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ABSTRACT

This paper analyzes the issue of women participation in decision 
making as a means to achieve good governance. Good governance 
is believed to generate better sustainable development, which can 
be achieved through gender mainstreaming (gender equality) and 
women participation in decision making as well. Malaysia has 
used gender mainstreaming approach to achieve greater equality 
and improve good governance. This paper then focuses on women 
involvement in decision making as a case study at two selected 
ministries. This paper also discusses the implementation of gender 
mainstreaming approaches in decision making for both men and 
women. Data was gathered from interview with eight respondents 
holding top management positions at two selected ministries. The 
results show that both ministries have women involvement in decision 
making process, but the implementation of gender mainstreaming 
approach in decision making process is still minimal. Therefore, this 
paper suggests some solutions to ensure that women participation 
and the implementation of gender mainstreaming approach exist in 
the decision making processes.

Keywords: participation, governance, gender equality, decision 
making, gender mainstreaming.
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INTRODUCTION

Efforts to uphold the role of women in decision-making and their 
participation in the workforce are taking place today. Participation in 
decision-making is an important feature that must be present in good 
governance. With that notion, where many women were involved in 
contributing their workforce, their participation in decision-making 
should be considered as to ensure the existence of gender equality. 
In 1989, Malaysian government has demonstrated its passion for 
ensuring that the role of women is very significant in contributing to 
national development through the establishment of the National Policy 
on Women. This policy has been designed by taking into account a 
number of international and national inputs, such as the resolutions in 
World Conference on Women in 1985; statement by Commonwealth 
Secretariat on Women; and, policy paper prepared by National 
Advisory Council on the Integration of Women in Development 
(NACIWID) in 1986 (Rozita, Nur Syakiran and Zalinah, 2009).  
National policy on women has also highlighted on matters relating 
to gender equality. Thus, this action taken by Malaysian government 
portrays its seriousness to promote gender equality as well as putting 
priority for women to participate in decision making.

According to Casey, Skibnes and Pringle (2010, p. 1), since 
the 1970s in welfare states of European countries that based on 
the European model, there have been extensive policy efforts in 
employment, education and training and social policy in making 
measurable progress towards gender equality at all levels and across 
all industry sectors of the labor market. Recently, many of the policies 
implemented in many countries in the world have greatly improved 
the rates of women’s participation in the labor market and higher 
education sectors. In fact, in Malaysia, the proportion of women at the 
Public Higher Learning Institution is higher than men. For example, 
Figure 1 below shows the proportion of male and female student’s 
enrolments in Public Higher Learning Institutions in 2007/2008. 
Proportion of female students enrolled in Public Higher Learning 
Institution for diploma, first degree, postgraduate diploma and masters 
are higher than male students. With a good educational background, 
it is possible for women to have more chance to work at management 
level. Therefore, their participation in decision-making should become 
an important topic to be given priority by the management of public 
and private organizations.
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Figure 1  Student Enrolments in Public Higher Learning 
Institutions by Level of Study and Sex, 2007/2008

                           
Source: Survey by Ministry of Women, Family and Community Development, 2008

Thus, to advance our understanding on this central issue on women 
participation and gender mainstreaming in Malaysia, this paper 
reviews some of the key aspects of strategies towards the objectives of 
advancing women participation in decision making in achieving good 
governance practices. In order to identify the existence of women 
participation in decision making that promotes gender mainstreaming, 
this paper also examine whether women participation in decision 
making is appeared in gender mainstreaming approaches. The 
discussion is based on views and experiences of women participation 
in decision making which has been gathered through interview with 
the top management from two selected ministries in Malaysia. 

PARTICIPATION AND GOOD GOVERNANCE

There is no single definition of “good governance,” nor is there a 
delimitation of its scope, that commands universal acceptance. The 
term governance and more specifically good governance used with 
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PARTICIPATION AND GOOD GOVERNANCE 
 
