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Abstract

The study examined the effect of affective action policy/programs on women's empowerment
amongst selected Government Institutions and Organizations in Ghana. The quantitative research
method was used in the study. Through the stratified random sampling technique six (6)
government institutions or organizations in Ghana were sampled and 90 respondents (managers,
senior members, and junior members) were selected. A semi-structured questionnaire was used to
obtain data from respondents whilst descriptive statistics, rank order analysis, correlation, and
regression was employed to analyze the data. The study discovered a moderate or fair level of
awareness of government institutional staff in relation to affirmative action policy/programs in
Ghana. The study found a significant number of challenges influencing the implementation of such
plans in government institutions in Ghana. These challenges discovered include the huge nature of
the implementation budget, Gender barriers/issues, lack of resources for implementation, poor
strategies for effective implementation, Lack of effective internal process, Inadequate internal
process for monitoring and evaluation, Inadequate data on affirmative action practices, Lack of
affirmative action plan or program, etc. Moreover, the study found a positive relationship between
affirmation action policy/program and women empowerment. It was also discovered that
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affirmative action policy/program exerts significant effects on women's empowerment. In
conclusion, it was indicated that notwithstanding the positive effects of affirmative action policy
on women’s empowerment there are chucks of women in junior positions who have not benefited
from such a course.

Key Words: Affirmative Action; Affirmative Action Policy/Programs; Women Empowerment

1. Introduction

The role of women in the development of a country cannot be overemphasized. Although, in Ghana
and many countries in the world, female percentage is greater than that of males (eg in Ghana 51%
females and 49% males), their presence is not highly seen in all aspects and spheres of work
(YYasin, 2013; Ghana Statistics Service, 2019). Studies have reported under-representation of
women in most area of life as compared to their male counterparts when given similar or equal
opportunity (West & Curtis, 2006; Harris, 2009; Wolfinger, Mason, & Goulden, 2009; Kim, 2015).
According to Cselenszky (2012), the underuse, underrepresented and underrated of women in the
area of leadership, high positions in organization and top management decisions create an
emotional sensitiveness for them. This generally makes them feel inferior and devalued across
diverse area of life most in occupational areas and decision-making areas. For instance, in the
United States of America, women who are managers prior to 2012 in large state-owned firms
represented 0.5% of the jobs that receive higher payment (Oakley, 2013). This example in the
United States is not different from Ghana as out of 275 seats of parliamentary members, only 36
are women representing 13.09% (Parliament of Ghana, 2019). In addition, White House Project
Report (2019), indicated that regardless of the higher percentage of women leaders in the world
work force, women share of top positions remained low. Women only held 13.5% of higher
executive office positions at Fortune 500 companies (Catalyst, 2009) and only 6.3% of top salary
positions are for women. This trend has expanded in recent time a little to 0.8% in 2019, however,
is still low and persistent across African countries which are high (Madsen, 2019). Moreover, in
the context of work, Rakhmat et al (2017), indicated that discrimination on the basis of gender is
a real manifested as well as issue amongst many countries across the globe. This according to the
author has promoted and propelled gender mainstreaming leading to global commitment on the
basis of respect for human right of women in the act of creating equal opportunity for them.
Further, studies have indicated that women marginalization has increased and rooted across both
public and private institutions where the dominance of men in leadership position continue to
persist (Gerdes, 2006; Nwabunkeonye, 2014). This clearly shows that women population across
the globe and in Ghana is not reflective of employment intakes statistics.

