Introductions and expectations

Objectives:

To help participants get to know each other, to build wgt aind develop a safe
environment for the duration of the workshop. This sesalso gives participants the
opportunity to talk about their expectations from the wiooks and to establish ground
rules.

Instructions:

Mix the group and divide by couples. Couple people whoad&mow each other. Give
couples three minutes to interview each other (one and a haliesi@ach). Then, in
plenary everybody introduces his/her neighbour within omeit®, speaking about
gualities people know little about, e.g. hobbies, talenésgrds etc.

Alternately ask participants to introduce themselves and wheraevibriy(if they are
from different agencies or do not know each other). Ask tloetiescribe a situation in
their work that involved a gender issue and how they dettit\fthis gives the
facilitator an idea of the issues faced by the participants aed tiie participants a
chance to voice their prior knowledge and experience).

After the initial introductions participants should be agkespeak to the person next
them, or in groups of three to discuss responses toltbeving questions:

What are your expectations of this training session?

What would you like to have gained by the end of this tap-skssion?

The facilitator brings the whole group together again aftetSLthinutes and asks each
group/couple to identify their responses. These shouldthdated and referred back to
in the first session on day 2 and in the final sessi@msore that expectations have been
met. It may be necessary for the facilitator to identify &t stlige whether any of the
expectations are unrealistic for this two-day session, andhibsd issues could be raised
at the end of the two days as a recommendation for futurentyéaction.

If preferred, cards or chart paper could be used by the pairp&no this activity and
these pinned to the walls under groups, or clusters forretesgncing.



Terms and definitions

The following terms of definitions can be read by participamd&idually, and then
follow this with general discussion and examples, or ppédits can discuss the terms
and definitions in pairs or small groups, or the trainerreaiew and explain each to the
participants orally.

HANDOUT
Glossary of Gender Terms

Sex
Identifies the biological differences between men and women, swegbrasn can give
birth, and men provide sperm. Sex roles are universal.

Gender

Identifies the social relations between men and women. It refé¢he telationship
between men and women, boys and girls, and how this islgamabktructed. Gender
roles are dynamic and change over time.

Gender Mainstreaming

Gender mainstreaming is the process of ensuring that womeneantiave equal access
and control over resources, development benefits and decisiongnakall stages of the
development process and UNDP projects, programmes and policy.

Gender-blind

Gender blindness is the failure to recognise that gendereissamtial determinant of
social outcomes impacting on projects and policies. A genahel &bproach assumes
gender is not an influencing factor in UNDP projects, maognes or policy

Gender Awareness

Gender awareness is an understanding that there are sociallyidetedifferences
between women & men based on learned behaviour, which affecaltligir to access
and control resources. This awareness needs to be appliechtiyendger analysis into
projects, programmes and policies.

Gender-sensitivity
Gender sensitivity encompasses the ability to acknowledge anlihigexisting gender
differences, issues and inequalities and incorporate theserategsts and actions.

Gender equality
Gender equality is the result of the absence of discriminatidhe basis of a person's
sex in opportunities and the allocation of resources or ligmefin access to services



Gender equity

Gender equity entails the provision of fairness and justiteeimistribution of benefits
and responsibilities between women and men. The concept recafpaise®men and
men have different needs and power and that these differences lsbdddohtified and
addressed in a manner that rectifies the imbalances between the sexes.

Gender Analysis

Is the methodology for collecting and processing inforomagibout gender. It provides
disaggregated data by sex, and an understanding of the soctaliciims of gender
roles, how labour is divided and valued. Gender Analysteiprocess of analysing
information in order to ensure development benefits and res®are effectively and
equitably targeted to both women and men, and to successftiltypate and avoid any
negative impacts development may have on women or on gerat@nel Gender
analysis is conducted through a variety of tools and framewor&uding those listed
below.

Sex disaggregated data
For a gender analysis, all data should be separated by sebeirt@allow differential
impacts on men and women to be measured.

Gender Planning

Gender Planning refers to the process of planning develophpgagrammes and
projects that are gender sensitive and which take into accountghet of differing
gender roles and gender needs of women and men in the targetimibyron sector. It
involves the selection of appropriate approaches to addresalpatomen and men’s
practical needs, but which also identifies entry points fod@hging unequal relations
(ie. strategic needs) and to enhance the gender-responsivepeksyadialogue.

GENDER ROLES

Gender roles are learned behaviours in a given society/commumither special

group, that condition which activities, tasks and respditgbiare perceived as male and
female. Gender roles are affected by age, class, race, ethnicitgrreligl by the
geographical, economic and political environment. Changes in geidgnften occur

in response to changing economic, natural or political ciramss, including
development efforts.

Both men and women play multiple roles in society. The gemdies of women can be
identified as reproductive, productive and community managileg, while men’s are
categorized as either productive or community politics. Men agetalfbcus on a
particular productive role, and play their multiple roles sedgally. Women, in contrast
to men, must play their roles simulaneously, and balance coggétims on time for
each of them.



Productive roles:

Refer to the activities carried out be men and women in orgeothuce goods and
services either for sale, exchange, or to meet the subsistencehtedtamily. For
example in agriculture, productive activities include platingnahhusbandry and
gardening that refers to farmers themselves, or for othergpabpmployees.

Reproductive roles:

Refer to the activities needed to ensure the reproduction ofysedidtour force. This
includes child bearing, rearing, and care for family membeais as children, elderly and
workers. These tasks are done mostly by women.

Community managing role:

Activities undertaken primarily by women at the communiteleas an extension of
their reproductive role, to ensure the provision and mainteredrszarce resources of
collective consumption such as water, health care and educatioiis Vbisntary unpaid
work undertaken in ‘free’ time.

Community politics role:

Activities undertaken primarily by men at the community leweganizing at the formal
political level, often within the framework of national gigl. This work is usually
undertaken by men and may be paid directly or result in increasesl and status.

Triple role/ multiple burden: These terms refer to the fact that women tend to work
longer and more fragmented days than men as they are usuallyeithin three different
gender roles —reproductive, productive and community work.

GENDER NEEDS

Leading on from the fact that women and men have differing balsesd on their gender,
they will also have differing gender needs. These needs caads#ied as either
strategic or practical needs.

Practical Gender Needs (PGN)Practical gender needs are the needs women identify in
their socially accepted roles in society. PGNs do not challertheugh they arise out of,
gender divisions of labour and women'’s subordinate positicociety. PGNs are a
response to immediate and perceived necessity, identified \&@igpecific context. They
are practical in nature and often concern inadequacies in livingtiomsdsuch as water
provision, health care and employment.

Strategic Gender Needs (SGN Strategic gender needs are the needs women identify
because of their subordinate position in society. They varydiogoio particular
contexts, related to gender divisions of labour, power antlatpand may include issues
such as legal rights, domestic violence, equal wages and wocoerrs| over their
bodies. Meeting SGNs assists women to achieve greater equalithamge existing
roles, thereby challenging women’s subordinate position. &heynore long term and
less visible than practical gender needs.



ACCESS AND CONTROL OVER RESOURCES

Access and Control:Productive, reproductive and community roles require thefuse o
resources. In general, women and men have different levels chdmks (the
opportunity to make use of something) to the resources néadeir work, and control
(the ability to define its use and impose that definitiorothrers) over those resources.

ResourcesResources can be economic: such as land or equipment; politddahsu
representation, leadership and legal structures; social: suchdasach, family planning,
education; and also time — a critical but often scarce resource.

WID and GAD: What are the Differences:

Women in Development (WID) and Gender and Development (GAD3@netimes
used interchangeably, but there are some basic differences. Thapii@ach was
developed in the 1970s, with the objective of designingraetmd policies to integrate
women fully into development. The GAD approach was develap#tki1980s with the
objective of removing disparities in social, economic andipaliequality between
women and men as a pre-condition for achieving people-centretbgement. Both
approaches are still in use and are applicable in different sigafibe chart below
highlights the main differences.

POLICY APPROACHES TO WOMEN AND GENDER IN DEVELOPMEN T

Women in Development Gender and Development (GAD)
(WID)
The Approach An approach which views An approach to people centered

women’s lack of participation development
as the problem

The Focus Women Relations between women and men

The Problem The exclusion of women (half Unequal relations (between women an
of the productive resource) men, rich and poor) that prevents
from the development process equitable development and womkn’s fu

participation

The Goal More efficient, effective Equitable, sustainable development with
development men and women sharing decision-
making and power.