There is no single definition of “good governance,” nor is there a delimitation of its scope, that commands 
universal acceptance. The term governance and more specifically good governance used with great 
flexibility based on difference approaches. In a very simple word, governance is a concept that covers all 
aspects of the way a country is governed, including its economic policies and regulatory framework, as 
well as adherence to the rule of law (IMF, 2013).	  According to Siddiquee and Mohamed (2007), the 
concept of governance covers three major aspects: 1) the process by which those in the authority are 
selected, 2) the manner in which they exercise power in the management of public affairs, and 3) the 
capacity of the government machinery to manage resources, formulate and implement policies. Thus, the 
definition emphasizes the elements of governance are focused on legitimacy of government, the 
accountability and responsiveness of political and administrative elites, and the competence of the 
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great flexibility based on difference approaches. In a very simple 
word, governance is a concept that covers all aspects of the way a 
country is governed, including its economic policies and regulatory 
framework, as well as adherence to the rule of law (IMF, 2013). 
According to Siddiquee and Mohamed (2007), the concept of 
governance covers three major aspects: 1) the process by which those 
in the authority are selected, 2) the manner in which they exercise 
power in the management of public affairs, and 3) the capacity of 
the government machinery to manage resources, formulate and 
implement policies. Thus, the definition emphasizes the elements 
of governance are focused on legitimacy of government, the 
accountability and responsiveness of political and administrative 
elites, and the competence of the governmental machinery to make 
policies and deliver service accountability (Siddiquee and Mohamed, 
2007). According to Office of the United Nations High Commissioner 
for Human Rights, the five main attributes of good governance include 
the following: 1) transparency, 2) responsibility, 3) accountability, 
4) participation, and 5) responsiveness (to the needs of the people).  
Besides, governance means the process of decision-making and the 
process by which decisions are implemented (or not implemented) 
(UNESCAP, 2009). Based on this definition, the key element of good 
governance refers to the process of decision-making and by which 
decisions are implemented and the actor involves in the process and 
implementation of decision making. In line with this, particularly the 
discussion of good governance will focuses on women participation in 
making decision at top management level in the public organisation. 
Many women work outside their homes in various fields and sectors, 
but the number of women involved at the highest level of management 
decision-making is still limited. In fact, when women become as 
important factor in contributing to the workforce, their involvement 
in decision-making is very significant to ensure any matters related 
to women is well represented and women agenda is put forward in 
the organization. Term of participation refers to the right for men or 
women to have voice in decision-making, either directly or through 
legitimate intermediate institutions that represent their interests. Such 
broad participation is built on freedom of association and speech, 
as well as capacities to participate constructively (UNDP, 1997). In 
line with the definition given, question to be focused in this paper is 
about evaluating the opportunity of women at top level management 
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to participate in decision-making. Thus, this paper analyses women 
participation in decision-making process as an important element in 
good governance practices.

GENDER MAINSTREAMING

As mentioned earlier, this paper also reviews on the implementation 
of gender mainstreaming (GM) approach in decision making in the 
organization. The formal definition concept for GM as agreed by the 
UN Economic and Social Council (ECOSOC) is as follows:

“Mainstreaming a gender perspective is the process 
of assessing the implications for women and men of 
any planned action, including legislation, policies or 
programs in all areas and at all levels. It is a strategy 
for making women’s as well as men’s concerns and 
experiences an integral dimension of the design, 
implementation, monitoring and evaluation of policies 
and programs in all political, economic and societal 
spheres so that women and men benefit equally and 
inequality is not perpetuated. The ultimate goal is to 
achieve gender equality.” 
        (Report of The Economic And Social Council, 1997)

The participation of women in all spheres of life has been 
accelerated by strategies such as gender mainstreaming (GM). 
GM, which was launched in 1995 at the Fourth World Conference 
on Women in Beijing, is a global strategy used to promote gender 
equality. It refers to the process of assessing the implications for 
women and men of any planned action, including legislation, policies 
or programs, in all areas and at all levels. Gender mainstreaming 
in Malaysia was established as a global strategy for the promotion 
of gender equality, as being indicated in the Platform for Action 
adopted at the Fourth World Conference on Women at Beijing, 1995. 
Competition with man is not a main reason used to propose for the 
introduction of GM. However, the introduction GM with the idea is to 
ensure that women will receive the same with what men have received 
when the population of women has reached half of total population 



192    Journal of Governance and Development Vol. 9, 187-211 (2013)  

of the world. Malaysia has signed the agreement to apply GM when 
female population has reached at 49 percent of the total population. 

