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ABSTRACT 
 

 Gender mainstreaming includes gender equality concern into everyday policies and 
activities of the performers. A friendly organization provides a balance between family 
responsibilities and work for all workers. Friendly working environment means equal 
participation of male and female in the organization they work together. Prevalence of 
policy on gender mainstreaming strategies (GEMS) and its reflection in university’s actual 
practices was the objective of the study. Tool 11 from toolkit of International Labor 
Organization (ILO) was adapted for the data collection. All the teachers working at the 
(sub)campuses of university of Sargodha included the population for this study. Perception 
of conveniently sampled 200 teachers was described statistically, and henceforth, analysed 
using nonparametric inferential techniques. It was confirmed that GEMS was reflected 
both in policy and the actual practices at university level in Pakistan. Perception of both 
men and women established that there was no gender difference in both policy and the 
actual practices at university level. Conclusively, gender equality did exist at this 
university. Both Men and woman perceived to be treated equal at university level. Further, 
an extensive survey is required to study this phenomenon in detail for better generalisability 
of the research results.  
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1. INTRODUCTION 
 

 Organizations provide a balance between family responsibilities and work for all 
workers (Ar-Jay (2018) and Hari et al. 2020)). Lombardo (2005) says that gender 
mainstreaming includes gender equality concern into everyday policies and activities of 
the performers. Ar-Jay (2018) says that gender mainstreeming strategies refers to eqaul 
opportunities, rights to all, either male of female. The main purpose of gender equality at 
the national level was concluded the instituting of a national plan for women (Vries, 2015, 
and Einarsdottir et al. 2020, Anastasia, Z., 2020).  
 

 According to the Nepal Human Development Report, (2004) only 18.75 females are in 
professional jobs and 12.71 percent are in organizational jobs. There are only 8.55 percent of 
women in public services, 10.85 in foreign employment whereas 60.5 percent of women are 
in agriculture sector, most of woman work without pay (Walby, 2005 and Tammy, 2016). 
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 The purpose of this study was to find out the relationship between gender 
mainstreaming strategies (GEMS) and actual practices in the working environment. 
Working environment means equal participation of male and female in any organization 
which they work together (Soo and Jeoffray 2013 and Bourdeau, Ollier-Malaterre and 
Houlfort 2019). Without prior planning, policy formulation, setting clear aims, working on 
time framework and resources: it seems impossible to achieve the goal of gender equality 
and equity. In fact, to create gender mainstreaming in education sector it is mandatory to 
provide equal rights to both genders. Need analysis is required to attain the purpose. Putting 
these analyses in to decision making and for policy will make it convenient to provide 
batter opportunities for men and women in their development of work (Moser 2005, Moser 
& Moser 2010, Antecol and Barcus, 2009 and Anastasia, 2020). 
 

 Basic focuses of mainstreaming strategies are to promote gender equality and equity. 
(Moser, 2006 and Marieke and Lineke 2014, DavidDe et al. 2009 and Michelle K. Ryan 
and S. et al. 2018) It is not an end itself, rather it’s a process, a technique, an approach and 
a mean to reach to the goal of gender equality. This equality is essential for policy 
development, research and implementation of planning, and monitoring of different plans 
and projects (Pamela 2014). The organization having positive concerns and care of family 
of the employee recognizes the family responsibilities and admits that it may have a 
positive or negative impact on working lives of the employees (Ramzan et al., 2015, 
Striebing et al. 2020). Friendly organizations attempt to facilitate their workers and to tie 
some batter settlement between their work and family duties. This support system create 
balance among their work and outside work commitments. Duties of a family friendly 
organization are different from being friendly and caring with a child or women. Under the 
concept of “work life” many employers feel the importance of “supportive working 
environment” and the fruit of it (Sandlar and Rao 2012, DavidDe et al. 2009, Clemens, S. 
2009).  
 

