norms and stractures within processes,
cantent, curricula, and stall training. By scrving as an instrument in
the higher education delivery system, the Policy contributes 1o KUHeS"
vision by pmﬂdmspnim for the anaﬂwreﬂimm af gender
equality and gender justice, It reflects o commitment to UNESCO's
principles and serves as o vital tool in fostenng an inclusive educational
cnvironment.




11.1 Policy Context

The Palicy is highly relevant within the context of Malivwi's framework
and sociceconomic landscape, aligning with constitutional priorities
such as the right 1o education, poverty reduction, gender equality, and
development, as supulated in the National Education Sector Investment
Plan [NESIF and the Malawian Constirution. The Conatitution explicitly
mandates gender equality as a nattonal policy principle (Section 13{a]),
prohibits. sex= or gendersbased discnmination [Section 200, and
mdvocaies affirmative action to advance women's rights to development,
inchuding education [Section 30}, Malawi's glohal nit 1o gender
equality is evident through its endorsement of international agreements
like The Dakar Framework for Actien, The Conventien on the
Ehmination of All Forma of Discrunination against Women (CEDAW),
the Millennium Development Goals (MDOs), and the Sustainable
Development Goals (SDGs), particularly Goals 4 and 5 These
commitments establish a robust policy manidate, [acilitating  the
integration of gender equality and empowerment initiatives in higher
education across Malwwi, The Policy serves as a crucial link between
national and intemational commitments, ensuring a comprehensive
strategy for mdvancing gender equality within the higher education
landscape.

12, SITUATION ANALYSIS AND THE FREFERRED POLICY OPTION
The UNIMA Poliey is grounded in a thorough gender audit that utilises
a combination of research methods, inchiding surveys, focus group
discussions, key informant interviews, and documentary reviews, This
audit revealed that, despite UNIMA's progress in promoting gender

lity and ble gender awareness, there were notabile
shorfcomings in grnder sensitivity &nd responsmveness. Notably, the
curriculum lacked gender responsiveness in terms of both content
coverage and preparedncss of students and lecturers to address gender
needs.

3



Insues of gender injustice were identified in student welfare, inclading
disparities in accommodation and privileges, with males being more
privileged than females. The audit also revealed unfair gender rolés and
imbalances in leadership representation, with certain positions being
feminised or masculinised. Furthermore, the gender-blind and
stereatypical treatment of both stafl and students was observed in the
workl environment and conditions. These findings formed the basis for
UNIMA's decinion 1o formulate the KUHES Gender Policy, addresaing
these identified gaps and inequalitien.
12.1 The Preferred Policy App h

KUHeS Gender Policy adopts a multifaceted sirategy to address existing
gaps, inegualities, and inequitics within the University community,
While promoting effimmatve action with a focus on females, the policy
recognises the porential inadequacy of this approach m fully complyng
with the non=tiscnminaton pnnciple inherent in gender equality.
Affirmative action alene may not ensure ongolng equality and (aimess
once the mitial gaps are dosed, as evidenced by persistent inequalities
at UNIMA despite achieving 4%% female enrolment by 2015, Therefore,
the Policy integrates i human righis-based approach that appreciates
the existing schisvements in gender equality and equity. This approach
nod ealy targets current gender disparities but also aligna with the
University's visions and aspirations to foster, achieve, and sustain both
getider equity and gender juatice.

13. KUHES VISION
A world-class University and centre of excellence in health education,
research, and innovation,



14, HUHES MISSION

To advance knowledge, professional competenicies, abills, and
innovations in health sciences through high-quality student-centred
and innovative education and research that responds to and influences
the gobal/national policy, bealth, and development needs in an
elficient, sustainable, and resultsoriented manner.

15. AIM|S] OF THE POLICY

The aim of this Policy is to create & gender transformative enviranment
in KUHeS for the betterment of all stall and students particularly
women, persans with disahilites and other vulnerable groups.

16. OBJECTIVES OF THE POLICY
To ensure equal and fair opportunity, free, active, and meaningful
participation in education, emplovment. and wellare.

16.1 Specific Objectives
a. To mainstream gender in all KUHeS curricula.
b, Ta ensure zero tolerance against gender-based violence,
sexual harnssment, gender-based stereotyping. prejudios,
and other forms of discrimination  between stafl and

students.

e To previde equal opporunity, treatment, and benefiis
irreapective of gender for KUHeS stafT and students.

d. Te enforce gender responsive deciaions and acthon-taldng
in exercising authority in onder to sdvance gender equality
nnd justioes

The Policy's contribution to KUHeS Vinon and Mission will come from
four related outputs, as follows:



Tabls 1: Objectives/Qutputs of the Policy

Objective

Outpat

To mainstream  gender
KUHeS erirmeula

into

A gender mainareamed curniculum in
KLUHeS

To ensure gero tolerance against
GBY, sexual harassment and
other forms of discrimination of
stafl and students

&) fero tolerance ngainst gender-
based stereotyping.  prejudice,
and other forms of discomination
of students

b Zero tolerance approach against
sexual harassment and genders
based violence against stafl

To provide equal opportunities,
treatment and benefits for stalf
and students

Equal opportunity, treatment, and
benefits  irrespective of pender for
KUHeS mtaff and students.

To enforce gender respanaive
decisions to advance gender
equality and justice

Effective gender-responsive dedsions
and actions-taking to exercise authority
1o advance gender equality and justice

17. POLICY GUIDING PRINCIFLES
In kine with the core values of KUHeS and the principles peniaining 1o
gender equality, the following are the principles of this Policy:

i Non-lLscrimnation

No one should be discriminated against on the basis of gender, sex,
Of SEX enentauon, age, race, and cthniity,

b. Affirmnative action

The University shall promote equality through preferential
treatment of males and femalen and the socleeconomically
disadvaniaged people within the University community,

c. Rights-hased approach

Respect for human dghts and fundamental freedoms, incuding
the right to human dignity, equality, and freedom from any form
of discrimination, will be a priority.

i




d. Gender transparency and accountability
The University's governance syatems should promote transparency
and accountability for the effective implementation of gender
equality commimments. The University shall be open to issues of
stafl and student recruitment, allocation of resources, and budget
deciniona.

e. Equity and Equality
Al men and women shall enjoy equal treatment in terma of rights,
benefits, obligations and opportunities. No one will be subjected 1o
the limitations set by types, rigid gender roles, or prejudices.

L Efficiency and
All sinkeholders including senior and executive management shall
discharge thewr mandates with full | i the pr
of gender equality and equity within the University,

g Responsivencss
The university shall be responsible for the practical and strategic
gender needs of its stall and students.

Thus, the policy underlines the need for amitudes, decisions, and
actions that tackle gender stercotypes, unfair gender roles, and unfair
gender mmages in the delivery of higher education. In sddition,
sustasnability considerations will ensure that the positive resulia of the
policy continue, with issues of ownership, policy suppart, economic and
financial factors, socieculiunal aspects, approprinte  technology,
environmental aspects, and jnstitutional and management capacities
as lmportant.




18, POLICY PRIORITY AREAS
The Policy focuses on the following priority arcis:
18.1 Policy Priority Area 1: Gender Respoosive Curricul

To ensure gender-reaponaive curricula, the policy will poy special
attention to mainstreaming gender into the curriculum by addressing
the following key areas: o) unegual student access, enrolment. and
performiance; b) gender-blind curriculum design and structure; ¢f
gender-insensitive  assesament; and d] instimotional support for

curriculum transformation.
Unequal Student Access, Enrolment and Performance

Problem Statement

Unequal student access, enrolment, and pefformance in education
impact the education system's effectivencsa and furness. While
education s supposed to be a grear equaliser, current siudent
enrolment data for KUHeS sugges: disheariening gender trends, where
teachtionally held sterectypes aboutl partieulnr academic disciplines
seem to permsl, as aome programa have agnificanty moce male
students than female students and vice versa.