Generally, gender mainstreaming encompasses all aspects 
of planning, implementing and monitoring any social, political or 
economic actions. A common understanding is that implementation 
involves changes in both “internal” organisational and “external” 
operational procedures. The former refers to changes needed within 
organisations to embrace the goals and values of gender mainstreaming 
and to alter systems and procedures to meet these goals (Rekha & 
Gita, 2000).  By reorganising policy processes, policy makers will be 
obliged and capable to incorporate a perspective of gender equality 
in their policies.  Using this strategy, there will be a fundamental 
transformation, eliminating gender biases, and redirecting policies so 
that they can contribute towards the goal of gender equality (Verloo, 
2001). Therefore, GM is needed to achieve gender equality and 
good governance in Malaysia which is measured based on women 
participation in the process of decision making in the organisation.

WOMEN PARTICIPATION IN DECISION MAKING

The number of women in corporate and political level is still small 
in many countries in the world. In some countries, statistically, the 
number of women in some high level position shows an increase 
trend. For example, in developed country such as the United States, 
women held only 18% of managerial and administrative position in 
1972, and increased to 46% in 2002 (U.S. Bureau of Labor Statistics, 
1982, 2002 in Eagly & Carli, 2003). However, according to Furst and 
Reeves (2008), only eight women hold Fortune 500 CEO positions, 
whereby less than 8% women are top earners, and only 14% women 
on the board in the United States. Although there is an increase in the 
percentage of women held managerial and administrative position, 
there is still very small percentage of women held a high level position 
in the organisation that predominated by men.

According to Yerkes (2010) in her study in Europe found that 
there is a high rates of women participated in labour market in most 
western European countries. Their study cover across the original 
15 EU member states which indicate that women’s labour market 
participation rose from an average of 55 per cent in 1990 to 64 per cent 
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in 2005, but men’s labour market participation decreased marginally 
from nearly 80 per cent in 1992 to 79 per cent in 2005.  

Total female populations in Malaysia are increasing in line 
with educational achievement obtained (refer Figure 1). However, 
those who hold high positions in organizations are still low. For 
example, the percentage number of women as director is still small 
and less than 10.50% in year 2001 to 2008 (refer Figure 2). Only 
10.10% women hold position as board member in 2001 and it slightly 
increase to 10.5% in 2002. However, the percentage of women on 
board decreases from 10.10% in 2003 to 5.30% in 2007 but slightly 
increase from 5.30% to 6.10% in 2008. Further, the percentage of 
women holding top management position in the corporate level such 
as President, Vice-President, CEO, Managing Director, Chief Officer 
and General Manager shows an increase trend (refer Figure 3). In 
2001, only 12% women hold top management position but it increase 
to 26% in 2008. Both Figure 2 and Figure 3 indicate a difference trend 
of percentage between women at the board and women holding top 
management position at the corporate level but overall, the percentage 
of women at the top level position is still small. Therefore, the question 
arise is whether women participation in decision making exist or not 
when the proportion of women holding top management position is 
very small. 

Figure 2 Women on the Board in Malaysia, 2001-2008

                      
Source: Survey by Ministry of Women, Family and Community Development, 
2008.                
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Although many policies designed to protect the rights of women, women in Malaysia are still expected to 
face discrimination in obtaining equal rights. Based on UNDP, one of the lacking factor is the need to 
have women participation in decision-making. Therefore, it is important to intensify efforts to promote 
the elusive goal of gender equality through a two-pronged approach. The first approach is the 
empowerment of women, through their economic and political empowerment, and through the promotion 
and protection of their human rights and fundamental freedoms as well as their involvement in decision 
making in the organization. The other complementary approach is to mainstream a gender perspective in 
all sectors of development and integrate gender concerns in the public policy agenda in line with the 
ECOSOC Agreed Conclusions 1997/2 and the recent ECOSOC resolution 2001/41. 
 
 

METHODOLOGY 
 
The study is based on qualitative interviews with eight (8) respondents that consist of three (3) women 
and five (5) men hold top management positions at two selected ministries, namely Ministry A and 
Ministry B. The respondents were interviewed using a structured and non structured interview 
questions. Findings from the interview are discussed in the following section to describe the actual 
practices of women participation in decision-making and gender mainstreaming in the organization. 
Ministry A was chosen as case study in this research because majority of their staff are female. Based 
on recent statistics, Ministry A comprise of 279,545 female staff as compared to 127,171 male staff. 
However, majority of the top management positions are filled by male staff. Therefore, the 
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Although many policies designed to protect the rights of 
women, women in Malaysia are still expected to face discrimination 
in obtaining equal rights. Based on UNDP, one of the lacking factor is 
the need to have women participation in decision-making. Therefore, 
it is important to intensify efforts to promote the elusive goal of 
gender equality through a two-pronged approach. The first approach 
is the empowerment of women, through their economic and political 
empowerment, and through the promotion and protection of their 
human rights and fundamental freedoms as well as their involvement 
in decision making in the organization. The other complementary 
approach is to mainstream a gender perspective in all sectors of 
development and integrate gender concerns in the public policy 
agenda in line with the ECOSOC Agreed Conclusions 1997/2 and the 
recent ECOSOC resolution 2001/41.

