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Executive Summary 
Introduction 
Gender and Media Connect (GMC) is implementing Phase 2 of the project titled “Promoting 
Opportunities for Women Empowerment and Rights (POWER)”. With financial support from FOJO 
Media Institute and International Media Support (IMS), the project seeks to mainstream gender into policy 
and practice within media organisations. This goal was informed by the recognition of large gaps in gender 
awareness and mainstreaming within media organisations. As a requirement for the project, GMC 
commissioned a baseline survey which sought to establish the current status of the following project 
indicator/objective: 
 

(i) Number of media organisations that show commitment towards gender mainstreaming; to 
capacitate them in building gender aware and gender sensitive policies and practice. 

Gender Related Status of Organisations Table 

Media Organisation Gender 
Policy 

Gender 
Personnel  

Gender 
Specific 
M&E 
Framework 

Number of  Gender 
Capacity Programs 
Implemented in the 
past 2 years 

1. MISA Exists Exists  Exists 3 

2. Bustop TV Does not 
Exist 

Exists Exists 1 

3. ZUJ Exists Exists  Exists 1 

4. Information for 
Development Trust 

Exists Exists  Does not Exist 0 

5. Media Center  Exists Does not 
Exist 

Exists 0 

6. ZACRAS Exists Does not 
Exist 

Exists 0 

7. Tell Zimbabwe 
Trust 

Exists Does not 
Exist 

Exists 1 

8. VMCZ Does not 
Exist 

Does not 
Exist 

Does not Exist 0 

9. Media Monitors  Exists Does not 
Exist 

Exists 4 

10. Magamba Network Exists Does not 
Exist 

Exists 2 

11. MAZ Does not 
Exist 

Does not 
Exist 

Does not Exist 0 

12. Simuka Comedy Does not 
Exist 

Does not 
Exist 

Does not Exist 1 
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Methodology 
The study was predominantly qualitative. Data collection was done using an electronic Questionnaire/In-
depth Interview Guide administered via email to both the Media Houses and Media Civil Society 
Organisations (CSOs). The data collection tool gathered data on the existing methods of mainstreaming 
gender into policy and practice. Data collection was administered electronically in partial fulfilment of the 
COVID – 19 induced health safety regulations. 
 
12 out of 19 media organisations comprising Media Houses and Media CSOs responded to the survey 
questionnaire.  
 
Study Limitations 
The major shortcoming faced during data collection was a delay in the returning of data collection tools 
from the respondents. Out of the 19 Organisations that were given questionnaires, only 12 returned their 
tools with required responses. This delayed data analysis and report writing processes which were 
informed by a deadline. However, regardless of delaying in returning their responses, most respondents 
provided adequate information which enabled the research team to write this report. All in all, the data was 
sufficient to fulfil the objective of the baseline study.  
 
Findings 
Gender advocacy in the media: 4 of the study`s participants indicated that their organisations had officers 
who focused on gender issues. Nonetheless, only 1 of the 12 organisations had stand-alone gender 
specialists though others also have individuals focusing on gender issues. These individuals had a number 
of significant accomplishments as far as gender issues are concerned. These accomplishments included 
ensuring gender sensitivity in storytelling, ensuring gender parity in the undertaking of programme activities 
and implementing mentorship programmes in which upcoming journalists are mentored in gender sensitive 
reporting. 
 
Gender sensitivity, inclusivity and awareness:  All respondents assured that their organisations 
appreciate the importance of capacity building programs that focused on gender awareness and they 
showed desire and efforts to make their spaces gender inclusive and gender sensitive. However, only 5 of 
the targeted organisations had carried out capacity building programs in the past one year.  
 
Existence and Implementation of Gender Policies: Only 8 out of 12 of the respondents revealed that 
their organisations had standing and effective gender policies. The non-existence of these policies in the 
other 4 organisations made it difficult for these organisations to deal with sexual harassment and gender 
discriminatory among other issues.  
 
Gender Mainstreaming: All respondents highlighted that their organisations were taking steps to 
mainstream gender into policy and practice. The most common step among all respondents was the use of 
gender sensitive language and an effort to balance the ratio of women and men in the organisation. All 
respondents stated that their organisations were using gender sensitive language in the workplace in order 
to create a working environment that is conducive for everyone.  
 
Recommendations 
After carrying out the study, the following recommendations were made; 
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 There is need for further training and capacity building or mentorship programmes with gender 
expert organisations.  

 There is need for resources specifically to build the internal and external/partner capacity towards 
gender mainstreaming, policy formulation and implementation.  

 There is need for consistent and periodic monitoring and evaluation of gender equality policy 
implementation and goals. 

 There is need for continuous amendment of the gender policies to always accommodate the latest 
trends and best practice that strengthen gender mainstreaming, gender policy formulation and 
implementation and policy reviews.  

 Organisations need assistance to formulate a related or similar sexual harassment policy in order 
to ensure capacity strengthening in gender mainstreaming, gender policy formulation, 
implementation and policy reviews.  

  For capacity strengthening in gender mainstreaming, gender policy formulation and 
implementation and policy reviews, organisations need to recruit a gender programming specialist. 
They also need to ensure coaching of staff on issues pertaining gender sensitive and gender 
inclusive programming. 

 There is also need for media organisations to have increased partnerships with organisations that 
specialize in gender sensitive and gender inclusive programming.  

 There is also need to increase support to capacity building and training programs that assist in 
gender awareness across all organisations.  

 There is need for Innovative means of fundraising to promote gender programming, organisations 
also need to incorporate new technological tends in creating and promoting women and gender 
among their staff members. 



1 

 

Section One: Introduction and Methodology 
Section one of the report presents the introduction of the baseline study report. The section gives the 
baseline overview, the background to the study, data collection methodology and analysis among other 
introductory issues. 
 
Baseline Overview 
Gender and Media Connect (GMC) is collaborating with FOJO Media Institute and International Media 
Support (IMS) in implementing the “Promoting Opportunities for Women Empowerment and Rights in 
and Through the Media (POWER) Phase 2”.  As a requirement for the project, GMC commissioned a 
baseline survey which sought to establish the current status of the following project indicator: 
 

(i) Number of media organisations that show commitment towards gender mainstreaming; to 
capacitate them in building gender aware and gender sensitive policies and practice. 

 
Phase 2 of the project’s Sub Goal 2 is to ensure that Gender awareness and sensitivity is built into policy 
and practice in media organisations. A new component of media CSOs and other non-mainstream media 
houses was added to the current phase of the project. This in turn led to GMC commissioning this baseline 
study to inform the second phase of the POWER Project. The study had an objective of assessing the 
following: 
 

a) The level of gender awareness among staff of targeted 6 targeted creative and community media 
houses and 8 ZIMMEDIA 21 partners; 

b) The existence and status of implementation of gender policies in 6 targeted creative and 
community media houses and 8 ZIMMEDIA 21 partners; 

c) The gender inclusivity and sensitiveness of existing policies and practices of 6 targeted creative 
and community media houses and 8 ZIMMEDIA 21 partners; and  

d) Make recommendations for capacity strengthening in gender mainstreaming, gender policy 
formulation and implementation and policy reviews. 

 
The study targeted media creatives and community media houses as well as ZIMMEDIA 21 partners. It 
gives a clear indicator of the interventions to support gender mainstreaming in these targeted 
organisations. 
 
1.2 Research Methodology  
The data for this baseline survey was collected from the Media Institute of Southern Africa (MISA 
Zimbabwe), Information for Development Trust (IDT), Zimbabwe Association of Community Radio Stations 
(ZACRAS), Bustop TV, Media Alliance of Zimbabwe (MAZ), Magamba Network, the Voluntary Media 
Council of Zimbabwe (VMCZ), Media Monitors, Media Centre, Simuka Comedy, Zimbabwe Union of 
Journalists (ZUJ) and Tell Zimbabwe Trust. Questionnaires were administered to both the Media Houses 
and Media Civil Society Organisations to gather data on their existing methods of mainstreaming gender 
into policy and practice of these media organisations. 
 
1.2.1 Data Collection Methods, Procedures and Tools 
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Qualitative Data Collection Questionnaire/In-depth Interview Guide: The study relied on a qualitative 
approach as data was collected using a Microsoft word interview guide. The interview guide was shared 
and administered electronically via email and the respondents of the study responded to and returned the 
guide in the same manner. These electronic data collection tools/interview guides were shared with both 
media Civil Society Organisations (CSOs) and Media Houses. The interview guides sought to scrutinize the 
level of gender awareness, existence and status of gender policies, levels of gender inclusivity and 
sensitivity in the targeted organisations. Also, the interview guide was designed to unearth the extent to 
which gender is mainstreamed into policies and practices of media organisations. The data collection tool 
was designed under specific themes which the study was seeking to analyse. Electronic data collection 
was necessitated by the COVID-19 induced and necessitated need to limit physical interaction. 

