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Introduction
Purpose and audience

The a im  o f  U K  in te rna tiona l developm ent p o licy  is to  

co n tr ib u te  to  the e lim in a tio n  o f w o rld  poverty. A  key 

com ponent o f  the strategy to  achieve th is  is to  

p rom ote  equa lity  fo r  w om en, p a rticu la rly  fo r  those 

w ho  m ake up the m a jo rity  o f  the  b ill io n  o r  m ore 

people liv in g  in  abject poverty.

P rom otion  o f  gender eq u a lity  and the em pow erm ent 

o f  w om en is p a rt o f  the  respons ib ility  o f  a ll s ta ff. I t  

is in tegra l to  w o rk  in  a ll sectors and regions, and at 

a ll levels fro m  n a tiona l p o lic y  to  co m m u n ity  level 

projects.

T h is  gender m anual is designed to  he lp  non-gender 

specialists in  recognising and addressing gender 

issues in  th e ir w o rk . The in te n tio n  is to  dem ystify  

gender, m ake the concept and practice o f  gender 

“ m a instream ing”  accessible to  a w id e  audience, and 

c la r ify  when to  call in  specialist help. W h ils t designed 

fo r  D F ID  s ta ff and pa rtne r o rganisations, the m anual 

should  p rov ide  useful in fo rm a tio n  and guidance fo r 

s ta ff fro m  any governm ent o r  c iv il society 

o rgan isa tion  s tr iv ing  to  recognise and address gender 

issues in  th e ir w o rk . The m anual is intended to  be 

enabling ra the r than prescrip tive. I t  focuses on  the 

processes o f  gender m ainstream ing w h ich  are s im ila r 

in  a ll sectoral and reg ional contexts, and also s im ilar, 

in  some instances, to  o the r processes o f  social 

developm ent and organ isa tiona l change. The m anual 

arises fro m  (and is in tended to  com plem ent) the 

D F ID  G E M  website. T h is  was developed by a team 

o f  m ore than tw e n ty  experienced gender consultants 

in  consu lta tion  w ith  sector adv iso ry  s ta ff and 

provides detailed and practica l sector-specific 

in fo rm a tio n , case studies and references. The G E M  

website is managed by B R ID G E  a t the  In s titu te  o f 

D evelopm ent Studies. I t  is accessible on the in te rne t 

a t h ttp ://w w w .gen ie .ids.ac.uk/gem /

T h is  gender m anual is being d is tribu ted  as a p ilo t 

exercise. We m ay supplem ent the m anua l w ith  sector- 

specific guides and w o u ld  value feedback to  ta ilo r  

bo th  the m anual and the sector-specific guides to  

needs. Please send com m ents e ithe r on the enclosed 

eva lua tion  questionnaire , o r by em ail to : 

S -Zeitlyn@ dfid .gov.uk

http://www.genie.ids.ac.uk/gem/
mailto:S-Zeitlyn@dfid.gov.uk


How to use the manual
The m anual is d iv ided  in to  fo u r  m ain  sections.

Section 1: B ackground  ideas and concepts

T h is  section conta ins na rra tive  background 

in fo rm a tio n  on:

gender eq u a lity  as a developm ent goal

gender m ainstream ing as a strategy

an ou tline  h is to ry  o f  w om en, gender and 

developm ent

em erging lessons on  m ainstream ing gender in 

n a tiona l po licy

fram ew orks.

R efer to  th is  section if:

yo u  w a n t to  c la r ify  D F ID ’s ra tiona le  fo r  and 

com m itm en t to  gender equa lity

you  w a n t to  understand w h y  gender 

m ainstream ing has emerged as an in te rn a tio n a lly  

agreed strategy to  p rom o te  gender equa lity

you  are w o rk in g  in  the co n te x t o f  n a tiona l po licy  

fram ew orks and w a n t to  check em erging lessons.

Section 2: Gender m ainstream ing in  a nutshell

T h is  section conta ins a one page sum m ary o f:

the fo u r key steps o f  m a instream ing gender

s ta ff responsib ilities/w hen to  get specialist help.

Refer to  th is  section if:

you  w a n t a qu ick  sum m ary o f  gender 

m ainstream ing fo r  y o u r o w n  reference, to  p in  on 

yo u r w a ll o r to  pass to  colleagues and partners.

Section 3: P ractica l too ls  and guidelines

T h is  section conta ins p ractica l too ls  and guidance 

on the  fo u r key steps o f  gender m ainstream ing:

step 1: sex disaggregated data and gender 

ana ly tica l in fo rm a tio n

step 2: w om en as w e ll as men in fluenc ing  the 

developm ent agenda

step 3: action  to  p rom o te  gender equa lity

step 4: o rgan isa tiona l capacity  b u ild in g  and 

change.

R efer to  th is  section if:

you  w a n t guidance on p a rticu la r aspects and 

processes o f gender m ainstream ing.

D eta iled  sector-specific in fo rm a tio n  and case 

studies are ava ilab le  th rough  the G E M  website.

Section 4:

In fo rm a tio n  abou t the G E M  website

T h is  section conta ins in fo rm a tio n  on the con ten t o f 

the G E M  website.
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Section 1: Background ideas and concepts
Gender equality as a goal

The a im  o f  U K  in te rna tiona l developm ent po licy  is to  

co n tr ib u te  to  the e lim in a tio n  o f  w o rld  poverty. The 

em pow erm ent o f  w om en and the p ro m o tio n  o f 

gender equa lity  is one o f the e igh t in te rn a tio n a lly  

agreed developm ent goals designed to  achieve this.

M ille n n iu m  D evelopm ent G oa l 3

Goal:

promote gender equality and empower women.

Target:

eliminate gender disparity in primary and secondary 

education preferably by 2005 and to  all levels o f 

education no later than 2015.

Indicators:

♦  ratio o f girls to boys in primary, secondary and 

tertiary education

♦ ratio o f literate females to males o f 15-24 year olds

♦  share o f women in wage employment in the non- 

agricultural sector

♦ proportion o f seats held by women in national 

parliament.

Research has shown that education fo r girls is the 

single most effective way o f reducing poverty. In this 

context, the elimination o f gender disparity in 

education has been selected as the key target to 

demonstrate progress towards gender 

equality/women’s empowerment. However, education 

alone is not enough. Progress towards gender 

equality in education is dependent on success in 

tackling inequalities in w ider aspects o f economic, 

political, social and cultural life, and this is reflected 

in the indicators o f progress.

Gender eq u a lity  is g iven such h igh p r io r ity  because:

♦ gender eq u a lity  is essential to  p o ve rty  e lim ina tion . 

There is a g ro w in g  and com pe lling  body o f 

evidence w h ich  shows th a t w om en n o t o n ly  bear 

the b ru n t o f  pove rty  b u t th a t w om en ’s 

em pow erm ent is a centra l p recond ition  fo r  its 

e lim ina tion . Poverty e lim in a tio n  can o n ly  be 

achieved by  addressing the  d isp ropo rtiona te  

burden o f  poverty, lack o f access to  education  and

health services, and lack o f  p roductive  

opp o rtu n itie s  borne by w om en

♦  gender eq u a lity  is in te g ra l to  a rights-based  

approach  to  developm ent. H um an  righ ts , defined 

and upheld  by the in te rn a tio n a l com m un ity , are 

un iversa l, and based on the  equal w o rth  and 

d ig n ity  o f  a ll w om en and men. In te rn a tio n a lly  

agreed hum an righ ts  inc lude standards o f health, 

education  and the  r ig h t to  a secure live lih o o d , as 

w e ll as c iv il,  p o lit ic a l and legal rights.

Everyw here there are s ig n ifica n t ways in  w h ich  m en’s 

and w om en ’s responsib ilities, opp o rtu n itie s  and 

in fluence are unequal, a lthough the nature and 

exten t o f  inequa lity  varies fro m  society to  society. 

W h ils t there are instances w here  m en are 

disadvantaged in  com parison to  w om en, generally 

w om en and g irls  have few er o p p o rtu n itie s , low er 

status and less po w e r and in fluence than  m en and 

boys. M ill io n s  o f  w om en a round  the w o rld :

♦  have to  w o rk  harder than  men to  secure the ir 

live lihoods

♦  have less co n tro l over incom e and assets

♦  have a sm alle r share o f opp o rtu n itie s  fo r  hum an 

developm ent

♦ are subject to  vio lence and in tim id a tio n

♦ have a subord ina te  social pos ition

♦ are p o o rly  represented in  po licy - and decis ion

m aking.

♦ Gender inequa lity  represents a huge loss o f  hum an 

potentia l, w ith  costs fo r men as w e ll as fo r women.

What does gender equality mean?

Gender equa lity  does n o t s im p ly  o r  necessarily mean 

equal num bers o f m en and w om en o r  boys and g irls  

in  a ll activ ities, n o r does i t  necessarily mean trea ting  

men and w om en o r  boys and g irls  exac tly  the same.

I t  s ignifies an asp ira tion  to  w o rk  tow a rds  a society in 

w h ich  ne ithe r w om en n o r m en su ffe r fro m  pove rty  in  

its m any fo rm s, and in  w h ich  w om en and m en are 

able to  live  equa lly  fu lf i l l in g  lives. I t  means 

recognising th a t men and w om en o ften  have d iffe ren t 

needs and p rio r it ie s , face d iffe re n t constra in ts , have 

d iffe re n t asp ira tions and co n tr ib u te  to  developm ent 

in  d iffe re n t ways.



Section 1: Background Ideas and concepts

G ender equa lity  and w om en ’s em pow erm ent are 

in e x trica b ly  linked . W omen w il l  o n ly  w in  equa lity  

when they are able to  act on  th e ir o w n  behalf, w ith  a 

strong voice to  ensure th e ir views are heard and 

taken in to  account. T h is  means recognising the  rig h t 

o f  w om en to  define the objectives o f  developm ent fo r 

themselves.

G ender equa lity  and gender equ ity

DFID draws an important distinction between 

equality o f opportunity and equity o f outcomes:

equality o f opportunity: this means that women 

should have equal rights and entitlements to  human, 

social, economic and cultural development, and an 

equal voice in civic and political life

equity o f outcomes': this means that the exercise of 

these rights and entitlements leads to outcomes 

which are fair and just.

T h e  em pow erm ent o f  wom en

The United Nations Development Fund for Women

(UNIFEM) includes the follow ing factors in its

definition o f women’s empowerment:

♦  acquiring understanding o f gender relations and 

the ways in which these relations can be changed

♦  developing a sense o f self-worth, a belief in one's 

ability to  secure desired changes and the right to 

control one’s own life

♦  gaining the ab ility  to generate choices and exercise 

bargaining power

♦  developing the ability to  organise and influence the 

direction o f social change to create a more just social 

and economic order, nationally and internationally.

A n  im p o rta n t message is th a t gender equa lity  and the 

em pow erm ent o f  w om en is achievable. G reat 

progress has been made in  the ZO1*1 century. W omen 

en joy greater freedom  and m ore  pow er than ever

before. Progress has been greatest where there has 

been s trong p o lit ica l w il l ;  where changes in  laws, 

regula tions and polic ies have been fo llo w e d  th rough  

w ith  real action ; where resources have been devoted 

to  the  e x p lic it goa l o f  reducing gender 

d isc rim ina tion . Progress is n o t dependent on  the 

incom e level o f  the society: some developing 

countries ou tp e rfo rm  m uch richer countries in  the 

oppo rtun itie s  they a ffo rd  w om en.

A n o th e r im p o rta n t message is th a t achieving gender 

e qua lity  is n o t a o n e -o ff goal. Progress can a ll too  

easily be eroded. Gender eq u a lity  needs to  be 

cons tan tly  p rom oted  and active ly sustained.

Gender m ainstream ing as a strategy

In  1995, a t the  F ou rth  U N  In te rn a tio n a l Conference 

on W om en held in  Beijing, "gender m ainstream ing" 

was established as the in te rn a tio n a lly  agreed strategy 

fo r  governm ents and developm ent organisations to  

p rom o te  gender equa lity . T h is  was in  response to 

consistent lessons th a t have emerged fro m  a t least 

tw e n ty  years o f experience o f  addressing w om en ’s 

needs in  developm ent w o rk . T o  understand w ha t 

“ gender m ainstream ing”  means and w hy  i t  is 

im p o rta n t, i t  helps to  understand the jou rney tha t 

has been trave lled  to  reach th is  po in t.

Outline history o f women, gender and 
development

T he  “ w e lfa re " approach

U n til the early  1970s, developm ent polic ies addressed 

the  needs o f p o o r w om en ’s en tire ly  in the con tex t o f  

th e ir  ro le  as w ives and m others. K n o w n  now  as the 

"w e lfa re ”  approach, the  focus was on  m o the r and 

ch ild  hea lth , ch ildcare  and n u tr it io n . I t  was assumed 

th a t the  benefits o f  m acro  econom ic strategies 

o rien ted  tow ards  m odern isa tion  and g ro w th  w ou ld  

tr ic k le  do w n  to  the poor, and th a t p o o r wom en 

w o u ld  benefit as the econom ic pos ition  o f  the ir 

husbands im proved.

A n a ly tic a l c ritique

In  1970, Esther Boserup, a D anish econom ist, 

system atica lly challenged these assum ptions. In  her 

book  “ W om en’s Role in  Econom ic D eve lopm ent” , 

she concluded th a t fa r fro m  w om en bene fiting  as

1 T h is  d is tin c tio n  betw een process a n d  p ro d u c t -  r ig h ts  a n d  outcom es -  is  ve ry  usefu l. T h e  term s 'g e n d e r e q u a li ty ' a n d  'g e n d e r e q u ity ' are  o fte n  used in te r 
changeab ly  a n d  th e  d iffe rence  between th e m  can be lo s t in  tra n s la tio n . The te rm  'e q u a li ty ',  w h en  used in  re la tio n  to  deve lopm ent outcom es, can a l l  to o  easily  
c a rry  in a p p ro p r ia te  co n n o ta tio n s  o f  sameness. C la r ity  conce rn ing  use a n d  m eaning is  im p o r ta n t  to  g u a rd  aga inst th is.
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th e ir husband’s s itua tion  im proved, w om en were 

increasingly los ing  status. W omen were becom ing 

associated w ith  the  backw ard  and the  tra d it io n a l, 

w h ils t m en (w ith  the assistance o f  econom ic 

developm ent pro jects, such as the in tro d u c tio n  o f 

cash crops and new  a g ricu ltu ra l technologies) were 
increasingly associated w ith  the m odern and the 

progressive.

The “ W omen in  D eve lopm ent”  (W1D) approach

In  the con tex t o f  a g roundsw e ll o f  research and 

cam paign ing on the s itua tion  o f  w om en, and the rise 

o f  the w om en ’s m ovem ent in  USA and Europe in 

pa rticu la r, 1975 was declared the U N  In te rna tiona l 

Year fo r  W om en, and 1976-1985 the U N  

In te rna tiona l W om en’s Decade. T h is  a ttracted  h igh 

level a tten tion  to  w om en, led to  the establishm ent o f  

na tiona l w om en ’s organ isa tions and m in is tries  in 

m any countries, and helped to  in s titu tiona lise  w ha t 

became know n  as W om en in  D evelopm ent (W ID ) 

polic ies in  governm ents, d o n o r agencies and N G O s.

Responding to  the concern th a t w om en had been le ft 

o u t o f  the  processes o f econom ic developm ent, the 

aim  o f W ID  was to  integrate w om en in to  econom ic 

developm ent. T h is  resulted in  new ly  established W ID  

officers, un its  and m in is tries developing w om en ’s 

pro jects, w h ich  were s till separate to  m ainstream  

developm ent b u t focusing on  w om en ’s p roduc tive  

ro le . Typ ica lly , th is  resulted in  w om en’s incom e 

generation projects.

A n a ly tica l c ritique

The “ gender”  approach o rig ina ted  in  the early 1980s 

in  academic c ritic ism  o f W ID . Gender analysts, 

d raw ing  on m a rx is t analysis and fem in is t activ ism  

fe lt th a t W ID  was n o t in  any w ay an app rop ria te  

so lu tion  to  the prob lem s faced by w om en. N o t on ly 

was W ID  fa ilin g  in  its ow n  term s (m ost w om en ’s 

incom e generation projects fa iled to  generate 

s ign ifican t incom e), i t  le ft the m ainstream  o f 

developm ent untouched, com m anded m arg ina l 

budgets, treated w om en iden tica lly , and fa iled to  

lo o k  system atica lly a t w hy  and h o w  w om en were 

disadvantaged.

Gender analysts made the  cruc ia l d is tin c tio n  between 

“ sex”  and “ gender” . Sex refers to  universal 

b io log ica l differences between w om en and m en, and 

gender to  male and female behavioura l norm s (w h ich  

are lea rn t, are d iffe re n t in  d iffe ren t societies and 

change over the course o f  tim e). In  th is  con tex t,

gender analysts exam ine w h y  w om en in d iffe ren t 

cu ltu res are system atica lly assigned in fe r io r  o r 

secondary roles. They seek to  recognise the ways in 

w h ich  gender norm s (w h a t men and w om en do, 

w h a t they have, w h a t they th in k  etc.) are affected by, 

and reflected in, processes o f developm ent and 

change. D ra w in g  on fem in is t ac tiv ism , gender 

analysts e x p lic it ly  see w om en as agents o f  change 

and stress the need fo r w om en to  organise to  b ring  

abou t change.

T h ro u g h  m ost o f  the 1980s, gender analysis was 

regarded by gender analysts themselves as dem anding 

a degree o f  com m itm en t to  change in structures o f 

pow er th a t was u n like ly  to  be found  in e ither 

na tiona l o r in te rn a tio n a l deve lopm ent agencies.

T he  gender “ e ffic iency" and gender “ em pow erm en t”  

approaches

By the m id  1990s, however, a “ gender" approach 

had replaced W ID  in  m ost governm ents, dono r 

organisations and N G O s. There rem ains a lo t  o f  

con fus ion  amongst p rac titione rs  themselves about 

the m eaning o f “ gender”  in  p ractice, and m any 

“ gender”  un its  in fac t con tinue  to  operate a largely 

W ID  approach. H ow ever, those consciously adop ting  

a gender approach adapted (and in some people’s 

v iew  d is to rted ) the  ideas o f  academic gender analysts 

to  address p a rticu la r needs. T w o  con trasting  

approaches dom ina ted  fro m  the la te 1980s.

Advocates w o rk in g  w ith in  m ainstream  developm ent 

organisations d rew  on  gender analysis to  b ring  

concerns w ith  w om en and gender difference in to  the 

“ m a instream " o f developm ent fo r  the firs t tim e. 