Further, Osabutey (2012), claimed despite little progress in women status, with some having
excellent professional carrier, measures and quota schemes has the capacity of aiding in
quickening the pace of women as well as rise in women participation coupled with women
empowerment improvement. It is therefore undeniably that adhering to quota schemes and
following affirmative action policy and programs by developed countries, Ghana and other African
countries will see improvement in the number of women in management positions. This generally
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would alter the status of women in society. In view of this, Osabutey (2012), argued that such
schemes and implementation of affirmative action policies and programs would ensure rise in the
number of women politicians and governance in Ghana. Additionally, in order to improve women
status and liberate women in Africa and especially Ghana from such discrimination, UN (2010),
indicated the creation of deliberate and consistent policy including affirmative action policy or
programs for countries. Tsikata (2009), defined affirmative action as a “set of guidelines adopted
or employed by governments and public and private institutions such as political parties,
educational establishments, corporations and companies to address a history of systemic
discrimination and exclusion of particular social groups or to encourage the efforts of particular
social groups in the interests of certain development goals” (p.10). It relevance providing
opportunities for women to be highly represented in all aspect of life’s cannot be downplayed. It
direct impact is observed in providing specific provisions demanding that certain quantitative or
qualitative targets are reached by institutions or agencies in their employment or appointment
criteria. It indirect impact is projected in its expectation to improve women development indicators
leading to inequity reduction and growth of women (Tinker, 2014; Mensah-Kutin, 2017).

Despite this, one of the vital issue confronting directors and manager of government and private
institutions as well as agencies is the empowerment of people especially women (Robins, 2011).
People empowerment is regarded as one of the important instruments for improving and
developing human resource abilities and capabilities regarding the job of an institution. It helps in
propelling employee creativity, commitment and independence at the workplace. However, studies
have reported that women empowerment is high lacking in most government institutions in Africa
and other parts of the world (Kilton, 2013; Mathur-Helm, 2012; Nwabunkeonye, 2014). In
addition, literature has shown that most studies within the area of affirmative action have
concentrated highly on enactment, management, professional, technical, infertility, welfare and
support systems (Crosby, lyer, & Sincharoen 2006; Kennedy-Dubourdieu 2006; Kurtulus 2012, &
Sapovadia et al 2015), leaving vital area on the linkage of affirmation action policy programs and
women empowerment most especially in Ghana. Moreover, study by Fitsum (2017), indicated that
affirmation action policy programs have the propensity of encouraging women participation across
sectors eg political, social and economic as well as will aid in building women’s capacity for
greater positions in organizations. However, the author claimed that the critical challenges with
regards to affirmative action policy is lack of awareness regarding the concept, implementation
issues, understanding challenges, employment challenges and lack of enforcement etc.

Further, Sapovadia et al (2015), reported that inasmuch as several studies have been conducted in
the advanced countries e.g., the Europe, USA and Asia with respect to affirmative action; same
cannot be said of Sub-Saharan Africa with which Ghana is no exception. In workplace in Ghana,
Kurtus (2012) claimed that most women are in minority positions leading to them having minimal
interest in their occupations. In spite of the arguments, not much is encountered in literature
regarding affirmative action on women empowerment at especially using public sector institutions
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(Daily et al, 2012). In addition, mixed discoveries have been reported in relation to knowledge
level of people in relation to affirmative action policy and programs. Such discoveries also
emerged from qualitative analysis. Furthermore, Ghana has observed some progress since its
democracy in 1992, women still continue to remain marginalized and are below the UN 30%
representative target within governments. In light of the indicated challenges coupled with huge
gap in literature the study seeks to quantitatively examine the effect of affirmative action policy
programs on women empowerment of selected government institutions and Organizations in
Ghana.

However, the concept of affirmative action is captured and expounded differently by diverse
countries. Considering United States, it is called ‘affirmative action’; in Europe, as ‘positive
discrimination’; in India, as ‘reservations’; in Sri Lanka, as ‘standardization’; in Nigeria, as
‘reflecting the federal character of the country’; in Canada, as ‘employment equity’; and in South
Africa, as ‘preferential treatment’ (Sowell, 2004, p.12). Affirmative action refers to a “set of
affirmative action measures designed to ensure that persons in designated groups enjoy equal
employment opportunities at all levels of employment and are equally represented in the workforce
of a relevant employer” (Affirmative Action Act 1998, Act 29 of 1998). In addition, for many
other countries, affirmative action is also referred to as ‘preferential policies’ and compensatory
or distributive justice’. Despite the differences in names and variations in content, the essence of
all these policies and reforms introduced is to redress gender inequalities referring to a wide range
of measures aimed at rectifying group inequalities resulting from past discriminatory practices.
Attempts by several scholars in defining affirmative action have lingered on since time
immemorial (Sowell, 2012, p.12). Sabbagh (2012), defines affirmative as any measure that
allocates goods such as admission into selective universities or professional schools, jobs,
promotions, public contracts, business loans, and right to buy, sell, or use land and other natural
resources through a process that takes into account individual membership in designated groups,
for the purpose of increasing the proportion of members of those groups in the relevant labour
force, entrepreneurial class, or student population, where they are currently under represented as a
result of past oppression by state authorities and or present societal discrimination.