 It is very unfortunate that there is no proper implementation of gender mainstreaming 
policies (Moser & Moser, 2010, Freya, 2018, Eventhia, et al. 2020). While gender 
mainstreaming has been considered as a powerful tool to achieve the goal of gender 
equality; therefore, it was regarded as the core of policies (Rees, 2005). Gender 
mainstreaming was a foremost frame for globalization (Walby 2005). It was the 
encouragement for gender equality through its organized accumulation into all procedures 
of organizing an institution (Tahiraj 2010). So, the entire phenomenon leads to evaluate 
the gender participation and gender mainstreaming capacity at an organization i.e. 
university. Following were the objectives of present study. It was to  

1. record if the teachers were aware of GEMS policy at their university  
2. record if the teachers were aware of GEMS actual practices at their university  
3. find the relationship between GEMS policy and actual practices at their university  
4. study gender differences on GEMS policy prevalent at their university  
5. study gender differences on GEMS actual practice prevalent at their university  

 

present research was designed to study the gender mainstreaming strategies (GEMS) in the 
working environment at University of Sargodha. This study will be helpful to see if there 
is friendly working environment in the organization. It is also significant for equal rights 
of men and women; and to promote flexibility in the environment of the organization. 
Gender mainstreaming will be helpful to remove gender biasness within the organization.  
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2. REVIEW OF LITERATURE 
 

 Pamela (2014) examined that context of colonial and post-colonial provides the 

evidences that male and female ascertain the different representations and cultural 

meanings that demonstrate the relations of power of society. However, in spite of the fact 

that mobilization of the African women, increase representation in the part of governance 

and advocacy, the current situation is still far away from the equal representation regarding 

males and females at the different phases in the career of higher education. There is dearth 

of gender disaggregated information and data in all institutions of Higher Education almost. 

Pamela (2014) cited the study of (Rios, Stewart & Winter 2010, José, et al. 2019) that is 

based on the Gender Equity in Commonwealth Higher Education and concluded that there 

are large number of discrepancies between the male and females in the Higher Education 

Institutions. Strong evidence on the antecedents and consequence of the gender inequality 

is compulsory but the lack of statistics and gender-related information creates the hurdles 

to coordinate with the true picture regarding progress concerning gender equality. Adding 

to this, a desk study done on the selected Higher Educational Institutions of Africa 

determines that there is still dearth of gap and knowledge at all levels. The study conducted 

by Pamela (2014) provides us the significant results that gender mainstreaming is not the 

goal, but it is the strategy which helps to achieve the equality between male and female.  
 

 Ramzan et al. (2015) conducted the research in University of Sargodha and Bahauddin 

Zakaria University Multan (Pakistan), which are acting as Higher Education Institutions 

according to the implementation of strategies by the Higher Education Commission. 

Ramzan et al. (2015) investigated that different strategies are adopted to cope up with 

gender equality. (Sandler & Rao 2012 and Geeta R. 2019) investigated that issues of gender 

increases conflicts in males and females. There are various diverse kinds of gender 

mainstreaming due to different perceptions and theories of gender equality even. The 

political and social system are based on the direction of the goals. Gender mainstreaming 

especially needs females in the legislative bodies, gender proficiency concerning 

civilizations at social level and advancement of the gender arrangement on the part of 

administration. Eerdewijk & Dubel (2012) provides that gender mainstreaming is actually 

based on the concentration of the organization, but concerning the field of education, it is 

not considered compulsory (Karlsson, 2010). It is considered as the procedure of the 

assessment of the institution that is based on the workplace to accept gender differences 

(Wittbom 2015); but, it should be considered as the encouragement of the gender equality 

with the help of implementation of the procedures with organized accumulation of 

establishing an institution. So, the overall phenomena directed towards the evaluation of 

the gender mainstreaming and gender participation capacity at the university level.  
 

 It is very crucial to analyse the invisibility concerning the modification of gender 

responsibility which is not amendable; nevertheless, it is possible to consider the different 

perceptions for revolution in the areas of occupation and family (Crespi 2009). Women 

joins together the democrats of the company in the administration of the country for the 

consideration and attainment of solutions regarding problems of gender justice which are 

identified in the memorandum of government policy (Silfver 2010). There are different 

perceptions on the gender equity which is being modified with the enhancement of actively 

increasing gender fairness and stability and enshrined currently in the administration of 
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Gender Equality which is applied in year (2007) that required public organization to 

support equality in Scotland completely (Ar-Jay 2018). 
 