Policy Statement

The policy shall ensure that there (s affirmative action for equal
enrolment and retention of studenta

Gender-Blind Carriculum Design and Structure

Problem Statement

Many educanonal instimbons sull do ot consder gender a key
criterion in program development, approval, and review processen. The
gender-blind  curriculum  design and  smucture in educational
institutions neglect the different needs and expenences of male and
female studentn, hindering the achievement of gender equality and
equity. This leads to a lack of gender-transformative teaching, learming,



and assessment metheds, where traditional approaches fall to address
students’ gendered experiences and perspectives, perpetuating gender-
based discrimination and biases. This disconnection between the
curriculum and sudents’ realinies can lmit both male and female
students’ academic and coreer aspirations, leading to  the
underreprensentation of one gender in certain ficlds and professions.
Policy Statement

The Pobcy shall ensure a gender-responsive curmoulum desgn and

struciure,
Gender Insenaitive Asseasment

Problem statement

Gender-insenstive assessment perpeiuntes discriminatory practices
and results in unfair treatment of students. Despite efforts (o promote
gender equality and equity in education, many assesament methods fail
to consider the gendered experiences and perspectives of soudents,
leading to grading bias and perpetuating gender-based discrimination.
Thia, in turn, leads fo disparities in academic achievement and career
oppartunities, imits scademic and career aspirations. and contributes
to the underrepresentation of both males and females in certain fields
and professiona,

Palicy Statement

The Policy shall ensure a gender-sensitive Assessment (o ensure that
nwmumwmmmwpﬁhmmmd
potential, rather than their gender,

Institutional Support for Curriculum ‘Transformation

Problem statement
The hmited eapacity of universities 1o deliver on the commitments of

eny ing the cusr and achieving gender parity and equality

]



undermines the development of an insttutional culiure that supports
pender equiality. Consequently. facibly and staff may have a limited
undérstanding of gender issues, leading to a lack of gender-sensitive
teaching and assessment methods. This can perpetuate  pender
ntereotypes and biases in the classroom, ultimately limiting the
academic and career aspirations of male and female students,

Palicy Statement
The Policy shall ensure the availsbility of institutional wopport for
engendenng the curniculuom and achieving gender parity and equality.
18,2 Policy Priority Area 2! Gender And Student
Welfare

The following sub-policy priorities were identified.

Creating a SBafe Environment for the KUHeS Student
Community

Problem statement
The safety and security of university students are wital 1o their well-
being to facilitate & conducive eovironment for learning and
productivity, Despite the exstence of Campus Security Units in the
respective campuses, theft, assault, gender-based wolence, and sexual
harassment rémain areas of concern for atudents. Students ressding in
off=campus accommodation, particularly female studenis, continue to
be of coneers, as ther vulnerability to violalions in these areas is
increased; however, they are unable o access campus security for
support. The situation 18 compounded further, as vicnms of viclatons
{both on and off of the respective campuses) do not fesl comfortable
reporting, so they try to adapt 1o get out of the situation,
Policy Statement
The Policy shall ensure sufficient, affordable accommodation and
secure faeilities of university standards irrespective of gender.



Absence of Parental Care Facillties for Students who
become Mothers

Problam Statement

Inadequate provisien of parental care facilities for students with infants
leads 1o stigmatisation and insullickent support for the growing number
of studenta who become mothers while pursuing their education, The
lack of parental care facilities, lactation rooms, and counselling and
childeare services for female students can have negative ooNBEGUETCOES
and potentially affect their academic performance, making it dafficuilt
for them to pursue their studies.
Palicy Statement
The Policy shall ensure a parent-friendly environment and availabilicy
of reproductive health facilities in university campuses 1o sSUpport
atudents who become parents while pursumg ther education,

18,3 Policy Priority Area 3: Gender and Staff Welfare

The university is committed 1o providing an environment in which the
equality of men and women is respected as enshnned in the
Consututon of Malawi and the Gender Equality Aer of 2015, where
neither  sexast  behaviour nor  gender-based  discimination s
countenanced. The unlversity management will strive 1o ensure o
gender inenﬂly environment and ta protect stall from bodily harm and
erosion of dignity.

18.3.1 Staff Recruitment, Training, Scholarship and
Promotion
Problem Statement
Siall employment data and perceptions of stall across the universiy

indicate that mtervention is required to institutionabise a genders
1n



responaive human resource maddality for all employees and staff, as
demonstrated by the following identified problems:

. Segregated joba with pred iy males or femal
b. Few female representations of decision-making positions
¢, Lack of gender sensitivity and competence in decision making
bodies; and
d. Negative gender steresyping.
FPolicy Statement
The Policy shall enaure that there in gender-resg rect ity
application of promation, and ether conditions of services. This is in
line with the Malawt Constitution and the MDGS 2 which strives to
ensure equal participation of women and men ot all levels of governance
and enjoyment of human rights.
18.3.2 Research, Poblication and Dissemination

Problem Statement

The lack of research activines, publicamon, and dissemination from
female acacemic stafl results in the under-representation of female
perspectives and knowledge in academic discourse, Despite efforts 1o
promote gender equality and equity, female academic siafl members
face numerous barriers that prevent them from engiging in research,
publication, and dissemination, These barriers can include gender-
based discrimination, a lack of institutonal suppaort, and work-{ife
balance issues such an caring responsibilities. As a result, female
perspectives and voicea are often missing from academic publications
and debates, perpetuating gender biases and liminng the diversity of
academic knowledge,

Folicy Statement

The Policy shall previde institutional suppoert for research, publicanion,
and i for female ic stafl,
12




18.3.3 Uniriendly Work Environment

Problem Statement

An unfriendly work environment is characterised by a lack of basic
[ncidities, such an poor saritery conditions and inadequate childeare
and recreationsl (acilities, as well as instances of sexual abuse,
harassment, and favourtism for work of benefiis. These maues can
have a significant mmpact on employees’ well-being and productivity,
creating physecal and mental siress. Sexual harasament, abuse, and
fovouritiam can also create a hostile work environment, leading 1o low
marale, high staff turnover, and reduced productivity, Moreover, the
uninendly work environment perpetuates gender-based discrimination
ani ias, Himinng the career opportunities and potential of women and
ather margmalised groups in the workplace.

Policy Statement

The Policy shall ensure the provision of gender-responsive facilitses and
redress mechanisms to mstances of sexual abuse, harasament, and
fovouritiam for work or benefita, and fo promote a fnendly and safe work
environment,

18.4 Policy Priority Area 4: Gender, Governance and Human
Rights
The university has made progress in appointing women 1o senior
decision-making positions, but the gender disparity within decision-
making structures across the University is still pronounced.
18.4.1 Unequal Gender Rep tion in Leadership
Problem Statement

In most Malawion seceties, males remam the dominamy decision
makers at all fevels, Women hold Hmated positions at all levels of
governance, and are pootly represented within insttutions of higher
learning, The representation of women in decision-making postions in
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the public sector is 23% (Malawi's MDG Report 2011), and 9.5% in
formal employment (MDG Report 2011). Women's active participation
in decision-malang positions is a nght that ensures good governance,
tranaparency, and accountability:

Policy Statement

The Policy shall ensure i I ‘s participation at all levels af
decision-making, and provide support for women in governance and
decision-making positions with at least 40% representation of lemales
ar males in leadership positions within 10 Year. This is in Ine with the
Malawi Constitution which prohibits any form of discrimination based
on geader (Section 200: the National Gender Palicy af 2015 advocales
for equal participation at all levels of governance and enjoyment aof
human rghts.

18.4.2 Stereotypical Treatment of Females in Leadership
Poaitions

Problem Statement

The steseotypical treatment of females in leadership positions manifests
itaell in various ways
a. Lack of i gender-sensitive leaderahip code.
b. Demeaning of females in leadership positions among students,
academic and administrative stafl, and support stafl

©. Assignment by groups and supervisors of roles considered
feminine to females in leadership positions: and

. Gender blindness to the practical needs of female leaders as
mothers or household members,

Palicy Statement
The Policy shall ensure that a gender-sennitive leslership code is
implemented.