METHODOLOGY

The study is based on qualitative interviews with eight (8) respondents 
that consist of three (3) women and five (5) men hold top management 
positions at two selected ministries, namely Ministry A and Ministry 
B. The respondents were interviewed using a structured and non 
structured interview questions. Findings from the interview are 
discussed in the following section to describe the actual practices of 
women participation in decision-making and gender mainstreaming in 
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the organization. Ministry A was chosen as case study in this research 
because majority of their staff are female. Based on recent statistics, 
Ministry A comprise of 279,545 female staff as compared to 127,171 
male staff. However, majority of the top management positions are 
filled by male staff. Therefore, the identification of the existence of 
women’s participation in decision-making to ensure the rights of 
women as the majority of staff at the Ministry of A should be explored. 
Ministry B was chosen as the second organization for this case study 
due to the proportion number of female staffs involves in decision-
making is exceeded than thirty percents. In addition, the Secretary 
General of the Ministry is also a woman during data collection of this 
study is carry on. In addition, during the data collection conducted 
for this study, the Secretary General of the Ministry of B is a woman. 
Thus, both the Ministry selected for case studies in this study is very 
appropriate.

FINDINGS AND DISCUSSION

In this section, the present status of women participation in decision 
making and the existence of gender mainstreaming are highlighted 
based on the interview with eight (8) top management positions at 
two selected ministries, namely Ministry A and Ministry B.  As stated 
in Malaysian 9th Plan, Malaysia aimed to achieve the target of 30 
percent women involve in decision making group in the organisation. 
According to Ng (2011), the United Nation Development Program 
(UNDP) and Ministry of Women, Family and Community 
Development (MWFCD) had conducted research to measure the 
achievement of 30 percent women participation in decision-making 
in 2007. They have emerged with a strategy of action recommended 
through the plan, which is targeted to be achieved by year 2015. They 
found that women represent on average of 14 percent at decision 
making levels whether in public or private sector.

Based on the interview with Ministry A and Ministry B, result 
indicates that both ministries offer opportunity for women to hold 
higher position in management level and to participate as decision 
maker in their organisation. The requirement to hold the position as 
decision maker at top management level requires them to hold at least 
grade 54 and above (refers Table 1 and Table 2). This result indicates 
that the decision making structure in both selected ministries had 
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incorporated men and women as part of their decision making group 
without any discrimination. Everybody have equal opportunity to 
hold high positions and to participate in decision-making. Therefore, 
representatives from the women’s decision-makers can express their 
views in accordance with the needs of women employees. However, 
majority of top management position at Ministry A is held by men 
(refer Table 1), where this create imbalance of views and judgments in 
decision-making that favour male workers or the presence of bias to 
the man. For example, Mr. X claims that men always make faster and 
much better decision as compared to women who take time to decide. 
He adds that he prefers man to be his superior. This finding indicate 
that women and men have equal opportunity to hold high position 
as decision makers in the organisation, but men tend to have men as 
superior. Therefore, issues related to increase women participation in 
decision-making to represent there need is still minimal.

Table 1 

Premier Grade Officers in the Federal Civil Service by Gender at 
Organisation A (2009)

Grade

ORGANIZATION A

Women Men

No. % No. %

JUSA(Premier) I 0 0 1 0.3

JUSA(Premier) II 5 1 28 7.6

Professional and Managerial Officers 
(Grade 54)

- Department 46 13 55 15

- State Department 27 7 137 37.1

- Unit A 9 2 14 3.8

- Unit B 19 5 34 9.2

Total 100 27 269 73

Source: Human Resources Department, Ministry A. 
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This situation is acknowledged by the Deputy Secretary 
General of Ministry A as follows:

“Yes, it is difficult for me to comment. We have a big 
number of women staffs at medium and low levels of 
profession as compared with a small number of higher 
level staff who directly involved in decision making in 
the organization. Normally, women staffs probably tend 
to decline for promotion opportunity, but I’m not sure at 
all for certain” (Deputy Secretary General of Ministry 
A, 2010).   

