GLO/08/53/UKMEvaluation Report November"18009

Gender Mainstreaming

in DFID /ILO Partnership Framework Agreement (2006-09)

Final Evaluation Report, October 28" 2009

Project number:

Project Title:

Period covered:

Total budget:

Start date:

End date:

Implemented by:

Donor:

Evaluation conducted by:

Submitted to:

Evaluation manager:

Date:

GLO/08/53/UKM

Gender Mainstreaming in DFID/ILO Partnership
Framework Agreement (2006-09)

1 June 2008 — 1 December 2009

USD 917,160

1 June 2008

31 December 2009

Bureau for Gender Equality (GENDER)

Government of the United Kingdom

Una Murray, Independent Consultant

ILO Evaluation Office (EVAL)

Julia Faldt, ILOAIDS

November 18 2009



GLO/08/53/UKMEvaluation Report November"18009

Table of Contents

1. Executive summary 6
2. Background and context 10
3. Purpose, scope and clients of evaluation 14
4. Methodology 15
5. Evaluation of Gender Mainstreaming Project 18
5.1 The design of Gender Mainstreaming Project 18

5.1.1 The design of the activities aroumdtronger ILO gender mainstreaming contribution
to the UN 18

5.1.2 The design of the activities arouR8M systems the ILO Action Plan on Gender
Equality

19
5.2 Strategic fit of Gender Mainstreaming Project 20
5.3 Summary of ‘work done’ 21

5.4 Implementation: stronger ILO contribution to UN including Delivering as One__ 22
541 The PGA as a tool for strengthening gendetinstreaming in joint UN

programming 22
5.4.2 Malawi and PGA 22
5.4.2.1 Background to the PGA in Malawi 22
5.4.2.2 Outcome of gender audit activities — gestiategy for the UNCT 23
5.4.2.3 Outcomes at UN Agency level 24
5.4.3 Tanzania / Zanzibar and PGA 25
5.4.3.1 Background to the audit in Tanzania mauhl@anzibar 25
5.4.3.2 Immediate impact of the gender audit ormxbkévering as Ongrocess 25
5.4.3.4 Outcomes of PGAs with ILO Constituents (deama mainland/Zanzibar)__ 28
5.4.4 Gender audits outcomes in other countries 29
5.4.4.1 Cape Verde 29
5.4.4.2 Nigeria 29
5.4.4.3 Ethiopia 30
5.4.4.4 Rwanda 30
5.4.4.5 Mozambique 31
5.4.5 Effectiveness of promoting the PGA for stteéeging UN teams 31
5.4.6 Good practices and challenges 32

5.6 Implementation: Gender equality and decent workpromoted in joint UN initiatives
34

5.6.1 Joint UN initiative on gender and rural enyph@nt 34

5.6.2 Effectiveness of activities around promotjegder equality and decentwork 35
5.6.2.1 Stronger ILO-FAQ links forged 35
5.6.2.2 Inter-agency document 36

5.7 Implementation: Integrating gender in ILO’s core RBM systems through gender
action plan 36

5.7.1 RBM and the implementation of the Action PFlanGender Equality 36




GLO/08/53/UKMEvaluation Report November"18009

5.7.2 Support for gender dimensions in ILO’'s RBMsteyns through fouknowledge

sharing workshops 37
5.7.3 Effectiveness of the knowledge sharing waoksh 38
5.7.3.1 General appreciation of workshop methods 38

5.7.3.2 Examples of initiatives to implement thdide Plan for Gender Equality 38
5.7.3.3 Factors contributing to/curtailing the ames ofknowledge sharing workshops

39

5.7.4 Focus on “Staffing” results area of the IL&tiAn Plan for Gender Equality 40
5.7.5 Baseline definitions for ILO Action Plan ore@ler Equality 41

5.8 Efficiency of resource use and effectivenessrabnagement arrangements 43
5.8.1 Efficiency of resource use 43
5.8.2 Effectiveness of management arrangements 44

5.9 Sustainability 45
5.9.1 ILO contribution to UNDAF, PRS, JAFs, “Delieg as One” 45
5.9.2 Gender dimensions integrated in ILO’s cordVRstems through Action Plan __ 46

6. Conclusions a7
7. Recommendations 51
8. Lessons learned 55
Annex 1: Terms of reference 58
Annex 2: Persons interviewed 64
Annex 3: Documents reviewed 67
Annex 4: Inception report 68




GLO/08/53/UKMEvaluation Report November"18009

Acknowledgements

Special thanks are due to Julia Faldt, evaluatiamager, for her excellent coordination and
guidance during this evaluation. Although many fstaf ILO provided comments and
documents, | would like to express thanks in palgicto Geir Tonstol and Adrienne Cruz from
the Bureau for Gender Equality who were availablediscussions and responded quickly to
requests for information. The Evaluation Unit ofOL also provided quality comments and
direction on an earlier draft. Flora Minja coordith the evaluation interviews and work in
Tanzania and Zanzibar and | would like to thankfbethe excellent arrangements. In Malawi
thanks are due to the ILO-IPEC project staff whaageusly gave office space and other
support for the evaluation interviews. Membersndéii-agency gender networks and UN teams
in both Malawi and Tanzania also generously maue fior interviews (even during a holiday
period) and comments on early drafts. Without th@vs it would not have been possible to
get such a wide range of opinions for the evalumatihanks are also due to the non-ILO UN
staff involved in the gender audits in various doies, who took the time to discuss the project
and provide comments.



GLO/08/53/UKMEvaluation Report November"18009

Acronyms

ATE
DFID
DWCP
FAO
GA
Gender Bureau
HRD
IAGG
IANWGE
IFAD
ILC
JAF
M&E
MDG
PFA
PGA
PMT
PRS
RBM
ToF
TUCTA
UNGG
JP
UNCT
UNDAF
UNDG
UNDP
UNFPA
UNHCR
UNICEF
UNRR
WFP
WHO
ZANEMA

Association of Tanzania Employers
United Kingdom Department for Internationat\&lopment
Decent Work Country Programme
United Nations Food and Agriculture Organizatio
Gender Audit
Bureau for Gender Equality
Human Resources Department
Inter-agency Gender Group
Inter-Agency Network on Women and Gender &y
linternational Fund for Agricultural Developmie
International Labour Conference
Joint Assistance Frameworks
Monitoring and Evaluation
Millennium Development Goals
Partnership Framework Agreement
Participatory Gender Audit
Program Management Team
PovertyReduction Strategy
Results-based management
Training of Facilitators
Trade Union Congress of Tanzania
UN Gender Group within a country
UN Joint Programme
United Nations Country Team
United Nations Development Assistance Fraomw
United Nations Development Group
United Nations Development Programme
United Nations Population Fund
United Nations High Commission for Refugees
United Nations Fund for Children
United Nations Resident Representative
United Nations World Food Programme
United Nations World Health Organization
Zanzibar Employers Association



GLO/08/53/UKMEvaluation Report November"18009

1. Executive summary

Background and Context

The mid-term review of the DFID/ILO Partnership mework Agreement (2006-09) had
recommended more attention to gender equality.Bureau for Gender Equality subsequently
managed an allocation of USD 917’160 to promotedgemmainstreaming in two outcomes
(from a total of six) of the DFID-ILO Partnershipamework Agreement namely:
= Qutcome (A) Stronger ILO contribution to UNDAFs, &R and Joint Assistance
Frameworks (JAFs), includir@elivering as One”and,;
= Qutcome (B) Gender dimension is integrated in ILE&dse Results Based Management
(RBM) systems through strengthened implementatibrihe Action Plan for Gender
Equality.

For outcome (A), the Gender Bureau mapped the tateasf the Participatory Gender Audits
(PGASs) in theDelivering as Onecontext, compared the PGA to the UN gender equality
measurement tool (the so-callgednder equality Scorecar@nd presented the potential of the
PGA in various inter-agency meetings. UN countrsimie and others in Malawi, Nigeria,
Mozambique, Cape Verde, Rwanda, United Republitamizania, and Ethiopia were trained on
the ILO PGA tool either by Gender Bureau staff|ldd International Training Centre staff or a
combination of both. PGAs were subsequently impleee by UN country teams to strengthen
gender mainstreaming in Joint UN Programmes, auttit their individual UN country offices.
The Bureau for Gender Equality’'s awareness-raisiagnpaign and message arourehder
equality at the heart of decent waslas promoted in joint UN technical meetings/initias.

For outcome (B), the RBM gender related output,giieder mainstreaming projestipported

an accelerated implementation of the Action PlanGender Equality through support to both
headquarters units and field offices staff ideatifas having a key implementation role vis-a-vis
the Action Plan. This included foknowledge sharing workshofs the ILO Gender Network
and others, including for Constituents in CostaaRBaselines and definitions of baselines were
prepared for the first section of the Action Plan®ender Equality. Support was provided to
the ILO Human Resources Department to achieve pssgiowards parity between women and
men and equality opportunity and treatment fotlall staff.

Present situation of project

The project is finished at the end of 2009. Thgqutois anticipating full delivery of allocated
resources by project closure with no under-spending

Purpose, scope and clients of the evaluation

The purpose of this particular evaluation exergiss to examine and evaluate two outcomes
for the Results Based Management (RBM) componeoin fthe DFID/ILO Partnership
Framework Agreement revised logical framework thias developed for the second half of the
PFA covering 2008-09. With close reference to tididators developed in the revised logical
framework, the evaluation attempted to verify tleader mainstreaming project’s effectiveness
in contributingto these two outcomes (in the period between 2008 and December 2009);
and the project’s likelihood to continue to havdarapact beyond the end of 2009.
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The clients of the evaluation include the donor (DFID), ILO stituents, the 130 members of

the ILO Gender Network of headquarters-based ariglorbased gender focal points, Regional
Gender Specialists, and Gender Coordinators, threaBufor Gender Equality; and key ILO

headquarters-based units and staff identified asumtable and having a key implementation
role vis-a-vis the Action Plan. The evaluation n&go be of interested to UN inter-agency
gender groups involved in the UN reform procegbeaicountry level.

Methodology of evaluation

The evaluation entailed a review of relevant doausieinterviews with relevant staff in ILO
Geneva, telephone interviews with UN staff andriatgency gender group members, and field
visits to Malawi, United Republic of Tanzania (URANd Zanzibar to interview staff from UN
agencies involved in the gender audits and ILO titoesnts (URT and Zanzibar).

Main findings and conclusions

A range of findings was noted during the evaluatibollowing the training of UN PGA
facilitators in the seven countries, Malawi is prgyvto be the most successful in terms of
known follow-up to the gender audit work (to dat®&)ozambique has produced the least
promising results to date. Findings from the evaduerelated to Outcome A include:
= PGAs of 8 UN Agencies have been implementedlalawi and the recommendations
taken on board by the UN Country Team (UNCT). Anjoprogramme on gender is
planned by the UNCT and it is expected that the WNGIl endorse the UN gender
group’s strategy and action plan.
= PGAs of 6 joint programmes have taken plac@ amzania (one inZanzibar) and the
recommendations taken on board by the joint prograrteams in 3 out of the 6 joint
programmes. Training of PGA facilitators and suleeg PGAs amongst Tanzanian and
Zanzibar Constituents have taken place also, withes Constituents following up on
audit recommendations.
= In Cape Verde,a gender audit took place of the Joint UN OfficeJune-July 2009). The
recommendations were presented to the ResidentdDator and staff, and were
discussed at a Joint Office Senior Management Mgef consensus has been reached
on how to improve specific areas within the joinbgramming process. The gender audit
is part of the UN Resident Coordinators’ prioritiegreed by the UNCT for 2009. A
gender audit of the UN sub-programmes will take@lsoon.
= A PGA of eight UN Agencies took placeMigeria and a consolidated report presented to
the UNCT in June 2009.
= Six PGAs of UN Agencies have taken placé&thiopia and a joint programme on gender
has been prepared and presented to the UNCT. TH&TUN Ethiopia will compile a
compendium of good practices in gender mainstregmin
= Although the training of PGA facilitators has takplace inMozambique, subsequent
gender audits have not yet taken place. Discussibosit a gender audit of the Youth
Employment joint programme is scheduled for Noven#i®9.
= A training of PGA facilitators took place iRwanda at the beginning of October 2009.
The UN Environment Theme Group met the followingewend has already planned in
detail the gender audit of the Theme Group adates to théelivering as Onestructure.

The Gender Bureau has competence in supportinggipatory gender audits. ILO’s resources
are relatively limited compared with the need fender related support. Hence, the DFID
gender mainstreaming projecbntributed tremendously to gender mainstreamifgytsfboth

in the ILO and in the UN reform process in sevemntdes. A clear indication of ILO’s
increased presence (and an appreciation of theit®fis the number of UN entities who have
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requested ILO assistance for gender audits, butvélieg to bring their own funding. There is
an increased demand for the Gender Bureau’s seraicé tools, because of the quality of the
PGA training facilitators itself and the PGA ‘pradu Importantly the gender audit links with
the UN system-wide gender mainstreaming policy atrdtegy and complements the UN
Gender Scorecard (which provides performance italisefor Gender Equality and Women'’s
Empowerment), which is often coordinated by UNIFEMe ILO’s profile is rising amongst
other UN Agencies as an entity that can practicafifgr advice and tools to implement a gender
mainstreaming strategy using the PGA. The Gendee&umust implement their strategy for
the next phase, and outline where they want toigotive PGA product.

The gender mainstreaming projecilso supported the Gender Bureau's preparations and
participation at a major inter-agency ILO-FAO-IFAEchnical workshop on where gender and
rural employment was promoted. This meeting intoedligender and tH2ecent Work Agenda

to an academic community and forged stronger llmisveen some sections of FAO and ILO
on gender and rural employment issues. Both orgtois have agreed to work more closely
on the ground and are preparing some knowledgeupted

For the outcome related to gender dimension beaitggiated in ILO’s core RBM systems
through strengthened implementation of the ActitanPor Gender Equality, DFID funds were
used to support folknowledge sharing workshops the Action Plan (with over 90 attendees
in total); and to support Bureau for Gender Equaditaff and a gender and organisation
specialist to work on baselines, strategies, andrsalysis of activities to be developed in
consultation with the ILO Human Resources Departr(idRD) for the “staffing” result area of
the ILO Action Plan for Gender Equality. The secardl third parts of the Action Plan are
linked to the ILO Programme & Budget.

Through theknowledge sharing workshgpthe Bureau for Gender Equality was able to get
gender and RBM messages across to certain indigiddawever, although management are
expected to deliver results consistent with prilegf gender equality, their concrete support is
often a stumbling block for ILO individuals who astiving to move the mainstreaming agenda
forward within their unit in ILO. RBM implementatiois an ongoing effort and many indicators

will improve in the next Programme and Budget (22001). The Bureau for Gender Equality

has made progress in introducing the concept oflgemainstreaming within a results-based
framework. This is a positive step and is part loé fprocess towards accountability and

responsibility for gender mainstreaming.

Recommendations and Lessons Learned

Main recommendations and follow-up

The gender audit process for UN agencies and forjalBt delivery mechanisms should
continue to receive support so that it can exparathier countries and become institutionalised
in countries where it has already taken place. FG& should however maintain its focus on
decent work. Advocating for gender specialistsgartiuded in UNDAFs is important and ILO
Directors can push for this to happen. Involvingrenoational partners in gender audit exercises
and expanding the implementation with ILO Constitgds also recommended.

Plans for producing a PGA manual with the relewst#ptation taJN Delivering as Onshould

be implemented immediately. Financial support isvéver required to continue the gender
audit process roll-out and fund products such abaat document that outlines challenges in
conducting a gender audit in joint programmes &sddns learned to date, as well as support
for gender audit monitoring; and devising a quatigntrol system for ‘master’ gender audit
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trainers. The ILO could also investigate whetlmer PGA should be listed as a gender equality
tool under the Gender Equality UN Country PrograngriPrinciples.

Regarding mainstreaming gender in results basedgasment; an evaluation of the ILO Action
Plan for Gender Equality will be complete by DecemB009. Many individuals in ILO report
they lack of management support to mainstream geitde evident that more emphasis must
be placed on ensuring ILO mid-senior managers’ stpfor gender equality and recognise
gender equality as an essential component of albgelopment goals. The “Performance
Management Framework” for managers and the “Managérand Leadership Development
Programme” (MLDP) are important entry points foaeking senior management and should be
exploited.

Important lessons learned

Overall, it can be concluded that thender mainstreaming projeatas strategically useful in a
number of the countries where PGA initiatives tqgdéce, and particular conditions were in
place (includingcommitment from the UN Resident Coordinator, argjrimter-agency Gender
Group with a key person leading, the correct timmgerms of planning) that ensured adequate
follow-up either at the UNCT level or at the indlual UN agency level. The gender audit
follow-up activities are likely to have an impaotyiond the currenproject, provided such
support continues.

Specific lessons learned included involving morédomal trainers in gender audit facilitator
workshops; inviting more government counterparis] @nsuring the timing is right when
planning gender audits. High-level support for genaudit processes increased the profile of
the process at the national level, whilst also gnguhat all understand the exact purpose of the
audit process. Some gender audit facilitators nmeguire additional coaching, particularly
constituent staff.

Following the implementation of the gender auditsj@nt programmes in URT, some lessons
and good practices were identified such as: basstindies for joint programmes should ensure
in-depth attention to gender equality; quotas famdles on committees require high level
support; sex-disaggregated data is a good prdoticd| joint programme initiatives; sometimes
specific gender expertise for analytical work mbst supported by joint programmes; all
reporting mechanisms and forms should have spacen¢orporating gender variables; and
gender equality concerns should be included asardistg item on all joint working group
meetings. Finally it was noted that if there ishhigvel support for gender mainstreaming, mid-
level management are likely to follow.

At this stage it is clear that more capacity on RBAthin the ILO must be developed, along
with management support for the development of catdirs for gender mainstreaming.
However, it must be remembered that this is th& fime the ILO Action Plan for Gender
Equality was linked to the Programme and Budgetraading towards RMB takes time.
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2. Background and context

The DFID/ILO Partnership Framework Agreement (PFA9s been in operation since
November 2006 and ends in December 2009. The PRAdesigned as a capacity development
programme to accelerate application of resultsdbas@nagement (RBM) in ILO. The
framework agreement emphasizes country programmitign an environment of UN reform.
In the context of the DFID/ILO PFA, the Bureau faender Equality managed an allocation of
USD 917’160 to promote gender mainstreaming intRA component offCore support to the
ILO to strengthen results-based management andexate transition to DWCPs”.

This financial allocation was made available to Bveeau for Gender Equality in June 2008
following an independent mid-term review of the Pi#Aich recommended more attention to
gender equality. The Bureau subsequently establigiesprojectGender Mainstreaming in the
DFID/ILO PFA (GLO/08/53/UKM)— henceforth referred to as tlgender mainstreaming
project The initiatives supported through tgender mainstreaming projegtere a means of
contributing to the higher objective laid out irrtBFID/ILO PFA:“to enable the more effective
performance of the ILO as a results-based orgamisatully engaged in the processes of the
UN reform at the country level through effectivepliementation of Decent Work Country
Programmes”.

A revised logical framework was developed for tleeand half of the PFA proposing eight
outcomes for the Results Based Management (RBM)poaent. Thegender mainstreaming
projectcontributed to two of these outcomes (from a totalix). These two outcomes were:

(A) Stronger ILO contribution to UNDAFs, PRSs amuini Assistance Frameworks (JAFsS),
including“Delivering as One”.

(B) Gender dimension is integrated in ILO’s core NRBsystems through strengthened
implementation of the Action Plan for Gender Eqyali

10
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Project strategies

The gender mainstreaming projeatas implemented between June 2009 and December 2009
and managed by the Bureau for Gender Equality. IT@eGoverning Body suggestshat the

role of ILO’s International Training Centre in Tar{ITC) in transferring knowledge is central

to an ILO knowledge strategy; hence the ITC walved in some capacity development
activities.

Key strategies

UNCTs training on

PGA, and PGA

implemented by

UNCT to strengthen

gender Contributing to
mainstreaming in

Joint UN

Programmes,

UNDAFs, PRS

Outcome (A)
Stronger ILO
contribution to

UNDAFs, PRSs and
Gender equality at JAFs, including
the heart of decent Delivering as One

work promoted and
integrated in joint UN

technical

meetings/initiatives

Guidance, support Outcome (B)
and capacity building Gender dimensions
provided to key head is integrated in
quarters based ILO’s core RBM
units/staff identified === systems through
as accountable and strengthened
having a key implementation of
implementing role vis- the Gender Equality
a-vis the Action Plan Action Plan

Strategies for Outcome A: Stronger ILO contribution to UNDAFs, PRSs and Joint
Assistance Frameworks (JAF), includingDelivering as One

In the context of thisgender mainstreaming projecthe outcome above refers to ILO
contribution in terms of strengthening gender nta@@ning in UN joint activities, poverty
reduction strategies, UNDAFs, joint programmesuduigDelivering as One

The UN launched théDelivering as One” pilot initiative in 2007 to provide development
assistance in a more coordinated way with eighotpdountries (Albania, Cape Verde,
Mozambique, Pakistan, Rwanda, Tanzania, Urugual/Vaet Nam). Joint Programmes (JP) are
the modality of collaboration, which means thataleors are expected to work closely together
using a joint budget, a joint work plan and a jdirmework for results and monitoring and

1 ILO Governing Body, November 2007 document GB.308/BF2

11
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evaluation. The work is carried out jointly usirgetOne UN funding facility, managed jointly
with governments. UN Agencies work jointly to aclgehe four ‘Ones’: One Programme, One
Budgetary Framework, One Leader and One Office. ThHé¢ Development Assistance
Framework (UNDAF) is the programme framework foe tUN at the country level and
describes the collective response of the UN Agendi® the priorities in the national
development framework (including through the powedduction strategy if a PRS exists) —
priorities that may have been influenced by the ONCanalytical contribution. Gender
equality is one of five inter-related principlesathmust be applied at the country level in the
UNDAF. The Joint Strategy Meeting is often the @mnconsultative process between the UN
agencies and national governments. Negotiatingistegrating gender equality concerns into
other key issues on a Joint Strategy Meeting agergtpuires UN staff with capacity to
mainstream gender equality concerns; practical estgmns (which may come from the UN
Gender Group) as well as an individual with anigbib influence others to take gender issues
on board.

The indicator in the revised PFA logframe for tbigcome (A) is the number d@elivery as
Onepilots as well as new or renewed UNDAFs in UNDAR-owt; and innovative self-started
countries that incorporated ILO’s priorities. Trerdgets are that at least six pilot countries
should incorporate ILO priorities and that ILO piies are incorporated in 50% of
new/renewed UNDAFs.

