
Objectives
The objectives of this module are to understand:
• The links between gender and governance.
• The fact that these links extend beyond women’s representation in politics to their

effective participation in decision-making.
• The difference that having a “critical mass” of empowered women makes to

decision-making structures.

MODULE THREE GENDER AND
GOVERNANCE
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As illustrated in the framework below developed by Thenjiwe Mtintso, SA ambassador to Cuba, Chair of GL
and former Chairperson of the Commission on Gender Equality, there is a close link between how an institution
is constituted and defines itself, and its ability to be an agent for transformation in any society:

MTINTSO’S ACCESS-PARTICIPATION-TRANSFORMATION FRAMEWORK

The essence of Mtintso’s argument is that access and numbers are a prerequisite for, but do not guarantee
of transformation.  She argues that once women have entered political decision-making, it is necessary to
remove barriers to their effective participation.  Only when women are present in significant strengths and are
able to participate effectively, are they likely to start making an impact.
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GENDER AND LOCAL GOVERNANCE

ACCESS:
Mechanisms for getting women in and achieving the “critical
mass” or the factors that bar women from entry into institutions

PARTICIPATION:
Factors that help or hinder the

effectiveness of women in politics.  The
structural barriers to the effective

participation by, and advancement of
women within institutions

Political party
commitment

Electoral
systems Quotas

Regional and
international
obligations

Civil society
activism

TRANSFORMATION:
Internal: The administrative policies that
are required to ensure equal representation
of women at all levels as well as gender

sensitive work environments.
External: The operational procedures

necessary to ensure that gender equality
is advanced through service delivery.

Institutional
Culture

Discourse
Location

Structures
and

Capacity
building

Personal
Empowerment

of women
Men changing

attitudes

Government
instruments

Gender
specific laws/

policies
Gender

mainstreamed
into all
areas

Political
History

Electoral
systems
Quotas
Political
parties

Personal
Background

Exposure
Education

Institutional
Language
Support

Social
Culture

The Media



Exercise one: What keeps women out of politics?

The access group will be asked to devise a short play depicting two councillor candidates, a woman and a
man, lobbying for support ahead of the elections.  They approach women and men and ask for their support.
 The groups should then discuss who they will be voting for (the man or the woman) and explain why. The
reasons should help us to understand why, the world over women are still so under-represented in political
life.

Questions

When the full group resumes in plenary to watch the skit the following are some of the questions to be
discussed:

1. What are the attitudes of women and men to women becoming local government councillors?

2. How does this affect women who have political aspirations?
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Exercise two: Where are women in politics in Zambia?

A close examination of where women and men are in politics in Zambia in 2008 will help to show just how
far we have come, and how far we need to go.  Study the graph below and answer the questions that follow:

Questions

1. What is the proportion of women and men in the different areas of political decision-making?

2. Why are there these gaps? What is keeping women out of politics?

3. Why is the gap smaller at local level than at national level?

4. What can be done to reduce the gaps?



Fact sheet: Electoral systems and approaches to quotas in Zambia

Global evidence shows that the type of electoral system in place has a bearing on whether women get elected
or not.  The proportional representation (PR) system has been shown to be far more conducive to women
being elected as opposed to the constituency or First Past the Post (FPTP) system.

The proportional representation (PR) or list system is the system whereby the electorate vote for political
parties which are then allocated seats in parliament according to the percentage of vote they received. In this
system the individual candidates placing on the list is what determines whether they get in or not, i.e. The
higher a candidate is on the list the more likely they are to get a seat.  In a closed list system, the political party
determines where candidates sit on the list and this is usually based on democratic nomination processes within
the party, whereas in an open list system, voters determine where candidates sit on the list.

In the constituency or First Past the Post (FPTP) system citizens vote for candidates, who represent the
party in a constituency, rather than the political party. The winning candidate is the one who gains more votes
than any of the other candidates even if it’s not an absolute majority. The system is also known as “the winner
takes all“ because even though a party may have received a significant percentage of the votes, they could
still have very few or no representative in parliament.

Zambia follows the FPTP system under which the country is divided in geographical areas called constituencies
for purposes of Parliamentary elections and wards for purposes of local government elections. For the above
reasons this system has been criticised for being unfriendly towards increased participation and access to
decision making positions.

The Electoral Reforms Technical Committee, appointed by government to review the electoral system in Zambia
in 2005, also criticised the FPTP system and recommended the introduction of a Mixed Member Proportional
System, which combines the FPTP and PR System at both the Central and Local Government levels (ERTC,
2005, 154). This recommendation was, however, not acted on in the amendment of the Electoral Act immediately
prior to the 2006 elections.