 
1.2.1 (a) Literature Review: 
The study explored literature from development practitioners, gender specialists as well as media experts 
so as to contextualize and synchronise analyses locally and internationally where possible. Studying 
external literature was vital in giving meaning, validation, challenging local practices versus international 
best practices as well as the nexus between the two. This literature included published books, journal 
articles and other material on similar and related studies. 

 
1.2.1 (b) Sampling 
The table below shows the study participants: these participants mostly comprised directors and programs 
officers who responded to the tool on behalf of their organisations.  
 
 
               Survey Questionnaire Sample 

Organisation  Gender of Organisational 
Representative/Chief Respondent   

Bustop TV Female 

Magamba Network Female 

Media Centre Male 

MISA N/A 

Tell Zimbabwe Trust Male 

ZACRAS Female 

Information for Development Trust N/A 

Media Alliance Zimbabwe Male 

VMCZ Male 

Media Monitors Female 

ZUJ Male 

Simuka Comedy Male 

 
The table above shows that while a total of 19 questionnaires were administered throughout the study, the 
study team managed to get responses from 12 organisations. 4 of the respondents were female while 6 
were male. The remaining 2 did not reveal the genders of their respondents. 
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1.2.2 Data Analysis 
Data from the baseline study was analysed qualitatively using a Microsoft Word data analysis template. 
The data was arranged and analysed thematically and was presented descriptively with each organisation 
analysed and presented separately. These findings were also presented as per organisation under each 
theme. A thematic approach was ideal in establishing responses for the major questions of the study and to 
present each organisation independently for the project to implement specific interventions where 
necessary.  
 
1.2.3 Data quality assurance measures 
The study team held a data analysis session where assessments and observations were combined with the 
and later used to inform and shape the presentation of findings.  
 
1.2.4 Data Collection limitations 
The major drawback faced in data collection was a delay in the returning of data collection tools from the 
respondents. This delayed the data analysis and report writing processes which had to be informed by a 
deadline. Due to the need to meet the report writing deadline, making follow-ups for the missing data to 
avoid further delays. However, regardless of delaying in returning their responses, most respondents 
provided adequate information which enabled the research team to write this report. All in all, the data was 
sufficient to fulfil the objective of the baseline study.  
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Section Two: Literature Review 

This section provides a brief review of external literature which discusses, among other issues, 

emerging discussions and perceptions towards gender policy, sexual harassment, gender policy 
implementation, challenges and the suggested solutions. These aspects of the study are presented and 
discussed from an international, regional and local context(s) where possible. 

The media is a powerful tool that can be used as a means to build, destroy and promote any notion. This 
review provides an assessment of the nexus between gender and the media. The media assumes the role 
of the ‘watch dog’ in any society as they aspire to ensure accountability in a society in the public interest. It 
“can act as a catalyst for social change through coverage of injustices and the marginalization of 
populations in society which often have little access to expression in the public sphere.”1 In other words, the 
media can give a voice to those who often find their voices marginalised. The media’s ability to carry out 
this role depends greatly on whether the media has diverse staff in terms of gender and whether it is under 
non-discriminatory governance. This is because the process of collecting, editing and choosing what is 
news is not purely objective as gender, beliefs and morals play a major role. 
 
According to UN Women  “on a global scale, women’s presence as news subjects in print, radio and 
television stands at 24%” as opposed to a staggering 46% that represents content that reinforces gender 
stereotypes. 2 The remaining 6% focuses on challenging these stereotypes.3 This shows a rather slow 
progression in the inclusion of women in the media, for example, in 1994, women’s presence was 17%. 
This change has been largely attributed to the commitment made in the Beijing Platform for Action under 
critical area twelve which aimed to promote women through the media. In the limited extent in which 
women are represented in the media, globally, they are confined to social issues, entertainment and 
maternal health as opposed to hard hitting content such as science, technology, sports and politics which is 
a male dominated sphere. Many countries have taken strides to improve gender advocacy through 
representation of women as survivors not victims, entrepreneurs not beneficiaries and innovative people.  
 
According to Murray et.al “the events and issues that become news each and every day, also go through a 
process of selection. The Media Institute of Southern Africa (MISA) head office in Zimbabwe has 
“developed a gender policy and is a key partner with gender and media activists throughout the region to 
provide gender training to journalists, work with editors and managers to develop gender policies and 
guidelines and as a sponsor of the region’s first gender and media awards to recognize reporting that 
makes a difference.” 4This was a huge step in equipping media advocates with the necessary knowledge to 
become gender sensitive, aware and promote gender inclusivity. 
 

                                                      
1 WACC, 2008.  ‘Mission Possible’: A Gender and Media Advocacy Toolkit 
2 https://beijing20.unwomen.org/en/about 
3 Ibid. 
4 Shivas, M. 2000. Alternative Assessment of Women and Media based on NGO Reviews of 
Section J, Beijing Platform of Action 
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According to findings from a one year pilot program implemented by “GL and the Johannesburg based 
Institute for the Advancement of Journalism (IAJ)  gender issues are best dealt with and fixed from within 
media institutions. The study informed the Report on Gender in Media Training: A Southern African 
Toolkit”.5 The project encourages equipping media staff in terms of gender to attain a better representation 
of women in the media as an industry. 
 
Studies have also found that although the number of women working in the media has been slowly 
increasing globally, the top positions (producers, executives, chief editors and publishers) are still male 
dominated. This outcome is a culmination of a number of factors which include the fact that restrict women 
from attaining higher positions and top positions in the media are known as the “boys club” reserved for 
men. Poor representation in the media governance structure is reflected in the kind of content and products 
that media houses produce.  
 
Studies have shown that women have similar potential and can perform in the same positions as those 
dominated by men. A 2016 study by Topaz revealed that the inclusion of women editorial posts opens the 
door for more female journalists, reporters and other media staff.6“ Perhaps this owes to influences of 
social capital though it is justified to note that an inclusion of women in higher positions makes the space 
open and friendlier for women as media workers. According to the study, the inclusion of women in the high 
positions and or decision making processes in the media as an industry also reduces the chances of having 
tone deaf content that ignores gender issues and products that perpetuate long standing gender 
stereotypes. 
 
M. Shivdas is also of the opinion that women are kept away from the media due to high levels of sexual 
harassment and other gender biases in the industry. According to Shivdas “in many countries, women 
seeking to enter the media face sexist attitudes, sexual harassment, pay inequalities, inflexible work 
environments, and a lack of support mechanisms for working women.”7 For instance, in the USA, women 
are the majority of students in journalism courses, yet most of them go on to work in Public Relations a field 
considered relatively safer. Shivdas further points out that the mistreatment of journalists owes to a lack of 
gender issues and or courses during training in schools of journalism. 
 
Regarding gender equality in the media, in December 2015, UNESCO signed an agreement with the 
International Network on Gender Media and ICT’s concerning the establishment of a UNITWIN cooperation 
programme. The main objectives of the program were as follows; 

 Promote global actions relating to Gender, Media and ICTs (including publications, congresses, 
seminars, teaching resources and faculty and students’ exchanges) that could contribute towards 
stimulating dialogue, advocate policy and progress in achieving gender equality in all regions of the 
world 

 Enhance intercultural and cooperative research on issues of Gender, Media and ICTs; 

 Produce and publish reliable evidence and data on gender, media and ICTs, particularly 
comprehensive data on gender in decision-making, governance, agenda-setting, ownership 

                                                      
5 https://aceproject.org/ero-en/topics/media-and-elections 
6 Topaz, C. M., & Sen, S. 2016. Gender representation on journal editorial boards in the mathematical 
sciences. PLoS ONE, 11(8), e0161357 
7 Shivdas, M. 2000.   
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structures and organisational policies in media and technology companies, freedom of expression, 
highlighting related trends in gender, media and ICTs. 

 Develop a global plan of activities in line with the GAMAG Research Committee including a series 
of activities to promote networking among the universities+ 

 Promote global actions relating to Gender, Media and ICTs (including publications, congresses, 
seminars, teaching resources and faculty and students’ exchanges) that could contribute towards 
stimulating dialogue, advocate policy and progress in achieving gender equality in all regions of the 
world 

 Enhance intercultural and cooperative research on issues of Gender, Media and ICTs; 

 Produce and publish reliable evidence and data on gender, media and ICTs, particularly 
comprehensive data on gender in decision-making, governance, agenda-setting, ownership 
structures and organisational policies in media and technology companies, freedom of expression, 
highlighting related trends in gender, media and ICTs. 

 
Eight SADC countries in Zimbabwe have been trained in gender mainstreaming under this agreement. The 
above agreement resonates with the Beijing Platform for Action critical area twelve of 1995 which is aimed 
at increasing the participation and access of women to expression and decision-making in and through the 
media and new technologies of communication. This declaration has been making strides as it led to the 
increase of women as subject matters in the media by 7 % from 17% to 24% globally. 
 