Because these specific indicators will be evaluaating an evaluation of the full ILO/DFID
PFA project, this evaluation focused on the Ijéhder mainstreaming project®ntributionto
gender equality (as an ILO priority), infeelivering as Onepilots, joint programmes, new or
renewed UNDAFs, JAFs.

For the gender related aspects of this outcome:

« UN country teams were trained on the ILO Parti@patGender Audit (PGA) either by
Bureau of Gender Equality staff, or ILO Interna@biiraining Centre staff or both, and
the PGA was subsequently implemented by UN coutdayns to strengthen gender
mainstreaming in UNDAFs, joint UN programming peeses;

« The ILO’s awareness-raising campaign and messagemder equality at the heart of
decent workwas promoted by the Bureau of Gender Equality staff partners and
integrated in joint UN technical meetings/initias:

Strategies for Outcome B: Gender dimension is integted in the core RBM systems of
ILO through strengthened implementation of the Acton Plan for Gender Equality.

In November 2007, the ILO Governing Body endor$edILO Action Plan for Gender Equality
2008-09. The ILO Action Plan supports ‘decent wiankboth women and men’ and focuses on
three areas:
i. enabling institutional mechanisms for gender edqualn the
Organization

ii.  gender equality results in ILO strategic objectives

iii. a joint immediate outcome on advancing gender égualthe world
of work

The purpose of the ILO Action Plan is to guide asongport gender mainstreaming across the
Organization, and as such the target group isldll staff, although ILO constituents are

12
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expected to be the ultimate beneficiaries. TheokcRlan is used internally to advance gender
equality and women’s empowerment within ILO progna@s and structures, in order to guide
the ILO Office to better support constituents.

The results-based ILO Action Plan for Gender Eduad aligned with the RBM Programme
and Budget 2008-09. This is the first time thatlla@ Action Plan for Gender Equality has
used a results-based approach with alignment tdegespecific outcomes, indicators and
activities of the Programme and Bullg@he indicator for this output in the revised DFID
project logframe is the extent to which targets results areas are achieved within the ILO
Action Plan for Gender Equality’s first and secoarkas of focus, namely: (i) enabling
institutional mechanisms, including provisions fpromoting greater gender balance in
management and leadership positions are met; andafgets are met for gender-related
indicators in the ILO Programme and Budget for 2008 At least 50% of targets within the
ILO Action Plan’s first section on enabling institnal mechanisms were to be achieved, and
50% of targets within the Strategic Objectiveshaf ILO Programme and Budget 2008-09.

For the RBM gender related output, tiender mainstreaming projestipported an accelerated
implementation of the Action Plan through supporbbth headquarters units and field offices
staff identified as accountable and having a keglémentation role vis-a-vis the Action Plan.
Activities included invitations to and support ttiemd knowledge sharing workshoms the
Action Plan implementation; bilateral advice to isas ILO staff, and support in the
development of baselines and indicators for engblimstitutional mechanisms for gender
equality in the ILO (substance and institutionabagements of the Action Plan), along with
support to the ILO Human Resources Department @stidifing aspects of the Action Plan.

13
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3. Purpose, scope and clients of evaluation

The purpose of this particular evaluation exereises to examine and evaluate two outcomes
for the Results Based Management (RBM) componeoin fthe DFID/ILO Partnership
Framework Agreement revised logical framework tlias developed for the second half of the
PFA covering 2008-09.

With close reference to the indicators developedtha revised logical framework, the
evaluation attempted to verify the gender mainstieg project’s effectiveness in contributing
to these two outcomes (in the period between JOA8 and December 2009); and the project’s
likelihood to continue to have an impact beyondehd of 2009.

This evaluation also examined the effectivenesshef outcomes and the efficiency of the
implementation and verified the achievements wéthard to the relevant outcomes, reviewing
and assessing:
= the gender related immediate impact of the prapacthe UN reform process in selected
countries
= whether the project successfully built or strengdtean enabling environment for gender
mainstreaming within the ILO and also within UNG3fscertain countries
= what contributed to or curtailed project effectieen

This evaluation also aims to verify the strategicvialidity of design, relevance, effectiveness,
management arrangements and efficiency, and impadt sustainability of thegender
mainstreaming project

Theclients of the evaluation include the donor (DFID), ILO stituents, the 130 members of
the ILO Gender Network of headquarters-based arfidldrbased gender focal points, Regional
Gender Specialists, and Gender Coordinators, threaBufor Gender Equality; and key ILO
headquarters-based units and staff identified aswatable and having a key implementation
role vis-a-vis the Action Plan. The impact of thetidties around stronger ILO contribution to
UNDAFs, PRSs and Joint Assistance Frameworks, difuDelivering as Onemay be of
interest to UN inter-agency gender groups involvedonducting PGAs and UNCTSs involved
in the UN reform process at the country level.

14
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4. Methodology

The methodological approach for this evaluatiorufad on the two outcomes of the PFA that
focus on gender mainstreaming. It is too earlydoutnent long-term impacts. The evaluation
focused on the project’s support to intra-orgaiosa accountability for gender mainstreaming
(through the Action Plan for Gender Equality) adlves the project's contribution to inter-
organisational cooperation on gender mainstrearfthimgugh work with other UN Agencies).
Discussions took place with almost 90 people.

Outcome A Stronger ILO contribution to UNDAFs, PRSs and Joint Assistance
Frameworks, including Delivering as One

The outcomes from the Gender Bureau’s trainindhefWN country teams staff using the ILO
Participatory Gender Audit (PGA) was examined inldwa and the United Republic of
Tanzania (URT) through field-visits. URT is a UDklivering as Onecountry and the only
country where the UNCT has proceeded to gendert goidt UN programmes. URT was
chosen by ILO because ILO has been able to invadwistituents in gender audits. In URT the
gender audits following the PGA training were umaleen on joint UN programmes. In contrast
in Malawi, the gender audits took place of UN agesicMalawi was also chosen because it is a
self-starter Delivering as Oneand probably the country where efforts to auddividual
agencies have come the furthest. ILO also chosatges where they knew there was a
sufficient support network to receive the EvaluathO is a resident UN Agency in URT, and
non-resident in Malawi. ILO Evaluability assessmeitthe two countries were not established
in advance by the Evaluator.

Although contact was made with all seven countie®lved in this Outcome, unfortunately
time and resources available only allowed for tvemrdry visits. Reference is made to the
known outcomes in other countries, based on telephioterviews with individuals involved,
and a review of the follow-up plans that emanatethfthe audits based on information from
these telephone interviews. Whether (as a consequehsuch training), the PGA is being
implemented by UN country teams, and is perceiwedelevant UN staff and partners to have
contributed to strengthening gender mainstreamingaint UN Programmes and other joint
initiatives was examined.

The following evaluation activities took place:

« Geneva visit for headquarters briefings - intengewith key ILO staff at headquarters,
including GENDER, HRD, EVAL, GENDER, PARDEV, PROGRA staff at ILO
headquarters and ITC Turin and ILO consultants lirae with both outcomes. Typical
guestions asked during such interviews are includetle Evaluators’ Inception Report in
Annex 4

« A desk review of various background documents aheérarelevant publications (mission
reports from PGA work; consultants’ reports etc.).

- Field visits to Malawi and URT, based on an agriemerview list planned by the Gender
Bureau and the Evaluation Unit of ILO along withyK&O staff in Malawi and URT and
individuals from the inter-agency agency groupsgender. Discussions took place with at
least 50 people during the field visits:

- Malawi: interviews with ILO staff working on an IPEC Tetbal Cooperation project
that were trained as PGA facilitators, head of Uj¢Acies and relevant staff of
collaborating UN Agencies, including most membdrghe Malawi UN Gender Group.
Interviews with selected number of gender auditifators not in the UN Gender
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Group, but involved in the process and who conatid the gender audit reports took
place. An interview with the UN Resident Coordimat@s conducted, and an interview
with the Director of the ILO Office for Zambia, Maki and Mozambique took place (in
Geneva). The gender mainstreaming officer at thagitly of Gender, Children and
Community Development was also interviewed. Questabout the impact of the PGA
trainings were measured using carefully chosemvige questions, cross verifying
from more than one source for each aspect of thé tPgining.

- URT: Group discussions were undertaken with some Teambmes of UN Joint
Programmes (JP) from three JPs — JP1: Wealth Gne&mployment and Economic
Empowerment; JP3: Support to the National HIV atid&Response; and JP5:
Capacity Building Support to Zanzibar.

- Members of the UN Inter-agency Gender Group gaei thews on the gender audit
implementation in URT. A meeting took place witle tiN Team Leader and UNDP
staff inZanzibar.

- Interviews were undertaken with ILO Constituents Tanzania mainland and
Zanzibar (Ministry of Labour, Youth, Women and Children, doyers’ and workers’
organisations)

« Based on a suggested list from the Gender Buredephone interviews with ILO field
offices (ROAF Addis Ababa, ILO-SRO Dakar, ILO AbujaO Lusaka) and representatives
from UN Agencies (Cape Verde, Mozambique) were wadéten. It is fully recognised that
information from telephone interviews will not adedely reflect the extent of the PGA
activities undertaken, nor document the compleaitfollow-up efforts and implementation
of recommendations following gender audits.

Secondly, the extent to which thhender equality at the heart of decent warkrhpaign’ was
promoted and integrated in joint UN technical meggiinitiatives was examined through
interviews with the Gender Bureau staff and a nevid agendas/minutes from various inter-
agency meetings. The evaluation focused specificatl the follow-up to an international
workshop, organised jointly by FAO, ILO and IFAD April 2009 in Rome. Several people
who attended and were involved from the ILO (andDfAvere interviewed including the ILO
senior Special Advisor on employment. The Evaludtad incidentally and independently
attended this technical meeting.

Outcome B: Gender dimension is integrated in ILO’s core RBM sgtems through
strengthened implementation of the Action Plan folGender Equality

In March 2009 a stocktaking report on implementati the Action Plan was prepared by the
Bureau for Gender Equality and presented to thee@uwg Body. The report highlighted
initiatives undertaken in 2008 on the basis of oesps received to the Bureau's request for
informatiorf. As outlined in the inception report for this aation, the focus of the evaluation
was on thegender mainstreaming project’'sontribution (guidance, support and capacity
building provided to key headquarters-based umitsstaff identified as accountable and having
a key Action Plan implementation role) to this aut®, with close reference to the indicators,
which are being evaluated in full between Octobet Becember 2009. The evaluator did not
assess the appropriateness of these indicatorséhers.

2 Second Supplementary Report: Stocking of implentiemtaf the ILO Action Plan for Gender Equality 09
(Report of the Director-General)
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The following evaluation activities took place tois outcome:

« A desk review of various background documents aherorelevant publications such as
notes on indicator progress, mission reports wanshin relation to the Action Plan
implementation, consultants’ reports etc.

- Interviews were held with the ILO officers respdnesi for Gender Audits, the Gender
Coordinator in ITC, and the ILO officer with resinility for gender and technical
cooperation, PARDEV (responsible for donor liaigcgrsd an interview took place with the
Gender Bureau officer responsible for coordinathmgAction Plan.

« The indicator sheets which map progress on thend@ators from Key Results Area 1 of
the Action Plan were examined. These sheets areliyethe Gender Bureau and updated
regularly.

« Review of summary evaluation forms from the fatmowledge Sharing Workshgpan
interview with the organisers, and discussions wight individuals who had attended these
workshops.

« Telephone/Skype interviews with Regional Genderciists involved in théKnowledge
Sharing Workshops
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5. Evaluation of Gender Mainstreaming Project

5.1 The design of Gender Mainstreaming Project

The gender mainstreaming projeatas designed mid-way through the DFID/ILO PFA. Tikis
not ideal. Adding gender into a project half-wayotilgh the overall project and for two results
areas only, implies that gender was not systeniigtitsken into consideration early on in the
PFA planning processes. A more proactive approagehder mainstreaming would have been
relevant from the start, rather than respondinggéoder mainstreaming concerns as they
unfolded, and were highlighted in the mid-term ewaébn.

5.1.1 The design of the activities aroumdstronger ILO gender mainstreaming
contribution to the UN

The Participatory Gender Audit (PGA) methodologypdgh a tool and a process that promotes
organisational learning on mainstreaming gendectipaly. Since 2001, the PGA had been
used for ILO offices, and was gradually extendedLtd constituents. Nearly 800 facilitators
have been trained in the methodology. Having pratgeability to work at the UN inter-agency
level in Zimbabwe in 2005, the next logical stepsvia use the PGA as a global tool in the
UNDAF’s poverty reduction strategies, joint progrags and UNDelivering as One process

An internal Gender Bureau retreat in 2006 had dised how to move forward with the PGA.
Several presentations on PGA had already been semend made to UN agencies, for
example in New York, Yemen, Santiago and Moscowe TIN Inter-Agency Network on
Women and Gender Equality (IANWGE) in February 208&8de a decision to further explore
the PGA and its potential to link with the UN systavide gender mainstreaming policy and
strategy’ The PGA aligns with IANWGE approach to promotigender equality throughout
the UN system.

The activities of the UN System in many countries managed through the UN Country Team
(UNCT) composed of heads of all the resident UN rgges and led by the Resident
Coordinator (RC). The UNCTs are already expectedide a gender equalitgcorecard,
endorsed by the UN Development Group (UNDG). Bleerecardestablishes an accountability
framework for assessing UNCT gender mainstreamirajegyy, based on providing a ‘score’
and a series of ratings against specified stantafde PGA complements th8corecard
because it follows an analytic, self-assessmentgaowith the aim of bringing about change in
the way gender mainstreaming is perceived.

3 A review of ILO PGAs between 2001 and 2008 was areg as background material for the Internatiorsdidur
Conference (ILC) in 2009. This review outlined how tiender audit could be taken forward and used more
strategically with ILO in headquarters and in tieddf, with ILO constituents, through technical cecgtion and in
the framework of the UNDelivering as OneThat review was useful towards the end of thgegteriod.

4 Report of the Seventh Session of IANWGE, New Yd821 February 2008. para. 25. At present the JAgemcy
Network on Women and Gender Equality (IANWGE) is ttetwork of Gender Focal Points in UN offices,
specialized agencies, funds and programmes, plagingntral role in promoting gender equality tigloout the UN
system. An new UN gender entity will soon be crédtewever.

® UNCT Performance Indicators for Gender Equality rélimformation available at: http://www.undg.orgt2R2
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With support form thgender mainstreaming projec consultant prepared a concept paper that
outlined issues to be addressed in adapting the R@/hodology to théelivering as One
context (February 2009). The consultant also cedliareas of complementarily and differences
in the methodology of the PGA and the UNG@orecard Thus theproject outcome around the
PGA and greater ILO contribution to tligelivering as Oneagenda had been explored and
planned. Although the Bureau for Gender Equality thee PGA methodology ready and tested,
it did not have resources to bring the PGA to tit@ /N Delivering as Oneountries. With the
financial support from DFID, the Bureau for Gend&guality was able to contribute to the
process of ensuring that internal joint UN praciand related support systems began to
reinforce gender mainstreaming in seven countries.

Bringing the PGA to the UNDelivering as Ongilot countries could realistically be expected to
work, provided inter-agency gender groups and UN&deepted and endorsed the tool. Thus,
carrying out briefings or presentations to famiiarUNCTs or inter-agency gender groups on
the PGA and the UNC8corecardvas also integral to this outcome. The PGA acésithlone
could not have been realistically expected to aghihis outcome. Other conditions had to be in
place, such as a strong and committed inter-aggeagler working group; support from the
UNCT and Resident Coordinator, and an entry pdirtha right time in terms of aid delivery
reviews. It can be argued that tgender mainstreaming projeéictivities around the PGA
ensured that ILO contributed to gender mainstregrmirthe UNDAFs, PRSs aridelivering as
Ong provided these conditions were in place.

The focus of this outcome was consistent with teeds of UN staff and Agencies working
jointly in UN Delivering as Oneountries because it helped them to establish alibasand
identify critical gaps and challenges in genderns@@eaming in new joint programmes and in
prioritising inputs for the revision of the UNDAFurthermore, the support provided was timely
because many UNCTs were grappling with how to esfdgender equality, which is one of the
UN Country Programme Principles, having alreadyiified their gender rating/score using the
Scorecard The PGA process recommends ways of addressingegeequality gaps and
challenges, and allows for new strategies to besldped based on a review of the current
situation as it stands. This project outcome foduem the right priorities for UN reform
processes when designed

Promoting gender equality as integral to decentkworjoint UN initiatives was a suitable
approach given the current UN focus on employmespecially youth employment and rural
employment. It was also apt because the BureaGémder Equality had launched a year-long
campaign on gender equality at the heart of decent vidrkJune 2008. The campaign aimed
to increase general awareness and understandggndér equality issues in the world of work;
highlight the specific linkages between gender gtyuand securing decent work for all women
and men amongst other objectife®verall, the integration of gender and decent work
dovetailed nicely with the ILO-IFAD-FAO workshop agender and rural employment issues
held in April 2009 in Rome. ILO’s contribution this workshop was partly supported by the
DFID gender mainstreaming project.

5.1.2 The design of the activities arourlRBM systems the ILO Action Plan on Gender
Equality

Providing support and guidance to ILO staff to eaghat the gender dimension is integrated in
ILO’s core Results Based Management (RBM) systémmugh strengthened implementation of
the Action Plan for Gender Equality was an impdrautcome, given that this is the first time
the Gender Action Plan has been directly alignedetader-specific outcomes, indicators and
activities of the Programme and Budget. The Actitlan itself had no specific budget for

® E.g. promote the ratification and application @&ykiLO gender equality labour standards; and adeotze
importance of overcoming existing barriers to geretpiality as beneficial for all
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implementation. Many ILO staff are not fully awastthe finer points of RBM, let alone how
gender equality goals can link to RBM. The orgatiraof knowledge sharing workshopsas

a novel way to approach this output, and apt, givenperceived ‘dry’ nature of RBM and
action plans generally. Thes@rkshopsallowed for sharing on challenges with time toiges
follow-up activities to support the implementatiohthe Action Plan on Gender Equality. The
knowledge sharing workshopgere consistent with the needs of many, but nomnadimbers of
the ILO Gender Network who are expected to act eatalyst to assist the process of gender
mainstreaming. Most who attended therkshopsevaluated the experience positively. Some
gender focal points reported that they would remjaiistronger emphasis on their technical area
of focus, and more bi-lateral meetings with the @rBureau for support. Some participants at
these workshops picked up more hints on facilitattechniqgues than gender and RBM.
Benefiting from the new facilitation techniquesgytstill gained from attending the workshop.

One aspect, still requiring focus in terms of RBMiayender equality delivery, is the reluctance
of certain key managers to take gender equalityesseriously. Some type pfoject activity
around encouraging senior management support wawid been helpful.

The support provided through tHenowledge sharingactivities planned alone could not
realistically have been expected to meet this eo&obecause many ILO staff lack an
understanding of RBM itself. Nonetheless, thender mainstreaming projechdirectly
allowed the Bureau of Gender Equality to defend smahetimes explain RBM to at least 50
individuals in ILO through th&nowledge sharing workshap®ther sections of ILO are rolling
out training courses on RBM, so future activitigzkihg RBM and gender mainstreaming
should be easier to implement as ILO staff and GQoesits increase competence in developing
gender sensitive indicators and targets.

5.2 Strategic fit of Gender Mainstreaming Project

The gender mainstreaming projeobjectives/outcomes clearly correspond to ILO’sigyobn
gender equality and gender mainstreaming. griogectactivities supported the Joint Immediate
Outcome on gender equality (Programme and Budd¥®-R9) and its indicators, given that it is
part of the Action Plan on Gender Equality. The pup provided through thegyender
mainstreaming projedb ensure that gender is integrated in ILO’s coBdVRsystems is in line
with the mandate of the Bureau for Gender Equabtysupport and advise constituents and
Office staff at headquarters and in the field onttema concerned with promoting and
advocating for gender equality in the world of work
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5.3 Summary of ‘work done’

For the outcome related to stronger ILO contributio Delivering as Ongthe following
activities were supported through thender mainstreamingroject:

Training of PGA facilitators with UN staff in MaldwNigeria, Mozambique, Cape
Verde, Rwanda, URT, Ethiopia.

Discussions and knowledge sharing on the PGA withitdAlbania, Pakistan and Viet
Nam.

Technical support to PGAs of UN Agencies in MalaMigeria and Ethiopia

Technical support to PGAs of UN Joint Programmed)imited Republic of Tanzania,
and Mozambique.

Training of PGA facilitators and technical suppmrimplementation of PGAs amongst
ILO constituents in Mozambique and URT. Support recommendations from
constituents’ audits built into joint UN programme gender in Mozambique.

Mapping potential role of PGA in context of “Deliteg as One” and UN Joint
Programmes.

Reproduction of ILO’s Manual for Gender Audit Faeailors, which was distributed
free to all those trained in the PGA during thejgebperiod.

Translation of ILO's Manual for Gender Audit Fatiliors into Portuguese
(Mozambique and Cape Verde).

CD-ROM production of ILO’s Manual for Gender Audhiacilitators.

Representation of ILO at URelivering as Oneetreat on gender equality in Viet Nam
in November 2008.

Gender Bureau preparations and participation in ititer-agency ILO-FAO-IFAD
technical meeting on gender and rural employmehera gender at the heart of decent
work was promoted.

For the outcome related to gender dimension beitggiated inlLO’s core RBM systems
through strengthened implementation of the ActitanPor Gender Equality, funds were used
in the following ways:

To support fourknowledge sharing workshopen the ILO Action Plan for Gender
Equality.

To support Bureau for Gender Equality staff anceadgr and organisation specialist to
work on baselines, strategies, and an analysistivities to be developed in consultation
with the HRD for the “staffing” result area of Aati Plan.

To help the Bureau research and compile data @ablisei methodologies and definitions
for baselines in the “substance” and “institutioaalangement” results areas of the ILO
Action Plan on Gender Equality.

Reproduction of ILO Action Plan for Gender Equality

To fund an office-wide evaluation of ILO Action Rléor Gender Equality (forthcoming)
To fund the translation and publication of ILO gelides for mainstreaming gender in
project evaluations into French and Spanish.
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5.4 Implementation: stronger ILO contribution to U N including Delivering as One

541 The PGA as a tool for strengthening gender amstreaming in joint UN
programming

Through thegender mainstreaming projed¢he Bureau for Gender Equality was able to I&ad t
process of conducting gender audits for seven degnat their request. The PGA activities
centered on Africa as a priority region for DFIDraihing of PGA facilitators workshops were
organized and delivered in Cape Verde, EthiopialaMia Mozambique, Nigeria, Rwanda, the
United Republic of TanzarliaFour of these countries are UMé¢livering as Ongilot countries
countries. Malawi and Ethiopia have become so-dalteelf-starter’ Delivering as One
countries. Nigeria is also moving towardsOme UN ProgrammeThe Bureau for Gender
Equality was also able to provide, to a certaireetrelated technical assistance for PGAs in
some of these countries. For example in Nigerisenwbight UN agencies were being audited
simultaneously, two experts from Bureau of Gendgudiity attended to provide support and
advice. Additionally the Bureau attempted to docotrtbe PGA process in Mozambique and
URT.

