
GL’s methodology continues to be
a strong one:
� Finding a niche.
� Conducting activist research that

straddles the media/academic
divide.

� Picking up on key strategic
issues.

� Running pilot projects, especially in our home base.
� Developing training materials and advocacy tools in a

collaborative way.
� Working with partners to develop local capacity and action

plans.
� Developing synergies that sustain our work.

The local government project is a particularly good example of
this model. One of our challenges is to ensure this level of depth
to all our work. In seeking to rationalise our work in the future,
we need to move more towards fewer activities that are carried
through from research to action.

South North Cooperation
While GL continues to have a
strong focus on Southern Africa,
its research, training and
knowledge resources attract
attention both north and south.
As a later section of this report
details, the Gender and Media
Diversity Centre (GMDC)
provides a way for responding
to the many diverse queries that
are received by the office, as
well as forging more meaningful
partnerships between north and
south.

In 2007, the Norwegian
Council on Africa (NCA)
that supports our gender
justice work invited GL and GEMSA to run a workshop for
Norwegian NGOs in mainstreaming gender in their work and
designing communication campaigns around these efforts.
In 2008, the Swedish International Development Agency (Sida)
invited GL to share experiences on developing communication
campaigns around development concerns. We continue to grow
and widen our horizons through such experiences.

As our programme has expanded, our human and infrastructural
base has also grown.

Physical resources
The GL house is truly the best investment GL has made
with reserves generated from its own resources. We finished
paying off the house soon after the 2007 Board meeting.
We faced a mishap over the Christmas holidays with a burst
pipe that caused extensive damage. An up-to-date insurance
policy, quick crisis management and good team work minimised
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      007/2008 has been a year of growth but also of consolidation.
Amidst the constant rush and bustle that is GL we have put
considerable effort this year into strengthening our human
resource base; developing long term programmes like the
Gender and Media Diversity Centre (GMDC) - our new
knowledge creation and dissemination centre; building networks,
alliances and coalitions. These speak to a better balance between
short term and long term; activity and process; outputs and
outcomes.

We have been guided by our three year strategy that in turn
came out of an organisational evaluation in 2006/2007. As this
is the first year of implementation, I will present my report
according to the strategic priorities determined by the Board
in this document, referred to in the preceding report by the
Chairperson.

Programme of Action
Our POA may be divided into our core programmes, and the
emerging advisory services portfolio. These are reviewed in greater
depth in the programme review. I will highlight a few key successes
and strategic directions that we are taking:
• Over this year GL has stepped up its involvement in the SADC

Gender and Development Protocol campaign that provides
key targets and indicators for all of our work.

• In the Media Action Plan (MAP) on HIV and AIDS and Gender,
about half of the 218 newsrooms targeted for HIV and AIDS
and gender policies are now actively involved in the process;
one third have drafted or adopted policies. This programme
has few parallels; it is unique.

• Venturing through MAP into Francophone countries has
opened an exciting new landscape and languages, so much
so that GL is now establishing a small office in Mauritius to
service the needs of its programme work there and in the
Francophone countries of Southern Africa.

• Serious engagement with media regulators on developing
gender policies. This will be strengthened by the Gender
Protocol.

• The GMDC, launched just before the 2008 Board meeting.
• Media literacy, now extending from pilot projects in South

Africa to four Southern African countries.
• Ground breaking research on Glass Ceilings in newsrooms;

Gender and Advertising; Gender and Tabloids.
• Cutting edge work on gender action plans at local level

flowing from our research study, “At the Coalface, Gender
and Local Government.”

• Extension of this research and roll out to 8 more Southern
African countries.

• Strengthening of gender justice campaigns through National
Action Plans (NAPS) in six countries and rolling out these
plans this year to four more countries.

• Following up on the NAP’s with strategic communication
training and strategies that place a focus on stepping up
preventive efforts. Developing indicators for measuring gender
violence in line with the SADC Protocol.

• The visit by the Ama Bruxa Culture group formed by a local
government councilor in Southern Namibia in December; an
excellent example of the governance and justice programmes
working together to give one of the most memorable human
faces to the work that we do.

