
 
Annex F: Situation analysis report- Gobabis  
 
Country: Namibia 
Date: 1-2 June 2010 
Name of municipality: Gobabis Town Council 
 
Synopsis  
 
The Centres of Excellence for Gender Mainstreaming in local government seeks to ensure that 
councils are identified across the region, and worked with closely to ensure their process of 
getting gender on their councils agenda. 
 
This process will take place through various interventions that will include policy 
implementation, capacity building through on the job training, monitoring and evaluation. This 
process will also include us working closely with our local government associations, with whom 
we have close links.  To ensure and assist councils with gender mainstreaming within their 
programmes. 
 
The first stages of the COE deals with Meetings with  Council and management team. 
During this stage key municipal councils need to be identified that have Gender and GBV 
Action plans that would like to work with GL around council level policies and action 
plans around gender - and a GL country facilitators will engage councils around hosting 
meetings with management teams of these councils to get buy in and support for the 
policy and action plan process.  
 
At Stage 2,  deals w ith Situational Analysis – During this stage country facilitators 
need to do situational analyses of the identified councils, i.e. they need to define and 
interpret the state of the council wrt to gender issues, e.g. where gender is on the 
council's agenda in terms of gender mainstreaming across departments and 
programmes, etc. 
 
 
Why does this municipality have an interest in developing a gender policy?  
The Council has already half way implemented GAP. They received their report of GBV 
Action Plans as well and is  keen to engage with all Actions plans there.  
 
 
Strengths: 
Gobabis Municipality and Council is one of the only Councils that have implemented 
Gender Action Plans-GAP and now GBV. I have recently sent them the GBV Action Plan 
report, which they are trying to domesticate there. Gobabis also has a   Gender 
Champion. The Human Resource Manager is facilitating gender related issues there. 
 
 



Challenges: 
Although GAP and GBV Action plans are in place, no specific budget allocations are 
made. Gender programmes are run from the  from the contingency fund . The meeting 
was held at the time all Local Authorities by instruction from the line Ministry, Local 
Government, Housing and Rural development were auditing them. The Town Council is 
looking forward to any contingency monies to help facilitate the process at the town 
 
 
Results of gender score card  
Area assessed  Score  

Council  
Score GL  Agreed 

score 
Policy framework  34 20  
Governance 
 Representation 
Participation 
Public participation 
   

79 50  

Gender specific programmes  45 19  
Mainstreaming gender into 
existing programmes 

50 25  

Employment practises and 
environment 

52 45  

Gender management system 10 5  
Overall     
 
 
 
SITUATION ANALYSIS 
 
Policy framework 
 
Governance  
 Representation, Participation and Public participation the indications are that both men 
and women ar equally  contributing to  Councils meeting and beyond. 
 
Representation 
Women are  well represented in  strategic positions in the Council.. The Council consist 
of  seven members of which three are women. They  occupy in Council deputy mayoral 
and chairperson of the Council Committee. 
.  
 

REPRESENTATION OF WOMEN IN COUNCIL 



  
 
 

 
 
 
 
 
Participation 
  
The results indicated that there was an equal amount of representation of both women 
and men in the council, and the score in this category indicated that there are more 
men than women in the council.  
  
Public participation 
 
There was an indication that public participation between men and women is fairly 
equal. Their meetings report indicated that  women are more  vocal issue sof women 
and gender. 
 
PLANNING 
To ensure that targeted planning and service delivery takes place in the council women 
are consulted equally in policy-making processes. Ensure strategic objectives of the 
Council explicitly mention gender. 
 
 
MAINSTREAMING GENDER INTO EXISTING PROGRAMMES 
 
The economy and job creation 
 The council has a local economic development plan that targets women entrepreneurs 
as key beneficiaries. Facilitate development and entry of women into the tourism 
industry e.g. Provision of land to women in the industry. 
 
Procurement  
To ensure that women benefit equally from the procurement process which they have 
historically been excluded from. The council has a procurement policy that sets a target 
for increasing the number and value of contracts received by women Implement and 
monitor quotas for women for the awarding of council contracts. Although the policy is 
not gender friendly in its totality, it is trying to bring the women as main beneficiaries, 
but does not say how much women will gain through this policy. No sex disaggregated 
data  exist at this point in time. 
 