18.4.3 Ineffective Gender Leadership and A nity
Problem Statement

Ineffective gender leadership and accounabiliry result in failure to
achieve gender equality and equity goals. Despite policies and stratege
plans aimed al promoting gender emdny Inadequate manstreaming
of gender considerations in deci '3 and the ak
ud'.,_ A ponsive budgets have imited the realisation of these goala,
This results in a lscle of resources and support for programmes and
initiatives aimed m promoting gender equality. Additionally, ineffactive
gender leadership and accountability can lead (o a lack of ransparency
and accountability in gender-related fssues, thus lmiting the ability to
track progress and identify areas for improvement,
Policy Statement
The Policy shall ensure that leadership in gender-responsive, inclutting
policies, strategies, and budgets.
18.5 Policy Priority Area 5: Sexual Harassment and Gender
Based Violence

Sexual harassment and gender-based violenoe are serious ssues that
can have devastating impacts on indraduals and communities. As
auich, they need to be arlddressed through the prevention and awarencss
of gero tolerance, reparting end responding to cases of  sexual
harasament and OBV, and protecting and supporting survivors. The
Malawl Constitution guarantees rights 1o every citizen and is spocific 10
women & rights; Sectons 23 and 37 acknowledge that violence against
women 14 a4 problem that must be eradicated.



18.5.1 Prevention and A aof Zero Tol
inst S 1 Hi t and GBV

FProblam statement

A lnck of awareness of the diferent forms, nature, and ham caused by
sexual harassment and other formas of GAY hinders the prevention and
mitigation of such incdents. A lack of understanding of what
constitutes sexual harassment and GBEVY, as well as the harmiul effects
on victims and the community as o whole, can lead to & culture aof
acvef and of such behaviour. This can perpetuate
gender-based discrimination and bias, making it dillicult for victims to
come forward and seek help.

Folicy Statement
mPhhtme:mrzmmg-mﬂm.dnludmumme
prevention of and zero tolerance against sexual harassment and GAY,

18.,5.2 Reporting and Respending to Cases of Sexual
Harpssment and GBV

Problem Statement

The lack of reporting and responding o sexual harassment cases i a
sgnificant problem as it allows perpeirators to escape accountability
and may perpetuate a culture of impunity. 1t also deprives victims of
the support and protection they need to heal from their traumatie
experiences. Moreover, it sends the message that sexual harassment
and GHY are not taken seriously, which ean discourage vietima from
coming forwnrd and seeking help.

Policy Statement

The Policy shall ensure that there i an effective snd accessibie informal
and formal complaint system,



18.5.3 Protection and Support to Survivors of Sexual
Harassment and GEV

Problam Statement

Survivors of gender-based violence, including sexual har and
other forma of GBY, aften struggle to access the prolection and suppor
they need to recover from their trauma Lack of adequate protection,
support, and resources can exacerbate their emotional and physical
suffering and impede their ability w rebuild their ives. Moteover, the
atigma and shame assocated with being a victim of sexual haragsment
and GBY can compound distress and isolabion,

Palicy Statement

The Policy shall ensure that survivors of sexual harassment and GBV
are protected wpon reparting a case, and are oifered support by the
institution.

19 IMPLEMENTATION GUIDELINES

19.1 Institutional Arrangements

Gender issues are multi-sectoral and are cut across all aress of
development. To promote gender equality and equity within the
university, s management, stafl, students, and wider communitics
ahould be harnessed to implement the policy. To implement the Gender
Palicy, the unversity will follow the logic of the university’s cammittes
and administrative system, as outlined belows



Figure 1: Gender Policy Implementation Structure in KUHeS

. The office of the Deputy Vice Chancellor

The Office shall provide oversight on gender integration and
responsiveness ol the university level and will operaie through a
gender coordinating unit/ secretariat.

b. The Gender Coordinating Committes

L =8

This will be chaired by the DVC with membership drown from the
Office of the Registrar, Director of Student Alfairs, Director of
Finance and Investments, ¢ Deans, reps af
Student and Stafl Unions, the Teaching and Leaming Development
Centre, and the Libranan,

Heads of Depariments (Administrative and Academic)

At the departmental level, there will be Luuson focal points that

work with the heads of departments/sections /centers. The gender-

focn] persons shall coordinate and oversee the mplementation of
18-




this policy. They will also act as volces/champions townrds gender
equality and take action aganst perpeirators of gender-based
wiatenee and other gender injustices,

19.2C g

All staff, srudents, and affilintes of the University were responsible for
complying with the Policy. The University will work clascly with the
Ministries of Education, Health, Gender, Youth and the National
Couneil of Higher Education (NCHE] to ensure that the gender palicy is
implemented in line with the National Gender Policy and other legal
framewarks. 1t shall also work closely with the media to enhance the
blicity of der activities at the university level In addition, the
university will engage with a wider university community and key
stnkeholders, including donor and development partners.

19.3 Implementation Plan
The KUHeS Gender Policy will be mmplemented by different sectors, and
npecific  implemenmaton  stretegies  have been  outlined in the
implementation plan |See Appendix 1),
20 MONITORING AND EVALUATION
The monitoning and evaluation principles are as follows:

a. Tracking progress based on the responsivencss of the univernity
curmiculum, stuciures, and systems in the artainment and
advancement of gender equality

b. Reporting on results referring to targets and the fotality of the
resulta chadn to ensure clear progress towards the Policy's vision
within the frameworks of the university’s strategic plans.

. Reporting on both quantifisble results and indications of
relanonal and status changes at the department, school, and
universny levels



d. Distinct reporting on current activitien and results as well as the
sustainability of results from completed activities, 1o enuure
proper consolidation of achicved results; and

e Student and salf involvement in monitoring and evaluation.

Appendix 2 presents the monitenng and evaluation plans, This
presents . the outputs, perf ce inds © and
assumptions that led to the policy’s contribution to enhanced access (o
quakity gender justice,

21 FINARCIAL IMPLICATIONS

This Policy will be implemented I & mander that ensures
mainsireaming of gencder in all areas of the university rather than
throtgh ad boc activities that demand separate costa. This means that
while some of the activity resulta do not require additional financial
resourees, those that require the mainstreaming of pender in all key
areas of the university's work need resource mobilisation.

21.1 Financing Principles
o This Policy was premised on the following efficiency
principle: not o make the policy cost the government more
than its current allecation to Riversities, except for gender
mainstreaming. Meet the costs of gender mainstreaming
through collaborative mputs fram partners.

b, As many of these principles have influenced the design of
this Policy, they also guide s me!m.em.l.unn With
concerted effors in the first two years, the implementation
of the Poliey will be such that the financial costs will
stabilise or drop the time the Policy i due for review,

21.2 Cost of Implementing the Policy

This Policy relies on the current univeraity structures that already have
budgers. However, the university shall put aside a certain pereentage of

20



funds from its annual budget to implement the Policy. Each School and
Depurtment his a specific budget for implementing gender activities.

22 CORCLUSION

i KUHeS® Policy on Gender Equality s committed o squal and faie
eppartunities and free, active, and meamingiul participation in
education, employment. and welfare. Building on past gains and
lessons, the Policy is bald and aspires to respond 1o gender
inequalities, inequities, and other forms of gender injustices
within KUHeS. This Policy demands instrumental and key results
from KifHeS' ecore areas: training, learning, service delivery, and
ressarch,

b. The Policy includes a Ave-year implementation plan that is
budgeted. Significant resources to implement the Palcy will come
from the university's econombc, human, and organisational
bases. In sddition, mobilising resources from partners will also
enhance the implemeniation of the Policy, which will be evaluated
in 2008
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Strategy

measures that promiots
el enrofment and
retention of students,

Implement  gender-consowous  enrolment 1o
encourage underrepresented groups to enml in
programs with low repressntation.

VG,
Hegisirar

DVE,

2023-2028

Adapt affinnative action to schieve a gender balance
of o1 least 40-60 in atudent enrolment, as required
by the Gender Eguality Act.