Executive Director’s Report
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Guro Almas of the NCA at the NCA/GL
workshop in Norway.

Photo: Colleen Lowe Morna

Institutional growth and development

By Colleen Lowe Morna
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the disruption and helped to get us back on our feet with some
gains, like new carpets, painting and furniture.

Some important extensions and additions during the year included:
� Converting the board room into a multipurpose room and

library and home of the GMDC.
� Digitising of all our clip files; over 2000 gender and media

related newspaper articles. These are being categorised using
the VRC database to go up on our website and become a
public resource.

� Converting the paper storage room into a computer room for
the GMDC.

� Further office partitioning to accommodate more staff.
� In November, Exco approved an extension to the building

that has provided an extra office, and more attractive premises
for GEMSA, which rents offices from GL.

� Installation of a generator and gas heating to overcome the
effects of electricity power cuts.

Human resources

Staffing
The Board set key targets for boosting staff capacity in 2007/2008.
During the year, we lost one staff member and gained four, giving
us a staff complement of 13. This puts staff turn over at 7%; below
the accepted (and healthy) norm of 10%. The gains made are all
at a senior level, including a deputy director and manager of the
GMDC. The post of finance and administration manager has
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been elevated to a full time post. Our part
time finance manger has been promoted to
internal auditor.

Other human resources
GL continues to run a vibrant internship
programme, with four interns at various times
this year, including an intern from the
Netherlands seconded by one of our donors,
NIZA. In general, these experiences have
been mutually beneficial. We also outsource a large amount of
work; the financial analysis later in this report shows that our HR
costs are split roughly evenly between staff and consultants. This
is how we are able to work across the region. We are also fortunate
to have some excellent and dedicated service providers, like
Gemini concepts, who do our design and layout, labouring long
and hard hours to ensure we meet our standards and our deadlines.

Personal growth and development
Like many NGOS, GL provides opportunities rare in the private
and public sectors for personal growth. Interns are given
responsibilities well beyond making the coffee (many comment
on this). We have staff members who have moved from
housekeeping to clerical, and administrative to programme work.

I would like in particular to comment on the emergence of a
strong middle management team. This is one of the goals we set
for ourselves as we sought to recruit a Deputy Director. The goals
included fund raising targets, financial reporting and accounting,
as well as decentralising liaising and managing donors. Very
considerable progress has been made on this front.

For example, the Justice Programme Manager and Assistant
Director secured three year funding for her programme to continue
when the Norwegian grant ends this year. Good performance in
the governance area also played a significant role in securing
additional DANIDA funding for the media work.  This sharing of
responsibility for fund raising and accounting is a trend that must
continue to be encouraged.

Mentorship and capacity building:
This programme has started to take shape, and IT training in
particular continues to forge ahead. While we need to strengthen
these programmes we also need to develop a culture of self
learning; that is taking the time to learn from our mistakes. Many
tensions arise from mistakes that are repeated; this applies
especially to financial management; editing and productions. It
is important to read through and internalise why changes have
been made; it is the only way that all of us who write regularly
have learned to write. Solutions like hiring editors and proof
readers are only part of the answer. Certain basic standards  need
to be met, not only for the organisation but also for personal
growth and development.

Effective decentralisation and sharing of responsibilities: As GL
grows its work needs to be devolved into units, and the
PAS of senior managers adjusted to ensure effective
sharing of the management load.

Succession planning: An important issue
raised in the evaluation and an objective set
for this period is to ensure more effective
succession planning. The country we work
from (and many of its neighbours!) are a
good reminder of why we must pursue
this strategic objective vigorously!