 
 

     MEN WOMEN TOTAL 
4 3 100% 



Housing  
To promote the equal rights of women to land tenure, the  Council/Municipality uses, 
Land delivery and Land Management  Policy. Through this policy Housing  is  provided. 
In terms of housing and Land distribution there is no sex disaggregated data. Housing 
is another means of empowerment for women. But this policy is blind in terms of 
affirming  women as a disadvantaged group’ The council keeps sex disaggregated data 
on title deeds. To ensure that women’s needs are taken into account because they are 
mostly affected by inadequate housing 
 
Utilities 
Services such as water, sanitation, shelter, road infrastructure  are basic need for 
women, but there is no data that shows women  nare the main beneficiaries or data 
how many women access these services. The Council has no sex disaggregated data on 
who has access to basic services i.e. male and female headed households.  Women are not 
involved in the planning, management and maintenance of these services and facilities. 
 
Electricit 
There is no data existing, who access these Services that there is a clear sex 
disaggregated data that indicates the equitable, representation of women and their 
accessibility to these utilities and facilities.  
  
Transport 
Planning for transport is important for women to participate as roads leading to where 
they are located need to be clearly stated.Findings also showed that there is a lack of 
consultation of women, in terms of transport services that are available to women.  
 
Health 
HIV and AIDs policy is in place at the Gobabais Municipality. Its states in its background 
information that HIV and AIDS epidemic poses one of the greatest challenges to service 
delivery in Namibia. In the policy, it is stated that, the Council/Municipality commits 
itself to creating a non-discriminatory and caring environment in order to provide for 
long term mitigation of the impact of AIDS.  It is further stressed that the purpose of 
the policy is to provide, the Council with policy guidelines  which is to ensure uniformity 
and fair approach  to the effect prevention of HIV and AIDS amongst the HIV positive 
employees living with AIDS. The Policy also addresses gender equality.  
 
It says discrimination against and explotation of women promotes promotes the spread 
of HIV and AIDS, also women are more often adversely affected by the pandemic than 
men. The Council should put in place rules of preventing gender discrimination and 
sexual coercion and abuse. Important to note here is that the Council/Municipality will 
review this policy on regular basis to take account of Ensure that council keeps gender 
disaggregated data on HIV/AIDS. 
 
 



 
Environmental health 
 
Women be the main beneficiaries, consultation does not happen. Issues such as Water, 
sanitation, Refuse collection and  disposal are not taking place in the Council. 
 
Environment and protection 
This si area where women are absent in big numbers. Women are  always not 
consulted in this regards and they do not benefit from these services. 
 
Social development 
The council keeps sex and age disaggregated data on the use of existing facilities, e.g. 
retirement centres, community centres, libraries and Women, girls, men and boys 
benefit equally from budget allocations for sports and recreation facilities.There is no 
proper records that the council does  keep sex and age disaggregated data on the 
usage of existing facilities.  
 
GENDER SPECIFIC PROGRAMMES  
To address issues of safety within communities that affect women disproportionately,all 
streets should be named so that emergency services can locate women who call for 
assistance. The Council  has participated in Genderlinks 2007/8/9/10 GAP,GBV Action 
Plan as well as COE programmes. These programmes will continue until such time the 
Council is well equip with materials as well as documents  and skills development  of 
Councilors and management cadres. In its Strategic Plan 2008/12  the Council has 
prioritized gender  balance as a core function of  empowering women.  
 
Educare 
 
 
The findings from the gender scorecards indicated that there was an indication of 
council involvement with educare and development, further more the council is 
committed to supporting early childhood development, in conjunction with relevant 
government and civil society stakeholders.  
 
Gender based violence (GBV) flagship 
 
According to the findings of the scorecard there is no established relationship between 
the community and the police but the issue of safety was highlighted as this scoring 
was lower.   
 