Political parties
As the gatekeepers to women’s entry into politics, political parties have a crucial role to play in ensuring that
more women are put forward as candidates.  However, these structures are still largely dominated by men and
in instances remain obstructive to women.

Manifestos and Constitutions
The study on the Status of Women in Local Government (LGAZ, 2007:27) shows that of the political parties
analysed the Patriotic Front (PF) was the only party that has attempted to put in place tangible measures for
women’s participation.  But the provisions are generally weak. The manifesto makes specific reference to
putting in place measures aimed at promoting gender equality, including to “implement fully the SADC Protocol
which advocates for the appointment of 30 percent of women in decision-making“ whereas the SADC Protocol
in fact advocates for 50 percent.  The section on affirmative action merely mentions that there should be
“proportionate representation of all political/ racial, gender, religious and age segments of our population.“
(PF Manifesto 2006:30-31)

The MMD manifesto outlines in detail what the party, in government, has done in collaboration with civil
society organisations in developing a National Gender Policy and a Strategic plan of action for the Policy which
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were adopted in 2000 and 2004 respectively. The party further pledges to continue providing support to the
institutional framework for gender mainstreaming through institutional capacity building (MMD Manifesto
2007-2011. 43-46).

The constitution of the UPND (UPND Constitution Article 49) outlines several national organs of the party
including a general assembly; national management committee; and the national executive committee. The
party failed to provide gender disaggregated data on women’s participation in these structures. Article 87 of
the UPND Constitution provides that there shall be a women’s committee which includes all chairpersons for
provincial executive committees for women. It “formulates policies relating to gender issues and mobilises
the women folk in the realisation of the goals of the party.“ The UPND Constitution endeavours to open up
opportunities for women to rise to the highest office of any wing of government, equal opportunities in
employment in decision making and national life.

At the time of the review the UPND was in the process of reviewing its constitution and manifesto and had
requested contributions from the Zambia National Women’s Lobby. According to the UNPD National Woman’s
Chairperson, the party has recognised the 50 percent threshold of women in positions of decision making
(telephone interview). The National Women’s Committee has been tasked with involving all women to
participate actively towards the manifesto and constitution so that their views are included. At the time of
writing there were no elected women councillors from the UNDP.

There are similarly no elected women councillors from UNIP. The UNIP manifesto reads:
“UNIP is committed to the role of women in development and will campaign strongly increase further the
rights and opportunities of women. The role of women in development means that women not only participate
in development but are also direct beneficiaries of development programs. The vital role of women in
development should be more recognized by Zambians.“ (UNIP)

In essence, none of the key political parties have affirmative action measures aimed at ensuring the participation
of women at either parliamentary or local government levels. On the contrary, women who have tried and
failed to gain entry into politics are discouraged from trying again. As one woman councillor, interviewed for
the research, who wished to remain anonymous attested: “Once I stood for a political party and they don’t
want to put me forward as a candidate because they said they would lose the seat because I am a woman.
So I stood as an Independent candidate. They put forward a man and he ended up losing the seat anyway.“

There is never a shortage of reasons why women can’t be elected to decision-making. But there are plenty
of examples, both in FPTP and PR systems, of significant increases in women’s participation in decision-making
as a result of deliberate measures being taken. The key factor is political will. If this exists, other measures
will follow.

Quotas – lessons from the region
Quotas have been implemented effectively in the SADC region.  All five of the SADC countries that have
achieved or exceeded 30 percent representation of women in local government - Lesotho (58 percent),
Mozambique (29 percent), South Africa (40 percent), Tanzania (34 percent) and Namibia (42 percent) - have
some form of quota.

Voluntary quotas are measures taken by political parties to guarantee the inclusion of women on their party
lists or in their structures.  The drawback to this form of quota is that there are often no sanctions for non-
compliance with the result that they are often promises that remain on paper and are not implemented.
South Africa’s ruling African National Congress (ANC) and Mozambique’s ruling FRELIMO have 50 and 40
percent voluntary quotas respectively.



Constitutional and legislated quotas are mandatory measures which dictate, through the Constitution or
relevant electoral laws that a certain percentage of seats or positions are set aside for women.  The advantage
of this form of quota is that they apply to all political parties and there are sanctions or penalties for non-
compliance such as rejection of lists by Electoral Commissions or disqualification from elections.  Namibia has
a PR system as well as a legislated quota of 30 percent at local level. More relevant to the case of Zambia is
Lesotho which has a FPTP system and legislated quota at the local level.