Although the PGA activities centered on Africa, mt has also been established with UN
country teams in Pakistan, Viet Nam and Albaniauigh ILO Offices, informing them of the
PGA methodology and its benefits.

5.4.2 Malawi and PGA
5.4.2.1 Background to the PGA in Malawi

To date, Malawi could be regarded as being the swstessful country in terms of application
of the PGA and subsequent impact. The ILO is amegident UN agency supported by the ILO
Office in Lusaka, Zambia. ILO Technical cooperatsiaff in Malawi work on HIV/AIDS and
child labour.

Collective work by the UN is divided into five chess, rather than JPs (apart from a Joint
Programme on monitoring and evaluatforfihe UN Gender Group (UNGG) comprising eight
resident UN agencies (WFP, WHO, FAO, UNICEF, UNDINFPA, UNAIDS, UNHCR)
planned to undertake a broad assessment of geradestreaming within Malawi. In 2008, the
UNGG had decided that before they initiated sonm& jorogrammes on gender related issues,
they first required a baseline and assessmentwfthe UN is doing in gender mainstreaming
and women’s empowerment. The UNGG approached tBebicause they felt the PGA might
be a useful tool for such an assessment.

Consequently, the UNGG organised a training of tafatilitators, supported by the ILO

Gender Bureau in February 2009. Following the tngrof facilitators, the eight resident UN

agencies undertook gender audits. A consolidatgorref all eight audits was prepared. Many
of these agencies subsequently implemented recodatiens arising from these audits.
Representatives from two government ministriesi¢afiure and gender) were also involved in
conducting these audits, which served as a learpirggess for individuals from these
ministries.

" Training of Constituent facilitators was also sug@o through thgender mainstreaming project
8 and a JP under Cluster 5 around a good governaabase
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5.4.2.2 Outcome of gender audit activities — gendstrategy for the UNCT

The PGAs resulted in a flurry of activity aroundnder equality amongst UN Agencies in
Malawi, and some joint activities afterwards. ThHeAPtraining of facilitators in Malawi was
highly appreciated by all individuals met duringe tevaluation. It was reported that the PGA
gave individuals with a background in gender, anffevork to pursue gender equality concerns
and mainstreaming within their agencies. The wiiesystem in Malawi has moved forward
in terms of gender. A UNAIDS gender focal pointtsththat the training and subsequent eight
audits strengthened relationships between the UNengigs. The Assistant Resident
Representative of UNDP stated that prior to Eredivering as Oneeffort in Malawi, the UN
agency roles in supporting gender equality wergnfiented. A representative from UNFPA
said that the PGA activities in Malawi illustratiétht working together anidelivering as Onés
possible. The chair of the UNGG reported that theitahas helped them become more
systematic in terms of planning together. Additipnthe audit provided them with a baseline
for future monitoring of progress.

The consolidated gender audit report contributethéodevelopment of a UN gender strategy
(which contains a mainstreaming component and goemrment component) accompanied by
an action plan. The UN gender strategy was alsdeguby the UNScorecardresults, and
strengthened politically within the UNRR’s officey ta gender mission from UNDP and
UNIFEM in September 2009, which served to examiow o strengthen the national gender
machinery. The UN gender strategy for Malawi wél firesented at the next UNCT meeting for
approval (October 2009). Once the strategy is essdbrit is expected that a JP on gender
equality will become operational in early 2010.

The JP will focus on gender mainstreaming with anponent on increasing women’s
participation in decision-making in parliament alodal government as well as increasing
women’s economic empowerment. Gender audits of ghbklic sector will probably be
undertaken through the JP as there will be a facugender mainstreaming support to the
public sector. The UN Resident Coordinator (RC)Malawi stressed the need for women-
focused actions (for empowerment) along with magashing gender equality issues in
development initiatives. The programme will buildom the UNDP/UNFPA empowerment of
women parliamentarians, or the so-caB€d50 campaignexpanding involvement to other UN
Agencies and partnérsThe new JP will have 3 components and is expetieibllow the
UNDAF five year implementation period. A ‘white p@apor a ‘concept paper on gender in
Malawi will be prepared, through the UNRR officehiah will help to focus the JP, and is
likely to consolidate the UN’s gender related suppm date in Malawi. It is believed that a JP
on gender mainstreaming, will ensure that a butgiet place to implement future coordinated
actions.

A mid-term review of UNDAF is scheduled for the eofl2009, and the UNGG expects to
contribute, building upon some of the relevant geralidit recommendations. The UNGG feel
that they have increased opportunities to comnram fa gender perspective as a result of the
higher profile of gender in UN agencies in Malawi.

The Assistant Resident Coordinator, UNDP (with oesibility for the Millennium
Development Goals, MDGSs) reported that the ILO geraldits sparked a renewed interested
in gender issues, and also strengthened the téatise a new JP on gender. Hence the ILO’s
contribution was timely.

° This previous programme was essentially a joingamme between UNDP and UNFPA, with support froen t
Norwegian government

23



GLO/08/53/UKMEvaluation Report November"18009

5.4.2.3 Outcomes at UN Agency level

The activities on the gender audit in Malawi resdiltn many outcomes at the individual UN
Agency level. The following is a summary of some tbé main outcomes, according to
individuals from UN Agencies:

1. A pool of trained facilitators are now availableNtalawi, who were subsequently able
to conduct PGAs and who are now on the same wayiklenith respect to what is
required to mainstream gender in UN work in Mala®our national consultants were
also trained.

2. The UNGG plan to facilitate some Public Sector Gendludits within their respective
ministry ‘partners™.

3. Through the PGA workshops conducted in individuall Agencies, individuals’
capacities have been developed on how to mainstgeater practically.

4. PGA facilitators from individual UN Agencies andciitators from government now
have an increased in-depth knowledge of othersi\@ge mandates and work (because
trained PGA facilitators from one agency undertankaudit of another agency).

5. Various UN Agencies have come up with their owhofglup plans and some examples
of initiatives following the gender audits are suanised below.

- In both FAO and UNDP, gender mainstreaming comestigere set up to oversee
gender mainstreaming within each Agency. Each cdreendeveloped an action
plan following a review of their PGA report. In UNLCfor example, many actions
have taken place, are in progress, or are plaff@dxample UN gender training is
planned; on-line resources for gender mainstreamniadpeing reactivated; all
mangers are now required to include gender equatithgender parity objectives as
one of their key results areas; implementing pastaee to be provided with
guidance on how to mainstream gender in their dietsy and the terms of reference
for a full time gender coordinator for the UNDPio# has been developed (at
present, there is only a GFP position, which is&ad-on’ job). The UNDP PGA
report highlighted low-esteem and workloads fepamticular by female staff,
which UNDP is now acting upon.

- WEFP has advertised for a monitoring and evalugtiosition with gender
responsibilities.

- The audit was timely for WHO (World Health Orgartina) in that their last
regional meeting had a recommendation to examindege WHO Malawi found
that the concept of gender is only included inrthagirk by default, rather than on
purpose. The audit report reminded WHO, who alrdstya solid gender policy,
that they still require an implementation stratefiye Malawi WHO Representative
reported that their headquarters must now comeitiipanglobal strategy on
implementing their gender policy. WHO in Malawi lea&greed they will now
include aspects of gender in all staff developnaert inductions for new staff.

- Some UN Agencies, such as UNFPA, are passing ométieodology to their
partners. For example ti@entre for Alternativeare using the PGA manual to
examine gender based violence in the workplace.

Although the profile of gender has been raised idenably in the majority of the resident UN
Agencies, for some Agencies, it is still importamtstress that follow-up does not necessarily
have severe financial implications. In some casdlew-up implies a ‘change’ in the ‘old’ way
of doing activities (such as sex-disaggregating @atmaking special efforts to include women
in existing or planned activities). Neverthelesseg the high work-loads of many gender focal

12 The UNGG are hoping that ILO will support thentfiis process
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points in individual UN Agencies, sustaining thepiat without adequate dedicated gender
human resources may be difficult. How long the ontes from the gender audit continue and
are sustained remains to be seen.

Thanks to thegender mainstreaming projectLO visibility in Malawi has been increased

considerably (according to individuals in other Bi§yencies). The outcomes in Malawi proved
that ILO does not have to be physically in Malawintake a lasting impact in term of gender
mainstreaming.

5.4.3 Tanzania / Zanzibar and PGA
5.4.3.1 Background to the audit in Tanzania mainlad/Zanzibar

The DFID gender mainstreaming projesupported the training of PGA facilitators at two
levels:
1. ILO constituents in both Tanzania mainland and sz
2. Selected UN Joint Programme (JPs) team members@asliitants), who subsequently
conducted gender audits of the JPs.

The ILO is a resident agency in the United RepubhicTanzania. TheéDelivering as One
initiative in URT is based on national developmeribrity areas articulated in the National
Strategy for Growth and Reduction of Poverty (NSG&RMPe ILO is participating in seven Joint
Programmes and leads as the Managing Agent then W ealth creation, Employment and
Empowerment (JP1). Although there are now eightidRiRT, six JPs were operational at the
time of the PGA training of facilitators, includidg®5 in Zanzibar.

URT has a UN Inter-agency Group on Gender IAGG.hWINCT support, the IAGG was
committed to conducting the gender audits of s adRd felt it would be a useful exercise prior
to the planning of the 2009-2010 workplans for edéh The Bureau for Gender Equality
supported the IAGG in planning the implementationtiee PGA. However, only 18-20
facilitators were trained. The members of the |IAGported that the training of facilitators
itself was excellent, although some would havedilk@ additional planning day to have been
included in the training schedule. Generally, magyorted that the training and manual gave
them the knowledge and skills to do PGAs in thespective JP. However the implementation
of the recommendations from the gender audits dat@pending on the JP and the capacity to
mainstream gender of JP team members and partners.

5.4.3.2 Immediate impact of the gender audit on thBelivering as Oneprocess

A summary report prepared by UN Reform Speciatr(der) on progress since the JPs were
audited, indicates various levels of completion amglementation of gender audit results
amongst the different JPs. In summary:
= JP1 has finalised their audit process and impleatesbme recommendations from the
audit report (see below);
= JP2 has budgeted USD 20,000 for a gender audieiniew workplan;
= JP3 has almost finalised the audit report (seejelo
= JP4 is still in the process of conducting the P@®A the completion of the PGA has been
added as an agenda item for the next technicalimgpdcoup meeting;
= JP5 has completed the audit and shared their rejitbrthe IAGG and their joint working
group and is implementing some recommendationshsiesv);
= JP6.2 has completed the audit and is expectediorsiplementing recommendations.
=  The UN Communication Group has indicated theirrggein conducting a PGA audit.
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The Chair of the IAGG in URT (and also the UN RefoEpecialist on Gender in URT)
commented that the gender audit has madeige contribution to th®elivering as Onean
URT. She commented that the process obliged JBeodfiand partners to step back and take
stock of what they are doing around gender maiastiieg. Some challenges arose for auditors
facilitators during the audit process. Politicalllwdnd financial resources to aid the PGA
exercise were lacking. Many of these challenges ghobal problems around the relative
importance UNCTs and UN senior managers place owlegein comparison to other cross-
cutting issues such as human rights, results hmsedgement or HIV/AIDS.

The Chair of the IAGG recommended that the PGA bexrgart and parcel of every JP,
accompanied by a budget for implementation. TheirChaher suggested that in one year's
time, there should be an assessment to see hovotdplans have mainstreamed gender and
instituted a monitoring mechanism. She proposetti&alAGG (rather than ILO) conduct this
assessment. The Head of the UN Sub Office in Zandblieved that it should be at the UNCT
quality assurance level where gender is monitonetliacluded as criteria in all JPs. Before the
audits were conducted, a gender mainstreaming tsebkd been developed by a consultant
with simple steps to follow. The checklist couldreeexamined and further elaborated upon.

In terms of having a JP specifically on gender anZania, a number of people stressed that
such a move would ‘ghettoise’ gender and resutitirer JP team members leaving the gender
JP team alone to address gender inequalities.

Outcomes on JP1 Tanzania

Joint Programme 1 focuses on Wealth creation, Eynpéait and Economic empowerment and
is led by the ILO. Following the review of the repfsom the PGA with JP1, it was reported by
the ILO team for JP1, that most of the recommepdati from the audit could be
accommodated. The Programme Manager for JP1 dteé@lthough a baseline study for the
JP had been conducted and reviewed with some iattentgender concerns, the PGA allowed
the workplan for 2009-10 to be more focused in geaingender mainstreaming at outcome and
output levels. The 2009-10 workplan has at outcantoutput levels more activities that could
be described as ‘genderised’. It was also repdhatdin the monitoring and evaluation (M&E)
plan to be developed, clear indicators are to lserporated to monitor achievement during
implementation. One major activity of the JP wodt £xample, is the establishment and
capacity building of the Regional Local GovernmEniployment Creation Committedshas
now been approved at the highest level of Goveramih the involvement of Trade Unions
and Employers Association that a quota of at leasjuarter females should be on these
committees.

Some JP1 partners’ and participating UN Agenciesfeustanding of gender is reported to have
increased, because during the audit implementgtiocess a workshop took place for partners
in Mtwara and Lindi (pilot regions for the JP) aaldo at the JP Technical Working Group

level. The JP1 Programme Manager cautioned thihedocal level, it is important to remember

that gender mainstreaming is a process, and l@as@rgment agencies require time to gradually
digest gender aspects. Many partners are stillnoififa with gender concepts.

Sex-disaggregated data collection is now mandaforyJP1 partners. The monitoring and
evaluation framework for JP1 will be finalised byowember 2009, with results-based
indicators. Because the recommendations are omyincorporated into the 2009-10 cycle, it
will not be until the next reporting period thatpact will be shown on the ground. However, in
comparison to the previous JP1 workplan, gendensir@aming activities and outputs feature
much more significantly.
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Outcomes of audit on JP3

Joint Programme 3 provides support to the natibitel and AIDS response. The timing of the
PGA for JP3 was not in line with the JP planninggasss and work-plan adoption for JP3. Some
PGA activities were rushed and not undertakenritaaner that would yield the most analytical
results. The final gender audit report recommendatior JP3 has not yet been approved by the
JP3 Team.

Nevertheless, the audit revealed that the capégitgender mainstreaming amongst the JP3
team as well as amongst JP3 partners is weak.xaon@e the National Aids Commission was
identified as lacking gender expertise. In resppasgender coordinator has been budgeted for
and approved for the National Aids Commission. @haft audit report also revealed the JP3
targets and indicators and budgets were ‘gendedblA member of the JP3 team stated that
they have modified some aspects. It can be ardwdiie PGA process yielded some outcomes
for JP3, but this was in parallel to analytical wandertaken by the UN Gender Advisor.

Outcomes of audit on JP5 (Zanzibar)

Joint Programme 5 focuses on capacity building sup Zanzibar. JP5 has three different
strategic areas of focus, termed pillars. Pillas Wealth Creation, Employment and Economic
EmpowermentPillar 2 focuses oRReduction of Maternal, Newborn and Child Mortaliand
Improved Social Serviceand Pillar 3 is orNational Capacity Development Management and
Aid Coordination

UNDP is Managing Agent and ILO is leading pillarofh Wealth Creation, Employment and
Economic EmpowermeniThe gender audit facilitators were not given thgportunity to
conduct a workshop for the JP team and partners ¢pthe PGA methodology). Nevertheless,
the facilitators presented the results of the dauation review and the interviews at the Joint
Working Group meeting to in August 2009 to adojgt #009-10 annual workplan. The findings
of the audit were well received by the Joint Wogki@roup and used in the review of the
workplan.

The PGAs provided an eye opener for many involvedJP5 and allowed for some
recommendations to be taken on board. In particgander has been incorporated
comprehensively into the new workplan for pillarFurthermore, the Annual Report Template
for JPs has included gender as cross cutting issnesgst others, which should be reported on.
Now evaluation and reporting mechanisms must irarate gender variables. At the meeting to
adopt the 2009-10 workplan, it was recognized toatpetence on gender mainstreaming is not
evenly distributed across the 3 pillars of JP5wvdis agreed that each pillar must discuss the
gender audit report and appoint gender focal pantthe next meeting. One or two gender
mainstreaming focal points per pillar (one from B Bgency and one from a partner agency)
are to coordinate and support staff in gender nraasing within and across the pillars. Terms
of reference of what exactly they must do are gebd developed. One idea is that the gender
focal points collect needs of partners around gendenstreaming competence. Assistance will
be sought from the IAGG for training if required.

Another impact of the audit process on JP5 is gfeaitder aspects of JP5 is now a standing
agenda item in all Joint Working Group meetingsfddinately, as it often the case, gender is
seen an “add-on” and only discussed during thellasninutes of JP meetings. The UN Team
Leader in Zanzibar stated that he felt it is impottto progressively incorporate gender into the
main matrix of JPs, beginning five months beforeworkplan finalisation deadline (July). The
UN Team Leader in Zanzibar believes that if theriidaeader champions the issue, others will
follow.

Finally UNFPA are supporting the Zanzibar MinistidyLabour, Youth, Women and Children
Development to conduct audits on two other mirastrn Zanzibar.
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5.4.3.4 Outcomes of PGAs with ILO Constituents (Tazania mainland/Zanzibar)

The Trade Union Congress of Tanzania (TUCTA) sam fepresentatives to the training of
gender audit facilitators. The TUCTA Director forovien, Gender and Youth found the PGA
very useful in that the training highlighted hownder can be used as a tool for social change
and she is currently using the knowledge gaineduidit various policies and programmes of
TUCTA. TUCTA also appreciated the fact that ILO bgbt the social partners together to share
on gender equality issues. Following the trainifidagilitators, TUCTA has come up with an
action plan to engender the Human Resources arehR&sDepartments of TUCTA and revisit
the questionnaire for TUCTA membership. Although thill is there, for various restructuring
reasons in TUCTA, this has not yet occurred.

The Director of thezanzibar Employers Association (ZANEMA) indicated that he learned a
lot practically about mainstreaming gender throtlgh training of facilitators and was able to
practice what he learned through conducting a gerdelit at the Ministry of Labour,
Employment and Youth Development and for the Asgam of Tanzanian Employers.

Following the training of PGA facilitators, th&ssociation of Tanzanian Employers (ATE)
underwent a PGA. A representative from ATE repotled they were able to find out that some
ATE members think ATE should include ‘gender issuesregular training. ATE agreed to
form a gender committee (they have three existimgnmittees) to take on board
recommendations from the gender audit. Another auoé& was that when a new member
registers with ATE, whether the company is led bgade or female will now be recorded. ATE
have an annual “Employer of the year” award. Stheeaudit, the extent to which the employer
is mainstreaming gender has been included as exiarin judgments of employers. ATE are
preparing their next strategic plan for 2010 anmbreed that they will incorporate some of the
recommendations from the gender audit in this plan.

Staff at theMinistry of Labour, Employment and Youth Developmert reported that the
training of facilitators enabled them to finalizeetgender action plan 2008 that was an outcome
of another ILO-UNIFEM supported initiative. Depadnts are gradually mainstreaming
gender in their action plans. For example, lettergvite ‘youth’ to skills training now specifies
and stresses that both boys and girls are encalitagattend. One of the challenges at this
ministry level is the lack of sex-disaggregatedaddfapacity within the Ministry requires
further development. The ministry has conducted P@G#Anot yet conducted a feedback session
to the senior management.

The Director of the women and children’s Departmanthe Ministry of Labour, Youth,
Women and Children in Zanzibar outlined that although the PGA training of faciides was
excellent, the four who were trained may requitailr-made refresher training. In particular,
they wish to pilot the gender M&E framework deveddpin consultation with other sector
ministries. However, the Head of the Gender Progmanoutlined how they are now more
competent in assessing how gender has been mamsitein various sectors of the ministry.
The UNFPA is now supporting them financially to dont a PGA of the Ministry of Finance
and the Ministry of Health and Social Welfare, gsithe ILO manual. The Ministry is
requesting however, that the lead consultant mase rattended the ILO training of audit
facilitators. Although there are many gender caiasui$ available, only three of four attended
the ILO training of audit facilitators so the presds delayed. It was thus proposed whether ILO
could assist training Tanzania Gender NetworkinggfRamme so as to spread the knowledge. It
was agreed in September 2009 that ILO will suppuet Ministry to conduct their own audit
along with TUCTA. Thus in the coming months, wittNEPA support, a trained PGA
facilitator using the ILO PGA manual will audit twministries in Zanzibar, and ILO will
support an audit of Ministry of Labour, Youth, Womand Children.
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5.4.4 Gender audits outcomes in other countries
5.4.4.1 Cape Verde

ILO is a non-resident agency in Cape Verde. ILOGrkvis supported by the Sub-regional
Office for West Africa in Dakar, Senegal. TwentyeoN agencies participate in the UN
Delivering as Ongorogramme, of which six are resident agenciesthrake have an in-country
presence. The UN has a Joint Office in Cape Vebdimging together four UN Agencies
(UNICEF, UNFPA, UNDP and WFP).

In May 2009, a training of PGA facilitators for Utépresentatives in Cape Verde took place
entrusted to the ILO’s Gender and Non-DiscrimimatRrogramme of the ILO’s International
Training Centre in Turin. This training involvedveeal agencies, including staff from FAO,
WHO, UNIFEM and the four Joint Office agencies. tiNiaal counterparts from three sectors
also participated in the training.

Following the training of facilitators, the workagwl for the gender audits considered two phases:
1. agender audit of the Joint Office, which took plat June-July 2009;
2. agender audit of the sub-programmes of@ne Programmeet to be scheduled.

The recommendations from the Joint Office gendelitehave been presented to the Resident
Representative and staff, and have also been disgéue the Joint Office Senior Management
Meeting. A consensus has been reached on how toovwespecific areas within the joint
programming process. An action plan was presertdtid senior management at the end of
September 2009, and will be shared along with thet Dffice gender audit report with the
UNCT.

According to a member of the UN Gender Task Fdie=gender audit recommendations, along
with the solid support from the UNRR have resulteagnuch clearer engagement for the next
phase of gender mainstreaming in the UN in Capeal&/efhe support from the UNIFEM
Regional Director was also key in the gender apiditess. Finally, it was reported that ILO’s
visibility in Cape Verde increased considerablyaaesult of the gender audit.