With regards to affirmative action policy is defined and explained as workplace policies and
practices that are designed to redress or reduce historical forms of discrimination based on
demographic distinctions among employees (Harrison et al, 2006; Resendez, 2012). Affirmative
action policy covers those rules and regulations required to ensure that minority groups especially
women are uplifted or change in their status (Islam et al, 2015). It is vital to expound that the
recorded stigmatization of women has been shown to undermine performance, motivation, and
self-efficacy (Islam et al, 2015) thereby leading to stereotype threat, which is the expectation that
one will be judged or perceived on the basis of social identity group membership rather than actual
performance and potential” (Block et al, 2011,). This effect has been negatively associated with
the refusal of women to pursue promotion. Whereas, in general, men show a tendency to start
applying for promotion when they meet sixty per cent of required competencies, women tend
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only to apply when they believe they are ahundred per cent competent (Fitzpatrick, 2011).
Although there are different methods of affirmative action, most programs and policies fall into
one or more of the following general categories (Harrison, Kravitz, Mayer, Leslie, & Lev-
Arey, 2006). Opportunity enhancement is where the beneficiaries are offered some assistance prior
to undergoing a selection process, typically through targeted recruiting or training. No weight is
given to demographic characteristics of the target group in assessment and selection decisions.
Another factor is the Equal opportunity also known as elimination of discrimination. Assessment
and selection decision-makers are forbidden from assigning a negative weight to the demographic
characteristics of those in the target group.

Another point, every affirmative action policy has programs. Newmark (2014) explained
affirmative action programs as a set of practices undertaken by employers, university admission
offices, and government agencies to go further than non-discrimination policies into action, with
the goal of actively improving the economic status of minorities and women with regard to
employment, education, and business ownership and development. The notion of affirmative
action program refers to concrete measures that aim at eliminating barriers and promote equality.
Kranz (2010) similarly, explains affirmative action program as the practice that required
governmental bodies to act affirmatively to recruit workers or admit students on a non-
discriminatory basis. Kranz (2011) further calls for adopting measures where employers may
arrange special procedures of recruiting women, minorities and for educational sectors to include
race and gender as a criterion in admission to remedy the effects of past discrimination.

The concept of empowerment has been widely established in various literatures. It is however
difficult to define and measure (Scott & Jaffe, 1992) and even to implement (Semler, 2004). While
this can be perceived as problematic in developing a coherent and analytical core (Kantor, 2003;
Batliwala, 2017), there is agreement that empowerment is a process (Carr, 2003; Kabeer, 2015)
rather than a goal (Akhter & Ward, 2009). The application of empowerment is directly relevant to
those who lack power (GlenMaye, 1998; Townsend, 2011) through marginalization, social
exclusion, discrimination or social inequality. To this extent, empowerment excludes men who
generally occupy a favoured position in patriarchal contexts. In fact, within the development arena,
empowerment studies have predominantly focused on women (Wieringa, 1994; East, 2013).
Contrary to Sholkamy (2010), empowerment is about process and agency where women
themselves must be the significant agents and actors in the process of change (Mehra, 2009).
Indeed, “unless the intervening processes involve women as agents of that change rather than
merely as its recipients, the overall process would not be considered as empowerment” (Malhotra
et al, 2002).