Ve,
Repgistrar

DvC,

2023-2028

Prioritise gender equality in the selection of studenis
and stall, implementing policies tho promote sgqual
oppartunities ond representation for all genders

BvC,

LO23-2020

Maonitor ‘enfolment stalistics in all programemes
annually to ensure gender balance is maintained or
im| ,

DNC,
DSA,

200232028

Review and assess the enr L e o
iiisadvantaged students, including males, females,
and persons with disabdlities, identifying ther
challenges, and cstablish a minimum  anoual
enroiment rate. lmplement measures 1o support
thetr compus cxperenee.

20232028

lcentify differentinl gender isaues alfecting male and

female performance and establish mechanisms to

DSA, EDs

2023-2028

n




mitigate these 1s=ues [0 assist mn Lm[r:n‘inl_ student

&re £

Develop outreach strategies to anract male students | MCM 20232028
inta traditienally perecived feminine areas and
anracd female students into traditionally pereeived
as a male preserve 1o encourage more gender-
balanced enrolments.
Develop outreach sirategies fo encourage girls to | MOM 2023-2028
pursue science subjecta al secondary and primary
education levels
Faclitare  the development of mentorship | DEA. DTLD HK23-H2R
programmes  for  both  undergraduste and
| pestpraduate students
Review dev curticuln for gender inchy DV, DTLD 20232028
| Objective Strategy : | Timeframe |
Establish and enforce a | Create a framework of engendenng the curncula by | DVC, DTLD 2023-20028
framework that providing a commaon course on gender issues to all
guaraniees the undergradunte students, and incorporating gender
ntegration of gender- | issues in graduate modular syltabi
responsive curmiculum
desagn and structure Ensure that all curricula in the schools and | DVC, EDs, | 2023-2028
across all programs and | departments integrate gender in content and delivery | DTLD, HoDs
matérials, 1o address gender gaps and enaure that all programs

23




grders,

Ensure that every programme has either a|DVC, EDS, | 2023-2028

standalone gender module or  is DTLD, HoDs

maingtreamed in every module or both.

Provide positive academic role models 16 s | DSA, EDs, HeDs | 2023-2028

students—both male und female.

Ensure that students are exposed to theones and [ EDs, HoDs L3~ 2028

concepts that enable them to understand gender and

its ung.l.]mhinnl for society.

Promote gender oransformative  approaches o | DVE, EDx, | 2023-2028
cdingogty that challenge negatrve gender culture, | DTLD, Holls

attitudes and practices.

Ensure that, as much as possmble, there (s balance | DVC, EDs, Holds | 2023-2028

stafl.

Ensure that gender-sensitive language is used in the | DVC,  Regiatrar, | 2023-2028

classroom and workplace. Elw, HoDs

Ensure that the Universmy has gender-senstve | DVC, EDs, | 2023-2(28

critesia for use in the development and review of | DTLD,  HoDs,

eurricula. CQAD

Ensure that gender inclusivity is a key consideration | DVC, EDs, | 2023-2028

in  quality adsurance management and | DTLD, Holla,

administration of programmes. COAD

Moaitor the delivery of curmicula to ensure that | DVC,  Registrar, | 2023-2028

grnder-sensitive language is used in the classroom | EDs, .,

and workplace. Hols, COAG

Use gender-sensitive language that is inclusive of all | Lecturers 2023-2028

b




Environment

Gender

Ensure that adequate resources are mobiised and [ WC, DVC, EDs, | 2023.2028
allocated to develop and use gender-sensitive | DTLD, HoDas,
learning support materials. BOF,
Procurement
officers
Ensure that new and other teaching stafl are trained, | DVC, EDs, | 2023-2028
orented and . developed 1w deliver gender-aware | DTLD, HoDs,
eurnicula. COAD
Build the capacity of stall 1o apply gender sensitive | DVC, EDs, | 2023-2028
ical processes, DTLD, Hols
Drive change towards gender equality in the learning | DVC, EDa, HoDs, | 2023-2028

Commitiee

Polloy Statement 1.3: Gender-sensitive assessment practices for unblased evaluation of students’
a and i
Objectt Strategy R itity | T e
Implement a gender- Pratect students against victimisation if they report | DVC, DSA, EDs, [ 2023-2028
SENSINVE AESESSMETT sexyal offences or decline advances from a lecturer, | HoDs
appreach to ensure fair | Provide and enforce dear guidelines on student- | DVC, DSA, EDs, | 2023-2028
evaluation of students’ | lecturer relationships. Holla
academic performance . | Ensure that students takang examinations are only | DVC, DSA, EDs, [ 2023-2028
and potential, deveid of | identified by examination numbers. HoDs

Provide equal  scholarship  opportunities  for | VC, DVC, DSA 2023-2028

any gender bias or
dincrimination.

outatanding students when ayailoble,
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Develop and implement o monitoring and evaluation | DVC, DTLD, [ 2023-2028
wystem for all programmes., EDws, Hols,
COAD
Capacitate stafl 1o use pgendered assessment | VO, ove, | 2023-2028
inatruments, proceanes and peocedures, Registrar, EDs,
HoDs, Gender
Committee
Policy Statement 1.4: Institutional support for dering the curricul and schi gender parity
and equality
Strategy Re Timeframe
Establish Fermulate strategees for madnstreaming gender into | VC, DVC, DTLD | 2023-2028
camprehenaive the curriculum,
institutional support
mechanisms io Establish a gender resource centre, commitied to | VC, DV, | 2023-2028
facilitate the integranon | provide free space for students and stafl 1o support | Registrar,  DOFL,
of gender-réaponsive reasarch, discussion forum and trasungs on gender | DEA, EDs, HoDs
clements within the issues.
curriculuin and strive | Define and develop indicators, monitor and assure | VC, DVC, | 20232028
for gencer pasity and accountability for the implementation of the | Registrar, DOFI,
equality in all engendered curriculn in all schools, depariments, | DSA, EDs, DTLD,
educational programa | institutes. and centres. HoDis, CQADH
and insriatives Identily and disseminate information on good | VC, VL, | 2003-2028
practice o measure the impact of mainstreaming | Registrar,  DOFL,

gender into the curriculum.

DSA, EDs, HoDs,
COAD




Include n Gender Budget an a ool for assessing
commitment 10 gender equality in the curriculum at
the School and Departmental levels,

VC, DV, DOFI,
DTLD, EDs,
Hols,

232028

1

and

| Objective

Provide nniversally
accessible, allopdable,
and securd University-
atandard
accommodation and
facilities, regardless of
gﬂ\d.l."r.

Update reporting sysiems 1o be electronie and
online; and train and equip secunty persannel 1o use
the requiaite technology to immediately enter
information, which then becomes immediately
accessible to the entire network of personnel
involved in the provision of security and intervention
services; und becomes part of @ security data base,
towhich only personne] with security clearnmce have
ACCERS.

DVC, Registrar,
DOFL, CITO

fncilitles of University standard

Identify and assign dedicated Safe Spaces fo
siudents more vulnerable to having their health and
salely comy i

ViC,
DOFL, DSA

2023-2028

Tl
Ensure that its buildings have adequate, gender
| appropriate abiution facilities.

VC, DVC,

2023-2028

Ensure an extension of University internet services
o university on and. off campus ation

2 PO
DVC, DOFL,
Registrar, CITO

2023-2028

ar



Ensure that transportation shall be provided for | DVC, Regastrar, | 2023.2028
academic activities and emergencies for students on | DOFL
| niversity seoommodition,
Cause to be underaken periodic inspeetion af | VO, Regarrar, | 2023-2028
aceredited private hostel facilities aff-campus | DSA
o " m pres gender-
Ml.nw! ar least 40% ul'nmummudamn spaces to | Registrar, DSA 2023-2028
either males or females in line with universty palicy,
However, specuil conssderation for students with
ial necds 1d be 3
Ensure thit students have overnight access to all | DVC, Libeanan | 2023.2028
books, reports, journals ete from University college
libraries.
Ensure that all campuses are adequately Lt at night. | Registras 2023-2028
Campus
Manager
Ensure the pr e of night sur system in | Registrar, 20232028
CRMpUSEs. Campus
Munages and
Sccurity Officer | |
Install circuit cameras At strategic points  on | Registrar, 2023-20028
CRMpISEs Campus
Manager and
Security Officer




rq.u.n,- anl 25 mm&-&hnﬂr

ve health facilities, to

_Q!I““" __
Establish and maintain
& parent-Iciendly
environment n
University campuses,
ensuring the avadlatlity
of reproductive health
facibitses to support
students who become
parents while pursuing
thear education.