However, based on Mr. Q’s opinion, women who hold decision-
making positions are mostly committed to attend meeting held by the 
organisation. He says,

“....lots of women, if you are referring to the decision 
making group then there are a lot of them involved, but 
if you ask me how many of them, then I couldn’t answer 
(Mr. Q, 2010).”

His statement regarding women is more committed to attend 
meeting showed that women are more committed in their work. Even 
men are majority number at the decision making group, the numbers 
of women attend meeting exceeded the numbers of the male. In line 
with Mr. Q, Mr. Y adds that eventhough the majority composition of 
meeting members are male workers, but the meeting outcomes are not 
gender bias:

“Well it depends on the composition members of the 
meeting, normally at higher level meeting, the gender 
composition is either balance or not (in some meetings 
more men); but the number of committee members of the 
meeting do not influence a decision (Mr. Y, 2010).” 

Meanwhile in Ministry B, the decision making structure showed 
that women exceeded the 30 percent mark set by the government. 
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Table 2

Premier Grade Officers in the Federal Civil Service by Gender at 
Organization B (2009)

Grade

MINISTRY B

Women Men

No % No %

JUSA (Premier) I 1 3 0 0

JUSA (Premier) II 0 0 0 0

JUSA (Premier) III 1 3 0 0

Utama (Premier) A 1 3 0 0

Khas (Expert) A 0 0 1 3

Utama (Premier)B 0 0 1 3

Khas (Expert)B 0 0 0 0

Utama (Primier) C 3 9 1 3

Khas (Expert)C 2 6 0 0

Professional and Managerial Officers 
(Grade 54) 8 24 15 44

Total 16 47 18 53

Source: Human Resources Department, Ministry B. 

 
Table 2 shows that the Deputy Secretary General of Ministry 

B is held by a woman and followed by other main administrative 
positions. This scenario is acknowledged by Madam F as follows:

“Well, we are being supported and of course mostly by 
women staff. At the top level in some other places, men 
are mostly the decision makers but here, women are the 
majority and as many as men in those places (Madam Y, 
2010).” 
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Apart from that, Mr. O also admitted that the structure of the 
highest decision making in Ministry B is majority consists of women.

“So, as far as I know, in the public sector, one of the 
prominent ministries, in terms of women in the top 
management is B. The Secretary General, Deputy 
Secretary and I would say that majority of the top 
management here are ladies; at least in the last two to 
three years ago (Mr. O, 2010).”  

Madam N states that majority of women composition at Ministry 
B’s top level decision-making structure has created a presumption 
that it is a feminine ministry. Therefore she stressed on the balance of 
gender in which men must also hold important positions among the 
women decision makers.    

“Actually, some said that at least one of the second posts 
should be held by man, instead of entirely women. But 
then people would say that the ministry has down (graded 
itself). (Four out of five personnel I’ve talked with are 
females). I don’t know. But (what) you (have mentioned 
about personnel) is another way around. ....30% of 
women as decision maker. In fact, it is 80% versus 20% at 
the top management. I (am) looking (at) that. Of course, 
the Minister and the Deputy are men, (include) them in, 3 
men and 4 ladies, (this is what) we heard people said, the 
Secretary General have also mentioned this a few times. 
People said that B is very feminine because of (many) 
women (in the ministry (Madam N, 2010).”

Further, Madam S says men are still the majority composition 
at the high level of decision-making. But, since an increase number 
of women hold the top positions level, she admitted that under 
certain circumstances, items discussed are prone to gender. However, 
she claims that any meetings regarding policy matters are not been 
influenced by gender issues. She adds that  

“…here there are considerable numbers of women at 
the top level (management). We make decisions during 
committee meetings, which is majority are men. So, all 
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decision is discussed among the committee members 
and we make decision not base on any gender except 
in certain matters where we give consideration. But in 
terms of policy making regarding any matters, we will 
exclude gender issues (Madam S, 2010).”    