However, the mere advocacy of affirmative action and the want of women to be fairly treated is
not in itself adequate until such propositions are documented and structured in the form of policies
and workable programmes. This puts into the limelight the significance for the push of affirmative
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action policy and programmes. These policies set a time frame for when the tasks at hand need to
be accomplished. While we cannot focus on all affirmative action policies at once, classification
according to common elements can simplify complex reality sufficiently to allow understanding
of it (Bailey, 2014). Affirmative action policy is defined and explained as workplace policies and
practices that are designed to redress or reduce historical forms of discrimination based on
demographic distinctions among employees (Harrison et al, 2006; Resendez, 2012). These
policies serve to increase the number of individuals in traditionally-disadvantaged groups
mostly in areas where they are underrepresented (Resendez, 2012). These programmes also
enable organisations to detect ongoing discriminatory practices as they make individuals within
an organisation responsible for monitoring the issue. The monitoring is done through a
systematically- collected relevant data, examining targeted data for trends, identifying the cause
of the trend (the problem), and correcting the problem (Crosby, lyer & Sincharoen, 2006).

Theoretical Framework of both Statistical Discrimination theory of Affirmative Action and
Empirical Studies reported by some researchers were studied. The theory of statistical
discrimination was introduced by Kenneth Arrow and Edumund Phelps to explain the inequalities
that existed and persisted between demographic groups as well as economic agents such as
customers, workers, employers etc. The theory is an economic theory founded on the concept of
race and gender discrimination within human spheres which is based on stereotypes. According to
Fang and Moro (2011) “Statistical discrimination generally refers to the phenomenon of a
decision-maker using observable characteristics of individuals as a proxy for unobservable, but
outcome- relevant, characteristics” (p.2). According to the authors the decision makers are
employers, health providers, law enforcement officers etc. These observable characteristics are
physical characteristics which are related to race, ethnicity and gender. Study by Altonji and Pierret
(2016) provides an astonishing support to the theory on the basis that if firms or organizations-
based stercotypes or statistics to discriminate, then as firms learn overtime on employees’
performance or productivity level then observed variables will fall overtime which affect
performance of employees. This therefore indicates that reduction and elimination of
discrimination across gender helps to provide equal platforms for males and females to improve
work performance and overall productivity of organizations. Fang and Moro (2011), argued that
understanding statistical discrimination is an effective way of developing appropriate measure to
eliminate discrimination across race, ethnic groups and gender. Moreover, affirmative action
policies in organisations has a positive relationship with female empowerment (Kennedy-
Dubourdieu 2006; Sapovadia, Patel, & Patel, (2015) and that the course of affirmative action has
been positive as it succeeds in advancing women to the limelight, empowered and charged them
do exploits. In addition, Leslie, Mayer, & Kravitz (2014), using meta-analytic test reported that
affirmative action policies help women to ameliorate their employment outcomes. Also, Carvalho
et al (2013), reported that the existence of equal opportunities frameworks and affirmative action
policies may have an influence in increasing top managers’ awareness of their roles in improving
women’s representation in management teams. However, Riccucci (2012), indicated that
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affirmative action is a very difficult phenomena and thus makes it very difficult for policy makers
in educational and/or employment settings to run. According to him, it is very impossible for the
affirmative action policy not to infringe or break some rules of law in its discharge thereby
discouraging empowerment. Burger & Jafta (2010), reported that affirmative action indeed results
in a higher level of discrimination in its implementation. Nguyen, (2013) found that strong family
obligations, negative gender stereotypes and the unwillingness to take management positions was
their major hindrance. The mixed discoveries also created room for this study and the development
of the conceptual model.

Affirmative Action Policy /Programs

Placement

Women Empowerment

v

Promotion

Career Development

Hiring practices

Figure 1 Conceptual Framework

From figure 1, as per the various dimensions under the affirmative action policy/programs
(placement, promotion, career advancement, recruitment (hiring practices), the study sought to
find out the individual and collective effects of the dimensions on women empowerment within
the selected government institutions and Organisation in Ghana.