K n o w n  now  as the gender “ e ffic iency”  approach, 

th e ir strategy was to  argue, in  the  overa ll 

developm ent co n te x t o f  s tru c tu ra l ad justm ent 

polic ies, th a t gender analysis makes good econom ic 

sense. T h a t argued th a t understand ing  m en’s and 

w om en ’s ro les and responsib ilities as p a rt o f  the 

p la n n in g  o f  a ll  developm ent in te rven tions helps 

ta rge ting , im proves p ro jec t effectiveness and ensures 

th a t w om en, as w e ll as men, can p lay  th e ir p a rt in 

na tiona l developm ent.

Those w o rk in g  w ith in  co m m u n ity  level w om en ’s 

pro jects d rew  on w ha t gender analysts (and the 

w om en ’s m ovem ent) had to  say abou t w om en as 

agents o f change. In the overa ll con tex t o f  a rise in  

p a rtic ip a to ry  approaches to  deve lopm ent, the gender 

“ em pow erm en t”  approach m eant w o rk in g  w ith  

w om en a t the co m m u n ity  level b u ild ing

♦
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organ isa tiona l sk ills  and self-esteem th rough  

pa rtic ip a tio n  in  de te rm in ing  needs and m anaging 

change.

A n a ly tic a l c ritique

E va luations h igh ligh ted  bo th  strengths and 

lim ita tio n s  in  “ e ffic iency”  and “ em pow erm ent”  

approaches. The “ e ffic iency" approach succeeded to  

a degree in  b ring ing  a concern w ith  w om en and 

gender in to  the m ainstream  o f  developm ent, b u t a t 

the  expense o f focusing  on w h a t w om en cou ld  do  fo r 

developm ent, ra ther than on w h a t developm ent 

cou ld  do  fo r  w om en. The em pow erm ent approach 

opened up space fo r  w om en to  determ ine th e ir ow n  

needs, b u t “ em pow erm en t" was to o  o ften  

m is in te rpre ted  as an end ra the r than  a means. Th is 

cou ld  resu lt in  pro jects de live ring  em pow erm ent to  

p o o r w om en, w ith  developm ent p ractitioners  

apparen tly  k n o w in g  be tte r than p o o r w om en 

themselves w h a t th e ir  true  needs were.

E va lua tions o f  the im p lem en ta tion  o f  gender policies 

in  m ainstream  developm ent organ isa tions were 

revealing the com m on p rob lem  o f  “ po licy  

evapora tion ” , as im p lem enta tion  and im pact fa iled 

to  re flect p o licy  com m itm ents. Increasing research on 

the gendered nature o f  developm ent organisations 

themselves dem onstrated th a t developm ent 

organ isa tions are p a rt o f  the p rob lem  o f gender 

inequa lity  they are supposedly com m itted  to  

addressing. Gender inequalities in  w id e r society 

a ffect w h o  is qu a lif ie d  and ava ilab le  to  w o rk ; 

patterns o f s ta ffing ; tra in in g , p ro m o tio n  and career 

developm ent opp o rtu n itie s  and m any aspects o f 

organ isa tiona l cu ltu re .

T he  “ m ainstream ing gender e q u a lity ”  approach

The term  “ gender m a instream ing”  came in to  

w idespread use w ith  the a d op tion  o f  the Beijing 

P la tfo rm  fo r  A c tio n  (P fA) a t the  1995 U N  

In te rn a tio n a l Conference on W om en. I t  represents an 

a ttem p t by gender advocates to  bu ild  on the 

successes o f  the past and address some o f  the 

challenges. I t  attem pts to  com b ine  the strengths o f 

the e ffic iency and em pow erm ent approaches w ith in  

the con tex t o f  m a instream  developm ent.

M a ins tream ing  gender e q u a lity  is a com m itm en t to 

ensure th a t w om en ’s as w e ll as m en’s concerns and 

experiences are in teg ra l to  the design, 

im p lem en ta tion , m o n ito r in g  and eva lua tion  o f a ll 

leg is la tion, polic ies and program m es so th a t w om en

and men benefit equa lly  and inequa lity  is n o t 

perpetuated. The u ltim a te  goal is to  achieve gender 

equa lity . Gender m ainstream ing is in tegra l to  a ll 

developm ent decisions and in te rven tions; i t  concerns 

the sta ffing , procedures and cu ltu re  o f  developm ent 

o rgan isa tions as w e ll as th e ir program m es; and it 

fo rm s p a rt o f  the  respons ib ility  o f  a ll staff.

Gender m ainstream ing does n o t preclude w om en- 

o n ly  pro jects. I t  sh ifts  th e ir focus fro m  w om en as a 

target g roup , to  gender equa lity  as a goal. I t  supports 

w om en-on ly  (o r m en-on ly) projects designed as 

strategic in te rventions to  address aspects o f  gender 

inequa lity  and p rom o te  greater equality.

Emerging lessons on mainstreaming 
gender in national policy frameworks

In  the la te 1990s and new m ille n n iu m , the focus o f  

donor-supported  developm ent has sh ifted to  a 

s ign ifican t degree aw ay fro m  discrete pro ject 

in te rventions o n to  processes concerned w ith  the 

developm ent and im p lem enta tion  o f  na tiona l po licy  

fram ew orks fo r  poverty  e lim in a tio n . E va lua tion  

m ateria l is beg inn ing to  emerge exam in ing  

experiences o f  m a instream ing gender in  the  con text 

o f  n a tiona l p o licy  fram ew orks such as PRSPs 

(Poverty R eduction Strategy Papers) and SWAPs 

(Sector W ide Approaches).

E va lua tion  find ings

N a tio n a l p o lic y  fram ew orks p o te n tia lly  p rov ide  the 

ideal con tex t fo r gender m ainstream ing, concerned as 

they are w ith  m ainstream  po licy  developm ent and 

effectiveness. They p rov ide  a con tex t whereby:

♦  gender ana ly tica l in fo rm a tio n  and sex 

disaggregated data on m en’s and w om en ’s 

concerns and experiences can in fo rm  n a tio n a l o r  

sector-w ide  po licy  and p lann ing  processes

♦  the im portance o f gender-aware consu lta tion  

processes, in vo lv in g  c iv il society and o the r 

stakeholders, is specifica lly acknow ledged

♦  na tiona l p o licy  com m itm ents  to  gender equa lity  

should  be backed up  w ith  budgets, effective 

processes o f m o n ito r in g , and capac ity -bu ild ing

♦ the long -te rm  tim e  fram e o f  PRSPs and SWAPS 

acknowledges the com plex processes o f  change 

invo lved.

H owever, the p o te n tia l o f  n a tiona l po licy

♦



Section 1 : Background ideas and concepts

fram ew orks fo r  p ro m o tin g  e ffective gender

m ainstream ing is greater than achievements to  date.

The fo llo w in g  problem s have been h igh ligh ted  in all

cu rre n tly  ava ilab le  evaluations:

♦ in co rp o ra tio n  o f gender issues in to  PRSPs has, 

thus far, been m in im a l. W h ils t a few  have 

addressed gender issues in specific sectors (usually 

hea lth  and education) w ith  reasonable depth , the 

overa ll coverage is w eak and lit t le  consistent 

a tten tion  has been pa id  to  gender dim ensions o f 

poverty  reduction

♦ in su ffic ie n t docum enta tion  o f  gender d isparities 

and gender-disaggregated analysis o f  poverty  is a 

b a rr ie r to  recognising and addressing gender issues 

effective ly

♦ few  PRSPs and I-PRSPs (In te rim  Poverty Strategy 

Papers) inc lude specific p lans fo r  gender-sensitive 

consu lta tion  processes

♦  action  to  p rom o te  gender equa lity , when included, 

is to o  o ften  vague, and n o t backed up w ith  

app rop ria te  m o n ito r in g  ind icators

♦  the d o n o r voice in  advocating  gender equa lity  

goals is inconsistent (to  the fru s tra tio n  o f  partner 

organisations and s ta ff concerned w ith  equalities 

issues)

♦  com m itm ents to  gender equa lity  a t the na tiona l 

level are subject to  “ po licy  evapo ra tion "

♦  equ ity  outcom es are n o t achieved unless they are 

e x p lic it ly  stated and operationa lised th ro u g h  w e ll 

th o u g h t o u t procedures.

Emerging lessons on good practice

G ood practice lessons echo w h a t is a lready w e ll 

docum ented fro m  experiences o f  m a instream ing 

gender in  projects. These are:

♦ p o lic y  deve lopm ent, as w e ll as m o n ito r in g , needs 

to  be in fo rm ed  by con text-specific  sex 

disaggregated data a n d  gender a n a ly tica l 

in fo rm a tio n

♦ the s u p p o rt o f  sen ior o ffic ia ls  fo r  gender equa lity  

objectives is key to  e ffective progress

♦ su ffic ien t resources need to  be a llocated fo r 

capac ity -bu ild ing  in  p o licy -m ak ing , m anagement 

and im p lem en ta tion  agencies

♦ there should  be a focus on  m easuring equitab le  

outcom es  to  create a fra m e w o rk  fo r  gender- 

sensitive im p lem enta tion .

F ind ings p a rticu la r to  m ainstream ing gender in 

na tiona l p o licy  fram ew orks  relate to  the processes o f  

p o licy  deve lopm ent and m o n ito r in g :

♦  su p p o rt needs to  be d irected tow ards  cham pions  

o f  change w ith in  the  n a tio n a l in s titu tio n s  invo lved 

in  the n a tiona l p o lic y  fra m e w o rk  process. Pressure 

fo r  change needs to  come fro m  advocates w ith in  

governm ent agencies, c iv il society organisations, 

p o lit ica l representatives, and d o n o r organisations

♦  capacity  needs to  be b u ilt  w ith in  governm ents 

concern ing p a rtic ip a to ry  approaches o f  consu lting  

e ffective ly  w ith  w om en as w e ll as men

♦  capacity  needs to  be b u ilt  w ith in  c iv il society 

w om en ’s organisations, and organisations 

cam paign ing  fo r  gender equa lity , to  enable them  to  

engage e ffective ly  w ith  na tiona l po licy  processes o f 

analysis and lobby ing

♦ there needs to  be strengthened co -o rd in a tio n  

between governm ent, d o n o r a n d  N G O  s ta f f  on 

com m itm en ts  to  gender equa lity

♦ gender advocates need to  consider establishing 

standards to  measure the q u a lity  o f  w om en ’s 

p a rtic ip a tio n  in  consu lta tion  processes

♦ a s trong  general p o lic y  on  gender eq u a lity  is 

requ ired  a t n a tiona l level. N a tio n a l po licy  

fram ew orks canno t create the co n d ition s  to  d rive  

change on th e ir  ow n . In te rn a tio n a l agreements on 

gender eq u a lity  help create the  co n d ition s  fo r  th is.
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Section 2: Mainstreaming gender in a nutshell

The four key steps of gender 
mainstreaming

Step 1: Sex disaggregated data and gender ana ly tica l 

in fo rm a tio n

Gender ana ly tica l research and sex disaggregated 

s ta tis tica l data (abou t “ bene fic ia ry”  g roups and  

abou t m anagem ent and im p lem enta tion  

organisations) is essential to  effective gender 

m ainstream ing. In fo rm a tio n  systems should  rou tine ly  

be disaggregated by sex; gender analysis (an 

exam ina tion  o f  w om en ’s as w e ll as m en’s 

experiences, needs and p rio ritie s ) should  ro u tin e ly  be 

p a rt o f  social and in s titu tio n a l appra isa l and 

m o n ito r in g  processes; and gender ana ly tica l studies 

shou ld  be com m issioned to  exam ine p a rticu la r issues 

and address in fo rm a tio n  gaps. T h is  in fo rm a tio n  is 

necessary to  id e n tify  gender d ifference and 

in e qua lity ; to  make the case fo r  ta k in g  gender issues 

seriously; to  design po lic ies and plans th a t meet 

w om en ’s and m en’s needs; to  m o n ito r the d iffe ren tia l 

im pact o f  po licy, p ro jec t and budget com m itm ents  on 

w om en and men.

Step 2: W omen as w e ll as men in fluenc ing  the 

developm ent agenda

W om en w il l  o n ly  w in  eq u a lity  w hen they are able to  

act on th e ir  ow n  behalf, w ith  a s trong  voice to  

ensure th e ir views are heard and taken in to  account. 

T h is  means p ro m o tin g  the invo lvem ent o f  w om en as 

w e ll as men in  decis ion -m aking  a t a ll levels, and  

ensuring th a t m en.and w om en com m itted  to  the 

p ro m o tio n  o f  gender equa lity  are in fluencing  

dec is ion-m aking. “ Gender advocates”  w ith in  

governm ent, c iv il society and d o n o r organ isa tions are 

m ost e ffective w hen they w o rk  in  co lla b o ra tio n , 

id e n tify ing  and developing strategic “ en try  p o in ts ”  

fo r  the p ro m o tio n  o f  gender equality.

Step 3 : C on text-spec ific  action  to  p rom o te  gender 

equa lity

Gender m a instream ing is a strategy to  p rom ote  

gender e q u a lity  and the em pow erm ent o f  w om en. 

A c tion  to  p rom ote  greater equa lity  o f  in fluence, 

o p p o rtu n ity  and bene fit should  be devised on  the 

basis o f  con text-specific  sex disaggregated data and 

gender ana ly tica l in fo rm a tio n  and a clear

understanding o f  w om en ’s and m en’s p rio ritie s . 

A ctions need to  be e x p lic it ly  inc luded in p o licy  and 

pro ject docum ents and fram ew orks , backed up  w ith  

s ta ff and budgets, and m on ito red  and reviewed 

th rough  app rop ria te  ind ica to rs  o f  change.

Step 4 : O rgan isa tiona l capacity  b u ild in g  and change

Gender m ainstream ing, as an organ isa tiona l strategy 

to  p rom o te  gender equa lity , depends on the skills , 

know ledge and co m m itm e n t o f  the  s ta ff invo lved in 

management and im p lem enta tion . “ E va p o ra tio n ”  o f  

po licy  com m itm ents  to  gender e q u a lity  is 

w idespread. D eve lop ing  app rop ria te  understanding, 

com m itm en t and capacity, as w e ll as addressing 

issues o f  gender inequa lity  w ith in  developm ent 

organisations themselves, is a long -te rm  process o f 

organ isa tiona l change. A p p ro p ria te  capac ity -bu ild ing  

activ ities  need to  be e x p lic it ly  inc luded in  p o licy  and 

pro ject docum ents and fram ew orks , backed up w ith  

s ta ff and budgets, and m on ito re d  and reviewed 

th rough  app rop ria te  ind ica tors  o f change.

Who is responsible fo r what?

T h e  respons ib ility  o f  a ll s ta ff

A ll s ta ff should  take  respons ib ility  fo r:

♦ understanding the d iffe re n t roles, responsib ilities, 

and experiences o f w om en and men in  re la tion  to  

the issue being addressed

♦  seeking o u t oppo rtun itie s  to  active ly involve 

wom en as w e ll as men in  consu lta tion  and 

decis ion-m aking  processes

♦  acting  on w om en ’s as w e ll as m en’s p r io r ity  

concerns

♦ seeking o u t ways to  p rom ote  bene fit fo r  w om en as 

w e ll as men

♦ being personally in fo rm ed  abou t gender issues and 

gender m ainstream ing, and seeking o u t ways o f  

p ro m o tin g  th is  understand ing  and com m itm en t 

am ongst colleagues and pa rtne r organisations

♦  being aware o f personal a ttitudes and behaviour 

and the ways in  w h ich  these a ffect com m un ica tion  

w ith  w om en and m en and understanding o f 

developm ent and change.
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When to  call in specia list help

♦ ensuring w om en ’s p a rtic ip a tio n . Poor w om en, as 

w e ll as p o o r men, should a lw ays be in  a pos ition  

to  speak fo r  themselves. I t  is essential to  create 

and support oppo rtun ities  to  ensure th a t th is 

happens. T h is  often means w o rk in g  w ith  fem ale  

p lanners, research s ta ff and extension agents, as 

w e ll as w o rk in g  w ith  representative w om en ’s 

organisations, to  enable p o o r w om en to  express 

th e ir  views in  a non-th reaten ing  env ironm en t and 

in  a w ay  th a t w il l  influence the developm ent 

agenda.

♦  gender a n a ly tica l studies. G ood q u a lity  gender 

ana ly tica l in fo rm a tio n  is required fo r  po licy 

m ak ing , p la n n in g  and m o n ito r in g  purposes. Some 

o f th is  m ay be ava ilab le  fro m  secondary sources. 

C onducting  gender ana ly tica l research requires 

well-developed social and gender ana ly tica l sk ills , 

and requires app rop ria te ly  tra ined and 

experienced s ta ff o r  consultants.

♦  p ro m o tin g  gender equa lity  a t the  com m un ity  level. 

Processes o f  social change designed to  prom ote  

greater equa lity  o f  in fluence, o p p o rtu n ity  and 

benefit are com plex and long  te rm . The challenge 

o f  p ro m o tin g  greater equa lity  between w om en and  

men should  n o t be underestim ated, p a rticu la rly  in 

contexts o f  considerable inequality. Specialist skills 

in  p a rtic ip a to ry  negotiated processes o f w o rk in g  

w ith  co m m u n ity  groups are essential and " f ro n t 

lin e ’’ s ta ff requ ire  personal and professional 

support.

♦ p ro m o tin g  gender e q u a lity  w ith in  organisations. 

Processes o f  o rgan isa tiona l change designed to  

p rom o te  equal oppo rtun itie s  w ith in  the 

w orkp lace , and to  develop s ta ff understand ing  o f 

and sk ills  in  gender m ainstream ing, are also 

com p lex and long  te rm . T h is  requires s ta ff w ith  

com m itm ent, perseverance and in fluenc ing  sk ills , 

backed up w ith  app rop ria te  resources and 

support. G ender tra in in g  requires s ta ff o r 

consultants w ith  sk ills  in  a d u lt learn ing  and 

p a rtic ip a to ry  tra in in g , in  a d d itio n  to  app lied  and 

p ractica l understanding o f  gender analysis and 

gender m ainstream ing.

♦



Section 3: Practical tools and guidelines
Step 1: Sex disaggregated data and 
gender analytical information

W h a t  you  need  to  k n o w , an d  w hy

Sex disaggregated data and gender ana lytica l 

in fo rm a tio n  is fundam enta l to  gender m ainstream ing.

D e fin itio n s

Sex disaggregated data

Sex disaggregated data is qu a n tita tive  statistica l 

in fo rm a tio n  on differences and inequa lities between 

w om en and men.