In Zimbabwe, newspapers introduced a gender policy set to address gender disparities both in terms of 
content and staffing.8 This policy aims at correcting historical gender disparities in its staffing by 
encouraging women to take up leadership positions. By 2019, examples of female promotions in the 
Zimbabwean media included the following: Victoria Ruzvidzo (to the position of Editor of the Sunday Mail), 
Ruth Butaumocho (to the position of Herald Managing Editor), Tabeth Chari and Tarisai Gwatiringa (to 
Deputy Sub-Editors), Wendy Nyakurerwa (to Manica Post Editor), Nyaradzo Makombe (to Station Manager 
Capitalk Radio), Linda Muriro (to Assignments Editor Star FM).9 

 

Conclusion  
This section has given a brief summary of existing perception regarding gender and the media as an 
industry. It has explored studies regarding the inclusion of women and or regarding equality in gender; 
gender inclusivity, sensitivity and gender inclusions in decision making processes. 

                                                      
8 https://genderlinks.org.za/barometer-newsletter/zimbabwe-newspapers-introduce-gender-policy-women-
journalists-reach-for-the-top-2012-04-13 
9 GMC, Gender Analysis of Working Conditions – Zimpapers Report, January 2020. 
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Section Three: Power Phase Two Baseline 
Findings 

This part of the report presents the findings of the study. Through a process of thematic analysis, each 

organisation has their data, findings and analyses regarding their position and efforts towards gender 
mainstreaming presented separately. Being a broad concept, Gender Mainstreaming is discussed under 
different subthemes namely, Gender Advocacy in the Media; Gender Sensitivity, Inclusivity and 
Awareness; and, the Existence and Implementation of Gender Policies. This categorisation of themes 
and organisations was done to make the report easier to read and or understand.  

Gender Advocacy in the Media 
MISA Zimbabwe has an Assistant Advocacy Officer whose responsibilities include gender training and 
providing women with access to Information. Between 2019 and 2020, the Gender Advocacy Officer 
managed to conduct trainings on gender budgeting with Community-Based Organisations (CBOs) that 
were then able to mobilize citizens to attend the national budget consultative meetings. During the same 
period, the Assistant Gender Advocacy Officer also managed to partner with women community-based 
organisations under the organisation’s Access to Information Campaign. Gender Advocacy is also done 
through MISA`s gender policy which insists on 50-50 gender representation within the organisation. To 
promote the inclusion of women and their participation in organisational activities, MISA uses a 70-30 ratio 
of women to men in outreach programs. The ratio favours women based on the logic that women hardly 
participate in public meetings. Thus, the organisation is advocating to ensure women`s participation in 
public events.  

For BUSTOP TV, there is a gender specialist who is directly involved in promoting and handling gender 
issues. The main gender advocacy responsibilities of this Gender Officer include Public relations, in-house 
and external stakeholder communication, implementing and reviewing policies as well as handling gender 
related complaints.  

On the other hand, Simuka Comedy, the Media Center, the Zimbabwe Association of Community 
Radio Stations (ZACRAS) and the Media Alliance of Zimbabwe (MAZ) do not have a gender specialist 
directly involved in gender advocacy, mainstreaming and or other gender issues in their organisation. Tell 
Zimbabwe Trust also lacks a specialist directly involved in gender advocacy. Instead, gender issues are 
handled by the organisation’s director and senior managers. The study also established that the Voluntary 
Media Council of Zimbabwe (VMCZ) does not have a gender specialist directly involved in gender issues 
in the media as an industry. For VMCZ, gender issues are handled by the programme officer who is 
responsible for programme implementation.  

The Zimbabwe Union of Journalists (ZUJ) has a gender advocacy team in the form of a four-member 
Committee with 2 females and 2 males. ZUJ`s Gender Mainstreaming Committee (GMC) receives and 
deals with any gender reports/cases reported to the organisation. The committee takes initiative to address, 
curb, raise awareness and redress gender issues in the organisation accordingly. In the past two years, 
ZUJ has successfully conducted a study on sexual harassment in the media in collaboration with Gender 
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and Media Connect (GMC) formerly known as the Federation of African Media Women Zimbabwe 
(FAMWZ). At the same time, ZUJ also managed to carry out workshops on gender advocacy and related 
issues. 

Media Monitors does not have a gender specialist or anyone who is directly involved in gender advocacy 
and or other gender issues in the media as an industry. To empower their employees in reporting sexual 
harassment issues, Media Monitors setup a Gender Complaints Committee that looks into and deals with 
issues of and any behaviour that constitutes sexual harassment, bullying and or discrimination. The 
organisation ensures that employees will not be victimized or treated unfairly for raising an issue or making 
a complaint relating to the aforementioned issues. Depending on the severity of the offence, the penalties 
for sexual harassment vary from written warning to suspension and ultimately dismissal. For Media 
Monitors, no sexual harassment cases were reported in the previous year. 

Gender sensitivity, inclusivity and awareness 
In terms of gender sensitivity, inclusivity and awareness the study found out that MISA Zimbabwe carries 
out capacity building programs for their staff members to ensure that their work is gender sensitive and 
inclusive. According to the study, in the past year, MISA held three gender awareness training meetings 
under a still ongoing mentorship programme with the Women Coalition of Zimbabwe. Gender equality goals 
promoting awareness across the organisation are also clearly communicated with the organisation`s 
members of staff. During data collecting for this study, the organisation reported to be in a process of 
drafting a gender analysis tool intended to facilitate for the monitoring and evaluation of gender goals. As 
an organisation, MISA Zimbabwe ensures that their employees are familiar with and adhere to the 
principles of gender sensitive language at the workplace through an induction to relevant documents at 
recruitment stage.  
 
In ensuring gender -specific monitoring and evaluation (data collection and analysis); the organisation uses 
attendance registers which are aggregated accordingly while reporting templates have sections that 
address gender related issues. The study found out that MISA Zimbabwe also facilitates that every 
employee is entitled to equal and equitable access to the organisation’s resources. On the question of 
equal involvement and influence in decision making at governance level, MISA`s five-member National 
Governing Council (which is the Board) comprises three females and two males based on the organisations 
50-50 gender representation policy. MISA Zimbabwe has taken the following steps to ensure the in-
cooperation of Gender Issues in Project Appraisals, budgeting, monitoring and evaluation processes: 

(i) Reducing the risk of sexual violence/exploitation by holding all programme activities at safe times 
and locations;  

(ii) Increasing women’s participation in decision-making by building women’s confidence to actively 
participate in local and national processes (50 -50 gender representation) so that men’s needs do 
not dominate the agendas of meetings.  

(iii) MISA Zimbabwe always strives to achieve a 50% women threshold in all programme activities. 
(iv)  MISA Zimbabwe will continue to share its policies and procedures with the Gender and Media 

Connect to review and see if there are gaps which could further strengthen the organisation’s 
mainstreaming of gender issues. 

(v) For monitoring and evaluation, our attendance registers are gender disaggregated for purposes of 
capturing the number of women in attendance as well as ensuring their participation. Women are 
also given opportunity to participate and contribute during meetings organized by MISA Zimbabwe.  
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In maintaining equal access to and utilization of work-related resources, ZUJ makes sure that at each and 
every opportunity there is a balance of male and female attendance. According to ZUJ, women are also 
encouraged to be part of all decision-making levels. As a way to enhance gender sensitivity and 
inclusiveness in their organisation, ZUJ also carries out capacity building programs on gender issues. In 
the previous year, they managed to carry out one such capacity building programs. The Union also has 
clearly stated gender goals which are also clearly communicated with all Union staff. In efforts to monitor 
and evaluate the attainment of these goals, ZUJ traces the prevalence and nature of existing and emerging 
cases. They study how these cases progress and how they end. 

Information for Development Trust had not done any capacity building programs for ensuring that their 
work is gender inclusive and or sensitive. Additionally, in the past year, the organisation did not manage to 
do any internal gender awareness training for their staff. The orgnisation has a national gender coordinator 
who directly handles gender inclusivity, awareness and other issues. Though the position, as per the 
findings, is just a practice-generated position rather than a formal and written one, the gender coordinator 
has five crucial responsibilities listed below: 

1. Sensitising/mentoring journalists on gender mainstreaming in reportage 
2. Monitoring gender equity in journalistic content and providing requisite guidance 
3. Helping journalists pitch stories that reflect gender balance 
4. Encouraging female journalists to participate in investigative reporting 
5. Identifying female journalists to participate in investigative reporting  

According to the study findings, in the past two years, the national coordinator has managed to attain 
increased gender parity in terms of voices and focus areas in investigative reporting in selected media 
publications. Though no statistical evidence was provided, the organisation pointed out that they have also 
successfully increased the participation of female journalists in investigative reporting. For equal 
representation between men and women in the organisation, Information for Development Trust 
encourages women to apply in their adverts for job vacancies so as to enhance gender parity among their 
staff. The organisation’s membership board also encourages female leadership and participation while the 
organisation ensures that there have at least 33% female staff and their deed of trust promotes equal 
opportunity and gender parity. 