2. Methodology
In congruence with the purpose of the study, quantitative method was employed. The study
adopted such a method based on a number of reasons. Firstly, the quantitative method was adopted
because it makes use of numerical information for effective understanding and presentation of data
(Goran, 2007). Secondly, the method of quantification was adopted because; it helps to provide
clarity to complex data and process which are difficult to understand using qualitative method such
as how affirmative action policy/program impact on women empowerment (Snape & Spencer,
2009). Thirdly the quantitative method helps to examine relationship among variables such as
affirmative action policy/program and women empowerment. Additionally, the study also
employed the survey design specifically the cross sectional type. The design allowed the researcher
to utilize instrument that helped to obtain information based on what is happening with regards to
a given phenomenon such as affirmative action policy/programs and women empowerment of
government institutions in Ghana. Further, the cross sectional survey design provided the
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researcher the freedom to obtain information from sampled respondents within a given time frame.
Moreover, the study targeted management members, senior and junior staffs of selected
government institutions or organizations in Ghana. The inclusion criteria include; (1) Staff or
workers of the government institutions who have worked in the organization for not less than 2
years (2) Management members who have been in management positions of government
institutions for not less than two years. Further, the stratified random sampling was to classify
respondents according to institutions and random selection conducted. This enabled the study to
obtain equal numbers from each of the six targeted government institutions in Ghana. The sample
size result is shown in table 1.1 below;

Table 1 Sample Size

Institution/Organization Management Senior Junior Staffs  Total
Members Staffs

Gimpa 2 5 8 15
UG-Legon 2 5 8 15
Ministry of Gender and 2 5 8 15
Social Protection

Ministry of Finance 2 5 8 15
NCA 2 5 8 15
AMA 2 5 8 15
TOTAL 12 30 48 90

Primary data was obtained from the selected respondents through the use of questionnaire. Items
of the questionnaire were sourced and modified from studies such as Berry (2004), Taylor (2017)
and Ochuka (2018). The questionnaire which was semi-structured in form was design in relation
to the study objectives. The questionnaire covered four areas namely demographic information of
respondents, affirmative action policy/program awareness, affirmative action policy challenges,
affirmative action policy/program and women/female empowerment. The questionnaire was
designed using the Likert scale with ranks ranging from 1 through to 5 thus from strongly disagree
through to strongly agree. Others were also provided in rank order such as Yes, No and Neutral.
The questionnaire was also made up of both open-ended and close ended questions. Moreover, the
validity and reliability of the instrument was obtained before it uses. With regards to validity the
study utilized SPSS version 20 “validity of cases”. The main study obtained 100% valid cases.
Further, with regards to the reliability of instrument, the Cronbach’s alpha reliability test was
employed. On this basis, the researcher obtained an overall alpha value of above .70. Moreover,
ethical considerations such as use of informed consent, anonymity and confidentiality were
adhered to. SPSS version 20 was used for the data coding, management and analysis. The
analytical tools employed include descriptive statistics, rank order, content, correlation and
regression tools.

3. Results and Discussions
3.1. Results
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3.1.1. Demographic Result

Generally, respondents from six (6) government or public sector institutions were utilized by the
study. In overall 90 respondents were used by the study. The result shows that out of the 90
respondent utilized by the study most of the respondents were females representing 66.7% whilst
33.3% were males. It was also found that 44.4% of the respondents were within the age range of
40-49 years, 27.7% were within 30-39 years range and the lowest representation were those within
20-29 age ranges. Respondents were sampled from operations representing majority,
administration and finance. Whilst junior staffs represented 53.3% whilst the rest 46.7% were
senior staff’s representatives. Further, most of the respondents have worked in their respective
organization for 11-15 years (44.4%), followed by 6-10 years representing 38.9% and the least
represented is 1-5 years indicated as 5.6%. The overall discovery shows respondents have clear
insight and in-depth comprehension and information regarding the topic under investigation.

3.1.2 Awareness Level of Government Institutional Staff on Affirmative Action Policy
The study examined the level of awareness of government institutional staff on affirmative action
policy and programs in their respective institution. The result is presented in table 2.