The Solution Integrate women into existing Empower the disadvantaged amg:mwo

structures _
Transform unequal relations and
structures
The Strategies Women only projects Identify/address practical needs
determined by women and men to
Women's components improve their condition
Integrated projects At the same time address strategic

Increase Women's gender needs of women and men

productivity Address strategic needs of the poor

. through people centred development
Increase women'’s income

Increase women'’s ability to
manage the household

Gender-Sensitive and Sex-Specific Indicators

Gender sensitive indicators compare the situation of malestoftfemales, and show
an aspect of their relative advantage (disadvantage). They can bectedsin several
ways:

* Female (or male) share of a total (when it is evident thattotal comprises tl
female share and the male shai50% indicates gender equality.
Example: Women'’s share of seats in legislative bodies

* Ratio between a female and male characteril indicates gender equality.
Example: The ratio between girls’ and boys’ school enrolment rates.

* Female characteristic as percentage of male characteristic (orvdrsa: 100%
indicates gender equality.
Example: Average female weekly earnings as percentage of male weekly earnings.

* Difference between the female characteristic and the male chasdctéar vice
versa):0 indicates gender equality.
Example: Average number of hours women spend on housework minus averag
number of hours men minus average number of hours men spdmmlisework.

Source for gender —sensitive and sex-specific &dis: Progress of the World’s Women, UNIFEM 2000.




Activity to clarify sex and gender

Preparation:

* Provide each participant in the training session with twoscange marked with an
“S” for sex, and one with a “G” for gender. It is best to di$erent coloured card
for sex and gender, for easy identification.

* Instruct everyone that they are to hold up the relevant batdits the statement, then
read out the following statements and ask the participanspond to whether the
statement reflects sex or gender. Ask participants to explairetheier and
encourage discussion between those who may disagree.

* It is important to note that a clear translation of the tesexsand gender should be
done in the local language to ensure that people are clear ormelfatrhs mean.

. At the end of the exercise, summarise and make a statementtabdiffdrences
between sex and gender.

Statements about men and women

1. Women give birth to babies, men do not.

2. Little girls are gentle, boys are tough.

3. Women can breast feed babies, men cannot.

4, Most drivers in (Country X) are men.

5. Men's voices break at puberty, women's do not.

6. According to UN statistics, women do 67 % of the world'svork, yet their

earnings for it only amount to 10 % of world's income.

7. Women have long hair men have short hair.
8. Men do not need tenderness and are less sensitive than women.
9. Women should have no experience in relationships when theyamy and

men need to be experienced when they get married.
10. Women have weaker sexual needs than men.
11. To have healthy babies women should breast feed.

12. Women should breast feed therefore they should stay home withildren.



Group Work Daily Activity Profile
A Working Day

Either to introduce/to set the context of the sessionwrdp up the session:

Present the conceptual frameworks of gender analysis (see attackedtwith an
outline of four gender analysis and planning frameworks)

Briefly explain similarities/differences and use of gender arsafyameworks.
Participants could be asked to read these when they finish ivigyaot over the
lunch break, and this could add to the discussion at thefehd activity.

ACTIVITY:

Divide the participants into the following groups:

1. Poor
2. Poor
3. Poor
4. Not poor
5. Not Poor

Discuss and tabulate a day's work for the family in youugro

Provincial
Provincial
Major city
Major city
Major city

Farmer
Farmer

Market Vendor

Aid worker
Aid worker

Ethnic minority/indigenous
Ethnic majority group
Ethnic majority group
Ethnic majority group
European expatriate

Decide and identify how many family members in your groupheever lives in the
family home, including all adults and children. List theieaDevelop a chart to

tabulate the daily activities of family member’s daily taskk.if-their tasks according to
the time they are conducted. See example below.

TIME Grand- Father Mother Daughter | Son Son Daughter
mother 32 30 12 10 8 3
53
4.00am | sleeping | Sleeping | Wake-up | Wake-up | Sleeping | sleeping | sleeping
4.30 wake-up | Sleeping | Cook Help with | Wake-up | Wake-up | Wake-up
breakfast | breakfast
5.00 Eat Wake-up feed Eat Eat Eat Eat breakfast
breakfast find eat chilfiren breakfast | breakfast | breakfast
breakfast
5.30 Wash-up ¢Go to Clean Watch Walk to Walk to play
the fields house toddler school school
6.00
6.30
7.00




Add up roughly the number of hours worked each day by eawiyfmember. Add to
the task whether it is a productive ( P ), community manag@lg ), community
politics ( CP ) or reproductive roles ( R).

When your group has finished all the tasks, discuss thénslarities and differences
between the work/activities of the family members within youhousehold.
* Who does the most hours of work?

* Who does the productive, reproductive and community servies?ol

» Who gets up earliest and goes to bed latest?

» What is the difference between the work/recreation/school attendatieehdys and
girls in the family?

* How does age and position in family affect the roles of famignbers?

* Is there any difference between the situation of daughters agtitdes+—in—law?

Tape the daily calendar of to the wall and look at the calatars from other groups.
How is your family different to other families and thettigities?

What similarities can you see between the same family membefemeli situations?
What differences are evident between ethnic minority and non-etfimacity families?
How are the roles different in the expatriate families how aredtes different for them?

Below is an example of a fully completed table for a Cambodidyfataeveloped by
UNDP office staff in the Phnom Penh office.
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Poor provincial farming family (ethnic majority group) CAMB ODIA

Time Grand mother Father aged 40 Mother aged Son aged Daughter aged 7
years 35 years 12 years years?

4:00 Sleeping Sleeping Sleeping Sleeping Sleeping (5)

4:30 Wake up Wake up Wake up Sleeping Sleeping

5:00 Prepare for Cooking Sleeping Sleeping

fishing

5:30 Fishing House work Sleeping Sleeping

6:00 Breakfast Fishing House work Wake up Wake up

6:30 Fishing Washing Breakfast Breakfast

7:00 Fishing Washing Goes to Goes to school

school

7:30 Back home Goes to market | At school At school

8:00 Rest Selling At school At school

8:30 Rest Selling At school At school

9:00 Fixing the net Selling At school At school

9:30 Fixing the net Selling At school At school

10:00 Fixing the net Shopping At school At school

10:30 Rest Back home At school At school

11:00 Rest Cooking

11:30 Rest Cooking

12:00 L U N C H

12:30 Sleep Sleep Washing Swimming Swimming
dishes

1:00 Sleep Sleep Rest Swimming Swimming

1:30 Sleep Fishing Fishing Goes to Goes to school

school

2:00 Sleep Fishing Fishing At school At school

2:30 Meeting family Fishing Fishing At school At school

3:00 Meeting family Fishing Fishing At school At school

3:30 Meeting family Back home Back home At school At school

4:00 Meeting family Rest Goes to market | At school At school

4:30 Home Rest At market Back home Back home

5:00 Home Gardening Shopping Gardening Gardening

5:30 Home Gardening Back home Gardening Gardening

6:00 Home Drawing water Cooking Swimming Cooking

6:30 D N N E R

7:00 Preaching Preaching Washing Enjoying Helping mother
dishes

7:30 Rest Socializing Making bed Watching TV Watching TV

8:00 Rest Socializing Coaching Study Study
children

8:30 Rest Socializing Coaching Study Study

9:00 Sleeping Sleeping Sleeping Sleeping Sleeping

e v v v v

10:00

10:30

11:00

11:30 ¥ ¥ ¥ ¥ ¥




Presenting the basics of gender analysis & gender planningidte complemented with
a short presentation on available conceptual frameworks. Diffieeanéworks suit
different needs/requirements. The daily activity calendar is an ertélol to improve
awareness of differentials in division of labour/roles. Beission would gain in being
complemented with the handout below that outlines foueifft frameworks.

Participants could read this handout after the activity, awaah, or \even overnight, with
the information feeding into further discussion after #usvity or the following

morning. Alternatively, if time does not allow, the traifecilitator may wish to just

flag the issues and refer participants to the handout todseapeference tool for future
reading.

