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1.1   About Inclusion Ghana
Inclusion Ghana (IG), a member of Inclusion International, Down Syndrome International, Inclusion
Africa and Autism Society of West Africa, is the peak network body working to reduce stigmatization
and ensuring full inclusion of all persons with intellectual disability and their families by advocating
for their rights and needs. Registered in November 2009 and officially operating since October
2010, Inclusion Ghana exists to provide equal opportunities and inclusion for all persons with intellectual
disability in Ghana. 

IG currently has over 200 parent self-help groups and self-advocate groups who constitute the district
and sub-district branches of the organization. IG is also a member of the Ghana Federation of Disability
Organizations (GFD), the national voice for all persons with disabilities. GFD allows only for national
representation of different categories of disabilities and therefore has 8 members for which IG represents
the category for intellectual disabilities. 

Intellectual disability is usually characterised by significant limitations in both intellectual functioning
[generally recognised as an intelligent quotient (IQ) below 70] and in adaptive behaviour, which
covers many everyday social and practical skills. This disability originates before the age of 18.
Persons with intellectual disabilities have limitations in 2 or more of the following adaptive skills:
skills in language; reading; writing; mathematics; reasoning; memory; empathy; social judgment;
the ability to make and retain friendship and similar capacities; self-management like personal care
and organising work tasks. Examples of persons who are at risk of having intellectual disabilities
include persons with down syndrome, autism, cerebral palsy, fetal alcohol syndrome etc.

1.2   Background to the Gender Strategy
Since its inception, IG has grown significantly with an overwhelming interest in its work. IG
presently work through its regional, district and sub-district structures set up with membership
drawn from Parent Self-Help Groups (PSHGs), Self-Advocate Groups and registered NGOs with
focus on intellectual disability[refered to as member organisations (MOs)]. These PSHGs are made
up of parents and/or caregiver. The PSHG model has been adopted by IG because most PWIDs are
unable to express themselves and communicate easily, therefore it is their parents/caregivers that
speak on their behalf.

Available data on PSHG membership indicates that fathers constitute about 28% of PSHG membership
but occupies most of the leadership positions in the PSHGs.  Mentend to quickly take up leadership
roles (chair, treasurer, secretary) in the PSHGs to the detriment of women who form majority of
PSHG membership. Two pieces of research on child protection related issues in Ghana undertaken
in 2010 and 20131 showed a wider national problem with fathers abandoning their children during
times of stress. There is also a large body of evidence on the general abuse of women’s rights.
Without specific data however, one can only speculate about the rate among families with PWIDs being
disproportionately high. PSHG members largely attribute the gender make-up of their group (more
women than men) to gender based division of labour within their family. 
This strategy outlines the plans for integrating gender concerns into Inclusion Ghana’s work.

1UNICEF/GOG 2010 and 2013
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1.3  Purpose of this Strategy
•  To ensure that IG mainstreams gender concerns into all its activities and contribute to

gender equality thus, identifying key barriers to women and men’s participation in
governance and PSHGs activities. IG considers that it is important to pay attention to
gender issues during project design, monitoring, implementation and evaluation,  as 
a cross-cutting priority.

• The need for this gender strategy arises from the fact that gender plays a key role in
determining economic growth and poverty reduction. The importance of gender equality 
is also reflected in many international and national agreements that IG and its partners are 
committed to. Although there have been efforts by international and national bodies to 
promote gender equality, male dominance and the general preference for male leadership 
affect women’s participation and access to opportunities. This gender strategy is
therefore a guide to mainstreaming gender into the governance structure of IG and to
ensure that all activities and programmes at all levels are responsive. 

• The overall goal of this gender strategy is to reduce gender inequalities by identifying 
appropriate actions to increase male and female participation for inclusive development.  
This implies ensuring that both women and men participate in governance and PSHG
activities as well as caring for PWIDs and that both are able to benefit from the opportunities 
that IG brings. Promoting gender equality will also equip staff, members and build the capacity 
of women and men to ensure gender equality and respect for individual rights within the 
organisation.  

• The gender strategy consequently sets out concrete outputs that Inclusion Ghana can use 
to achieve gender equality outcomes within the next few years and contribute to the long-term 
improvement of both women and men’s active involvement within the organisation. It is 
also aimed at developing and strengthening men’s participation as members at the grass
root to ensure gender equality.

• The document will further serve as a guide to enable IG to account for its equality agenda 
and also as a reference for gender monitoring and evaluation at IG.