Table 2 Descriptive Statistics Result on Affirmative Action Policy Awareness

N Min Max Mean SD Mode Sum
Awareness Level of
Institutional Staffs
ALS1 90 1.00 5.00 2.95 1.29 4 266
ALS?2 90 1.00 5.00 2.85 1.11 3 257
ALS3 90 1.00 5.00 3.13*  1.29 2 282
ALS4 90 1.00 5.00 2.77 1.23 3 250
ALS5 90 1.00 5.00 2.86 1.01 3 258
ALS6 90 1.00 5.00 3.10* 1.28 2 279
ALS7 90 1.00 5.00 3.31*  1.32 3 298
ALS8 90 1.00 5.00 3.03* 147 3 273
ALS9 90 1.00 5.00 3.05* 145 3 275
ALS10 90 1.00 500 322 108 . 290
Overall Mean 3.03

(Source: Field Data, 2020)

The descriptive statistics result in relation to level of awareness of government institutional staffs
on affirmative action policy is presented in table 2. The overall mean value indicates the mid-point
or indifference underscoring how conclusion should be drawn. In view of this the average mean
score for awareness level items is [= 3.03]. The result shows that out of the 10 items employed to
examine awareness level regarding affirmative action policy and programs amongst government
institutional staffs, 6 were acceptable indicators whilst 4 unacceptable indicators. The result shows
fair level of awareness level of institutional staffs regarding affirmative action policy and
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programs. The result shows that majority of respondents believe that the policy is aimed at
providing equal opportunities for all person without regard to gender/sex, race, religion etc, the
policy is aimed at empowering women in Ghana, are aware of the existence of affirmative action
plan and program in my institution/organization, understand the working of affirmative action
program in their institution/organization, believe that the policy has the propensity of strengthening
the work of government institutions/organizations in Ghana etc. Despite the fair level of awareness
of institutional staffs regarding the policy, there is still some limited insight and knowledge
regarding the policy and its implementation. Further, the rating result regarding the affirmative
action policy and programs is also presented in figure 1.

Awareness Level of Institutional Staffs

H Highly Aware  m Moderately or Fairly Aware Not Aware

(Source: Field Data, 2021)
Figure 2 General Awareness of Affirmative Action Policy/Programs

The overall rank rating result also shows that majority of the respondents shown fair or moderate
level of awareness of institutional staffs of Ghana regarding affirmative action policy/programs
representing 50(56%), followed by 29(32%) representing highly aware and the least represented
is not aware representing 11(12%). The result suggests some level of awareness whilst significant
level of people not really aware of the policy and its programs within their respective institutions
in Ghana.

3.1.3 Challenges in Implementation of Affirmative Action Policy/Programs
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The study also investigated challenges from the perspective of government institutional staff
regarding the policy and its programs as well as implementation within their
organization/institution. This underscores the second study objective. The result is shown in table
3.

Table 3 Affirmative Action Plan/Policy Implementation Challenges

Affirmative Action Plan/Policy Implementation Challenges YES NO Neutral

[Freq) (%] [Frea) (%]  [Freq) (%]
The size of staff in my institution/organization 12(13.3) 46(51.1) 32(35.6)
The huge nature of implementation budget 68(75.6) 8(8.9) 14(15.6)
Lack of effective internal process 66(73.3) - 24(26.7)
Inadequate internal process for monitoring and evaluation 86(95.6) - 4(4.4)
Inadequate data on affirmative action practices 85(94.4) - 5(5.6)
Lack of affirmative action plan or program 90(100.0) - -

Inadequate measures for enforcing the affirmative action plan 85(94.4) 5(5.6)

and program

(Source: Field Data, 2020)
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Figure 3 gender barriers/issues and affirmative action plan/policy implementation

Lack of resources for implementation (Freq)