 Considering Pakistan, Ramzan et al. (2015) conducted the research by the identical 

involvement and importance of women in the decision making, which is an essential facet 

for good governance, efficient human resource advancement and poverty reduction in a 

realm. Accepting the requirement, the local bodies in the system of governance of Pakistan 

suggested the 33% level of representation of females at all the three stages including Union 

Council, District and Tehsil (Sub District) for the acceptance with the help of positive 

action. This major advancement in representation of women, their contribution is 

marginalized. Different political, cultural, demographic and financial features are 

considered accountable for the low contribution of women in administration. Ramzan  

et al. (2015) limited the study in the two universities and population comprised of all 

administrative staff and teachers (grade 17 and above) in Punjab. Results highlights the 

institutions have lack of capacity to highlight the issues of gender related. Likewise, 

ineffective connections are observed between the government sector and the non-

government sector. Adding to this; duplicity, diversity, disconnections in the performance 

of the sector and lack of reasonable initiatives are responsible for the issues of gender 

mainstreaming. The results of this study are of the view that gender mainstreaming 

practices are considered an important structure for the organizations/ universities 

considering GEMS practices. On the other hand, Crespi (2009) criticized that the great 

concentration is desired for the process of decision making not only in one gender but both. 

Ramzan et al. (2015) study related to the Crespi (2009) study. It is also analysed that 

administrative and teacher staff provides the same views about the strategies of gender 

mainstreaming.  
 

3. CONTEXT 
 

 University of Sargodha is a big young university established in 2002. It is ideally 

located in the bifurcating strip between northern and southern parts of the biggest province 

Punjab. It keeps almost all the shades of cultural and societal norms of the area. At present 

it is the only university which is all inclusive as it has had its own Medical College, 

Engineering College, Law College, College of Agriculture, College of Pharmacy, College 

of Fina Arts, Institute of Food Sciences and Nutrition, Business School and all the 

conventional teaching departments. Besides offering access to quality education and 

research at low financial cost it has rapidly changed the rustic life of the city to modern 

urbanised one with in a span of less than two decades. It has made its way in the 

international community of higher education institutes very recently like Green Metrics, 

Times Higher Education ranking, QS ranking etc. Its unique intrinsic strength has lent it 

justified pretext for present research.  
 

4. METHODOLOGY 
 

 The survey research strategy was adopted for the study. Objective of the study was to 

assess the gender mainstreaming strategies (GEMS) in the working environment at 

University of Sargodha. Tool 11 in the toolkit of International Labor Organization (ILO) 

named GEMS was adapted and used for data collection in present study. This tool describes 

what a gender difference and violence-free workplace is and what the profits are for 
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employers and workers. This tool describes how to assess the gender mainstreaming 

strategies (GEMS) in working environment. After adaption of Tool 11 as a research 

instrument (comprising 26 items), pilot study was conducted to establish its reliability and 

validity for present study.  
 

 The researcher used survey research design. Due to limited time and the scarcity of 

available resources to researchers, the study was delimited to University of Sargodha. The 

population of study were all the teachers (1600) of all (sub)campuses of this university. 

The questionnaire was distributed to conveniently sampled 200 teachers. The response rate 

was 100%.  
 

5. RESULTS 
 

 This study described the gender mainstreaming strategies (GEMS) in the working 

environment at university of Sargodha. Data were analysed through descriptive as well as 

nonparametric inferential statistics. Spearman correlation was used to assess the 

relationship between policy and actual practices of GEMS. Mann Whitney U test was used 

for difference in the views of male and female about GEMS.  
 

Table 1 

Prevalence of GEMS Policy 

N=200; values in parentheses are the percentages  

 Yes No 
Not 

Sure 

1. Organizational commitment to promote work-life 

balance  

130 

(65.0) 

51 

(25.5) 

19 

(9.5) 

2. Policy measures, rules and regulations to promote 

balance in work and family responsibilities  

147 

(73.5) 

40 

(20.0) 

13 

(6.5) 

3. Conduction of reviews related to policies and rules 

available for the improvement of balance in work 

and family life  

87 

(43.5) 

84 

(42.0) 

29 

(14.5) 

4. Availability of rules for maternity/paternity 

leave/protection for men and women  

95 

(47.5) 

76 

(38.0) 

29 

(14.5) 

5. Any assessment system for the needs of staff being 

conducted 

107 

(53.5) 

74 

(37.0) 

19 

(9.5) 

6. Translation of results and practical measures being 

taken  

94 

(47.0) 

86 

(43.0) 

20 

(10.0) 