Based on the interview above, the involvement of women were 
apparent in both ministries’ decision-making structures. Thus, both 
ministries have implemented good governance practices to include 
women participation in decision-making. However, the achievement 
of good governance in the context of gender equality issues is not 
just limited to women as representative at the top management level 
of decision making, but also as a substance. The person should able 
to play her roles as representative to women to highlight all issues 
related to women need. This also means that gender mainstreaming 
(GM) approaches is applicable in order to ensure a positive decision 
making is used in resulting gender equality. Therefore, this study tries 
to identify the utilization of GM approaches in the decision making 
process from both ministries as to answer the gender equality and 
good governance (participation) as highlighted earlier. Respondents 
involved for interview were selected from both genders to reflect the 
overall findings. 

Since majority of respondents in the interviews conducted 
not aware pertaining to the concept of GM, hypothesis for this 
situation then: there is no implementation of GM approach in their 
administrative routine. However, the findings indicate that the 
practice of GM occurs coincidentally among the decision makers and 
the details of the discussion are presented as follows:  

The GM approaches can be identified through discussion 
regarding gender issues in education which involves gender stereotype 
depictions in school students’ text books. The depictions are said to 
have instigated the culture of gender bias in the society’s daily life. 
According to Madam A, she has raised and discussed the issue since 
past ten years ago, as she quoted that. She also explained that it was 
discussed in meetings among the decision makers; 

“….I thinks it has been 10 years, more than 10 years…, I 
still remember the regulation that requires us to voice out 
inappropriateness and I myself comment on this matter 
that you cannot just assume……(Madam A, 2010)”  
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Mr. O has a general understanding about the concept of gender 
equality. For this reason, he has practiced indirect GM approach in 
the context of daily management at Ministry B. He ensures that the 
parking lot is safe and secure for the staffs to board their vehicles after 
staying for a late night work.  
 

“On the down side, working late till night is worrisome, 
it’s already 9 or 10 p.m, I have to go back. Safety sight 
(brightly lit). For example if she needs to go downstairs 
to get to her car. What’s published in the newspaper, dark 
parking lots? ... Safety reason! (Mr. O, 2010)”  

Meanwhile, Madam F believed that organization can use 
mentor-mentee system based on the same gender for the purpose of 
safety especially for women. Indirectly, gender equality has been 
taken into account in determining the mentors in an organization, as 
she adds that:

“The appointments of mentor and mentee should be of the 
same gender, woman and woman. It’s inappropriate to 
have a man and a woman. We try to avoid this, sometimes 
there are (negative) elements like complains on unwanted 
events (Madam F, 2010).” 

Madam N, on the other hand mentioned that some decisions 
should be taken based on gender. For instance, sending staffs for 
training in which she sometimes will have to take gender into 
considerations apart from skills and merits.   

“So to me, sometimes I guess, you have to look at the 
gender, to say appropriateness (Madam N, 2010).”

Based on the findings stated, it shows that indirect GM 
approaches occurred among decision makers in determining or 
conducting any action. However, only 3 persons in Ministry B take 
actions based on the GM approach as compared to only 1 in Ministry 
A. 

Next, based on the knowledge of the GM concept, it is 
presumed that decision makers did not used any form of GM 
approaches in the process of decision making during meetings at 
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their respective organizations.  However, the result shows that both 
ministries have women involvement in decision making process, but 
the implementation of gender mainstreaming approach in decision 
making process still minimum.

“Yes, for example during recent recruitment, only 19% 
of applicants were male and (the information) I have 
from my colleagues at the training division, the academic 
qualifications of female applicant is far higher than the 
total qualifications of the male applicants (Mr.A, 2010).”    

                
This discussion was conducted among decision makers once 

they found out about the critical shortages of male staffs. Indirectly, 
this situation has shown a concern on an impact derived from the male 
group whom previously made up the majority of the entire prominent 
profession in the context of human resource. Other than that, sexual 
harassment was also being discussed during the decision makers 
meeting. The discussion on this matter indicated that GM approach 
has taken place in meetings in both the ministries.

“We have discussed Ministry A policy recently and if 
anyone commits sexual harassment at workplace,, will 
face stern action and the severest punishment could be 
either suspension or dismissal (Mr. A, 2010).” 
      
“Yes. I hope to say so. In fact, for example in meetings 
or (when an) action to be taken against misconduct if it 
happen. We have notified this in black and white to all 
staffs in the organization, the ministry and its residing 
agencies alike (Madam A, 2010).”
      
