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Gender equality is key to achieving the objectives of the United Nation’s Decade of Ocean Science for Sustainable
Development. In patriarchal societies, men’s dominance has long overshadowed women’s participation in science-
related fields, including ocean science. The lack of gender-disaggregated data in ocean science has made it
difficult to establish the extent of gender bias across institutions and at all levels. Providing baseline data can
help to address the difficulty of women accessing employment opportunities in managing coastal and marine
resources. This study aims to fill the gap in gender data in ocean science in Kenya by presenting a case study
on gender ratios of ocean science professionals in Kenyan research institutions. Data on the gender composition
of staff were collected from a range of local to international ocean research, conservation and management
organisations situated in Kenya. The results show fewer women were represented in government agencies
than in nongovernmental organisations (NGOs) and intergovernmental organisations (IGOs). There was also an
underrepresentation of women in senior positions, with only two out of nine directors in government agencies
being women. The majority of women occupied junior positions. Further research through in-depth interviews will

be needed to establish the reasons for the disparities in representation and career advancement.

Keywords: baseline study, East Africa, gender-disaggregated data, gender inequality, hierarchies, ocean science institutions, senior positions,

sustainable development

Introduction

The oceans provide essential ecosystem goods and services
to human beings and societies, and their use needs to
be sustainably managed if they are to provide for future
generations (Francis and Bryceson 2001; Barbier 2017,
Kaluza et al. 2018; Virto 2018; Brodie Rudolph et al. 2020).
To a large extent, the responsibility for ocean governance and
management lies with governmental and intergovernmental
organisations and, to a lesser extent, nongovernmental
organisations and coastal communities (Boesch 1999;
Hoel et al. 2005; Cho 2006; Kibiwot 2008; Haas et al.
2022). Gender equality needs to be a policy priority for such
organisations and is considered essential for the sustainable
use of marine resources and effective ocean governance
(Gissi et al. 2018; Michalena et al. 2020; Sun et al. 2021).
Coastal management often fails if there is inadequate
engagement with the stakeholders, especially if those
excluded are predominantly women (Diamond et al. 2003;
Kibiwot 2008; Brugere 2014; Gissi et al. 2018). While
women and men may play differentiated roles in different
workspaces, the contributions of women to research,
policy and governance regarding marine resources are
often unnoticed even though they are the primary users
and influencers of marine ecosystems through pursuit
of their livelihoods across countries in the Global South,
especially in the African context (Frocklin 2014; Michalena
et al. 2020; Giakoumi et al. 2021). For example, women
play an essential role in mangrove regeneration and
fisheries management in many developing countries,

including Kenya' and Cambodia? (FAO 2015; King and
Cordero 2015; Harper et al. 2017; IUCN 2017; UN Women
2018a; OECD 2022).

In fisheries, as fish traders and processors, women
comprise over 90% of those involved in post-harvesting
activities (Harper et al. 2013; Matsue et al. 2014; Shah
and Bukhari 2019; Siles et al. 2019), and there may
be more subtle influences both at the community and
household levels (Gissi et al. 2018). However, women are
underrepresented in fish harvesting and seagoing research
activities (Johannesen et al. 2022), and their contribution
to fisheries and marine management is often overlooked
in statistical summaries and reports (Allison and Mvula
2002; Kleiber et al. 2015; Biswas 2017). Indeed, women
tend to be restricted from engaging actively in science-
related academic programmes, seagoing research
undertakings and decision-making processes, and are
more likely to occupy junior positions in ocean management
(Kitada and Langaker 2016; Zhao et al. 2017; Gissi
et al. 2018; Arulnayagam 2020; Johannesen et al. 2022;
Ojwala et al. 2022). Other studies have also highlighted the
persistent gender bias in marine science and the challenges
inhibiting women'’s participation in ocean management and

'See https://www.nature.org/en-us/about-us/where-we-work/africa/
stories-in-africa/women-kenya-mangrove-forest

2See https://www.oneearth.org/women-are-leading-the-charge-
rewilding-mangroves-in-cambodia
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career progress both in developed and developing countries
(Frocklin 2014; De la Torre-Castro et al. 2017; Giakoumi
et al. 2021; Shellock et al. 2022a, 2022b).

Oceans are increasingly threatened by human activities,
with marine pollution, global warming and overfishing
negatively affecting ocean health around the world. The
United Nations adopted the Sustainable Development
Goals (SDGs) in 2015 as the 2030 Agenda for Sustainable
Development to provide a universal call to action to protect
the planet and improve livelihoods (United Nations 2015,
2022). One of these goals is SDG 14: ‘Life below water’,
which aims to “conserve and sustainably use the oceans,
sea and marine resources” and is concerned about the
health of the ocean. Even though the SDGs advocate for
inclusive involvement of all stakeholders in environmental
action as defined by the slogan ‘Leaving no one behind’,
SDG 14 remains gender blind without any gender-specific
indicators in its targets. Addressing the nexus between
gender and ocean health is therefore key in advancing
towards equitable, fairer and more-sustainable use of
the ocean. To enhance the implementation of SDG 14, a
10-year plan (2021-2030), called the UN Decade of Ocean
Science (hereinafter the Ocean Decade), was adopted
by the Intergovernmental Oceanographic Commission of
UNESCO (IOC-UNESCO) to generate knowledge and
innovative solutions to reverse the decline in ocean health.
Although SDG 14 does not reference gender, the Ocean
Decade is committed to achieving gender equality in ocean
science and provides the opportunity to accelerate efforts
towards ocean sustainability.

SDG 5: ‘Gender equality’ aims to provide equal
opportunities for both women and men to, inter alia,
participate in ocean research and management, and
accelerate progress towards a more equitable and
sustainable ocean for all (Ojwala et al. 2022). Gender
equality, therefore, should be mainstreamed into all
international development programmes. However, a lack of
gender-disaggregated data masks the true extent of gender
inequality in many programmes and institutions. Gender-
disaggregated baseline data are crucial for understanding
the gaps and help to keep track of and enhance progress in
promoting gender equality. Additionally, they can provide a
way forward to acknowledge and recognise the substantial
roles and contributions of women in ocean science and
the benefits that gender equality brings to organisations.
Without the systematic collection of gender-disaggregated
data, there will be no way to assess whether programmes
like the UN Decade of Ocean Science have succeeded in
delivering their promise of gender equality.