Sex disaggregated data m igh t reveal, fo r  example, 

q u a n tita tive  differences between w om en and men in 

m o rb id ity  and m o rta lity ; differences between g irls  

and boys in  school attendance, re ten tion  and 

achievem ent; differences between men and w om en in 

access to  and repaym ent o f  c red it; o r differences 

between men and w om en in vo ter reg is tra tion, 

p a rtic ip a tio n  in  elections and election to  o ffice .

G ender ana ly tica l in fo rm a tio n

G ender ana ly tica l in fo rm a tio n  is q u a lita tive  

in fo rm a tio n  on gender differences and inequalities.

G ender analysis is abou t understand ing  cu ltu re , e.g. 

the patterns and norm s o f w h a t men and w om en, 

boys and g irls  do  and experience in  re la tion  to  the 

issue being exam ined and addressed. W here patterns 

o f  gender d ifference and inequa lity  are revealed in  

sex disaggregated data , gender analysis is the process 

o f  exam in ing  w h y  the  d isparities are there, w hether 

they are a m atte r fo r concern, and h o w  they m igh t 

be addressed.

W h a t you  need to  kn o w

B enefic ia ry groups

The precise sex disaggregated data and gender 

ana ly tica l in fo rm a tio n  needed depends on the sector 

and context.

There  are a num ber o f  “ gender ana lytica l 

fra m e w o rks ”  designed to  p rov ide  guidance on  the 

k inds  o f questions th a t are like ly  to  be applicable. 

O th e r ana ly tica l guidelines, such as the sustainable 

live lihoods fra m e w o rk , can also be adapted to  

exam ine gender issues. H ow ever, no set o f  ana ly tica l

categories caters to  the in fo rm a tio n  needs o f every 

sector and s itua tion . A n a ly tica l fram ew orks can be 

very he lp fu l b u t need to  be used c r it ic a lly  and w ith  

care. They shou ld  be used to  insp ire  n o t to  res tric t 

th in k in g .

The m ost useful s ta rting  p o in t in  de term in ing  

in fo rm a tio n  needs is to  ask the question:

W hat do  w e need to  k n o w  in  o rd e r to  ensure th a t 

p o licy /p ro je c t p la n n in g /m o n ito rin g  addresses the  

needs o f  w om en a n d  m en (g irls a n d  boys) and  

benefits b o th  w om en and  m en (g irls  a n d  boys)?

Sector specialists, even those w h o  k n o w  lit t le  abou t 

gender, w i l l  be able to  b ra in s to rm  responses to  th is  

question and com e up w ith  an in it ia l “ gender 

ana ly tica l fra m e w o rk ”  o f  th e ir  o w n . T h is  is a good 

p o in t to  refer to  ex is ting  ana ly tica l fram ew orks  i.e. 

do they include categories o f  enqu iry  th a t w o u ld  be 

useful in y o u r w o rk in g  con tex t, b u t w h ich  you 

haven’t  considered?

T h is  m anual includes an o u tlin e  gender ana ly tica l 

fram ew ork  to  assist th is  process o f  b ra ins to rm ing .

See o u tlin e  gender ana ly tica l fram ew ork : 

beneficiaries. F o r sector-specific guidelines, see the 

G E M  website.

D evelopm ent po licy -m ak ing , m anagem ent and 

im p lem en ta tion  agencies

In  recent years research has d ra w n  a tte n tio n  to  the 

ways in  w h ich  developm ent agencies re flec t in  th e ir 

s tructu re , procedures and o rgan isa tiona l cu ltu re  

gender inequa lities  found  in  w id e r society. 

E va lua tions have also consisten tly  d ra w n  a tten tion  

to  the  “ e va po ra tion ”  o f  p o licy  com m itm en ts  to  

gender eq u a lity  as a resu lt o f  inadequate procedures 

in  m anagem ent and im p lem en ta tion  agencies, and 

lack o f  com m itm en t, unders tand ing  and sk ills  

am ongst staff.

The effective m anagement and im p lem en ta tion  o f 

in itia tive s  to  p rom ote  gender equa lity  enshrined in  

p lanning  and po licy  docum ents requires ac tion  to  

develop s ta f f  com m itm en t, understanding a n d  sk ills  

and to  p rom ote  greater gender eq u a lity  w ith in  

developm ent organisations  themselves. The design o f 

a pp rop ria te  capac ity -bu ild ing  activ ities  requires 

analysis o f  developm ent organ isa tions a t the 

p lann ing  stage.

♦
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T h is  m anual includes an o u tlin e  gender ana ly tica l 

fra m e w o rk  to  assist th is  process o f analysis. See 

ou tline  gender ana ly tica l fram ew ork : developm ent 

organisations.

W hen and where you co llect in fo rm a tio n  and data:

♦  i t  is im p o rta n t to  d raw  on exis ting  sex 

disaggregated data and gender ana lytica l 

in fo rm a tio n

♦ a tten tion  should  be focused on  ensuring th a t a ll 

data co llec tion  systems (ex is ting  and new ly  created 

and in c lu d in g  na tiona l, loca l, sectoral, and 

organ isa tiona l systems) are ro u tin e ly  disaggregated 

by sex

♦  gender analysis  should  be p a rt and parcel o f  the 

ro u tin e  processes o f  p o licy  and p ro jec t appraisal 

and m o n ito r in g . G ender analysis o f  beneficiary 

groups should  be in teg ra l to  socia l appra isa l and 

m o n ito r in g  processes, and gender analysis o f  

developm ent organisations in teg ra l to  in s titu tio n a l 

appraisal and m o n ito r in g  processes

♦ new  gender a n a ly tica l studies should  be conducted 

o r com m issioned to  address in fo rm a tio n  gaps o r 

to  update ex is ting  in fo rm a tio n .

Use o f  gender ana ly tica l in fo rm a tio n  and sex 

disaggregated data

The co llec tion  o f  gender ana ly tica l in fo rm a tio n  and 

sex disaggregated data is n o t an end in  itself. I t  is 

required fo r  certa in  specific tasks. These are:

♦  m aking  the case fo r  ta k in g  gender issues seriously. 

Advocates seeking to  p rom ote  a tten tion  to  gender 

equa lity  need re levant, up to  date, context-specific  

in fo rm a tio n  on gender differences and inequalities 

and m en’s and w om en ’s d iffe re n t p rio ritie s  and 

needs. A dvoca ting  gender equa lity  on the basis o f  

assertion and rh e to ric  is o f  lim ite d  effectiveness.

Sex disaggregated data is p a rticu la rly  po w e rfu l fo r 

advocacy purposes, p roduc ing  clear statistica l 

evidence o f  gender difference and inequality.

♦  P olicy and  p ro je c t p lann ing  a n d  review. C on tex t- 

specific gender ana ly tica l in fo rm a tio n  and sex 

disaggregated data is necessary to :

-  ensure th a t w om en ’s as w e ll as men's 

experiences and p rio ritie s  in fo rm  the 

developm ent agenda

-  devise app rop ria te  actions to  p rom ote  greater

equa lity  o f  in fluence, o p p o rtu n ity  and benefit 

fo r  w om en and men in  benefic iary groups

-  devise app rop ria te  actions to  deve lop s ta ff 

com m itm en t, understand ing  and sk ills  in 

developm ent organisations

-  m o n ito r the  d iffe re n tia l im pac t o f  p o lic y  and 

p ro je c t com m itm en ts  on  w om en and men and 

review  activ ities  accordingly.

O u tl in e  gen d e r  analy tica l  f ram ew o rk :  
beneficiary  g ro u p s

T h is  o u tlin e  gender ana ly tica l fra m e w o rk  is designed 

to  assist b ra ins to rm ing  on gender ana ly tica l 

in fo rm a tio n  needs. I t  is an am algam ation  between 

several com m on ly  used gender p la n n in g  fram ew orks 

and sustainable live lihoods  analysis. See the G E M  

w ebsite fo r  sector-specific guidelines.

*



C ategory o f  enquiry Issues to  consider

Roles and responsibilities ♦

♦ what do men/women do?

♦ where (location/patterns o f mobility)

♦  when (daily and seasonal patterns)?
♦

♦

Assets ♦

♦ what livelihood assets/ opportunities do

men women have access to? *

♦  what constraints do they face? *

♦

♦

Power and decision-making *

♦  what decision-making do men and/or

women participate in? *

♦ what decision-making do men/women

usually control (able to  make decisions)? *

♦ what constraints do they face? *

Needs, priorities and perspectives

♦ what are women’s and men’s needs and 

priorities?

♦ what perspectives do they have on 

appropriate and sustainable ways o f 

addressing their needs?

♦

productive roles (paid w ork, self-employment, and 

subsistence production)

reproductive roles (domestic work, childcare and care of 

the sick and elderly)

community participation/self-help (voluntary w ork fo r the 

benefit o f the community as a whole)

community politics  (representation/decision-making on 

behalf o f the community as a whole)

human assets (e.g. health services, education, 

knowledge and skills)

natural assets (e.g. land, labour)

social assets (e.g. social networks)

physical assets (transport, communications)

financial assets (capital/income, credit)

household level (e.g. decisions over household 

expenditure)

community level (e.g. decisions on the management of 

resources and services)

local government level

national government level

“ practical" gender needs (needs arising in the context o f 

the existing gender roles/assets)

“ strategic" gender needs (i.e. requiring changes to 

existing gender roles/assets to  create greater equality o f 

influence, opportunity and benefit e.g. increasing 

women’s access to  decision-making)

perspectives on improved services and delivery systems 

such as prioritised services; choice o f technology; 

location, type and cost o f services; systems o f operation, 

management and maintenance etc.
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O u tl in e  gen d e r  analytical f ram ew ork :  
deve lopm en t o rgan isa tions

The fo llo w in g  is a general ana ly tica l fra m e w o rk , to  

assist gender analysis o f  developm ent organisations.

Questions and areas o f enqu iry  shou ld  be adapted as 

app rop ria te  fo r  the  purposes o f  advocacy, 

p o licy /p ro je c t p lann ing  o r  m o n ito r in g  and 

eva luation.

C ategory  o f  en q u iry

l.W O R K  P R O G R A M M E

P o licy  and a c tio n  plans

♦  gender policies

♦  attention to gender in all policies

P o licy  in flu e n c in g

H u m a n  resources

♦  gender focal staff

♦ all staff

Issues to  consider

Gender policies

♦  is there a gender policy? When was it developed, who was involved 

in formulation?

♦  is it  based on context-specific gender analytical inform ation and sex 

disaggregated data?

♦  implementation and monitoring procedures?

A ll policies

♦  are gender issues included in other policies? To what extent? Are 

the gender aspects based on context-specific gender analytical 

information and sex disaggregated data?

♦  implementation and monitoring procedures?

♦ impact o f mainstream policy (sector restructuring; introduction o f 

user fees) on women and men

♦ what is the attitude o f senior management staff to gender issues? 

W ho does the management consult w ith (internally and externally) 

about gender issues?

♦  who are the formal and informal opinion leaders? Do they take 

gender issues seriously?

♦  which external organisations and people have an influence on the 

organisation? Do they take gender issues seriously?

♦  what are the decision-making bodies? W hat role do women and 

men play in decision-making?

Gender Focal Staff

♦  is there a designated gender unit/staff member? Since when? 

structure/ mandate/resources? What do they do? H ow  effectively? 

Perceptions o f gender focal staff/perceptions o f staff in the rest o f 

the organisation?

16
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C ategory o f  enquiry

Financial resources

♦ gender equality initiatives 

“ on the ground"

♦ staff capacity-building initiatives 

Systems, procedures and tools

2. W O R KIN G  CULTURE 

Staffing statistics

Men’s and women’s practical needs

Issues to  consider

A ll staff

♦  responsibility for gender equality issues? Training?

Knowledge and skills? Attitudes to  gender?

♦  is sensitivity to gender issues included in job descriptions/ assessed 

at interview/monitored at appraisals?

Gender equality initiatives “ on the ground" and s ta ff capacity-building

♦  funding for what activities, to what effect?

♦  funding for what activities, to what effect?

♦ is attention to gender issues included in routine systems and 

procedures (information systems; appraisal, planning and 

monitoring procedures)?

♦  have staff been issued w ith guidelines/information/tools on gender 

mainstreaming?

♦  numbers o f men and women at each level in the organisation, and 

according to role/sector

♦  interview/recruitment/promotion/training and career development - 

sex disaggregated statistics

♦  wages, i.e. sex disaggregated statistics

♦  does the organisation create a safe and practical environment for 

women and men (consider issues like transport arrangements, 

working hours, travel commitments, toilets, childcare 

responsibilities)

20!« ^um
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C ategory o f enquiry Issues to  consider

Organisational culture ♦  how does information flow  in the organisation i.e. formally and

informally? To what extent are women/men included in 

communication networks?

♦  what are the main shared values o f the organisation? Do these 

relate in any way (explicitly o r potentially) to  gender equality?

♦  is decision-making centralised or decentralised? To what extent do 

individual staff have “ room for manoeuvre"?

♦  what is the attitude towards male/female staff?

♦  incidence/perceptions o f sexual harassment?

Staff perceptions ♦  male and female staff perceptions o f "gender" issues at work

Policy and action ♦ does the organisation have an Equal Opportunities policy or

equivalent directives? W hat does this policy cover? how has it been 

implemented and promoted? To what extent does it affect practice 

w ith in  the organisation?

G e n d e r  budgets

“ Gender budgets”  o r “ w om en ’s budgets” 2 are 

analyses o f  governm ent budgets to  establish the 

d iffe ren tia l im pact o f  revenue ra is ing o r  expenditure  

on w om en and men and on d iffe ren t groups o f  

w om en and men. They are designed to  in fo rm  pub lic  

po licy  debate, and as such are a p a rticu la rly  

im p o rta n t lo b b y in g  to o l in  the co n te x t o f  na tiona l 

po licy  fram ew orks

Budgets are the m ost im p o rta n t governm ent 

econom ic po licy  instrum ent. They re flect the 

spending choices a governm ent has made to  achieve 

social and econom ic objectives in  the con tex t o f  

specified revenue ra is ing activ ities  and predicted 

revenue. In  o rd e r to  id e n tify  the d iffe re n tia l im pact 

o f  budget expenditures on w om en and men, three 

categories o f expend itu re  are im p o rta n t:

♦  expend itu re  specifica lly targeted to  groups o f 

w om en o r  men to  meet p rio ritise d  needs

♦  expend itu re  specifica lly targeted to  p rom ote  equal 

oppo rtun itie s  fo r  w om en and men

♦  general o r m ainstream  budget expend itu re  m aking  

goods and services ava ilab le  to  the  w ho le  

com m unity .

T yp ica lly  9 9 %  o f  expend itu re  fa lls  in to  the  la tte r 

ca tegory and in  th is  con tex t, a budget can appear to  

be a gender-neutra l ins trum en t o f  policy. Sex 

disaggregated data and gender ana ly tica l in fo rm a tio n  

is needed to  expose the d iffe re n tia l gender im pact o f  

m ainstream  budget expend itu re  com m itm ents.

P artic ipants in  gender budgeting exercises can 

inc lude governm ent, pa rliam enta rians o r  c iv il society 

o rganisations, o r  a co m b in a tio n  o f  these. A  gender 

budget m ay cover expend itu re  a n d /o r revenue, and

2 In  the e vo lu tio n  o f  th is  process, th e  in it ia l focus  was o n  a u d it in g  gove rnm en t budgets fo r  im p a c t o n  w o m en  a n d  g ir ls . M o re  recently, gender has been used as the  
category o f  ana lysis, a n d  th e  te rm  'g e n d e r budge ts '  is  m o re  o fte n  used.

♦------------------------------------------------------------
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m ay focus on selected sectors o r a ll sectors. They 

m ig h t exam ine past budgets, past actual expenditure, 

estimated cu rre n t budget a lloca tions o r fu tu re  

budgets as pro jected in  m edium  te rm  expenditure  

fram ew orks. They are conducted and used by 

governm ents to  re p o rt on  w ha t they have done to  

meet w om en’s needs and p rom ote  gender equality. 

M o re  com m only, they are conducted by c iv il society 

g roups and p rov ide  in fo rm a tio n  fo r  parliam entarians 

and c iv il society groups to  use in  lo b b y in g  fo r  greater 

gender equality.

A  num ber o f gender budgeting too ls  and approaches 

have been developed. Choice depends on the 

a v a ila b ility  o f  da ta , the expertise o f  personnel, and 

the lin ks  between n a tiona l budgets and na tiona l 

po licy, as w e ll as p rac tica l constra in ts  o f  tim e  and 

access to  com puters and softw are.

Gender budget tools

Gender-aware policy appraisal: this is the most common approach. It begins w ith  the assumption 

that budgets reflect policy. Analysis involves scrutinising the explicit and im plicit gender implications 

o f national and sectoral policies, examining the ways in which priorities and choices are likely to 

reduce or increase gender inequality

Gender-disaggregated beneficiary assessments: this is a more participatory approach to policy 

analysis i.e. asking actual o r potential beneficiaries the extent to which government 

policies/programmes match their own priorities

Gender-disaggregated public expenditure incidence analysis: this compares public expenditure for a 

given programme w ith  data from household surveys to reveal the distribution o f expenditure between 

women/men, boys/girls

Gender-disaggregated tax incidence analysis: this examines direct and indirect taxes and user fees to 

calculate how much tax is paid by different individuals and households

Gender-disaggregated analysis o f  the impact o f  the budget on time use: this examines the relationship 

between national budget and the way time is used in households. In particular, it  draws attention to 

the ways in which the time spent by women in unpaid work is accounted for in policy analysis

Gender-aware medium term economic policy framework: these are attempts to  incorporate gender 

into the economic models on which medium term economic frameworks are based

Gender-aware budget statement: this is an exercise in government accountability which may use any 

o f the above tools. It  requires a high degree o f commitment and co-ordination throughout the public 

sector as ministries and departments undertake and publicise an assessment o f the gender impact o f 

their line budgets.

Adapted fro m  D iane Elson (1997) "T o o ls  fo r  gender in teg ra tion  in to  m acro-econom ic po licy ”  in  L in k  in to  Gender 

and D evelopm ent, 2 , Summer, p .13, cited in  Budlender, D  and Sharp, R (1998) "H o w  to  do a gender-sensitive 

budget analysis: con tem porary research and p rac tice ". C om m onw ealth  Secretariat and A usA id

❖
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Step 2: 
Influencing the development agenda

G ender-sensitive  s tak eh o ld er  analysis

In  o rd e r to  ensure th a t w om en ’s as w e ll as m en’s 

needs, p rio ritie s  and constra in ts are recognised and 

addressed and in fluence the  developm ent agenda, a ll 

processes o f  po licy  developm ent and p ro jec t design 

should  involve:

♦  p a rtic ip a to ry  consu lta tion  w ith  w om en as w e ll as 

men in  beneficiary groups

♦  w om en as w e ll as men in  decis ion-m aking  a t a ll 

levels

♦  gender equa lity  advocates (men as w e ll as w om en) 

devising ways o f  open ing  up spaces to  ensure 

w om en ’s active invo lvem ent in consu lta tion  and 

decision-m aking.