J! Timeoframe
Institute désciplinary action for stercotyping and | VC, DV, | 2023-2028
stigmatisang  amtimdes against persons thar are | Registrar, [SA,
expectant, have delivered or are breastfeeding while | KUHeSSU
sty President, SRC
In lne with the National Sexual and Reproductive | VI, OVC, | 2023-2028
Health and rights Policy (2022-20300, facilitate a | Registrar, DOFT,
streppihened provision of gender sensitive sexual | DSA
and reproductive health services for students that
include provision of famly planning  services,
sexually transmitied infections and HIV services 1o
all st
Provide regular communication (o students | Registrar, D84, | 2023-2028
concerning the medical factlitien that are available (o | SRC
them.

Ensure that it has functisnal childeare facilities on | VC, DVC, | 2023-2028
CRTILSEa. Registrar, DSA,
Support pregoant students by granung them a | W, Dve, | 2023-2028
macdmum one-year maternity keave r\cﬂugp:i-'nu the | Registrar, DSA
equal vahue and importance of both men and women

hild:

nta.‘l: HI'I'I m‘l!l‘ﬂlﬂ?lﬂ governance and uphold human rights by implementing
recriitment and service conditions

Strategy

[ Responaibility [ Timeframe

F



Implement

rfesponsive  recruitment
ProCesses,  Promotion
cnteria, and  other
conchitiona of service 0
alignment  with  the
Malawi Constiution

Mamnstrenm  gender mto  the current  Human
Resource/Condition of Service Policy as well as
guidelines rules and regulations.

VC, Hegatrar,
KUHeSSU
President

Examine recent pramotion and siaffing trends with
a gender lens, 1o asseus the extent to which, where
both sexes are competent, promotion standands are

and the MDGE 2, aiming | fair

to achieve  equal
participation af women
and men at-all levels of
governance and  the
realisation of human
rights.

YC, . Registrar,
KUH#SSU
President

2023-2028

Provide Affirmative Recrultment
tradithonally accepled gender gaps.

1o address

VC,  Remistrar,
KUHeSSU
Proaclent

2023-2028

Develop a separate pln for gender sensitive
recruitment, iraining, scholarship and promotion as
part of the s1afl development plan.

¥C, Registrar

Provide pre and postnatal maternity leave af not less
than two months as provided by law.

Y, Reglstrar

20232028

Provide paternity leave of not leas than two weeks,

VO, Regiatrar

20232028

Guarantee and check compliance with  the
recruitment requirenients of the Oender Equaliy
Act.

WV, Registrar

2023-2028

Entablish and faclilate mandatory gender sensative
truining protocel for all employees and stafl for
capacity building.

DTLD,  Gender
Committee

20232028




Faculty/schoal farea (o address gendered challenges
{ obstacles agnins: participation in consultancies
and research.

Policy Statement 3.2: support d b, publi and di jon for fi 1
Lmenderee staff m
| Objective Stratogy | Timoframa |
Provide institutional Establish special research grant for female academic | VC, DVC. EDs 20332028
suppart to foster stafl a1t KUHeS 1o conduct research and disseminane
research, publicatian, their research outpuls
and dissemination E:u.u;h-n ,ulnl. n:.n.de:mc- E-nul.z atiff npetworks | VC, DVC, EDs 0332028
Opportunities
specifically for female Recognine n.nd nmrd k-mnl.c sall for their | VC, DVC, EDs 2023-2028
academic stall achisvement n resedrch, teaching  and
members administrative actraties o motivate them  and
enhance role m X
Develop guidelines to enmure that all research | WC, DV, EDs 20332028
projects of the university conzider gender as &n
smporiant anabytical element.
Avail special research grants and encourage stadl | VC, DVC, EDs 2023-20028
m # to conduct research on gender esues,
Encourage senior and jumor female académse stafl | DVC, EDg, HoDs | 2003-2028
coll h
Encourage frmale members of siall (o wake | DVC, EDs, HoDs | 2023-2028
sablatical leave when due.
Implement a Policy of affirmanve action within her | DVC, EDs, HoDs | 2023-2028

a1




harsssment, and
favourntam m work or
beaefits, and promote o
friendly and safe work
rnmnnmm1

discrimination or violence on the basis of sex or
gender attributes.

Policy St 3.3: Gend P e facilities, nﬁm mechanisms for cases of sexnal abuse,
| Dbjective 3~ Timeoframe
Establish gender- Facilitate the provisions of adequate sanitary and [VC,  Registrar, | 2023-2028
responaive [acdlivies, other appropriaie n. Ea, DOFT

implement redress Guarantes and check that the institunion has ar ol | VC,  Registrar, | 2023-2028
mechanisms for cases | matenial Hmes an effective and accessible case | EDw, HoDs

of sexual abuse, handling mechanism 0 deal with cases  of

Pdh’lhtm'l-

.Iaﬂl-ld'nnu-'a pul:ldpmunn levels of decislon-making., and provide

support for in gov and

| Dbjective Strategy Responsibility |Timeframe
Promote mereased Ensure every siructure of organisation complies | VO 20232033
women's participation with this Policy on representation im leadership

at all decision-mak PeORLTinS.

levels, providing Advocate and encourkge women to aspire for | VC, OVC, | 2023-2033
suppart for women in leadership positions Fepistrar

governance and Provide confidence building akilln and engage | VC, DVE | 2023-2033
decisionsmaking roles, | pevchologists wherever possible, Registrar

and achieving a Implement the Policy, progressively meet & minkmum | VC, BVC, | 2023-2033
mirimum m‘%l‘mmh-armnjesmlmdenhm Regatrar, EDs,
representation of 409 HoDa, Every
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b 8.

Ligrider-sekpansive bidgete.

fermnles or males in Umaversity
leadership positions in Committee
aligrment with the Facilitare increased opportunity o females to pursue | DVC,  Registrar, | 2023-2025
Malavd Constimution higher qualifications. EDs, HolDin,
und the Natronal Allocate workloads to stall in a manner that allows | EDs, HeDs, 2023-2028
Gender Policy. mare tme for research and writing for females,
Policy Statement 4.2: Implementation of a gender-sensitive leadership code
| Objective Timeframe
Implement o leadershap | Initiate  development and implementation of a | VC, DVC, | 2023.-2028
code that prioritises leadership code that is strong on gender sensitivity. i
gender sensitivity, Check and supervise that pender-sensitivity and | ViC, DNC, | 2023-2028
responsiveness are included in the promoton | Registrar, Eds,
criterin among staff, Appaintments
Committes
Take all necessary steps to discipline any member of | VC,  Registrar, | 2023-2028
atafl that wses language or displavs an amitude that | Every supervisor
disrespects a female leader on account of her sex.
Policy 4.3: ip. policles, strategies and budgets
s ] Strategy k. TR
Ensure gender= Cause all policies to be reviewed to ensure that [ WVC, DV 032028
responsive leadership nifer i arcly mainstreamed.
by incorparating gender | Cause this Policy 1o be reviewed inatally after 12 [ WG, DVC 2023-2028
conmderations into his and subsequently after five years.
policies, strategies, and | Faclitate the preparation and implementation of | BOFL 2023-2028




Facilitate that all appomntess m top lesdership
undergo training on responsive leadership in higher
education before assuming leadership.

Registras,
Appointments

232028

Partly hase every promotion on the gender Sensitivity
and responsivensss of the candidate.