Historically, women have been underrepresented in
science-related jobs, including marine management and
fisheries in developing countries, such as Kenya (Agarwal
2001, 2010; Todes et al. 2010; Hicks 2011; Gillanders and
Heupel 2019). In fisheries, for example, women are typically
limited to nearshore activities using small handnets, which
have lower income returns than the activities usually
undertaken by men (WorldFish 2010, 2016; FAO 2015).
This gender bias against women stems from cultural and
superstitious beliefs that women on board research and
fishing vessels represent a bad omen or taboo, which
hinders their participation in offshore activities (Aloo

et al. 2000; Medard et al. 2002; Lwenya et al. 2006; Geheb
et al. 2008; CISP 2018; Nunan and Cepi¢ 2020). There are
also deeply rooted cultural norms and distinct gender roles
across many cultures, including in Kenya, that recognise
women as caregivers rather than as ocean professionals
or managers of natural resources (Matsue et al. 2014;
CISP 2018; Muigua 2018a; Owuor et al. 2019; Murunga
2021). Such cultures and norms are not only unfair but also
stand in the way of innovative and creative ideas, diverse
perspectives and novel solutions that are needed for
successful ocean management (Kleiber et al. 2015; DFO
2020; Sun et al. 2021).

Promoting gender equality by eliminating gender biases
in ocean science institutions is a crucial contribution to
efforts in ocean conservation, protection and governance
systems (Ojwala et al. 2022). Consistent efforts are needed
to address the various challenges that prevent women
from accessing ocean science-related jobs, including
gender bias, stereotypes, harmful gender norms, lack
of role models, lower wages, sexual harassment, and
discrimination in workplaces (Orcutt and Cetini¢ 2014;
Arulnayagam 2020; O’Connell and McKinnon 2021). If
we are to be in a position to evaluate the impact of such
initiatives, it is vital to assess the extent to which women
actively participate in ocean research, management
and governance. For this, there is a need to collect
gender-disaggregated data so that an accurate scale of
underrepresentation and the actual contribution of women
to ocean sustainability can be presented.

In Kenya, resource governance, including that pertaining
to ocean resources, has been devolved to county levels
as enshrined in the 2010 Constitution: “The Constitution
establishes national values, rules and principles that
facilitate the realisation of equality and inclusiveness
in governance which include establishing mechanisms
that ensure fairness in sharing of national resources and
devolution of governance to county levels” (Ruwa 2011,
p 11). National and county governments are distinct but
interdependent and conduct their mutual relations on
the basis of consultation and cooperation (Government
of Kenya 2010). Thus, the purpose of devolution is
to ensure inclusive citizenship in the formulation and
implementation of public policy and to enhance grassroots
participation in decision-making to avoid marginalisation.
This should include promoting the democratic and
accountable exercise of power and fostering national unity
by recognising diversity and protecting and promoting
the interests and rights of minorities and marginalised
communities (Ruwa 2011; Muigua 2018b). The county
government is, therefore, responsible for implementing
policies under its jurisdiction.

According to Odido (1998), there is no single institution
responsible for all aspects of marine affairs or resources
in Kenya. Many institutions have been created to oversee
and deal with specific aspects of ocean-related projects
and programmes to facilitate adaptive management and
achieve sustainable oceans (Odido 1998; Kibiwot 2008).
These institutions operate at county (local), national,
regional and even international levels, and they include
government institutions and other relevant organisations
that address legal, policy and institutional arrangements,



African Journal of Marine Science 2023, 45(2): 105-115

107

such as nongovernmental organisations (NGOs) and
intergovernmental organisations (IGOs) (Ruwa 2011). The
governance systems are mandated to carry out activities
such as education, research, conservation, restoration
and management. The government institutions with a
mandate for ocean resources management include the
Fisheries Department, Coast Development Authority and
Kenya Wildlife Service, whereas research institutions and
universities together with NGOs and IGOs provide synergy
or collaborate in ocean management in Kenya.

As the ocean plays a critical role in the Kenyan economy
and climate, ocean governance has always received much
attention. Collaborative efforts to achieve sustainable
oceans led to the development of UNEP’s Regional
Seas Programme, known as the Nairobi Convention,?
which implements regional action plans at national levels
based on global strategy (Kibiwot 2008). However, the
concerted efforts and strategies to address the growing
problems of overfishing, acidification, marine litter and
plastic pollution, among others, in the oceans have shown
minimal progress. Some of the reasons for this include
the lack of an integrated approach in mapping ocean
resources, ineffective implementation of policies and a lack
of diversity and equality in management. To address these
issues the governance mechanism must be inclusive and
integrated horizontally (across departments, disciplines and
specialised agencies both in public and private sectors) and
vertically (across local, national, regional and international
levels). Therefore, there is an urgent need to address
inequalities in ocean governance, to address exclusion of
women in ocean spaces at both local and national levels,
and to reverse declining ocean health that is causing a
massive loss of marine biodiversity.

To address issues of gender inequality, Kenya has
ratified international legal frameworks on gender equality
including the Convention on the Elimination of All Forms
of Discrimination Against Women (CEDAW) and the
Beijing Declaration and the Platform for Action, which
guided the formulation of national gender policy of the
Ministry of Gender and partly the Kenyan Constitution. The
Consitution and national gender policies have been adopted
by a number of institutions to inform their gender equality
and sexual-harassment policies. The establishment and
implementation of gender-related policies at institutional
levels, however, have faced several changes, including
a lack of human and financial resources (Onsongo 2009;
Ojwala et al. 2022).

This study focused on the non-academic ocean research
and management community in Kenya, which comprises
governmental, nongovernmental and intergovernmental
organisations. Kenya has developed national and institutional
gender policies, including the Kenya National Policy on
Gender and Development (NPGD) 2000, revised in 2019
to incorporate the recommendations outlined by the 2010
Constitution of Kenya, which introduced the ‘Two-thirds
gender principle’ to help accelerate the achievement
of equality in all institutions. This principle is one of the
affirmative actions enshrined in the Constitution in Article

3See https://www.nairobiconvention.org/kenya-country-profile/marine-
and-coastal-resources-governance-kenya-country-profile

27 (8) and it states that “not more than two-thirds (66.67%)
of any elective or appointive position in the government of
Kenya shall be of the same gender”. However, no study has
yet been conducted to investigate the gender representation
of women and men staff as well as their distribution at
different hierarchies (ranks) in ocean science institutions
in Kenya. Thus, the present study investigated the gender
ratios of staff in government agencies, NGOs and IGOs. The
objectives were to determine the ratios of women and men
among staff in ocean science professions in Kenya and to
investigate how gender ratios vary across the different ocean
science institutions and at different career levels. The overall
goal was to create baseline data from which progress can
be measured and to facilitate openness and transparency in
ocean science staffing.

