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Executive summary

Background and Context

Summary of the Action Plan purpose, logic and strucire

The ILO Action Plan for Gender Equality 2008-O%\ction Plan) operationalizes the Director-
General’s 1999 IL(policy on gender equality and mainstreamaryl is aligned with the Programme
and Budget (P&B) 2008-09. The Action Plan is amille to all ILO staff, with the ultimate
beneficiaries intended to be tripartite Constitgefiihe Action Plan, developed during a consultation
process with some 55 Executive Directors, managaldLO staff at headquarters and in field offices,
focuses on three dimensions, namely:

1. enabling institutional mechanisms for gender etyalithe organization;

2. gender equality result areas of the P&B 2008-0fxestic objectives; and

3. a Joint Immediate Outcome on “Advancing Gender Eiyiia the World of Work” from the

P&B 2008-09.

The Director-General’s (DG) Circular No. 564 (1711999) spells out ILO policy on gender equality
and mainstreaming. In summary, the strategy of genshinstreaming should be used by the ILO to
ensure that all work that is undertaken contributesggender equality. A gender mainstreaming
strategy implies that there is a systematic intémmaof the respective needs and interests of both
women and men into all aspects of ILO’s work. Gerndainstreaming does not replace the need for
targeted women-specific activities or projects. @genally and on a day-to-day basis, gender
mainstreaming implies that: policies are in playestems are in place to implement policies; and ILO
staff and constituents have the capacity and toalsiplement a mainstreaming policy.

Present situation of Action Plan
The Action Plan on Gender Equality was operatidvefveen January 2008 and December 2009.

Purpose, scope and clients of the evaluation
This evaluation analyses performance and prognegender mainstreaming, using the Action Plan as
a basis for measuring results and gaps. The maipopes of the evaluation are: for internal
management learning and decision making; as aereferfor drafting the Director-General’'s report on
results of the Action Plan, to be presented toGbgerning Body in March 2010; for advising on the
drafting of the next Action Plan; and for sharimgdons learned and good practices with other UN
system entities.

Clients of the evaluation include: ILO constituent senior managers; the 130 members of the ILO
Gender Network of headquarters and field-based egyefutal points; senior gender specialists and
coordinators; and in particular the ILO Bureau @@nder Equality. The evaluation is intended to be a
reference point for strengthening gender mainstiggum the ILO.

Methodology
The evaluation took place between 28 Septembed8ridecember 2009. The evaluators triangulated
between a range of data sources. They undertookuntent review, conducted interviews (internally
with ILO staff and externally with donors), and reeeed progress against baselines for each of the
indicators of the “enabling mechanisms” sectiohaf Action Plan. Constituents were contacted via a
questionnaire with a focus on capacity buildingthw26 responses received. Five ILO donors were
contacted. Eight independent evaluatioegorts were reviewed. Information and reports thauld
help to measure progress (or not) on the gendatextbutcomes and indicators of the P&B 2008-09,
as well as the P&B 2008-09 Joint Immediate Outcgi®) on gender equality, were examined. The
evaluation also included an evaluability assessmgktite Action Plan. A significant limitation fohé
evaluation was difficulty in accessing availabléagdoused in various units and departments, at the
ITC and in the field Offices of the ILO on the ingbabf capacity building of constituents in gender
mainstreaming, and gender equality results.



Main findings and conclusions

Gender mainstreaming in the ILO

Gender mainstreaming requires that policies anenaling environment are in place. The ILO 1999
policy on gender equality and mainstreaming esthbl the basis for all gender equality actfons.
Commitment at the highest level is evident in IlM@hich has created an enabling environment for
gender mainstreaming. Many interviewees for thel@ation noted the proactive role of the Director-
General in promoting gender mainstreaming.