In Tanzania articles 66(1)(b) and 78(1) of the Union Constitution provides for 30% of the seats in the national
assembly to be allocated to women only based on the percentage of votes that each party garners. This while
women are free to stand as candidates in this FPTP system the Constitution guarantees women 30% of the
seats in the assembly through a PR mechanism for distributing these seats.

Excerpt from At the Coalface: Gender and Local Government in Zambia

Exercise three: Who speaks in Council Meetings?

Below is a table summarising the participation of women and men at two council meetings in Zambia.  Study
the table and read the excerpts and answer the questions below.
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Note
• DM – decision maker
• RP – ruling party
• Opp / Ind – Opposition party/ Independent

Council

 

Lusaka

Ndola

Chililabombwe

TOTAL

Total

cllrs

 

33

22

22

77

 

Women

 

1

2

6

9

%

women

in

council

 

3%

9%

27%

12%

Mayor/

Chair

 

F

M

M

 

WHO SPEAKS

DM

42%

54%

50%

46%

MEN WOMEN

RP

17%

46%

43%

31%

OPP/

Ind

71%

54%

70%

46%

Total

58%

85%

71%

76%

DM

42%

0%

14%

12%

RP

0%

0%

100%

3%

OPP/

Ind

100%

15%

50%

20%

Total

42%

15%

29%

24%

PARTICIPATION



Questions

1. What do you understand by the term effective participation?

2. What do the figures say about the participation of women and men in the council meetings?

Who participates more/ less? Why?

3. What do you think are some of the factors that influence participation in meetings?

4. Why do women not participate actively in meetings?  What is the effect of this?

5. What can be done to ensure women’s more active participation in decision-making at local level?
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Source: Ministry of gender equality
and child welfare (Namibia), Gender
training manual and resource guide.



Exercise four: What keeps women from participating?

The group preparing the skit should look at the table below of the barriers to effective participation identified
by interviewees in the “Coalface“ study.

Questions

1. What were the three main barriers to effective participation in Zambia identified by the study?

2.  Is the picture below a familiar one? Are these the same barriers you find in your council?
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40%
35%
30%
25%
20%
15%
10%

5%
0%

Overall
Women
Men

Lack of
resources

34.2%

37.3%

25.0%

Lack of
support

19.8% 21.7%

4.3%

Culture and
socialiation

15.3%

10.8%

28.6%

Education

13.3%
14.3%

Confidence

7.2% 7.2% 7.1%

Domestic
responsibility

2.7% 3.6%
0.0%

Experience

1.8% 2.4%
0.0%

Language

0.9% 1.2% 0.0%

13.5%

Source: Ministry of gender equality
and child welfare (Namibia), Gender
training manual and resource guide.



3. How can these barriers be overcome?

  Fact sheet: Participation

Several factors affect women’s effective participation in decision-making:

• Where women are located within the institution:  This concerns both the vertical and the horizontal
spread. Vertically, women are virtually absent from management positions and predominate in the
secretarial and clerical positions. Horizontally, women tend to be concentrated in the human resource,
rather than in the policy and planning divisions of institutions.

• Gender insensitive work environments:  Long, irregular hours; the absence of child care facilities,
minimalist or non existent policies on maternity, sexual harassment- to name a few- contribute to gender
insensitive work hours and inhibit women’s effective participation.

• The old boys network: Men have a long established old boys network frequently nurtured at the bar
in late- night drinking sessions that women are effectively excluded from because it is not a “seemly“
thing to do; and/ or because of their dual domestic responsibilities.

• Training and capacity building: To the extent that women and especially black women have been
historically disadvantaged through lack of training and on-the-job experience, training needs to be
specifically targeted at overcoming this legacy. This is frequently not the case.
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Exercise five: Case study - the difference women make

With the slogan “Ifitenge kuntanshi“ (women should lead and men should follow)
Councillor Jean Namukonda is a force to be reckoned with.  Elected as Deputy Mayor

of the Chililabombwe Municipal council in 2007 after being a councillor for just

one year, Namukonda is also a business woman, who sells clothes across the region.

Stylishly dressed when researchers met her on the side of a dusty road in Chililabombwe,

Namukonda spoke passionately about what she has done in her community.  Clearing

away a dumpsite in the middle of the community, which was both an obstruction

as well as a health hazard, is one of the councillor’s great achievements.