As an organisation, BUSTOP TV also carries out capacity building programs for its staff members to 
ensure that their work is gender sensitive and inclusive. The previous gender sensitivity and awareness 
capacity building program was done last year in 2020. The organisation`s gender goals also promote 
awareness and inclusivity both for the organisation as a whole and for its different spheres of activities. 
These organisational gender goals are also clearly articulated to the workers.  

According to the findings from BUSTOP TV, the organisation conscientises its workers on gender sensitive 
language in their daily work to promote principles of gender mainstreaming in and by the organisation. So 
as to promote gender-specific and or gender mainstreaming monitoring and evaluation, BUSTOP TV 
carries out a quarterly monitoring and evaluation on their social media platforms. Through the promotion 
and adherence to transparency, BUSTOP TV always ensures that access to and utilization of resources is 
equal among male and female members of the organisation. The majority of the organisation`s members 
are women hence all its processes are gender sensitive and women are equally influential in governance 
and decision-making.  
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To include gender issues in project appraisals, BUSTOP TV has also created both sponsored and non-
sponsored content about gender equality in the workplace. Both genders are given equal opportunity in 
work processes based on their skills. 

On the other hand, Simuka Comedy makes a deliberate effort in their recruiting to provide equal 
opportunity for both women and men. In fact, Simuka Comedy has a total balanced figure between men 
and women for, in an organisation of ten, there are 5 men and 5 women. The media organisation 
encourages and welcomes capacity building programs that equally equip women with skills mostly found 
among men. In including women in decision making processes Simuka Comedy has a women led 
production team. While the media organisation tolerates no gender discrimination, they however do not 
have any indicators and monitoring and evaluation framework to monitor the attainment of their gender 
goals. 

Findings of the study also revealed that MAZ has been sensitizing its workers about gender issues and 
awareness programmes have been implemented through the organisation’s secretariat. Nonetheless, the 
last MAZ gender sensitivity and awareness programme was done in 2017. In terms of gender equality, the 
Alliance does not any have gender goals; there is only emphasis on the importance of gender 
mainstreaming in the leadership and programming of the Alliance. 

Also, MAZ does not have a policy that governs gender sensitive language at the work place. Issues to do 
with gender sensitive language at the workplace are all encompassed in the values of the Alliance which 
are usually given out to workers at orientation. At MAZ, there is also no human resource policy concerning 
equal utilization of company resources and company benefits. In terms of governance and decision making, 
MAZ has a Governance Charter of the Alliance which stipulates that the leadership has to have a balance 
between males and females regardless of the fact that the Alliance does not have a gender sensitive 
budget and monitoring and evaluation process. 

For MAZ, the responsibility to mainstream gender programming is vested within the Terms of Reference of 
the Programmes Manager.  The findings of the study suggest that MAZ has effectively mainstreamed 
gender inclusivity and awareness within their policy frameworks, advocacy documents and the annual 
media stakeholders’ conference among other main functions of the organisation.   

According to the study, ZACRAS also carries out capacity building programs for its staff members to 
ensure that their work is gender sensitive and gender inclusive. ZACRAS also provide occasional board 
orientations, capacity buildings for their community radio stations including new members of the 
Association sensitizing them on among, gender issues. The majority of ZACRAS`s projects have gender 
specific expected outcomes. By the time of the study, the Association had not conducted any gender 
awareness training for members. The Association`s secretariat structure also involves both women and 
men while the same applies to the board and other decision-making committees 

ZACRAS also promote gender sensitive language at the workplace as well as for their members. According 
to the study, messages that are communicated at the workplace and even on the company website and 
other online platforms referring to or addressing both women and men show that women and men are 
equally visible. This applies to, amongst other issues, forms, documents, telephone directories, advertising 
for events, posters and programs. At ZACRAS, attention is also paid to a gender-sensitive choice of images 
when preparing for an event. Most of ZACRAS projects have gender expected outcomes. For ZACRAS` 
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members, when planning and designing activities, different circumstances of women and men are taken 
into account. Also, the target groups, both men and women have access to the same sources of 
information. According to the study findings, even at secretariat level, both male and female staff is given 
equal access to and utilization of work-related resources for examples printers, laptops and Wi-Fi.  

As an organisation, ZACRAS also design project activities that meet the specific needs of both women and 
men. They assess and categorize the project's potential to integrate gender dimensions and contribute to 
the advancement of gender equality. When budgeting for field work and programs both men and women 
get equal transport, lunch and sitting allowances. In monitoring and evaluation processes, ZACRAS also 
collect and analyse sex-disaggregated data and qualitative information to understand roles and needs of 
women and men.  

Regarding the organisation’s gender sensitivity, inclusivity and awareness Tell Zimbabwe Trust noted that 
the organisation also carries out capacity building programs for its staff members. According to the study, 
these programs are designed to ensure that the work of Tell Zimbabwe Trust is gender sensitive and 
gender inclusive. A single training program has been carried out since 2020. The program was meant to 
improve gender awareness among employees. The organisation also reported that it has gender equality 
goals that promote awareness both for the organisation as a whole and for its different spheres of activity. 
The goals are clearly communicated with the members of staff and clear indicators have been put in place 
to aid in the monitoring and evaluation of the attainment of the above-mentioned goals. 

As per the study`s findings, Tell Zimbabwe Trust also promotes the use of gender sensitive language at 
the work place, gender-specific monitoring and evaluation, equal access to and utilization of work-related 
resources among male and female staff to a larger extent. The organisation practices an equal involvement 
and influence of Women and men in decision making at governance level. For example, at the time of the 
study, Tell Zimbabwe Trust was training a number of female participants as consultants, facilitators and to 
increase female participation in governance and service delivery issues among others. 

The study also noted that VMCZ carries out capacity building programs for its staff members given that the 
programmes staff is invested in involving all genders in activities that are carried out by the organisation. 
However, they have not carried out any capacity building on gender awareness, inclusivity and sensitivity 
programs in the past year. 

Although the Media Center does not have a gender specialist who is directly involved in gender 
mainstreaming as well as gender issues in the media as an industry, they do have a program officer who 
tackles these issues. In the past two years the officer has managed to ensure gender sensitivity in 
storytelling, gender parity in the undertaking of programme activities and implementing a mentorship 
programme in which upcoming journalists are mentored in gender sensitive reporting. Media Center carries 
out capacity building programs for its staff members to ensure that their work is gender sensitive and 
inclusive. However, Media Center did not carry out any gender awareness related training in the past one 
year. Media Center also has gender equality goals that promote awareness both for the organisation as a 
whole and for its different spheres of activity. These goals are also clearly communicated with the members 
of staff. However, the attainment of these goals is not monitored and neither is it evaluated.  

Magamba Network carries out staff capacity building programs to ensure that their work is gender 
sensitive and gender inclusive. For example, two trainings were carried out between 2020 and May 2021 
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when the time the study was carried out. However, though gender goals are clearly communicated with all 
staff, Magamba Network has no monitoring and evaluation framework. For Magamba Network, there is no 
specific individual responsible for gender advocacy and other gender issues in the organisation. 
Regardless, the Network manages to hold workshops on gender sensitive reporting and in their practice of 
equal gender representation Magamba Network ensures a gender balance in different projects. 

Findings from Magamba Network suggest that the organisation promotes the use of gender sensitive 
language “to some extent.”  Concepts of gender-specific monitoring and evaluation, equal access to and 
utilization of work-related resources/benefits among male and female staff, and equal involvement and 
influence of women and men in decision making at governance level are said to be promoted to a larger 
extent. However, no data was provided to show how all the aforementioned concepts are upheld. On the 
other hand, Magamba Network also work to ensure that their fieldwork activities have gender balanced 
audiences to get different views, a process which contributes to their monitoring and evaluation process. 

The study established that Media Monitors carries out capacity building programs for staff members to 
ensure that their work is gender sensitive and inclusive. To improve gender awareness, Media Monitors 
carried out four trainings in the past one year. The organisation also has clearly communicated gender 
goals and a list of indicators that ensure identification of any lack of gender sensitivity, inclusion and 
awareness. This is includes existence of a monitoring framework for each indicator. The framework 
includes a section on Representation and Inclusivity with gender dynamics being the major highlight. In 
implementing activities such as training, workshops and webinars, Media Monitors strives to ensure gender 
parity in the participants. Before activities are held the participants list is subject to a test of whether it 
meets the gender requirements of the organisation.  

As per the study findings, Media Monitors ensures equal representation of men and women through 
providing equal opportunities to both genders when recruiting. The organisation recruits adequate women 
staff and also ensures gender balance at senior level. Media Monitors have an objective of achieving a 
numerical gender balance in all posts at all levels. They also ensure equitable representation and 
participation of men and women in the organisation’s core group, board of trustees and in various functional 
committees of the organisation. 