Driving personal change

N a n cy  Pa d a r e
jo ined  GL  a s
housekeeper. She
quickly learned to
type, use E Mail,
r ecep t ion  and
cler ica l  sk i l l s .
Padare has since
been promoted to
Receptionist and
House Manager.
Described by one
of our partners as
the “salt of GL”
Padare manages the
maintenance and
construction work at the GL house. She also runs our catering
service. This year, Padare and several GL staff are taking
driving lessons. The race is on to see who will get their license
first!
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By Loveness Nyakujarah Jambaya
Assistant Director

GL management and staff have embarked on a wellness programme
to promote a healthy work environment while maintaining a balance
between self (private) and work. An organisational analysis conducted
by a human resources specialist in 2007 showed that Gender Links is
essentially a winning team that strikes a relatively good balance between tasks
and maintenance of the team and individuals. But teams need constant nurturing.

Key issues
Two human resource consultants commissioned to evaluate the GL team in 2007 made the following comments:
• Intellect, engagement and vitality of the group.
• Reflective, open, direct.
• Sense of personal and professional development.
• Proud to be part of the first class work of the organisation.
• Organisation helps people to go beyond themselves, grow, develop, be more confident, feel like a winner,

and commit to purpose of the organisation.
• Members of the team are more than ready to engage in the process

They recommended that management:
• Ensure positions are filled with the right people; skills and organisational (ability to work under pressure;

commitment; personality; resilience).
• Institute an induction programme.
• Conduct a job evaluation to ensure a fit between staff competencies and requirements of the job; identification

of gaps; capacity building.
• Develop a wellness programme.

What is wellness?
Wellness is generally used to mean a healthy balance of the mind,
body and spirit that results in an overall feeling of well-being1 (2008,
Wikipedia). Dunn (196, p. 4) defined wellness as "an integrated
method of functioning which is oriented toward maximizing the
potential of which the individual is capable. It requires that the
individual maintain a continuum of balance and purposeful direction
within the environment where s/he is functioning."2

The determinants of being well are demonstrated by Mmatshilo Motsei’s
Wheel of wellness presented at one of GL’s early wellness sessions.

Motsei challenged staff to rate themselves on a scale of one two ten on all these determinants, with zero being
the centre of the circle and ten the perimeter. Staff were then asked to join the dots. Many strange shaped circles
appeared as we realized that there are some aspects of our wellness that we have been ignoring.

The wellness programme is still in its infancy, but so far the following steps have been taken:
• Wellness Committee created: Chaired by the Assistant Director, the Wellness Committee comprises the

Executive Assistant, one representative from GL and a representative of GEMSA (because we share premises).
• Wellness policy adopted:  The wellness policy drafted by the committee was adopted by the Board in March

2008 and is found in GL’s Policies and Regulations.
• Wellness sessions on identified needs: The Executive Director conducted a session on time management and

Motsei ran a session on wellness for the Board and staff that led to a “walking for wellness” exercise. The
Board meeting resolved to mainstream wellness into GL activities. Several topics have been identified (see
next steps).

• Fun activities: Fun activities included going to UMOJA at the Victory Theatre; lunch at Moyos and a visit to
the zoo (see photo on back cover).

Next steps
The work plan will emerge from the organisational needs and interests assessment exercise that is being

carried out internally led by the Wellness Committee. This will inform the work plan and budget for
2008/9. Areas that have been identified include:
� Effective communication; conflict resolution; stress coping skills.
� HIV and AIDS – effects in our lives
� 360 degree feedback
� Assessment of mentorship programme; process overall
� Gender and the workplace.

Working for wellness

1. 2008, Wikipedia the free
encyclopedia;

http://en.wikipedia.org/wiki/Wellness
_%28alternative_medicine%29

2. Dunn, H.L. (1961). High-Level
Wellness. Arlington, VA: Beatty Press.
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The evaluation stressed the importance of maintaining and
strengthening our Monitoring and Evaluation system,
described as a best practice. All our funders are requiring
sophisticated M and E systems that can generate data to
demonstrate institutional health; outputs, outreach and
outcomes. We have made it a point that we need one strong
and unified M and E system, rather than individual and
project-based systems. The following is a brief description
both of the systems as well as the indicators that we
generate.