T h is  means fin d in g  ways to  ensure that:

♦  w om en’s groups are active ly invo lved in 

consu lta tion  and decis ion-m aking  processes

♦  the range o f  w om en ’s views and needs is 

adequately represented. D iffe re n t w om en (and 

men) have d iffe ren t needs on the basis o f  class, 

e thn ic ity , age and fa m ily  com pos ition , and o ther 

factors. U rban , m idd le  class w om en do  n o t 

necessarily accurate ly represent the views and 

p rio ritie s  o f  poor, ru ra l w om en

♦ the usual processes o f stakeho lder analysis 

(d raw ing  up  a tab le  o f stakeholders; assessing the 

im portance o f each stakeholder and th e ir re lative 

pow er and in fluence; and id e n tify ing  risks and 

assum ptions th a t w i l l  a ffect p ro jec t design) 

include:

-  w om en and men as separate stakeholder groups

-  w here app rop ria te , d iffe ren t s takeholder groups 

am ongst w om en (and men)

-  c la r ity  regard ing s takeholder groups w h ich  

inc lude b o th  w om en and men

-  consultancy teams, w o rk in g  groups, 

m anagement teams and im p lem en ta tion  teams 

include w om en as w e ll as men

-  gender equa lity  advocates (in  governm ent, c iv il 

society and d o n o r organisations) w o rk  in 

co lla b o ra tio n , th in k in g  co llec tive ly  and 

s tra teg ica lly  abou t advocacy strategies.

W om en  In decis ion-m aking : co m m u n ity  level

Issues to  address

T ra d itio n a lly , w om en are o ften  excluded from  

decis ion-m aking  a t the  co m m u n ity  level. A  num ber 

o f factors com bine to  b rin g  th is  about. These include 

tra d it io n a l a ttitudes  concern ing the ro le  and status o f 

w om en , and also aspects o f  w om en ’s o w n  w o rk  

burden, know ledge, sk ills  and confidence. Poor 

w om en ’s confidence can be underm ined by less 

exposure than  p o o r men to  the  w o r ld  outside th e ir 

im m edia te  hom e, and by lim ite d  language and 

lite racy  sk ills . Even when steps have been taken to  

include w om en in  co m m u n ity  level decis ion-m aking , 

to o  o ften  w om en have been token  representatives on 

co m m u n ity  com m ittees w ith  a passive ro le  and few  

real responsib ilities. Problem s fo r  w om en can be 

com pounded d u rin g  negotia tions w ith  local 

au tho rities . C o m m u n ity  based groups m ay have been 

able to  achieve considerable levels o f  w om en ’s 

p a rtic ip a tio n , b u t decis ion-m aking  po w e r m ay lie  at 

h igher levels o f  the local adm in is tra tio n , where 

w om en are n o t so w e ll represented. C om m un ity  

e ffo rts  are o ften  frus tra ted  by bureaucra tic  delays o r 

u n w illin g  s ta ff a t the loca l/m un ic ipa l governm ent 

level, and w om en co m m u n ity  representatives can be 

p a rticu la rly  vu lnerab le  because o f  th e ir  generally 

lo w e r social status.

Increasing w om en ’s invo lvem ent in  com m un ity  

decis ion-m aking

G ender analysis

Before ta k in g  ac tion  to  invo lve  w om en in  co m m u n ity  

level decis ion-m aking , i t  is im p o rta n t to  be fu lly  

aw are o f ex is ting  gender roles, s tructures and 

a ttitudes in  re la tio n  to  decis ion -m aking  a t the 

co m m u n ity  level.

P lann ing to  p rom o te  w om en ’s invo lvem ent

A c tio n  to  p rom ote  w om en ’s invo lvem ent in 

co m m u n ity  level decis ion-m aking  should  be devised 

on  the basis o f  a clear understand ing  o f  existing 

gender ro les, and on the basis o f  male and female 

co m m u n ity  mem bers’ perspectives and p rio ritie s .

O n th is  basis:

♦  app rop ria te  ways o f strengthening w om en ’s 

invo lvem ent in  decis ion -m aking  need to  be 

specified in  p lann ing  docum ents, inc luded in 

im p lem enta tion  s ta ff T O R s  (term s o f  reference) 

and supported w ith  necessary fund ing

Ф -
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♦ c rite r ia  fo r  m o n ito r in g  and eva lua tion  o f  w om en ’s 

p a rtic ip a tio n  m ust also be established. Ind ica tors 

o f effectiveness shou ld  inc lude q u a lita tive  as w e ll 

as quan tita tive  aspects o f  p a rtic ipa tion .

A c tiv it ie s  to  p rom o te  w om en ’s invo lvem ent

♦ Practica l measures to  p rom ote  w om en ’s

invo lvem ent in  decis ion -m aking  include the

fo llo w in g :

C o m m u n ity  consu lta tion  processes

♦  p ractica l measures are needed to  ensure tha t 

p ro jec t in fo rm a tio n  reaches w om en, th a t they are 

able to  a ttend meetings and th a t meetings provide 

a fo ru m  in  w h ich  they can active ly  partic ipa te

♦ w om en themselves w il l  o ften  have insights on the 

best w ay  to  w o rk  a round  male dom inated pow er 

structures

♦  open discussions in vo lv in g  men and w om en may 

fac ilita te  w om en ’s p a rtic ip a tio n  b u t specific 

measures m ay also be needed to  overcom e the 

deference o r  m u ting  o f  w om en ’s views in  fro n t o f  

men

♦ p a rtic u la rly  in  large com m un ities , i t  m ay be 

necessary to  fo llo w  up large meetings w ith  sm aller 

p lann ing  groups, inc lud ing  key w om en 

representatives, where w om en ’s roles, 

responsib ilities, p r io r it ie s  and constra in ts can be 

e laborated in  m ore  detail

♦  given the lim ita tio n s  on  p o o r w om en ’s tim e, 

considerable outreach w o rk  and fle x ib il ity  is 

required abou t w hen and where to  meet. One 

approach has been to  arrange meetings in  s itu  at, 

fo r  exam ple, w a te r supply sites o r  clin ics

♦  w o rk in g  w ith  ex is ting  w om en ’s N G O s o r 

co m m u n ity  organ isa tions is a w ay to  invo lve 

w om en d irectly. H owever, such organisations tend 

to  be m onopolised by m ore a fflu e n t w om en w ith  

m ore  free tim e, and m ay exclude poore r sections 

o f the com m un ity

♦  w om en ’s organ isa tions are n o t necessarily 

“ gender-sensitive” , in  the  sense th a t they m ay have 

lim ited  understand ing  o f ideas concern ing  gender 

m ainstream ing and gender equa lity . I t  m ay be 

useful to  take  steps to  strengthen the gender 

sens itiv ity  o f  C BO s and ne tw orks.

A ctiv itie s  to  ga in  the su p p o rt o f  men

♦  early consu lta tion  w ith  men, p a rticu la rly  

co m m u n ity  leaders, and attem pts to  p rom ote  

pos itive  a ttitudes tow ards  w om en ’s active 

p a rtic ip a tio n , are im p o rta n t. W here w om en are 

invo lved  in  separate activ ities  o r tra in in g , the 

po ten tia l advantages shou ld  be exp la ined, and /o r 

com plem entary o r  para lle l activ ities organised fo r 

men

♦  m en’s negative a ttitudes to  w om en ’s increased 

invo lvem ent have o ften  sh ifted once the  benefits to  

the  com m un ity , households, and w om en 

themselves have been dem onstrated.

P ro m o tin g  w om en ’s active  ro le  in  co m m u n ity  level 

decis ion-m aking

♦  w om en ’s invo lvem ent in  selecting candidates is 

lik e ly  to  resu lt in  a h igher and m ore dynam ic level 

o f  w om en ’s p a rtic ip a tio n

♦  the q u a lity  o f  w om en ’s p a rtic ip a tio n  in 

com m ittees, as w e ll as the q u a n tity , needs to  be 

im proved. F o r w om en w h o  are unused to  

assum ing positions o f  a u th o rity , considerable 

g ro u n d w o rk  m ay be needed to  develop the self- 

confidence and assertiveness sk ills  necessary fo r 

dealing w ith  v illage au thorities . W omen 

representatives m ay need special tra in in g , in 

leadership sk ills , confidence b u ild in g  and 

com m un ica tion . S im ila r tra in in g  should  be offered 

to  men to  avo id  a lienation .

L in k s  w ith  loca l au tho rities

Local w om en ’s needs are o ften  addressed m ost 

e ffective ly  by b u ild in g  gender-sensitive partnerships 

between co m m u n ity  representatives and local 

au thorities . T h is  involves:

♦ suppo rting  and tra in in g  com m un ity  

representatives to  negotia te  e ffective ly  fo r  gender- 

sensitive services

♦ tra in in g  s ta ff in  m un ic ipa l au tho rities  to  increase 

th e ir  understand ing  o f gender issues, needs and 

righ ts, as w e ll as th e ir  respons ib ility  fo r  de livering  

gender-aware responses

♦  developing activ ities  to  increase in fo rm a tio n  to  

m arginalised groups, in c lu d in g  w om en, abou t the 

services and resources they can expect, e.g. service 

charters setting o u t standards o f  p rov is ion .

♦
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W om en  in dec is ion-m aking : na tiona l  policy 
processes

W o rld  Bank PRSP gender guidelines specifica lly 

p rom ote  the need fo r  gender-sensitive pa rtic ip a to ry  

consu lta tion  processes a t the poverty  diagnostic 

stage. H owever, no m echanism exists e ithe r w ith in  

the W orld  Bank, o r  w ith in  m ost na tiona l 

governm ents, to  ensure th a t these guidelines are 

adhered to  and no  m in im u m  level o f  consu lta tion  is 

s tipu la ted  in  the guidelines. The level o f  w om en ’s 

pa rtic ip a tio n  in  na tiona l po licy  consu lta tion  

processes in  m any countries is cu rren tly  very low .

I t  is im pera tive  fo r  gender equa lity  advocates w ith in  

governm ents, d o n o r organisations and c iv il society 

groups to  push fo r  w om en ’s r ig h t to  pa rtic ipa te  and 

to  be heard in  na tiona l po licy  consu lta tion  processes, 

and fo r  w om en and gender equa lity  advocates to  

p a rtic ipa te  in decis ion-m aking  a t a ll levels.

T h is  means g iv ing  considera tion  to:

♦  supporting  the capacity  o f  c iv il society groups 

com m itted  to  gender equa lity  (w om en’s groups, 

m en’s groups and m ixed groups) to  engage 

effective ly w ith  na tiona l p o licy  processes. I t  is 

p a rticu la rly  im p o rta n t to  make budget and m acro- 

econom ic processes accessible

♦ recognising the strength th a t d ive rs ity  amongst 

w om en ’s groups and c iv il society groups can 

b ring , b u t balancing th is  w ith  choices regarding 

focused advocacy on w om en ’s righ ts  and gender 

equa lity

♦  deve lop ing the capacity  o f  governm ent s ta ff to  

understand gender equa lity  issues and support 

gender-aware p a rtic ip a to ry  consu lta tion  processes. 

Linkages between gender advocates and 

governm ent o ffic ia ls  developed d u rin g  tra in in g  can 

assist la ter lo b b y in g  activ ities

♦ establishing standards by w h ich  the q u a lity  o f 

gender-aware pa rtic ip a tio n  can be measured.

W ork ing  in n e tw o rk s  an d  coali t ions

N e tw o rk in g  is fundam enta l to  effective gender 

m ainstream ing. I t  is p ro fessionally  ineffective and 

personally underm in ing  fo r organisations and 

ind iv idua ls  seeking to  p rom ote  gender e q u a lity  and 

w om en ’s em pow erm ent to  w o rk  alone. In  the con text 

o f  deve lop ing n a tiona l p o licy  fram ew orks, i t  is 

essential fo r  gender advocates w ith in  governm ent 

and d o n o r organ isa tions to  w o rk  co llabo ra tive ly

w ith  each o the r and w ith  c iv il society groups.

Types o f  n e tw o rk  

In fo rm a l su p p o rt ne tw orks

I t  is p a rticu la rly  va luable  in  the  early days o f  try in g  

to  m ainstream  gender w ith in  an o rgan isa tion , po licy  

deve lopm ent process o r  p ro jec t fo r  s ta ff try in g  to  

p rom ote  a tten tion  to  gender to  fo rm  an in fo rm a l 

suppo rt n e tw o rk  o f like -m in d e d  people. People 

a ttend as ind iv idua ls , n o t as organ isa tiona l 

representatives. The key issue is th a t members choose 

to  a ttend and have a reasonable re la tionsh ip  o f trus t 

fro m  the outset. These in fo rm a l ne tw o rks  p rov ide  

m uch needed personal suppo rt in  w h a t can be a very 

stressful and m arginalised ro le . They p rov ide  a 

supportive  env ironm en t to  b ra ins to rm  ideas, reflect 

on  experiences and recover fro m  disasters!

F o rm a l in te rna l ne tw orks and w o rk in g  parties

These are ne tw o rks  recognised and leg itim ised by the 

o rgan isa tion  o r  organ isa tions invo lved , w ith  people 

a ttend ing  in  th e ir professional capacity  and repo rting  

back. They inc lude gender w o rk in g  parties, gender 

foca l p o in t ne tw o rks , and d o n o r gender ne tw orks.

G ender w o rk in g  parties

A  n e tw o rk  fo rm ed  when there is some degree o f 

recogn ition  w ith in  an o rgan isa tion  th a t gender is an 

issue th a t needs to  be addressed. The a im  is to  

invo lve  a range o f s ta ff in  deve lop ing strategies tha t 

w i l l  be effective and re levant to  a ll aspects o f the 

o rgan isa tion ’s w o rk . Tasks m ig h t inc lude co 

o rd in a tin g  the developm ent o f  a gender 

m ainstream ing po licy, w ith  in d iv id u a l members 

representing the interests o f  d iffe re n t departm ents; 

deve lop ing an app rop ria te  gender tra in in g  strategy, 

w ith  in d iv id u a l members responsible fo r  assessing 

tra in in g  needs in  th e ir d iffe re n t departm ents; and co

o rd in a tin g  the im p lem en ta tion  and m o n ito r in g  o f  a 

gender policy.

Focal p o in t ne tw orks

G overnm ent m in is tries, in  pa rticu la r, frequently  

appo in t/nom ina te  “ gender focal s ta ff’’ to  p rom ote  

a tten tion  to  gender in  th e ir ow n  sector/departm ent, 

in  pursuance o f  p o lic y  com m itm ents  to  gender 

m ainstream ing. I t  is p a rticu la rly  beneficia l to  fo rm  

foca l s ta ff ne tw orks , usua lly  under the co -o rd in a tio n  

o f the n a tiona l w om en ’s m achinery, to  lin k  together

22
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s ta ff try in g  to  p rom o te  a tten tion  to  gender in 

d iffe ren t m in is tries  and departm ents. These are a 

fo rum  fo r  deve lop ing strategies, b u ild in g  capacity 

and p ro v id in g  personal and professional support.

D o n o r gender ne tw orks

These b rin g  together s ta ff w ith in  d o n o r organisations 

responsible fo r  m a instream ing gender w ith in  the ir 

o w n  organ isa tions and program m es, as w e ll as 

su p p o rtin g  w om en-specific  in itia tives . They are 

im p o rta n t to  co -o rd ina te  the w o rk  o f  d iffe ren t 

donors and avo id  d u p lica tio n ; share experiences on 

and approaches to  m ainstream ing gender; share 

approaches to  suppo rting  the loca l w om en ’s 

m ovem ent; and share in fo rm a tio n  abou t local 

organ isa tions and  consultants.

A dvocacy ne tw orks

Gender advocates lo b b y in g  developm ent 

organ isa tions e ithe r fro m  the  inside o r  outside to  

p rom o te  a tte n tio n  to  gender equa lity  in  leg is la tion, 

polic ies and program m es are fa r m ore  e ffective when 

e ffo rts  are co -o rd ina ted . In  the con tex t o f  na tiona l 

po licy  fram ew orks , in d iv id u a l s ta ff and 

o rgan isa tions, in c lu d in g  donors, have lim ited  pow er 

on  th e ir  o w n  to  in fluence the  agenda. I t  is essential 

fo r  gender advocates w ith in  d o n o r organ isa tions to  

co -o rd ina te  w ith  gender foca l s ta ff w ith in  

governm ent and w ith  c iv il society groups to  co

o rd ina te  activ ities , develop strategies and take 

advantage o f  oppo rtun ities .

In te rn a l advocates lin k in g  w ith  ex te rna l ne tw orks

A n  im p o rta n t p a rt o f  e ffective advocacy is fo r  foca l 

s ta ff w ith in  governm ent and developm ent 

organ isa tions to  com m unica te  w ith  and ga in  the 

confidence and su p p o rt o f  constituents outs ide  the 

o rgan isa tion . L in ks  between gender foca l s ta ff and 

w om en ’s organisations, gender equa lity  advocates 

and research centres enrich  the resources, know ledge 

and expertise ava ilab le  in te rna lly , broaden the in p u t 

and in fluence o f  outs ide  o rgan isa tions, p rov ide  m ora l 

suppo rt to  in te rna l advocates and can increase th e ir 

leverage.

E x te rn a l pressure g roups

U N IF E M  notes “ w e have seen tim e  and tim e  again 

th a t e ffective m ainstream ing requires sustained 

pressure, ove r a long  pe riod , on governm ents, 

b ila te ra l and m u ltila te ra l agencies, the priva te  sector, 

the media and o the r actors by w om en, w om en ’s 

m ovem ents and th e ir  a llies. W ith o u t an em powered

group  o f  w om en advocating  fo r  and gu id ing  

gendersensitive polic ies and practices, the  w o rk  o f 

m ainstream ing is p rey to  the p a rticu la r sk ills  and 

interests o f  a chang ing  cast o f  governm enta l, 

b ila te ra l, and m u ltila te ra l personnel w h o  m ay o r may 

n o t have a com m itm en t to  o r  understanding o f 

gender m ainstream ing and equa lity . T hus U N IF E M ’s 

m ainstream ing strategy hinges on suppo rting  w om en 

to  co llec tive ly  assess th e ir  s itu a tio n , express th e ir 

p rio ritie s  and concerns, strengthen th e ir p u b lic  voice, 

advocate and lo b b y  fo r  po licy  re fo rm , and develop 

approaches to  substantive ly in fluence societal 

decis ion-m aking .”