HANDOUT:
Which framework? Gender training— four current models

As practitioners, we need frameworks and tools to operaizengénder analysis and
planning and to assist in gender-sensitive project desigfernentation, monitoring and
evaluation. But which framework, which sets of tools beiss swr individual, highly
specific circumstances? The following summary of current geralairtg frameworks
and methods was developed by Helen Derbyshire for the Depafonémternational
Development's Training Review Day in 1996. The DPU text woasaied by Caren Levy.

The Development Planning Unit (DPU) Framework

The DPU works with gender policy and planning framewoskich aims to integrate a
gender perspective into development practice. Gender relations amstond as
interwoven with other power relations like class, ethnicidigion and age in different
contexts. Recognizing both the resistance and opportunitiegiegé&om particular
power relations in specific contexts, the framework puts fahsagender policy and
planning process which is amterative,rather than a linear process.

An initiating component of this processgisnder diagnosi€entral to this is theveb of
institutionalization',a tool developed by Caren Levy based on the DPU's work with
practitioners and activists at local, national and internatiewald. The ‘web' is used to
assess how a gender perspective is currently institutionatizbeé context under
consideration. It identifies at least thirteen elements which aogatto the process of
institutionalization. Each element represensst@ of powenf social relations, and the
elements relate to each other in a set of reinforcing trianglesngna the ‘web'. The
elements are women's and men's experience and their interpretagality, pressure of
political constituencies, representative political structuregtjgalcommitment, policy,
resources, mainstream responsibility for gender issues, preseduwethodology,
research and theory-building. The diagnosis on each elementeanichtibrrelation is
done using an adapted version of Caroline Moser's framewbik considers thgender

12



roles(reproductive, productive, community managing and constitubasgd politics
roles), access to and controlreourcesthegender need@ractical and strategic gender
needs, building on Maxine Molyneux's work) and the undeglpolicy approaches
implied in or impacted on each element. Based on this, the diggrfeeach element and
their interrelation generatgsoblemg(relating to weak or no gender integration) and
potentials(relating to opportunities which might offer an openingdender integration).
The final step in the preliminary gender diagnosis g@riaritize the problems and
potentials so as to clarify the entry points for action.

Gender diagnosis is a continuous process and constaetlgdts with another
component of the gender policy and planning pro@gsjer consultatiorlJsing a
variety of methods, gender consultation covers dialoguewdthen and men in
communities to define their own gender needs, as well as wittew and men involved
in the particular organization acting in the context under densiion. Problems,
potentials and their prioritization are refined in the prooés$sis consultation.

On the basis of gender diagnosis and gender consultation peirits for action are
identified and utilized through the developmentairking objectivesndentry
strategiesThese actions work towards widening the room for manoeuvigefwder
integration by strengthening the process of gender diagaindigender consultation, as
well as two further continuous components of the gend&ypahd planning process,
organizational developmeandmonitoring and impact assessmehttions in these four
components are continuously interacting, as the situation endsideration demands,
guided by the working objectives and entry strategies.isrstinse, the gender policy and
planning process develops alongside the ways of operatthg organizational context
under consideration, finding entry points into them and icrg#tte conditions to make
ongoing practices gender aware. In other words, the gendey poticplanning process
seeks to institutionalize or mainstream a gender perspectiveaiogment practice.

The Harvard framework

The Harvard framework centres on activity profiles, issuesnaraacess and control
over resources and project cycle analysis. adiwity profilelooks at who does what,
when and where. This leads to an analysis oféraler division of laboun productive
and reproductive work within the household and commudisaggregated by sex, age,
and other factors. The framework then explores whabesss to and controlver
whichresources, servicemdinstitutions of decision-makirgnd to whichbenefits from
development projects and programnescess refers to use rightsntrol, to power

over decision-makingnstitutions of decision-makirigclude the household, community
and interest groups.

The framework then asks us to fiattors influencing activities, access and congsnich
as cultural beliefs, population increase, political change andoamvéntal degradation).
These show up opportunities and constraints on men's andmsparticipation in
development. The impact of changes over time in the broaderatdhd economic
environment is a further feature of the analysis.
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The final component of the Harvard framework is project cycidyais. This involves
examining a project proposal or area of intervention in ttné 6§the above gender
disaggregated data and social change. It comprises a series -@nojgehquestions to the
project planners relating to project identification, desigmlémentation and evaluation.
Questions to be asked in the project identification phase exclud

+ what needs/opportunities exist for increasing women's privdyetnd/or
production?

* what needs opportunities exist for increasing women's accassl twontrol over
resources?

The Longwe women's empowerment framework

The women's empowerment framework focuses firstomen's special needbge needs
women have due to their different sexual and reproductive tbtben exploregender
issuesand women'giender concerns. Gender gagrsse where the division of gender
roles brings with it inequalities in the amount of warkut, or in benefits received.

Gender discriminatioms a key concept in this framework. Gender gaps originateuand
maintained in any society by systems of gender discrimmafiscrimination against
women is pervasive at the level of tradition and social pradtitealso supported by
discrimination against women in official and government adsnative practice,
sometimes arising from discriminatory legislation. Gendgranination means giving
differential treatment to individuals on the grounds ofrthender. In a patriarchal
society this involves systematic and structural discriminaigainst women in the
distribution of income, access to resources, and participatidadision-making. Gender
discrimination is part of a patriarchal system of oppressitiere males retain more
power, and use this power to ensure women get most of ttkeawd less of the benefits.

Thewomen's empowerment framewaiks to address gender gaps at all of the
following levels with the aim of increasing equality between @eth women, and
increasing women's empowerment.

Welfarerefers to the gender gap between women and men in their matetiakwngl. A
project confined entirely to this welfare level treats womereasipe recipients of
project benefits, since they are not involved in the 'hidgbeels of empowerment which
denote more active roles in the development process. Narroveirggtider gap in
welfare is the ultimate objective in women's development, iohwthe process of
empowerment must lead.

Accesss the means or right to obtain services, products or comiggdsender gaps in
access to resources and services are a major obstacle to womengnoeneld/omen's
achievement of equality of access to resources and services islgdative for

women's equality; women's mobilization to achieve equaligcogss is a key element in
the process of empowerment.

Conscientizations the process of becoming aware of the extent to which pretdese
not so much from an individual's inadequacies, but fronesyegic discrimination
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against a social group which puts all members of the groaplisadvantage. In women's
development, conscientization involves the process by whichewaallectively analyse
and understand the gender discrimination they are up agdmisisThe basis for action
to overcome obstacles which have been holding them back.

Participationdenotes having a share in decision-making. Gender equaliggisioh-
making is one of the essential aspects of women's empowePagtitipation is
concerned with collective participation in decision-making, a psoiteegrated with
conscientization. Control means the ability to direct, anflaence events so that one's
own interests are protected. The women's empowerment framexeodnizes this as the
‘highest' aspect of women's development - where women ensuresthiatces and
benefits are distributed so that men and women get equal shére®as
conscientization and participation are essential to the processwdn's empowerment,
it is only gender equality in control which provides thicome.

The Institute of Development Studies (IDS) social relationsamework

The IDS social relations framework lookssatial relations, institutions, dimensions of
social relationships, interventiomndneeds, interests and empowerment. Social
relationsare defined as the way people are positioned in relation torcescand power.
They include not only gender relations but also relatiort$ast, ethnicity, nationality
and religion. They vary across cultures. Social relations refertalthe resources and
networks of groups and individualsstitutionscomprise four categoriestate(legal,
military and administrative organizationg)arket(firms, corporations and farming
enterprises)community(village committees, patron-client relationships) aodsehold.

The dimensions of social relationshigempriserules (official and unofficial rules,
values, traditions, laws and custong®pple(who is in and who is outjgesourcegwhat
is used and what is producedytivities(what is done, and who does what); aagver
(who decides and whose interests are served).

At the level of interventionggender neutral policieare policies which intend to leave
the gender division of labour and the gender division afiees intact but attempt to
target the appropriate actors to achieve certain g8alsder-specific policie®ok at the
existing distribution of labour and resources but intenachieve a goal which will entail
targeting one gender or the oth@ender-redistributive policieare about change and
transformation, interventions designed to transform exjstsymmetries and
inequalities.