5.4.4.2 Nigeria

The UN System in Nigeria comprises 14 agenciesgraromatic activities are increasingly
been undertaken jointly by different UN Agenciesa Mter-agency Program Management
Team (PMT) was set up (2007) which is seen as aoriant step towards the goal©@he UN
Programme UNDAF Il (2009-12) anchors the bulk of the UN'®sgrammatic work in Nigeria.
A review of UNDAF | had revealed critical gendempgalLed by UNIFEM, the Chair of the UN
Theme Group on Gender, in June 2008 a proposaldieducting a PGA of the UN Agencies
was presented to the UNCT and approval secured.

In October 2008, eight UN Agencies (FAO, ILO, UNDBNESCO, UNICEF, UNIFEM,
UNPFA and WHO) took part in a training of PGA fiteitors. Representatives from the
government and two independent consultants alemagtl. A gender audit exercise for eight
UN Agencies and their partners, including governimmeimistries took place in February 2009.
In addition to UNIFEM and ILO, the UN Agencies whitook part in the exercise were FAO,
UNDP, UNESCO, UNFPA, UNICEF and WHO. The consokdhatreport prepared for the
UNCT Nigeria was presented in June 2009 outliniogctete recommendations. There were a
number of changes regarding key personnel invoivddading the gender audit, including the
key person in the Gender Theme Group and the IL@deefocal point. The Ministry of
Women'’s Affairs is very interested in conductingaarlit for their own staff and partners.
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5.4.4.3 Ethiopia

Although not a pilot UNDelivering as Oneountry, the UNCT and the Government of Ethiopia
have decided to move forward to implem&melivering as OneThe UNCT Ethiopia has a
Delivering as On&ask Force group with 17 UN Agencies represented.

The PGA facilitators training for UN Agencies inhifipia was held at the end of July 2009 with
30 participants. Representatives from at leastrs&lid Agencies attended. An action plan to
audit six UN Agencies (ILO, WFP, UNFPA UNIFEM, UNBS, OCHA), with focal points,
team coordinators and a consultant for each auaitagreed at the end of the training. Because
of its large size, UNICEF decided to organise its1audit independently although requested
help from ILO.

The ILO Senior Gender Specialists for Anglophoneioaf reported that the training of gender
audit facilitators in Ethiopia really built upongtexperience of the previous work in applying
the PGA as a tool for strengthening Ulivering as OnelLO staff at this stage can easily
adapt the PGA to the URelivering as Onecontext and advise on how an audit can make
recommendations to the UNDAF. Thus, ILO audit teain can interact more deeply with
individual UN AgenciesBuilding on previous experience, the ILO ensuread #ll teams have a
consultant to provide technical backstopping andnéernational consultant will support all
agencies.

Although it is a little early to review the impaaft the UN Agencies’ individuals audits, some
outcomes of the PGA process in Ethiopia include:
= The UNCT agreed to bring out a compendium of gaaafres in gender mainstreaming.
UNIFEM has commissioned a consultant to look asiallaudit reports for this
compendium;
= The UN is embarking on a JP on gender equality.UNeResident Coordinator requested
ILO to take responsibility for the process, andénagnstituted a team from the gender
theme group. A concept note for the JP has beeglalmd. The JP will focus on
advocacy for addressing women’s immediate pracgeatler needs. Another component
will be on transforming gender relations and chlag social norms, through a focus on
women’s economic empowerment.

According to the Senior Gender Specialist, the geraldits in Ethiopia have given ILO
tremendous recognition in terms of what to do fcatlyy around mainstreaming gender. Other
UN Agencies have also been exposed to the ILO’sdauzn

5.4.4.4 Rwanda

Rwanda is a pilot UNDelivering as Oneountry. As a non-resident agency in Rwanda, ILO’s
work is supported by the ILO Office in Kinshasa dahd Sub-Regional Office in Yaoundé. In
May 2009, the Senior Gender specialist for FranoaphAfrica and a staff member from the
Bureau of Gender Equality discussed the possibititydoing a gender audit on joint
programmes in Rwanda with the UN Task Force on @emdjuality and the UN Resident
Coordinator.

Although the training of participatory gender aufditilitators from UN Agencies only took
place between 29 September and 2 October 2009ptheUN Environment Theme Group met
the week after the training, and has already pldriaeconduct a gender audit beginning in the
last week of October 2009. They aim to assess f@en€ Groups’ gender capacity as it relates
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to Delivering as Ongrather than the capacity of individual UN Agerscigarticipating in the
Group). They hope to come up with recommendatibas will feed into the revision of their
thematic programme. The UN Gender Task Force Coatoli from UNIFEM is driving the
process. It is anticipated that other UN theme gsowill also conduct audits. The training of
facilitators received a lot of media attention wdhda, on TV, newspapers and the radio.

5.4.4.5 Mozambique

ILO is a non-resident agency in Mozambique. ILO’srkvis supported by the Sub-Regional
Office in Harare, Zimbabwe, and the ILO Office imndaka, Zambia. £One UN Fundwas
launched in May 2009. The ILO participates in fofehe eleven JPs for Mozambique and leads
the Youth Employment JP (there are 6 UN Agencieslued).

The PGA process has a history in Mozambique. A geaddit had been undertaken of UNDP
in late 2005, with support from ILO. In early 2008ith a training of national gender audit
facilitators among ILO’s constituents, two ILO c@ihgents underwent gender audits.

Through the DFIDgender mainstreaming projedhe gender audit was presented to the UNCT
(August 2008) followed by the training of genderdiuacilitators from 10 UN Agencies
(November 2008). Subsequent audits have not yeintgkace. However, in November 2009
(following the elections), a discussion on condugta PGA of the Youth Employment JP will
occur.

The UN GenderScorecardprocess was implemented in during April-May 2088d also
benefited from some insights from the earlier irainof PGA facilitators. There was initially
some confusion regarding tiszorecardand the Gender Audit methodology. As Mozambique
was involved early on in thgender mainstreaming projed, lot of work was undertaken to
coordinate the gender audit with t8eorecard Through thegender mainstreaming projean
international consultant conceptualised how the ILO’s PGA metiogly can support and
strengthen efforts of joint UN programming on ganeguality at country level, particularly in
the framework of the UNDelivering as Ongrocess.

It was reported by some that the UN Agencies didgive the gender audit the seriousness it
deserved. Whilst a representative from the UN RmgidCoordinators office did attend the
training of facilitators, senior UN staff did n@n individual who ‘championed’ gender issues
within the UNCT had unfortunately left, resultinga lapse in momentum. Advocacy work was
required to achieve entry points to ensure gendamstreaming in joint planning and
programmes and there was no-one to lead. ILO hygod working relationship with UNIFEM
on the ground, and UNIFEM is currently following op the PGA process. UNFPA are also
supportive, and the lead agency on gender in Moizarab

5.4.5 Effectiveness of promoting the PGA for streribening UN teams

The gender audit process in Malawi could be desdrihs having been the most effective in
ensuring that there was stronger ILO contributmithe UNDelivering as Ongrocess. It is too
early to judge the effectiveness of efforts in sastiger countries such as Ethiopia or Rwanda,
but the results look promising. The least succésffart appears to have been in Mozambique.
An assessment of the factors that contributed toudiiled the effectiveness in promoting the
PGA in Malawi, Tanzania and Mozambique are sumradrizlow.
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5.4.6 Good practices and challenges

In general, the relevance, appropriateness anpréetical-orientation of the PGA methodology
is a good practice. The effective delivery of PGairting was reported to be excellent in all
countries and the overall approach taken in commuaythe training of facilitators is also a good
practice. However a number of other country spedéictors are important. Below factors
identified as being significant for PGA outcomedMalawi and URT are summarised, as well
as factors identified in Mozambique by an ILO cdtest.

Factors identified as being significant in terms ofthe PGA outcomes in Malawi

= Strong and continuous support from the ILO Dire®epresentative for Malawi,
Mozambique and Zambia was important for the PGRatawi. The Director attended the
opening and first sessions at the Training of Ratdrs. The Director was also instrumental in
obtaining ‘buy-in’ from the Representatives of fResidential UN Agencies as well as from
the UN Resident Coordinator.

= A strong and committed UN Gender Group that wae &bpresent the idea of conducting a
gender audit to the UNCT and follow through thegess (especially FAO and UNFPA
members). The entire UN Gender Group in Malawi meatly be commended on their hard
work and efforts to ensure that all eight residéNtAgencies in Malawi undertook a gender
audit, which was an intensive effort on top of &rig workloads.

= Strong support from the UNRC was very significanMalawi.

= A commitment to build upon existing gender mairestnéng work (thes0:50 campaighwas
notable.

= The participatory nature of the ILO PGA, the suhsatd recommendations from the eight
audits of individual UN resident Agencies, alonghna solid consolidated report on all eight
audits, all contributed to the outcomes in Malawi.

Factors contributing to/curtailing the outcomes ofthe PGA in URT

= The training was tailor made for the UN JPs in Tana and considerable preparations were
made prior to the training as it was the first aete effort to apply the PGA to a series of UN
JPs rather than to individual UN Agencies.

= In URT, a gender advisor was hired for the UNCDtiygh UNFPA, but only for six months.
Analytical work undertaken by the advisor helpegel BGA process (e.g. a short checklist for
gender mainstreaming in the JPs had already begaped). However, the gender advisor’s
contract did not coincide exactly with the suppgeduired for conducting the gender audits of
the JPs. The short-term gender advisor was hovwmoard later to prepare the synthesised
gender audit report for the UNCT. Nevertheless,esdfs lost momentum to complete and
finalise their audit reports and probably requisethe support during the audit
implementation process.

= For many members of the UN IAGG, conducting the B@kaced considerable strain on their
time. IAGG members attend the IAGG meetings asdalitianal activity to otherwise full
workloads. However, individuals within the IAGG weehnighly committed to undertaking the
audits, with many undertaking gender audit taskinditheir spare time.

= A worry voiced by some JP team members was thaett@mmendations from the audit
process may be merely cosmetic and may not beisedtsSince May 2009, a full-time UN
Reform Advisor (gender) has taken up a post bas&NFPA and is fully supportive of the
ILO PGA methodology. She has summarised genderstmaaming progress for all JPs and
has developed an action plan to follow-up on gemaginstreaming at UNCT level.
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The timing of the gender audit process was noin@-ith the annual planning process for
some JPs. More precisely, the implications and Viaysards from the final audit report had
not been discussed and adopted in time for theammrk plan.

Some felt that the JP audits were conducted withdatjuate senior staff as facilitators. Many
gender audit facilitators complained that they resgimore support from their respective UN
offices. Coordination of interviews and participgtavorkshops was challenging particularly
as staff working on JPs come from different UN Agjes.

Factors contributing to/curtailing the outcomes ofthe PGA in Mozambique

In Mozambique, it was the first time the PGA wasated to reflect the dimension of UNCT,
as primary level of analysis (rather than only wdlial agencies). There was some confusion
regarding the role of the UNcorecarcand the role of the PGA. Eventually, through
analytical work undertaken under thender mainstreaming projed¢tow both complement
each other was mapped. The following points for Mohique come from the international
consultants’ report, who followed the processesdommented the role of the ILO PGA in
the Delivering as Onerocess in Mozambique

Capacity and accountability for gender equalityhimitthe UNCT remains weak.

Resource constraints negatively impact the UNCbiktga to Deliver as Oneon gender
equality.

The modalities and principles adopted by Eradivering as Ongpilots can increase barriers to
effective participation of national partners worion gender equality. The involvement of
national partners in the process is important.

There must be clear communication to the UNCT at@nal partners of the aims and
expected outcomes of the gender audit for theDdiNivering as Ong@rocess.

High-level UN commitment, including resources iguiged.
Staff must be availability and motivated.

Understanding that gender mainstreaming is noeaind’ responsibility, but integral to
delivering in one’s professional capacity and in&¢p Delivering as Onend UN reform.

Realistic time frames must be set.

Strategic coordination is required. For exampleeader Advisor in the UN Resident
Coordinator’s office working with a UBelivering as Ongender thematic group is required.

1 UN Delivering as Onen Gender Equality Role for the ILO Participatorgri@er Audit Feb 2009 Marni Piggot
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5.6 Implementation: Gender equality and decent work promoted in joint UN
initiatives

5.6.1 Joint UN initiative on gender and rural emplgment

Rural employment is currently the subject of coesidble discussion amongst national
governments and in international policy circlesOllconstituents placed the issue of rural
employment firmly on the agenda in the 2008 Intéomal Labour Conferenée

The Food and Agriculture Organization (FAO), theOlland the International Fund for
Agricultural Development (IFAD) organized a thremydtechnical expert workshop entitled
“Gender dimensions of agricultural and rural emplaoyent: differentiated pathways out of
poverty” (Rome, 31 March—2 April 2009) with over 100 atteesleThe workshop highlighted
that rural employment is central to achieving povereduction, but can offer different
opportunities for, and conditions of, employmentrien and women. DFID funds through the
gender mainstreaming projeetere used to support ILO’s involvement in this angpint UN
initiative.

FAO, ILO, and IFAD invited academic papers to bigatidress gender inequalities as a factor
influencing employment constraints and opportusitie rural areas of developing countries.
There was an overwhelming response to the callpégers from the academic community
(nearly 200 abstracts from different types of ofgations and geographical regions, covering a
wide range of issues relevant to the topic werersited) ' About 40 papers were accepted. In
retrospect, it was felt that this was too many.

Recognition of and engagement with FAO/IFAD on Brezent Work Agenda was an important
objective of ILO’s participation in the workshopnéther objective was to engage the academic
research community with thBecent Work Agendarhe Bureau for Gender Equality was the
focal point within ILO for the workshop, and pushiedensure that FAO and IFAD were open
to and understood tHaecent Work Agenddt was agreed by all three agencies thatibeent
Work Agendawould be the backdrop or coherent theme of the slwg. The ‘pillars’ of
Decent Workwere visibly displayed in all the workshop spateShe facilitators (from all
agencies) for different plenary sessions, panaigsessions and group discussions referred to
the decent work agenda on many occasions. Twelnpaign briefs for th&ender at the heart

of Decent Worlcampaign (which adopts a lifecycle approach tadgeequality) were snatched
up on the first day.

A staff member of the Gender Bureau was a key playethe strategic planning of the
workshop along with FAO staff. FAO led on the preait coordination of the workshop. IFAD
provided a grant. Apart from direct support, DR§Eender mainstreaming projetinds were
used to facilitate the Bureau for Gender Equalitgjsuts in the preparations of the workshop
(staff time in the lead-up to the workshop and ioiss from Geneva/Turin to Rome). The
Gender Bureau provided, as far as human resourcekl @llow, detailed comments on
academic papers submitted, and strove to ensutethbakey note paper also reflected the
Decent Work Agend&decent Work’is mentioned at least 20 times in this overviepgraThe
Decent Work Agenda not reflected in all academic papers.

12 |Lc 97" Session, 2008 Report IV available fattp://www.ilo.org/wemsp5/groups/public/---ed_nokra/
relconf/documents/meetingdocument/wecms_091721.pdf

13 The workshop has a website: http://www.fao-ilo/orgre/workshop/en/

¥ pillars: productive and freely chosen work; sopialtection; social dialogue; and labour standaFtis. evaluator
attended this workshop independently of this evalna
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Constitutions from China, Brazil, and South Afrie@re invited to the workshop. A range of
ILO staff attended the workshop, including staffrking on rural employment issues from the
Employment Sector, and child labour in agricultissues from ILO-IPEC. Theyender
mainstreaming projeciunds allowed four ILO headquarters staff to adtamd one from ITC,
who facilitated many of the workshop sessions.

5.6.2 Effectiveness of activities around promotingender equality and decent work

The workshop represented an important step inngettie Decent Work Agenda accepted by
FAO and IFAD and ‘heard’ by the academic reseaoshraunity. The workshop illustrated that
FAO and ILO can work effectively together on gended rural employment issues, although it
is important that both agencies understand eaarstfocus. The workshop also demonstrated
that both agencies can work together to produceviedge products that are required by both
agencies thus avoid duplicating each others’ work.

Although the workshop allowed the ILO and other ramjes to begin to engage with the

academic research community on thecent Work Agendafocusing on gender and rural

employment concerns, it must be borne in mind thetacademic community tends to respond
to peer reviewed frameworks rather than campaige-tyaterials. The academic background
paper should help overcome this issue. The follgvaatlines some of the outcomes from the
workshop.

5.6.2.1 Stronger ILO-FAOQ links forged

A stronger relationship has been established betwke FAO Gender, Equity and Rural
Employment Division, (ESW) and the Employment SeabILO (as well as the Bureau for
Gender Equality). The Director of FAO ESW is veupportive of the ILOGender at the heart
of Decent Workcampaign. Both FAO and ILO have committed to wor&renclosely and
systematically at the field and operational levétsfact, a FAO representative contributed to
the general discussion on gender equality at thet loé decent work during the 98ession of
the International Labour Conference in June 200Bhe FAO representative highlighted the
inter-agency cooperation exemplified by the joiCFIFAD/ILO Workshop on the gender
dimensions of agricultural and rural employmentr E@ntribution is noted in the records from
the 98" session, which stresses that through such coliéibar the FAO renewed their
commitment to work with the ILO on many areas, uldthg addressing the outcomes of the
Workshop.

A division of labour regarding gender and rural &ayment issues has been discussed, which
should help to avoid duplication of work in diffateagencies. For example, FAO will focus on
migration, but in the context of rural employmesgues in originating rural areas, whereas, ILO
iIs more focused on labour standards in the migraetstination. Some collaborative work has
already taken place between FAO and ILO. For exarapl a result of linkages forged at the
workshop, FAO linked with ILO-IPEC in Kenya and Muoabique in October 2009 to test
materials for the FAO Junior Farmer Fields and Skdlls Schools.

A Senior Special Advisor in the Employment Sectbil® is developing a framework for
continued collaboration between FAO and ILO and pivagp out what each agency can offer on
employment related issues. She is also continulmdoliow up on the outcomes of the
workshop.

1% the head of the FAO Gender, Equity and Rural Emplayt Division
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5.6.2.2 Inter-agency document

Inter-agency outcomes, in particular between IL@ BAO should be seen within the context of
a Memorandum of Understanding between FAO and ki@ned in September 2004, which
provides the institutional framework for increasamperation between the two organizations.
Amongst the action areas prioritised by the Memduam are the promotion of fair and
inclusive globalisation and the promotion of susahie agriculture and rural development. The
"Food, Agriculture and Decent Work" website givésihility to the collaboration between the
two organizations and highlights the linkages betwemployment, rural development and food
security'® Within this framework, inter-agency knowledge sh@rand research papers are
under discussion and include the following outcames

1. A synthesis publication of discussions and a 6Gphgckground paper are nearly
finalised.

2. A website with all the academic papers allows thpegos presented to be accessed
electronically*’

3. Twelve priority issues were identified as requirigigort policy briefs. By the end of
2009, ILO will produce two of these briefs (women&ntrepreneurship, and
employment-intensive work — rural employment gutgarscheme). The policy briefs
will summarise the key issues; provide policy opsioand link to tools, references and
contacts in all related agencies.

5.7 Implementation: Integrating gender in ILO's cor e RBM systems through
gender action plan

5.7.1 RBM and the implementation of the Action Plarfor Gender Equality

The ILO Action Plan for Gender Equality (2008-0Qjtlmes roles and responsibilities, as well
as accountability monitoring mechanisms for geneguality within ILO. All ILO staff at
headquarters and in field offices are requiredrmmte gender equality in the context of the
Decent Work Agendby building gender equality into their work. Thitimate responsibility
lies with senior management, because responsilfitityachievement of gender-responsive
results lies within the Programme and Budget 2088Fhe Bureau for Gender Equality team at
headquarters and the wider gender network (madd gender coordinators for each of the four
Strategic Objectives, Senior Gender Specialists gertler focal points) are to support and
advise on how to mainstream gender and other is®lated to the achievement of gender
equality.

The Bureau for Gender Equality itself also planaed implemented activities to achieve the
results that were directly within their responsiiil

During thegender mainstreaming projecupport provided by the Bureau for Gender Equality
included one-to-one consultations with gender fqoailsons and others responsible for the
Action Plan; collaboration on the development obddmes for many of the Action Plan
indicators; monitoring of process in achievementtivése indicators; as well as capacity
development through folknowledge sharing workshapa fifth workshophad been planned to
take place in Santiago, Chile, but did not matisgalprobably because of other priorities in the

18 http://www.fao-ilo.org/fao-ilo-home/en/?no_cache=1
7 http://ww.fao-ilo.org/more/workshop/papers/en/
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region. Theknowledge sharing workshoperved to reinforce skills, and management rolés an
responsibilities for implementing and monitoringgeets of the Action Plan for Gender Equality
(see below).

Through project support significant work was undertaken to movenvezd on establishing
enabling institutional mechanisms within ILO forngker equality. With HRD staff members,
efforts were made to establish baselines for thdicators and identify strategies and activities
to help achieve progress, taking into account tResktategy presented to the Governing Body
in November 2008 and HR'’s new 2009 strategy. Intemidefforts were made to identify entry
points for mainstreaming gender into new initiasiv@ ongoing activities of HRD, in order to
promote progress on baselines of the Action Plarevialuate the results areas under substance,
the evaluator had access to the indicator sheeatdamed by the Gender Bureau for each of the
indicators under this set of results. These indicaheets are kept and updated regularly by the
Gender Bureau to monitor progress towards the aehient of the nineteen indicators under
the Enabling institutional mechanisms for gender edyaiésults areas of the Action Plan —
namely indicators on staffing, substance and utsihal arrangements. Although progress
towards the achievement of indicators undabstanceand institutional arrangements was
examined, full details of achievements will be magtailable through a Strategic Evaluation on
the Action Plan by the end of 2009.

5.7.2 Support for gender dimensions in ILO’s RBM sgtems through four knowledge
sharing workshops

A consultant with expertise in knowledge sharingkea closely with the Bureau for Gender
Equality to explore the linkages between "gendex &nowledge sharing”, focusing on how
both require a change in attitude. The Gender Bume@nducted a baseline mapping on
knowledge sharing in the ILO Gender Network as padeveloping an overall ILO knowledge
sharing strategy.

For the implementation of the Action Plan, it wasagnised that platforms for dialogue must
be opened within the ILO and within units respolesfor certain aspects of the Action Plan. In
order for ILO staff to engage with the Action Plaimey must understand who is responsible in
their respective technical areas, plan how to implet the Action Plan, and have the
negotiation skills to be able to tackle power lielad.