E lectron ic  ne tw orks

There are a num ber o f  gender and developm ent 

em ail ne tw orks. These can be a useful o p p o rtu n ity  to  

share in fo rm a tio n , ideas and experiences, a lthough  

c learly  access is restricted to  those w h o  have the 

necessary hardw are , in fra s tru c tu re  and resources.

T ip s  fo r  n e tw o rk  effectiveness

G reat expecta tion  can accom pany the establishm ent 

o f  ne tw orks , o n ly  to  fin d  th a t m em bership tra ils  o ff, 

l it t le  is achieved and members cease to  meet. To 

m axim ise effectiveness, ne tw o rks  need to  pay 

a tten tion  to  the fo llo w in g :

♦  clear th o u g h t to  m em bership: th is  involves 

th in k in g  th ro u g h  w h a t each m em ber w il l  

co n tr ib u te , and w h a t they w il l  gain, as w e ll as 

factors concern ing the ove ra ll coherence and 

v ia b ility  o f  the group

♦ w e ll though t o u t need a n d  goa l: i t  is im p o rta n t fo r  

members to  reach agreement on a clear purpose 

and goal. T h is  is m o tiva tin g  and gives a general 

d irec tion  to  the group

♦  g o o d  leadership: ne tw orks w o rk  m ost e ffective ly 

when members feel ac tive ly  invo lved  and 

responsible. The leader shou ld  have a strong 

com m itm en t to  the  n e tw o rk  goa l, respect fo r  the 

members and a fa c ilita tive , inclusive style

♦  g o o d  com m un ica tion  w ith  members: th is  includes 

regular meetings, the agenda c ircu la ted  in 

advance, and m inutes c ircu la ted  a fterw ards

♦ effective a n d  e ffic ien t meetings: meetings should 

give a sense o f  progress tow ards  the  goa l, p rov ide 

an o p p o rtu n ity  fo r  mem bers’ views to  be heard 

and to  reach consensus on decisions
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♦  clear, rea listic and  agreed ac tion  p lan : actions need 

to  be agreed bearing in  m ind  mem bers’ resources, 

tim e  a va ilab ility , o p po rtun itie s , sk ills , know ledge 

and influence

♦ concrete results: achievem ent is h igh ly  m o tiva ting . 

M odest expectations accompanied by tang ib le  

progress, are m ore  m o tiva tin g  than am b itious  

goals w ith  no  clear strategy fo r  b ring ing  abou t 

tang ib le  change.

A dvocacy  a n d  L obbying  

Gender advocates

Persuading those in  positions o f po w e r and a u th o rity  

to  take  gender equa lity  and w om en ’s em pow erm ent 

seriously is key to  m aking  progress. T h is  is the  ro le 

o f  “ gender advocates”  w ith  governm ent, c iv il society 

and d o n o r organisations. Gender advocates can be 

men o r  w om en, and ind iv idua ls  o r organisations. 

They m ay undertake th is  respons ib ility  as p a rt o f 

th e ir designated ro le , o r  pu re ly  on  the basis o f  the ir 

ow n  m o tiva tio n  and choice.

Gender advocates require patience, persistence and 

com m itm ent. They need the a b ility  to  th in k  

stra teg ica lly and to  take advantage o f unexpected 

oppo rtun ities . They need to  be able to  recover from  

setbacks, be w illin g  to  com prom ise and recognise the 

significance o f m odest gains and breakthroughs. 

P rom oting  gender equa lity  and the  em pow erm ent o f 

w om en is a long-te rm , com plex and d if f ic u lt  task.

Gender advocates face d iffe ren t oppo rtun itie s  and 

constra in ts in  d iffe re n t contexts.

G overnm ent based advocates

In  m any cases, advocates opera ting  w ith in  

governm ent m in is tries  are h ig h ly  constra ined in  the ir 

room  fo r  m anoeuvre. Razavi (98) descrip tion  o f 

gender advocates describes th e ir s itua tion  w e ll: 

“ supplicants try in g  to  persuade those n o t convinced 

o f the in tr in s ic  value o f  gender equa lity , in  terms 

least like ly  to  generate resistance, th a t gender issues 

need to  become a p r io r ity ” .

C iv il society based advocates

C iv il society based gender advocates are o ften  freer 

to  express th e ir views than those w o rk in g  w ith in  

governm ent. H ow ever th e ir degree o f in fluence and 

leverage over governm ent decis ion-m aking  w il l

♦---------------------------

depend on a num ber o f  factors:

♦ the exten t to  w h ich  w om en ’s em pow erm ent and 

gender equa lity  is accepted as a desirable goal by 

the governm ent and in w id e r society

♦  the governm ent’s h is to ry  o f  addressing 

wom en/gender issues

♦  the governm ent’s degree o f  dependence on  c iv il 

society suppo rt (e.g. need fo r  v o te r suppo rt to  

rem ain in  pow er)

♦ governm ent decis ion -m aking  ideo logy and 

procedures

♦  the existence and capacity  o f  in te rna l gender 

advocates fig h tin g  fo r  a s im ila r agenda.

D o n o r based advocates

The m a jo r ity  o f  d o n o r o rgan isa tions have a stated 

co m m itm e n t to  the p ro m o tio n  o f  gender equa lity  (a 

no tab le  success fo r  gender advocacy). The problem  

lies in  trans la ting  th is com m itm en t in to  ac tion . In  the 

con tex t o f  donor-funded  pro jects , the range o f 

stakeholders invo lved  in  p lann ing  and design is 

com para tive ly  sm all and the d o n o r o rgan isa tion  is 

o ften  in  a p o w e rfu l p o s ition  to  in fluence the  p lann ing  

agenda. As a consequence, i f  a tten tion  to  gender 

equa lity  is im p o rta n t to  the donor, and  the  s ta ff 

invo lved in  p la n n in g  have the app rop ria te  know ledge 

and sk ills , then measures to  p rom ote  gender equa lity  

are lik e ly  to  be inc luded in  the  p ro jec t design. The 

m ost app rop ria te  ro le  fo r  gender advocates in  th is 

con tex t is to  develop app rop ria te  gender 

m ainstream ing know ledge and sk ills  amongst 

p lann ing  staff.

In  con trast, the developm ent o f  n a tio n a l p o lic y  

fram ew orks  is a com p lex process o f  nego tia tion  

in vo lv in g  m u ltip le  governm ent, d o n o r and n o n 

governm ent stakeholders. In d iv id u a l s ta ff and 

organisations, in c lu d in g  donors, have lim ite d  pow er 

on th e ir  o w n  to  in fluence the agenda. T h is  p rovides a 

very d iffe re n t con tex t fo r  d o n o r based gender 

advocates to  p rom ote  a tten tion  to  gender equa lity . It 

is essential fo r  gender advocates fro m  dono r 

o rganisations, m in is tries, pa rliam en t and c iv il society 

groups to  w o rk  in  co n ju nc tio n  id e n tify in g  strategic 

en try  po in ts  fo r  the p ro m o tio n  o f gender equa lity . It  

is unsustainable, ina p p ro p ria te  and unnecessary fo r 

donors to  p rom ote  an agenda o f  gender equa lity  

single-handedly. D o n o r based advocates should:

♦  p rom ote , as fa r as possible, co -o rd in a tio n  between
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donors on gender equa lity  issues

♦ ensure th a t s ta ff fro m  d iffe re n t sectors are aware 

o f, and speak in  fa vo u r o f, gender equa lity  po licy  

com m itm ents

♦  seek o u t and suppo rt (w ith  fund ing , tra in in g  and 

consultancy support) gender advocates w ith in  

pa rtne r m in is tries. D eve lopm ent assistance can 

p lay a very im p o rta n t leg itim is ing  ro le , suppo rting  

the advocacy w o rk  o f gender s ta ff

♦ suppo rt c iv il society advocacy organisations

♦ partic ipa te  in  gender ne tw orks and agree jo in t 

strategies.

A dvocacy strategies

Effective advocacy (fo r ind iv idua ls  o r organisations, 

governm ent, c iv il society o r d o n o r advocates) 

involves:

♦ id e n tify ing  app rop ria te  “ en try  p o in ts ” . These 

cou ld  be:

-  in te rn a tio n a l, na tio n a l, sectoral o r 

o rgan isa tiona l p o licy  com m itm ents  to  gender 

equa lity

-  new  research find ings, o r analyses o f  sex 

disaggregated data

-  the  suppo rt o f  key in d iv id u a ls  in  pow erfu l 

positions

-  specific events (elections, in te rn a tio n a l 

conferences, local conferences, issues in  the 

headlines)

-  new  in itia tives

-  reviews o f ex is ting  in itia tives

-  research fund ing

-  fu n d in g  fo r  tra in in g

♦ develop ing strategic alliances and recognising the 

need fo r  com prom ise

♦  develop ing a w e ll argued case fo r  ta k in g  gender 

issues seriously, d raw ing  on app rop ria te  sex 

disaggregated data and gender analytica l 

in fo rm a tio n

♦  m o u ld in g  argum ents in to  a shape th a t fits  the 

goals, cu ltu re  and procedures o f  the targeted 

o rgan isa tion  o r  process

♦  using a language th a t is b o ld  and appealing to  

po licy  m akers and p rac titione rs , qu ite  d iffe ren t

fro m  the com p le x ity  o f  academic gender analysis

♦  m aking  clear, w e ll th o u g h t th ro u g h  and realistic 

suggestions fo r  change. In  constra ined 

circum stances, suggestions fo r  change m ay have to  

be confined to  least w o rs t scenarios and damage 

c o n tro l, ra ther than to  a m ore am b itious  concerns 

w ith  the p ro m o tio n  o f  gender equa lity

♦ a n tic ip a tin g  opposing  argum ents and developing 

reasonable responses

♦  recognising the im portance  o f  sm all increm ental 

steps tow ards  the  long-te rm  goal o f  gender 

equa lity

♦  rev is iting  strategies to  take  account o f  w h a t has 

been achieved and learned as w e ll as to  assess new 

oppo rtun itie s  and changing circumstances

♦  recognising th a t gains made tow ards the long-te rm  

ob jective o f  gender eq u a lity  canno t be taken fo r  

granted.

In  in d iv id u a l meetings, rem em ber to : be b rie f, be 

clear, be accurate, be persuasive, be tim e ly , be 

persistent and be gra te fu l!

L in k in g  gender equa lity  and poverty  e lim in a tio n

Gender advocates need to  w in  allies and press the ir 

cla im s successfully against r iva l cla im ants. In  an 

unsupportive  con tex t, the m ost e ffective course o f 

action  is to  dem onstrate positive  sp in -o ffs  from  

gender m ainstream ing, in  term s th a t are com patib le  

w ith  the overa ll p o licy  environm ent.

The cu rre n t in te rn a tio n a l po licy  focus on  pove rty  

e lim in a tio n  provides a re levant and conducive 

con tex t fo r  gender m ainstream ing. There is a 

g row ing  and com pe lling  body o f  evidence w h ich  

shows th a t w om en n o t on ly  bear the b ru n t o f  

poverty  b u t th a t w om en ’s em pow erm ent is a central 

p recond ition  fo r  its  e lim in a tio n . The undoubted links  

between the e lim in a tio n  o f  pove rty  and the 

p ro m o tio n  o f gender equa lity  opens up considerable 

space fo r  a tten tion  to  gender issues in  a ll aspects o f 

m ainstream  po licy -m ak ing  and p lanning .

In  m ak ing  links between poverty  and gender equality, 

i t  is im p o rta n t n o t to  im p ly  th a t gender in e q ua lity  is 

caused by poverty, o r th a t measures to  address 

poverty  w il l  au to m a tica lly  address gender inequality. 

Progress on gender equa lity  is dependent on  p o lit ica l 

w i l l  n o t on the incom e level o f  the society. Some 

developing countries o u tp e rfo rm  m uch richer 

countries in  the opp o rtu n itie s  they a ffo rd  w om en.

♦
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Step 3: Action to promote gender equality

W h a t  does  gen d e r  equa li ty  m ean?

Gender mainstreaming is a strategy to  prom ote the goal 

o f  gender equality and the empowerment o f  women.

G ender equa lity  does n o t s im ply o r  necessarily mean 

equal num bers o f  men and w om en o r  boys and g irls  

in  a ll activ ities, n o r does i t  necessarily mean trea ting  

men and w om en o r boys and g irls  exactly  the same.

I t  signifies an asp ira tion to  w o rk  tow ards a society in 

w h ich  neither w om en n o r men suffer fro m  poverty  in  

its m any form s, and in  w h ich  w om en and men are 

able to  live equally fu lf i l l in g  lives. It means recognising 

tha t men and w om en often have d iffe ren t needs and 

p rio rities, face d iffe ren t constraints, have d iffe ren t 

aspirations and con tribu te  to  developm ent in  d ifferent 

ways. I t  means recognising the r ig h t o f  w om en to  

define the objectives o f  developm ent fo r  themselves.

O u tl in e  gen d e r  e q ua li ty  ac tion  f ra m ew o rk

C hoice o f ac tion  to  p ro m o te  gender eq u a lity  should  

be made on the basis o f  clear gender ana ly tica l 

in fo rm a tio n  and sex disaggregated data , and on the 

basis o f  w om en ’s o w n  p rio r it ie s  and concerns. I t  is 

w h o lly  in a p p ro p ria te  fo r  deve lopm ent organ isa tions 

to  devise actions to  p ro m o te  gender eq u a lity  and 

w om en ’s em pow erm ent w ith o u t hav ing  gone 

th ro u g h  these tw o  steps.

T h is  o u tlin e  gender equa lity  ac tion  fra m e w o rk  is 

designed to  assist in  p la n n in g  discussions. In  a ll 

sectors and contexts, possible ac tion  to  p rom ote  

gender eq u a lity  b road ly  fa lls  in to  the listed 

categories. Agreed actions to  p rom ote  gender 

e qua lity  should  be inc luded in  p o licy  and p lanning  

docum ents, and backed up w ith  s ta ffing , resources 

and ind ica tors  o f  change.

Type o f  A c tio n  

O R G A N IS A T IO N A L  L E V E L  

In fo rm a tio n  systems and research

Issues to  consider

♦ collating and commissioning targeted gender analytical research

♦ establishing sex disaggregated inform ation systems

B u ild in g  the  capac ity  o f  s ta ff  in 
m anagem ent, p o lic y -m a k in g  and 

im p le m e n ta tio n  agencies

♦  developing staff gender-related skills, knowledge and commitment through 
e.g. training workshops, consultancy support, provision o f guidelines

P ro m o tin g  gender e q u a lity  in 

p o lic y -m a k in g , m anagem ent and 

im p le m e n ta tio n  agencies

♦  development o f procedures to  promote equality in recruitment and career 
development

♦ identifying and addressing gender-related issues in the organisational culture

S o lid a r ity  and n e tw o rk in g  

B E N E F IC IA R Y  LE V E L

♦ activities to link together individuals and groups working for gender equality

A ddressing w o m en ’s and  m en ’s 

p ra c tica l needs

♦ recognising and addressing practical needs/problems identified by and 
particular to  either women or men e.g. developing domestic labour saving 
devices fo r women

P ro m o tin g  eq u a lity  o f  access 

and benefit
♦ promoting greater gender equality in relation to  resources, services, 

opportunities and benefits e.g. increasing women's access to previously 
male dominated employment opportunities

Increasing equa lity  in  dec is ion-m aking  ♦  promoting women’s and men’s equal participation in community level
decision-making institutions and in community representation

A ddressing the id eo logy  o f  gender 

in e q u a lity

♦  working w ith  beneficiary groups to reflect on gender norms, traditions and 
values e.g. participatory community' workshops on H IV/AIDS

♦ addressing inappropriate gender stereotypes e.g. reviewing school text 
books fo r inappropriate gender stereotyping
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G e n d e r  in logical f ram ew o rk s

T h e  ro le  o f  p ro jec t fra m e w o rks /lo g ica l fram ew orks

In  the  con tex t o f  projects, the p ro jec t fram ew ork  

agreed between the d o n o r and partner 

gove rnm ent/c iv il society o rgan isa tion  is the key  

docum ent fo r  m a instream ing gender. I t  fu lf ils  m any 

functions:

♦ i t  p rovides a s tructured fra m e w o rk  fo r 

p a rtic ip a to ry  p ro jec t design discussions

♦ i t  presents in  sum m ary fo rm  the agreed key 

aspects o f  the p ro ject. I t  is the p o in t a t w h ich  

D F ID  “ signs o f f "  on a pro ject

♦  it  is an ins trum en t o f  accoun tab ility . The pro ject 

m anagem ent are accountable fo r  de live ring  w ha t 

is specified in  the  pro ject fra m e w o rk : they are no t 

accountable fo r  w h a t is n o t

♦  i t  provides the basis fo r budgeting, m a rk in g , and 

review /O PR  (O u t to  Purpose Review) processes.

In the  con tex t o f  PRSPs and SWAPS, the dono r 

p ro jec t fra m e w o rk  is an in te rn a l m echanism to  agree 

and channel funds. I t  is n o t an ins trum en t o f 

accoun tab ility  fo r  p a rtne r governm ents. H ow ever, it  

is usual to  fin d  a log ica l fra m e w o rk  fo rm a t used by 

governm ents to  sum m arise PRSP and SWAP 

objectives, ac tiv ities , ind ica to rs  and resource 

com m itm ents. This is then the key docum ent fo r  

m ainstream ing gender w ith in  p o lic y  fram ew orks . I t  is 

the focus fo r  p lann ing , management, resource 

a llo ca tio n , accoun tab ility  and review.

W hen and i f  to  inc lude  gender

Policy and p ro jec t docum enta tion , w h ich  is typ ica lly  

substantia l, is im p o rta n t fo r p lann ing , discussion and 

app rova l purposes. H owever, subsequent 

management, budgeting and review  processes focus 

on  the log ica l fram ew ork  sum m ary. Therefore:

♦  i f  gender issues are re levant to  the po licy  or 

p ro ject, e x p lic it references are requ ired  in  the  

log ica l fra m e w o rk . Inc lus ion  in  social and 

in s titu tio n a l annexes o r  in  social and in s titu tio n a l 

appra isa l sections o f  the p o licy /p ro je c t documents 

is n o t su ffic ien t

♦  i f  the p o licy /p ro je c t is concerned w ith  m aking  an 

im pact on p o o r people’s lives, i t  is ha rd  to  im agine 

circumstances w here  gender w o u ld  n o t be relevant 

in  some way.