The social relations framework distinguishes betwsawtical gender needsnd

strategic gender interest®leeds' tend to be defined from the top-down, as in defining
and administering to needs. 'Interests’ is the languagehts.riye need to talk about
strategic gender interesis order to remind ourselves as planners and academics to be
modest about what we cannot do.

Source: The British Council Network Newsletter €999
http://www.britcoun.org/governance/gendev/netnewsAindex.htm




National gender issues

Invite a National gender expert to speak to the trainingggeetits briefly regarding
women’s/gender issues in your country. (The national gengertand/or national
representative of the women's machinery, both of governmemM @y should
participate in the whole training session if possible).

The rationale for this is to include national counterpart asgdions to the United
Nations as a source of expertise and partners in gender iEbiseacknowledges ti

role of the national women’s machinery/ counterparts as a souezpart knowledge in
the field. Alternatively you may wish to invite an academisgeak to the issues, but
brief them beforehand that you want the presentation to beqatdaatid useful for
participants.

You could provide a brief outline of the issues you wdildlel them to cover including a
brief synopsis of the history of gender issues in soeietia current situational analysis.
This should include the legal framework for addressing wosAgender issues and how
the country has addressed international obligations suclk &getfing Platform for
Action, and Outcome Document form Beijing +5 and the Comwermin the Elimination
on Discrimination Against Women (CEDAW—the women’s convamjtiDeclaration.
Experiences of national machinery and NGOs would also be useful.

This presentation should be followed by a short questidraaswer period.



Video and discussion

As a break from instruction and group work, a video enigbues of gender and
development would be useful to view. Check with the UN ligrimcal UN agencies,
NGOs and colleagues to see if any good videos on womereadeégssues ¢
available locally.

Titles may be obtained form the following websites:

Gender Training Resources Collection

A demonstration web-based collection of gender mainstreaming gapagiort
material from the United Nations and Commonwealth syster880'd to 2000

http://www.col.org/genderresources/

This site can potentially also address the needs for:
« Information on resource usage with various target audiences
- Linkages to regular updates and information on gender capadityny
« Increased collaboration on the development of materials
- Regular review and feedback

The following website from Ohio University provides a lising of women'’s studies
videos:
http://www.library.ohiou.edu/subjects/womenstudies/videositm

Videos, Films, and Slideshows about Women and Gendersigstnilable at
Instructional Media Services, Second Floor, Alden Library.

This list is compiled by the Ohio University Women'sdig Program with invaluable
help from Instructional Media and Technology Services (IMT3)I@en Library.
Quarterly we update this guide with the new videos and fihasare added by IMTS. In
addition, by using ALICE, you can search for additiondbas (some not listed at IMTS)
by calling up "Women" and "Video*" (use the asterisk) aftokeywords. Unless
otherwise noted, all videos/films are in color.



Case study Gender Planning
How to mainstream gender in a project document: casstudy

For this session it is suggested that the Gender Foaal d&ta UNDP Programme
Officer be asked to present a case study of a real project docUrhemhost useful
approach would be to use a document that has not yet gon€isB ghat the input from
this working session could be used constructively and takeraccount for the
development of the document. If this is the case, it woukekbemely important to have
the PO responsible for the prodoc as a participant in theseasd for them to present a
brief outline of the background to the whole group.

For this the trainer needs to check what projects are goingQ@o & alternatively what
project document could be used as a case study. This coulddreckase study of a
document that is gender blind, i.e. ignoring gender issungthe group could then
suggest ways to incorporate gender. Examples of poor gemilestreaming in a prodoc
needs to be dealt with sensitively with the PO involved,sliodild not start a process of
finger pointing in terms of PO who have designed gended lpifodocs. It is also
possible to take an example form another UNDP CO to retaimyamity of office staff,
these can be obtained form the website of most UNDP CoOffines.

If this approach is used, it is also advisable to show anggarha good project
document that the UNDP CO is currently implementing as an @rawh best practice.

Once the project document has been selected for use in the triishmyld be
circulated to participants in the last session of the firstodléye training. A briefing on
the activity will then follow. This involves the participarmeading the prodoc overnight
and considering areas of intervention for gender issues.arbagquested to ask:

QUESTIONS FOR PROJECT DOCUMENT

What aspects of gender issues have been raised in this prodoc?

How have they been addressed?

What other gender issues may arise that have not been foretteespmodoc?

How could these be addressed?

What additional resources (human/financial) would be requireddeess these issues?
What additional data is required to make an informed gender enafythis prodoc?
How would you suggest this information be sought?

The next morning, divide the participants into equal graumshave them discuss the
prodoc and their answers to the above questions. On charttRageoup should
develop a list of the steps they would take to address gentther development of this
prodoc.
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HANDOUT

MAINSTREAMING GENDER INTO PROJECTS

What is gender?

Gender is different from sex. Sex identifies the biologictdrdifices between males and
females, while gender is all the cultural, social and econamaracteristics that ma
women and men act differently and take on different roldsilmome, workplace and
society.

What is gender mainstreaming?
The process of assessing the implications for women and fnagry o
planned action, including legislation, policies or programnmeany area
and at all levels. It is a strategy for making women's asasathen's
concerns and experiences an integral dimension of the design,
implementation, monitoring and evaluation of policies amgdjmmes in
all political, economic, and societal spheres so that women antenefit
equally and inequality is not perpetuated.

(E.1997.L.O. Para.4. Adopted by UN Economic and S@uahmission 17/7/97)

PROCESS = Mainstreaming
GOAL =
' Equality

Why mainstream gender?
* Good gender planning makes good economic sense so that womelh&s men
are active, using 100% of the productive labour force.
* Studies have shown that discrimination based on gender iasrpasgerty, slows
economic growth and weakens governance.

* To promote gender equality is to promote fundamental hurghtsri

How do you mainstrem gender?

Gender must be integrated into ALL stages of the project cyolecan use checklists
like the one below:

Project formulation and desit
1. Ensure gender is addressed during fact-finding missiod incorporated into the
project concept/outline paper, overviewing the different rdles;tions and needs
of women and men in the sector;
2. Ensure gender is incorporated into the terms of referenteefo
identification/formulation mission to address and analysésthee;




3. Employ a gender specialist or a social development speuidlisgender
expertise to assist in the design, monitoring and evaluatitre project.

4. Separate data by sex in all baseline studies and identiferggmetific indicators
from the baseline studies;

5. Undertake participatory rural appraisal activities that agtimeiolve commune-
level women and men actively;

6. Consult with national women’s machinery at the appropriate (eetional,
provincial, local) in the design and monitoring of the pcgj

7. Obtain copies of, and refer to the post-Beijing natiotzad pf action where they
exist and any relevant ministerial plans of action.

8. Assess the gender capacity of the implementing instituéisrespart of overall
capacity development;

9. Consult with the Gender Focal Point of the relevant UN agandyobtain a copy
of the UN Gender Briefing Kit; and

10. Identify gender related linkages with other projects and progres and
incorporate them into the documentation.

Issues to remember:

Identify any anticipated negative impacts of the project on wandrmen (e.g.
increased workload, loss of access to resources such as crestit,|avat and
technology);

Identify any constraints to women'’s participation and makermeea
recommendations for increasing women'’s involvement (e.gretisat meetings are
not held outside work hours, or that childcare needs are evadid

Project implementation and monitorir

1. Involve national and international gender specialists ifgg@ranonitoring;

2. Consult with the national machinery and women'’s grooignsure that women’s
needs are addressed in project activities;

3. Devise and measure gender indicators to differentiate maferaate beneficiary
outcomes;

4. Ensure programme staff monitor project disbursememsdore that inputs are
used in such a way as to ensure women have equal access to projeceseand
benefits;

5. Strive towards equal representation of women and mewjecpmanagement
and meetings (meeting the 30% UN target set in the BeijinfpRtafor Action
as a minimum);

6. Ensure gender issues are raised/on the agenda for meetingsiaws;

7. Ensure progress reports detail data disaggregated bydékat they analyse
gender issues;

8. Conduct gender analysis training for your staff ancht@parts or fund a gender
specialist to do this;

9. Encourage ongoing learning and training on gender Ifetad;

10. Integrate gender issues as part of the curriculum iraglirtg courses;
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11. Encourage women and men to apply for non-traditionalgol headhunt
gualified women/men if an adequate number do not apply. Easyeader
balance on interview panels;

12. Strive towards equal representation of men and womentmialhg activities in-
country and overseas (meeting the 30% UN target set in thad@Biatform for
Action as a minimum);

13. Implement family friendly work practices, for example itdéx work hours; and

14. Develop a plan for strengthening the capacity of implemgatjencies to be
gender responsive in the long term.

Project Review and Evaluatic

1. Ensure that mission TOR require relevant gender expertiseiexper

2. Brief all mission members on relevant gender issues anilprdecumentation;

3. Ensure the programme staff understands and applies gedibatans of success;
and

4. Review draft evaluation report carefully to ensure that gendeededamissions
and successes are reflected.

DON'T FORGET

You must budget for professional assistance from qualieedler specialists, don’t
assume that anyone can do the gender analysis; and

The UN Gender Focal Point is there to help you; they canyeteto relevant
support.