Gender mainstreaming requires that systarasn place to implement gender policy. Hence2®@s-

09 Action Plan’s first results area appropriatelguses on structures and systems, including formal
and informal values, norms, rules and regulatidreg support the promotion of gender equality.
Demonstrated progress was made for most of theatalis in this regard. It was noted that some
managers do not adequately prioritize gender maiasting. Although there are many signs, looking
back over a decade, that gender mainstreaming dseaningly an agency wide responsibility,
accountability overall, as in most UN organisatiassweak in the ILO, although attempts are being
made to improve performance. ILO has also attempgtedmprove accountability for gender
mainstreaming through the Action Plan, but has niewiéed progress, mainly because of the overall
weak agency accountability. An important activitgrped in the Action Plan - development of a core
competency in gender mainstreaming - has not taksse. Given the UN context, ILO needs to be
more strategic in promoting accountability for gendhainstreaming. In addition, staff and units can
only be held accountable if there are specific mimh performance standards for which they are
responsible for achieving. Recommendations areid®d on this in this evaluation.

Respondents noted that the Bureau for Gender Eguadid largely met its responsibilities and
performed admirably in many areas of its work. Hswiewed as strategic and professional. The
Bureau for Gender Equality and PARDEV has beenct{e in raising extra-budgetary funds and,
according to respondents, and GENDER has used theds efficiently in the sense that they were
spent on the best alternative for promoting theeBuis mandate. Despite this, the Bureau for Gender
Equality is still seen as the main facilitator agdngler mainstreaming. This is not unusual in UN
agencies; however, ILO needs to move to a systerrenthere is greater responsibility for gender
mainstreaming across the agency

The Action Plan

The Action Plan has given ILO’s work on gender rsaigaming a useful focus. A sensible strategic
decision was made when formulating the Action Réatie it to the P&B 2008-09 — sensible because
this reflects mainstreaming, and ensured that dngets in the Action Plan would be consistently
tracked through P&B reporting. The Action Plan udlgfseparates intra-organisational mainstreaming
areas such as gender balance in staffing, fromrgnugatic targets for the promotion of gender
equality. For the former, indicators and targetsiargeneral reasonably well articulated. Neveese!
the Action Plan 2008-2009, in particular in its grammatic section, demonstrates several generic
RBM weaknesses which should be corrected in the/Aetion Plan.

Gender equality results

Most immediate outcomes in the programmatic sectibthe Action Plan focus on building the
capacity of constituents. However, ILO does noteaysitically collect data on capacity building of
constituents in gender mainstreaming, so the etialuaannot draw firm conclusions about results in
this area. During the Action Plan implementatiomiguk a number of capacity building activities
focusing specifically on gender mainstreaming tqoice. The gender audit methodology was
promoted extensively, because it follows an analgtif-assessment process with the aim of bringing
about changes in the way gender mainstreamingriseiped. Four knowledge-sharing workshops,

1 Many strategic policies reiterate gender equalitgls in the ILO.



including one for constituents, on implementing Aaion Plan, were held. The gender equality on-
line and on-campus courses in ITC played a keyimhaiilding skills of ILO staff and constituents t
assess the implications of their work on women manath. However no gender training was offered
through the ILO HRD training unit in ILO headquasgelt is also important that gender equality
concerns are built into other capacity buildingiatives. The ITC tried to ensure that gender issue
were adequately integrated into all training atithgi offered and were able to demonstrate consisten
progress.

In order to fill the gap in data concerning capatitiilding, the evaluation questionnaire focused on
this issue. Questionnaire responses from 26 caastis provided indications that ILO constituents
highly appreciate capacity building and supportuatb gender mainstreaming. All those who had
undergone a gender audit found it very useful. laélthe responses from constituents reported that
ILO adequately or fully supported them to maingtiegender into policies reflecting fundamental
principles and rights at work. Generally less theaif reported adequate support in gender and
employment related areas. In the social protec@ntor results were more mixed, with generally half
indicating adequate support for various aspectsamfial protection support (HIV/AIDS in the
workplace) and less than half expressing satigfacon ILO support to mainstream gender on
improving working conditions and safety and healttwork. Respondents to the questions regarding
social dialogue reported adequate support for dnticipation of women in social dialogue processes,
but more than half reported that tripartite dialega policy-making did not address gender issues
adequately. The support from the senior genderi@sts was appreciated by many.