To a larger extent, Media Monitors promotes gender mainstreaming, use of gender sensitive language at 
the work place, gender-specific monitoring and evaluation, equal access to and utilization of work related 
resources/benefits among male and female staff, and equal involvement and influence of Women and men 
at governance level. Gender sensitive language is upheld through the organisational policy. According to 
study findings, the organisation has put in place a general code of conduct that explicitly instructs members 
of staff to be completely professional and treat counterparts, participants, beneficiaries, and colleagues with 
equal respect despite their race, colour, religion, sex, creed, political opinion, tribe or place of origin. Media 
Monitors also institutes disciplinary action to members of staff that are seen to have used abusive 
language. Gender specific monitoring and evaluation is promoted and maintained through research. 
Findings from the research are also shared with other media organisations and CSOs through the media. 
Media Monitors has mainstreamed gender at all levels, from designing of gendered research frameworks, 
including a gender lens in collection of information (disaggregation) and in data analysis. The study 
established that Media Monitors also strives for equal participation of women and men in all activities 
including workshops. In their activities, Media Monitors have managed to ensure a 100% participation of 
their women and when they conduct journalist trainings, they also ensure that 50% of the trainees are 
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women. Women issues are also evaluated through the training and uplifting of female journalists to ensure 
that women`s voices are included and amplified. 

Media Monitors organisation has also incorporated equal involvement and influence of women and men 
in decision making at governance level. For example, they incorporated a gender-responsive project by 
ensuring there are gender specific objectives, outcomes and activities guaranteeing that the needs of both 
men and women are met in the implementation of their projects. Media Monitors also factor in women in 
their budgeting by incorporating gender analysis tools into the various stages of the budget process to 
ensure that the different roles and needs of both women and men are taken into account. Men and women 
(Finance and Grants Officer –female, Administrator-male) have been equally involved in the budget 
preparation and this has helped to increase gender responsive participation in the budget process and this 
has enabled advanced gender equality. 

In monitoring and evaluation processes questionnaires are also administered to an equal number of men 
and women in the media sector (journalists editors), CSOs, citizens, community leaders amongst others. All 
Media Monitors meetings and group discussions maintain an equal representation of men and women. The 
organisation also designs and makes use of specific evaluation forms to measure the gender effectiveness 
of these meetings. Media Monitors’ evaluation material captures gender and age range, which will also help 
in the evaluation process. 

In a bid to achieve equal representation between men and women within Media Center, the respondent 
highlighted that the organisation offers equal opportunity-based employment, they implement Human 
Resources policies that uphold and promote gender sensitivity and the development of an organisational 
gender policy. As far as assisting in the formulation of gender policies and practices of media houses, the 
organisation does not yet have a structure in place to assist. 

Existence and Implementation of Gender Policies 
The baseline survey found out that MISA Zimbabwe has a gender policy and gender practices that 
promote gender equality in their organisation. The baseline found that while the policy and practices are 
relatively effective, the challenge is that the Zimbabwean media is already male dominated. As a result, 
there are fewer female journalists/media personnel attending training and other meetings. 

According to the study, the organisation’s sexual harassment policy is also covered in their Gender and 
Safeguarding policies. While the Safeguarding policy is close to one year old, the sexual harassment policy 
has existed for more than 5 years. Both the Gender and Safeguarding policies were reviewed by MISA`s 
Secretariat, Board and Trustees. These policies were also reviewed by the Gender and Media Connect to 
guarantee that they are gender sensitive and mainstreamed. According to the study findings, MISA 
Zimbabwe`s workers are empowered in reporting sexual harassment issues as they are familiar with their 
rights as prescribed in the organisation`s constitution, code of conduct, gender policy and safeguarding 
policy. While MISA noted that no one has violated the policy yet, they also emphasised that any employee 
who violates the sexual harassment policy faces dismissal from work. 

The study also found out that while the above mentioned policies are being implemented, the full and 
effective employment of these policies is disturbed by challenges such as a limited participation of women 
in outreach programs. This limited participation, according to findings from MISA Zimbabwe, owes to 
structural issues which include the domination of the media industry by male media practitioners and 
journalists. Regarding assisting gender policy formulation, MISA Zimbabwe also works with Gender and 
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Media Connect (GMC) in processes of and in intervening and adjudicating to solve policy and disputes on 
gender issues. 

As an organisation, Information for Development Trust also has deliberate policy informed practices 
intentionally designed to promote gender equality. According to the study findings, the policy has 
successfully sensitized the organisation’s staff and board on the need and significance of gender inclusivity 
and equity in programming. Information for Development Trust has a five-year-old sexual harassment 
policy which was drafted and designed through board consultations and reviews. By the time of the study, 
Information for Development Trust reported to have had faced no material challenges in the implementation 
of the aforementioned policies. Through their policy, Information for Development Trust have successfully 
attained the 50-50 gender ratio in their secretariat while their board is headed by a female chairperson 
whose deputy is also female. All employees are encouraged to familiarize with the organisational policies 
and code of conduct both of which emphasize gender sensitivity. Findings also suggest that Information for 
Development Trust employees are adequately empowered to report sexual harassment issues and any 
violation of sexual harassment policy leads to disciplinary action which may lead to the dismissal of the 
violator. 

Information for Development Trust also has clearly stated gender equality goals in their manual policy 
which are shared with organisation`s staff. To monitor and evaluate the attainment of these gender policy 
goals, Information for Development Trust has annualized institutional reports and indicators reflecting staff 
appointments and roles as well as the appointments of the board of trustee. Nonetheless, in the past 1 
year, no sexual harassment case was reported. 
 
To guarantee the use of gender sensitive language at the work place, Information for Development 
Trust`s code of conduct prescribes gender sensitivity. Quarterly and annual reports shared in the 
organisation also promote and encourage the use of gender sensitive language. However, findings from the 
Information for Development Trust admits that gender specific monitoring and evaluation is still ad hoc 
given that the organisation is still small. All staff is given equal opportunity and access to organisational 
resources. Also, the organisation’s deed of trust recognizes the need for and provides equal opportunit ies 
for women and men in leadership at governance level as evidenced by the fact that the organisation has 
two female chairpersons. To incorporate gender issues in project appraisal, budgeting, monitoring and 
evaluation processes Information for Development Trust rely on a company guideline designed to assess 
gender inclusivity, parity and equal representativeness of men and women (as stakeholders) in company 
products. Information for Development Trust also incorporates the aforementioned gender issues in their 
quarterly partner reports. These reports reflect what the organisation would have done to enhance gender 
parity through partner participation. Additionally, the reports also focus on the organisation’s programming 
and the journalistic content they produce. All in all, the reports show the extent to which Information for 
Development Trust would have achieved their gender goals at the same time discussing the challenges 
faced by the organisation in their pursuit of these goals. 

However, BUSTOP TV has neither a policy nor deliberate practices that promote gender equality, though it 
has a sexual harassment policy that has been in action over the past year. Their policy was drafted through 
staff meetings and consultations with other creatives. On the other hand, the implementation of this policy 
was made difficult by the outbreak of the Covid 19 pandemic which resulted in a Government instilled 
lockdown. Findings suggest that BUSTOP TV have a policy that empowers workers to report sexual 
harassment through encouragement done via constant reminders to report sexual harassment cases as 
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well as through content creation on sexual harassment. According to BUSTOP TV, suspension, Hearing 
and Allowance/ salary cut are some of the measures put in place to deal with individuals who violate the 
sexual harassment policy.  By the time of the study, no case of sexual harassment has been recorded in 
BUSTOP TV. Though the organisation is not directly involved in policy formulation, it helps breakdown and 
package information about various policies including those for gender. The study discovered that the media 
house also breaks down and promotes the participation of ordinary citizens and policy makers in policy 
formulation. According to the findings of the study, BUSTOP TV initiates dialogue between policy makers 
and ordinary citizens using female led content. 

When the study was carried out, MAZ had no policy that directly promotes gender equality yet. Also, the 
organisation is yet to be directly involved in gender policy formulation. Regardless, MAZ have coordinated 
dialogues on consolidating gender policies among partner organisations. Moreover, the MAZ Governance 
Charter and Membership Criteria gives specific methods on how all MAZ Programs should endeavour to 
get gender equality and how the leadership of MAZ should reflect this balance. 

For ZACRAS, the Gender Policy is used as a template to promote gender equality at the workplace. For 
instance, findings suggest that through the Association`s policy; during recruitment, both women and men 
have equal chances to employment in the organisation. ZACRAS also has a sexual harassment policy 
which has been in existence for the past 4 years. According to the study findings, consultations were made 
with staff, the labour management committee, local trade unions and local media organisations in the 
drafting of the policy. A task team was also set up to develop an action plan for a proper workplace 
including training of staff and committees. The study also found that every staff member is given a copy of 
these policies and oriented thoroughly on the organisation’s policies and trainings are done regularly. 