Materials and methods

Case study

The study was conducted in Kenya from June to
October 2021. Kenya was selected because of its active
participation in ocean-related initiatives (Obura 2020)
such as the Ocean Decade, under which it co-hosted the
UN Ocean Conference with the Government of Portugal
in Lisbon in 2022. Kenya’s commitment to sustainable use
and management of the ocean can also be traced back
to 2018 when it hosted the inaugural Sustainable Blue
Economy Conference, considered the African historical
event to fast-track marine environmental protection
(KMFRI 2018; Muigua 2018a; Bennett et al. 2019).
This initiative reflected the importance of the ocean to
the Kenyan economy, particularly in the fisheries and
tourism sectors (CISP 2018). Several institutions in
Kenya work together to ensure that the ocean’s health
is restored and maintained through collaborations and
partnerships. According to Odido (1998), no specialised
agency is mandated to conserve and manage the ocean
in the country, which partly explains why there are many
institutions in the Western Indian Ocean region. Kenya
needs equitable and integrated ocean management to
successfully implement the Ocean Decade, involving all the
institutions and stakeholders, and women and men alike.
Having a successful management regime in the marine
environment depends on identifying and understanding
different stakeholders, expectations and interests (Pomeroy
and Douvere 2008). The ocean science institutions
have demonstrated attempts to reverse degraded ocean
ecosystems because their mandates align with the seven
overarching societal goals of the Ocean Decade (Ryabinin
et al. 2019).

This study was carried out in 19 ocean science
institutions in Kenya, which were identified through criteria
based on each institution’s work to conserve, protect,
study and manage coastal and ocean resources in
Kenya (Figure 1). These institutions included: five county
government agencies, four national government agencies,
seven NGOs and three 1GOs. They were selected using
purposive sampling methods based on their mandates and
contributions towards the Ocean Decade goals and their
roles in ocean management and governance (Barahona-
Fuentes et al. 2020).
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Status of gender equality in the selected ocean science
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Overall, data obtained from ocean science institutions
in Kenya regarding staff representation by gender and
position (rank) demonstrated a clear pattern and persistent
bias in all institutions. In Figure 2, the percentages clearly

CATEGORIES OF INSTITUTIONS

Figure 2: Representation of women and men staff in ocean science
institutions in Kenya, June—October 2021. Numbers of participating
institutions (staff included): government agencies = 9 (904);
NGOs =7 (69); IGOs = 3 (180)



African Journal of Marine Science 2023, 45(2): 105-115

indicate that women’s representation was lower in all
three categories of organisation studied as compared
with their male counterparts. However, the proportions
were inconsistent across the institutions. The government
agencies (31% women) were slightly below the minimum
threshold of 33.33% set by the Kenyan Constitution,
whereas the other two groups exceeded this threshold:
NGOs had 45% women and IGOs 39%.

Representation of women in government agencies

The percentages of women in government agencies
provided the most marked example of the gender gap, with
the lowest or barely compliant representation of women in
most institutions in this category. The institutions surveyed
were anonymised using codes that distinguished county
from national institutions: those from counties start with
‘C’ and national institutions start with ‘N’. There was no
apparent difference in women’s representation between
county and national agencies. The findings showed
that the average representation of women in county
institutions was lower (32%) than that of men (68%).
Similar findings were recorded in national institutions with
an average representation of 30% women and 70% men.
Figure 3 illustrates the variation in representation of women
between individual county and national institutions.

Another measure of gender equality is the representation
of women in the hierarchy of an organisation. In this
study, this was quantified across individual organisations
in county and national government institutions (Figure 4).
The figures indicate that women were more likely than
men to be underrepresented at all the levels of the
hierarchy, with less than 33% in each position in national
government institutions (Figure 4b) compared with the
county government institutions which exhibited better
representation of women above the threshold in two
positions (director and technical staff). Fewer women were
observed in the more senior positions, such as director
and assistant director, which is similar to findings in ocean
science in other countries (Thompson et al. 2011; Huyer
2015) that showed the higher the rank, the lower the
proportion of women, especially in decision-making and
leadership positions. Women are more likely to occupy
junior positions, such as support staff and technical
staff positions. The individual government institutions
were analysed to investigate how well the women staff
were represented. Among the five county government
institutions, women were more concentrated in junior
or technical positions, with two women filling five of the
director positions (Figure 4a). In addition, there was no
government agency that had an institutional gender policy.
Some of the institutions’ gender focal points—the head or
director of gender centres that are mandated to monitor
and report on gender equality aspects in the institutions*5—
mentioned that their gender policies were still in draft format

“See https://www.unwomen.org/en/how-we-work/gender-parity-in-the-
united-nations/focal-points-for-women

5See http://gender-chemicals.org/what-is-a-gender-focal-point: “The
Gender Focal Points role is advocating for increased attention to

and integration of gender equality and women’s empowerment in the
agency’s policy and programming.”
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in Kenya (county agencies: n = 151; national agencies: n = 753).
Institution names are encoded for anonymity

and awaiting senate approval. This finding shows that
to date the adoption and implementation of the national
gender policy has not been widely disseminated, even 10
years after its formulation.

Representation of women in NGOs

NGOs appear to have performed better in staff gender
balance than government agencies and 1GOs. Like
government agencies, the NGOs surveyed were also
anonymised with codes derived from their names. The
findings showed that three out of the seven NGOs studied
had better representation of women staff than governmental
and intergovernmental organisations. These organisations
were COD, OCS and COM, with the highest percentage
of women recorded in COD and the other two having
representation of 50% each. Despite lower numbers than
COD, OCS and COM, all but one (COB) of the remaining
four NGOs had 30% or more women constituting their
workforce. These percentages were above the averages for
most government agencies (Figure 5).

A further assessment of the overall representation of
women staff in NGOs was also done for the hierarchical
rankings. The results showed that the gender gap is smaller
at the junior positions such as technical staff than at the


https://www.unwomen.org/en/how-we-work/gender-parity-in-the-united-nations/focal-points-for-women
https://www.unwomen.org/en/how-we-work/gender-parity-in-the-united-nations/focal-points-for-women
http://gender-chemicals.org/what-is-a-gender-focal-point
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senior ones, like director or manager. While women were
well represented in the category of manager as compared
with men, this was an anomaly, as their numbers were
less in all other positions. The widest gap was at the
director level—the most-senior leadership position in all
the NGOs investigated, where the survey results found
almost five-times fewer female directors than male directors
(Figure 6).

Further analysis of each NGO by gender and position
suggested that more than half of the institutions were
missing women in one or more positions, such as manager
and researcher. For example, one of the conservation
NGOs (anonymised as WFK) had a woman director yet
no women in other positions in the organisation. Notably,
only COD had women distributed in all five professions/
career positions reviewed in this study, and atypically these
women were in greater numbers than men.

Of the seven NGOs assessed, only one NGO (WFK)
had an institutional gender-equality policy. However, this
policy document had largely gender-neutral strategies
that did not address specific barriers that hinder women’s
access to employment opportunities as well as fair
recruitment processes. Studies have revealed that funding
mandates have helped to shape the increase in women’s
representation in NGOs based on the donors’ requirements.