H o w  and w here to  inc lude gender

The ex ten t to  w h ich  gender issues are inc luded in 

log ica l fram ew orks depends on the  m o tiva tio n , 

in fluence and know ledge o f  the people invo lved  in 

d ra w in g  them  up. In  m any s itua tions, s ta ff w ith  the 

m o tiva tio n  to  include gender equa lity  issues lack the 

in fluence to  p u t th is  in to  practice. In  th is  s itua tion , it  

is im p o rta n t to  bear in m ind  th a t a lm ost any  

m en tion  o f gender/wom en in  the log ica l fram ew ork  

is better than  no th ing , and advocacy activ ities  should 

be geared to  th is  end. T h is  ensures th a t a t least some 

a tten tion  is pa id  to  gender issues in  processes o f 

management, resource a llo ca tio n , and m o n ito r in g , 

and i t  opens the d o o r to  increasing a tten tion  to  

gender issues in review  processes.

H owever, w here s ta ff are in  a p o s ition  to  address 

gender issues m ore system atica lly in  the log ica l 

fram ew ork , i t  is useful to  bear the fo llo w in g  points 

in  m ind .

Target groups

♦  i t  should  a lways be clear fro m  the log ica l 

fra m e w o rk  w h o  the p o licy /p ro je c t is ta rge ting :

-  th is  should  be clear fro m  the  use o f  sex 

disaggregated ind icators

-  i t  should  be clear w h ich  activ ities and ou tpu ts  

are targeted to  w om en, w h ich  to  men and w h ich  

to  both

-  rep lacing general term s such as “ the p o o r”  o r 

“ p o o r fa rm ers" w ith , w here app rop ria te , “ p o o r 

men and w o m e n " and “ p o o r male and female 

fa rm ers" makes w om en as w e ll as men c learly 

v is ib le  and avoids m isunderstanding.

Purpose and goal

the p ro m o tio n  o f  gender equa lity  (bene fit fo r  w om en 

as w e ll as men) should  be an aspect o f  the purpose  

a n d  g o a l o f  a ll developm ent polic ies/pro jects 

concerned w ith  im pacting  on people’s lives. T h is  

shou ld  be reflected in  Ind ica to rs  and, w here  possible, 

a lso in  the w o rd in g  o f the purpose/goal statement.

See “ gender-sensitive in d ica to rs "

I f  benefit to  men and w om en is p a rt o f  the goal and 

purpose, specific activ itie s /ou tpu ts  w i l l  be required to  

b rin g  th is  abou t and need to  be included in  the 

log ica l fram ew ork .

♦
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O utpu ts

i t  m ay  be useful to  have one o u tp u t specifica lly 

concerned w ith  targeted activ ities fo r  w om en. 

H owever, i t  is im p o rta n t n o t to  ghettoise w om en ’s 

activ ities w ith in  one o u tp u t w ith  a very sm all c la im  

on resources and no  in fluence on the rest o f  the 

po licy /p ro jec t. Targeted ou tpu ts  o f  th is  k in d  shou ld  

com plem ent activ ities  to  m ainstream  gender 

th ro u g h o u t the po licy /p ro jec t. Benefit fo r  w om en as 

w e ll as men should  be considered as an aspect o f 

each o u tp u t

i t  is p rin c ip a lly  im p o rta n t to  include gender in ou tp u t 

ind ica to rs  a n d  associated activ ities. See “ gender- 

sensitive ind ica to rs ” .

A c tiv ities

the p ro m o tio n  o f  benefit fo r w om en as w e ll as men 

requires targeted activ ities , backed up w ith  hum an  

and fin a n c ia l resources. Resource a lloca tion  is 

d irec tly  linked  to  the a c tiv ity  line  o f  a logical 

fram ew ork . See “ o u tlin e  a c tiv ity  fra m e w o rk ”

Gender-sensitive  ind ica tors

W h a t are they designed to  measure?

Gender-sensitive Ind ica to rs  a llo w  measurement o f 

benefit to  w om en and men. Depending on  the 

po licy /p ro jec t, th is  m ig h t include:

♦  the im pact/effectiveness o f  ac tiv ities  targeted to  

address w om en ’s o r  men's p ra c tica l gender needs 

i.e. new  sk ills , know ledge , resources, 

opp o rtu n itie s  o r  services in  the co n te x t o f  th e ir 

ex is ting  gender roles

♦  the impact/effectiveness o f  activ ities  designed to  

increase gender equa lity  o f  o p p o rtu n ity , influence 

o r benefit, e.g. targeted actions to  increase 

w om en’s ro le  in  decis ion-m aking ; open ing  up new 

opportun ities  fo r wom en/m en in  n o n -tra d itio n a l 

sk ill areas

♦  the im pact/effectiveness o f ac tiv ities  designed to  

develop gender awareness and  sk ills  am ongst 

po licy -m a k in g , m anagem ent a n d  im p lem en ta tion  

s ta ff

♦  the impact/effectiveness o f  activ ities  to  prom ote  

greater gender equa lity  w ith in  the s ta ffing  and 

organ isa tiona l cu ltu re  o f  developm ent 

organisations e.g. the  im pact o f  a ffirm a tive  action 

policies.

There is no  standard o r  agreed-upon m ethod fo r 

m easuring w om en's em pow erm ent. Aspects o f 

em pow erm ent can he reflected in  num bers (such as 

an increase in  num bers o f  w om en in  pos itions  o f 

pow er), b u t above a ll, em pow erm ent concerns 

w om en ’s perceptions o f  th e ir o w n  lives and 

experiences. T o  measure q u a lita tive  aspects o f 

em pow erm ent, i t  is im p o rta n t th a t i t  is c learly 

defined. M o s t d e fin itions  stress tw o  m ain  areas:

♦  a personal change in  consciousness in vo lv in g  a 

m ovem ent tow ards  c o n tro l, self-confidence and 

the r ig h t to  make decisions and determ ine choices

♦ organ isa tion  aimed a t social and p o lit ic a l change.

The greater the degree o f  ex is ting  gender inequa lity , 

the m ore  subtle changes are lik e ly  to  be. I t  is 

im p o rta n t in  th is  con tex t fo r  ind ica to rs  to  recognise 

the s ignificance o f  m odest gains and breakthroughs.

H o w  do  they measure?

Gender-sensitive ind ica tors  need to  capture 

qu a n tita tive  and q u a lita tive  aspects o f  change

Q u a n tita tive  ind ica tors

Q u a n tita tive  ind ica tors  re fe r to  the num bers and 

percentages o f w om en and men o r organisations 

invo lved  in o r affected by any p a rtic u la r g roup  or 

ac tiv ity . Q u a n tita tive  ind ica to rs  d ra w  on the sex 

disaggregated data systems and records th a t have 

been exam ined d u rin g  processes o f po licy  o r  p ro ject 

p lanning . The a v a ila b ility  o f  qu a n tita tive  baseline 

data means th a t ind ica to rs  usua lly  inc lude some 

element o f  target setting. F o r exam ple:

♦ w om en fo rm  a t least 3 3 %  o f  w a te r com m ittee  

members by the end o f  Year 2

♦  a t least 5 0 %  o f n e tw o rk  mem bers have developed 

a gender po licy  by the  end o f  Year 3

♦ equa lity  in  g irls  and boys access to  p rim a ry  

education by 2005

♦ 2 5 %  increase in  num ber o f female police o fficers 

by 2005 , fro m  a baseline o f  x % .

M o n ito r in g  in fo rm a tio n  should  be ava ilab le  th rough  

ro u tin e  data systems a n d  records.

Q u a lita tive  ind ica tors

Q u a lita tive  in fo rm a tio n  refers to  perceptions and 

experiences. Q u a lita tive  in fo rm a tio n  is v ita lly
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im p o rta n t. I t  is n o t enough to  kn o w  th a t w om en are 

pa rtic ip a tin g  in  an a c tiv ity : the q u a lity  o f  th e ir 

p a rtic ip a tio n  and experience, w hether in  com m un ity  

level meetings, p rim a ry  school classes o r  as users o f 

p u b lic  services, is a ll- im p o rta n t.

Q u a lita tive  ind ica to rs  (as w e ll as quan tita tive  

ind ica to rs  re la ting  to  v is ib le  change a t the 

com m un ity  level) should  be developed in  con junc tion  

w ith  beneficiary groups. In  p ro jec t docum ents i t  is 

leg itim a te  to  use in  a phrase like  “ q u a n tita tive  and  

q u a lita tive  ind ica to rs  to  be developed w ith  

benefic ia ry groups in  f ir s t  s ix  m onths o f  the p ro je c t" . 

T h is  creates the space to  develop ind ica tors  in 

con junc tion  w ith  benefic iary groups once they have 

fu lly  understood the nature o f  the pro ject. (W ha t 

changes w o u ld  they like  to  see? W h a t w i l l  the change 

lo o k  like? H o w  can i t  be measured?). T h is  process 

should  take place using q u a lita tive  m ethods such as 

focus g roup  discussions and in fo rm a l in terview s.

I t  is o n ly  possible to  set targets fo r q u a lita tive  change 

i f  baseline data is ava ilab le . T h is  requires baseline 

surveys: i t  is h igh ly  u n like ly  th a t app rop ria te  baseline 

data w il l  be ava ilab le  fro m  secondary sources. W here 

baseline data is ava ilab le  on experiences and 

perceptions, targets fo r  q u a lita tive  change can be set. 

F o r example:

♦  a t least 5 0 %  o f w om en p a rtic ip a tin g  in  w a te r 

com m ittees repo rt active invo lvem ent in 

m anagement and decis ion-m aking  by the end o f 

Year 2 (fro m  a baseline o f 10%  a t the s ta rt o f  the 

pro ject)

♦  a t least 7 0 %  o f  w om en respond pos itive ly  to  

eva lua tion  o f police hand ling  o f  th e ir  case in 

targeted po lice  sta tions by the end o f  Year 3 (from  

a baseline o f 5%  average a t the s ta rt o f  the 

pro ject).

W here baseline data is n o t ava ilab le , o r is n o t easily 

aggregated in to  num bers and percentages, i t  is 

necessary to  resort to  general statements o f 

im provem ent. F o r example:

♦  s ign ifican t im provem ent in  s ta ff know ledge, skills 

and a ttitudes on m ainstream ing gender equa lity  in 

p a rtic ip a tin g  organ isa tions by the end o f  Year 3 

(where each organ isa tion  starts w ith  m arked ly  

d iffe re n t levels)

♦  s ign ifican t increase in q u a n tity  and im provem ent 

in  q u a lity  o f  media repo rting  on gender violence.

In fo rm a tio n  on  q u a lita tive  ind ica to rs  should  be

collected th rough  eva lua tion  surveys. D epending on 

the  ind ica tor, these m ig h t be questionna ire  surveys 

rev iew ing  perceptions and experiences o f  agreed 

ind ica to rs , o r  p a rtic ip a to ry  m ethods such as focus 

group  discussions and  case studies.

P IM s m a rk e r  on  rem ova l  o f  gender 
d isc r im ina tion

D iffe rence fro m  W ID  m arke r

The P IM s (Policy In fo rm a tio n  M akers) m ark ing  

system is used fo r  D F ID  in te rna l m o n ito r in g  

processes. The “ rem oval o f  gender d isc rim ina tion  

m a rke r”  has replaced a previous W ID  m arker. The 

focus o f  m a rk in g  is n o w  on  gender equa lity  as an 

objective, ra the r than  w om en as a ta rge t g roup.

C ategoris ing pro jects.

A ll projects should be categorised as hav ing  the 

rem oval o f  gender d isc rim in a tio n  as a:

♦  p rin c ip a l p ro jec t objective

♦ s ign ifican t p ro jec t ob jective, o r

♦ non-targeted.

A  p rin c ip a l score should  be g iven to  projects where 

the  rem ova l o f  gender d isc rim in a tio n  (o r the 

p ro m o tio n  o f  gender equa lity ) is the  w ho le  purpose  

o f  the p ro ject, th a t is, targeted p ro jects  w o rk in g  w ith  

men, w om en, boys o r  g irls  w h o lly  designed to  tackle 

elements o f  gender inequa lity  o r  d isc rim in a tio n . For 

exam ple, suppo rt to  legal lite racy fo r  w om en; 

suppo rt to  m ale ne tw o rks  against dom estic violence; 

a program m e o f s ta ff tra in in g  and suppo rt to  develop 

know ledge and sk ills  in  m ainstream ing gender 

equality.

A  s ig n ifica n t score should be given to  projects where 

the rem ova l o r gender d isc rim in a tio n  (o r the 

p ro m o tio n  o f gender equa lity ) is an in teg ra l p a r t o f  

the  purpose o f  the p ro jec t, e.g. pro jects where gender 

e q u a lity  is m ainstream ed. These inc lude projects 

concerned w ith  p ro m o tin g  equ itab le  access to  

services such as hea lth , education and po lic ing ; 

p ro jects concerned w ith  p ro m o tin g  equ itab le  benefit 

fro m  new resources and oppo rtun ities .

A  non-ta rgeted  score should  be given to  projects 

w h ich  f i t  in  ne ither o f  the  above categories.
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C rite ria  fo r  e lig ib ility  checklist

C ategoris ing pro jects w ith  a p rin c ip a l score  fo r  the 

rem oval o f  gender d isc rim in a tio n  should  in  m ost 

circumstances be a fa ir ly  c lear-cut decision.

C ategoris ing projects w ith  a s ig n ifica n t score is 

s lig h tly  m ore com plex. The fo llo w in g  o ff ic ia l 

checklis t is designed to  assist.

C a te g o r is in g  p o lic y  fra m e w o rk s

M a rk in g  is cu rre n tly  done on  the  basis o f  p ro ject 

fram ew orks. G iven the weak lin k  between the  d o n o r 

p ro je c t fra m e w o rk  and the focus and developm ent o f  

p a rtne r governm ent po licy  fram ew orks , i t  is n o t yet 

c lear h o w  the in te rna l m a rk in g  system w il l  app ly  to  

PRSPs and SWAPS.

P IM s m arke r on rem oval o f  gender 

d isc rim ina tion  checklist

To achieve a significant score fo r "removal o f 

gender discrim ination", projects should meet the 

follow ing criteria:

♦ equality between women and men is explicitly 

promoted in activity documentation (i.e. the 

project explicitly aims to  promote benefit for 

women as well as men)

♦ gender analysis has been carried  o u t e ither 

separately o r  as an in tegra l part o f standard 

procedures (i.e. gender analytical information 

should be included, at least, in the social annex 

and the social appraisal section o f the project 

memorandum)

♦  gender analysis has been incorporated into 

activity design such that the activity meets a 

number (at least 4) o f the follow ing criteria:

-  gender-sensitive strategies and implementation 

plans are incorporated and reflected in the 

activity budget

-  specific means have been designed to  help 

overcome identified barriers to  women’s full 

participation in the activity

-  specific means have been included to help 

ensure equitable control by women and men 

over activity output

-  gender-sensitive indicators including impact 

indicators have been or w ill be developed for 

monitoring and evaluation

-  gender skills are used in design and w ill be 

used in monitoring and evaluation

-  gender-sensitive consultation is carried out at 

all levels and stages (i.e. women as well as 

men have participated in  project design and 

w ill continue to  be involved in 

implementation and management)

30
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Step 4: Organisational capacity 
building/change

“ Policy e v a p o ra t io n "

W h a t is p o licy  evaporation?

Since the early 1990s, m any governm ents, dono r 

o rgan isa tions and N G O s  have taken s ign ifican t steps 

to  m ainstream  a tten tion  to  gender equa lity  in  the ir 

w o rk . Repeatedly and consistently, eva luations o f 

gender m ainstream ing have found  th a t po licy  

com m itm ents  to  gender equa lity  “ evapora te " in 

p lann ing  and im p lem en ta tion  processes, w ith  the 

resu lt th a t im pact on w om en ’s and m en’s lives is very 

lim ite d . The fo llo w in g  find ings  are typ ica l:

♦ there is a lack o f  re liab le  systems and procedures 

in  place; fo r  exam ple, a tten tion  to  gender equa lity  

is n o t system atic in  p o licy -m ak ing , p lann ing , 

im p lem en ta tion  and eva luation

♦  h igh level com m itm ents  made by governm ents are 

o ften  n o t reflected in  sectoral policies

♦  there is a general lack o f understanding on w ha t 

m ainstream ing entails

♦  there rem ains a tendency to  v iew  w om en as a 

sector, and n o t address gender equa lity  in  standard 

processes o f sectoral analysis and p lann ing

♦  gender equa lity  is n o t system atica lly included in 

the T O R s  o f  s ta ff and consultants

♦  gm der-awareness  am ongst s ta ff is n o t necessarily 

easily transla ted in  po licy  and p lann ing  in itia tives: 

there is a need fo r  tools

♦ m ainstream ing gender equality' is o ften  reduced to  

a w om en ’s com ponen t in  projects th a t has a very 

sm all c la im  on  resources

♦ concern fo r  gender equa lity  can be seen as 

imposed by d o n o r agencies, lead ing  to  l ip  service 

fro m  p a rtne r agencies.

W h y  does i t  happen?

The exten t to  w h ich  gender equa lity  po licy  

com m itm ents  w i l l  be fo rm u la ted  and then effective ly 

im plem ented depends on the understanding, sk ills  

and com m itm en t o f  s ta ff in  p o licy -m ak ing , p lann ing  

and im p lem enta tion  roles.

M o s t developm ent organ isa tions in  the n o rth  and 

south have n o t ye t b u ilt  s ign ifican t s ta ff capacity in 

gender m ainstream ing. As a result, on ly  a small

m in o r ity  o f  s ta ff have the level o f  understanding, 

sk ills  and com m itm en t to  act e ffective ly and 

consistently in  line w ith  gender eq u a lity  po licy  

com m itm ents. Far m ore s ta ff, w h ils t sym pathetic to  

the issues, lack confidence, understanding o r  skills . 

There is a d d itio n a lly  a p ro p o r tio n  o f  s ta ff in 

developm ent organ isa tions in  the n o rth  and south 

i hostile  to  the no tio n  o f  gender equa lity . S ta ff

responsible fo r  p ro m o tin g  a tten tion  to  gender issues 

are frequently  under-resourced. Too o ften , they lack 

the tim e, resources, sk ills  and p o s itio n in g  to  

undertake th e ir  ro le  effectively.

Im p lica tions

I t  is un rea lis tic  to  expect th a t com m itm ents  to  the 

p ro m o tio n  o f  gender equa lity , expressed in  po licy  

and p la n n in g  docum ents, w i l l  be e ffective ly 

im plem ented w ith o u t s ig n ifica n t resources being 

devoted to  develop ing s ta ff com m itm ent, 

understanding and sk ills . T h is  is a long-te rm  process 

o f  o rgan isa tiona l change w ith  p o lit ica l and technical 

dim ensions.