22



HANDOUT
World Bank Ciriteria for Identifying Good Practice:

Lending Operations Incorporating Gender Issues
(may contain a combination of the items listed)

Analysis/Rationale: Rationale for project design is based on an analysis of gevldsr
including barriers, constraints, opportunities and accessturces and decision-
making.

Operational Actions - Project components, interventions or actities include at least
one of the following:

* policy measures to equalize opportunities and access

+ specific actions that target women

+ establishing and strengthening institutions which impidsiésery of services
* building partnerships which enhance outreach and improve access

Implementation Mechanisms - In project implementation strateges, tools or
procedures are employed to ensure one or more of the following:

* access to information, services, resources, decision-making
+ consultation with key stakeholders

+ collaboration in planning, executing and monitoring progetivities or
components

* equitable control over decisions and resources

Monitoring - Project design includes indicators for each relevant activity/compeent
which:

* can be measured with gender disaggregated data

+ enable project to trace progress over the course of implementation

* permit responsive re-aligning of targets, activities, objestiv
Outcomes- The project succeeds in achieving one or more of the foltpwin

* amore in-depth understanding of relevant gender roles

+ developing policy which recognizes and redresses gender inequities

+ improving opportunities, access, and capacity

+ fostering shared control over decision-making and resourctsrstically
tracing and documenting progress with gender-disaggregated data
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Mainstreaming gender issues in the workplace—
gender mainstreaming and sexual harassment

Two tools are provided for this session:
1. Gender Mainstreaming Assessment Tool UNDP Countrg&3ifi
2. Steps to Take Against Sexual Harassment

(1) Gender Mainstreaming Assessment Tools UNDP Country Offes

The UNDP Gender Mainstreaming Assessment and Planning Wemsconsolidated
out of country office experiences during the Learning Coataoit Briefing process.
These tools have been used recently as a part of a gender maimgjreaunse of the
UNDP virtual development academy to help participants thirdutih gender
mainstreaming strategies for their offices. Feedback fromestpficitly stated that they
had found them useful not only as planning tools, battalstimulate discussion in their
offices, and especially to convey a clear and practical sense oferiaer
mainstreaming implies for their office.

This tool has been slightly updated from the versionddarthe UNDP Learning
Consultation Briefing Materials that are available on the UNBRIgr websit&ender
Mainstreaming: Learning Information Pacat the following address:
http://www.undp.org/gender/capacity/gm info module.html

If the UNDP Country Office has not used this tool, itukbbe very useful to use this as
an activity within the training to get participants as a griouiil out the table, and then
develop, in small groups, a plan to implement the next.sédfgsnatively, this could be
used in the final session (Session 12) as a guide forcdevelop a plan for the future
implementation of gender mainstreaming in the UNDP Office.

The current UNDP Policy in gender can be found at the follpwveb site:
http://www.undp.org/gender/policies/

(3) Steps to Take Against Sexual Harassment

This guide was developed by Patricia Steenhuis who was a UNNDFEAM/UNV
Gender Specialist working in the UNDP Office in Lebanois & guide of dealing with
sexual harassment in a UNDP Office. It has also been usednimgy sessions in Viet
Nam, and provided to POs and STAs as briefing materialrijuction with the Gend
Briefing Kit.

If this guide is used in the training it is importamat the trainer works with someone
from senior management and/or personnel in presentingessson. Sexual harassment
is a senior management and personnel issue and needs to betdesdtsuch.



HANDOUT
Gender Mainstreaming Assessment Tool
UNDP Country Offices

COUNTRY OFFICE:

This document is designed for creating a basebsessment of the gender mainstreaming
capacity of a Country Office. Space is providedriew on a semi-annual basis. Please refer
to the response key provided below, combining resps from both columns when appropriate
(e.g., Y, FWorY, NF).

Response key

Y=Yes F = Functioning

N =No FW = Functioning Well

ID = In Development NF = Not Functioning

UA=Unable to answer

Current
06/02 12/02 06/03 12/03 06/04 12/04
General
Al PJ)Iicy Document on Gender Mainstreaming at
CO exists.

2 | Gender Mainstreaming Policy is operational.

3 | Strategy document on Gender Mainstreaming
at CO exists.

4 | Gender Mainstreaming Strategy is operational.

5 | Advisory Group on Gender Mainstreaming is
active (task force, steering committee, etc.).

g | Linkage between CO and Regional Bureau
Focal Point is strong.

7 | Staff as a whole are familiar with the
provisions of the following documents:

a) UNDP Gender Balance in Management

Policy;

b) UNDP Guidance Note on Gender

Mainstreaming;

c) Beijing Platform for Action;

d) Beijing +5 Political Declaration and Outcome

Document

e) Convention on the Elimination of All

Forms of Discrimination Against Women
(CEDAW).




Bl

Current

06/02 12/02 06/03

Senior management are aware of UNDP's
gender priorities and strategies.

Professional staff are aware of UNDP's gender
priorities and strategies.

Responsibility for gender mainstreaming is
shared by all staff.

Programming

C1

Sex-disaggregated data is included in situation
analyses and programming documentation
prepared by or for the CO.

Gender issues linked to the available data are
highlighted and addressed in discussions of the
documents.

Gender aspects of project/programme activities
are included in the agendas of TPRs and other
review meetings.

Staff are regularly briefed on gender- matters.

Staff are proactive in identifying opportunities
for gender mainstreaming.

A monitoring system is in place for ensuring
the implementation of gender mainstreaming
across country office activities.

External Relations

El

Senior management are aware of gender
priorities and strategies of development
partners, particularly donors.

Professional staff are aware of gender priorities
and strategies of development partners,
particularly donors.

Senior management pursue gender
mainstreaming initiatives with donors,
presenting gender-related data as proposal
support.
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Gender goals of UNDP and development
partners are regularly discussed at inter-agency
meetings.

UNDP and development partners undertake

° joint action on gender issues.

6 CO staff attending meetings with government
officials raise gender issues relevant to meeting
topics.

7 CO staff attending meetings with NGO
colleagues raise gender issues relevant to
meeting topics.

8 Local media are made aware of UNDP's gender
goals and priorities.

9 Local media are made aware of the CO's gender

activities.

Staff Recruitment and Developmen

All CO staff TOR include gender

mainstreaming as a component.

All mission TOR include gender

mainstreaming as a component.

CO staff receive phased training in gender

mainstreaming.

CO meetings are conducted in a democratic and

consultative manner.

Meeting tasks rotate (chair, minute-taking, time-
keeping.

Men and women are equally heard at meetings.

F1

7
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HANDOUT
Steps to Take Against Sexual Harassment

If You Are Being Sexually Harassed

The important thing to know is that being sexuallyassed is not your fault. Everyone has a
right to a work environment free from harassment.

1. Approach the harasser

Surprisingly often - some experts say up to 90% ofithe - this works. It is important
to be assertive and to communicate your boundaries.

(a) Clearly and firmly tell the Harasser “no’Inform the harasser that his or her
attentions are unwanted. Make clear you find the behaviour dffe®r example, “It
makes me uncomfortable when you rub my shoulders, please do tios.”

(b) Put it in Writing.Tell the person what conduct you find offensive and what action
you will take if it continues. For instance, “I find yowwal jokes offensive, | consider
these to be sexual harassment and | will file a complainuifcgmtinue to tell them to
me.” Date and sign the letter, keep a copy and have a witness watglvgat to the
offender.