“In the Secretary General (KSU is a lady) meetings we 
have explained that if a man makes an indecent approach 
on a woman that means sexual harassment. So I think, 
the top management at Ministry B is quite aware of such 
thing (Madam S, 2010).”

            
The two ministries pay considerable attentions on sexual 

harassment issues and it was one of the items discussed in meetings 
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among the decision makers. Ministry A is very concerned with this 
issue because it involves their core business. But as for Ministry B, 
attention is more likely because the Secretary General is a woman. 
The different scenarios showed that a woman who holds the highest 
position in an organization will indirectly perform a GM approach 
and be more receptive on gender issues. 

The issue of nursery for staffs is one of the important items in 
the workers support system. The research result found that such issue 
has been a topic of discussion among decision makers. However, 
this issue was brought forward by department meetings in each 
ministry.  
        

“Yes, we have (discussed). Let’s say there are some 
departments that need to be transfered, as we have 
reached the maximum capacity here, the staff must 
move to the new location, Cyberjaya for instance. We do 
provide nursery for the staffs’ children here, but since she 
has being relocated to Cyberjaya, we have to look upon 
her welfare, we have to take care of our staff, and this is 
one example (Mr.A, 2010).” 
                                
“It is true, in this ministry we have department meetings 
where we take into considerations opinions regarding the 
support (system), and this include nursery which receive 
top priority. We do have it here (Mr. Y, 2010).” 
      
“Yes, there was a discussion regarding Taska (Ministry 
A), we discuss this in branch meetings and at department 
meetings this issues was not discussed specifically but 
rather as items under the welfare heading (Mr. Q, 2010).”
      
“Yes, in fact there is a government policy on nursery in 
this ministry (Ministry B). But since the demand for a 
nursery from the staffs of this ministry is very low then 
we will request Ministry C to provide a bigger one so that 
we may share with them. Since there are only 10 requests 
from our staffs then it is not viable for us to provide one 
not even a business company will do so. ‘Economies of 
scale’ is impossible to obtain. Therefore we just share 
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with Ministry C as they have a spacious nursery (Madam 
S, 2010).”    
      
“There was an issue. Once it is said that a Taska will be 
opened to show appreciation to the lower staffs that have 
toddlers or babies but the idea was not being pushed hard 
enough. The Secretary General (Ministry B) then gives a 
go ahead. The space designated for that purpose was not 
approved by the Fire Department. I’m afraid conflict is 
inevitable (Madam A, 2010).”

 
The issue on nursery is seen as an obvious support for female 

workers. Therefore, both ministries brought this issue in the higher 
level meetings. However, providing nursery at work place is only at a 
minimum level which means that this issue is still in its infancy stage 
eventhough it has been emphasised in every term of the Malaysian 
Plan. 

The next gender issue in Ministry A that has been discussed 
in the decision makers meetings is regarding to the gender bias 
illustrations in the school text books. 
 

“We have, that is why we take the public’s opinions into 
account in our meetings, our ethics values, and of course 
the responsibilities in a marriage and family. It is a woman 
who performed these responsibilities and that’s why the 
pictures were illustrated in such ways (Madam A, 2010).” 

 
This is one of the feminist issues that are debated at international 

level. The research finding proved that Ministry A has taken serious 
attention on this issue. Actions were taken to reduce the stereotype 
illustration in the text books. Implicitly, a GM approach used in this 
matter has left a positive effect upon the action on the Ministry policy. 

Then, the issue on the security of workers was also discussed 
by Ministry A’s decision makers. 
       

“Security, lodging, food, cultural suitability and as 
such are elements that we consider once young trainee 
completed their training in the Peninsular. They might 
probably face difficulties to adapt to the new surroundings 
(Mr. Z, 2010).”    
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Security issues on women in Ministry A’s core business has 
once been a main issues in Malaysia. They have been working on 
the best solutions to solve this problem. However, the shortcoming is 
apparent due to shortages in the numbers of male staff. 

The needs for additional facility have been fulfilled in Ministry 
B, proven the indirect practice of GM approach. The discussion is 
regarding to shortages of women washrooms.
    

“We have, most of the time we only focus on policy, erect 
buildings and we have never thought about the future 
trends, women exceeding men. Even in the public service, 
the top management, the lower level, the teachers, I’m 
not sure about universities lecturers, the universities 
students, mostly are women. We have to think at least for 
another 5 years, the graduates which mostly consisted 
of women; they are entering the job market and work in 
buildings. When we talk about toilet, 5 for gents and 5 for 
ladies but the number of female staffs is increasing and 
finally we have to say that we have to reduce the number 
of gents’ washrooms (Madam S, 2010).”     
    