Committes
EDs,

Appoiniments
Committee, all
committeen and
authorities

handling

matters

2023-2028

Include gender-sensitive mndicators and evaluation
before making fndings and conclusons while
undertaking any perlormance appracsal of prople n
leadership positions.

EDs,
Appotniment
Committes, all
committees  and
authorities

20232028

at &l.mﬂl'mmnrmm“ almst

& .H-

t and GEV

Strategy

Ralse owiarcness
amongst students on

preventin of and zero
tolerance agninst sexial
harasament and (GBY.

Ensure having B nefinti of A o
sexual hamassment, and cormesponding regulatnns
and policies with a focus on those that suffer
multiple  discrimination ncluding people with

disalnlities, the poor, transgender and LOBOTI+

VG,  Hegpstrar,
D8A, SRC

2023-2028

Provide mformation on sexual harassment together

with other information given dunng orentation.

Regstrar, DSA,
SRC

2023-2028
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Ensure that new students fll in questionnaires o
enable the institution to analyse their attitudes and
beliels regarding gender msues and GBV to enable
the Universaty tuilor tratfing and ofieniation 1o radse
awareness lmmﬂl. few At a

Establish  gender transformative,  student-led
initiatives such as legal clinics, clubs, societies and
extra-curmicular programa that engage in research,
awareness and getider equality sdvocsey.

Regstrar,  DISA,
SRC

202320328

Farm partnerships with programs that address
shated riak factors for violence e.g. drug and alechol
abuse prevention, pregnancy prevention, sexually
transmitied infection prevention ete.

Registras, DSA,
SRC

2023-2028

Provide adequate security at all social eventsa

§
:
g

2023-2028

Provude traung to secunty stall on response to
sexual harmasment.

2023-2028

Diesignate & full time stafl 10 focus o prevention of

the culture on the campuns to prevent violence.

Sexunl harnssment and GBY and work on shifting | DSA

20222028

Use pocial cvefts as opportunitics 1o spread
awareness about sexual harassment and produce
merchandise such a8 cups and t-shirts with
mosaages on sexual harassment.




Raise awareness
amongst staff on
prevention of and sero

L
harassment and OBV,

Develop material on sexual harassment that shall be | VC, Regpatrar, | 2023.2028
shared on the website, social media platforms and in | DBA
all places of accommodation
m-mmupmuthnmdmmrmw e, Regarrar, | 2023-2028
sexuial harassment and GBY are elearly stated inoall | DSA
rulés, regulations and codes of conduct of student
Lsocieticn,
Ensure that all studemis living off-campus are | VC Registrar, | 2023-2028
considered o all sexual harassment and OBY- | DEA
related decimons, mitiatives and guidelines.
Ensure  that all landlords of off-campus [VC,  Regstrar, | 2023.2028
accommaodation are made aware of the institution's | DBA
sexual horassment and GBY policees, s well as
reporting and complains ayalems.
Furnish all landlords with relevant contact details of | VC, Regiatrar, | 2023-2028
the institution 1o use in cases of sexual harassment | DSA '
and GEY amongs: and by their uul:lmt-lrmmn
Hilse gwa 5 04y il il haras DV, DSA, CITO | 20032078
Haise awareness nl' the mmng of q‘r‘lmu OVE, DSA, CITO | 2023-2028
harasament mcluding the provisons of the

sexual | E Tranmactions and Cyber Secunty Act,
20146,
Ensure that awareness comprises of simplified | Marketing  and | 2033-2028
MOSRAEINE in common languages. Communications
Ensure that ol gender curricula include cyber-| DVC, DSA, CITO, | 2023-2028
harasament, DTLD
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Ensure that staff and the tearn designated 1o handile | DVC, 20232028
sexual harmssment, are trained in cyber harassment | DSA, ED, l:l‘l'l}
1o enable them deal with such cases.
Ensure thar regulatory [ramework for eyber- | VO, DVC, CITO | 2023-2028
harasament is avadlable.
Dment and consult univeraly's ICT pennnnd m | OVC, CITG 200320028
decisions o do with cyber-harassment.
Promote support and Raise awarcness on males being victims of sexual | Registrar, DEA 20232028
wwnreness for male harasament and GHY.
victinia of saesual Encourige holistic understanding of GBY, meluding | VC, DVC, | 2023-2028
harassment and OBV | power dynamics and  deconstruction of - gender | Registrar, DSA
within the University | stereciypes.
Cofn My Dispel myths about men not being victums of GBY | V€,  Registrar, | 2023-2028
through gender initiatives and programming DSA
Suppart male students and stall by gving them safe | Regsirar, DA HIZ3-2028
spaces to talk about sexual harasament and GHY.
Ralse awareness on positive masculnities. v, DVC, | 2003-2028
Run:l.'ﬂ. DSJ!A
Support male students and stalf in minority groups VC, | 2023-2028
and encourage them to speak out against sexual Rey.-mu Dﬁh
har nt and GEY.
Enhance the salety and | Safeguard students who ive off-campus from sexual | Registras, DSA | 2023-2028
well=bwing of off- hamassment and create a safe environment.
CAMPUS COMMURITY Foster relationships with local support services, | Registrar, [SA 2023-20028

counsellors, COMMUNIY TEpe Crisis - cenines, and
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members, particularly
students.

-&mcl:“-_pnmhﬂymmhmmm

Institute one office within a team lp-nci-ﬂuﬂ;r

W,

cesignated o prevent sexual harassment, and that | DSA

when it ocours, there ia an effective complainis
m i ta_hold

Ht[lll.l'u'..

Institute one office l'p-mlh:uﬂy
ed to prevent sexital harassment, and that
when it ocours, there s an effective complainis
system in place to hold perpetrators sccountable,

VC,  Registrar,
DSA

Review of off-campus accommodation by way of
annual surveys and data will be collected from
studenis, landiords. and community members.

Combat and prevent
instances of lecturers
demanding sexual
favours from students
in exchange for grades.

Registras, OSA

Prevent sexual harassment by stall and ensure &n
eflective  reporting  sysiemn i response 1o such
complaints,

Ve, DVC,
Reglstrar, [1SA

2023-2028

will expliculy prohibit sesunl harassment related ta
| teaching, learning, supervisan and anseisment

Develop guidelines for siudent-stall relations that

Ve, LveE,
Regiatrar, G4

2023-2028

Ensure that every stafl member joining the
inatitution, must make a declasation that they have
never commitied & sexual including sexual
harasament that will act as a way of checking one's

and  aleo it '

BV,
PRegiatrar




commitment to safeguarding stadl and studenta from
1

Ensure that every mafl member will have a
reaponsibility 1o prevent sexual harassment and to
report it when brought to their attention including
though anonvmoLs reparting.

BVE,

2023-2028

Ensure that in a situstion that the students may not
aiwnys be comfortable reporting a matter directly to
the instituton's authorities, lecturers to whom a
report has been made about a fellow lecturer shall
report the matier.

v,
DSA,

20222028

Ensure that complaints forms are made be available
loumn‘buthmhn:dmmd sail copy.

Objective

DV, Regisirar

Policy Statement 5.2: Reporting and mumamm.ﬂm

Strategy

R ihility

Establish an effective

Ensure that g for prevenlion and

and

in survivar-centred and trauma-informed

and formal eomplaints
sysiem for reporting
and responding 1o cases
of sexual harassment
and OBV,

l.nd. that at all umes, the complainants nght to
dignity and privacy shall be respected.

VC,

Develop mechaniams to ensure survivors of rape,
sexual assault and any other criminal sexual offence
immediately report the incident to the nearest police
station and thereafter anend the nearest health
facility.

2023-2028

Set up o private place and bax on campus for
anopymous complaints o order o proteci the

complamnant’s wlentiy

2023-2028

%




Ensure I ts form is gither online
through their portal or from the same place where
| the camplaints box is.

Registrar, DSA,
cITo

Ensure thay persons with disabaliies have figll and
equal aeeess o the reporting and ecomplaints
mechaniama This includées access for persons with
visual impairments, heaning impairments and other

Registrar, FSA

2023-2028

physical disabilities.
Establish & complainis committee 1o formally
ent matters and GBEY.