7. Any policy measures rules and regulations available 

to address issues related to gender, race, ethnicity 

and health status  

89 

(44.5) 

72 

(36.0) 

39 

(19.5) 

8. Availability of arrangements for employees to deal 

with family emergencies  

99 

(49.5) 

71 

(35.5) 

30 

(15.0) 

9. Availability of any policy or plan in your 

organization to deal with gender stereotype 

86 

(43.0) 

80 

(40.0) 

34 

(17.0) 

10. Availability of policy measures or plans to deal with 

sexual and racial harassment 

84 

(42.0) 

74 

(37.0) 

42 

(21.0) 
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 Majority of the participants of the study believed that the university possessed her 

policy on GEMS. However, those who did not know if any such policy existed at their 

university ranged between 6.5 – 21 percent; whereas, those who denied at all the prevalence 

of it ranged between 20 – 43 percent.  

 

Table 2 

Prevalence of GEMS Actual Practices 

N=200; values in parentheses are the percentages 

 Yes No 
Not 

Sure 

1. Availability of training for career development 

irrespective of gender, race, grade and ethnicity 

95 

(47.5) 

76 

(38.0) 

29 

(14.5) 

2. Opportunities provided to men and ladies for active 

involvement in family life  

105 

(52.5) 

67 

(33.5) 

28 

(14.0) 

3. The term family is beyond the typical definition 

which includes only partner and children  

82 

(41.0) 

82 

(41.0) 

36 

(18.0) 

4. Any special considerations given to pregnant and 

nursing mothers in the workload  

82 

(41.0) 

82 

(41.0) 

36 

(18.0) 

5. Availability of breaks for breastfeeding and 

pregnant ladies  

67 

(33.5) 

94 

(47.0) 

39 

(19.5) 

6. Provision of appropriate facilities for both genders  
90 

(45.0) 

75 

(37.5) 

35 

(17.5) 

7. Positive negotiation of any employee for flexible 

arrangement of work and family life available in 

organization or not 

80 

(40.0) 

77 

(38.5) 

43 

(21.0) 

8. Availability of any childcare and elder care facilities 

available  

89 

(44.5) 

76 

(38.0) 

35 

(17.50 

9. Availability and access of employees to the training 

and information about family friendly and violence 

preventing policies  

80 

(40.0) 

82 

(41.0) 

38 

(19.0) 

10. Availability of support for the line managers to 

promote training and implementation for family 

friendly and violence free policies  

78 

(39.0) 

83 

(41.5) 

39 

(19.5) 

11. Any complaint about sexual harassment etc. at your 

workplace  

71 

(35.5) 

87 

(43.5) 

42 

(21.0) 

12. Any complaint of workplace violence and its 

investigation done at your workplace  

88 

(44.0) 

75 

(37.5) 

37 

(18.5) 

13. Complaint about sexual or other harassment is easy 

or not  

94 

(47.0) 

73 

(36.5) 

33 

(16.5) 

14. Description of daily treatment of both genders on 

equal basis is available or not 

98 

(49.0) 

71 

(35.5) 

31 

(15.5) 

15. Description of daily treatment of people with other 

casts, genders and ethnicity is available or not 

97 

(48.5) 

73 

(36.5) 

30 

(15.0) 

16. Availability of training sessions on cultural and 

gender sensitivity  

86 

(43.0) 

82 

(41.0) 

32 

(16.0) 
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 Participants in vast majority ascertained GEMS actual practices at the university. 

Around one fifth (14 – 21 percent) of the participants were not sure; whereas, conspicuous 

number (33.5 – 47 percent) of the participants denied GEMS actual practices at university.  

 

Table 3 

Relationship between GEMS Policy and Actual Practices 

N=200 

 Policy Actual practices 

Policy 1.000 0.416** 

Actual practices 0.416** 1.000 

**. Correlation is significant at the 0.01 level 

 

 University GEMS policy was found significantly correlated with the actual practices.  