But she would not have managed to do this on her own, with the small amount of two million kwacha that

she gets per year from the ward development fund (WDF). She often has to rely on community collaboration

and the help of good Samaritans.

The dumpsite was an area in the community that had, over the years, become a mound of waste – situated

in the middle of the road, next to people’s homes making the road impassable for people walking, it was

a health risk and an eyesore.  So with the assistance of the resident development committee (RDC) she

began the task of clearing the waste away.  But is the absence of payment she quickly lost over half of her

assistants and went from 12 to 4 people.  It was an arduous task but the result was miraculous – this space

is now occupied by an informal trader who sells fruit and other products from the side of the street.   And

after all of the hard work, the councillor did manage to lobby for some compensation for all the work and

the volunteers were paid a small token from the Make Zambia Clean fund.

On another project the councillor managed to convince and an energy corporation which was working in

the area to use one of its graders to grade the road.   With her two million kwacha WDF money she bought

crushed stones and patched some of the roads.

The councillor sees the importance of partnerships and she has approached some other companies for

assistance, for example, after paying for the first lick of paint for the bus stop in the area herself and realising

that this would need to be an ongoing project she approached a local trust for assistance.  They bought

about three tins of paint and she has managed to paint the bus stop three times.  With the help of community

members of course, “they all do their little part and it gets finished, they don’t get paid but they volunteer“.

 She says that it is important for everyone to be involved in the projects that benefit them as she cannot

do it alone.

Mortuaries and funerals are another area of concern for the councillor.  Have a good grasps of the importance

of mortuaries, the health hazards they can potentially become and the privacy required she made it her

mission to clean the local one up, put up curtains and make sure that all community members can buy
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coffins, even on credit, so that bodies are not left in the mortuary.  According to the men in the focus group

she has also bought a tent which the community can able to use for funerals.

Other of her achievements include working with the community policing station so that it is open 24hrs;

She is in the process are asking the government for money to tar the road that leads to the hospital and

this year, with the WDF, she wants to clear out the drainage in B-section before the rain comes as this has

been indentified by communities as a priority.

But it’s not just about practical interventions. The councillor advised researchers that Chililabombwe has

implemented a 30 percent quota for women in accessing plots.  According to her, when interviews are done

for awarding plots, there is a policy in place to ensure that at least a third be awarded to women.  She

stresses the importance of women sitting on the panel of interviews, if only to remind the men, who are

in the majority, of the importance of complying with this policy.

The reason she sees women owning land as an important issue is that when men own land and a marriage

fails it is usually the woman who is left destitute.  Having the title deeds to land put women in a far more

empowered position where they are then in control of their own lives and not beholden to men. She sees

sensitising women to these facts as one of her objectives as a councillor.  The councillor believes that

consulting and involving the community will yield the best results for everyone, both women and men.

Questions

1. What qualities does the councillor bring to her work?

2. Do you think these qualities are in any way linked to the councillor being a woman?

Excerpt from At the Coalface, Gender and Local Government in Zambia
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3. Does having women in decision-making make a difference to local government:
a. Internally to the way local government works; and

b. Externally, in the work of local government and the way it delivers services

c. How? Please give examples.

4. Does it make a difference what proportion of women there are? Why? Please give examples.

Definitions:

Institutional transformation
This concerns the range of administrative measures that need to be taken to ensure that hiring and promotion
policies do not discriminate against women directly or indirectly; the creation of work environments that
are family friendly and free of sexual harassment; as well as the re-orientation of the culture of an institution-
its language and practices- to ones that encourage the best in both men and women.

Service delivery and societal transformation
This concerns the operational procedures that must be adopted to ensure that a gender perspective informs
all stages of the service that the institution delivers.



Exercise six:  Measuring change

Fill in the scorecard below by giving a rating of 0 to 5 (0 being target not achieved at all and 5
being target completely achieved) to establish whether your council is gender sensitive. The score card is also
available electronically on the CD ROM at F7

Please note that this a scorecard for the institution and the questions relate to the current situation in the
council as an institution. Please try to be as honest and realistic as possible as this will enable the organisation
to measure progress based on accurate baseline data.

F7 - Scorecard: How gender sensitive is your council?
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1 2 3 4 5TARGET
POLICY FRAMEWORK
1. The council is aware of national, regional, international commitments that the country

has made especially the SADC Protocol on Gender and Development and the

National Gender Policy

2. There is a gender policy in the council and it is implemented.

GOVERNANCE
Representation
3. There are equal numbers of women and men councillors in the council.