VL, Regairar,
DSA

2023-2028

presde over sexial has

Develop rules and regulations 10 govern it and shall

consist of staff, student representatives trained in

sexual harassment management and if it involves an

off campus studeni and the community,

1 = of the 3y the

institution who are not members of staff will be
! ihood of heas

The
complainanis’
commiies

| involved i order to wwpid the Hiechily

Provide for settlement of sexual harassment and
GBHY cases by informal mechaniams where the case
is ot of a criminal nature and the complamt prefers
such mformal settlement.

2023-2028

Pollcy Statement: 5.3 |

Protection and suppert survivers of sexual harsssment and GBV

| Objective _
Provide comprehensive
protection and support
to survivors of sexual
harassment and GBY

Strategy
Ensure that wctims are given adequate medical
aftention  where physical violence has occurred
mcluding  emergency  contraceptives  and  post-
expostre Emvm‘ treatment as appropriate,

Registrar, EA

 Timeframe |
032008

a0




upon reporting o case,
ensuring their wells
being and aesistance

Provide survivors with prychological support such as

Registraz, DSA

peegnselling, .
Provide o safe house to temporanly accommodare

udents whose safety and well-being s at
immediate risk

Registrar, [¥5A

Take wwift aclion agunst perpetrifors and ensure
that they are no longer a nsk to the victim's safety
and well-bei

Registraz, DSA

202320328

Suspend the perpetrator from the insttution until
the determtination of the case.

Regiatrar, DSA

2023-2028

Put in place a tracking mechanism to check in with
survivors and ensure their gafety.

Regiatrar, DSA

2023-2028

Protect sexual harassment wictims and witnesses
from intimidatron or threats of any kind.

Fegatrar, DSA

Identify, in consultation with the employers’ and
workers' arganmatons concerned and through ather
means, the séclors or occupations and work
arrangements in which workers and other persons
concerned are more exposed o violenor and
harasament and taking measures 1o effectively
protect such persaris,

Regisirar, EA

2023-2028

Take all pecessary measures o prevent the
victimiaation, mtimidation or reprisal of victims and
witnesses of sexual harassment.

Registrar, DSA

Ensure that victims of veslence and harassment in
the world of work. should have access 1o

compensation m cancs of pvchosoeial, phvecal ar

Tegitrar, DAA

2023-2028
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any other injury or tlnesa which resulis in

|incapacity to work

Ensure that perpetrators of violence and harassment | Registrar, DXEA 20232028

must also be punished but alse offered appropriate

rehabilitation services where appropriate (o prevent

TEOCCUTTENCE,

Ensure that there ore lmks with and details of | Registrar, DSA 20232028

relerral systems closest fo the institution.

Appendix 2: Monitoring and Evalustion Flan
[ : Improved pender mainatreaming in eurricula for all
Objective Output Performance Indicater Targe | Baselin | Source of | Assamptions
t e wverifiable
= data
To implement Increased Ratio 'of male and female | 1:1 Enrolment Cooperation
affirmative action | number of | students enrolied. atatistics from
medsiires that femiles in male addmissions
promote equal dominated offices.
enmlment and Programmes Ratio of male and female | 1:1 Retention Cooperation
retention of and vice versa. | students retained, statisiics from student
smdents. suppart
SErvioes.
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Establish a CGrender- Percentage of programs Evaluation Faculty and
framework that e ve with gender-responsive reports utadl members
guaranices the curriculum curriculum. are
integration af design adegquately
gender- structure trained  and
TESponKive framework Fumber of curnculum Evaluation supported 1o
curricufum docamented, materials revised 1o reports develop
design and approved,  and mmmrﬂ-*r- gender
siructure across F ed P ocantent, TEEponsIve
all prograniaies curriculum,
Implement a Improved Percentage of faculty Reports Faculty
gender-sensitive | evaluation of | membera uning genders members are
assessment students’ sensitive asseasment trained  and
approach 1o acadermic methods and enteria. supported 0
ensure fair performance, Number of assessment Assesmment | implementing
evaluntion of using methods | practices used ‘that are practice
Il.udrnu and critenia that | free of gender bina or FEView feporis | sensitive

mitigate gender | discrimination, Assessment
ﬂﬂ'hl‘l‘ﬂﬂ.ﬂ“‘ and | bias. methods,
potential, devoid
af lﬂj#ﬂdﬂ Average g from Sruyddent
bias or feedback and satisfaction sLrvey
discrimination surveys  regarding  the

fainess of assessments,

Extablisl Comprehennive | Perorntage of faculty and Tralning Availability of
comprehenaive insnimtonal mtafl trained and reparts fumncds far




institutional support supported in geader- training  and

suppoart mechanisms responkive curriculum suppart

mechanisms 1o eatablished o | integravon,

lacilitate the facilitnte the | Number of programs with Heports

integration of mtegration  of | suecesafully integrated showeasing

. Render-responaine nlegration
Ve FESpOnsIvE elements in their

clements within | elements within | eurmiculum.

the curnculum the curriculum. | Hegular monitaring and Brudent Chnpaing

and sirve for reporting u[#m:l:r parity enralment Mot orng

gender parity and and equality tndicalors, nnd retention | and

equality. such as enrolment rates statistics evaluation to

and retention rates track
Progress
towards
gender parity
and eguality.
T

Assumptions

Provice Improved Percentage  of  studemis University Suflicient

universally with access to University- records  and | funding for

accesmble, univeraally standurd accommodaton. slrveys the

affordable, and accessible, establishment

A4




secure affordable, and and
University= seciine mainienance
sandard University- of University-
pecommodition standard standard
and fi 1e8, accommodati
regardiess of and facilities, on.
er. Affordability index of 0% Local magket | Collaboration
University lesa dntm an | with local
dl i accommodali | housing
to local marke! rates. an prces providers 1o
ensure
affordable
optitna.
Security rating of Campus Implementan
University security on of security
accommodation based on reporis and measures and
incidents of thelt, assault, incident protocols to
of unauthorised accesa. records maintain o
SECUTE
environment,
Establish and Establishment | Availabality of nursing and | 1 University Avallability of
maintain & of parent- breastfeeding  apice  on records apace and
parent-friendly frendly einch campuises ALUCVEVE facilmies.
environment in environment Number of reproductive Records of Collabaratbon
University with available | health services provided reproductive | with
CM e, reproductive on Campus. health healtheare
ensuring the health facitities seTVices providers is




mvalababity of
reproductive
health fncilities to
suppoart students
who become
parents while
pursuing their
education.

for student
parents.

provided on

cAmpus,

Percentage of student

parents who report
satisfacthon with the

support provided by the

Univeraity,

User
matisfaction
sUFVEYs of
feedback

feedback
channels are
established o
Ersune
continuous
improvement
in supporting
student

Implesment Cender- Percentage of women i Institutional | Availability of
gender- H sive i aunad records and | i clear
Tesponmve recruiiment BOVEIMANCE PORitions Teports framework for
rerrainment PrOCERSES, within the University. -
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processes, respariaive
promotion criterta, and recruitment
criteria, and conditions of and
other conditions | serviee promotion
of service in P d i prisctices.
alignment with accordance with | Compliance level with 1007 Recruitment | Continuaus
thee Malmwt the Malawn Fp . i reports, monitoring
Constitution and | Constitation promotion criteria and Promistion and
the MDGE 2, and the MDGE | sonditions of service. crilerin eriluation are
aimung to achieve |2, reporta, and | conducted 1o
equal assessment of | ensure
participation of conditiens of | complinnce
women and men BEVICE and  address
at all levels of any  gender
the realisation of
human rights
Provide Increased Percentage of female 5% Research
i bl in ional ! stafl involved in project
support (o foster | suppornt research projects and records and

A provided to | publications. publication
puh!-utm_ and h w databases
dissemination rescarch, Numbser of female Inmtitibtacindl Adequate
apportunities publication, and | acadensic stafl sponsared records. resgurces and
apecifically for dissemination | o attend dissemination funding are
female academic | opportunities for | events or platforms 1o allocated 16
stad] members, showrase their work. suppoart
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female acndemic fermale
staff members academic
stadl.
Establinh gender- | Gender- Numbser of gender- Documentatio | Adeguare
respansive f reaponsve facilites or n facilities or | resources and
ities, facilities spaces created within spacen suppoct are

implement established, each campus. created, allocated for
redresa redresa the
mechintbims for mechanisms establishment
cases of sexual | implemented, of gender-
abuse, and a nendly
harassment, and | and safe work Tacilitien.
{avouritiam in EnVifanment
work or benefits, | prosnoted,
and promote &
friendly and safe
work

environment.




