
Gender Issues in higher education: The Case of the Dar es Salaam University College of Education 

INTRODUCTION 

Dar es salaam University College of Education as an institutions of higher learning, aspires to provide equal opportunities to both the 

staff in terms of recruitment, promotion knowledge and skill advancement, leadership and to students in terms of enrollment and 

assessment procedures. As a part of implementation of gender policy directives, The DUCE has demonstrated the will to promote 

gender equality and equity by first establishing gender policy in 2016. This gender policy is an outcome of commitment put by the 

government of Tanzania in various plans such as the National Development Vision (2025) and the constitution of the United Republic 

of Tanzania. Moreover, Tanzania government is committed to the principles of involving all its citizens in participating effectively in 

the development of the country; has signed all the international conventions aimed at eliminating discrimination against women 

(CEDAW). Tanzania government in response to the international conventions, established various policies and strategic plans aimed 

at eliminating discrimination against women in all sectors and related institutions (OUT, 2012) 

 The Dar es salaam University College of education is duty bound both morally and legally to adhere to the equity policies and non-

discriminatory practices in all walks of life including employment, leadership, decision making, property ownership, politics and 

women empowerment. 

DUCE vision from gender perspective aspires to be an institution that calls for elimination of barriers and discriminations preventing 

such goals. The policy also states the desire to facilitate gender mainstreaming in all programs and plans. (DUCE, 2016). This view is 

supported by research findings done at DUCE that there is positive attitudes on integration of sex education in higher learning 

institutions among students.  (Bilinga, 2017). Similarly Guidorzi (2017) has observed the need by academic staff to be include various 

stakeholders in the formulation of curricula for it to be more gender sensitive. 

SITUATION AT DUCE 

After a critical review of literature it has been noted that DUCE is highly committed to gender equality and mainstreaming, as 

evidenced in its policies and gender conferences conducted. However some of the policies are silent on gender issues.  Refer the table 

below showing the policies reviewed and how gender sensitive they are. Nevertheless, newsletters and journal articles were also 

reviewed. 
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 2013 DUCE 

research policy 

and 

operational 

procedures 

    The policy is silent on 

gender issues 



 2017 DUCE library 

policy and 

operational 

procedures 

    Page 13,vii 

Sexual harassment or 

any other form of abuse 

to library users or staff 

is prohibited 

 2015 Scheme of 

service for 

DUCE  
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 2014 Harmonised 

scheme of 
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 2014 Staff     Page 2, objective 1.1.3 



development 

policy 

Enable effective 

implementation of 

gender equality and 

equity in all matters 
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  DUCE ICT 
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    Policy statement  
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a) The College shall 

promote and support 

the development of 

qualified personnel 

regardless of gender, 

physical disability, 
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efficient policy-
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regulation and 

management of 
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plan  

    Value: Equity and 

social justice by 

ensuring equal 

opportunity and non-

discrimination on the 

basis of personal, 

ethnic, religious, 

gender or other social 

characteristics; 

The College is 

challenged to 

contribute towards 

alleviating gender-

based inequalities and 

promoting greater 

awareness of gender 

aspects locally, 

nationally, and 

internationally. 
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plan 
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has dress room 

Has PMCTC in the 
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page 82 

 Niamh O 

Rourke 

TCD/UCD 

(2017) 

Baseline 

Research on 

Gender 

Perception of 

DUCE Staff 

and Students  

Researcher 

    Data has revealed that 

both staff and students 

are eager to engage 

with gender 

mainstreaming. 

However, it is clear that 

in order for 

mainstreaming to be 

fully effective it will be 

necessary to critically 

engage with the 

existing cultural norms, 

both within the 

university and within 

the wider community 

       Pg 10,16 shall continue 

to mainstream gender 
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administrative 
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ve –
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e and 
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 Equity theory 1970s 
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Journal 

article 

TGNP 2007 Gender profile 

of Tanzana: 

Enhancing 

gender equity  
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and equality is not yet 

realized because of 

strong traditional 

customs and practices 

that are embedded in 

patriarchal ideologies 
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