4. There are equal numbers of women and men in decision-making positions in council,

Mayoral committee, chairs of committees etc.

5. There is gender balance on all community committees.

Participation
6. Women and men participate equally in council meetings.

7. Women have an influence on decisions taken by the council.

8. There is equal participation of women and men at public meetings and events.

PLANNING
9. Targeted gender planning and service delivery takes place in the council

10. Strategic objectives of the Council explicitly mention gender.

11. Information is collected from women about their constraints, opportunities, incentives

and needs and women are consulted in the drawing up of plans and policies.

12. There are gender indicators in all plans.

GENDER-SPECIFIC PROGRAMMES
13. The council is involved in gender-specific projects.

Safety and security
14. The council has up to date crime statistics disaggregated by sex.

15. The city/town/ village is a safe place for women, i.e. To walk around safely at night

and in the day.

16. There is sufficient lighting on streets and in public spaces.

17. Public transport is safe for women and children.

18. There is a good working relationship between the police and community, especially

women.  Women are adequately represented in community policing forums.
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TARGET 1 2 3 4 5
19. Police and justice service providers are given training on how to handle cases of

gender based violence (GBV).

20. The council participates in campaigns to raise awareness on gender based violence

(GBV), such as the Sixteen days of activism.

21. The council has an action plan and budget for addressing GBV.

22. The council supports places of safety.

Educare
23. There has been an assessment of the need for child care facilities.

MAINSTREAMING GENDER INTO EXISTING PROGRAMMES
The economy and job creation
24. The council has a local economic development plan that targets women entrepreneurs

as key beneficiaries

25. Women and men benefit equally from informal trading facilities in the council.

Procurement
26. The council has a procurement policy that sets a target for increasing the number

and value of contracts received by women.

Housing
27. The council keeps sex disaggregated data on title deeds.

28. The council has taken steps to ensure that women benefit equally from land and

housing opportunities.

Utilities
29. The council has sex disaggregated data on who has access to basic services i.e.

Male and female headed households.

30. Women are involved in the planning, management and maintenance of these

services and facilities.

Transport
31. Women are consulted in regard to their transport needs.

Health and HIV and AIDS
32. Health facilities are easily accessible to women.

33. The council keeps sex disaggregated data on HIV and AIDS.

34. There is a gender aware HIV and AIDS public education and awareness campaign.

35. PEP is available at all health facilities and there are information campaigns surrounding

this.

Environmental health
36. Women are consulted in the management of waste.

37. Women and men benefit equally from business opportunities in this sector.

Social development
38. 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
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Please add up your total score and calculate the percentage as follows:

                TOTAL x 2 / 5 =                                %

TARGET 1 2 3 4 5
EMPLOYMENT PRACTICES AND ENVIRONMENT
Selection and recruitment
39. Women and men are employed in equal numbers across jobs, grades and in

management positions and are equally remunerated for equal work.

40. There is an affirmative action policy.

Capacity building
41. Diversity and gender training is provided for both women and men in the council,

at all levels and is done in a systematic way.

Career pathing
42. Women and men are given equal opportunity for growth within the council and

have equal access to training and promotion  opportunities

Working conditions and environment
43. The council provides equal benefits for women and men, including maternity and

paternity leave.

44. There is a sexual harassment policy that is enforced.

GENDER MANAGEMENT SYSTEM
Gender structures
45. The council has set up a gender structure, including a gender focal person, which

has a budget and is empowered to do its work.

46. Gender is written into the job descriptions and performance agreements of managers

and key functionaries

Budgets
47. A share of expenditure is explicitly targeted at promoting gender equality.

48. Women are able to benefit equally and meaningfully from the resources allocated

to mainstream projects.

Monitoring and evaluation
49. Service, employment, procurement statistics are disaggregated by sex and gender

indicators have been put in place for planning and human resource management

systems.

Political profile and champion
50. Gender issues are given a high political profile by the Council and has a political

champion



Exercise seven: Transformative leadership

In  groups discuss the following and then complete the table below:

� What makes a good leader?
� Do women have unique qualities that make them good leaders?
� Do communities support women in leadership at the local level?  How can they do this?
� What can be done to change the negative attitudes – both women’s and men’s towards women in leadership?

1. In groups discuss the questions in the table below:

2. Complete the gender aware leadership scorecard below (it can also be found at F8 on the CD ROM)
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What do
communities expect

from their
local leaders?