The ITC was involved in organising two out of tteuf knowledge sharing workshopdong
with the Bureau for Gender Equality, with the int&iional consultant as facilitator. At ITC, one
workshop took place in English and the other imEhe

A considerable effort was made by the Bureau fomdee Equality and the Gender
Coordination Unit at ITC to invite a wide variety O staff to attend these workshops from
high-level officials to administrative staff, ILOegder focal points in ILO headquarters and
field offices, and ILO staff with responsibility foRBM. It is estimated that at least 92
individuals attended thkenowledge sharing worksho25 participants at an English speaking
workshop in Turin; 12 at a French one; about 28i@pants in Beirut; and 30 in San José,
Costa Rica- including ILO Constituents).

Innovative and novel workshop approaches were usetljding creating space for issues to
emerge without imposing agendas; peer-to-peer itegirand conversation and exchatige
Participants were informed about the interrelatibatween organizational-wide gender

18 A summary of the approach and methodology uséldese workshops is availablehdtp:/i-p-
k.co.za/wordpress/allowing-human-ingenuity-to-udftdcilitating-transformation-in-living-systems/
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mainstreaming initiatives and their own respongibiMWho is responsible for the Action Plan
implementation was explored in depth. Space wasngio participants to exchange experiences
on mainstreaming gender and share positive inigatthat had appeared to work along with the
challenges they face. A major output of the worlshwas that each participant left with their
own individual action plan to further the implematitn of the ILO system-wide Action Plan.
Each individual follow-up plan identified practicactions to be taken at three levels:
individually; with cooperation from others in theiffices or among other participants; and with
Senior Gender Specialist and/or the Bureau for @eBduality.

Theknowledge sharing workshap Costa Rica was slightly different to the otkiaee, in that

it brought together ILO’s tripartite constituents well as ILO staff and gender focal points
from the region. How to mainstream gender and wooke closely together to promote gender
equality and women’s empowerment in the sub-regemder was also an objective.

5.7.3 Effectiveness of the knowledge sharing worksps
5.7.3.1 General appreciation of workshop methods

Apart from the Francophone workshop (which was Yattended), there was an overwhelming
positive response to theowledge sharing workshapBhe workshop evaluations revealed that
participants appreciated the avant-garde appraattiettopic and there was a general feeling of
pride that ILO was a progressive modern organisatioving beyond traditional workshops to
change management processes. With the innovativetraditional workshops methods,
participants reported that they not only learnedualyender mainstreaming, but they changed
their attitude around how knowledge flows and hovatilitate workshops.

Participants absorbed new workshop methods, whidy tare already implementing. For
example the Senior Gender Specialist for the ILO-fagional Office for Central America used
the methodologies in her follow-up workshop in @oRica. Gender focal points now use many
of the workshop methods in workshops subsequemggrosed themselves (e.g. “world café”
and “fish bowl debates”). Many newly-appointed gendocal points found the workshops
useful, particularly those fairly new to ‘gender insreaming’. The popularity of the
methodology used in thenowledge sharing workshopsevident from the ‘buzz’ they created
throughout the ILO. It is indicative that the knegbe sharing consultant is now fully-booked
with invitations to conduct similar workshops offfelient ILO topics.

5.7.3.2 Examples of initiatives to implement the Aon Plan for Gender Equality

The Employment Sector of ILO has developed thein @vategy for gender mainstreaming in
the employment sector in line with all the key tesareas of the office-wide Action Plan on
Gender Equality?

One very proactive follow-up attempt within the ILEmployment Sector is evident from the
gender focal point for ILO/CRISIS. Along with cadlgues, this individual identified activities
for her unit in line with the ILO’s Gender Equalifction Plan, and developed a strategy for
ILO/CRISIS around the expected outcomes and indlisatA gender related needs assessment
of ILO/CRISIS was undertaken in May 2009, to idBntgaps and training needs of

The key results areas are:

1) Enabling institutional mechanisms for gender edyati the organization — namely staffing, substaacd
institutional arrangements;

2) Gender equality result areas of the Programme & Bugig08-09 strategic objectives

3) The Joint Immediate Outcome on “Advancing Gendardtty in the World of Work” from the P&B 2008-
09.
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ILO/CRISIS staff. The focal point also liaised withe gender focal point for the ILO
Employment Sector to schedule training togethergehder audit of ILO/CRISIS has been
planned for early 2010.

The workshop in Costa Rica was reported by thed8gbender Specialist to be the beginning
of a discussion process in the region and linkeustmy of labour, with trade unions, employers
and ILO staff. The respective roles on implementatgpur aspects of national action plans on
gender equality were clarified. In the evaluatiémhe workshop in Costa Rica it was stated that
exchanging materials was highly appreciated byaitticipants. Reaching the objectives of the
workshop was rated highly by participants as wasi@g how to integrate a gender perspective
into participants’ respective organisations. Prafmay materials sent prior to the workshop,
such as information on the objectives, contents mmethods, was rated the lowest in the
workshop evaluation. The outcomes from the worksdm@pvery much in line with the focus on
capacity development for constituents in the ILQidwe Plan for Gender Equality.

The Senior Gender Specialist for the ILO Region#fic® in Beirut stated that the Beirut
knowledge sharing workshap February 2009 generated a lot of energy arompdementing
the Action Plan, particularly amongst young and rie® officers. A clear indication of the
‘buzz’ and interest in gender issues generatedhbyworkshop is evident by the increased
request to the Senior Gender Specialist for ILOdgenools, presentations, gender indicators,
CDs, technical support etc. This is in line witlsgecific indicator undeBubstancén the ILO
Action Plan on Gender EqualityProportion of research methodologies and tools adding
gender issues applied in technical work.

The Senior Gender Specialist has indicated thatgee Inumber of the commitments made by the
staff are underway or have been achieved and susedathe impact of the workshop as
follows and with some examples:

- It allowed for the gender mainstreaming mentorihgyaung technical cooperation ILO
staff. For example integrating gender into vocatldraining, enterprise development etc.
as is expected under Strategic Objective 2 ofltlkeAction Plan on Gender Equality

- It facilitated joint activities around existing tatical cooperation projects. For example
training needs assessments for enterprise develdpred training workshop on
cooperative develop in Lebanon. This is in linehwitne of the indicators under
Substancedn the ILO Action Plan on Gender Equalitylncrease in extent to which
technical cooperation projects/programmes have gengainstreaming

- Gender focal points have been very active in Je&osayemen, and Kuwait City. For
example, three months after tkeowledge sharing workshpp UN workshop on gender
mainstreaming took place in Kuwait, lead by onehaf workshop participants. Training
materials on women enterprise development weretaddyy the enterprise Specialist for
Yemen. A workshop participant provided gender-eglgbroject support to a subsequent
related workshop in the Occupied Palestinian Tawritalso supporting indicators under
the “substance” results area of Action Plan and the overall emighas capacity
development for ILO constituents)

5.7.3.3 Factors contributing to/curtailing the outomes ofknowledge sharing workshops

Many participants at thenowledge sharing workshopsturned to their offices and shared the
outcomes of the workshop with their ILO colleagudany had the intention of following up as
soon as possible. Some interviewed during thisuawi@in did so in as far as they could and with
renewed vigour. However, in many cases, other fackere at play, such as a lack of support
from managers to actually implement measures pthndeother major factor impeding
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progress is the lack of time to implement planneiivdies. Although gender focal points are
meant to act as catalysts rather than being regperisr implementing gender mainstreaming,
they are often left ‘to do’ gender mainstreamingn@er focal point tasks are seen by managers
as ‘add-on’ tasks rather than part of their corekwo

Many factors hindered the plannkowledge sharingvorkshopoutcomes as being effective in
integrating a gender dimension in ILO’s core RBMtsyns. For example:

= The lack of some mid-senior management prioritisatif gender, generally. The problem
is not that gender equality concerns are not seeémportant, but their prioritisation is
low on the list of priorities. For example, gendasuality issues are given the last 15
minutes of attention in meetings.

= Although most ILO staff would appear to have ingdised messages relating to gender
equality, structural and reporting procedures sitled to be addressed and can be
forgotten about in the general pressure of ILO wde Reporting mechanisms, such as
mission report formats, ensure that officers reporthow their activities linked to the
immediate outcomes of the Programme and Budgey, doenot normally stress how
gender was approached.

= Performance related to gender is not appraisedepsopr consistently. An officer is
mainly appraised on the results of the programneeosthe is supporting. Ignoring gender
equality concerns is one place that if s/he faillse will not be reprimanded.

= The term ‘gender mainstreaming’ is still difficditir many to grasp. Many grapple with
whether by ‘mainstreaming’ they are still allowedhave activities that focus exclusively
on women ‘catching’ up. Many attempts at gendernstaeaming result in gender
mentioned everywhere but often in a meaninglessevgy“gender will be mainstreamed
in this activity”.

= In principle, senior gender specialists should be pf the regional support groups for
DWCPs and involved in the formulation and review BWCPs, although their
involvement may vary as they may be stretched mmgeof the regions they are
covering®® GFPs may not have the opportunity to contributddWCP if they are in
junior positions. The Action Plan had an indicatarincreasing the numbers of GFPs at
P4 level or above. There was an increase from 48%7€6 during the Action Plan
implementation period at headquarters, but a deerram 18% to 16% of GFPs in field
offices.

= The capacity of ILO constituents to ‘mainstreamhder is also an issue. The ability to
mainstream gender is not on the agenda when chippaittners in technical cooperation,
although efforts are being made to ensure partthevelop the capacity to mainstream
gender in many regions.

= The general lack of knowledge on RBM is a hindraroereporting on gender
mainstreaming.

5.7.4 Focus on “Staffing” results area of the ILO Ation Plan for Gender Equality

Through DFID funding, a renowned expert on gendet arganizational change was hired
during the project period for 62 working days, taide with the ILO Human Resources
Department (HRD) to contribute towards the “staffimesult area of the Action Plan. In 2008,
the consultant worked with each relevant HRD stafimber to help establish a baseline for the
indicators in the Action Plan that HRD are accohlgdor, and identify strategies and activities
to help achieve progress. Four staff members in kiRPe appointed by the HRD Director as
liaisons for the seven indicators related to staffiln October-November 2009, the Consultant
will review progress and gaps in implementing tHe[Hrelated strategies and activities for the
Action Plan. In addition, she will review managemkzarning tools used by HRD to develop

20 GENDER participates in the DWCO Quality AssuranceMsism in headquarters and reviews DWCP drafts.
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ILO management capacities and suggest revisiomsctwrporate a gender dimensfariThese
management aspects are key, as many gender foicdt @mbill complain about the lack of
support to mainstream gender from their managers%s7.3.3 above).

The Consultant for the “staffing” result area oé tAction Plan produced a succinct report on
her activities and the challenges encountered wiiligested recommendations to overcome
these. The consultancy report includes three usefalnstreaming tools and notes on

mainstreaming gender in management training madefie report was shared with HRD.

Although not all the indicators were fully agreeetkeen HRD and the Gender Bureau, the
report produced by the Consultant regarding thelteeareas on “staffing” was comprehensive,
leaving few stones unturned. During this evaluattiempts were made to meet with HRD and
discuss which recommendations from the consultaepert they accepted and implemented.
To date, it is unknown whether recommendations hlbeen taken on board or not. By
December 2009, how progress has been made in atdragender in HRD based upon the
suggestions developed in consultation with HRD hél/e been collected and evaluated in full
for the Strategic Evaluation of the Action Plan.

5.7.5 Baseline definitions for ILO Action Plan on @nder Equality

Some interviewed for this evaluation concurred thatAction Plan for Gender Equality itself
has too many indicators and this should be bormeiiml if developing another Action Plan. For
the Key Results areas under “enabling institutionathanisms” section of the Action Plan, the
nineteen indicators will be evaluable. The ActidarPhas two other Key Results areas (Gender
equality result areas of the Programme & BudgeB820® four strategic objectives and the Joint
Immediate Outcome on “Advancing Gender Equalitythie World of Work”). Reporting on
indicators from these two Key Results areas willttm®ugh the P&B Implementation Report
2008-09. Some of the gender related achievements gat “lost” because of the succinct
nature of P&B reporting.

Considerable analysis and work was undertaken tabkesh baselines for all the indicators
related to “substance” and “institutional arrangetat(as well as “staffing” mentioned above).
Corresponding strategies to achieve them were stegyeThis is labour intensive work. One
ILO officer coordinated these activities and througe DFIDgender mainstreaming project
consultant was hired on two occasions (July 2008 amy 2009) to help compile data,
definitions for baselines and develop methodologfes measuring indicators for the
“substance” and “institutional arrangements” resalteas of the Action Plan.

Having funding available through tleender mainstreaming projeetlowed the Bureau for
Gender Equality to collaboratively develop basdif@r indicators in the Action Plan’s result
areas on “institutional arrangements” and on “satst”, and support sections of the ILO
accountable for these indicators. Given that sohtleecindicators and targets in the Action Plan
were vague, and many did not have baselines agahish to measure progress, this work is
detailed enough and structured to allow progressnny indicators to be measured. Although
it is evident that progress has been made, fullidewill be known by December 2009 (with the
strategic evaluation of the Action Plan). Nevertisslsome examples of progress include:

e In July 2007 five out of ten ILO donor partnerslaigreements that were operational
included provision for gender mainstreaming; byyJ2009, six out of nine included
specific provisions for gender mainstreaming.

e By July 2009, the percentage of active extra buatgetechnical cooperation projects
that were classified as “none” in terms of havingeader mainstreaming approach (in

21 gpecifically the “Performance Management Frameivtkt for managers, the Management and Leadership
Development Programme (MLDP) and/lanaging Yourselinodule
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the IRIS computerised management information systead decreased from 28% in
May 2008 to 24%.

* By October 2009, the number of ILO field officestlwaut a gender focal point had
decreased to two offices from eleven offices ineJAB08. There was also an increase in
the percentage of male GFPs (a 3% increase).

e By July 2009, the English, French and Spanish wessiof Standing Orders of the
International Labour Conference contained 138 desaler-biased words. Amendments
to the text had been adopted by ILO at th&s@%sion in 2008, after having been
approved by the Governing Body at its 38&ssion in March 2008.
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5.8 Efficiency of resource use and effectiveness of management arrangements

5.8.1 Efficiency of resource use

The DFIDgender mainstreaming projeptovided the Bureau for Gender Equality with atot
budget of USD 917,160. The project is anticipatfoi delivery of allocated resources by
project closure with no under-spending. This is aghievement given the short project
implementation period (June 2008-December 200Qures for exact expenditures for each
item of the gender mainstreaming project were nainened, although the project financial
status and expenditure details for each ILO resiiern were studied. Just under a quarter of
the funds were spent on seminars and workshopaditgplevelopment activities), which is not
surprising given the emphasis on capacity developrire the project The project manager
agreed that roughly two thirds of the funds werensn the outcome related to stronger ILO
gender contribution to the UN, and the other thjpdnt on the RBM outcome.

Although the original plan was to spend funds eguah the RBM and PGA outcomes, for

various reasons more funds were allocated to PGiomes. PGA support was in high

demand, with many requests coming in from counftfices and UNCTs. On the other hand,

entry points for RBM activities were fewer and regqd more consultation with ILO units and

offices. Moreover, activity planning under the RBMtcomes had to be carefully considered, to
ensure that the Gender Bureau did not end up wakdegtthe task themselves, (to fit inside the
project timeframe). For example the Gender Bureanstated and paid for the ILO Evaluation

Unit's Guidelines omimainstreaming gender in project evaluations

It is important to highlight that the Gender Bureaas to provide supporto other ILO
units/offices to implement activities in the Actiddlan that were within the individual
units/office realm. Providing such support requiiatensive consultation and collaboration
with key catalysts within ILO, which is more costily terms of time rather than funds. In
particular the work involved in setting baselinasd aindicators for enabling institutional
mechanisms for gender equality in ILO was laboud d@me intensive. For instance,
considerable efforts were required to collaboraith &wnd support HRD on staffing aspects of
the Action Plan.

Without the funding from thgender mainstreaming projedhe Bureau for Gender Equality
would not have been able to answer the demandeogrthund, i.e. train UN facilitators on the
PGA methodology in seven countries or support tkéof Plan implementation. In terms of
impact, the workshops provided value for moneymasy subsequent PGAs were organized
and resourced independently afterwards (withoutdgemainstreaming project support) and the
knowledge sharing workshopenewed efforts for gender mainstreaming amongshes
attendees as well as clarified responsibility fer Gender Equality Action Plan implementation.

The key resources required for the PGA training wees cost of sending the PGA trainers;
opportunity costs for ILO headquarters-based sta$f preparations for country-level PGA
events were considerable) and in-kind costs of $it&df working locally, along with workshop
venue costs. Linking to the UN Gender Groups andarking considerably, it can be said that
financial and human resources were allocated gicatiy for the ILO’s contribution to the UN
Delivering as Oneutput.

The cost of hiring the consultant for tkeowledge sharing workshop&s considered high, but
the results would appear to justify the expenditure
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Many interviewed for this evaluation commented #agagement with ITC-Turin is expensive.
Working with personnel from ITC to provide trainiimg partner countries is more costly than,
for example, hiring an international consultanptepare and conduct a training of facilitators.
Sometimes the added value is unclear. ITC on ther dtand must cover their staff salary costs,
because they only get 20% covered by regular buldgets and are expected to operate in a
business-like manner. However, in terms of allexptiesources strategically, using staff from
ITC helped to develop their capacity on how the P@éthodology can be used in new UN
delivery mechanisms. ITC currently offers a fiverdieining of PGA facilitators. Following the
practical experiences of training facilitators tmplement a gender audit of UN Joint
Programmes (as opposed to a gender audit of anisag@n), ITC could probably offer such a
training course in the future.

5.8.2 Effectiveness of management arrangements

An overall project coordinator managed tipender mainstreaming projecthe position was
partly paid through theroject. A Gender Specialist, paid through the regular budgersaw

the RBM component. A Senior Gender Specialist stpdothe PGA component. Given the
number of activities that took place in the shampliementation time, thproject must have
been logistically difficult to arrange and implenehhe projectwas reported by many involved

to have been effectively managed by the projectagan who was quick to respond to requests
for support and follow up on activities. Instituti, technical and human resources were used
strategically to implement the project, with margsicsharing mechanisms put in place. The
project manager liaised regularly with the BureauHRrogramming in ILO and the DFID PFA
Project Steering Committee. GENDER’s component achministratively independent.

Theprojectalso included a self-evaluation element. Thosectirénvolved prepared reports on
their own performance and the project performanitieinvtheir areas of responsibility.

Monitoring of the RBM outcome was extremely systeBoadly undertaken by the coordinator
of the Action Plan for Gender Equality in the Burdar Gender Equality.

Tracking of progress around the implementationhef PGA was not so effective. Monitoring
and evaluation is of particular importance in pikatiatives such as training UN teams on the
ILO PGA to strengthen gender mainstreaming in Jaid Programmes. Results and the
subsequent learning process will form the basigdplication. The monitoring and evaluation
process was not given enough attention by the @rgyeobably due to the range of gender audit
activities taking place during the shprbjecttimeframe. In some cases, gender focal points and
the Regional Gender Specialists helped to followamd monitor progress. However gender
focal points are stretched in terms of time they davote to monitoring and follow-up and
Regional Gender Specialists are stretched in tefrtige range of countries they must cover.

Four of the seven countries of PGA focus were ndd-tesident countries. This meant that
there was no-one in particular from ILO to folloyw-on the process on the ground, attend UN
Inter-agency meetings and push the agenda furtitereport back. In countries where ILO is

non-resident, technical cooperation staff feel lmagted in terms of reporting on their own

project, and do not have time to attend meetingseport on the implementation of PGA

activities. A concrete attempt was made by the 8urlor Gender Equality to document the
process in adapting the PGA to the JPs in Mozaneband Tanzania. Unfortunately due to a
personal tragedy, the international consultant livee was unable to complete this monitoring
process.
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5.9 Sustainability

5.9.1 ILO contribution to UNDAF, PRS, JAFs, “Delivaing as One”

All those interviewed in Malawi and URT who pantieted in the PGA training of facilitators

reported that their capacity has been strengtheretithey felt they could probably continue to
implement the PGA if requested (beyond the prgpbetse). Some ILO constituents in URT and
Zanzibar (and two General Services staff in Malawported that they may require refresher
training at a later point. However, without exceptiall interviewed for this evaluation highly

praised the training of facilitators workshops dhd approach taken by the PGA facilitators.
The Malawi UN Gender Group reported that they fiettre confident providing comments on

the UNDAF.

Although immediately after PGAs are conducted, az4) around gender is created, it is
important to question how long such a ‘buzz’ wabt with full workloads of many staff, and
the time they feel they can dedicate to gender ldguariorities often fading. Monitoring
systems set up to ensure proper follow-up of gewederponents in projects and programmes
are not always enforced. Key gender supporters ftdish Agencies or on UNCTs finish
contracts or are promoted to other offices. Systemst be put in place to institutionalise
memory around a PGA so that UNCTs continue to aselts as a baseline. Setting up such an
institutional ‘memory’ system for the UNCTs can pably only be organised through the
United Nations Development Group (UNDG).

Partnership with UNIFEM and UNFPA helped to sustaimd follow through on plans.
However, inter-agency rivalry sometimes exists lo@ ¢jround and leads to under-reporting.
One criticism of the new UN aid delivery mechanisimghat the modalities and principles
adopted by theDelivering as Onepilots can increase barriers to effective paréiign of
national partners working on gender equality. Duirthe training of facilitators, thgender
mainstreaming projecstrongly encouraged UN Agencies to invite theirioral counterparts,
who would subsequently be involved in gender angitor organise an audit of their own
organisation. National women’s machineries and stiigis of labour were invited in many
countries. In Malawi, representatives of the Minisif Agriculture were invited by FAO, and a
representative of the National Red Cross was idvilg UNHCR. Involving more national
partners will help to sustain capacity for gendadits at the country level.

A PGA takes, more or less, two weeks full timetfe audit facilitator including team meetings
to plan. This is a lot of time and a big commitmfartinter-agency gender groups to coordinate.
Individuals who already have a full-time job (eithdN staff or constituents) are often not able
to put in the work to conduct gender audits. Norehthey time to consolidate findings so that
they can be presented in a way that feeds intaccyokking and future programming (and
ultimately into the UNDAF, PRS and JAFs). In mogiuetries, some national trainers
(freelance or from training institutes) were inditdo the PGA training. Although the
responsibility for gender mainstreaming lies witie tUNCT, UN Agencies themselves and
partners, in reality, an increased utilisation afional consultants for gender audit work would
relieve the pressure on permanent staff who hamielil time and must work on other core
areas. Gender specialists, or the UNCT could oeesseh work.