X [0 Men
= E Women
% 80
=4 . 1% 69%
e 64% 67% M
|_
Z 60 57%
lc-;_)J 50% 50% 50%50%
ld:J 43%
40 [~36%

o ° o
W 33% 20% 31%
o
L
w 20
<
l_
(%]

0 I I I I I I

COD OCS WFK COB SEC COM WSF
NONGOVERNMENTAL ORGANISATIONS

Figure 5: Gender representation among ocean science
professionals in nongovernmental organisations in Kenya (n = 69:
38 men, 31 women)

<3 o O Men
EZ" 83% H Women

80+ 75%
8 69%
|<£ 57%
Z 60
L
)] o
IﬁI:J 43%

40
o

31%
L
Y 25%
t 20+ 17%
=
(7p]
! !

|
Director Manager Researcher Technical staff

CAREER POSITIONS

Figure 6: Representation of staff by gender and position in
nongovernmental organisations dealing with ocean science in
Kenya (n = 69: 38 men, 31 women)

Most donors, such as the World Bank,® Government
of Canada’ and Global Environment Facility (GEF) in
Kenya, allow strategic opportunities to be leveraged to
address gender gaps critical to the achievement of global
environmental (ocean) benefits (GEF 2017).

Representation of women in IGOs

An assessment of the representation of women in IGOs in
Kenya yielded mixed results. One of the three IGOs (IWO) had
representation of women of greater than parity, followed by
another (INO) close to parity, and one that recorded the lowest
percentage (IFO), but that was also above the threshold
deemed acceptable by the Kenyan Constitution (Figure 7).
Based on the staff distribution by gender in each of the three

5See https://www.worldbank.org/en/topic/gender/overview

"See https://www.international.gc.ca/gac-amc/campaign-campagne/gen-
der_equality egalite_des_genres/what_we_heard-que_nous_entendu.
aspx?lang=eng
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IGOs, there was a better ratio of women to men as compared
with either the government institutions or the NGOs.

Unlike other organisations, the IGOs had women
represented in all the positions; however, the majority were
recorded in junior positions (Figure 8). Remarkably, two of
the three directors of IGOs in Kenya were women, although
men were in the majority across all the managerial positions
in all three 1GOs.

A deeper analysis on positions by gender in each of
the three 1GOs showed that women were represented in
almost all positions in the organisations studied. Women
were more likely to be employed in technical staff positions
than in management positions. Notably, two of the three
organisations (IWO and IFO) had institutional gender
policies, although the existence of these policies did not
always translate to gender equality, and INO, with no such
policy, had a better gender balance than IFO.

Discussion

The underrepresentation of women in ocean science
indicates the need to continue to raise awareness and
build capacity to understand and address the problem.
However, this is only possible if gender gaps are identified
and quantified. This study addresses the context of ocean
governance in non-academic institutions and provides
baseline gender-disaggregated data, which were previously
unavailable. These data can be used to evaluate gender
inequalities in ocean science disciplines, institutions
and hierarchies in Kenya. Such data are essential when
evaluating or considering whether gender policies and
gender-sensitive approaches in ocean science and
governance are achieving success. The data reveal gender
gaps in ocean science across institutions, ranging from
local to international organisations, despite the existence
of a national gender policy, and in some instances the
existence of institutional policies and other initiatives to
promote gender equality, such as gender centres or gender
focal points within the institutions.

The results reveal consistent patterns, where women in
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Figure 8: Staff representation by gender and position in
intergovernmental organisations dealing with ocean science in Kenya
(n=180: 109 men, 71 women)

the three categories of institution in ocean governance in
Kenya were fewer than men. The average employment
ratio of women to men was 38% to 62%. This is similar to
the global average of women in ocean science reported
by the IOC-UNESCO in the 2020 global gender gap report
(IOC-UNESCO 2020), as well as the findings of previous
studies that highlighted the low representation of women in
science-related fields (e.g. Huyer 2015; Mackenzie 2015;
Wallet 2015; UNESCO 2021). The findings conform with
those of Huyer (2015) who pointed out that women were
underrepresented in natural science professions in South
Africa in 2006, accounting for only 16% of the employees.
Huyer (2015) highlighted that women’s participation is likely
to decrease at every step of the career ladder in scientific
research and decisionmaking positions at the highest
echelons. Ojwala et al. (2022) also found that women
academic staff in ocean science-related programmes
were more likely to occupy non-tenured positions in public
universities in Kenya, at 60%. Shaw and Stanton (2012) also
noted an ongoing gender imbalance in academia through
career transitions from junior to senior positions.

This study indicates varied performance in terms of
staff representation by gender in the three categories of
institution, but women were nevertheless underrepresented
in all of them. NGOs and IGOs performed better—with
close to 50% representation of both genders—than
government institutions, which was well above the threshold
of 33.33% enshrined in the Kenyan Constitution. These
findings may be attributed to the fact that both NGOs and
IGOs are viewed as being more flexible, participatory and
open to change and innovation (Srivastava and Austin
2012). NGOs participate in advocacy programmes, such as
influencing policies and conducting issue-based campaigns;
in developmental programmes, such as increasing the
capacity of the community to address its own basic needs;
and in promoting economic empowerment of women
through providing access to microfinance and improving
the health and education of women in developing countries.
Also, NGOs have been at the forefront of documenting
discrimination against women from the viewpoint of
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women’s rights as human rights, and promoting the need
for a gender-sensitive approach in all sectors (Streeten
1997), especially in science education, as well as exposing
violence against women (Handy et al. 2007). Moreover,
government and donor agencies have increasingly relied
on local NGOs in developing countries owing to their
proximity to grassroots communities and profound insight
into women'’s concerns (Mehra 1997). Since most of these
NGOs have been funded by international development
organisations, such as the GEF and World Bank, with
stricter gender equality requirements than stipulated
by nationally funded ones, the NGOs surveyed were
more likely to adhere to their requirements to qualify for
a research grant or for funds, and this has shaped the
representation of women among the staff in NGOs (GEF
2017). Even though NGOs tend to have some advantages
that attract women, they have been identified as insecure
workplaces because they often depend on short-term
projects and are prone to end because of the lack of fund
availability (ILO 2012, 2016). Hence, jobs are usually
contractual, with some having non-renewable contracts. As
a result, staff lack social protection in the workplace. These
factors can be disadvantageous to all employees and the
majority in this case are women.

Women'’s representation (31%) in government agencies
did not meet the threshold of 33.33%, unlike in NGOs
and IGOs. However, conformity with the threshold set
in the constitution does not necessarily mean adequate
representation of women. The reason for this is that the
majority of women were found to occupy junior positions
or entry-level positions that do not allow them to participate
and engage fully in research and management of the
ocean. The general conclusion from the data is that, across
the board, institutions need to improve the gender balance
both in senior and junior positions, as men overwhelmingly
occupy these positions currently. This type of bias appears
to be part of the tradition in most government agencies in
Kenya and corresponds with similar findings of a study of
ocean science programmes in public universities in Kenya
(Ojwala et al. 2022). Kenya’s public universities recorded
a percentage of 32% women to 68% men as academic
staff in the departments offering ocean science courses.
In combination, these findings provide clear evidence of
the difference in performance of the government-affiliated
organisations compared with the private ones. Moreover,
previous studies have noted that institutions associated
with government tend to have many challenges that
exclude women from the ocean science fields, including
lack of institutional gender policies, inadequate support and
training opportunities, and gender stereotypes. These result
in fewer women leaders, as well as a lack of mentorship
programmes (Onsongo 2006).