 

Table 4:  

Difference in Gender Perception on GEMS Policy 

N=200 

 U P 

1. Organizational commitment to promote work-life balance  4599.0 0.874 

2. Policy measures, rules and regulations to promote balance in 

work and family responsibilities  
4522.0 0.703 

3. Conduction of reviews related to policies and rules available for 

the improvement of balance in work and family life  
4554.0 0.790 

4. Availability of rules for maternity/paternity leave/protection for 

men and women  
4562.5 0.812 

5. Any assessment system for the needs of staff being conducted 4322.0 0.361 

6. Translation of results and practical measures being taken  4635.0 0.975 

7. Any policy measures rules and regulations available to address 

issues related to gender, race, ethnicity and health status  
4143.0 0.154 

8. Availability of arrangements for employees to deal with family 

emergencies  
4566.5 0.824 

9. Availability of any policy or plan in your organization to deal 

with gender stereotype 
4015.0 0.079 

10. Availability of policy measures or plans to deal with sexual and 

racial harassment 
4075.0 0.109 

 

 On GEMS policy of the university, no significantly different perception of male and 

female participants was observed in our data. Both male and female participants similarly 

perceived about university GEMS policy.  
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Table 5 

Difference in Gender Perception on GEMS Actual Practices 

N=200 

 U P 

1. Availability of training for career development irrespective of 

gender, race, grade and ethnicity 
4095.5 0.119 

2. Opportunities provided to men and ladies for active involvement 

in family life  
4445.0 0.565 

3. The term family is beyond the typical definition which includes 

only partner and children  
4163.0 0.178 

4. Any special considerations given to pregnant and nursing 

mothers in the workload  
3821.0 0.021 

5. Availability of breaks for breastfeeding and pregnant ladies  4624.0 0.951 

6. Provision of appropriate facilities for both genders  4627.0 0.957 

7. Positive negotiation of any employee for flexible arrangement of 

work and family life available in organization or not 
3789.5 0.018 

8. Availability of any childcare and elder care facilities available  4536.0 0.758 

9. Availability and access of employees to the training and 

information about family friendly and violence preventing 

policies  

4330.0 0.379 

10. Availability of support for the line managers to promote training 

and implementation for family friendly and violence free 

policies  

4414.0 0.519 

11. Any complaint about sexual harassment etc. at your workplace  4340.5 0.396 

12. Any complaint of workplace violence and its investigation done 

at your workplace  
4618.0 0.938 

13. Complaint about sexual or other harassment is easy or not  4339.0 0.386 

14. Description of daily treatment of both genders on equal basis is 

available or not 
3977.0 0.058 

15. Description of daily treatment of people with other casts, 

genders and ethnicity is available or not 
3717.5 0.008 

16. Availability of training sessions on cultural and gender 

sensitivity  
4404.0 0.496 

 

 In our data, no significantly different perception on GEMS actual practices was traced 

among male and female participants. Male and female both participants perceived similarly 

about the university GEMS actual practices.  
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6. DISCUSSIONS AND CONCLUSION 
 

 Present study was to investigate gender mainstreaming strategies (GEMS) in working 

environment in an organization i.e. universities. The result of this descriptive study 

confirmed that GEMS was evidenced at university both in policy and the actual practices. 

Perception of both men and women reflected that there was no gender difference for both 

policy and the actual practices at the university under study. Conclusively, gender equality 

did exist at this university. Both Men and woman perceived to be treated equal at university 

level.  
 

 In governmental department the participation of female is increasing day to day. Men 

and women are equally participating in all the fields of life. Gender equality recognize that 

men and women (must) have equal rights, responsibilities and opportunities for work that 

guarantees an acceptable standard of existing for themselves and their families, ensures 

basic security in difficulty, respects human rights and allows for creativity and fulfilment 

(Lee-Gosselin et al. 2013, Huh et al. 2019, Gunn et al. 2019 and Utoft 2020). Besides 

apparent biological and physiological differences among girls and boys, there are attributed 

social differences among men and women; and this varies broadly between societies and 

cultures, and changes over time (Ginige, et al. 2016, Ryan and Haslam 2007). Societies 

with better gender parity perception are believed to be progressive. According to present 

study the teachers are found to exercise equal rights and obligations not only in policy but 

in actual practices as well. Evidence of gender mainstreaming strategies (GEMS) have been 

recorded and documented for the first time at university level in Pakistan. The results of 

current study show that both male and female academics are equally participating in the 

workforce at this organization; and they have equal rights in their working environment at 

universities in the country.  
 

 It is recommended that subsequent survey should include more universities providing 

better representative sample of the universities in Pakistan for the generalisability of 

research results.  
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