However, ZACRAS still incurs challenges in the implementation of the sexual harassment policy. For 
example, ZACRAS faces resistance from staff members due to fear of the unknown and financial 
constraints to seek advice from consultancies when drafting and implementing the policies. Despite these 
challenges, workers are empowered, trained and educated that should there be any sexual harassment 
policy breech/violation, they should bring the matter to the attention of the National Coordinator. Study 
findings also suggest that the organisation offers what they call “severe written warnings” for the first 
offence and dismissal for the second offence of their sexual harassment policy. Nonetheless, the 
Association has not recorded any case of sexual harassment at the workplace in the past one year. 

The study established that the Association also mainstreams gender issues across all sections from 
governance (policy), staffing to programming. For example, the study discovered that at programming level, 
ZACRAS motivates its members to have a policy of balancing females and males for trainings as well as 
including female voices in radio interviews. As an organisation ZACRAS is guided in achieving equal 
representation between men and women by their gender policy.  The policy also ensures that capacity 
building programmes and radio programs feature a fair representation of women. The policy cuts across all 
sections of the organisation from governance to programming. The terms of the policy are shared with 
employees at orientation and during capacity enhancement programs with members of the Association 
from time to time including new members.  

In terms of communicating the gender policy to the members, the study found that ZACRAS orient its new 
staff on their policy and each member of staff has a copy of the policy which forms part of the employment 
package. Policy formulation also involves the input and voices of staff members who are included from the 
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beginning of policy design processes. However, the study also established that ZACRAS has no clear 
monitoring and evaluation process and there are no indicators of compliance in terms of gender issues.  

The study established that Tell Zimbabwe Trust also has an effective gender policy that has been in 
existence for a year. However, Tell Zimbabwe Trust does not have a sexual harassment policy. When 
coming up with the gender policy Tell Zimbabwe Trust solicited for ideas from staff and involved them in 
crafting the policy. According to findings from Tell Zimbabwe Trust, the major obstacle in implementing the 
gender policy has been rooted in cultural and religious perceptions on some practices. In order to ensure 
that workers are familiar with the policy, Tell Zimbabwe Trust periodically holds policy review workshops 
with their staff. Staff members are empowered and know how to report sexual harassment issues.  

In the past two years, the gender highlight of the senior management team has been their ability to develop 
and implement a Gender Policy. In a bid to achieve equal representation between men and women within 
their organisation, Tell Zimbabwe Trust highlighted that they made equal representation a major policy 
issue which is to be strictly adhered to. As far as assisting in the formulation of gender policies and 
practices of media houses, the organisation does not yet have a structure in place to assist their efforts. 
Also, according to Tell Zimbabwe Trust, there have no sexual harassment cases have been reported in the 
last year. 

VMCZ also relayed that the organisation has no set gender goals and does not have a standing gender 
policy that clearly articulates issues relating to gender. Findings from the study also show that VMCZ 
mainly emphasises representation and not parity. In the past two years, the programme officer successfully 
contributed to practices that promote gender parity and gender representation when implementing 
activities. With the aim of achieving equal representation between men and women within their 
organisation, VMCZ indicated that the company is in the process of developing a gender policy. It should 
also be noted that VMCZ does not assist in the formulation of gender policies and practices of media 
houses that they work with. 

According to the Media Center, they have an effective gender policy that has been in existence for above 
eight years. However, Media Center does not have a sexual harassment policy. In the processes leading to 
the formulation of their gender policy, Media Center consulted board members, members of the secretariat 
and other stakeholders such as freelance journalists and civic organisations. Findings suggest that the 
major obstacles in implementing the policy have been that of financial and technical constraints. Findings 
from the Media Center suggest that staff members are familiarised with the policy and are empowered to 
report any form of sexual harassment. According to the study, failure to comply with polices linked to sexual 
harassment will result in penalties such as suspension and termination of contracts. Fortunately, no sexual 
harassment cases were reported at the Media Center in the last year. 

For Media Center, gender sensitive language is upheld through contractual obligations that bind staff to the 
ethos of gender sensitivity. Gender-specific monitoring and evaluation is promoted through weekly, monthly 
and quarterly reporting on projects and project activities. The study discovered that Media Center also 
carries out project review meetings, interviews, focused group discussions, story content analysis and 
administers questionnaires for enhanced gender specific monitoring and evaluation. The guaranteeing of 
equal access to and utilization of work related resources/benefits among male and female staff is ensured 
through equal employment opportunities and non- discriminatory programming. Also, Media Center 
pursues equal involvement and influence of women and men in decision making at governance level by 
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ensuring that there is gender parity in participatory platforms pertaining to policy development and 
advocacy. Women are also encouraged and aided to participate equally with men in project activities and 
through gender sensitive and gender inclusive storytelling. 

Magamba Network have a gender policy though the processes leading to the policy`s formulation were not 
shared. The period of which the policy has existed was also not shared. Also, the Network has no sexual 
harassment policy yet though their Human Resource department have an open-door policy allowing the 
reporting of sexual harassment issues in the organisation. Nonetheless, over the past one year, there has 
not been any report of sexual harassment at Magamba Network. 

The Zimbabwe Union of Journalists is also against abuse at the workplace either vertically and 
horizontally among the workforce. They have been benefiting from their monitoring and evaluation through 
receiving and booking reported cases of gender and using the information for analysis in future mitigation 
programming. According to ZUJ, their gender promoting policies have thus far proven effective in 
promoting equality among workers. Findings from the Union pointed out that their sexual harassment policy 
was informed by a research done in collaboration with an unnamed sister organisation. As per the study 
findings, this collaborative research also informed a manual on sexual harassment that promoted zero 
tolerance of sexual harassment. The Union`s sexual harassment policy has been in existence since 2014. 
To ensure that workers are familiar with ZUJ policies, the Union distributes literature on these policies as 
well as remedial approaches to any issues of policy violation. Workshops are also conducted to connect 
workers with sister organisations dealing with policy related issues. 

The implementation of the policy has been disturbed by lack of implementation resources to conduct wide 
and effective awareness programs, or for the Union`s Gender Mainstreaming Committee to meet to 
deliberate on reported cases. On the other hand, a lack of gender and related policies in organisations 
where these cases emerge make it even more difficult to handle these cases. 

According to the findings of the study, workers are well empowered to repot sexual harassment. The study 
also established that ZUJ workers are free to report their cases internally; to the police and to the national 
council if they need to bypass existing leadership in the organisation.  Any case of policy violation is also 
met with disciplinary action which includes the termination of employment being the most extreme form of 
disciplinary action. ZUJ also have a constitution which guarantees equal representation of men and women 
in key positions from National Executive positions to posts in the secretariat. ZUJ pointed out that no sexual 
harassment case was reported in the past1 year. 

Regarding the formulation of gender policies and influencing gender practices in media houses, ZUJ works 
to encourage media houses to formulate or adopt organisational policy handbooks on general harassment 
policy, gender policy and sexual harassment policy. The Union also advises the training of employees in 
these polices within media houses while there is also encouragement to setup committees empowered to 
deal with gender and sexual harassment issues. 

Media Monitors has an effective gender policy that has been in existence for seven years. While Media 
Monitors does not have a stand-alone sexual harassment policy, the study found that reference to sexual 
harassment is made in the organisations Human Resource policy, gender policy and the organisation`s 
general code of conduct. According to the findings of the study, Media Monitors` policies were drafted 
through consulting the law, particularly the Labour Act [Chapter 28:01] of Zimbabwe. The organisation also 
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made reference to existing policy from other Civil Society Organisations and has been progressively 
implementing its gender policy with no notable challenges. At the Media Monitors, organisational policies 
are shared with each employee upon their appointment into the organisation. The policies are also shared 
with all staff members annually to allow all staff members to stay current with any changes in the policy 
documents should there be any. According to the study, as a media CSO, Media Monitors indirectly 
influences the formulation or adoption of gender policies by mainstreaming gender in its research. All of 
Media Monitors reports analyse newsroom dynamics in the compilation of stories on different thematic 
areas making recommendations to the editors and media managers regarding existing gender gaps. Study 
findings also suggest that their work also makes effort to influence editorial policies by underlining gaps in 
the media’s representation and portrayal of women in comparison with men. Findings of the study also 
established that Media Monitors makes strong recommendations to promote gender parity. 

In influencing gender issues in the media as an industry, Media Monitors has developed a gender policy 
which governs and guides the organisation in promoting equal access and utilization of work-related 
resources and benefits among male and females. These have been divided into the following categories: 

1. Staff Composition- ensuring equal opportunities amongst male and female staff for personal 
growth, promotion benefits training and working conditions.  

2. Workplace- ensuring that all resources available for use and benefit both genders. They ensure 
that the workplace is friendly and topics discussed allow a free and fair platform where both men 
and women air their views without prejudice. Also benefits which include maternity and paternity 
leave. 

3. Staff capacity building -facilitating staff capacity building and training to enhance awareness, 
perspectives and conceptual clarity on gender issues. This is provided to both genders. 