(c) Involve a Third PartyRequest assistance from another person. Ask someone else,
who you trust, to talk to the harasser, to accompany thenvigtto intervene on behalf
of the victim to resolve the conflict.

2. Document your Interaction

This is extremely important. This documentation shoulduoieltimes and dates of
interactions, what was said, done or implied, and the nameitneisses, if there were
any, how your physical condition has changed as a resthiisdiehaviour (sleeplessness,
weight loss/gain ...etc.), what, if anything, you didattibat the time and after. Keep
lewd cards, notes, presents and (email) messages.

You should also document any expenses incurred as a rethdtitdrassment including
medical expenses, phone bhills, travel or any other expensesctowas a result of
having to deal with the stress of being the victim of harassmny documentation you
have will be useful should you have to make a formal complaint.
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3. Get emotional support from others

Confide in a trustworthy co-worker, friend or family mean. Challenging someone on
an accusation of sexual harassment can be a very stressful prdtaspeOple will try
to discredit the victim or say that s/he is blowing theation out of proportion.
Remember that you are not doing anything wrong. You do@ed to put up with the
harassment.

4. Document your work

Keep copies of performance evaluations and memos that attestqoatity of your
work. The harasser may question your job performance in twrgestify his or her
behaviour.

5. Look for witnesses and other victims

You are probably not the first person who has been mistrbgitdds individual. Ask
around. You may find others who will support your cleaffwo accusations are much
harder to ignore. Finding that others understand what i@gaing through can make
dealing with the harasser easier as you will have support anarganore likely to be
believed and taken seriously.

6. Explore the available channels in the organisation

Find out the organization’s policy and the grievance proesdavailable to you.
Remember that your supervisor/ employer has a legal obligati@spond to your
complaint.

7. File a legal complaint

If the problem cannot be satisfactorily resolved within tigapization you can seek a
legal remedy.

Remember to do what is right for you. Be sure to make amirefd choice before

making your decision... but do take action! Sexual harassoestnot go away by
ignoring the problem.
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IF YOU ARE WITNESS TO SEXUAL HARASSMENT

* Speak Up:inform the harasser that his/her actions may be perceived as sexual
harassment

* Support the Victim: provide comfort and assurance to the victim

* Report the Incident: talk to appropriate persons within the department, or to the
Ombudsperson or Personnel Officer.

Generally, it is important for the person, whether the victirabserver, to seek advice in
determining if what they are experiencing is sexual harassmesking advice can also
provide information on how to keep what are initial ovessuirom developing into
harassment.

IF YOU ARE THE SUPERVISOR

Employers must provide for their staff an environment fremfharassment. Once an
employer/supervisor is aware that harassment is occurring sétdake steps to put an
end to it and to deal with the situation.

1. Take Allegations Seriously

Listen to the allegations carefully. Get as many specifics asamuind out what
happened, when it happened, ask it there were any withesseswugbahow empathy,
yet remain neutral. From your perspective, the incident may gasnportant or the
employee may appear to be over sensitive. You may know thedlegasser and
believe the action or remarks to have been made in fun or eoted to harass.
Remember that it is not the intent of the remark or actiaslite impact that it has on
the victim.

2. Take Immediate Action

All complaints must be addressed. Conduct your inquirgnptty.

* Document the complaint with dates, times, places, names and.qdidedearing
the complaint’s story, repeat relevant facts so that the complaaarcorrect any
mistakes and can be assured that the incident was understoedypragk the
complainant if there is anything you forgot to ask or thésh to include.

* Discuss the alternatives with the complainant. Tell the compliairam and when
you intend to follow up with the complaint and thank tiflemcoming forward.
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3.

Report the information to the appropriate manager, OmbudsperdRersonnel
Officer.

Investigate the complaint. Get the alleged harasser’s accounabhajpened.
Also speak to any witness who have been named. Document thagseeti

If it is determined that sexual harassment has occurred, thezatjmm must take
immediate and appropriate corrective action. At this timeighbalso be advisable
to reissue the organization’s policy and conduct sexual maeasgraining for all
employees.

It is important to conduct a thorough inquiry, do nigtdss the matter with anyone
who does not have a need to know. These are often sensiteg, idsunot become
part of the office rumour mill.

If the employee tells you that they don’t want you taadgthing, you must inform

them that it is your responsibility to look into the teatand take corrective action.
Failure to take immediate and appropriate action can lead to the siondlnat you

supported or condoned the behaviour.

Keep in mind that in cases involving sexual harassment, thes@nd the American

EEOC, for example, look at two things: “What happened?” andd\did
management do when they became aware of the situation?”

Pay Attention to the Work Environment

Be on the alert for off-coloured remarks, jokes or inappab@tbehaviour. If you see or
hear something that could contribute to a hostile work emwiemt - do something to
stop it! Don't wait for the employee to complain.

IF YOU ARE THE HARASSER:

Those accused of sexual harassment are often surprised to leatreldehaviour is
perceived by those who feel victimized by such behaviour.

Review your attitudes and actions toward others. Examineofioavs respond to
what you do and say. Is your behaviour sex-neutral and tei@3-f

Consider the impact you have on other’s attitudes towardwioek, education, and
self-esteem.

Imagine yourself a victim of unwelcome sexual attention by saméor example,
someone who has control over you career or livelihood).
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* Do not assume your colleagues, peers or employees enjoy sexiailgd
comments about their appearance, or being touched or stared at.

* Do not assume that others will tell you if they are ofshdr harassed by what you
say or do.

* Be aware of other’s feelings and responses to sexual haras©weldtyour
behaviour cause others to experience the vulnerability, powerlesamsanger
described by victims?

Sexual harassment: Your feelings are important

People who have been sexually harassed experience many differiegsfewtiuding
anger, humiliation, anxiety, guilt and/or depression. Yeatings are important.

* Trust your feelings. If you are being sexually harassedjrdiestep is to take
yourself seriously. Remember you do have options.

* Take one step at a time. It's easy to feel overwhelmed.

* If you are frightened by your harasser’s possible actions,ttaise feelings seriously.
Do not ignore these feelings. If you feel threatened, you toetadke action.

* If you are feeling emotionally distressed, it may help to ahlout your feelings.
Seek emotional support and validation, as well as feedback &opigyou trust.
Talking to a friend or a counselor might help you figurewluat options you have
and what you need to do for yourself.

* Itis common to experience physical symptoms caused by harasambrds
headaches, loss of appetite, gastrointestinal disorders, wasgldr gain, inability to

sleep, and crying spells. Take care of yourself and seek medictibatién
necessary.

Sexual Harassment Checkilist

* Was the behaviour or innuendo sexual in nature?

* Was the behaviour unwelcome?

* Does the behaviour create a hostile or offensive work enviroffment

* Have sexual favours been demanded, requested or suggested espeaiabndition
of employment or career and job success?
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Session 10: Gender in practice: How to walk the téal
Case study groups

The following scenarios are fictitious, although not unstiali They were developed by
UNDP/UNIFEM/UNV Gender Specialists in the Mekong regio2@®0 for training UN
staff. They have been used in three UN Country Offices and haiteceh great deal of
constructive discussion from UN staff. Controversial arallehging issues may arise
form these case studies, hence a skilled facilitator is requinadnitor group work.
Divide the participants into equal groups to read the saeaad discuss the questions.
The groups should select a rapporteur to report back ttewhoup.

FEMALE SUPERVISOR

You are a woman working as an ARR in a UN office. You areobtige most
senior staff in the office. You find your work really irgsting and you have a lot
of experience from other developing countries. You are veryguelified to do
your job.

You have been in the country for 6 months and have beenrigdha language
and about the culture successfully. A new male JPO has receiwbdan the
office. He is younger than you and this is his first eiqrexe in working in a
developing country. He will work in your project for twears and you will be
his closest supervisor.

Soon you start to feel yourself discriminated by your roalenterparts. For
example, at an official dinner with the National Project Teamnéwe JPO is
toasted first. He is also seated in the place of honour méx¢ tGovernment
officials. Little by little you start to feel isolated anduynotice that the questions
are all directed towards the JPO. You start to feel uncomfertatul angry, but
you say nothing during the dinner.

You think about the issue over the weekend.

Why do you think this behaviour has developed ?