Another key finding of the present study was that,
in addition to inequality in staff composition by gender
in various institutions, gender biases were also found
in the hierarchies of each of these institutions. The
study established that women were generally fewer in
most management or senior positions, except in some
IGOs. Gender-biased occupational segregation can
possibly be ascribed either to demanding institutional
promotion guidelines, including extensive educational

qualifications, publications, the number of postgraduate
students supervised and research funds attracted to the
university, or to the lower numbers of female students
taking up university ocean science courses (Ojwala et al.
2022). All these prerequisites of higher level management
positions are more likely to favour men than their women
counterparts, who are more likely assumed to have
additional responsibilities such as caring roles, resulting in
work-family conflicts (Buckingham 2020; UN Women and
ILO 2021). Therefore, it is recommended that the ocean
science institutions carry out regular gender analyses to
keep track of representation and avoid unconscious biases
that may arise when women are excluded from decision-
making positions and ocean management plans.

With regard to ocean governance, even if women are
represented in equal proportions, if their representation is
not felt and their voice not heard,? this does not constitute
equality (Agarwal 2010; UN Women 2014; Djerf-Pierre and
Edstrom 2020). These inequalities limit the participation,
decisionmaking and voice of women in ocean management
and governance negotiations, projects and policies (GEF
2017; UN Women 2018b). According to the European
Institute for Gender Equality (EIGE 2016, p 16), “gender
equality is not only about complying with legal requirements
or individual cases, but also sheds light on working
conditions and career path.” It matters for all categories of
staff beyond traditional distinctions between permanent and
non-permanent staff. Within this context, these findings call
for in-depth qualitative research to determine the reasons
why there has been slow, no, or very little progress in
achieving gender equality in these institutions.

Conclusions

This study has established baseline gender-disaggregated
data in major institutions responsible for ocean science
and management in Kenya. The study presents the current
status of gender (in)equality in ocean science in Kenya
and identifies patterns of bias at different levels across
institutions. There is clearly much work to do if gender
equality is to be achieved in ocean science in Kenya. A
key finding is that gender equality cannot be achieved
by including women only in junior positions to check
the gender box according to the Kenyan Constitution.
Women need to be equally represented at all levels in an
organisation’s structure.

Acknowledgements — The author is grateful to the Nippon
Foundation for their funding of the World Maritime University
(WMU)-Sasakawa Global Ocean Institute and the Department of
Fisheries and Oceans (DFQO) Canada for their generous funding of
the ‘Empowering Women for the United Nations Decade of Ocean
Science for Sustainable Development Programme.” My sincere
gratitude goes to my supervisors Prof Momoko Kitada, Prof Francis
Neat and Prof Susan Buckingham, for their support and insightful
comments that helped improve this manuscript, and to Prof
Ronan Long and Nancy Gitonga for help in building networks and
establishing contacts with the targeted institutions, as well as for

8See https://www.unwomen.org/sites/default/files/Headquarters/Attach-
ments/Sections/Library/Publications/2018/SDG-report-Chapter-3-Why-
gender-equality-matters-across-all-SDGs-2018-en.pdf



African Journal of Marine Science 2023, 45(2): 105-115

113

guidance during the fieldwork. | appreciate all the institutions that
participated in this study, for their time and cooperation, particularly
the human resource personnel for providing requested information
and data. | thank Dr Sarah Mahadeo for helping with the map. | am
grateful to the anonymous reviewers for their insightful comments
that greatly improved the manuscript.

ORCID

Renis Ojwala: https://orcid.org/0000-0002-8151-7030

References

Agarwal B. 2001. Participatory exclusions, community forestry and
gender: an analysis for South Asia and a conceptual framework.
World Development 29: 1623—-1648.

Agarwal B. 2010. Does women’s proportional strength affect their
participation? Governing local forests in South Asia. World
Development 38: 98—112.

Allison EH, Mvula PM. 2002. Fishing livelihoods and fisheries
management in Malawi. LADDER Working Paper No. 22
(September 2002). Norwich, UK: Overseas Development Group,
University of East Anglia.

Aloo P, Nyandat B, Kibwage J, Murakwa D, Lwenya C, Owili M,
Macharia P. 2000. The role of women in fisheries management
in Kenya: financing of women activities in the fisheries sector.
Paper presented during the workshop on ‘The role of women in
fisheries management’, Kisumu, Kenya, 13—15 November 2000.

Arulnayagam A. 2020. Addressing the voice of women in marine
and maritime industry. Scientific Research Journal 8: 52-55.

Barahona-Fuentes C, Castells-Sanabra M, Ordas S, Torralbo J. 2020.
Female figures in maritime education and training institutions
between 2009 and 2018: analyzing possible impacts of gender
policies. WMU Journal of Maritime Affairs 19: 143-158.

Barbier EB. 2017. Marine ecosystem services. Current Biology 27:
R507-R510.

Bennett NJ, Cisneros-Montemayor AM, Blythe J, Silver JJ, Singh G,
Andrews et al. 2019. Towards a sustainable and equitable blue
economy. Nature Sustainability 2: 991-993.

Biswas N. 2017. Towards gender-equitable small-scale fisheries
governance and development: a handbook in support of
the implementation of the Voluntary Guidelines for Securing
Sustainable Small-scale Fisheries in the Context of Food
Security and Poverty Eradication. Rome: Food and Agriculture
Organization of the United Nations.

Boesch DF. 1999. The role of science in ocean governance.
Ecological Economics 31: 189-198.

Brodie Rudolph T, Ruckelshaus M, Swilling M, Allison EH, Osterblom
H, Gelcich S, Mbatha P. 2020. A transition to sustainable ocean
governance. Nature Communications 11: article 3600.

Brugere C. 2014. Mainstreaming gender in transboundary natural
resources projects — the experience of the Bay of Bengal
Large Marine Ecosystem (BOBLME) project. Environmental
Development 11: 84-97.

Buckingham S. 2020. Gender and environment. London: Routledge.

Cho DO. 2006. Evaluation of the ocean governance system in
Korea. Marine Policy 30: 570-579.

CISP (Comitato Internazionale per lo Sviluppo dei Popoli). 2018.
Women of the Blue Economy. Gender equity and participation in
the management of water resources: lessons from the coast of
Kenya and Somalia. Rome: Comitato Internazionale per lo Sviluppo
dei Popoli/International Committee for the Development of Peoples.

De la Torre-Castro M, Frocklin S, Bérjesson S, Okupnik J,
Jiddawi NS. 2017. Gender analysis for better coastal
management: increasing our understanding of social-ecological
seascapes. Marine Policy 83: 62—74.