1.4   Approach and Methodology
A participatory and interactive approach was employed in gathering information and understanding
the core gender issues in IG. An open discussion where individuals were allowed to express their
views was employed. Participants were put in groups to discuss the gender issues identified and to
come out with strategies and actions to addressing them. Each group then made a presentation on a
particular gender issues alongside strategies and actions identified by the group. Constructive criticisms
and feedback were then made by other participants in order to fine-tune and arrive at a collective
decision. 

The analysis of the problems and development of the gender strategy was done by members of IG
drawn from the secretariat, the board, and parents self help and self advocate groups in some selected
district branches. Suggestions, feedback and recommendations were noted down and have
been factored into this strategy to help achieve the objectives. 

1.   Introduction and Background1.   Introduction and Background
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2.1   Disability and Gender  Situation in Ghana
The right to a decent and meaningful life in the society under conditions of freedom, dignity, autonomy
and equality is a fundamental human right guaranteed by the Constitution of Ghana2 . These rights
have further been enshrined in numerous international Declarations and Conventions3 (of which
Ghana is a signatory) and national laws4 that sufficiently safeguard the fundamental right of Persons
with disabilities (PWDs). However, for most PWDs, particularly women with disabilities, enjoyment
of these rights is often very challenging and at times impossible. 

Gender inequality is undoubtedly a global phenomenon and has over the past decades occupied a central
position in international discourse. It is a cross-cutting issue that exists across Ghana and in every
sector of society and thus no area of life is completely free of gender relations, concerns, or issues.
In Ghana for instance, gender imbalances continue to be profoundly entrenched in societies and it
is deeply rooted in traditions and cultures with women and girls being the worst affected. Whilst
females constitute the majority (51.3%) of the Ghanaian population5, they are the most impoverished
and marginalized group. In many instances, development approaches tend to ignore peculiar needs
of women/girls resulting in gaps in access and control over resources, participation and decision
making, etc. The centrality of gender equality, women’s empowerment and the realization of
women’s rights in achieving sustainable development has been increasingly recognized in most development
programmes. Gender equality is therefore not just a matter of political concern or compassion to
women but an issue of development effectiveness.

Women with disabilities particularly experience multiple disadvantages on account of gender and
disability. They often experience what is termed triple jeopardy as they are discriminated against
on account of gender, disability, and sometimes geographic region. Available evidence shows that
various forms of oppression women with disabilities face reinforce each other, resulting in unequal
opportunities for women and men with disabilities. Men with disability for example, have more
years of education compared to women and are more likely to have jobs than women with disabilities.
Women with disabilities who work often experience unequal opportunities at their workplaces, including
pay for equal work. They are also less likely to work in managerial and official positions but more
like to work as sales and service workers. 
This in the long-run affect the way institutions treat women with disabilities in terms of employment,
their participation, involvement in decision making and the pay they receive.

The World Development Report 2012 for instance states that “Gender equality is a core development
objective in its own right. It is also smart economics. Greater gender equality can enhance productivity,
improve development outcomes for the next generation, and makes institutions more representative”6.   

2Chapter 5 of the 1992 Constitution. Particularly, Article 29 guarantees the basic rights of PWDs
3These International Declaration and Convention include; The UN Declaration on Human Rights, 1948, the UN Standard Rules on the Equalization
of Opportunities for Persons with Disabilities, 1993, the UN Convention on the Rights of Persons with Disability, 2006, the African Charter on
Human and People’s Rights and the African Decade of the Disabled 2000-2009.
4See Persons with Disability Act, 2006, the Children Act 1998, the Labour Act, 2003
5Ghana Statistical Service, Provision results of the 2010 Census. 
6World Development Report 2012, Gender Equality and Development, page xx
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In this regard, IG recognizes the need for Gender Equality and Women Empowerment as key to
strategic growth of the organisation and in respect of attaining sustainable national development.
Efforts to ensure that women and men enjoy equal opportunities are among the principles that define
the quality of IG’s work.

2.2 The Gender situation in PSHG
The table below show an analysis of the gender distribution of members of the existing PSHGs.

Figure 2.1 Distribution of PSHG

Source: Database of IG, 2017

Data from IG’s PWID database indicates that approximately 69% of parents self-help group
members are women while 28% are men. In analyzing the trends in fathers/male caregivers
involvement in PSHG activities over the years, various reasons accounted for the low involvement
of men in PSHGs activities and programmes. Among other things, it was revealed that most fathers
prefer to work to bring in income for the family upkeep while women assume the responsibility of
taking care of the children and therefore has to participate more in PSHG activities than men. This is a
socially constructed norm where the man assumes the role of head of family and has the responsibility
of providing family needs while the woman takes up domestic responsibilitiesincluding being the
sole care taker of the children.  