Basically, GM approaches occur among the decision makers 

in the decision making process. However, the approaches used are 
deemed indirect as they do not comprehend the actual meaning of the 
concept. Therefore, the writer assumed if they were exposed to the 
concept of GM by the Gender Focal Point, the approach will be easily 
applied to suit the current needs of the organizations.

SUGGESTIONS

The result of this study shows that there is women participation in 
decision-making at the top level of management in both organizations. 
This support the notion that women have right to represent their 
interest through participation in decision-making. Besides, this also 
shows that the existence of good governance practices which is based 
on women participation in decision-making (Siddiquee & Mohamed, 
2007; UNESCAP, 2009). Further, there is also gender mainstreaming 
practices occur in both ministries. However, the implementation and 
its existence are still at a very minimal level. The main factor that 
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contributes to the result is the understanding of the concept gender 
mainstreaming.  The finding of the study shows that the respondent 
not aware and understand about the concept of gender mainstreaming.  
This finding in line with the statement by Donaghy (2004), Daly 
(2005) and Polri (2008) who believe that the implementation of 
gender mainstreaming can be coincidently exist without awareness 
and understanding about the concept. Daly (2005) points up that the 
implementation of GM actually depending on the understanding of 
the concept.  

Finding of the study related to the government roles in 
implementation or exercising relevance policies to encourage gender 
equality through gender mainstreaming is still limited. The next 
factor is the role of government that have not been so serious in 
implementing policies and programs that are appropriate to achieve 
gender equality. For example, according to the report committee of 
Convention on the Elimination of All Forms of Discrimination against 
Women (CEDAW), the government has not incorporated the CEDWA 
Convention into national law. There is no gender equality legislation 
in place providing for the comprehensive realization of substantive 
equality of women with men in both public and private spheres of life. 
Therefore, the public sector is not paying enough attention to include 
gender issues in their organization agenda. So, the main proposal 
to be addressed by the government is to enhance the promotion of 
gender issues especially women participation in decision making and 
gender mainstreaming to achieve gender equality. Government should 
emphasize on enhancing the promotion and delivery of information 
on gender issues to both private and public sector organizations to 
achieve gender equality.

There is also the need to correspond Beijing Declaration 1995 
in term of comply with the GM requirement. Malaysia has introduced 
30 percent quota of women should be in decision-making in the 
public sector under Sixth Malaysia Plan in year 1991 (Economic 
Planning Unit, 1991).  However, in year 2010, government still raise 
the same issue when the Tenth Malaysia Plan is very vague about the 
government effort to increase the participation of women in decision 
making (CEDAW, 2012).  The Tenth Malaysia Plan states that 
Malaysian government should increase its efforts to achieve a quota 
of at least 30 percent of women to participate in decision-making 
positions (Economic Planning Unit, 2010).  However, there is no plan 
of action and no concrete timeline set to achieve the target (CEDAW, 
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2012).  Hence, the government should provide the solid plan of action 
to ensure the increase of the women as decision maker and achieve 
the target that support gender mainstreaming and gender equality in 
Malaysia.

 
CONCLUSION

This paper focuses on women participation in decision-making 
and gender mainstreaming approach as a part of good governance 
practices.  To discuss this topic, a case study at selected two government 
ministries was selected to find the answer.  From the finding, both of 
the ministries have involved women as decision makers.  However, 
majorities of respondent cannot understand the concept of gender 
mainstreaming. Even though, they did not understand and were not 
aware of the gender mainstreaming concept, but they did practice 
gender mainstreaming approach in some of their task. Furthermore, 
the approach is limited due to unclear instruction draws by the 
government. Overall, this paper focuses on the question of women’s 
participation in decision-making process in the organization and the 
implementation of gender mainstreaming as to measure the existence 
of good governance practices. The importance of measuring women 
participation is significant as women contribute to a high percentage 
of total employment and economic development of the country. The 
study concludes that participation of women in decision making 
process at the top level enhances the quality of good governance 
in Malaysia. It also reveals that women have wide opportunities to 
participate in decision-making process. On the other hand, there 
is still work to be done in gender mainstreaming issue because the 
percentage of women at top management positions is still limited.
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