Percentage of

satisfied  with

ENVINDTEanL

the work

sapdl

St
satis{action
BUIVEYS

communicatio
n channcls
and a culure
of reporting
are promoted
] ensure
effective

implementati
on of redress
mechenisms.

d leadership, with Inercased

's Tef ation, & g itive code, and g jons d into
[policles, strutegies, knd budprts.
Objective Output Performance Indicator | Targe | Baselin | Source of | Assumptions

t € verifiable
data

Promote Inereased Peroentage of women in 40 Human Availability of
incrensed fepresenintion decinion-making and TESOUrTes qualified and
women's of wamen in leaddership ponitionn, records compeient
participation at decision-making wormen for
all decision- and leadership dectrion-
making levels, poailsns, making and
providing support leadership
for women in tians.
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governance and Number of support 3 Reporta and Adequate
decision-making programs and initiatives documentatio | resources and
roles, and for Women 1 goVernance non support | funding for
achieving a and decision-making roles programs the
minimism anndally. implementati
representation of on of support
40% femnales or programs and
males in initiatives.
leadership Percentage of decision- | 8P Feports Suppart and
positions in muking bodies in  the commitment
alignment with university that meet the from relevant
the Malawi minimum representation stnkeholders
Conatituthn and arget. 10 promole
the National p.mjﬂ
Gender Policy, equality in
Py iy
maksng
Implement Implementation | Develop and adopt a In less Records Support and
leadership code of a leadership | leadership code that than commitment
that priontises code priontising | prioritises gender 24 from
gender grnder senEitviTy. maonth leadership
senaltiviey. senaitivity s and decision.
mnhnﬁ
bodies to
implement
ani enfores




Achieve a compliance and Complance Willingness of
adherenee  rate to  the reports and | leaders  and
leadership code among meli= decision-
leadern  and  decisson- assessment | makers to
makers. HUTVEYHE. embrace  nnd
uphold
sefiative
pringiples,
Ensure gender= Integration of Percentage of policies, Documentatio | Awareness
TESPONGIVE grnder sirategies, and budgets n and records | and
leaderahip by considerntons | that include gender of policies, | understnndin
incorparating nto i fons strategies, g of the
mender strategies, and and budgeta. | importance of
considerations budgeis
inte policies, consaderation
strateues, and s among
budgets, Policy and
makers.
Percentage of resources Finaneind Availability of
and budgrtary provisions reports and resdurces and
allecated for gender- budgetary support for
FEAPONRIVE iflinTives allocations. pender-




|_ responaive

mn mtm.-l

:m.mmmm mmmmnmm MMM

Outcome:
tudents are aware and protecied, and survivers recelve e hensive

Objective Dutput Performance Indicator Targe | Baselin | 5 af A s
3 e werifiahle
Raise gwareness | Increased Number of awareness 4 Documentatio | Sufficient
amongst students | awareness cimpuigris and ool funding and
and staffl on AFON ESL warkshops conducted per conducted TEsOUTOes afe
prevention of and | students and academic year, :mp:ll.gnl. available for
zero tolerance stafl on the workshops, CAMPEigns,
against sexual prevention of and materials | workshops,
harassment and | and sero anil
GHY, tolernnce muterial,
againue sexual | Aftendance |/ participation | 70% Attendance Support and
harassment rate in campaigns  and records and cooperation
GHY. workshops. sign=in sheets | from
Universaty
ndministratio
n and
relevant
departments,
Number of educational 2 Dhatribution | Avadabihity of
muterzals developed and records trauned
distributed per semester personnel or

L



experts fo
facilitate
CHrtpags
amd
workshops.
Percentage increase in % Pre= and posts | Availability of
knowledpe and AWATEnCss nppropriate
understanding i pre- and Carnpagn channels for
POAT-RWAREENS CAmpaLEn nurvey material
SUTVEVE. distribution
Promote support | Establish male- | Number of suppornt groups | 1 Suppart Adegquate
and awarcness focused suppaort | established annually. Eroup resources and
for male victims | groups, eastablishment | tralned  stafl
of sexual resourees, and records  and | for supporting
harassment and | tmiored [PATticEpant male victims.
GBY within the AWAreness Tisgn.
University events/worksho | Participation rate of male | 50% Artendance Maintaining
commumity., pa for victims of | victims in support groups, records and | canfidentiality
sexual mign-in aheets | and privacy to
harassment and enCOuraAge
gender-hased male victims
vinlence. 10 neek
t
Kumbser of awnreness 2 Warkalop Adequale
evenis/workshops records and resources and
ofganised antivally. rradned  stafl
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participan for supporting
Iy ymle ictms,
Enhance the Improved safery | Number of safety 3 Documentatio | Adequite
safery and weil- and [initintives n ol aafery Tunding and
being af aff- thitiatives for implemented, MEASUres resourees
campus the well-being of allocated for
.nlil:_.' off pus
members, students. measLires inir
particulasly iatives.
ntudents, Number of parinerships |3 Records  of | Callaboration
entablbed with kocal partnership | and support
authorities and agFeements {rom bocal
OTEANIsALONnS. authorities
and
mgarisations.
Combat and Estahlish and Number of policien and Documentatio | Strong
prevent instances | enforoe policies | procedures developed and ool commitment
of lecturers o prevent and | implemented. developed from
demanding acddreds aexual policies and | University
nexual favours harasiment and procedures. madministratio
from stuckents in | gender-based n to address
exchange for violente, and prevent
conducting instances
tharough Compliance rate with the | 100% Compliance
invealignnons policies and procedures. moniforing
amd tading nfacd "M!‘!E




approprinte Percentage of reporied 1008 Hecords of | Configentialiy
action on canses that are reported ¥ and
reported cases. | investigated Canes and | protection  for
investigation | individuals
sulcomes. repasting
CABE.
Estabilish an Eatahlish an | Completion and launch of Documentatio | Sufficient
eifective and accenuible the complaints system. n of the resaiiroes and
nroessdlile complainis eomplaints techrdeal
informal and myatem and mvsiem expertise for
formal responsive development | developing
complaints procedures (o and launch. | and
system for effectively implementing
reporting and adidress and the
responding o resolve reported complaints
cases of sexual incidents. HYRICm.
harasament and Percentage of receaved GO Complaint
GEBY. complaints addressed. logs and
resofution
records.
Satidfaction raie of B Surveys amd
complainants’ resobu tion. {eedback from
complainants.
Provade Implement o Number of survivars whe Case  records | Adequare
comprehensive protocal for receive support, and resgurces,
pratection and comprehensve | protection, and assistance documentatio | trained  staff,
BUBRGETE 10 U, [N and fncilities




aurvivors of

harassment and
GBY upon
Feparting b case,
ensuring their
well-being and
nsaistance from
the institution,

through the implemented for  provacking
protocol, comprehensiyv
€ SUPPOre,
Pereentage of survivers 15% Pre- and post- | Survivers feel
reparting inpreved well- support well- | camiortable
being afler receving being surveys | and willing to
support and assistance. provide
feedback on
their
Expetioncts,
Percentage of suravers | B0% Surveva Clear and
who express satisfoction effective
with the level of support COMMUNICATio
and assistance provided. n channels
are
established
with survivors
o facilitate
feedback