On Monday you have decided to do something about it.
What would you do in this situation ?
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PUBLIC ADMINISTRATION

Good governance is increasingly recognized as key to sustaingiéh
development. Recently the government has undergone restructuring
reorganizing ministries, creating new agencies and public orgamgati
Considerable work remains in building appropriate management and
administrative frameworks, and creating new decision-makingerwlintability
structures.

Public administration reform receives support from UNDM&iproject to
modernize civil service management practices. UNDP has placed an UNV
Administration Specialist to work for the project. One isf/ther tasks is to help
the Government to prepare an overall strategy for governance @i sichtive
reform to make it more suitable for present needs.

The given project component is considered to be so complicatei hlas been
decided in the project formulation stage that examples from abestito be
sought. Models for public administration reform are sotigimh New Zealand
and United Kingdom.

UNV is helping the government officials to plan these stodys asking the
respective ministries to appoint their representatives. Totiemdismay all the
nominated officials are males. The UNV finds this hard teefelsince about 30
percent of the people working for different ministries arenen. When the issue
is addressed with the government counterpart he tells the biat\whe
government was unable to identify qualified female candidatabdse study
tours.

You as the Programme Officer at UNDP responsible for thegraje contacted

by the UNV to develop a plan to get women included in theystours. What
does this plan include and how will it work in addresshgproblem ?
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DRIVERS

From the administrative point of view UN staff seems to lpaeding rather
rapidly. The increase of staff means that there is a growingfoe&dnsport.
This has led to a purchase of more vehicles. Having more vehielass that
more drivers are needed.

An advertisement is placed to local newspapers stating thdicatadns for the
new driver.

UN agency is looking for a driver that:

- possesses a driver’s license

- has at least three years of experience for working as a driver
- has an accident free driving record

- has a good working knowledge of English

- has excellent command of traffic rules.

Over 30 applications are received. A UN committee is set gpléxt the best
candidate for the job. This committee consists of two natistaff and one
international staff member.

Three candidates are chosen for the short list. Two of @&nemmen and one is a
woman. All of the short listed candidates have plenty of veagerience and an
accident free driving record.

The short list is submitted to Local Contract's Committest you are a member
of. You know that according to UN policy female candidates taoagly
encouraged to apply and you also know that there are no fernaeésdat UN.
However one of you colleagues on the Local Contract Committeendbes
believe a woman should be employed. They consider it wautddhard for the
woman to work with the group of male drivers and commih&hours required.

What would you do/say and why?
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MICROFINANCE

The United Nations is assisting the government to create mayee generating
activities in the rural areas.

In the villages women and girls are traditionally engaged hatidicraft
production. One of the ideas is to provide micro creditsifage women to
enable them to develop the handicraft sector. The UN has placediser ol
work on the micro credit scheme helping women to apply foraréredit and
assisting them in making pay back schedules. You are waoakiagProgramme
Officer / Assistant for this project at the UN office.

Everything is going well at first. Women are buying newdtaoms and a joint
motorbike to better reach the markets in neighboring toWos.are getting

really excited and expect that very soon the school attendance giflthwill be
higher since they don’'t have to help their mothers as muithweiaving as before
due to the new and better handlooms. You think that veny th@oprofits from

the handicrafts will start to rise for the village women.

After few months on your field visit you notice, to yalismay, that none of your
expectations are materializing as far as women and girls are condéiriedre
not attending school and you cannot see any improvemenigigevivomen’s
lives even though they produce and sell more of their hantdichatead the lives
of the village men are improving. The adviser working ferphoject is reporting
to you that the men borrow the motorbike quite frequentllyteavel to
neighboring towns quite late at night and only come backekemorning.

What has gone wrong with the project and what can you do dlasua
Programme Officer / Programme Assistant?
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PUBLIC ADMINISTRATION

You are working on a project that is based within a goverhoegartment. The
project team is working well together, you like your natiaraleagues, and the
National Project Director is very good. You feel you are abtaige isues that
arise, but are still aware that this must be done in thet"nigh" so as not to risk
the good relationships already established.

One of the key project outcomes is capacity building. Theretfogeg are many
training courses and workshops, as well as some overseasnsiasd study
courses. There are always many people wanting to attend, and alliraited
number of places.

The project is now assisting the government to plan theroerd of training and
study tours. The project has asked the respective minisiraggpbint their
representatives, and when the lists come in all the nominateidisfare males.

This concerns you, as you know that gender equity shomifzhrt of every
project. You look up the files of previous missions aisgaver that the project
has never sent a woman on overseas training or mission.

As well, you know that study tours and overseas trainiagee-requisites for
other opportunities in the future: by not attending trajmow, women are less
likely to have access to promotions, etc.

You decide to 'test the water' by casually discussing the watugour
colleagues. From their responses you realize the issue needsxadired, and
reasons for including more women carefully presented.

1. What do you think the 'issue’ is? Could there be moredharnssue?

2. What might be some of the reasons given for why it isaibéble to send
women oversees?

3. What could be the responses to these reasons ? How do yondésjthe
comment 'it is the culture in this country' ?

4, You know that it will be your national colleagues who \vdive to go

back to other ministries to explain that women need to benated. How
does this influence your actions?
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IRRIGATION

In the past larger irrigation schemes were managed by the di&és Tot the
case anymore since the responsibility of the irrigation scheniesrig
transferred to farmers. One of the UNDP projects is assigtergovernment in
decentralizing the management responsibility of the irrigattberaes to its
primary users, the farmers. Women and men participate equallgtihin
different roles, to farming activities.

Irrigation is an important means for farmers to secure stadgl@roduction and
to increase income for additional crops. The main activitheforoject is to train
farmers in their new role and, thereby, create improved andrsalsirrigation.
Sustainable use of irrigation schemes requires improved technital
management skills at the farmer’s level.

The project is supposed to follow a participatory approactirarsithe farmers
are to be actively involved in identifying their own problesnsl needs. UNDP
has placed an irrigation specialist to the project and oneshis/éks is to design
and conduct workshops for farmers on new irrigation tephes.

The specialist observes that women work in the rice fieldsuabk as men do.
However women never attend the workshops that s/he has cadssilyned. As
a programme officer you find this really confusing and yamt¥o find out more
about the situation.

What additional information do you want and how do yaduokthhis information

can be obtained? What obstacles do you think the project arspéicialist are
facing and what do you think can be done to improve the isitttat

38



Annex 1: HANDOUT
References for on-line web sites for gender maingaming
tools from development agencies/organisations

On-Line Resources
Useful in-line resources for tailoring this training t@sific Country Office needs can be
found at the following websites:

UN AGENCIES

Food and Agriculture Organization (FAO)

FAO Socio-Economic And Gender Analysis Programme (SEAGA)
http://www.fao.org/sd/seaga/

The Socio-economic and Gender Analysis (SEAGA) Programme wtadigised to
promote gender awareness. FAO, the ILO, the World Bank atzPUnitially
undertook the development of the SEAGA materials. This dedihandbooks at a field
level, intermediate level and macro level with guides in the afghg project cycle,
irrigation, household resource management, micro finance argemmomic and
gender analysis in emergency situations.

INTERNATIONAL LABOR ORGANISATION (ILO)

http://www.ilo.org/public/english/region/asro/mdtmanitaibing/homepage/mainmenu.h
tm

International Labour Organization/ South-East Asia and thdi®aci

Multidisciplinary Advisory Team (SEAPAT) Online Gender Leiag &

Information Module

http://www.ilo.org/public/english/region/asro/mdtmanikevgler/index.htm
ILO and SEAPAT Gender Mainstreaming: A How to Manual

http://www.ilo.org/public/english/region/asro/mdtmanitaibing/unit5/refsrurl.htm
Tools for mainstreaming gender concerns for rural women

http://www.ilo.org/public/english/bureau/program/eval/gsthender/
Guidelines for the Integration of Gender Issues into thegneMonitoring and
Evaluation of ILO Programmes and Projects. This site inclimleschecklists:
Checklist 1: Gender considerations in summary project @stlfEPROUTSs) and
programme documents

Checklist 2: Gender considerations in progress review reports

Checklist 3: Gender considerations in self-evaluation reports
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Checklist 4: Gender considerations in terms of reference (TfORs)dependent
evaluation missions
http://www.ilo.org/public/english/region/asro/bangkokgpa@manu_tra.htm

Site includes the Manual for Trainers: Entrepreneurship Dewelopfor Women

UNITED NATIONS

http://www.eclac.cl/mujer/proyectos/perfiles/inventory.htm

TASK-FORCE ON TOOLS AND INDICATORS FOR GENDER IMPAC T
ANALYSIS, MONITORING AND EVALUATION
United Nations Interagency Meeting on Women and Gender Equality

INVENTORY OF GENDER INDICATORS AND TOOLS AVAILABLE IN
THE UNITED NATIONS SYSTEM

At the sixth meeting of the Inter-Agency Meeting on Women@adder Equality
(IAMWGE) (New York, 27 February to 2 March 2001), as manajés Task
Force on tools and indicators for gender impact analysis,tonmg and evaluation,
the ECLAC was entrusted to provide the members of IAMW@E an inventory
of activities, by type and actor, with regard to make gendédtats available for
policy making, by looking at

indicators from a user’s perspective.