How can communities
contribute to

good leadership,
what role can they play?

What are
the problems

associated
with leadership?



Fill in the scorecard below by giving a rating of 1 to 5 (1 being target not achieved and 5 being
F8 - GENDER AWARE LEADERSHIP SCORE CARD
Please rank your leader on each of the following qualities where 1= very poor and 5= excellent.
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1 2 3 4 5
1. Vision

Good leaders take you to a place where you have never been. They are able to close their eyes and
see way beyond time and place and then work towards achieving that dream. They are not bound
by culture, tradition, religion, or “the way things are.“ They are interested in the way things could
be. Only visionary leaders can, for example, see in their minds eye a society in which women and
men are equal in every respect.

How do you rate your leader against this quality?

2. Empathy

Empathy goes beyond sympathy in that an empathetic person identifies with the problems or situations
of people and tries to understand their thoughts and condition even if they are different to him or
her. For example, a male leader will never have had an unwanted pregnancy, but can still be empathetic
to those who argue for choice of termination of pregnancy by putting himself in the shoes of a
woman who finds that she is carrying a baby she does not want or will not be able to care for.

How do you rate your leader against this quality?

3. The ability to inspire

To inspire is to call on the higher being and motivate people to act in a certain way. The best leaders
are inspirational. They have high levels of emotional intelligence. They know how to win people; get
people on board; earn trust; respect and loyalty. To this end, good leaders always consult women
and men, boys and girls, to ensure that their ideas have a high level of buy in.

How do you rate your leader against this quality?

4. Personal integrity

Personal integrity is living in accord with the highest state of consciousness. It is about doing the
right thing even when nobody is watching. The way a leader conducts his or her private life is an
important indicator of personal integrity. For example, a male leader who beats his wife cannot claim
to believe in gender equality, just as a corrupt woman leader cannot stand for the rights of the poor.

How do you rate your leader against this quality?

5. Humility

Good leaders readily acknowledge that they did not climb the ladder on their own but owe their
success to others, especially the often invisible forces in their lives, like their mothers, sisters, wives
and daughters. They celebrate their roots, however modest. In so doing, they connect easily with
“ordinary“ people, especially those who are most often marginalised in the corridors of power, like
poor, black, rural, disabled women.

How do you rate your leader against this quality?

6. Principles

While there may be different interpretations of morality, every society has accepted standards of
what is right and what is wrong. Good leaders have principles and values that they expound and
live by. For example, leaders who believe in gender equality appoint equal numbers of women and
men to work with them and treat them equally.

How do you rate your leader against this quality?

7. Respecting and promoting human rights for all

Good leaders strive to ensure a society in which both women and men enjoy their human rights.
They are consistent in their understanding that rights are indivisible. They react equally strongly and
decisively to any form of discrimination, whether is be based on race, sex, ethnicity, disability,
foreignness or any other form of otherness.

How do you rate your leader against this quality?
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8. Ensuring the empowerment of women

Good leaders understand that empowering women is an imperative that cuts across all forms of
discrimination. As such, a good leader will allocate appropriate funds to programmes that are aimed
at uplifting the status of women in society.

How do you rate your leader against this quality?

9. Leading by example

A good leader is worthy of imitation; respects the rights of women and men of all hues and classes;
is not afraid of manual labour; conducts his or her life in an exemplary way; and would never
propose a policy or a rule that he or she would not be willing to live by. For instance if a leader who
has multiple concurrent relationships is not likely to be able to lead a campaign against HIV and
AIDS.

How do you rate your leader against this quality

10. Confidence

Being confident in oneself is having high self esteem- accepting your body, and your personality,
and loving them. It is not thinking you are better than other people but being comfortable in your
own skin. People who have high self esteem see the best in the women and men around them.

How do you rate your leader against this quality?

11. Diplomacy

Diplomacy has been defined as the “art of telling someone to go to hell in such a way that they
enjoy the ride.“ A good leader must be able to take a position and argue his or her case with
the courage of conviction, but win other people over to his or her side in the process. Issues
of gender are often met with resistance. A good leader must be able to argue these issues
convincingly, without alienating those around them. This should not be mistaken for being all things
to all people. Arguments must be consistent and rooted in principle. Good leaders are able to “agree
to disagree.“

How do you rate your leader against this quality?

12. Critical thinking

To be critical means purposeful and reflective judgment about what to believe or what to do in
response to observations, experience and arguments. Good leaders approach issues with an open
mind. For example, a woman leader should not believe that all men are bad just as male leaders
should not believe that all women are good. They should approach every individual and situation
with an open and objective mind.