4. Organisational policies and systems- making all HR policies gender sensitive and responsive, 
initiating and building advocacy around gender balance  

Conclusion 
The study concludes that while a number of organisations do not have any staff specifically working on 
gender advocacy and other gender issues, there are notable efforts to promote and advocate for gender 
issues in the organisations covered by the study. Nonetheless, existence of gender specific/advocating 
staff in media houses and CSOs is apparently necessary and useful for the promotion and fostering of 
gender equality and gender conscious operation of these institutions. As shown in the above section, 
organisations with personnel directly involved in handing gender issues do relatively better than those 
without. 

While significant efforts are evidenced in the promotion of gender sensitivity, inclusivity and awareness 
across the studied organisations, it is clear that some organisations are doing better than others. Effective 
advocacy and result yielding effort regarding gender sensitivity, inclusivity and awareness is also better 
attained better where there is a gender focusing team. Also, the existence and implementation of gender 
policies is more efficient and likely to be effective if there are specific gender goals, a gender team and 
awareness within the organisations. However, these goals and policy implementation efforts also need 
adequate capacity and resources. For organisations with no staff and or teams working to promote gender 
issues discussed above, the developments and progress towards gender mainstreaming are relatively 
lagging. The same applies to other themes covered by the study as shown in the above section of this 
report. 
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A lot still needs to be done in terms of setting and or designing gender goals, and in monitoring and 
evaluating these gender goals in many of the organisations covered by the study. Lessons can be drawn 
and borrowed from organisations such as Media Monitors which have comparatively much better inclusivity 
and Monitoring and Evaluation approaches. 

The study also observed that other organisations have not been able to implement gender capacity building 
programs over the past one and or two year period while others have been able to do so. Information for 
Development Trust, for instance, was not able to carry out any such programs while Media Monitors were 
able to carry out four gender awareness programs in the previous year. Thus, other organisations still need 
better capacity and or resources to properly and effectively design and implement policies, gender 
mainstreaming, inclusivity and capacity building programs. 
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Section Four: Recommendations 

This section focuses on proposed recommendations to improve the current baseline situation 

discussed in section three above. The recommendations are designed to inform the intended intervention 
project. Thus, the section presents recommendations intended to inform and enhance the implementation 
of the intended project. 

Increasing Sustainable Technical and other Capacity in Policy formulation and Gender 
Mainstreaming 

 The study established that there is need for further training and capacity building or mentorship 
programmes with gender expert organisations. This will enhance in the designing and 
implementation of gender policies and advocacy programs for the media as a sector. For example, 
MISA pointed out that their Constitution, Code of Conduct and HR policy still need to be subjected 
to gender analysis. This gender analysis of policies can also be useful for a number organisation 
and may also facilitate organisations that do not have gender policies. This can also assist in the 
formulation of sexual harassment policies for organisations that do not have such policies, for 
instance, VMCZ and Tell Zimbabwe Trust. The formulation of gender related policies will also 
provide basis to address and or deal with cases of sexual or other gender related abuses/violations 
as compared to instances which occur in the absents of binding policy. 

 Also, to ensure that there is effective gender mainstreaming, gender policy formulation and 
implementation and policy reviews, there is need for the recruiting a gender programming specialist 
and to provide coaching of organisations on gender.  A gender specific staff member is likely to be 
recruited on gender qualifications and their involvement in the media organisations, particularly 
those organisations without such personnel will be helpful in attaining and promoting gender goals. 

 According to the findings of the study, there is need for means to establish resource mobilization 
internally and from external parties for the media organisations included in this study. This resource 
mobilization capacity building will be specifically to build the internal and external/partner capacity 
towards gender mainstreaming, policy formulation and implementation.  

 The study also recommends continuous amendment of the gender policy to always accommodate 
new trends and best practice to strengthen gender mainstreaming, gender policy formulation, 
implementation and policy reviews. 

 Recommendation is also made for networking and information sharing among gender and media 
organisations on gender mainstreaming, policy formulation and implementation. This is because an 
exchange of information would also improve the media organisations’ advocacy, inclusivity and 
mainstreaming policies. Shared approaches to gender policy frameworks, monitoring and 
evaluation will also facilitate the attainment of uniform and well researched and or informed 
approaches to gender practices. 

 On another note, literature reviewed for this study also suggests a strong need to include long term 
interventions that address gender challenges faced in the media as an industry. For example these 
interventions include introducing and emphasizing gender courses and training in schools and or 
institutions that train media personnel. Thus, GMC (in the long term even beyond this intended 
project) may consider working with schools of journalism and other institutions that train media 
personnel to include gender courses in their training curricular.  
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Gender Specific Goals 

 It is also difficult for organisations to make progress in gender mainstreaming, equality, inclusivity 
and sensitivity if they have no gender goals to begin with. Thus, the baseline study recommends 
capacity building and or provision of assistance in the designing and setting of specific gender 
goals in different organisations for example the Media Alliance of Zimbabwe  

Increasing Gender Equality in Decision Making  
 Findings show that other organisations, for example VMCZ focus on attaining gender 

representation and not gender parity. There is need to alter such approaches towards attaining 
gender parity in both representation and influence especially in decision making processes. This is 
because mere representation may not be enough to promote the needs, contributions and needs of 
women in the media. 

Gender Specific Monitoring and Evaluation 
 There is also need to assist and promote Gender specific monitoring and evaluation of gender 

equality policy implementation especially in organisations that  lack any or effective M&E, for 
example BUSTOP TV. An adaptation of periodic reviews and evaluations of gender issues and 
attainment of gender goals will also assist media organisations with monitoring and evaluation 
challenges. Also, drafting and designing M&E frameworks with specific indicators for the media 
organisations which lack capacity to engage external evaluators will be a cost effective yet result 
yielding intervention. Other organisations need more monitoring and evaluation methods 
implemented at shorter time intervals for example quarterly rather than annual reports alone. This 
will make the monitoring and evaluation processes more effective and better informed. It will also 
assist in addressing challenges and other issues at earlier stages before they escalate to need 
more effort and or resources. 
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Annex 2: Tables 
Summary of Study Findings   
 

Media Organisation Gender 
Policy 

Gender 
Personnel  

M&E 
Framework 

Number of  Gender Capacity Programs 
Implemented in the past 2 years 

MISA Exists Exists  Exists 3 

Bustop TV Does not Exist Exists Exists 1 

ZUJ Exists Exists  Exists 1 

Information for Development Trust Exists Exists  Does not Exist 0 

Media Center  Exists Does not Exist Exists 0 

ZACRAS Exists Does not Exist Exists 0 

Tell Zimbabwe Trust Exists Does not Exist Exists 1 

VMCZ Does not Exist Does not Exist Does not Exist 0 

Media Monitors  Exists Does not Exist Exists 4 

Magamba Network Exists Does not Exist Exists 2 

MAZ Does not Exist Does not Exist Does not Exist 0 

Simuka Comedy Does not Exist Does not Exist Does not Exist 1 
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Annex 3: Tools 

BASELINE STUDY ON GENDER POLICY, AWARENESS, SENSITIVITY AND 
MAINSTREAMING IN SELECTED MEDIA HOUSES IN ZIMBABWE 

In-Depth Interview (IDI) Guide for 

Media Houses 

Introduction: Gender and Media Connect (GMC) is conducting a baseline study to assess the level of 

gender mainstreaming among Media Houses that are partners of the ZimMedia21 programme. The study 
examines existence and implementation of gender awareness and sensitivity in policy and practice within 
media organisations. The baseline study is intended to inform interventions to support gender 
mainstreaming work by the participating partners organisations. This tool is to be filled by the Director or 
Senior managers or officers with input from all other key staff of the organization.   Once submitted, 
interviewers may follow this up with a telephone/virtual interview to seek clarifications on certain information 
where necessary.   

Instruction: Your organization has been selected to participate in this baseline study.  If you consent to 
participating in the study, you are kindly requested to complete this interview (in soft copy) and send the 
completed version to carlisimz@gmail.com Do not write your name anywhere on this interview guide and 
the information supplied will be treated with confidentiality. 
 

 

A. Demographic Data 

 

Interview Date:   

 

 

 

Name of Media House completing the Guide: 

 

 

 

Position held by person completing the Guide:  

 

 

 

 

mailto:carlisimz@gmail.com
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For how long have you been (person completing the Guide) with the organization? 

     

 

 

Sex: (F/M/Other (Specify)):  
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B. Governance 
1. What is the ratio of male to female members of the board or the supreme authority of your media 

house? 

 

 

2. What roles are assigned to the female and male members of the board? 

 

 

3. Is there a board/governance policy?  

 

 

4. If there is a board policy, does it explicitly or deliberately prescribe equal male to female 
representation in the board?(provide specific section/quote from the policy) 

 

 

5. If the board/governance policy prescribes equal gender representation, what are the reasons for 
unequal male female representation? (if there is unequal representation currently) 

 

 

C. Staffing 
1. How many managerial positions are there in the organisation? How many are occupied by women, 

how many are occupied by men? 
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2. What is the ration of male to female staff in the organization (all levels)? What would you consider 
the reason for the existing ratio? 