Figure 4 lack of resources for implementation and affirmative action plan/policy
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Figure 5 poor strategies for effective implementation and affirmative action plan/policy

implementation challenges
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Figure 6 difficulty in measuring achievement based on the policy and affirmative action

plan/policy implementation challenges

Table 3 shows the frequency distribution result regarding affirmative action policy/program
implementation. The result shows that on the issue of “the size of staff in my
institution/organization” greater number of the respondents shown disagreement as a challenge to
implementation of the policy/programs representing NO [46, 51.1%), YES (13.3%) and Neutral
[32, 35.6%). Despite this, on that of “the huge nature of implementation budget” it was indicated
as a major challenge representing [Yes, 68, 75.6%]. From figure 3, 4 and 5 issues of gender
barriers/issues, lack of resources for implementation, poor strategies for effective implementation
were recognized by majority of respondents as vital implementation challenges representing [Yes:
75.6%, 83.3%, 94.4%] respectively. Moreover, lack of effective internal process, Inadequate
internal process for monitoring and evaluation, Inadequate data on affirmative action practices,
Lack of affirmative action plan or program. Again, from figure 6 Difficulty in measuring
achievement based on the policy, Inadequate measures for enforcing the affirmative action plan
and program were all recognized by majority of the respondents as critical implementation
problems representing [Yes: 73.3%, 95.6%, 94.4%, 100%, 50%, 94.4%)] respectively. Generally,
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the result suggests that these discovered issues are critical problems influencing overall
implementation of affirmative action policy and programs within the stated government
institutions in Ghana.

3.1.4 Effect of Affirmative Action Plan/Policy on Women Empowerment

The study examined how affirmative action policy/plans/programs influence women
empowerment. This underscores the third objective of the study. The result is represented as
follows in table 4.

Table 4 Descriptive Result on Affirmative Action Plan/Policy/Program

Affirmative Action Plan/Policy/Program N Mean SD
Placement

Cl 90 4.25* 918
C2 90 3.61 93
C3 90 3.95* 1.16
Promotion

C4 90 3.98* 1.09
C5 90 3.90* .84
C6 90 3.81* 1.33
Career Development

C7 90 4.07* .70
C8 90 3.50 1.68
C9 90 3.34 1.58
Hiring Practices

C10 90 3.20 1.16
Cl1 90 3.16 1.09
Cl2 90 3.95% 1.08
Overall Mean 3.72

(Source: Field Data, 2021)

The levels of independent variable (affirmative action policy/programs) were examined and the
descriptive statistics result presented in table 4. Overall, the mean score or value is [M = 3.72].
The overall mean value indicates the mid-point or indifference underscoring how conclusion
should be drawn. The result shows that out of the 12 items employed to examine affirmation action
policy and program indicators 7 were greatly acceptable items whilst 5 items saw some level of
disagreement. The result as shown in the table shows that most of the agreed items evolved from
promotion indicator, and next to it is placement.
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Table 5 Coefficient of Regression Result for Affirmative Action Policy Indicators

Model Unstandardized Standardized Coefficients t Sig.
Coefficients
B Std. Error  Beta
(Constant) 19.318 2.750 7.024 .000
Placement 1.449 224 534* 6.484 .000
1 Promotion -.374 144 -.219* -2.590 .011
Career Development .293 .090 .290* 3.253 .002
Hiring Practices 273 138 .183* 1.978 .041

a. Dependent Variable: Women Empowerment (significance at 0.05)

From table 5 the study assesses the level of impact of affirmative action policy and programs
indicators on women empowerment. The coefficient of regression result shows that affirmative
action plan or policy indicators predict women empowerment positively indicated at p < 0.05. Itis
clear that placement predict women empowerment positively indicated as [ = .534, t = 6.484, sig
=.000, p <0.05]. The result also shows 53.4% of variance account for such prediction. In addition,
career development predicted women empowerment positively indicated as [ = .290, t = 3.253,
sig =.002, p < 0.05]. This is a positive prediction and 29.0% of variance is explained. Further, the
result shows that hiring practices predict women empowerment positively indicated as [ = .183,
t = 1.978, sig = .014, p < 0.05]. The result also shows 18.3% of variance account for such
prediction. However, a negative prediction was found between promotion and women
empowerment at p < 0.05. It is important to indicate that 21.9% account for such prediction. The
result general suggest that all the indicators such as placement, promotion, career development and
hiring practices exerted significant impact on women empowerment. It also shows that within the
government institutions in Ghana placement career development and hiring practices obtain the

most attention.
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Table 6 Combined Coefficient of Regression Result