M and E Systems

Internal systems
GL has a well developed internal M and E system that
includes:
� A three year strategy with objectives, targets and indicators.
� Annual board meeting that decides broad strategic direction.
� An annual action plan that translates this into concrete

programmes.
� Detailed trimester plans, agreed at review and planning meetings

that take place every three months.
� Staff PA’s that are adjusted every trimester depending on specific

work.
� Staff evaluations three times a year before review and planning

meeting.
� Annual 360 degree feedback for all staff members; in the case

of ED and managers including external inputs.
� Bimonthly staff reports and plans.
� Composite bimonthly plan drawn up by ED.
� Monthly systems reports: finances; MAP; commentary system;

website and database stats; media queries.
� Bimonthly staff meetings in alternating weeks

Other systems used include:
� Team assessment tools.
� Time use and management assessment tools
� The MM wellness wheel.
� Partner assessment tool.

External systems
In addition to these internal mechanisms, GL is regularly externally
evaluated in the following ways:
� We administer evaluations after each workshop we conduct.

These are contained in our workshop reports.
� In 2007/2008, GL submitted 23 donor reports.
� To qualify for most funds these days, NGOs we are required

to satisfy long lists of requirements aimed at ensuring solid
governance and systems, such as the check recently conducted
on GL by KPMG on behalf of DFID before funding could be
recommended.

� Regular donor evaluations, such as the team of
independent consultants who have been evaluating DANIDA
funding.

� Requirements by some donors for external evaluations to be
conducted of their individual projects.

� The five year external evaluation conducted in 2006/2007
through the collaboration of two GL donors that GL intends
to institutionalise going forward (this will be built into our
funding agreement with DFID).

� The research that we conduct, e.g. on the impact of GL’s work
with the media during Sixteen Day campaigns; media
monitoring; governance research.
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Monitoring and evaluation

Table 3: GL Workshop Statistics 2007/2008

Gender and media
Gender Justice
Gender and governance
Advisory Services
Networks
Total
Prior year

M
329
376
239
16
11
971

F
526
687
360
90
50

1713

%M
38
35
40
15
18
36
39

%W
62
65
60
85
82
64
41

TOTAL
855
1063
599
106
61

2684
2255

%TOTAL
32
40
22
4
2
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Figure one:
Measuring team health

Qualitative indicators
These include:
� Feedback on our work; partners; website.
� Queries that we get.
� Awards and recognition.
� Analyses of progress being made in our areas of work.

Team indicators
Figure one is a compilation of the results of a questionnaire that
measures perception of task against maintenance within the team.
The quadrant can be divided into four: high maintenance and
low task is referred to as the “country club” organisational culture;
low task and low maintenance the “impoverished” culture;
high task and low
maintenance the
“ swea t  shop”
culture while high
task and high
maintenance are
referred to as the
“winning team”.
The results show
most of GL pulling
in the direction
of the winning
team, but the few
gravitating towards
the sweat shop
is an indicator of
the need to keep
w o r k i n g  o n
balance and avoid
burn out.

Institutional indicators
There are several examples from recent funding applications and
grant evaluations of the kinds of institutional indicators that every
NGO must be able to demonstrate to be able to survive. These
are, fortunately, also indicators to which we subscribe, that are
well laid out in GL Policies and Regulations, as well as the set
of standards that accompanies this. A few examples include:
� Minutes of Board and Exco meetings.
� Three year strategy and annual plan.
� Annual budgets, with budget lines for each donor.
� Annual audit and management letter.
� Up to date company registration.
� Evidence of all statutory requirements being met.
� Register of all donor contracts.
� Register of all staff and consultant contracts.
� Updated policies and regulations.
� Manuals on all IT and other systems.
� E filing; passwords and back up.

Output indicators
There are several output indicators. These include:

Participation in GL activities



Opinion and Commentary service usage statistics
Another outreach measure is the data we gather on the number
of Opinion and Commentary Service articles that we distribute,
the extent to which these are based on existing and new writers,
and the different types of ways in which the articles are used, as
detailed later in the report.