There is huge potential for the PGA methodologpdareplicated amongst national partners in
future work in many of the seven countries andasostl. Many partners of UN Agencies have
been introduced to the PGA methodology. For exaniplMalawi the Chair of the UN Gender
Group reported that theéentre for Alternatives for Victimised Women andld@an in Blantyre
are conducting a gender audit focused on gendedbaslence in the workplace. In Zanzibar,
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the Ministry of Labour, Youth, Women and ChildreritwUNFPA support are conducting
gender audits at the ministries of Finance andMi@stry of Health and Social Welfare. If
adequate resources (including time and funds), warailable for ILO Senior Gender
Specialists in the field, field office gender foqaints, the Gender Bureau and perhaps ITC
gender experts to follow-up, the process could baitored and ILO could remain an active
player in the process. Gender focal points wouk aéquire management support from their
ILO country office.

The PGA methodology was revised to align bettehhe joint programmes and/or the UNCT
as the primary level of analysis rather than irdlral agencies or units. To sustain these
modifications it would be important to publish addified’ version of the PGA manual.

The “Gender at the heart of decent work” campaigs wtrengthened through th@ender
dimensions of agricultural and rural employmentffelientiated pathways out of poverty”
(Rome, 31 March—2 April 2009) workshop. The workshesulted in a stronger ILO-FAO link.
The follow-up process is institutionalized with ange of inter-agency documents in process.
Reference to decent work in rural youth employmest been noted in various documents
produced by FAO (terms of reference, reviews) stheeworkshop. The workshop also was an
important step in getting gender dimensions and#eent Work Agendaccepted by the wider
academic audience.

5.9.2 Gender dimensions integrated in ILO’s core RBI systems through Action Plan

Through theknowledge sharing workshopsganised through this DFIBender mainstreaming
project the capacity of about 80-90 ILO staff/constitisehfis been strengthened, which should
help ensure they continue to mainstream genderngeyoe gender mainstreaming project
phase. Although some ILO staff would have prefemexe technically-oriented discussions at
theknowledge sharing workshopaany ILO staff who attended tieorkshopgeturned to their
offices with a determination to mainstream gendetheir programmes. The main problem in
doing so lies with the priority of senior managearsl their support for gender equality as an
essential component of other development goals.

Regardless of whether all the work undertakentfer'Staffing’ results area have been taken on
board by ILO, the recommendations and suggestioreduped through thegender
mainstreaming projectemain very relevant for a continued focus on dngbinstitutional
mechanisms for gender equality within ILO.
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6. Conclusions

The gender mainstreaming projecontributed and built upon progress made by thee&w for
Gender Equality in mainstreaming gender over thst @& years. The Bureau for Gender
Equality was well placed and ready to implemerdrage of activities relating to both outcomes
in the revised DFID/ILO PFA, namely:

Outcome A: Stronger ILO contribution to UNDAFs, Rand Joint Assistance Frameworks,
includingDelivering as One

Outcome B: Gender dimension is integrated in ILQ&sre RBM systems through
strengthened implementation of the Action PlanGender Equality.

ILO’s resources are relatively limited comparedhwihe need and demand for gender related
support. The DFIyender mainstreaming projecbntributed tremendously to the efforts of the
Bureau for Gender Equality in mainstreaming gerut#th in the ILO and in the UN reform
process in seven countries. The number of UN estittho have requested ILO assistance for
gender audits, but are willing to bring their owmding, is a clear indication of the demand for
the Gender Bureau’s services and tSolshe DFIDgender mainstreaming projefiicused on
Africa, but many countries in Asia are also reqngssupport from the Bureau of Gender
Equality. Funding foDelivering as Onas now available through the MDG Fund, and there is
likely to be more requests for ILO gender maingtrieg support from other pilot and “self-
startef Delivering as Oneountries.

At the IANWGE annual meeting in February 2009 sinibteworthy that three out of ten items
on the agenda related to the ILO and gender maarsing efforts. It is evident that the profile
of ILO (as having something to contribute and shareelation to gender in the UN and
UNDAFs) has increased due to the practical on-tleetgd contribution of ILO via the PGAs.
The gender audit was reported by many to havedfikegap on how to practically and
effectively establish a collective baseline at th¢ country level; or at the UN agency level,
identify challenges and recommend ways of addrgdsiese challenges; as well as helping to
document good practices towards gender equality iflcrease in requests to the Gender
Bureau for trainings of gender audit facilitatoreyddes evidence of ILO’s gender profile.

The Gender Bureau has competence in supporting PT#es PGA training of facilitators is
highly appreciated by many of the stakeholdersriiggied for this evaluation. While the
training of facilitators to undertake a PGA was sidered excellent overall, there is still room
for improvement. For instance, some participantd RT indicated that an extra (fifth) day for
planning should be included in the training workshoThere was general agreement that the
PGA gave individuals with a background in genddraanework to pursue gender equality
concerns and mainstreaming within their agencibess& individuals with less of a background
in gender analysis, require further mentoring.

Different structural approaches can be pursuethBPGA. For instance, in URT audits of joint
programmes took place, whereas in Malawi, auditdfAgencies took place. Outcomes from
PGAs of joint programmes are mixed within differeatuntries, and could reflect leadership

22 During the FAO/IFAD/ILO workshop on the gender @imsions of agriculture and rural employment, th©Fahd
the gender coordinator at World Food Programme (Wéthally requested assistance for FAO/WFP in @i to
undertake gender audits. Both agencies are preparesk their own funds, if they have access to'$ledpertise in
PGA.
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support issues in conducting the audits, and theereence and seniority of gender audit
facilitators. Whilst the outcomes to date were grea Malawi, it is most likely that this is not

due to ‘what’ was audited. Nevertheless, condudd@As of joint programmes faces different
challenges to audits conducted in UN Agencies. fidgpthe PGA methodology to JP

modalities can be time consuming and requirestti@facilitators have a solid knowledge of
the various elements of the joint programmes. Qutireproject the Gender Bureau and ITC
developed their own capacity on how the JP proses®eks in various countries. ILO could

usefully develop a compendium with lessons leas®dar, to help other countries with JPs
implement PGAs.

A wide range of positive outcomes (e.g. trainedilifators, improved skills, inter-agency
understanding, self-directed follow-up plans) canidentified as a result of the gender audit —
this was particularly the case in Malawi. At the Wgency level, the gender audit process led
some Agencies to identify novel and useful mechasiso advance gender equality. These
included establishment of gender mainstreaming cittees/taskforces, on-line resources, new
positions dedicated to gender, and conducting geaddits with/of their partners. It was
indicated that there may be a scale issue in tefrtige office size and their ability to implement
the recommendations from PGAs. However, small efficcan contribute to gender
mainstreaming if there is senior management comemtmas evidenced by dedicated budget
lines and resource commitments.

The PGA can contribute to broader UN efforts tomateam gender jointly — this was evident
in Malawi where the entire UN system has movediSigantly forward in terms of gender. The

PGA training and audits can have indirect positeffects of strengthening relationships
between the UN Agencies and reducing the levelragrientation. As a result of working

together on the gender audit, a UN gender groupfeeihmore empowered to contribute to
mainstreaming gender in the UNDAF. The consolidgfedder audit reports can help UNCTs
become more systematic in terms of working togethed provides baselines for progress
monitoring.

The ILO’s visibility has increased considerably &ese of thegender mainstreaming project.
Clearly projects such as thgender mainstreaming projeatan facilitate ILO’s broader
objectives even when ILO is a non-resident agen@yaountry.

Whilst many UN staff have developed their capatitsough gender audits, the capacity of
‘partners’ who implement programmes remains weae fender audit exercise amongst
constituents in Tanzania and Zanzibar was partbcesssful. Some constituents still require
support to conduct a gender audit following théntrey of gender audit facilitators. Generally
more capacity development for partners is requiltedould be important to ensure that gender
audits amongst constituents are demand drivenatdht audits build organisational ownership
for gender equality initiatives.

The timing when gender audits take place is clitiRaports from gender audit exercises must
be ready in ample time for discussion with UN staffd their partners so that subsequent
changes can be integrated into the next workplateciore focus on gender sensitive targets
and indicators is required. Many individuals faa®hjfems in developing gender sensitive
indicators. Having gender equality concerns as amdshg agenda item for every joint
programme is a good practice. In URT there wascamenendation that the gender audit
become a regular event for joint programmes andabglts used as a baseline.

A joint programme on gender is planned in Ethiopial Malawi. In some countries it was

recognised that having a joint programme on gend®nstreaming can ensure that a budget is
in place to implement future coordinated actionsother countries, it was thought that a joint
UN programme on gender will allow other JPs to igngender and leave it to the JP on gender.
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There is potential for learning between UN Agenaeasd countries regarding good and useful
practices for follow up to the gender audit. Thase potential to further stress the
complementarity between the UBtorecardand the ILO PGA methodology.

Sustainability around implementation of the genaledit recommendations is not guaranteed
because of the other work commitments of gendealf@oints. The high turn over of
international staff based in UN country officesoalesults in institutional memory loss.
Champions of the PGA methodology are required atdbuntry level, and a strong group
(either through strong support from the UNCT orotlgh an effective inter-agency gender
group) who will see the process through is necgsd4dXIFEM, UNFPA and UNICEF have
been very supportive in many countries. Collaboratin gender equality issues is more likely
in countries with effective inter-agency genderugp® exist and meet regularly. Interagency
gender groups can ensure gender is mainstreantiee WNDAF.

It is important to stress that ILO also has its ostrategies for placing gender issues on the
national agenda through tBecent Work Country Programme3WCP) - the main vehicle for
delivery of ILO direct support to countries. ILOGuidebook forDeveloping and Implementing
Decent Work Country Programmsesseshat DWCPs are to be gender-respon$ive.

Through the gender mainstreaming projecthe Bureau for Gender Equality made a
considerable attempt to highlight tH@ecent Work Agendauring a major international
workshop on gender and rural employment issuesniggd jointly by FAO, ILO and IFAD.
The Decent Work Agendaas a major theme during the workshop, with mauwylifators from
FAO referring to the pillars of decent work. Therkghop resulted in a commitment between
FAO and ILO to work together to address the outmiethe workshop. A range of inter-
agency policy briefs are being prepared on pricsityas identified during the workshop. The
workshop also resulted in a strong commitment betweAO and ILO to work more closely
and systematically at the field and operation lemelgender and rural employment related
issues. This process contributed towards discussind outlining a division of labour regarding
gender and rural employment issues between FAO Ia@qd which should help to avoid
duplication of work in the future.

For the implementation of the Action Plan on Gendquality, the Gender Bureau supported
the establishment of procedures for strengthenebliexy arrangements and supporting the ILO
gender network and others to realise gender relat®ats, whilst also developing capacity of
those with assigned responsibility for gender nia#iasning and encouraging them to develop
guidelines and tools for their area of respongibilFor example the Gender Bureau supported
the translation into Spanish and French of a 14 gagdance note on how to consider gender in
monitoring and evaluation of projects. Over 90 Ils@aff/Constituents attended innovative
knowledge sharing workshopan the Action Plan for Gender Equality. Novel wdrép
approaches were used, including creating spadsgoes to emerge without imposing agendas;
peer-to-peer learning: and conversation and exahahgere was generally a positive response
to theknowledge sharing workshoparticularly amongst younger ILO staff, with maiojiow-

up activities.The French workshop was the least successful becafuthe small numbers.
However the workshops in Beirut, San José and thgligh workshop in Turin made
considerable impact on participants who attendetd miany follow-up initiatives planned and
implemented.

The fourknowledge sharing workshomsganised through thgender mainstreaming project
were an effective mechanism to convey RBM messdgesn discussion with some workshop
attendees it is evident that their managers’ sugpasne of the critical issues for them, when
attempting to implement their follow-up plans. M@mphasis must be placed on the support
from ILO senior managers, who may often subtly madvertently keep the Action Plan for

2 http://www.ilo.org/public/english/bureau/programich/download/guidev2. pdf
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Gender Equality off the agenda. More efforts aguired to continuously stress the importance
of gender equality concerns in reaching wider ILfcomes.

RBM is a process and its implementation is an amgyeiffort and will not happen overnight. In
this respect, the Bureau for Gender Equality hademm@ogress. The Bureau has introduced a
gender mainstreaming strategy within a resultsdb&sanework. This is a positive step and is
part of the process towards accountability and aesibility for gender mainstreaming.
Evidently indicators will improve in the next plang framework.

The knowledge sharing workshop Costa Rica brought together some of ILO’s &
constituents around the topic of gender mainstnegnirhe respective roles on implementing
labour aspects of national action plans on genglealéy were clarified. Th&nowledge sharing
workshopin Beirut was reported to have initiated a vigoragsponse amongst younger
technical cooperation staff, with many organisindpsequent gender training in their areas of
work. In many ways the workshop also served as r@amtation for such staff. Ownership
around mainstreaming gender, and team buildingydoinger technical cooperation staff were
clear outcomes of the Beirut workshop.

Work on implementing the “staffing” results areatb& ILO Action Plan was initiated by the
Gender Bureau in collaboration with the Human ResesiI Department. A very thorough
consultancy report was prepared. It is unknown wwhiecommendations HRD have
implemented to date. Much work was also done arastablishing baselines and indicators for
the other Action Plan enabling mechanism. The Acktan is considered by many to have too
many indicators and this should be borne in mincewlkleveloping the next Action Plan.
Nevertheless progress has been made on targete ifirst half of the ILO Action Plan for
Gender Equality (enabling institutional mechanidorsgender equality in the Organization). A
more detailed picture will emerge by the end of208ith the strategic evaluation report on the
performance and progress in gender mainstreamiogigh the ILO Action Plan for Gender
Equality.

The gender mainstreaming projecivas effectively managed by the project manager.
Institutional, technical and human resources wesed wstrategically to implement the project,
with many cost sharing mechanisms put in place.itddang of the RBM output was extremely
systematically. There was less systematic moniooim progress in conducting Gender Audits
in the seven countries. This was particularly theecin four out of seven of the countries
involved, where ILO does not have a resident offenior gender specialists and gender focal
points in country offices require more time andorgses if they are to follow-up on the PGA
activities.

There are still many structural issues within ILRatt hinder the implementation of gender
mainstreaming as a strategy towards gender equralfibe world of work. Management support
is still lacking in some ILO units; partner’'s cajiss to mainstream gender are often weak; and
the pressures of day-to-day work often leave litibee for gender issues to be incorporated
particularly when gender mainstreaming is seen rasadd-on’ activity and no budget is
allocated.
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7. Recommendations

Mainstream gender in PFA from the start

The optimal way to integrate gender into donor mEghip agreements is to have gender
integrated into the partnership from the beginnimgthe DFID-ILO Partnership Framework
Agreement, gender only became part of the framewagrieement half way through the PFA
cycle. For future partnerships, it would be besintegrate gender into all outcomes from the
very outset, including the planning phases.

Recommendations on the UNDelivering as One, UNDAF, Joint Programmingputcome

Keep the focus on Decent Work and gender

Currently the PGA manual includes examples thatlabefocused. If a separate PGA manual
is being developed for conducting a gender audiiof programmes, try to keep a subtle focus
on decent work, so that decent work remains ormagfemda during the audit. This would help to
ensure that the focus is on gender equality coscexm they relate to decent work.
MainstreamingDecent Workis now a UN system-wide goal, so it may be appabprto
allocate funding to adapt the PGA methodology aradenials for training of facilitators on
gender and decent work for the wider UN.

Institutionalise PGAs with UNCTs

PGAs should become a central component of UN seffitaring work. They should take place
periodically, rather than as a one-off events. prexess should be institutionalised within the
UNCT. This should be done by making the PGA a cemgintary tool to the UNscorecard
and officially endorsed by the UND@®.O Directors can advocate on the role of the PGA a
high-level interagency UN meetings.

Ensure ILO gender specialists are involved in the NDAF drafting and revision processes
Even if ILO does not have a presence in a courgdyocate for gender specialists to be
included in the design of UNDAFs and if possibles@e ILO gender specialists participate
more frequently in the UNDAF process.

Involve more national partners

Involving more national partners in gender audiereises will help to sustain capacity for
gender audits at the country level. More natioratners should be invited to future gender
audit training of facilitator exercises. Mixing Udtaff attendees with partners at training events
proved effective. If partners are part of an ‘aimgjt team of a UN Agency, they also learn
much about the workings of their UN counterpart wicg versa. National partners contribution
should be supported by different agencies and dhmtl cost the ILO significant funds.

Involve more national trainers

Invite more national trainers or national consultato gender audit training of facilitator
workshops. Consultants are required to write thadge audit reports and pull together
recommendations. Permanent staff (from UN Agenaigsfrom ILO Constituent bodies) find it
difficult to allocate time to undertake this wotkvesting in developing the capacity of national
consultants is important, particularly for thoseodtave been working regularly with particular
UN Agencies. Such UN Agencies can pay a stipera reduced fee to consultants who attend
the PGA training of facilitators, arguing thatstadlso an investment for the consultants.
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Provide more financial support when conducting a geder audit

Because ILO introduces the PGA manual to many UiNiesy many UN Agencies believe that
ILO should also provide some financial support $ome type of follow-up. The evaluation
found that many gender audit trainees requirechéursupport and encouragement as they lost
momentum in conducting and finalizing their aud®hers required mentoring to undertake
aspects of the gender audits. Because gendergouab in individual joint programmes or in
individual UN Agencies already have sufficient tadk their day-to-day activities, support is
required in particular to hire national trainersfmelance consultants to help undertake the
audits, write the recommendations, and consoliflatings. One trainer/consultant per audit
team is recommended. Such a move indicates theegmiohalism required to consolidate
findings and make recommendations. It is probaldy the ILO that should provide this
support, but individual agencfésNevertheless it is useful if ILO has additionahdling to
support certain aspects of conducting a gendert,agdch as monitoring and mentoring.
Continue to fund such initiatives.

Provide support to the field gender network for moritoring the PGA

Provide resources to ILO Senior Gender Specidlistse field, field office gender focal points
and perhaps ITC gender experts to follow-up onRG& process. This will help to ensure that
ILO can monitor and remain an active player in @A implementation process. Gender focal
points would also require management support friegir iLO country office to allow them to
undertake PGA follow-up tasks in lieu of their atltities. Communicate from time to time
with directors and mangers at both field and headqus on the strategic importance of the
PGA so that managers will allow the release of H&alitators to conduct audits elsewhere if
requested. Learning about other organisations ¢ir@PGA also broadens and enriches ILO
staff.

Improve monitoring systems to track PGA facilitators and audits undertaken

At the national level there is a high staff turnowe UN Agencies (changes in programme
officers every 2-4 years). There is a need fordpatistitutional memory and ‘*handing-over’
mechanisms, including with respect to gender megasting. It is imperative to set up an
information database and monitoring system to trdakilitators trained in the PGA
methodology by the Gender Bureau. Encourage igeney gender groups to do so at the
country level. Try to improve ILO knowledge shariagross units and within units. Ensure that
field level gender focal points are fully on boakith any PGA activities. Their managers
should be encouraged to acknowledge their impodantributions to the process. Constituents
should see how ILO is following up on previous tiag>. With funding, the ILO Gender
Bureau could develop a platform for information ritige and maintain better rosters regarding
constituent capacity development around gender.

Whilst the PGA methodology itself implies that thein responsibility for subsequent gender
audits lies with the UNCT, or the UN inter-agen@nder group, and it can be argued that ILO
does not have a mandate to ‘check-up’ on the aodit$N entities, it is important for ILO to
monitor the process itself. The monitoring procebsuld in principle give the information
necessary to validate the effectiveness of the P@®Athodology regarding gender
mainstreaming in the URelivering as Ongrocess through follow-up of key indicators inteac
country (e.g. how many audits were subsequentlydected; how well written was the
‘consolidated report’ on the country audits; or wignificant changes could be attributed to or
could have been ‘sparked’ by the audit process).

24E.g in Malawi, UNICEF paid for 4 consultants tadertake this task

% For example. the on-line gender mainstreamingugtes from ITCILO in Tanzania and Zanzibar in 20@3-0
should have been acknowledged as being suitabteafoing of facilitators for the PGA It was only boincidence
that some of the same staff were involved in thedge audit process.
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Synthesise experiences to date and develop a gendadit manual for JPs

There is huge potential to continue to roll out #@A methodology in UNDelivering One
countries and others. Further support should beiged to roll out the PGA to UN country
teams to strengthen gender mainstreaming in JiEstoaprovide a synthesis of experiences to
date. Plans for producing a PGA manual with thevaaht adaptation to URelivering as One
should be implemented as soon as possible. Claphtify and quantify for each type of UN
Delivering as Onelelivery mechanism and each particular UN coor@namechanism, how
the PGA can strengthen efforts to mainstreamingdgennclude a section owhat should
happen nextafter an audit has taken place. The ILO should piteduce a short document that
outlines lessons learned to date. Publish a shionhsry brochure on how the PGA and the
gender equalityScorecardreinforce and complement each other. Update thesguiPGA
brochure to reflect its’ application for JPs andeQiN reform processes.

Develop a ‘quality control system’ for master PGA tainers

Along with monitoring the PGA, it would be usefud have funding available to develop a
quality control system for implementing the PGAeTidea of accrediting master PGA trainers
has been discussed by some ILO staff (along tles loi how the ILO Start Your Own Business
accredits master trainers), and it might be udefeixplore this further in collaboration with the
ITC.

Investigate whether the PGA can become part of thEEB toolkit

ILO should maintain the credit it deserves foriating and testing the gender audit tool. Ensure
ILO logo and visibility in a modified PGA manual oever the ILO may wish to investigate
the feasibility of getting the PGA included as aetlExecutive Board for Coordination (CEB)
tool for the entire UN system. When a tool becomad of the CEB toolkit, it loses its UN
Agency origin, thus the PGA manual will lose itQlidentify. It would be useful if the PGA
were presented to the UNDG to be listed as a geeqieality tool under the Gender Equality
UN Country Programming Principf@sHowever ownership of the ‘tool’ will have to berted
out if this route is followed. In order to sustaie PGA as a UN reform tool, there is a need to
consider whether the focus should be at this level.