How do you rate your leader against this quality?

13. Patriotism

While patriotism should never be blinding, it is a powerful anchor for good leadership. Being
patriotic does not mean supporting all that is happening in a country. Indeed being patriotic
may mean fighting the forces of patriarchy and or of undemocratic practices.

How do you rate your leader against this quality?

14. Honesty

Honesty means giving the actual and real facts; being truthful. Honesty comes with high levels of
openness. By speaking the truth, one creates trust in minds of others.  Good leaders should speak
truth to power, even if this costs them their political careers. For example, a good leader should be
willing to face up to the causes and consequences of HIV and AIDS, however poorly the government
is addressing this pandemic.

How do you rate your leader against this quality?
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15. Transparency

To be transparent means to be honest and to be easily understood. It also means the duty to account
to those with a legitimate interest, for instance the electorate who are affected by your leadership.
Being transparent implies that a leader is open about his or her take on women’s empowerment
in society.

How do you rate your leader against this quality?

16. Accountability

Accountability is the obligation to demonstrate and take responsibility for performance in light of
agreed expectations. While responsibility is the obligation to act; accountability is the obligation to
answer for an action.  Good leaders for instance should be answerable when by 2015 we do not
have 50 percent representation of women in cabinet, parliament and local government.

How do you rate your leader against this quality?

17. Responsiveness

Responsive leadership means taking responsibility for quality outcomes and being responsive to the
needs of women and men. Such a leader shows profound awareness of existing problems and
anticipates problems that are still emerging. To this end, a good leader should be responsive to the
needs of women who are still oppressed and can barely access economic resources to bail them
out of poverty. A good leader gives women the hope that their situation is not permanent.

How do you rate your leader against this quality?

18. Innovativeness

Innovative leadership is about finding new ways of doing things and being open to new ideas.
When there is fatigue around issues of gender equality, a good leader should find and promote
new ways of attaining this ideal.

How do you rate your leader against this quality?

19. Pragmatism

A pragmatic person is one who is sensible and is guided by experience and observation rather than
theory; who believes that "experience is the best teacher."  A pragmatic leader would not, for
example, pass a law decreeing that there should be an equal number of women chiefs, knowing
that this would cause a rebellion, but rather look at where and how female chieftaincies have
succeeded, and how this can be replicated.

How do you rate your leader against this quality?

20. Responsibility

Being responsible means being answerable for an act performed or for its consequences whether
good or bad; intended or unintended. A good leader owns up to making mistakes and is willing
to bear the consequences, even if this means losing his or her job. One of the most critical tests of
leadership is knowing when to step down or step aside because even though you have tried your
best, your presence (for whatever reason) is causing more harm than good. Good leaders are those
who are able to go forward by every now and again stepping back; reflecting and even stepping
down when the situation requires.

How do you rate your leader against this quality?

TOTAL
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Exercise one: What is keeping women out of politics

Time: 30 minutes

Notes: When this role play was tested in the training of trainers workshop, participants in the group elected
a man and a woman as the councillors who then went to each constituent to say what they stood for and to
ask for support.  Once everyone had been approached, all of the voters came together and spoke among
themselves about why they were going to vote for, in their case, the male candidate, citing the usual stereotypical
reasons for choosing the male candidate over the female candidate.  What it highlights is that among women
and men alike there are still beliefs that women should not participate in politics. While there may not be legal
barriers to access at the local level, patriarchal and cultural beliefs remain deeply rooted.

Research has found that no matter what your background, education or experience, politics is a hostile terrain
for women, especially in local contexts where there tends to be more focus on the personality rather than on
the skills or pledges of politicians.

Exercise two: Where are women in politics in Zambia

Time: 30 minutes.

Notes: Women in Zambia are grossly under represented in all areas of decision making but they are best
represented in cabinet with 18.2% of the Minsiters being women.  They are next best represented in parliament
(15.2%).  The representation of women is lowest at the local government level with  a mere 6.7% of councillors
being women, this ranks Zambia second to last in the SADC regions.  No “special measures“ or quotas exist
either at the national or local level and the country follows the constituency or FPTP electoral system which is
known to be more hostile to women getting women into to decision-making.  Evidence from the region shows
that women’s representation is highest in countries that follow the PR electoral system and where there is some
form of quota.  Refer to the fact sheet for futrther information.