DFO (Department of Fisheries and Oceans Canada). 2020.
Gender equity in ocean science: amplifying voices, increasing
impact. Ottawa, Ontario, Canada: Department of Fisheries
and Oceans Canada. Available at https://bluecharter.
thecommonwealth.org/wpcontent/uploads/2020/12/
GenderEquityOceanSci_2020_10_24_CAB_DFO.pdf [accessed
10 November 2022].

Diamond NK, Squillante L, Hale LZ. 2003. Cross currents:
navigating gender and population linkages for integrated coastal
management. Marine Policy 27: 325-331.

Djerf-Pierre M, Edstrom M. 2020. Comparing gender and media
equality across the globe: a cross-national study of the qualities,
causes, and consequences of gender equality in and through
the news media. Gothenburg, Sweden: Nordicom, University of
Gothenburg.

EIGE (European Institute for Gender Equality). 2016. Gender
equality in academia and research: GEAR tool. Luxembourg:
Publications Office of the European Union. Available at https://
eige.europa.eu/sites/default/files/documents/mh0716096enn_1.
pdf [accessed 14 April 2023].

FAO (Food and Agriculture Organization of the United Nations).
2015. A review of women’s access to fish in small-scale
fisheries. FAO Fisheries and Aquaculture Circular (C1098), I.
Rome: Food and Agriculture Organization of the United Nations.

Francis J, Bryceson I. 2001. Tanzanian coastal and marine
resources: some examples illustrating questions of sustainable
use. Available at https://www.cbd.int/doc/case-studies/suse/
cs-suse-iucn-marine.pdf [accessed 30 March 2023].

Frocklin S. 2014. Women in the seascape: gender, livelihoods and
management of coastal and marine resources in Zanzibar, East
Africa. PhD thesis, Stockholm University, Sweden.

GEF (Global Environment Facility). 2017. A new Policy on Gender
Equality for the GEF. Washington DC: Global Environment
Facility. Available at https://www.thegef.org/newsroom/news/
new-policy-gender-equality-gef [accessed 12 April 2023.

Geheb K, Kalloch S, Medard M, Nyapendi AT, Lwenya C,
Kyangwa M. 2008. Nile perch and the hungry of Lake Victoria:
gender, status, and food in an East African fishery. Food Policy
33: 85-98.

Giakoumi S, Pita C, Coll M, Fraschetti S, Gissi E, Katara | et al.
2021. Persistent gender bias in marine science and conservation
calls for action to achieve equity. Biological Conservation 257:
109-134.

Gillanders BM, Heupel MR. 2019. Women in marine science.
Marine and Freshwater Research 70: iiii.

Gissi E, Portman ME, Hornidge AK. 2018. Un-gendering the ocean:
why women matter in ocean governance for sustainability.
Marine Policy 94: 215-219.

Government of Kenya. 2010. The Constitution of Kenya. Published
by the Attorney General in accordance with Section 34 of the
Constitution of Kenya Review Act (No. 9 of 2008). Promulgated
on 27th August 2010. Nairobi, Kenya: Government of Kenya.

Haas B, Mackay M, Novaglio C, Fullbrook L, Murunga M, Sbrocchi
C et al. 2022. The future of ocean governance. Reviews in Fish
Biology and Fisheries 32: 253-270.

Handy F, Ranade B, Kassam M. 2007. To profit or not to profit:
women entrepreneurs in India. Nonprofit Management and
Leadership 17: 383—401.

Harper S, Zeller D, Hauzer M, Pauly D, Sumaila UR. 2013. Women
and fisheries: contribution to food security and local economies.
Marine Policy 39: 56—63.

Harper S, Grubb C, Stiles M, Sumaila UR. 2017. Contributions
by women to fisheries economies: insights from five maritime
countries. Coastal Management 45: 91-106.

Hicks J. 2011. Strengthening women participation in local
governance: lessons and strategies. Community Development
Journal: An International Forum 46: 136—150.


https://bluecharter.thecommonwealth.org/wpcontent/uploads/2020/12/GenderEquityOceanSci_2020_10_24_CAB_DFO.pdf
https://bluecharter.thecommonwealth.org/wpcontent/uploads/2020/12/GenderEquityOceanSci_2020_10_24_CAB_DFO.pdf
https://bluecharter.thecommonwealth.org/wpcontent/uploads/2020/12/GenderEquityOceanSci_2020_10_24_CAB_DFO.pdf
https://eige.europa.eu/sites/default/files/documents/mh0716096enn_1.pdf
https://eige.europa.eu/sites/default/files/documents/mh0716096enn_1.pdf
https://eige.europa.eu/sites/default/files/documents/mh0716096enn_1.pdf
https://www.cbd.int/doc/case-studies/suse/cs-suse-iucn-marine.pdf
https://www.cbd.int/doc/case-studies/suse/cs-suse-iucn-marine.pdf
https://www.thegef.org/newsroom/news/new-policy-gender-equality-gef
https://www.thegef.org/newsroom/news/new-policy-gender-equality-gef

114

Ojwala

Hoel HA, Sydnes AK, Ebbin SA. 2005. Ocean governance and
institutional change. In: Ebbin SA, Hoel AH, Sydnes AK (eds),
A sea-change: the exclusive economic zone and governance
institutions for living marine resources. Dordrecht, The
Netherlands: Springer. pp 3-16.

Huyer S. 2015. Is the gender gap narrowing in science and
engineering? In: Towards 2030. UNESCO science report. Paris:
United Nations Educational, Scientific and Cultural Organization.
pp 85-103.

ILO (International Labour Organization). 2012. Gender equality and
decent work: selected ILO conventions and recommendations that
promote gender equality as of 2012. Geneva, Switzerland: ILO.

ILO (International Labour Organization). 2016. Labour standards and
equality between men and women. Geneva, Switzerland: ILO.

IOC-UNESCO (Intergovernmental Oceanographic Commission
of UNESCO). 2020. Global ocean science report 2020 —
charting capacity for ocean sustainability. Paris: UNESCO
Publishing. Available at https://unesdoc.unesco.org/ark:/48223/
pf0000375148 [accessed 6 November 2022].

IUCN (International Union for Conservation of Nature). 2017.
Gender equity is key to mangrove restoration. Gland,
Switzerland: IUCN. Available at https://www.iucn.org/news/
forests/201707/gender-equity-key-mangrove-restoration
[accessed 6 November 2022].

Johannesen E, Ojwala RA, Rodriguez MC, Neat F, Kitada M,
Buckingham S et al. 2022. The sea-change needed for gender
equality in ocean-going research. Marine Technology Society
Journal 56: 18-24.

Kaluza A, Lindow K, Stark R. 2018. Investigating challenges
of a sustainable use of marine mineral resources. Procedia
Manufacturing 21: 321-328.

Kibiwot R. 2008. Towards the formulation of Kenya’s integrated
ocean management policy including institutional framework.
United Nations—The Nippon Foundation Fellowship Programme
(2007/2008). Division for Ocean Affairs and the Law of the Sea
(DOALOS). New York: Office of Legal Affairs, United Nations.