Market the PGA as a tool that contributes to the UNreform process

A recent UN resolution is set to create a new Uhdge entity. The PGA should be presented to
the UN'’s new institutional gender architecture gsraven tool that helps UN bodies and the
UN reform process. The gender audit methodology lmarmarketed’ as a tool that helps to

monitor progress made in gender mainstreaming. kMewyé is important to ensure that ILO is

not seen as a ‘consultant’ in conducting gendeitguolut that ILO sees the tool as part of the
UN reform process. Stress how the PGA methodoldiignoserves as an entry point for

discussion on wider substantive and operationatems, such as the lack of structures for
sharing, learning and adapting within the UN system

Continue to follow up on the ILO/FAO/IFAD collaboration

There is a need to sustain the follow-up from“@ender dimensions of agricultural and rural
employment: differentiated pathways out of poveryid build upon the increased commitment
of FAO and ILO to work together at the field levghough linkages between the ILO
Employment Sector and the Gender Bureau). Colldlooranay often occur at the operational
level, but it is difficult for ILO headquarter sfafo track such collaboration. Information-

26 http://ww.undg.org/index.cim?P=222

53



GLO/08/53/UKMEvaluation Report November"18009

sharing mechanisms across ILO units and sectorsreegmprovement, which of courses also
contributes to gender related information sharing.

Recommendations on gender support for RBM in the Aton Plan for Gender Equality:

Use the HRD management training as an entry pointat ensure managers support gender
equality

More emphasis must be placed on ensuring ILO sen&ragers support gender equality as an
essential component of other development goals.nt@ry individuals in the ILO, their own
management is a stumbling block in terms of supfoorgender mainstreaming.

Many gender focal points had designed elaborateraptans following th&nowledge sharing
workshopsbut were unable to obtain full support from th@iangers. More energy is required
in the area of focused messages to managemene amidsing link’ in ILO related debates and
the world of work. Additionally, a clear messageststress that that regardless of individual
managers’ own beliefs and priorities, a focus omdge equality in their programmes is
mandatory and they must support such a focus gmattren their efforts in a results based
manner.

Summarise how ILO can ensure that there is a l@gatHcommitment to gender mainstreaming
and how senior management can and should suppadegéocal points to implement actions
around the ILO Action Plan for Gender Equality. TPerformance Management Framework
for managers, th&lanagement and Leadership Development Programrmadamportant entry
points for reaching senior management.

Continue to focus on results based gender mainstreang

Coupling RBM with gender equality goals is a loegat process and it will take time before
ILO becomes competent in defining and reportinggender mainstreaming. Continue to link
gender mainstreaming to RBM. Continue to providppsut so work can be done with the
relevant ILO units/office on how to mainstream gemith RBM work.
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8. Lessons learned

Section 5.4.6 outlined good practices and challerafethe PGA implementation during the
gender mainstreaming projecAn additional number of lessons learned from piheject are
outlined below.

Lessons learned from PGA (particularly from Malawi and United Republic of Tanzania

A range of issues and ideas around the PGA arosegh discussions with individuals in both
URT and Malawi during the course of this evaluatiadtihough many of these may already be
known, they are summarised below.

= It would be helpful if the ILO prepared standardrie of Reference for consultants and
their role in Training of Facilitators, to make a@asier for UN staff to invite national
consultants to attend, spearhead the follow-uptamdircise and consolidate results in a
succinct report. It is important to invest in gendedit training for freelance national
consultants so that they will be able to supportdge audits in various organisations in
the future.

= Inviting the government counterpart partners of thé Agencies proved effective in
terms of capacity building, particularly as the igh\attempting to develop the capacity of
government counterparts. Although government copatés in some cases may not be at
the same level in terms of gender related knowleue skills, they can improve with
practice on the job. Although patience is sometimexgiired in terms of waiting for
gender audit reports from some government stathénong run, and with help, staff can
be facilitated to improve their analytical abiléyd application of gender mainstreaming
as a strategy.

= Releasing staff to conduct audits in other orgditisa or in another unit within their own
organisation can be problematic for many staff fbofN staff and government staff).
High-level buy-in by management is required befmréarking on the audit process.

= The timing was right in Malawi as a fresh energétid Gender Group was in place. The
Tanzanian Inter-Agency Gender Group was also corediito the audit process.
However, as mentioned in the point above, the UM@IEt be committed to allow staff
members attend and to ensure all staff are avaifablthe audit.

= High-level representation at individual UN agencydiés or training of facilitator
workshops was important to indicate support. Femge the Director of the ILO Office
for Zambia, Malawi and Mozambique attended the omeof the training of facilitators
workshop in Malawi. The WHO country representativas present throughout the audit
workshop in Malawi. The UN Team Leader in Zanzilaported that he was very
involved in discussing the recommendations with tHan members and believes that if
the Team Leader champions the issue, others lidvio

= The importance of including local consultants aeefance gender trainers is key for
follow-up, linking and sharing knowledge across rages. In Malawi, the same
consultant who worked with the Gend8corecard was later involved in one UN
Agency’s PGA. In Zanzibar, the Ministry of Youth,dMen and Children Development is
conducting a gender audit of two other ministriesl anly wishes to use a national
consultant who has been trained by the ILO PGA. &lmw, it is important to include
national consultants’ names in reports, so th&alijes can be made, and agencies can see
who was actually involved in various stages ofabélit.
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= After gender audits have taken place, it is critibat those involved in the audit return to
present their results. This did not happen in dregiht UN agencies in Malawi.

= Some individual staff in UN Agencies did state thiay did not fully understand the
purpose of the audits. Thus it is necessary infaliere to repeatedly and consistently
inform staff of the purpose of a PGA, and reminginthabout the UN mandate on gender.
It would be important to develop a short clear ragesoutlining the reason for audits.

= Many who attended the training of facilitators imankania and Malawi had never had
hands-on experiences in gender mainstreaming deeatonducting an audit. The PGA
training of facilitators was rushed for some indivédls. Some individuals may require
extra coaching or a follow-up refreshed audit iragnaction planning day. This was
requested by the Ministry of Labour, Youth, Womeamd aChildren Development in
Zanzibar. Many ‘graduates’ from the training ofiféators indicated that they would like
more time for planning the audits they were subsatiy going to implement.

=  Some UN Agencies are extremely hierarchical. Theas a problem of confidentiality
and trusting auditors with information on the siioia as it actually stands. Even though
the gender audit itself is supposed to be confidemhany are still reluctant to be truthful.
Further guidance on anonymity or emphasis on tlieassessment nature of the tool may
be required.

= The training of facilitators should emphasise thiay recommendations arising from the
audit process should be concrete and practicalinfgs in Malawi and URT some of the
recommendations were too general e.g. “gender dhmeilmainstreamed in programme
x..." rather than “following a disaggregation of béineries, and an analysis of such, a
review of the findings will take place to ensurenvim proceed in order to ensure that the
target group actually benefit from xx activities”.

= The ILO PGA manual and training could usefully depefurther suggestions for follow-
up after audits have taken place. What should agerexpect after the audits is an
important question. Some individuals recommended dforum to share the experiences
is set up.

Lessons learned from PGAs with constituents in Tarania

= The timing of the gender audit for constituentsngportant and should be planned to
ensure that subsequent audits can be implementsabasas possible after the training of
facilitators workshop.

= Using PGA facilitators from one type of constituenganisation in practically conducting
the audit of another type of constituents orgamisatacilitates mutual understanding of
each others’ work, knowledge of constraints theeptonstituents faces and learnings on
the constituents priorities.

= Incremental changes to mainstreaming gender may @el possible with some
constituents. It is important to realise that gendminstreaming takes time and may
requires patience before long-term change occurs.

= Consultants trained as gender audit facilitatoesiarhigh demand amongst constituents
who wish to undertake a gender audit.
Lessons learned from URT and Zanzibar joint progranmes

= Baseline studies for joint programmes should ensudepth attention to gender equality.

= A quota with a certain percentage of females tokvaor committees at the local level can
be effective for getting gender equality messagesss.
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Training on gender equality and gender mainstregnisnuseful for local government
agencies involved in implementing joint programnws the ground. However such
training should be gradual with time given for@hcerned to digest new information.

The collection of sex-disaggregated data is impoffiar all joint programme initiatives.

The timing of gender audit activities must be givarfficient thought to ensure that
results are available long before joint programita@ping deadlines.

Sometimes support is required to ‘buy-in’ specidender expertise for analytical work
that is required to effectively plan and implemaioint programme

All joint programme evaluation and reporting medbBars and forms should have space
for incorporating gender variables

Gender equality concerns could be included asralistg item on all joint working group
meetings.

If the Team Leader champions gender equality isxitbers are likely to follow

Lessons learned from knowledge sharing workshops

The following were issues highlighted during theirse of the evaluation around support for
gender dimensions integrated in ILO’s core RBM ays through strengthened implementation
of the Action Plan for Gender Equality:

The innovative methods utilised in the knowledgarsty workshops could be considered
a good practice, as was the fact that all who déeéreft with their own individual action
plan to follow-up. Empowering younger staff throuthie knowledge sharing workshops
was a good practice.

Reporting mechanisms, such as mission report fa;neasure that officers report on how
their activities linked to the immediate outcoméshe Programme and Budget. It would
be important to highlight or allocate space on lyamnder was approached.

A critical mass of participants is required to cocdaknowledge sharing workshophe
Francophonavorkshophad only 12 participants, which was inadequatéerms of the
methodology being effective.

Some participants felt that there was too much esighon the theory dfnowledge
sharing.Ensure there is a balance in terms of technicaitgprovided and other issues.

Not everyone who attended the workshops were ats#me level in terms of their
knowledge on gender, and would have preferred thaite emphasis was placed on
background ‘gender’ information at the beginningt@workshop.

Some participants would have favoured more contean@s to ‘knowledge share’ with,
in lieu of those who did not understand their daygdy work and their specific work
related constraints. The balance between clustégegder-focal points’ at a workshop
with others is delicate. On the one hand, if theme only GFPs, there is a sharing of
interests and challenges as a GFP. On the othdr kdfPs sharing issues together alone
reinforce their isolation within the ILO. The resgibility for the implementation of the
Action Plan does not rest solely with GFPs.

In Beirut, although considerable and sustainedrieftas made to invite senior staff to the
knowledge sharing workshgip was difficult to get such staff to attend thierkshop.
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Annex 1: Terms of reference

Terms of Reference: Final evaluation

Gender mainstreaming in
DFID/ILO Partnership Framework Agreement (2008-09)

l. Final evaluation

Background
In the context of the DFID/ILO Partnership Framekvarrangement (PFA) 2006-09, the
Bureau for Gender Equality manages an allocationU8D 917'160 to promote gender
mainstreaming in the PFA’s component on “Core supjoothe ILO to strengthen results-based
management and accelerate transition to DWCPs” nedierth referred to as the RBM
component.

This allocation was made available to the Bureakender Equality in May 2008 following an
independent mid-term review of the PFA which recanded more attention to gender equality
(see Annex IV). The Bureau subsequently establishegroject Gender mainstreaming in the
DFID/ILO PFA (GLO/08/53/UKM) — henceforth referred as the Gender mainstreaming
project.

A revised logical framework was developed for tleead half of the PFA proposing eight

outcomes for the RBM component (see Annex V). Thender mainstreaming project

contributed to two of these outcomes which werentdated as:

« Stronger ILO contribution to UNDAFs, PRSs and Jokssistance Frameworks (JAFS),
including “Delivering as One”; and

« Gender dimension is integrated in ILO’s core RBMsteys through strengthened
implementation of the Action Plan for Gender Eqyali

Project strategy

Activities under the Gender mainstreaming projeetendesigned under the two outcomes listed

above as follows:

« Stronger ILO contribution to UNDAFs, PRSs and Johssistance Frameworks (JAFS),
including “Delivering as One”

a) UN country teams trained on the ILO Participatorgn@er Audit (PGA) and the PGA
implemented by UN country teams to strengthen gemdainstreaming in Joint UN
Programmes;

b) Gender equality at the heart of decent work mtexh and integrated in joint UN
technical meetings/initiatives.

Participatory Gender Audit (PGA)

At the Seventh Session of the UN Inter-Agency Neknan Women and Gender Equality, (in
New York, 19-21 February 2008, in the context ofaleping system-wide standards for gengder
mainstreaming as an accountability framework, isvpaoposed that ILO’s PGA tool could
constitute a valuable intervention for a more hlisissessment of performance on gender
equality. Moreover, the PGA was highlighted asrategic complement to the roll-out of the
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UNCT Performance Indicators for Gender Equality ofgcard) as endorsed by the UWN
Development Group’s Working Group on ProgrammesRuictes.

Against this background, the Bureau for Gender Higughrough the ILO’s field structure and
Gender Network, has consulted with the UN Countearis in several countries — including a
number of UN “Delivering as One” pilot countrie®r the possibility of adopting the PGA as a
tool for strengthening gender mainstreaming intj&fN programming processes at country
level. This has led to a two-tier process involviagtraining of UN staff on the PG
methodology and subsequent implementation of PGiis mdividual UN Agencies or Joint
UN Programmes. The outcomes of this process ukilyaeed into the country’s revised
UNDAF or Joint UN Programmes.

« Gender dimension is integrated in ILO’s core RBMstegns through strengthened
implementation of the Action Plan for Gender Eqyali

a) Guidance, support and capacity building provide&eyp headquarters-based units and staff
identified as accountable and having a key impldatem role vis-a-vis the Action Plan and
named as having “primary responsibility” for achiey the three results in the areas of:
staffing, substance and institutional arrangements.

ILO Action Plan for Gender Equality 2008-09

The ILO Action Plan for Gender Equality is an instient for delivering gender equality in the
Decent Work Agenda. It is the mandated implememtatiool for the policy on “Gender
equality and mainstreaming in the ILO”, issued bg Director-General in 1999. The poligy:
assigned responsibility for gender mainstreamingaltolLO staff; called for strengthened
institutional arrangements; introduced accountgbiland monitoring mechanisms and
committed to ensuring adequate resource allocatiahcapacity building, as well as improving
staff gender balance.

The immediate purpose of the Action Plan is to guadd support gender mainstreaming across
the Organization, and as such the target grouf) Is@ staff. The beneficiaries, however, are
the tripartite constituents: governments, and eyg and workers’ organisations. The Actipn
Plan is used internally to advance gender equalitg women’s empowerment within ILO
programmes and structure, so as to guide the Officdetter support constituents. The

mechanism for maximizing the effectiveness of thapproaches, and for creating synefrgy

between them, lies in social dialogue. The ActitanRakes into account these mechanisms|and
the need for effective social dialogue to promagedgr equality.

The Action Plan contributes to the realisationlef Decent Work Agenda and thereby suppprts
ILO constituents’ efforts towards the goals of proive work for all women and men |n
conditions of freedom, equity, security and humagnidy. It also serves a larger global
development agenda due to many regional and naiiuhatives linking decent work with the
global poverty reduction agenda and achievementhef Millennium Development Goals
(MDGS).

Evaluation

In line with the ILO’s policy for evaluation of thaoical cooperation projects, it is proposed that
a final independent and external evaluation be goted of the Gender mainstreaming project
to consider:

» The project’s effectiveness in contributing to thw outcomes listed above; and
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» The project’s likelihood to have an impact beyonel turrent phase of implementation.

More specifically, the final evaluation will consid the following aspects of the Gender
mainstreaming project:

- Design

a) Assess to what extent the project objectives/ougsowere realistic;

b) Assess to what extent planned activities and ositpgould logically and realistically be
expected to meet desired objectives/outcomes (ligyisa

- Relevance and strategic fit

a) Assess to what extent project objectives/outconesespond to ILO’s policy on gender
equality and gender mainstreaming;

b) Assess to what extend the project correspondsedaint Immediate Outcome on gender
equality (Programme and Budget 2008-09) and itEatdrs.

- Implementation
b) Describe how planned and unplanned activities haesn carried out
c) Assess the project’s efforts in contributing to thitcomes on:
- Gender dimension is integrated in ILO’s core RBMsteyns through strengthened
implementation of the Action Plan for Gender Eqyaknd
— Stronger ILO contribution to UNDAF, PRSs and Jdissistance Frameworks (JAFS),
including “Delivering as One”.

- Effectiveness

a) In general, present the main project outputs. Assdmt have been the most successful and
least successful outputs. Justify the assessment.

b) What contributed to/curtailed project effectiesa?

More specifically, on the basis of the project'sattgy, the following questions need to be
given particular emphasis with close referencééindicators developed in the overall logical
framework for the RBM component:

c) How effective has the project’'s promotion of theA@ethodology been in strengthening
ILO’s contribution to UNDAF, PRSs and Joint Assista Frameworks (JAFs), including
“Delivering as One”?

d) How effective has the project's support to ILO papiation in various UN technical
meetingdibra been for advancing the ILO message of gender #ygadlthe heart of decent
work?

e) How effective has the project been in mainstreangjagder in ILO’s core RBM systems
through strengthened implementation of the ActitamPor Gender Equality?

- Efficiency of resource use

a) Assess the quality and timeliness of delivery docalted resources.

b) Consider to what extent resources (financial, hynastitutional and technical) have been
allocated strategically.

¢) Consider to what extent resources have been udmitefly and whether the obtained
results justify the expenditure.

- Effectiveness of management arrangements

a) Assess the effectiveness of work arrangements uhdearoject.

b) Assess the adequacy of project management anddathackstopping.
c) Assess the effectiveness of project monitoringteacking of progress.

60



GLO/08/53/UKMEvaluation Report November"18009

d) Was there adequate technical, programmatic, adimatii® and financial backstopping from
project management?

- Sustainability

a) In view of the above, how likely are project acl@ments to be sustainable?

b) To what extent were sustainability consideraticgieeh into account in the execution of
project activities?

c) Has the capacity of implementing partners beenicefitly strengthened to ensure
sustainability of achievements beyond the projéetsp?

d) Is the involvement of implementing partners andomati stakeholders sufficient to support
the outcomes achieved during the project?

e) Is there potential for project activities to belregted in future work?

f) Has the project made significant contributions toader and longer-term development
goals?

g) Has project successfully built or strengthened amabkng environment for gender
mainstreaming?

. External collaborator

External collaborator

An external collaborator will be engaged to undertthe final independent evaluation of the
above project. The final choice of external collator will be approved by the ILO’s
Evaluation Unit, along with the Terms of Referefmethe evaluation. An Evaluation Manager,
external to the Bureau for Gender Equality, wilbadinate the evaluation and act as liaison with
the external collaborator.

The external collaborator will be contracted faiotl number of 35 days, commencing on 24
August 20089.

The external collaborator will undertake the iditask review and interviews in the period 24
August to 4 September 2009. The external collaboratexpected to travel to Geneva for initial
consultations with the Bureau for Gender Equalitgl to conduct individual interviews.

The external collaborator will undertake a fielgivito two ¢bc) countries where activities
under the above project have been implementeceipeniod 7 to 18 September 2009.

A first draft of the evaluation report shall be sutted by the external collaborator to the
Evaluation Manager no later than 2 October 200%® Ekaluation Manager, in consultation
with the Bureau for Gender Equality, will reviewetliraft and submit any comments to the
external evaluator by 9 October 2009. The finalorepwith comments integrated will be

submitted to the Evaluation Manager no later tia®ttober 2009.

The external collaborator is expected to accounhfiw comments are integrated in the final
report.

Methodology

The evaluation methodology is expected to encompassvill not be restricted to:

- Desk review of relevant project documentation

« Desk review of other relevant publications and doents

- Interviews with ILO staff, including project stafind technical specialists, at ILO
headquarters and in field offices

- Interviews with key project stakeholders, includinbO constituents and staff of
collaborating UN Agencies
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To facilitate the above, the external collaborddaxpected to undertake one mission to Geneva
as well as missions to twitbc) countries where project activities have been imgleted.

Expected outputs
The external collaborator is expected to provide owtputs:

Output |

An inception report of maximum two (2) pages (Aditliming the methodological framework
that will be adopted for the evaluation exercis@isTframework will be agreed with the
Evaluation Manager in consultation with the BuréauGender Equality.

Output Il

An evaluation report of maximum thirty (30) pagéd), excluding annexes, which includes:

- Summary of the methodological approach developedhbyexternal collaborator for the
evaluation;

- Major findings of the evaluation on the key issirgicated above;

« Analysis of projects’ potential impact (impact asseent);

» Conclusions based on findings from the desk rewad interviews;

» Recommendations for future planning.

» Lessons learned, including good practices and efgdls, which may guide similar future
initiatives.

It is proposed that the final report is structuasdollows:
= Cover page with key project and evaluation data
= Executive summary
= Brief background of project and its context
= Purpose, scope and clients of evaluation
= Methodology employed
= Review of implementation phase/“work done”
= Findings regarding project performance/impact assest
= Conclusions
= Recommendations
= Lessons learned
= Annexes, including TORs, persons interviewed, danisreviewed

Quialifications of external collaborator

The external collaborator is expected to have dliewing qualifications:

« A minimum of eight years experience in evaluatingvelopment interventions, with
particular experience in the field of gender andetigpment;

» Experience in evaluating organisational strategies;

« Familiarity with UN reform processes (in particut@elivering as One”);

« Acquaintance with ILO’s mandate on Decent Work;

» Fluent written and spoken English;

- Excellent drafting skills.

Management arrangements

The evaluation will be managed by an Evaluation &pm external to the Bureau for Gender
Equality and in consultation with the ILO’ Evaluati Unit. The evaluation will comply with the
criteria set out in ILO’s policy for project evatians.

The external collaborator will report on a reguasis to the Evaluation Manager who will act
as a liaison with the Bureau for Gender Equalitg #e Evaluation Unit.