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) 25.805 2.367 10.904 .000
Affirmative Action Policy  .275 .052 488 5241 .000

a. Dependent Variable: Women Empowerment

The combined result is presented in table 6. The result shows that affirmative action plan or policy
predict women empowerment positively indicated at p < 0.05. This is shown as [ = .488, t =
5.241, sig = .000, p < 0.05]. This shows that affirmation action plan or policy or programs exert
significant positive effects on women empowerment amongst selected government institutions in
Ghana. The result also shows 48.8% of variance account for such prediction. The result suggests
that the importance of affirmative action policy in ensuring women empowerment, growth and

development cannot be overlooked.

3.2 Discussion of Findings

It is important to indicate that the importance of affirmative action policy cannot be downplayed
within the government institutions in Ghana. Within the institutional framework of Ghana, it is
clear state that affirmative action relates to both the productive and distributive aspects of
development aimed at ensuring women empowerment. The policy and its programs provide the
platform required in uplifting women and improve their growth as well as development in
organizations. In relation to the first objective, the fair or moderate level of awareness of the policy
and its programs in relation to government institutional staffs in Ghana, shows some level of
comprehension of these staffs in relation to the affirmative action policy. It is succinct to expound
that understanding in relation to the policy projected to have the capacity in providing equal

opportunity for all persons, existence of plan of execution, capacity to strengthen the work of
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government institutions, critical support from government institutions and promotion of less
privileged especially women within the organization etc. Although, the knowledge and awareness
level is somehow good, it seems institutional staffs attention towards the policy implementation is
low on the basis of the believe in what the policy and its programs seeks to do.

This is congruence with the indication by Carvalho, et al (2013), who reported that the existence
of equal opportunities frameworks and affirmative action policies may have an influence in
increasing managers’ awareness of their roles in improving women’s representation in
management teams. Additionally, considering the second objective, the study found significant
number of challenges influencing the implementation of such plans in government institutions in
Ghana. These challenges discovered include huge nature of implementation budget, Gender
barriers/issues, lack of resources for implementation, poor strategies for effective implementation,
Lack of effective internal process, etc suggests vital issues influencing the use and enforcement of
the policy and its programs in government institutions in Ghana. This support the study by Nguyen,
(2013) who found strong family obligations, negative gender stereotypes and the unwillingness to
take management positions as major hindrances to affirmative action policy. Moreover,
considering the third study objective, the study found positive relationship between affirmation
action policy and women empowerment. This suggests that placement, career development and
hiring practices employs affirmative action policy or plans in the government institutions, but not
promotion. The finding shows the importance of affirmative action policy in ensuring women
empowerment, growth and development. The findings is congruence with the study by Kennedy-
Dubourdieu 2006 and Sapovadia, et al (2015) who reported that the course of affirmative action
has been positive as it succeeds in advancing women to the limelight, empowered and charged
them do exploits. Further, on the theoretical level, the study provides support to the statistical
discrimination which was explained by Altonji & Pierret (2001) that reduction and elimination of
discrimination across gender helps to provide equal platforms for males and females to improve
work performance and overall productivity of organizations. The placement and hiring
opportunities provided to women through the affirmative action plans has helped many
respondents to attain some level of height in their respective institutions. The justification from
the findings is that although many people are not totally aware of the workings of affirmative
action policy in the institutions, those within the upper ladder have benefited enormously from the

policy implementation.
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4.0  Conclusion

The study examined the effect of affective action policy/programs on women empowerment
amongst selected Government Institutions and Organizations in Ghana. The findings clearly show
that:

e the need and importance of affirmative action policy and its programs within government
Institutions and Organizations in Ghana need to be improved and the moderate level of
awareness of respondents in relation to affirmative action policy, plans and programs also
need to be improved.

e Public education and sensitization of affirmative action policy in Ghana most especially
within government and public sector Institutions and Organizations needs to be enforced.

e Examine the impact of affirmative action policy on women promotional opportunities and

growth need more attention.
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