Sexual Harassment Policy 
 
The council has developed a sexual harassment policy, which is committed towards 
creating a work environment where the dignity of employees is upheld. (See –Sexual 



Harassment Policy-Annexure C) Sexual harassment would be defined as behaviour that 
includes persistent, unsolicited and unwanted sexual advances, and the municipality has 
taken strong measures to dealing with issues of sexual harassment. 
 
 
EMPLOYMENT PRACTICES AND ENVIRONMENT 
 
Selection and recruitment 
The Council has a recruitment policy in place. The policy says  further that it shall all be 
read in conjunction with the conditions of service, all internal policies and the 
Affirmative Action Plan. The Policy speaks in volumes of non discrimination, but is not 
specific to women. But the policy says that Affirmative Action will be considered. But  
does not say how. 
 
The Council policy stated that ,”Consistent with the needs of the Gobabis  Municipality 
and taking into account the Policy of Affirmative Action as enshrined in the Constitution 
of Namibia, the Council will maintain a manpower development program aimed at 
developing the potential  of all employees as well as redressing former racial and 
gender imbalances by concentrating on the marginalised groups during recruitment. 
 
 
The results reflected in the table below  indicate, that the current high-level workforce 
profile is male dominated. Women only outshined in Secretarial jobs.  
 
Composition of Staff 
CATEGORY No of 

women 
% No of men % 

Top 
management 

2 33 6 67 

Senior 
Management 

5 26 14 74 

Professional 6 13 39 87 
Secretarial/ 
clerical 

59 74 21 26 

(See Employment Workforce Profile-Annexure B) 
 
The above results, give an indication in terms of the employment trend. Men are 
employed within senior management level, and the majority of women are located 
within the secretarial/ clerical division. 
 
This division is separated/ categorised in a gendered manner, i.e. - what is seen as 
women’s work- secretarial vs. and men’s work- managerial. 
 
 



Capacity building- training  
To ensure that training is done to educate all employees and community groups on 
gender Diversity and gender training is provided for both men and women in the 
council, at all level and is done systematically.The results from the score card indicated 
that the council does have capacity building initiatives however the score in this section 
was average. Suggesting that perhaps the capacity building and training that does take 
place, would have to be analysed to establish who the main beneficiaries are 
 
Career pathing  
Council should have a staff development plan and this should be adequately planned 
and budgeted for To educate and train women employees, who have previously been 
disadvantaged, by implementing capacity-building and mentoring programmes so that 
they may be  empowered to perform their job functions and map their intended career 
paths.The results indicated that there is a lack of a clear career pathing in terms of 
growth opportunities available for men and women within the council. 
 
The council does not have an affirmative action plan in place though there   may be 
recruitment strategies that have been put it in place. With the absence of an affirmative 
action policy in place, these recruitment strategies may not necessarily be adhered to.  . 
The poor representation of women within the council could also be due to 
organisational culture, which often tends to be hostile to women’s life patterns. 
 
Working conditions and environment 
 
Findings further indicated that the council has been making means to ensure that there 
is a working environment that aims to adopt, and implement measures that will ensure 
positive representation of women and men  
 
 
GENDER MANAGEMENT SYSTEM 
 
Gender structures 
The council has set up a gender structure, including a gender focal person, which has a 
budget and is empowered to do its work. The score indication here illustrated that there 
is a gender structure within the Council, and there is an appointed gender focal person 
within the council. The gender Champion is  at the very influencial level as HR, to carry 
out issues related to gender at the Council. The Champion has also received training 
from GL for proper carrying out of Action Plans and programmes at Council. The GFP is 
prt of the  her job description, but successfully executing issues related to gender. All 
Councils received training from GL at Gobabis and beyond. 
 
Budgets 
Research findings, indicated that the Council does not have a clear  gender budgeting 
lines to address gender equality in service delivery. But the Council is on record for 



having implemented many of the  programmes introduced by GL, like GAP &  GBV 
Action Plans. There is also no specific budget to  for promoting employment equity. 
 
Monitoring and evaluation 
Monitoring and evaluation systems are in place within the council. 
 
Political profile and champion 
The results indicated that the Council does give gender issues a high political profile, 
and that there is a gender champion within the council. The Human resource manager 
acts an a gender focal person. 
 