Exercise three: Who talks in Council meetings?

Time: 30 minutes.

Notes:

Effective participation is more than women just being present, it means that women are able to contribute
and make an impact on decisions taken by council.  Questions to ask about women’s participation in council
meeting can be: Do they raise gender issues?  Do they speak or are they silenced by the men?  When they
do speak do they raise relevant and meaningful issues?  Do women or men dominate discussions? Who makes
the final decisions in the council?

The table shows that in the councils meetings observed women did not participate in equal proportion to men
but considering that women are in such a minority they did not in fact perform too poorly. In Lusaka where
there was a woman acting Mayor the proportion of inputs was obviously quite high, but because she is the

FACILITATOR’S NOTES



only woman in the council we could not expect more participation.  In Chililabombwe where 27% of the
councillors are women they participated in just over equal proportion to their representation, in Ndola where
there are only 2 women out of 22 (9%) they also participated in higher proportion to their representation.

Studies have shown that a ‘critical mass’ or at least 30% women present, is required for women to be able
to participate effectively and with confidence.  Some of the factors that influence women’s participation may
be those referred to below see exercise four below.

Exercise four: What keeps women from participating?

Time: 15 minutes

Notes: While there many not be barriers to women getting into local government, once they are there, there
can be a number factors that help or hinder their effectiveness in participation.

Such factors can be divided into the following categories:
• Social and ideological barriers

o Culture and socialisation – many people still hold strong cultural beliefs that women should not occupy
public spaces.

o Low self-confidence - many women cite the combination of ideological barriers that lead to lack of self
confidence and not believing in themselves.

o Women not supporting one another – also known as PHD – pull her down syndrome (discussed in the
previous module)

• Political
o Old boys network and political party politics – the local government process is highly politicised.  The

culture of most political parties is “an old boys“ network that works for the benefit of men.
o Working for the opposition or being an independent candidate can also be an added challenge for

women councillors.
• Institutional

o Meeting times – meeting times are often at inconvenient times for women, e.g. Late at night when they
have other domestic responsibilities to take to care of, or when it is unsafe etc.

o Support mechanisms – there is often no support for women at local level, such as child care facilities
• Personal agency

o Low levels of education – as there is no education requirement for becoming a local government councillor
the education levels of councillors vary greatly, many functions of local government are technical and
require certain levels of skill and experience.  Without education or training on these functions councillor’s
effectiveness can be diminished.

o Background and exposure – many skills of a councillor are acquired on the job and from exposure to
certain situations, many women councillors have received this kind of exposure.

o Language – in some instances council meetings do not take place in the councillor’s home language,
this can be a major hindrance when they cannot read, understand and contribute in council meetings
because they don’t speak and understand the language.

o Inappropriate capacity building – in many instances councillors do not receive any capacity building and
where it is given it is often inappropriate.  First time councillors may not know whet their roles and
responsibilities are.

o Domestic responsibilities  and lack of support – in addition to coping with the challenges of being a
councillor, women often have to shoulder the burden of their political works as well as home and care
work, such as cooking, looking after their children etc.
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Exercise five: The difference women make

Time: 30 minutes

Notes:
This is a good example of a woman leader who makes the upliftment of the community her priority.  She has
initiated projects which have involved clearing away a rubbish dump, grading roads, cleaning and painting
bus stops, cleaning mortuaries and working with the community to ensure that community policing stations
are open 24 hours. She sees public participation and accountability as key issues within her councils and wants
to ensure that projects are implemented properly with the active participation form community members.
See if participants in the group agree. This should lead to a discussion about what is meant by transformation:

Internal
• Rules and procedures:  for example, in many countries, meetings are started after 2pm and run until late

at night. This is not a ‘family-friendly’ policy.
• Facilities – toilets, childcare.

External
• Domestication on international gender equality instruments.
• Gender-sensitive legislation should be passed, such as addressing violence against women in children,

customary laws, and maintenance.
• Every single piece of legislation should be gender sensitive, not just those seen as women-specific.
• Analysis of the budget from a gender perspective.
• Monitoring and evaluation of policies adopted/laws enacted.

Exercise six: Measuring change

Time: 30 minutes

Notes:
This assignment is best done individually and could be a homework assignment.  Participants should complete
the scorecard in relation to gender and transformation in their council, rating the target from 1 (poor) to 5
(very good). They should add up the score, multiply by 2 and divide by 5 to give a percentage. This rating will
provide the necessary rationale and introduction to the next module on key gender planning concepts.
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