O rg a n isa t io n a l  capac ity  b u i ld in g  f ra m ew o rk

A c tiv it ie s  to  develop s ta ff understanding and sk ills  in 

gender m ainstream ing should  be developed on the 

basis o f  a clear understanding o f  ex is ting  levels o f  

know ledge. T h is  assessment shou ld  be p a rt o f  the 

process o f  in s titu tio n a l appra isa l. See o u tlin e  gender 

ana ly tica l fram ew ork : developm ent organisations.

S ta ff w ith  designated respons ib ility  fo r 

m a instream ing gender and b u ild in g  s ta ff capacity 

w i l l  a lm ost a lw ays be necessary. T h e ir “ en try  p o in ts ”  

to  capac ity -bu ild ing  and opp o rtu n itie s  to  p rom ote  

a tten tion  to  gender w i l l  va ry  in  d iffe ren t 

organ isa tions and plans should  a llo w  them  a degree 

o f  fle x ib ility .

C a p a c ity -bu ild ing  in itia tive s  should be inc luded in  

po licy  docum ents and p ro jec t p lans, backed up w ith  

s ta ffing  and resources, and measured w ith  

app rop ria te  ind ica to rs  o f  change.
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Type o f Action

Gender focal staff

(w ith responsibility for spearheading, 

supporting and sustaining gender 

mainstreaming in the organisation as 

a whole)

Financial resources

Issues to  consider

♦  clear and agreed TORs

♦  training in gender mainstreaming and advocacy

♦ professional support i.e. back-stopping consultancy, networking

Budget allocations for:

♦  staff capacity-building activities

♦  gender equality initiatives

Capacity building strategics Note: Appropriate strategies w ill vary in different organisations and

, , I I con texts . I t  is im p o r ta n t fo r  p la n n in g  to  a llo w  foca l s ta ff the  f le x ib il ity♦  g e n d e r p o lic y  a n d  a c t io n  p la n  г  г  о  i

to  take  advantage o f  o p p o rtu n itie s , set rea lis tic  goa ls and recognise

♦  staff gender training that setbacks w ill occur.

♦  internal and external networks

♦ development o f checklists and 

guidelines

♦  commissioning gender research

♦  developing sex-disaggregated 

information systems

♦  Including gender issues in staff 

TORs/intcrviews/appraisals

♦  monitoring and reviewing policy 

commitments

Political will/management support

Equal opportunities

In all contexts, political w ill and management support is crucial. 

Gender staff need to  think strategically about ways o f promoting, 

sustaining and capitalising on this.

Attention needs to  be paid to gender equality w ith in  the structure, 

culture and staffing o f development organisations as well as in their 

policies, programmes, and procedures.

32



Section 3 : Practical too ls  and guidelines

G e n d e r  focal staff

Evaluations o f  gender m ainstream ing repeatedly and 

consistently conclude th a t effective gender 

m ainstream ing in  any con tex t requires s ta ff (no t 

consultants), va rious ly  referred to  as gender focal 

persons/change agents/gender “ entrepreneurs’Vgender 

advocates, to  take  respons ib ility  fo r  spearheading, 

suppo rting  and susta in ing gender w o rk . The ro le  o f  

these s ta ff is n o t to  take fu ll personal respons ib ility  

fo r  gender w o rk , b u t to  act as catalysts  suppo rting  

and p ro m o tin g  gender-related sk ills  and approaches 

amongst professional colleagues. The evidence is 

ove rw he lm ing  th a t unless there are s ta ff w ith  

designated respons ib ility , respons ib ility  fo r  gender 

eq u a lity  a ll to o  easily becomes “ m ainstream ed”  o u t 

o f  existence.

T he  ro le  o f  gender focal s ta ff

The ro le  o f  s ta ff w ith  respons ib ility  fo r  p ro m o tin g  

gender m ainstream ing involves:

♦ th in k in g  stra teg ica lly abou t where e ffo rts  and 

ava ilab le  resources should  be focused

♦  id e n tify ing  and ta k in g  advantage o f  opportun ities  

and “ en try  p o in ts " to  m ainstream  gender

♦  seeking o u t allies ( in te rn a lly  and exte rna lly )

♦ m o b ilis in g  resources

♦  p ro v id in g  conv inc ing  jus tifica tions  fo r  the 

relevance o f  gender m ainstream ing to  the 

organ isa tion  and its activ ities

♦ fa c ilita tin g  the developm ent and m o n ito r in g  o f 

gender p o lic y  and ac tion  plans

♦ develop ing and m o n ito r in g  systems and 

procedures fo r  m a instream ing gender

♦ deve lop ing and suppo rting  gender m ainstream ing 

sk ills , know ledge and com m itm en t w ith  

professional colleagues and partners i.e. th rough  

tra in in g , guidelines and support.

C om m on constra in ts

The effectiveness o f gender focal po in ts , p a rticu la rly  

those based in  sectoral and reg ional m in is tries and 

p ro jec t im p lem en ta tion  teams, has o ften  proved 

d isappo in ting , a t least p a rtly  because expectations o f  

w h a t they m igh t achieve can be un rea lis tica lly  high. 

G ender foca l po in ts  com m on ly  face the fo llo w in g  

constra in ts:

♦  lack o f  c la r ity  abou t th e ir roles and responsib ilities

♦  lack o f m anagement support

♦  no a d d ition a l tim e/resources a llocated to  the ir 

gender foca l p o in t ro le

♦ w om en s ta ff members selected as foca l po in ts  on 

the basis o f  th e ir sex ra the r than th e ir  com m itm en t 

to  the issues

♦ re la tive ly  ju n io r  s ta ff members selected as focal 

po in ts  b u t lack ing  the a u th o r ity  and sen io rity  to  

undertake th is  ro le  effectively. The po te n tia l fo r 

in tro d u c in g  change fro m  be low  in  an organ isa tion  

accustomed to  h ie ra rch ica l top  do w n  fo rm s o f 

decis ion-m aking  is in ev itab ly  lim ited

♦  huge demands on th e ir  personal and professional 

in it ia t ive  and resilience

♦  m any exis ting  gender analysis m ethodologies and 

tra in in g  packages are orien ted  to  data 

gathering/analysis a t the  co m m u n ity /p ro je c t level. 

A  lo t  o f  th is  is n o t d ire c tly  re levant to  gender focal 

po in ts  opera ting  a t a p o lic y  level.

P rom oting  effectiveness

Positive foca l p o in t experiences, associated w ith  

p ro m o tin g  tang ib le  change and susta in ing 

m om entum , are s trong ly  re lated to  supportive  

management, scope and resources fo r  deve lop ing and 

im p lem enting  p o lic y  and activ ities , and adequate 

support. D onors  have an im p o rta n t ro le  to  p lay  in  

fa c ilita tin g  the effectiveness o f  gender focal points 

bo th  in  pa rtne r organ isa tions and in p ro ject 

im p lem enta tion  teams.

♦  fo ca l p o in t T O R s: term s o f  reference fo r  the 

gender focal p o in t shou ld  be c lea rly  spelt o u t, and, 

i f  app rop ria te , developed in  co n ju nc tio n  w ith  

sen ior managers and gender focal points 

themselves. T O R s  shou ld  rea lis tica lly  bear in  m ind 

the tim e  a n d  resources th a t w il l  be ava ilab le  to  

in d iv id u a l focal po in ts , and c o n firm  the ro le  o f  the 

gender foca l p o in t as a cata lyst

♦  capac ity -bu ild ing : th is  cou ld  include tra in in g  (in  

gender m ainstream ing and advocacy sk ills ), 

m en to ring , links  to  professional ne tw orks, 

p a rtic ip a tio n  in  w orkshops

♦ pro fess iona l and  persona l suppo rt: th rough  back- 

s topp ing  suppo rt and invo lvem ent in ne tw orks.
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G e n d e r  policies

In tro d u c tio n

A n organ isa tiona l m ission sta tem ent/po licy is a 

useful s ta rting  p o in t fo r gender m ainstream ing. Once 

gender equa lity  is being e ffective ly  addressed in 

m ainstream  p o lic y  docum ents, a specific and separate 

gender m ainstream ing po licy  m ay no  longer be 

necessary.

C ontent

A  gender m ainstream ing po licy  usua lly  includes: 

B ackground in fo rm a tio n

prob lem /s itua tion  analysis, focusing on beneficiary 

groups. W h a t is the evidence fo r  gender inequality? 

W h y  is i t  a problem ? Relate th is  to  yo u r ow n 

organ isa tiona l goals. Use app rop ria te  sex 

disaggregated data and gender ana ly tica l in fo rm a tio n

w h a t is being done (generally) to  address the  issue o f  

gender inequality. E x isting /previous governm ent/ 

N G O  in itia tives  and approaches. Focus on:

♦  achievements

♦  challenges

♦  lessons learned

♦  focus on o w n  organ isa tion

♦ h is to ry  in  addressing the issue o f  gender inequa lity

♦  cu rre n t w o rk  and responsib ilities

♦  achievements/challenges/lessons learned.

♦  ways fo rw a rd .

Policy com m itm ents

♦ succinct statem ent o f  p o lic y  ra tiona le  (a statement 

o f  organ isa tiona l v is ion  and m ission in  re la tion  to  

gender equality. Statements o f p rin c ip le  and belief 

in c lud ing  w ords  like  “ we believe" o r “ we 

recognise” ). Fo r example:

“ We believe th a t w om en and g irls  are over

represented am ongst the poor, m arginalised and 

oppressed, as a resu lt o f  the unequal d is tr ib u tio n  o f  

pow er and resources between w om en and men in  a ll 

societies.”

♦ succinct statement o f  p o lic y  com m itm ents  in 

re la tion  to  specified areas o f  w o rk  (statements o f 

action  inc lud ing  w ords  like  “ we w i l l " .  I t  is

possible and qu ite  he lp fu l to  use a log ica l 

fram ew ork  fo rm a t fo r  th is ). For exam ple:

“ We w il l  p rov ide  app rop ria te  tra in in g  and su p p o rt to  

a ll s ta ff to  ensure they have adequate awareness, 

know ledge and sk ills  w ith  w h ich  to  concrete ly 

address gender issues in  th e ir w o rk .”

Strategy

A  strategy is an action  p lan to  p u t po licy  

com m itm ents  in to  practice. In  re la tio n  to  a ll po licy  

com m itm ents, i t  is im p o rta n t to  specify the 

fo llo w in g :

♦ activ ities

♦ ind ica tors

♦  tim e  fram e

♦ designated respons ib ility

♦  budget.

Lessons learned 

Policy evapora tion

A ll to o  o ften , gender m ainstream ing policies 

“ evaporate”  before im p lem en ta tion , and rem ain 

paper com m itm ents  only. Policies m ust inc lude  

strategies/action p lans  w ith  clear procedures and 

targets as w e ll as designated roles and responsib ilities 

fo r  p ro m o tio n , im p lem en ta tion , and m o n ito r in g . 

These m ust be based on a clear and rea listic analysis 

and understanding o f  the  organ isa tion /departm ent 

inc lud ing  its decis ion-m aking  structures, incentive 

systems, p lann ing  rou tines  and h is to ry  w ith  respect 

to  gender equality.

Focus on process and p roduc t

The value o f  a gender m ainstream ing p o lic y  lies at 

least as m uch in  its  fo rm u la tio n  as in  its existence. 

The fo rm u la tio n  o f  a m ainstream ing p o licy  is a 

golden o p p o rtu n ity  to  invo lve  as m any s ta ff and, 

where app rop ria te , stakeholders externa l to  the 

organ isa tion  as possible. T h is  process prom otes 

w idespread “ o w n e rsh ip " o f  the po licy ; enhances 

understanding and com m itm en t to  gender equa lity  

issues; ensures th a t the p o licy  “ f i ts ”  w ith  the 

organ isa tiona l cu ltu re , structures and procedures; 

and substan tia lly  increases the  chance th a t the po licy  

w i l l  be im plem ented. In  th is  context:
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♦ gender polic ies fro m  o the r s im ila r organisations 

can be used fo r  ideas and in sp ira tio n , b u t should  

never be cop ied o r  used as b lueprin ts

♦ external consu ltan ts m ay have a useful ro le  to  play 

in fa c ilita tin g  a consu lta tion  and po licy  

developm ent process, b u t should  never be 

recru ited to  w rite  a m ainstream ing policy.

Practice w ha t you  preach

G ender equa lity  in  the w o rkp lace , and gender 

e q u a lity  in-service delivery, are in e x trica b ly  linked . 

Agency c re d ib ility  in  presenting a gender equa lity  

p o licy  re la ting  to  service de live ry  is assisted i f  the 

p o licy  is reflected in  o r  includes measures to  p rom ote  

gender equa lity  in  in te rna l s ta ffing  and practice.

G e n d e r  T ra in ing  

W h a t is gender tra in ing?

In-service gender tra in in g  emerged in  the m id  1980s 

to  “ teach”  developm ent po licy  makers, p lanners and 

im p lem enta tion  s ta ff to  see and take account o f  the 

d iffe re n tia l im pact o f  developm ent in te rventions on 

men and w om en. T h is  k ind  o f gender tra in in g  

com m on ly  involves:

♦  ra is ing pa rtic ipan ts ’ awareness o f the d iffe re n t and 

unequal roles and responsib ilities o f w om en and 

men in any p a rtic u la r con text

♦  lo o k in g  a t ways th a t developm ent in terventions 

a ffect, and are affected by, differences and 

inequa lities between w om en and men

♦  equ ipp ing  pa rtic ipan ts  w ith  know ledge and skills 

to  understand gender differences and inequalities 

in  the  con tex t o f  th e ir w o rk , and to  p lan and 

im p lem ent polic ies, program m es and pro jects to  

p rom ote  gender equality.

I t  has been, and rem ains, qu ite  com m on fo r 

developm ent agencies and governm ents to  develop 

sho rt (often one o r  tw o  day) gender-awareness 

p lann ing  courses designed to  be applicab le  to  a ll s ta ff 

w ith in  the o rgan isa tion . M o re  recently, m any 

developm ent agencies are m oving  aw ay fro m  th is 

“ one size fits  a l l”  approach to  gender tra in in g  o n to  a 

m ore  ta ilo re d  approach.

“ Best p rac tice ”  in  gender tra in in g : the  con text

Gender tra in in g  is m ost e ffective when used as p a rt 

o f  a b roader stra tegy  fo r  in fluenc ing  the  c lim ate  o f 

o p in io n  w ith in  an organ isa tion  fo r p ro m o tin g  gender 

equitab le  practice. Equally, the im portance attached 

to  gender tra in in g  by the organ isa tion  as a w ho le  

influences h o w  seriously tra in in g  is taken by course 

pa rtic ipan ts . P artic ipants w h o  expect some sort o f 

fo llo w  up ac tiv ity , and whose supervisors support 

and p rom ote  gender equ itab le  practice, are more 

like ly  to  transfe r w h a t they have learned to  th e ir 

w o rk in g  practice.

A c tiv itie s  com plem entary to  gender tra in in g  w il l  vary 

w ith  circum stance. Part o f  the ro le  o f  s ta ff w ith  

respons ib ility  fo r  p ro m o tin g  a tten tion  to  gender 

equa lity  is to  id e n tify  app rop ria te  en try po in ts and 

o p po rtun ities . Possibilities m igh t include:

♦  fo llo w  up discussion and feedback w orkshops

♦  p a rtic ip a to ry  gender po licy  developm ent w ith  

clear, measurable and achievable objectives

♦ ensuring s ta ff have back-up access to  gender 

expertise and to  professional support

♦ inc lus ion  o f  a tten tion  to  gender e q u a lity  issues in 

personnel appraisals

♦  fo rm in g  in te rna l gender ne tw orks and com m ittees

♦  w o rk in g  w ith  externa l adv isory/consu lta tive  

groups

♦  establishing earm arked funds fo r  p ilo t in itia tives

♦  activ ities to  p rom ote  m anagement suppo rt fo r 

gender m ainstream ing

♦  active m o n ito r in g  o f gender po licy  im p lem enta tion

“ Best p ractice”  in  gender tra in in g : the content

The G E M  w ebsite includes in fo rm a tio n  on  h o w  to  

go abou t p lann ing  a ta ilo re d  gender tra in in g  course 

and suggestions fo r  gender tra in in g  exercises. I t  is 

im p o rta n t to  bear in m ind  in  a ll con texts th a t gender 

tra in in g  w orks  m ost e ffective ly when:

I t  is learner centred

♦  a ll tra in in g  should  be based on an analysis o f  the 

pa rtic ipan ts  and th e ir  needs. The more 

hom ogenous the g roup  o f pa rtic ipan ts , the m ore 

the tra in in g  can be ta ilo red  to  th e ir specific needs, 

the m ore effective i t  w il l  be

♦
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i t  uses p a rtic ip a to ry  methods

♦  effective tra in in g  uses p a rtic ip a to ry  m ethods such 

as case studies, b ra ins to rm ing , and problem  

so lv ing  to  a llo w  pa rtic ipan ts  to  active ly engage 

w ith  the  subject m atter, and learn by doing.

Choice o f m ethods w il l  depend on  the to p ic , the 

g roup , the tra in e r and practica l factors. I t  is 

im p o rta n t to  use coun try , c u ltu ra lly  and sectora lly  

specific case m ateria l d irec tly  re levant to  the 

circumstances in  w h ich  pa rtic ipan ts  live  and w o rk . 

The pa rtic ipan ts ’ o w n  policies, projects, 

experiences, observations and de libera tions should 

be the p rin c ip a l m ateria ls fo r  discussion

i t  in troduces sk ills  as w e ll as awareness

♦  effective tra in in g  is based on  an understand ing  o f 

the pa rtic ipan ts  o w n  jo b  responsib ilities, an 

understand ing  o f w here  they f i t  in  the ir 

o rgan isa tiona l s truc tu re  and an understand ing  o f 

th e ir  o rgan isa tiona l systems and procedures. It 

should  he lp  pa rtic ipan ts  to  id e n tify  and discuss 

th e ir  o w n  opp o rtu n itie s  and constra in ts  to  

develop a gender e q u a lity  perspective, and 

encourage the developm ent (and fo llo w  up) o f 

personal ac tion  plans

the tra in e r has c re d ib ility  w ith  the pa rtic ipan ts

♦  the tra in e r needs to  have know ledge, 

understanding and status app rop ria te  to  the 

g roup . In a ll circumstances tra iners need to  adop t 

a non-th rea ten ing  approach a llo w in g  discussion 

and e xp lo ra tio n  o f  d iffe re n t v iew po in ts . I t  is o ften  

best fo r  externa l consultants to  w o rk  w ith  in te rna l 

gender s ta ff in o rd e r to  ensure the relevance o f  the 

tra in in g  to  the organ isa tion

tra in in g  is fo llo w e d  up

♦  competence developm ent is a process n o t an event. 