Other queries
Through the GMDC (see later section) we are documenting the
queries that GL regularly receives and responds to. These include:
speaking engagements; donors drawing on our expertise; reference
groups for research; research queries; visiting scholars; links;
partnerships; networks and campaigns that continue to give GL
“large footprints”. They also underscore why it has become so
vital to develop a knowledge centre so that we can address these
kinds of requests more effectively.

Impact indicators
GL and partners are working towards repeating the GMBS that
gave us the gender and media baseline data on which we premised
our work in 2009/2010. The study will be expanded to cover
many more aspects; especially an in-depth look at HIV and AIDS.
The Francophone project that involves a baseline study has given
us the opportunity to start testing different parameters for this
research.

This research is already telling us something about our work
outside South Africa where we do regular spot monitoring. The
study includes Seychelles - part of the original GMBS. There, as
we have been observing in South Africa, the proportion of women
sources is up from 19% to 26%. It’s a basic but telling measure.
The GEM summit in August will gather new and interesting case
studies, especially on citizen engagement through media literacy.
This will also be important for M and E.

This year, we will again start conducting newsroom training for
elections and this will give us a wealth of data to update our
governance statistics. Part of deepening the NAP process is
developing a “basket” of indicators for GBV aligned to the SADC
Protocol. As part of deepening that campaign, GL will also be
coordinating an annual gender equality and justice barometer
to reflect on progress in reaching the targets set by the Protocol.

I wish to thank several staff who have assisted in preparing the
rich data for this report; the Board for the wise direction it has
provided and to our partners without whom our small steps would
be little footprints. We look forward to taking even greater strides
together in the coming year.

Colleen Lowe Morna
Executive Director
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Table s is a summary of GL events and activities contained at the
end of this report. It shows that:
� GL hosted or co-hosted 77 workshops; seminars; dialogues

and events; 44 in South Africa and 33 is other countries across
the region.

� These events and activities involved 2684 people (an increase
of 19% over last year).

� Participants included 36% men (slightly down from 39% last
year) and 64% women.

� At 40% the governance programme had the highest level of
male participants; this is very encouraging given the local level
at which we work.

� The justice programme (largely because of the 16 days) had
the highest proportion of participants (40%).

� Out of the 855 Gender and Media participants, 347 were
media practitioners (many participating in direct training as
part of the BU programme). 43% of these were men.

Other aggregate output indicators include the several publications
and workshop reports produced by GL (see work plan assessment
at the end of this report as well as the publications report.

Outreach indicators
Given our mission to reach over 100 million people across 14
countries, we have started to think more about out reach indicators.

IT statistics
Immediately following this report is GL’s IT report, which provides
useful output data. As I finalise this report, GL is reviewing in
website statistics for June that show 1.8 million website hits in
one month! This phenomenal number (linked, we are sure to the
GEM Summit) demonstrates how IT can help to cascade our work
and is a vindication of GL’s “Making IT work for gender justice”
campaign.

All those who participate in GL events are added to the GMDC
contacts data base that can be accessed through the website
(www.gmdc.org.za). Table four shows that there are currently
3330 names on this data base, 38% women and 62% men, most
of whom also form part of GL’s list serve. This is used to disseminate
the Opinion and Commentary Service; the Gender Justice
Barometer; information on new publications; campaigns; cyber
dialogues and events.

Media queries
Data on media queries is another way of measuring our outreach.
Figure two compares media queries during the year under review
with previous year. It shows that in total GL recorded 175 queries
(slightly lower than the 180 queries received the previous week)
or an average of 3.4 queries a week. A  striking similarity between
the two years is the increase in the number of queries in August

(Women’s month) and November-December (Sixteen
Days of Activism). December 2007 also

registered a high number of queries due
to the ANC Congress in Polokwane.
Several queries concerned the failure by
the ANC Women’s League to elect a

woman and the implications for gender
equality of a Zuma presidency.

Table 4: GMDC Contacts Database Statistics

Country
SADC Region
Rest of Africa
International (Asia, Americas, Australia, Europe)
All*

Male

927
38%

Female

1471
62%

Unspecified
2898
62
84
932

Total
2898
62
84

3330*
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Figure two: GL media coverage 2007 versus 2008
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