King J, Cordero O. 2015. Socioeconomic assessment of the EPIC
mangrove restoration project in Thailand. School of Public Policy
Capstones. Center for Public Policy and Administration, vol. 40.
Amherst, Massachusetts: University of Massachusetts.

Kitada M, Langaker L. 2016. Women seafarers as minority
organizational members. Paper presented at International
Association of Maritime Universities (IAMU) Conference,
Haiphong, Vietnam, 26-29 October.

Kleiber D, Harris LM, Vincent AC. 2015. Gender and small-scale
fisheries: a case for counting women and beyond. Fish and
Fisheries 16: 547-562.

KMFRI (Kenya Marine and Fisheries Research Institute). 2018. Blue
growth: transitioning to sustainable blue economy in Kenya through
research and innovations. Report. Mombasa, Kenya: KMFRI.

Lwenya CA, Lwenya KR, Abila RO, Omwega R. 2006. Gender
participation in fisheries management of Lake Victoria, Kenya.
Mombasa, Kenya: Kenya Marine and Fisheries Research
Institute. Available at http://oceans.org/bitstream/1834/3570/1/
WLCK-266-272 [accessed 10 November 2022].

Mackenzie B. 2015. The ‘“leaky pipeline”: examining and
addressing the loss of women at consecutive career stages in
marine engineering, science and technology. In: Kitada M,
Williams E, Froholdt L. (eds), Maritime women: global leadership.
Berlin: Springer. pp 69-81.

Matsue N, Daw T, Garrett L. 2014. Women fish traders on the
Kenyan coast: livelihoods, bargaining power, and participation in
management. Coastal Management 42: 531-554.

Medard M, Sobo F, Ngatunga T, Chirwa S. 2002. Women and
gender participation in the fisheries sector in Lake Victoria. In:
Williams MJ (ed.), Global symposium on gender and fisheries.
7th Asian Fisheries Forum, 1-2 December 2004, Penang,

Malaysia. Penang, Malaysia: The Worldfish Center. pp 155-168.

Mehra R. 1997. Women, empowerment, and economic
development. The Annals of the American Academy of Political
and Social Science 554: 136-149.

Michalena E, Straza TR, Singh P, Morris CW, Hills JM. 2020.
Promoting sustainable and inclusive oceans management in
Pacific islands through women and science. Marine Pollution
Bulletin 150: article 110711.

Muigua K. 2018a. Harnessing the blue economy: challenges and
opportunities for Kenya. Journal of Conflict Management and
Sustainable Development 4: 1-6.

Muigua K. 2018b. Devolution and natural resource management in
Kenya. Available at http://kmco.co.ke/wp-content/uploads/2018/09/
Devolution-and-Natural-Resource-Management-in-Kenya-Kariuki-
Muigua-September-2018-1.pdf [accessed 22 April 2023].

Murunga M. 2021. Towards a better understanding of gendered
power in small-scale fisheries of the western Indian Ocean.
Global Environmental Change 67: article 102242.

Nunan F, Cepi¢ D. 2020. Women and fisheries co-management:
limits to participation on Lake Victoria. Fisheries Research 224:
article 105454.

O’Connell C, McKinnon M. 2021. Perceptions of barriers to career
progression for academic women in stem. Societies (Basel,
Switzerland) 11: 1-20.

Obura DO. 2020. Getting to 2030 — scaling effort to ambition
through a narrative model of the SDGs. Marine Policy 117: article
103973.

Odido M. 1998. Marine science country profiles: Kenya.
Zanzibar, Tanzania: Intergovernmental Oceanographic
Commission and Western Indian Ocean Marine Science
Association. Available at https://aquadocs.org/bitstream/
handle/1834/985/MSCP_Kenya.pdf?sequence=1&isAllowed=y
[accessed 10 December 2022].

OECD (Organization for Economic Co-operation and Development).
2022. OECD-FAO agricultural outlook 2022—-2031. Paris: OECD.
Ojwala RA, Momoko K, Neat F, Buckingham S. 2022. Effectiveness
of gender policies in achieving gender equality in ocean science
programmes in public universities in Kenya. Marine Policy 144:

article 105237.

Onsongo J. 2006. Gender inequalities in universities in Kenya.
In: Smith E, Creighton C, Yieke, F, Okely J, Mareri L, Wafula C
(eds), Gender inequalities in Kenya. Paris: UNESCO. pp 31-48.

Onsongo J. 2009. Affirmative action, gender equity and university
admissions — Kenya, Uganda and Tanzania. London Review of
Education 7: 71-81.

Orcutt BN, Cetini¢ . 2014. Women in oceanography: continuing
challenges. Oceanography (Washington, D.C.) 27(Suppl.): 5-13.

Owuor MA, Icely J, Newton A. 2019. Community perceptions of
the status and threats facing mangroves of Mida Creek, Kenya:
implications for community-based management. Ocean and
Coastal Management 175: 172—179.

Pomeroy R, Douvere F. 2008. The engagement of stakeholders in
the marine spatial planning process. Marine Policy 32: 816—822.
Ruwa RK. 2011. Policy and governance assessment of coastal
and marine resource sectors in Kenya in the framework of
large marine ecosystems. Report to the ASCLME Policy and
Governance Coordinator, ASCLME Project, Grahamstown,
South Africa. Mombasa, Kenya: Kenya Marine and Fisheries
Research Institute. Available at https://iwlearn.net/resolveuid/
abb55051252c00df754ee3654ffec1eb [accessed 12 December

2022].

Ryabinin V, Barbiere J, Haugan P, Kullenberg G, Smith N, McLean C
et al. 2019. The UN decade of ocean science for sustainable
development. Frontiers in Marine Science 6: article 470.

Shah RH, Bukhari R. 2019. Strengthening the role of women in
fisheries and aquaculture. Journal of Entomology and Zoology
Studies 7: 648-654.


https://unesdoc.unesco.org/ark:/48223/pf0000375148
https://unesdoc.unesco.org/ark:/48223/pf0000375148
https://www.iucn.org/news/forests/201707/gender-equity-key-mangrove-restoration
https://www.iucn.org/news/forests/201707/gender-equity-key-mangrove-restoration
http://kmco.co.ke/wp-content/uploads/2018/09/Devolution-and-Natural-Resource-Management-in-Kenya-Kariuki-Muigua-September-2018-1.pdf
http://kmco.co.ke/wp-content/uploads/2018/09/Devolution-and-Natural-Resource-Management-in-Kenya-Kariuki-Muigua-September-2018-1.pdf
http://kmco.co.ke/wp-content/uploads/2018/09/Devolution-and-Natural-Resource-Management-in-Kenya-Kariuki-Muigua-September-2018-1.pdf
https://aquadocs.org/bitstream/handle/1834/985/MSCP_Kenya.pdf?sequence=1&isAllowed=y
https://aquadocs.org/bitstream/handle/1834/985/MSCP_Kenya.pdf?sequence=1&isAllowed=y
https://iwlearn.net/resolveuid/abb55051252c00df754ee3654ffec1eb
https://iwlearn.net/resolveuid/abb55051252c00df754ee3654ffec1eb

African Journal of Marine Science 2023, 45(2): 105-115

115

Shaw AK, Stanton DE. 2012. Leaks in the pipeline: separating
demographic inertia from ongoing gender differences in
academia. Proceedings of the Royal Society of London. Series B,
Biological Sciences 279: 3736-3741.