It was also found that, some fathers due to socio-cultural norms reject children with intellectual disability
(ID) with the perception that such children are evil. Most fathers therefore disassociate themselves
from such children to avoid societal stigma and as such will not take part in PSHGs activities. The
whole responsibility of caring for the child with ID is therefore on the woman. 

One other reason for this trend was attributed to the fact that men could not handle the stress of caring
for children with IDs and because they have to provide for the family, do not have the patience and
time. Caring for children with IDs requires time and patience and men indicated that, women are
best suited for this role as they are by nature caring and can handle stress relatively more than men do. 

2. The Country and Organizational Context2. The Country and Organizational Context
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2.3 Gender SWOT Analysis of PSHG
The table below presents   the strengths, weaknesses as well as the opportunities and threats faced
by PSHGs as it relates to gender. It set the tone for the gender strategy for IG.
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3.1 Introduction to the Strategy
This section presents the strategy outlined to address the gender issues identified by participants.
The objectives considered in this document are: 

1.    Improve the level of awareness of the national and local councils of IG, staff, women,
men and members on issues of gender equality to promote a gender sensitive workplace
environment. This will contribute as much as possible, to the reduction of gender based
inequalities that may exist in the IG project area.

2.   Integrate gender dimensions into the organization programmes in order to create conditions
for equitable access by men and women to project resources and benefits.

3.   Increased men’s participation in PSHGs at the community, district and regional level
to ensure equal participation in project implementation and decision-making processes
at all levels.

4.   Monitoring and Evaluation

3.2 Key Definitions in the Strategy
The following are key terminologies used in this strategy. The terms however as defined and used
in this strategy, are based on lessons and practices from Ghana, as well as lessons around the world
and documentations made by the United Nations International Research and Training Institute for
the Advancement of Women (INSTRAW).

3.0 The Gender Mainstreaming Strategy3.0 The Gender Mainstreaming Strategy
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3.3 The Strategy
Below are the key gender issues identified within IG and the various strategies, actions suggested
to address the gender gaps and to ensure gender equality at all levels of operations within IG

GENDER ISSUE 1: Low participation of men in PSHG activities

7by ECOSOC, 1997. Agreed Conclusions 1997/2, 18 July 1997. UN Economic and Social Council, 12
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GENDER ISSUE 2: Low participation of women in leadership positions and decision making 

3.0 The Gender Mainstreaming Strategy3.0 The Gender Mainstreaming Strategy
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GENDER ISSUE 3: Inadequate gender consideration in programming and activities of IG (child
care, venue of meeting, logistics, time of meeting, etc.)
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GENDER ISSUE 4:Fair representation/ participation of women in leadership position
and decision making at the district, regional and national level structures.

3.0 The Gender Mainstreaming Strategy3.0 The Gender Mainstreaming Strategy
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4.1 The Organisation
The responsibility for implementing this gender strategy lies on many shoulders including the IG
Secretariat, the councils at the national, regional and district level as well as the member organisations
(MOs). The National Council shall bear a large share of this responsibility with support from the Gender
and Inclusion Representative. The gender and inclusion representative at the national level will
coordinate the implementation of the gender strategy together with the itsrepresentative at regional
and district levels.

4.2   Guidelines for implementing the Strategy
Guidelines to implement the gender strategy will be defined at the various levels for action. It is
the responsibility of management, executives, MOs and the gender  and inclusion representatives
for putting these guidelines into practice and operationalising them in their area of operations.
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4.3   Resources
The implementation of this strategy will require the mobilisation of adequate resources,
particularly financial resources to ensure effective and efficient implementation for desired 
results. It is important for management of IG to provide the gender officers in their units with the funding
needed for effective implementation of the strategy. IG should also organise gender workshops and
conferences as well as make financial resources available to enable staff take part in training courses
and net work meetings. 

4.4   Monitoring and Evaluation
The overall implementation, monitoring and evaluation of the Gender Mainstreaming trategy will rest
with the National Council and IG Secretariat, including all Gender and Inclusion Representatives at the
community, district and regional level. A monitoring and evaluation system for tracking and evaluating
gender mainstreaming in IG’s work  will be developed. This system will take into consideration quarterly
and annual submission of gender mainstreaming reports from the community, district and
regional levels

The secretariat and Gender and Inclusion Representatives will promote and guide the implementation
of the strategy. In addition to providing overall support for mainstreaming gender equality in IG
and PSHG activities, they will be resourcepersons for various actions that would need to be taken, and
as and when appropriate, joint work and collaboration between programmes will also be encouraged.   