 

 

3. What roles are assigned to female and male staff members (share the list here or separately of all 
job roles and indicate whether they are held by a male or a female staffer)? 

 

 

4. Have there been any promotions in the past year? If so how many were male and how many were 
female? What are the aspects considered before one is promoted? 

 

 

5. What is the male to female employee ratio in terms of (a)full-time employment (b) contract 
employment (temporary). What would you consider to be the explanation/cause/reason for the 
ratios in the types of employment?  

 

 

D. Editorial Practices 
1. Does the media house have an editorial policy? (may you provide a brief summary of key tenets of 

the policy) 

 

 

2. How does your media house ensure gender mainstreaming in your content? 
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3. If you do, does the policy deliberately facilitate sourcing, production and distribution of gender 
sensitive media content?  If you do, what are these measures? 

 

 

 

4. What proportion of your news sources is male and what percentage are female? How does the 
media house ensure equal treatment of men and women in news sourcing/reporting/etc.? Are there 
any guidelines for ensuring gender sensitive repoting? 

 

 

E. Human Resource Policies 
1. Does the media house have an HR policy?  

 

 

2. What does the policy say regarding gender equality in news rooms? 

 

 

3. Using the information you provided in the above table, can you give reasons/a brief explanation 
why there is balance/imbalance in gender rations in newsrooms? 
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F. Gender sensitivity, inclusivity and awareness 
1. Does your media house conduct/organize trainings and workshops that promote gender equality 

and awareness for staff members? How often are the workshops and trainings held, and who do 
they target? 

 

 

2. Has any gender awareness training been done in the last 1 year? 

 

 

3. If the organisation has gender policies, do all staff members have access to the company gender 
policies? 

 

 

4. Does your organization have a gender specialist?  

 

 

5.  How does your organisation understand and or define gender sensitivity as it relates to your work? 

 

 

6. How is this understanding of gender sensitivity put in practice? (In operational relations/job 
positions/assigning news beats between male and female journalists/reporting/etc.) 

 

 

7. How does your organisation ensure that services, opportunities and other organizational benefits 
are equally granted to male and female employees (inclusivity) in all its functions  
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a) Internally? 

 

 b) Externally?  

 

 

G. Existence and Implementation of Gender and related Policy 
1. Is there a gender policy in the organisation? For how long has the policy existed? 

 

 

2. Is there a sexual harassment policy in the organisation? For how long has the policy existed? 

 

 

3. Is there an affirmative action policy in the media house? For how long has the policy existed? 

 

 

4. To what extent is the staff aware of the above policies? How accessible are these policies to media 
house staff (to what extent are they accessible)? How are they accessed? 

 

 

5. Is there any form of quota system in the organizational recruitment and rank structure? If so are 
these quotas broken down by rank? For how long has the system existed and to what extent is it 
being followed? 
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6. How were these policies drafted? (do they rely on national legislation or its entirely an internally 
drafted policy) Who was consulted in the process? 

 

 

7. To what extent are the policies being implemented? 

 

 

8. What have been some of the challenges that affect implementation of these policies?  

 

 

 

9. What measures are there to ensure that workers are familiar with the above policies? 

 

 

10. What measures are there to ensure implementation the a) gender, b) sexual harassment and c) 
affirmative action policies? (if they exist in the organisation) 

 

 

11. Have there been any cases of policy breech regarding the above policies if they exist in the 
organisation?  
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12. How empowered are workers when it comes to reporting cases of sexual harassment in the 
workplace?   

 

 

13. Have there been any cases of staff members going against a) the organization’s gender policy and 
b) the affirmative action policy? How did the organisation respond? What measures are there to 
avoid such behaviour?  

 

 

H. Gender Mainstreaming 
1. How and to what extent does the media house promote the following principles of gender 

mainstreaming?  

I. Gender sensitive language  at the work place  

 

 

II. Equal access to and utilization of work related resources/benefits among male and female staff 

 

 

III. Equal involvement (in terms of numerical representation and actual influence) of Women and men 
in decision making at governance level 
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I. Recommendations  

 
1. Would you have anything to your media house regarding gender issues (policy, implementation, 

gender sensitivity, gender awareness etc.) discussed above? 
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BASELINE STUDY ON GENDER POLICY, AWARENESS, SENSITIVITY AND 
MAINSTREAMING IN SELECTED MEDIA HOUSES IN ZIMBABWE 

 

In-Depth Interview (IDI) Guide for 

Media Civil Society Organisations 

 

Introduction: Gender and Media Connect (GMC) is conducting a baseline study to assess the level of 

gender mainstreaming among Media CSOs that are partners of the ZimMedia21 programme. The study 
examines existence and implementation of gender awareness and sensitivity in policy and practice within 
media organisations. The baseline study is intended to inform interventions to support gender 
mainstreaming work by the participating partners’ organisations. This tool is to be filled by the Director or 
Senior managers or officers with input from all other key staff of the organization.   Once submitted, 
interviewers may follow this up with a telephone/virtual interview to seek clarifications on certain information 
where necessary.   

Instruction: Your organization has been selected to participate in this baseline study.  If you consent to 

participating in the study, you are kindly requested to complete this interview (in soft copy) and send the 
completed version to carlisimz@gmail.com Do not write your name anywhere on this interview guide and 
the information supplied will be treated with confidentiality.   

 

 

J. Demographic Data 

 

Interview Date:   

 

 

 

Name of Media CSO completing the Guide: 

 

 

 

 

 

 

mailto:carlisimz@gmail.com
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Position held by person completing the Guide:  

 

 

 

For how long have you been (person completing the Guide) with the organization? 

     

 

 

Sex: (F/M/Other (Specify)):  

 

 

 

 

 

 

 

K. Gender advocacy in the media 

 
1. Does the organization have a gender specialist/team/personnel/etc. who is directly 

involved in gender issues in the media as an industry? 

 
 
 

2. What responsibilities are assigned to this officer? 
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3. If there is no specialist person directly involved in gender mainstreaming work, is this role 
assigned to any other person in the organization? 

 
 
 
4. W4. What are the major successes that this individual has accomplished in the past two years 

as far as gender equality/sensitivity/mainstreaming/awareness are concerned? 

 

 

 
5. What mechanisms have you put in place to achieve equal representation between men 

and women in your organization? 

 

 
 

6. Does your organization assist in the formulation of gender policies and practices of media 
houses that you work with? If so explain how. 

 

 

L. Gender sensitivity, inclusivity and awareness 

 
7. Does your organization carry out capacity building programs for its staff members to 

ensure that their work is gender sensitive and inclusive?                   

 

 

 
8. Has any gender awareness training for staff members been done in the last 1 year? If yes, 

how many? 
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9. Does the organisation have stated gender equality goals that promote awareness both for 
the organisation as a whole and for its different spheres of activity? 

 

 

 
10. Are these goals clearly communicated with the members of staff? 

 

 

 
11. How is the attainment of these goals to be monitored and evaluated? Have indicators been 

defined for this purpose? 

 

 

 

M. Existence and Implementation of Gender Policies 

 
12. Is there a policy or deliberate practices that promote gender equality?  If such policy or 

practices exist, how effective are they in promoting equality between male and female 
workers? (The rest of the questions in this section may not apply to you if you do not have 
the policies in place) 

 

 

 
13. Do you have a sexual harassment policy? 

 

 

14. For how long have these policies been in existence? 
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15. What consultation processes did you take during the drafting of the policies? 

 

 
 

16. What have been some of the challenges that affect implementation of these policies? 

 

 

 
17. What measures are there to ensure that workers are familiar with the above policies? 

 

 

 
 

18. How empowered are workers when it comes to reporting sexual harassment?  

 

 
 

19. What are the penalties that have been put in place to deal with individuals who violate the 
sexual harassment policy? 

 

 

 
20. How many individuals have violated the sexual harassment policy in the past 1 year? 
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N. Gender Mainstreaming 

 
21.  How and to what extent does your organization promote the following principles of gender 

mainstreaming: 

i. Gender sensitive language at the work place; 

 

 
ii. Gender-specific monitoring and evaluation (data collection and analysis); 

 

 
iii. Equal access to and utilization of work related resources/benefits among male and female 

staff; and 

 

 
iv. Equal involvement and influence of Women and men in decision making at governance 

level? 

 

 

22. How has your organization incorporated gender issues into your project appraisal, 
budgeting, monitoring and evaluation processes? (Describe in detail, with examples) 

 

 
 

 

O. RECOMMENDATIONS 

 
23. What would you recommend be done within your organization to ensure that there is 

capacity strengthening in gender mainstreaming, gender policy formulation and 
implementation and policy reviews? 
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