Shellock RJ, Cvitanovic C, Badullovich N, Catto D, DelBene JA,
Duggan J et al. 2022a. Crossing disciplinary boundaries:
motivations, challenges, and enablers for early career marine
researchers moving from natural to social sciences. ICES
Journal of Marine Science 80: 40-55.

Shellock RJ, Cvitanovic C, Mackay M, McKinnon MC, Blythe J,
Kelly R et al. 2022b. Breaking down barriers: the identification
of actions to promote gender equality in interdisciplinary marine
research institutions. One Earth 5: 1-22.

Siles J, Prebble M, Wen J, Hart C, Schuttenberg H. 2019.
Advancing gender in the environment: gender in fisheries — a sea
of opportunities. Washington DC: IUCN and USAID.

Srivastava L, Austin MJ. 2012. Women and non-governmental
organizations in developing countries. Social Development
Issues 34: 77-91.

Streeten P. 1997. Nongovernmental organizations and development.
The Annals of the American Academy of Political and Social
Science 554: 193-210.

Sun Z, Long R, Rodriguez-Chaves M, Kitada M, Neat F, Schofield C
et al. 2021. Empowering women for the United Nations Decade
of Ocean Science for Sustainable Development. Report no. 68.
Malmd, Sweden: World Maritime University. Available at https:/
commons.wmu.se/lib_reports/68 [accessed 20 November 2022].

Thompson L, Perez RC, Shevenell AE. 2011. Closed ranks in
oceanography. Nature Geoscience 4: 211-212.

Todes A, Sithole P, Williamson A. 2010. Including women? (Dis)
junctures between voice, policy and implementation in integrated
development planning. Urban Forum 21: 69-84.

UN Women. 2014. World survey on the role of women in
development 2014: gender equality and sustainable development.
A report signed by the Secretary General and Executive Director,
UN Women. New York: United Nations.

UN Women. 2018a. Turning promises into action: gender equality
in the 2030 agenda for sustainable development. United
Nations Entity for Gender Equality and the Empowerment
of Women. New York: United Nations. Available at https:/
www.onumulheres.org.br/wp-content/uploads/2018/02/

SDG-report-Gender-equality-in-the-2030-Agenda-for-Sustainable-
Development-2018-en.pdf [accessed 12 December 2022].

UN Women. 2018b. Fund for gender equality: independent
global programme evaluation of the fund for gender equality,
2009-2017. Final evaluation report. United Nations Entity
for Gender Equality and the Empowerment of Women. New
York: United Nations. Available at https://www.unwomen.org/
sites/default/files/Headquarters/Attachments/Sections/Library/
Publications/2018/F GE-evaluation-2009-2017-en.pdf [accessed
5 December 2022].

UN Women and ILO (International Labour Organization of the
United Nations). 2021. Empowering women at work: government
laws and policies for gender equality. Turin, Italy: International
Training Centre of the ILO. Available at https://www.ilo.org/
wemsp5/groups/public/---ed_emp/---emp_ent/---multi/documents/
publication/wcms_773233.pdf [accessed 15 April 2023].

United Nations. 2015. Transforming our world: the 2030 agenda
for sustainable development. Resolution adopted by the General
Assembly, 25 September 2015. A/RED/70/1. New York: United
Nations.

United Nations. 2022. ‘United Nations observance of International
Women’s Day 2022.” New York: UN Women Headquarters.

Virto LR. 2018. A preliminary assessment of the indicators for
Sustainable Development Goal (SDG) 14 “Conserve and
sustainably use the oceans, seas and marine resources for
sustainable development”. Marine Policy 98: 47-57.

Wallet P. 2015. The UNESCO Institute for Statistics (UIS) strategy
on teacher statistics: developing effective measures of quantity
and quality in education. In: Promoting and sustaining a quality
teacher workforce. International Perspectives on Education and
Society, vol. 27. Bingley, UK: Emerald Group Publishing Limited.
pp 39-85.

WorldFish Center. 2010. Gender and fisheries: do women support,
complement or subsidize men’s small-scale fishing activities?
Issues Brief 2108(8). Penang, Malaysia: The Worldfish Center.

WorldFish Center. 2016. Annual Report 2016. Penang, Malaysia:
The Worldfish Center. Available at https://worldfishcenter.org/
publication/annual-report-2016 [accessed 25 April 2023].

Zhao M, Zhao L, Zhang P, Wu J, Pike K, Broadhurst E. 2017.
Chinese women seafarers: a case study of the women cadets in
Shanghai. Marine Policy 83: 40-47.

Manuscript received December 2022 / revised April 2023 / accepted April 2023


https://commons.wmu.se/lib_reports/68
https://commons.wmu.se/lib_reports/68
https://www.onumulheres.org.br/wp-content/uploads/2018/02/SDG-report-Gender-equality-in-the-2030-Agenda-for-Sustainable-Development-2018-en.pdf
https://www.onumulheres.org.br/wp-content/uploads/2018/02/SDG-report-Gender-equality-in-the-2030-Agenda-for-Sustainable-Development-2018-en.pdf
https://www.onumulheres.org.br/wp-content/uploads/2018/02/SDG-report-Gender-equality-in-the-2030-Agenda-for-Sustainable-Development-2018-en.pdf
https://www.onumulheres.org.br/wp-content/uploads/2018/02/SDG-report-Gender-equality-in-the-2030-Agenda-for-Sustainable-Development-2018-en.pdf
https://www.unwomen.org/sites/default/files/Headquarters/Attachments/Sections/Library/Publications/2018/FGE-evaluation-2009-2017-en.pdf
https://www.unwomen.org/sites/default/files/Headquarters/Attachments/Sections/Library/Publications/2018/FGE-evaluation-2009-2017-en.pdf
https://www.unwomen.org/sites/default/files/Headquarters/Attachments/Sections/Library/Publications/2018/FGE-evaluation-2009-2017-en.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_emp/---emp_ent/---multi/documents/publication/wcms_773233.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_emp/---emp_ent/---multi/documents/publication/wcms_773233.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_emp/---emp_ent/---multi/documents/publication/wcms_773233.pdf
https://www.unwomen.org/en/news-and-events/events/2022/02/international-womens-day-2022
https://www.unwomen.org/en/news-and-events/events/2022/02/international-womens-day-2022
https://worldfishcenter.org/publication/annual-report-2016
https://worldfishcenter.org/publication/annual-report-2016