62



GLO/08/53/UKMEvaluation Report November"18009

The Project Manager, based in the Bureau for Gebdgmlity, will make available to the
Evaluation Manager all information pertaining te tbroject and facilitate contact with persons

to be interviewed.
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Annex 2: Persons interviewed

ILO Geneva
Jane HodgedDirector, Bureau for Gender Equality
Geir Tonstol Chief Technical AdvisorGENDER
Jyoti Tuladhar Senior Technical Specialist, Gender Audit Coorainat
Adrienne Cruz Gender Specialist (Action Plan Implementation)
Raphael CroweSenior Gender Specialist, UN Relations
Susan MaybudSenior Gender Specialist
Sriani Ameratunga Kring, EMP/CEPOL
Loretta de Luca Senior Employment Specialist, ILO Employment Sector
Alexia DelelingeGFP ILO —CRISIS
. Patricia Richter GFP ILO Social Finance, Employment Sector
. Angelika Muller Gender Coordinator, Social Dialogue Sector
. Bojana SosicSenior Sr. Organisational Change Officer, PROGRAM
. Julia Faldt WahengoEvaluation Managetl.O/AIDS
. Georgia MuresuResource Mobilisation Officer, PARDEV
. Casper EdmondsSenior External Relations Officer, PARDEV
. Pawel Gmyrek Resource Mobilisation Officer, Gender Focal PARARDEV
. Anita Amorim Senior External Relations Officd?ARDEV
. Telma Viale Director, HRD

TSP O RAEWODN R
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Telephone interviews ILO staff or gender audit coodinators from other agencies
19. ILO Simel Esim Senior Gender Specialist, ILO RO Arab States
20. ILO Maria-José Chamorro, Senior Gender Specialist, ILO-SRO San José
21. UNIFEM Adekemi Ndieli, Abuja, Nigeria
22. ILO Folasade Ayonrinde, Programme officer, ex-Gender Focal Point, ILO Abuja
23.1LO Mwila Chigaga Senior Gender Specialist, Anglophone Africa, ILO R®ica,

Addis Ababa

24. ILO Judica Makhetha, Special Advisor on External Relations, ILO RO A&jAddis
Ababa

25. UNIFEM Clara Barros Member of UN Gender Task Force UNIFEM Praia Cape
Verde

26. ILO Fatime N'Diaye, Senior Gender Specialist, Francophone Africa, RGcAf based
in ILO-SRO Dakar

27. ILO Salima Merique ILO WOOP Mozambique
28. ITC Benedetta Magri Trainer, ITC-Turin
29. ITC Johanne Lortie Trainer ITC-Turin

ILO Consultants

30. Mandy Macdonald Consultant for RBM & Action Plan for Gender Equglit
31. Marc Steinlin Knowledge Managemefonsultant
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Malawi
32. FAO Alick G. Nkhoma, Assistant FAO Representative (fPaonme)
33. FAO George Mvula, Acting Emergency Coordinator
34. FAO Michelle Remme Member of UN Gender Group Malawi
35. FAO Pinit Korsieporn, FAO Resident Representative
36. ILO Gerry Finnegan Director, ILO Office for Zambia, Malawi and Mozanajoie
37.ILO Miriam Gachago, Chief Technical Advisor, ILO/IPEC
38. ILO Chimwenje Simwaka, Programme Officer, ILO/IPEC
39. UN Resident CoordinatorRichard Dictus
40. UNAIDS Lucy XX UNAIDS
41. UNAIDS Pamela Mkwamba, UNGG UNAIDS
42. UNAIDS Patrick J. Brenny, Country Coordinator
43. UNAIDS Roberto Brant Campos, Partnership Advisor
44. UNDP Agnes Mary Chimbiri, Assistant Resident Repredérda
45. UNDP Ernest Misomali, Capacity Development

46. UNDP Loveness Ndaziona, Programme Administrator andlfpoint for facilitating
the UNDP PGA

47. UNDP Solrun Maria Olafsdottir, GFP
48. UNFPA Athanase Nzokirishaka, Resident Representatilaiiawi

49. UNFPA Dorothy Nyasyky, Deputy Representative — PGA ctiastiat time of gender
audits

50. UNFPA Veronica Kamanga-Njikho, Chair Inter-agency Ger@ssup in Malawi
51. WFP Bozoaky Chamuntolo, Finance Assistant

52. WFP Khama Moyo, Prog assistant, procurement

53. WHO Dr. Felicitas Zawaira, Resident Representative

54. Consultant Esnath Kaliyati Consultant, also ex principle afficat the Ministry of
Gender and Ex-UNDP

55. Consultant Shenard Mazengera, Consultant and author of caleteti PGA report in
Malawi

Government of Malawi

56. The Ministry of Gender, Child Welfare and Community ServicesJoseph Kazima,
responsible for gender mainstreaming.

United Republic of Tanzania

57.ILO Alexio Musindo, Director, ILO Area Office for Taamia, Kenya, Uganda and
Somalia

58. ILO Maxi Ussar, ILO, JPO (attended knowledge sharing<ahop in Turif
59. ILO Urszula Lonc, CTA, Social Protection & Social Seiyu
Joint Programme 1, ILO Team
60. Kumbwaeli Safewi, ILO Programme Manager, JP1
61. Matrida Simfukwe, ILO programme Assitant, JP1
Inter-agency Gender Group Meeting Tanzania
62. ILO Eva Majurin, Associate Expert, COOP Africa
63. ILO Flora Nyambo-Minja, JP5
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64. ILO Matrida Simfukwe, ILO Programme Assistant, JP1
65. UN Information Centre Usia Nkhoma Ledama, National Information Officier
66. UNAIDS Emebert Admassu, Advocacy & Partnership AdvisBg J

67. UNFPA Christine Mwanukuzi Kwayu, Chair, Inter-Agency GendGroup, Dar es
Salaam

68. UNFPA Khadija Alia Bah-Wakefield, UN Reform Speciali§i€nder)

Zanzibar

69. ILO Fatma Rashid, ILO-Zanzibar Liaison officer and atseZanzibar Ministry of
Labour

UN Joint Programme 5
70. UN Karna Soro, Team Leader, UNDP Zanzibar
71. UNDP Nana Teiba Chinbuah, Co-ordination Specialist.
72. UNFPA Sussane Amsler, Gender Focal Point (JPO)

Zanzibar Ministry of Labour, Youth, Women and Child ren Development

73. Rahma Khamis, Senior Planning Officer, DirectoMédmen and Children Dept & JP5
partner

74. Halima Abdulrahmah, Head of Gender Programme
75. Hafidh Abdulrab, Senior Planning Officer/Assist@&udordinator for JP5

Ministry of Labour, Employment & Youth Development, Tanzania mainland
76. Steven Laboa, Director, Administration and Persbnne
77. Ghati Chacha, Human Resources,
78. Joyce B. Mwambungu, Human Resources, Occupatiafatysand Health,
79. Sarah Daudi, Legal Officer, Employment Departmé\jird)
80. Dismas John, Economics Planning Department
81. Ester Riwe, Senior Youth Development Officer, YoDipartment
82. Jean Mzena, Labour Department

Employers organizations
83. Zanzibar Employers Association (ZANEMA): Mr. Sal&hi Salahi, Executive Director
84. Association of Tanzania Employers (ATE): GloriaNihiha

Trade Union
85. Trade Union Congress of Tanzania (TUCTA): Nicholemest Mgaya, Deputy
Secretary General

86. TUCTA: Siham Ahmed, Director, Women, Gender & Yautf255 754 494 224
siasna@yahoo.com
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Annex 3: Documents reviewed

General documentation

DFID UK/ILO PFA documentation (PRODOC and MoU)

DFID UK/ILO PFA mid-term review (2007)

Revised DFID/ILO PFA (2008)

DFID UK/ILO PFA Light Review report (2008)

Revised DFID/ILO results matrix (2008)

Project progress report (2008)

g~ lw

Decision of Governing Body concerning gender istagaming in technical cooperati

(292" session, March 2005)

Outcome on stronger ILO contribution to UNDAF, PRSs and Joint Assistance
Frameworks (JAFs), including “Delivering as One”

a,

1 | ILO Manual for Gender Audit Facilitators

2 | Mission reports (Malawi, Mozambique, Nigeria, téui Republic of Tanzania, Rwand
Viet Nam)

3 | Report on role of PGA in Mozambique (Marni Piyott

4 | Report on complementarity of UNDG Scorecard a@é PMarni Pigott)

5 | Report on role of PGA for Joint UN Programmes iiM&igott)

6 | Reports from trainings of PGA facilitators (UnitRepublic of Tanzania)

7 | Concept notes for implementation of PGAs with UNencies and Joint UN
Programmes (United Republic of Tanzania)

8 | Mission reports from ILO participation in, andntébution to, UN meetings on gend
equality

9 | Reports from joint UN meetings where ILO promotghder equality at the heart

decent work

of

Outcome on gender dimension is integrated in ILO’score RBM systems through
strengthened implementation of the Action Plan folGender Equality

1 | ILO Action Plan for Gender Equality 2008-09

2 | Stocktaking report presented to Governing Body{3ession, November 2008)
3 | ILO guidelines for gender-sensitive evaluations

4 | Mission reports (ITC-Turin, Beirut, San José)

5 | Reports prepared for HRD (Mandy Macdonald)

6
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Annex 4: Inception report

Final Evaluation: Gender Mainstreaming in DFID /ILO Partnership Framework
Agreement (2008-09)

Inception Report 28" August 2009 (updated 8.09.09)
Submitted to the ILO Evaluation Office
by
Una Murray, Consultant

Purpose and scope of evaluation:

To evaluate two outcomes for the Results Based Ntmant (RBM) component from the
revised logical framework of the Strengthened RBiMI &ecent Work Country Programme
(DWCP) project, that was developed for the secoatf bf the DFID/ILO Partnership
Framework Agreement (2008-09).

The two relevant outcomes are:

A: Stronger ILO contribution to UNDAFs, PRSs andini Assistance Frameworks,
includingDelivering as One

B: Gender dimension is integrated in ILO’s core NRBystems through strengthened
implementation of the Action Plan for Gender Eqyali

With close reference to the indicators developedtha revised logical framework, the
evaluation will verify the gender mainstreaming jpob's effectiveness in_contributing the
two outcomes listed above since June 2008; andpibgect's likelihood to have an impact
beyond the current phase of implementation.

A: Stronger ILO contribution to UNDAFs, PRSs and Jant Assistance Frameworks,
including Delivering as One

The indicator in the revised logframe for this aume is the number delivery as Ongilots

as well as new or renewed UNDAFs in UNDAF roll-@ud innovative self-started countries
that incorporated ILO’s priorities. The target It at least 6 pilot countries incorporate ILO
priorities and that ILO priorities are incorporated 50% of new/renewed UNDAFs. These
specific indicators will be evaluated during an leation of the full DWCP-RBM project,
which is jointly funded, by the UK and Netherlands.this current evaluation, the consultant
will evaluate the ILO gender mainstreaming contitru towards gender equality (as an ILO
priority), and it's subsequent incorporation irbelivering as Onepilots, new or renewed
UNDAFs, JAFs, with close reference to these indicat

Specifically, the consultant will examine the ILQtaining of the UN country teams staff using
the ILO Participatory Gender Audit (PGA). Whethas, a consequence of such training, the
PGA is being implemented by UN country teams, angdrceived by relevant UN staff and
partners, to have contributed to strengthening genthinstreaming in Joint UN Programmes
and other joint initiatives will be examined. Sedlyn the consultant will evaluate the extent to
which thegender equality at the heart of decent war&rhpaign’ was promoted and integrated
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in joint UN technical meetings/initiatives resuginn UN Agencies linking gender equality
concerns with decent work concerns.

The evaluation methodology for this outcome will ecompass:

- A desk review of relevant project documentation atier relevant publicationsugust 24
— August 38

« Geneva visit for headquarters briefings. Interviewish relevant ILO staff, including
GENDER, EVAL, PARDEV, PROGRAM staff at ILO headqgteas and ITCILO Turin.
August 31'to Sept 4

« Field visit to Malawi interviews in ILO st&ff staff of collaborating UN Agencies, ILO
constituents and other stakeholders. Focus graguskion with the UN Gender Group, the
UN staff Association, and a possible meeting witlsedected number of gender audit
facilitators not in the UN Gender Group. Bilatems¢etings with Heads of Agencies resident
in Malawi, the Director of Women'’s Affairs at theinistry of Gender, Children and
Community Development, and the Director of Agriawdt Extension Services at the
Ministry of Agriculture (TBC).21% 22 & morning of 23 Sept 09

- Field visit to Tanzania interviews in ILO staffafft of collaborating UN Agencies, ILO
cg{gst;guents and other stakeholders — full rangeneétings TBC. 24", 25" (& possibly
267)

« Telephone interviews with ILO field offices (Capesie, Senegal, RO Africa, Ethiopia,
ILO Lusaka, Nigeria, Viet Nam?) and consultantsimed in this outcomesept 2009

B: Gender dimension is integrated in ILO’s core RBM systems through strengtheneq
implementation of the Action Plan for Gender Equalty.

The indicator in the revised DFID project logfratisethe extent to which targets for results
areas are achieved within the Action Plan for Gereguality’s (2008-09) first and second
sections: (i) enabling institutional mechanisms;luding provisions for promoting greater
gender balance in management and leadership pwsidice met; and (ii) targets are met for
gender-related indicators in the ILO Programme Budget for 2008-09. At least 50% of
targets within the Action Plan’s first section omabling institutional mechanisms were to be
achieved and 50% of targets within the Strategie@Qlves of the ILO Programme and Budget
2008-09.

The consultant will appraise the ILO gender ma@westiing project’s contributiofguidance,
support and capacity building provided to key heeudtprs-based units and staff identified as
accountable and having a key Action Plan implenentaole) to this outcome, rather than the
aforementioned targets. However there will be cle$erence to these indicators, which will be
evaluated in full later in 2009, during a stratezpaluation on the Action Plan for Gender
Equality.

The evaluation methodology for this outcome will ecompass:

. A desk review of relevant project documentation atiter relevant publications August™4
— August 38 %

. Geneva visit for headquarters briefings August &1 Sept 4 Interviews with key ILO
staff at headquarters, including GENDER, HRD, EVARENDER, PARDEV and ILO

27 |ncl Chimwenje Simwaka who trained as a GA faditita

2 Find out if it is possible to also meet Helima Mete Consultant Uni Dar es Salaam

29 Note: Perhaps get a copy of the internal assesswhéme implementation of ILO’s 2003-05 Gender Elify
Action Plan and report on gender-sensitive indicato the implementation report for ILO’s Programamel Budget
for 2006-07, which provide a baseline.
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consultants involved with this project output. Baltup telephone interviews"Sept — 30

Sept.
The overall approach

The approach adopted during the evaluation, willndéene with the norms for evaluation in the
UN System and the ILO policy and strategic framdwfor evaluatiori® The methodological
approach will focus on the outputs of the projeativeties and how the outputs led to impacts
around the implementation of the Action Plan on dggnequality and a stronger ILO
contribution to UNDAFs, PRSs and JAFs, includiDglivering as One The approach will
focus the project’s support to intra-organisatioaetountability for gender mainstreaming as
well as the project’s contribution to inter-orgaatienal cooperation on gender mainstreaming.

Key activities

UNCTs training on
PGA, and PGA
implemented by
UNCT to strengthen
gender
mainstreaming in

Joint UN Programmes \

Gender equality at
the heart of decent
work promoted and
integrated in joint UN
technical
meetings/initiatives

Guidance, support

and capacity building

provided to key head

quarters based

units/staff identifieq =—
as accountable and

having a key

implementing role vis-

a-vis the Action Plan

Contributing to

Stronger ILO
contribution to
UNDAFs, PRSs and
JAFs, including
Delivering as One

Gender dimensions
is integrated in
ILO’s core RBM
systems through
strengthened
implementation of
the Gender Equality
Action Plan

Initial indicators

#PGA facilitator workshops since
June 2008 (input)

# of follow-up PGAs (output)

# requests for PGA training and/or
manual for gender audit facilitators
(output)

# of joint UN progs developed after
June 08 where the prominence of
gender could be attributed to PGA and
or project activities (output)

Relative profile of ILO and reference

to gender equality at the heart of decent
work in reports from joint UN meetings
where ILO promoted gender equality at
heart of decent work (e.g. high, medium,
low) (output)

# knowledge sharing workshops, #
participants (inputs)

Extent to which plans implemented
as result of knowledge sharing
workshop were implemented or are
likely to be implemented in the near
future (outputs)

# of recommendations taken on by
HRD as result of reports prepared
through project (output)

Gender related recommendations
taken on board by ILO technical units
as result of project activities (output)

30 UNEG 29 April 2005 and ILO GB 284Session, Nov 2005

Key informants

ILO staff from GENDER, ITCILO,
EVAL, PARDEV, PROGRAM
UN Gender Groups in Malawi
and Tanzania

Heads /reps of UN Agencies in
Tanzania/Malawi

Gender focal points

from UN Agencies in

countries where PGA
facilitator training took

place

ILO Consultants

GENDER (and reports from joint
UN meetings)

ILO staff from GENDER, EVAL,
HRD, PARDEV, ILO Consultants
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Timelin

e/workplan

Tasks

Dates

Desk review of relevant documents

Preparation of inception report

Aug 24" 30"

Interviews with ILO staff, project staff, at IL(
Headquarters and telephone interviews with fieddf st

31% Aug - Sept &'

Report writing and preparation for field visit.

Follow-up calls from interviews, if necessary

Sept 7" — Sept 18

Travel to Malawi, interviews

19" 239 Sept

Travel to Tanzania, interviews

24" - 26" Sept

Preparation of evaluation report

Sept 28tH" — 2 Oct

Submission of final evaluation report

11" Oct

Questions that will be given emphasis for each outtme of the gender mainstreaming

project

A: Stronger ILO contribution to UNDAFs, PRSs and Jdant Assistance Frameworks,

including Delivering as One’

Building on the questions outlined in the TOR for his output, the following types of
questions related to the gender mainstreaming proje will be studied™:

Design

How effective was the gender mainstreaming prajecontributing to a stronger ILO

contribution to UNDAFs, PRSs and Joint Assistancenteworks,

Delivering as One’

including

How realistic was the outcome ‘stronger ILO conitibn to UNDAFs, PRSs and
Joint Assistance Frameworks, includibglivering as One?
To what extent did the planned activities logicalhyd realistically expect to meet this

outcome?

Were the planned project activities consistent Wit perception of the needs of those
attempting to mainstream gender into the PRSs, INH3AFs?

%1 The relevance and strategic fit questions in & &re inherent in the design of the project
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Implementation

How were the ILO activities around the PGA andphamotion of the gender equality
at the heart of decent work carried out? Were umaéd activities also carried out?
What were the main outputs related to the work dooend the PGA for UN country
teams? How many gender audits have subsequendy ice?

Which activities for this outcome were the mostcassful and which were the least
successful?

Effectiveness

How effective has the project's promotion of the A°@Gnethodology been in
strengthening ILO’s contribution to UNDAF, PRSs alaint Assistance Frameworks
(JAFs), includingDelivering as On®2 What else was required besides the PGA?

In Malawi: how did the activities undertaken by the projeshtobute to gender
equality being strengthened in the revised UNDAF?

In Tanzania:How did the project contribute to the revisionll Joint Programmes
in terms of gender mainstreaming

In other countries where project activities tookga and where revised UNDAFs or
other joint programming instruments were underwags there a stronger gender
component that the gender mainstreaming projedtdwave contributed to?

What contributed to/curtailed the effectivenesscairying out activities around the
PGA implemented by UN country teams and gender lgygus the heart of decent
work campaign (in joint UN technical meetings/iaitves)?

How was the report on the complementarity betwéenRGA and the UN gender
scorecard received by relevant stakeholders? Hofecefe was the project in
avoiding confusion between the gender scorecardlaad®GA?

How effective has the project’'s support to ILO papiation in various UN technical
meetingdbra been for advancing the ILO message of gender gyadlthe heart of
decent work? (e.g. the ILO-FAO-IFAD conference imnke April 2009)

How did the project respond to any relevant disomssat the IANWGE meeting in
Feb 20097

Sustainability

To what extent have follow-up plans that arose frtme PGA process been
implemented?

What is the potential for the PGA methodology toréplicated in future work? Was
the PGA methodology revised in any way to aligntdretvith the UNCT as the
primary level of analysis rather than individuakagies or units? Or to suit the needs
of the UN Delivering as One? i.e. was there progress in moving forward with
modifications required in the PGA methodology wliers being applied to the UN
joint programmes in Tanzania?

Has the capacity of UN partners who participatednbsufficiently strengthened to
ensure they can implement the PGA beyond the grglease? E.g. were the next
steps implemented in Cape Verde? Nigeria? Ethiejg&

Is the involvement of implementing partners andamal stakeholders sufficient to
support the strengthening of gender mainstreamnthé UNDAF, PRS, and JAFs
includingDelivering as On@

Has the gender at the heart of decent work suadBsgfuilt or strengthened an
enabling environment for gender mainstreaming? Ho®at follow-up has there
been?
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B: Gender dimension is integrated in ILO’s core RBM systems through strengtheneq
implementation of the Action Plan for Gender Equalty.

Building on the questions outlined in the TOR, forthis output the following types of
questions related to the gender mainstreaming proje will be studied®

- How effective was the gender mainstreaming projectcontributing to a gender
dimension being integrated in ILO’s core RBM systerthrough strengthened
implementation of the Action Plan for Gender Eqy&li

Design

- How realistic was the outcomgender dimension is integrated in ILO’s core RBM
systems through strengthened implementation ohtkien Plan for Gender Equality?

- To what extent did the activities planned havedally and realistically be expected to
meet this outcome

- Were the project activities consistent with the deef those working on the RBM
systems?

Implementation

- How was guidance, support and capacity buildinggdp headquarters-based units and
staff identified as accountable and having a kegl@mentation role vis-a-vis the Action
Plari® carried out?

Effectiveness

- How effective was the project in providing guidansapport and capacity building to
key headquarters-based units?

- How realistic was it to provide enough guidancgypsurt and capacity building to key
ILO staff (mentioned above) to achieve the spetiigets in the revised logframe?

- What were the main project RBM outputs? Which pithand unplanned activities were
most effective or successful? And why?

- How effective was the report submitted to HRD tlgiouthe project concerning
organisational and human resource gender issuesiZzhWiecommendations were
accepted/ implemented? Why?

- How many staff were reached through the projeckeowledge sharing for gender
mainstreamingvorkshops? To what extent have participants fadidwp on their action
plans developed though these workshops?

- As a result of project initiatives, to what extestit likely that donor agreements will
make specific provisions to support gender maiastiag in the future?

- What was the project’s contribution to the Capaduyilding Initiative learning modules
for ILO staff and how effective was it?

- How did the project contribute to the Quality Assure Mechanism for DWCPs? Was
this effective?

- What contributed to or hindered the project ad@gitbeing effective in integrating a
gender dimension in ILO’s core RBM systems?

Sustainability

- Has the capacity of ILO staff been sufficientlyestythened to ensure sustainability of
achievements beyond the gender mainstreaming prujese?

- What is the likelihood that the gender dimensionticmes to be integrated in ILO’s core
RBM systems because of the support provided throtigh gender mainstreaming
project?

- Is there potential for guidance, support and capamiilding to be replicated in the
future?

- Has the project successfully contributed to stiemigéd an enabling environment for
gender mainstreaming in ILO?

32 The relevance and strategic fit questions in tB&&re inherent in the design of the project
33 and named as having “primary responsibility” fohieving the three results in the areas of: stgffsubstance and
institutional arrangements
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For the gender mainstreaming project, questions taelevant ILO staff and partners
around the efficiency of resource use and the effid@eeness of management arrangements,
and the review of relevant documentation will focusn:

The quality and timeliness of delivery on allocatesiources

The extent resources (financial, human, institwiand technical) have been allocated
strategically.

The extent resources have been used efficientlithdBureau for Gender Equality, and
whether the obtained results justify the expenditur

The effectiveness of work arrangements under theqir

The adequacy of project management and technic&ktapping.

The effectiveness of project monitoring and traghkarf progress.

Whether there was adequate technical, programmatiministrative and financial
backstopping from project management.
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