The inventory was constituted on the basis of a questiorthatrgvas sent to all the
IANWGE members, in addition to an extensive search that wasdaui through
the electronic web. Tools include technical guides to producesgérdicators,
information on the primary sources of information usethébuilding of
indicators, and principal means of dissemination - likesstedi databases and
publications. The information on gender indicators isnized following the main
gender issues.

Tools on statistics and indicators on gender issues ofgrébhited Nations bodies
United Nations main publications containing gender indicators

United Nations statistical databases with gender indicators

Agencies of the United Nations that calculate and/or disseminatiergieicators,
by main areas of interest and source of information

Gender indicators in main areas of interest, by agencies and cgéatiftical
databases in Internet:

Population

Education

Health

Households, marital status and fertility

Work and income

Poverty
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Women in power and decision-making

Reproductive Health

Violence

Gender Website addresses of United Nations organizations
Resources in Internet on primary sources of data, by courtryes

UNITED NATIONS DEVELOPMENT PROGRAMME

http://www.undp.org/gender/
UNDP Gender in development home page

http://www.undp.org/gender/resources/

This is a guide to some of the key print and electronic imédion resources on gender
and development issues available from UNDP's Gender in Develggtnogramme.
Links are also provided to publications from other UNDRstins and from other
partner agencies and organisations.

http://www.undp.org/gender/capacity/gm_info_module.html
UNDP gender mainstreaming leaning and information pack. ThesSecludes the
following documents that can be downloaded in Word or RIDRdts.

« Overview of the Series

* Gender Mainstreaming

* Project and Programme Cycle Entry Points for Gender Maaustng
* Developing a Country Office Gender Mainstreaming Strategy

* Gender Analysis

* Information, Communication and Knowledge Management

*  Process Management and Advocacy Skills

This Information Pack provides summary information loe gender mainstreaming
dimensions of the planning cycle, on formulating UNDRypronmes and projects, on the
logical, results-based chain of project design, and projectraggdgmme indicators. It
provides examples of effective gender mainstreaming in plamisiogments, and
information on the gender dimensions of development thenobsasupoverty,
governance, human rights, peace building and information texdynd he Information
Pack also provides tested case studies in five areas — govermaatgdlernment and
judicial training), poverty ansustainable livelihoods, human rights, post-conflict
demobilisation and a community-based water project. Thisrtr#tion Pack has been
used as the basis for discussions of issues related to $NEDRtegic Results
Framework (SRF), and Results-Oriented Annual Report (ROAR
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UNIFEM

UNIFEM Gender mainstreaming Resources:
http://www.unifem.undp.org/main_res.htm

WOMENWATCH

http://www.sdnp.undp.org/unifem/list.html

The good practices database is a project of the Inter-Agency fteson Women and
Gender Equality (IACWGE), coordinated by UNIFEM and with participation of
UNDP, UNFPA, UNICEF, and HABITAT. More than 20 UN orgzations have
contributed. The criteria for selecting the good practices indhection have been
developed through consultation with the members of the I&EWvhich has
representation from the majority of UN organizations and deeats.

Other development agency gender analysis/training sites
ASIAN DEVELOPMENT BANK

http://www.adb.org/Gender/checklists.asp

ADB checklists for ADB staff and consultants in sectoral aoé&ealth; education;
urban development and housing; water supply and sanitatidrggaitulture. These
checklists provide a step-by-step guide to promote and egender inclusiveness of
ADB financed projects; a guide for users through the vastages of the project cycle
in identifying the main gender issues and designing apptepstrategies and
components to respond to gender concerns; sample termsreined for the conduct of
social and gender analysis, and case studies of ADB projef#snionstrate good
practice.
http://www.adb.org/Documents/Manuals/Gender_Checklists/Hdaltilt.asp?p=gench
eck

Gender checklist: Health
http://www.adb.org/Documents/Manuals/Gender_Checklists/Edunzd#dfault.asp?p=ge
ncheck

Gender checklist: Education
http://www.adb.org/Documents/Manuals/Gender_Checklists/Udefeilt.asp?p=gench
eck

Gender checklist: Urban development and housing
http://www.adb.org/Documents/Manuals/Gender_Checklists/Wafau.asp

Gender checklist: Water supply and sanitation
http://www.adb.org/Documents/Manuals/Gender_Checklists/Aljuicidefault.asp?p=g
encheck

Gender checklist: Agriculture
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WORLD BANK

World Bank GenderNet
http://www.worldbank.org/gender/resources/index.htm

(1) Agriculture

http://www.worldbank.org/gender/module/Index.htm

Gender in Agriculture: A World Bank Learning Module

This learning module is a product of the World Bank's Ge@deup in the Poverty
Reduction and Economic Management Network. It is the firatdaries of learning
modules created for World Bank staff who are interested in feathie what and how of
incorporating gender issues into their work. Each learniodute in this series focuses
on a particular sector of operation. This module has partiefiarence to the agriculture
sector.

http://www.worldbank.org/gender/module/tools/exercise/negus.h
An outline of a gender needs assessment in the sector of agsdcul

http://www.worldbank.org/gender/module/tools/terms.htm
Generic terms of reference for gender analysis in agriculture

(2) Transport

http://www.worldbank.org/gender/transport/Tools/todis h

Gender and Transport Tools for task managers, planners aadatesrs

This section offers a set of tools to assist transporttasiagers, planners and

researchers in the identification, design, implementation aaldation of gender

sensitive transport projects, programs and policies.

Section 1 research and planning tools: presents participdsonyipg methods and
gender sensitive tools for data collection and analysis. Nwsenamples of survey
methodologies are included from Africa, Asia and Latin AmerieatiSn 2 presents a
gender sensitive monitoring and evaluation system. Secfimiwgles two “Do it
yourself” packages designed to provide practical step-by-stdpgtar task managers
wishing to design a gender sensitive bicycle and intermettiaéas of technology
components for their transport projects. Section 4 inclRdegerPoint presentations
covering most of the material covered in the first three sextjbast updated: 01/25/02]

(3) Social assessment

http://www.worldbank.org/gender/assessment/wigtools.htm
Site that illustrates ways to integrate gender into social amses tools.

Canadian International Development Agency (CIDA)
CIDA Gender website has a link on gender training at:
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http://www.acdi-
cida.gc.ca/cida_ind.nsf/190b93d3dd8b654a8525677e0073a278/3e8af7d1bb85256
8fc006757a5?0OpenDocument

To make the knowledge and tools more accessible, CIDA launchedpatershased
tool in 1997. In January 2002, CIDA replaced the 1997 @ Rwith an online,
interactive, learner-centered course on gender equality.

Gender and Development Training Center, the Netherlands
http://www.gender-training.nl/

In the profile you will find general information on ther®e, its background, aims,
activities and staff. The link button provides variousdinglevant for starting a search in
the field of training, gender and development.

Commonwealth Secretariat

Gender Training Resources Collection

A demonstration web-based collection of gender mainstreaming gapapgjiort
material from the United Nations and Commonwealth syster880'd to 2000
http://www.col.org/genderresources/

Siyanda

http://www.siyanda.org/

This resource is an online database of gender information atediats. It is organized in
broad categories, and types of material to make searching easieddgantent is
summarized, and key documents have a long summary includdiggiand
recommendations for implementation
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