The ultimate responsibility and accountability for the implementation of this Gender Mainstreaming
Strategy rests with the National President, District and Regional Council Executives. The day to
day implementation of the strategy rests with every staff, MOs, PSHGs and Gender and Inclusion
Representatives. All Council executives are responsible and accountable for providing active leadership
in implementing this strategy and ensuring that all staff members:  

• are aware of this responsibility;
• are capacitated to carry it out;
• achieve the goals and targets set out in this strategy in their field of responsibility

4. Implementation of the Strategy4. Implementation of the Strategy
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The table below summarises the responsibilities for gender mainstreaming at various levels of
the IG. 

4.5   Strategic Interventions for Gender Integration
Gender issues are cross-cutting and the following strategic interventions have been identified to

consistently and comprehensively incorporate gender into IG’s operations.
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•  Gender Analysis: Gender analysis is an important step towards integrating gender
into programs and activities. With support from the gender and inclusion representative,
IG will take agender perspective in analysing both internal operational documents
and external documents such as policies and area assessments. Analytics will be
performed with the goal of informing all subsequent interventions

• Knowledge Management:To best integrate gender approaches into IG activities,
IG’s gender and inclusion representative will prepare and make available relevant
resources, tools, and information, as well as documents and share good practices, 
to facilitate continuous learning and awareness of the gender dimensions in disability,
specifically in relation to PWIDs. Knowledge management efforts will be undertaken
with the goal of providing IG staff and other stakeholders with the tools and
information necessary to integrate agender perspective into their activities.

• Capacity Building:Capacity building is an important component of this strategy, 
and will be geared towards enabling IG staff to identify entry points for gender 
integration within their spheres of influence. In order for the entire IG team to
ensure that the gender dimensions are given due attention in IG activities, they
must understand that gender integration is necessary and is the responsibility of all
involved in implementing IG activities. Capacity building activities for IG staff,
members and stakeholders facilitated by the gender and inclusion representative,
will be aimed at creating an understanding of the linkages among gender, disability
and development as well as identifying the entry points for gender integration.

• Promotion of Women’s Participation in All Areas:Effective gender integration
requires considering the gender dimensions of project interventions from project
conception through to project evaluation. Accordingly, IG’s Monitoring, Evaluation
and Learning Co-ordinator, with support from the gender and inclusion representative
at the National Council, will ensure that the monitoring and evaluation plan includes
gender-related indicators and measures accordingly. The goal of gender-sensitive 
monitoring and evaluation is to track IG’s results relating to women’s empowerment
and to identify short falls for timely improvement interventions.

4. Implementation of the Strategy4. Implementation of the Strategy
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This strategy seeks to promote gender parity which can legitimately advance the interest of women
and promote men’s active participation in PSHGs, since they have left the care of PWIDs to women.
The strategy will facilitate efforts at mainstreaming gender and enable members to identify
development goals, participate in development efforts and benefit equally from programmes. The
strategy will also facilitate measures at ensuring men actively take part in PSHG activities. 

The key issues have been identified in the strategy. It is proposed that IG secretariat supports the
implementation of this strategy through earmarking a modest budget at both the national and district
levels. This could include, for example, the cost of an intern and the use of the staff development
fund for training and seminars. With capacity building and training, it is believed that men will get
involved and contribute effectively to improving the lives of PWIDs.

The care for PWIDs should not be left on the women alone but requires collective efforts of both
parents. To ensure that men are adequately involve in PSHGs and in caring for PWIDs, it is important
to first ensure that activities of PSHGs are not women centered. This will serve as a motivation and
encourage men to participate effectively as they won’t feel left out. As a source of motivation and
to further ensure the participation of men in PSHGs, women should be given skill training to enable
them to contribute to the upkeep of the family. This reduces pressure on men and they would intend
be encouraged to participate in PSHGs activities and programmes. 

Also, proactive men already in PSHGs should visit and encourage their fellow men to get involved
in PSHGs, and share their stories and the importance and benefits of being part of PSHGs and in
caring for PWIDs. They can also be made to speak in public events such as radio shows, outreach
programmes, community durbars and during advocacy activities.  In these events, men should be
encouraged to attend PSHGs meetings and assist with caring for PWIDs.
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