T ra in in g  needs to  be fo llo w e d  up w ith  discussion 

w orkshops, m ore ta ilo red  tra in in g  a nd /o r on-the- 

jo b  support.

P itfa lls  in  gender tra in in g

The above conclusions on “ best p ractice”  in  the 

con tex t and content o f  gender tra in in g  are w e ll 

rehearsed, b u t a ll too  o ften  gender tra in in g  fa ils  to  

reach these standards. W h ils t good gender tra in in g  

can p rom ote  a m ore  positive  c lim a te  o f  o p in io n  to  

fac ilita te  gender equ itab le  w o rk , p o o r gender tra in in g  

n o t o n ly  fa ils  to  p rom ote  gender equ itab le  practice, it  

can p rovoke  a backlash to  ha rd -w on  progress. I t  can

p rom ote  o p pos ition  to  p a rtic ip a tio n  in  any fu rth e r 

gender tra in in g  a nd /o r an inapprop ria te  sense o f 

hav ing  “ done gender” . Resistance is p a rt o f  the 

te r r ito ry  o f  gender tra in in g , and w il l  be encountered 

by good gender tra ine rs  in  good gender tra in in g  

courses, as w e ll as by bad gender tra ine rs  in  bad 

gender tra in in g  courses. H ow ever, gender tra iners 

bear respons ib ility  fo r  p re d ic tin g  and m anaging 

resistance constructive ly , and th is requires th e ir 

e x p lic it a tten tion  to  a ll o f  the above po in ts  on best 

practice in  gender tra in in g  con ten t. Ine ffective  gender 

tra in in g  canno t and shou ld  n o t s im p ly  be blam ed on 

resistance.

T oo m uch gender tra in in g  provokes resistance 

a n d /o r is ine ffectua l because:

♦ i t  is fo rm u la ic

♦  i t  is d islocated fro m  the needs o f the  g roup

♦  i t  says m ore abou t the tra in e r than the  tra inees: it  

is “ to o  academ ic” , i t  is “ to o  fe m in is t” , it  

regurgitates w h a t the tra ine r lea rn t on a tra in in g  

o f tra ine r course.

C om m iss ion ing  gender tra in in g

In  com m ission ing  gender tra in in g , i t  is cen tra lly  

im p o rta n t to  be aw are o f  best practice in  bo th  the 

con tex t and con ten t o f  gender tra in in g  and to  ensure, 

as fa r as possible, th a t th is  is fo llo w e d . I f  you are 

com m ission ing  gender tra in in g , i t  is qu ite  like ly  th a t 

you w il l  a lso be responsible fo r p ro m o tin g  gender 

m ainstream ing in  others ways. I t  is essential to  

consider ways in w h ich  the  tra in in g  w il l  be 

re in forced and fo llo w e d  up.

In  term s o f the  con ten t o f  gender tra in ing :

w o rk  a longside ex te rna l gender tra in in g  consultants

♦ i t  is preferable fo r  externa l gender tra in in g  

consultants to  w o rk  alongside s ta ff responsible fo r 

p ro m o tin g  a tten tion  to  gender m ainstream ing 

w ith in  the organ isa tion  in  o rde r to  ensure the 

relevance o f  the tra in in g  to  the organ isa tiona l 

cu ltu re , s tructures and procedures, and to  ensure 

th a t the tra in in g  com plem ents and re inforces o ther 

m ainstream ing in itia tives

use a team  o f  tra ine rs  ra the r than  an in d iv id u a l 

tra in e r

♦ tra in in g  is o ften  conducted m ost e ffective ly by 

teams ra the r than  ind iv idua ls . T h is  is p a rtly  

because gender tra in in g  can be extrem ely
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challeng ing  and t ir in g , and co -fac ilita to rs  can give 

each o the r suppo rt and feedback. I t  is also 

because, in  m oving  fro m  “ one size f its  a l l”  to  

tra in in g  ta ilo re d  to  the  needs o f  the pa rtic ipan ts , i t  

is u n like ly  th a t one tra in e r w il l  have a ll the 

know ledge and sk ills  requ ired . C o -tra in in g  is also 

a w ay  o f b u ild in g  tra in in g  capacity.

fac to rs  to  consider in  selecting tra iners

♦  gender tra iners have d iffe ren t areas o f  expertise as 

w e ll as d iffe re n t styles and approaches to  tra in ing ,

i.e. they do  n o t a ll do  the same jo b  in  the same 

way. F ind o u t a ll you  can abou t the  approach o f 

d iffe re n t gender tra iners fro m  people w h o  have 

experienced w o rk in g  w ith  them . T h in k  about 

w h a t k in d  o f expertise and approach w o u ld  be 

app rop ria te  to  the needs o f yo u r pa rtic ipan ts , and 

discuss th is  w ith  po ten tia l tra iners. I t  is im p o rta n t 

to  th in k  abou t the c re d ib ility  o f  the tra iner/s  w ith  

the group

♦  i t  is im p o rta n t fo r a t least one tra in e r to  come 

fro m  the same area and e thn ic g roup  as the 

m a jo r ity  o f  the pa rtic ipan ts

♦ male gender tra ine rs  can stop  gender being seen as 

a w om an ’s issue, and p rom ote  the c re d ib ility  o f  

gender m ainstream ing in  m ixed  a nd /o r largely 

male groups

♦ tra iners  w ith  h igh ly  developed theore tica l 

understanding o f gender analysis m ay be desirable 

fo r  h igh ly  educated, academic g roups and p o licy 

m ak ing  groups, b u t less app rop ria te  fo r  groups 

m ore  concerned w ith  p ractica l details o f  p lann ing  

and im p lem enta tion

♦ tra iners  w ith  practica l and app lied  experience o f 

m a instream ing gender in p a rticu la r sectors m ay be 

desirable fo r  sector-specific groups

♦  tra iners w ith  an o ve rtly  rad ica l/fem in is t approach 

m ay be app rop ria te  to  g roups a lready com m itted  

to  m ainstream ing gender equa lity  a n d /o r w om en ’s 

groups.

a llo w  tim e  a n d  resources fo r  needs analysis and  

p lann ing

tra in in g  m ust be ta ilo red  to  the needs and roles o f 

the partic ipan ts . T ra iners m ust be a llow ed tim e  and 

resources to  conduct e ffective needs analysis, and to  

develop app rop ria te  and ta ilo red  tra in in g  m ateria ls.

P rom o ting  gender tra in in g  capacity

There has been an enorm ous increase in  dem and fo r  

gender tra iners in  the last few  years and, w ith  the 

cu rre n t increase in a tten tion  to  gender m ainstream ing 

in  accordance w ith  the Beijing P la tfo rm  fo r  A c tion  

com m itm ents , th is  dem and is lik e ly  to  increase s till 

fu rther. In response to  dem and, there has been a 

p ro life ra tio n  in  m any countries o f “ gender tra ine rs ”  

and “ gender tra in in g  ins titu tes” . W h ils t some o f the 

gender tra in in g  prov ided  in  th is  co n te x t is very good, 

in  to o  m any cases gender tra in in g  capacity  is weak 

and q u a lity  poor. I t  is im p o rta n t fo r  donors  to  

suppo rt and develop local gender tra in in g  capacity  as 

m uch as possible.

Q u ite  a lo t  o f  tra in in g  o f gender tra in e r courses have 

tra ined  pa rtic ipan ts  in  a standard gender tra in ing . 

There is o ften  a case fo r  deve lop ing and repeating a 

standard gender tra in in g  course w ith in  a p a rtic u la r  

organ isa tion  ( fo r  exam ple, w hen tra in in g  a large 

num ber o f s ta ff p lay ing  a s im ila r ro le  w ith in  the 

same o rgan isa tion ), and a consequent need to  tra in  

tra ine rs  in  the use o f  th a t p a rticu la r tra in in g  package. 

I t  is im p o rta n t, however, to  be qu ite  clear abou t the 

purpose and the  lim ita tio n s  o f  tra in in g  tra iners  in 

one tra in in g  package. I t  does n o t produce tra iners 

able to  devise and ta ilo r  gender courses to  d iffe re n t 

in s titu tio n a l and p a rtic ip a n t needs, and tra iners using 

a standard tra in in g  package in  a setting fo r  w h ich  it 

was n o t designed w il l  p rov ide  p o o r q u a lity  tra in ing .

The m ove tow ards  ta ilo red  gender tra in in g  is much 

m ore  dem anding on  tra iners. I t  requires tra iners w ith  

gender-related know ledge and sk ills  su ffic ien tly  w ide- 

ranging to  meet the needs o f  po ten tia l course 

partic ipan ts , and w ith  the confidence and sk ills  

requ ired  to  assess the lea rn ing  needs o f partic ipan ts  

and develop and conduct tra in in g  courses 

accordingly.

Effective gender tra in ing  skills bu ild  up w ith  experience 

as w e ll as tra in ing . T ra in ing  o f  effective gender trainers 

is n o t a one -o ff event. D onors can support the 

development o f  effective gender tra in ing  through:

♦ ta ilo re d  tra in in g  o f tra in e r courses (m ov ing  away 

fro m  the idea o f  “ one size fits  a l l”  gender 

tra in in g ). F o r example:

♦ tra in in g  in  gender tra in in g  fo r  sector based 

w orke rs  and consultants, focusing on gender 

analysis and gender equ itab le  practice in  p a rticu la r 

sectors, fo r  exam ple, health w o rk ; po lic ing ; m acro 

econom ic po licy  etc.



Section 3: Practical tools and guidelines

♦  tra in in g  o f  gender tra ine rs  in  advocacy, lobby ing  

and in fluenc ing  techniques

♦ tra in in g  o f  gender tra iners in  in s titu tio n a l analysis 

and gender equ itab le  practice in  the w orkp lace

♦  tra in in g  o f  people w ith  gender expertise/experience 

in  tra in in g  sk ills  i.e. needs analysis, course 

p lann ing , choice o f m ethods, pa rtic ip a to ry  

m o n ito r in g  techniques etc.

♦  b u ild in g  the gender and tra in in g  know ledge and 

sk ills  base o f  tra iners tra ined  in  a standard gender 

tra in in g  package

♦ tra in in g  o f activ ists/people active in  the w om en ’s 

m ovem ent in gender analysis, th rough  M asters 

courses and academic sho rt courses

♦  fa c ilita tin g  access to /sharing  o f/p u b lica tio n  o f 

gender tra in in g  m ateria ls.

M a n a g e m e n t  S u p p o r t

A  constant them e in  e ffective gender m ainstream ing 

is the im portance o f  bo th  the  com m itm en t and 

leadership o f senior management. O n ly  senior 

m anagement can p rope rly  oversee a cross-cutting 

theme w h ich , by d e fin itio n , intersects the various 

m anagement structures o f  the o rgan isa tion . Senior 

m anagement provides signals abou t the re lative 

p r io r ity  assigned to  various issues th rough  m aking  

demands on s ta ff fo r analysis, in fo rm a tio n  and 

updates on progress. W hen such demands are n o t 

made, and when s ta ff are n o t held accountable fo r 

action  on issues o f  equa lity , there is l it t le  incentive 

fo r  action.

Equally, senior m anagement suppo rt fo r  those 

spearheading gender eq u a lity  w o rk  is a key to  

success. M a ins tream ing  gender equa lity  is a h igh ly 

sensitive issue and o ften  meets w ith  s ta ff oppos ition . 

The a u th o r ity  and suppo rt o f  senior m anagement is 

im p o rta n t in  enabling gender s ta ff to  con tinue  in  the 

face o f resistance. Gender m ainstream ing is often 

prom oted  on the basis o f  considerable tr ia l and e rro r 

and experim enta tion . M anagem ent suppo rt plays an 

im p o rta n t ro le  in  p ro v id in g  gender s ta ff w ith  the 

necessary space to  try  o u t d iffe re n t and a t times 

controvers ia l activities.

D em onstra tions o f  m anagem ent com m itm en t

Senior management can dem onstrate com m itm en t by:

♦ m aking  demands on  s ta ff fo r  in fo rm a tio n , ideas, 

and progress reports on gender m ainstream ing and 

gender equa lity

♦  p ro v id in g  recogn ition  to  s ta ff fo r  

innovation /ach ievem ent related to  gender

♦  in teg ra ting  gender equa lity  in to  speeches and 

statements on a range o f  subjects and n o t 

reserving com m ents on  th is  them e pu re ly  fo r 

gender/wom en-specific occasions

♦ a lloca ting  su ffic ien t resources, financ ia l and 

hum an, fo r  the p ro m o tio n  o f  gender 

m ainstream ing

♦  p a rtic ip a tin g  in  discussions on  gender issues i.e. 

open ing  w orkshops, ch a iring  panels, sponsoring 

discussions

♦ p ro v id in g  m ora l suppo rt

♦ suppo rting  po licy  advocacy and d ia logue on 

gender, e.g. ra is ing i t  in  discussions w ith  

po litic ians  and representatives o f  developm ent 

organisations

♦  p ro m o tin g  measures to  develop gender equ ity  

w ith in  o rgan isa tiona l structures, procedures and 

cu ltu re .

P rom oting  m anagem ent suppo rt

Focal po in ts  can encourage sen ior m anagement

suppo rt th rough :

♦  arrang ing  gender tra in in g /b rie fin g  specifica lly  fo r 

senior m anagement, w ith  a specific focus on po licy  

issues

♦  invo lvem ent o f  sen ior m anagem ent in  gender 

po licy  deve lopm ent, inc lud ing  discussion o f 

im p lem enta tion  and m o n ito r in g  strategies

♦  ensuring th a t senior m anagem ent roles and 

responsib ilities in  re la tio n  to  the p ro m o tio n  o f 

gender m ainstream ing are c lea rly  spelt o u t in 

gender m ainstream ing policies

♦ deve lop ing strategic alliances w ith  w om en ’s groups 

and advocacy groups outs ide  the organ isa tion

♦  w here m anagement s ta ff are being appo in ted , 

lo b b y in g  fo r  the  inc lus ion  o f 

unders tand ing /com m itm ent to  gender equa lity  in 

T O R s, and in  assessment procedures.
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T h is  m anual is designed to  com plem ent the G E M  

website. T h is  was developed by a team o f m ore  than 

tw en ty  experienced gender consu ltan ts in 

consu lta tion  w ith  D F ID  sector adv iso ry  sta ff. It  

p rov ides deta iled and practica l sector-specific 

in fo rm a tio n  on  gender equa lity  and gender 

m ainstream ing and includes case studies, references 

and web links.

The G E M  website is managed by B R ID G E  a t the 

i In s titu te  o f  D evelopm ent Studies. I t  is accessible on 

the in te rne t a t h ttp ://w w w .gen ie .ids.ac.uk/gem /
*

The G E M  w ebsite can also be accessed v ia  the  D F ID  

In tra n e t e ithe r under “ Resources”  on  the Social 

D evelopm ent D iv is io n  site, o r  v ia  the  “ Services and 

P rocedures" tab  on  the le ft side o f  the  m ain  inS ight 

j page, under “ Systems and T o o ls ” .

The m ain  menu o f  the  G E M  site is s truc tu red  in to  

• five  m a in  areas:

Theme Sub-topics

Policy DFID ’s target strategy papers on “ Realising human rights fo r poor

people”  and "Poverty elim ination and the empowerment o f women”

Implementation Mainstreaming gender; gender planning frameworks; gender training;

and communications

People Information on gender in relation to disability; indigenous people;

older people; violence against women; and men and masculinities

Sectors Information on gender in relation to economics; health; education;

conflict and emergencies; rural livelihoods; infrastructure; and 

governance

Regions Country gender profile and case studies organised according to  four

geographical regions (Africa, Asia, Eastern Europe and Latin America 

and the Caribbean)
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In fo rm a tio n  on sub-topics is s tructured in to  related 

themes, and fo r  each o f  these:

♦ a core te x t w h ich  explores the  m ain gender issues 

and, where re levant, strategies fo r  action

♦ too ls  fo r  in co rp o ra tin g  gender in to  p rog ram m ing

♦ case studies

♦ a b ib liog raphy  and lin ks  to  o the r useful in ternet 

sites

♦ facts and figures.

C lic k in g  on “ sectors”  and then on “ hea lth ” , fo r 

exam ple, w i l l  b rin g  up the fo llo w in g  menu.

Health theme Core Text Tools Case Studies Bibliography Facts and Figures

Gender and 

Health

The G E M  site is co n tin u in g  to  evolve. T e x t is 

updated and new top ics are regu larly  added. We 

i welcom e com m ents on the ex is ting  in fo rm a tio n  as 

w e ll as suggestions fo r  add itions.

Health Sector 

Reform

Reproductive

H ea lth

Specific Health 

Problems
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Evaluation questionnaire
T h is  gender m anual is being d is tribu ted  as a p i lo t  exercise. We m ay supplem ent the m anual w ith  sector-specific 

guides and w o u ld  value feedback to  ta ilo r  b o th  the m anual and the sector-specific guides to  needs.

Please send com m ents e ithe r on  th is  eva lua tion  questionnaire , o r by em ail to : S -Ze itlyn@ dfid .gov.uk

1. W h a t k in d  o f o rgan isa tion  do you  w o rk  for?

П G overnm ent D B ila te ra l/m u ltila te ra l d o n o r П N G O

O ther: please sp e c ify ________________________________________________________________________________

2. H ave you  received any gender tra in ing?

Degree level C onsiderable in-service tra in in g  -  L im ited  in-service tra in in g

N o n e  O the r: please sp e c ify _____________________________________________________________

3. D id  you  fin d  the  gender m anual useful?

Very useful F a ir ly  useful L im ite d  use N o  use

B ackground ideas and concepts D D □ D

Gender m ainstream ing in  a nutshell П D П D

Step 1: Sex disaggregated data and gender ana ly tica l in fo rm a tio n D D П П

Step 2: In fluenc ing  the developm ent agenda D D D □

Step 3: A c tio n  to  p rom ote  gender equa lity D D □ D

Step 4: O rgan isa tiona l capacity-bu ild ing /change D D D □

4. W h ich  subsections were m ost useful and why?

5 . W h ich  subsections w ere least useful and why?

mailto:S-Zeitlyn@dfid.gov.uk
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6. O ve ra ll com m ents and suggestions fo r  im provem ent

W ou ld  a d d ition a l sector-specific guides be useful? О  Yes D  N o

8. I f  yes, w h a t issues w o u ld  you lik e  them  to  address?

T h a n k  you  fo r  yo u r comm ents.

Please re tu rn  th is questionnaire  to  

Sushila Z e it ly n ,

Social D evelopm ent D epartm ent, 

D F ID , I, Palace Street,

London  S W 1 E 5 H E .
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