Gender mainstreaming also requires that tagdsavailable for ILO staff and constituents. Evicke of
gender equality concerns were manifest in key 1@< Tools are required to enable an examination
of the service delivery mechanism of constituentshe ultimate beneficiaries of ILO’s initiatives —
working men and women. Many examples were foundnduthe evaluation. Particular tools were
developed or translated to reach a wider audiencagithe Action Plan’geriod. Country specific
tools were also evident. Nonetheless the revieweight independent evaluations of Technical
Cooperation Projects revealed that ILO is better@ating gender mainstreaming tools than following
through on their use.

The draft Programme Implementation Report 2008-2B08) was reviewed in terms of reporting on
gender equality resulfsReporting on gender equality results by ILO in BHR was fairly limited with

the main focus being on activities and women, ratih&n results and gender equality. Reporting was
not at the level of immediate outcomes, which eslével that it was intended would be tracked ia th
evaluation, but rather at intermediate outcomeiadidator level.

ILO has undertaken a large number of activitieatesl to the promotion of gender equality. ILO has
been providing capacity building support on an angdoasis in the form of technical assistance,
guidelines, workshops and other forms of trainiAg.the country level there have been a host of
legislations drawn up and action plans put in pl&t@wvever, the evaluation team can conclude little
from these activities and policies as there is Venjted information on results, for example whethe
capacity building has worked as intended, or wheslation plans put in place have had the intended
effect. Currently ILO has no means of assessinglgeaquality results, either in relation to capacit
building or other fields.

The review of eight independent evaluations of M@rk indicated that although positive results are
being made in both gender mainstreaming and progp@ender equality, considerable work remains
to be done if ILO is to achieve its gender mairstring mandate.

2 A preliminary version of thdraft report was provided to the evaluation teahe @valuation team recognises that analysis
in the actual report may be different from the fjraid conclusions in this evaluation thahcern P&B reporting should
therefore be read in this light.



The Joint Immediate Outcome (JIO) on Gender Equatitthe P&B 2008-09 to a certain extent
focused on women specific activities. Amongst thdidators were advancing women in decision-
making positions; promoting women’s entrepreneyrspiomoting women’s access to financing and
resources. ILO has more or less met its targetth@d|O.

Recommendations

“Minimum performance standards” for gender mainstreaming
As part of its next Action Plan, ILO should set @utision of what a gender mainstreamed agency
would look like. A central part of this should irlve development of minimum performance standards
for gender mainstreaming in all key ILO processad @roducts, including the Strategic Policy
Framework, DWCPs, evaluation methodology, auditsd aechnical cooperationMinimum
performance standards mean the minimum level dbpeance that is acceptable in the ILO for it to
achieve its gender mainstreaming mandate. This da¢smean that ILO should only aim for
minimum performance; it is important both to acliewinimum performance standards and advance
beyond these standards to excellence in genderstreaming. A baseline should be developed in
2010 against these minimuperformance standards, targets set for 2013 ah8, 2(d the resources
required to meet the standards should be estimatelliding for staff capacity development and
strengthening of the Gender Focal Point system.ifim performance standards will promote
accountability by providing transparent norms fibit@ utilize, also providing easy reference foinfo
monitoring. ILO should allocate funding towards tireg these minimunperformance standards from
its regular budget.

Accountability for minimum performance standardsddferent types of ILO activities would have to
be determined. Many of these minimum performanardzrds are in place as guidance or checklists,
but should now be established as criteria which tee@ to accountability of Bureau and senior
managers. Consequences for non-performance waddakd to be determined.

Guidance would have to be provided to steer alceomed as to what constitutes meeting minimum
performance standards; what exceeds them and win@dequate. Minimum performance standards
may require significant intra-organizational leagni It would be important that such standards are
incorporated into ILO staff training systems andludled in training materials. The dissemination of

minimum performance standards on gender equaldycapacity building on them could be included

as a ‘global product’ offered by the Bureau for @enEquality.

Capacity assessment for ILO staff

ILO should carry out an assessment of current sggfficity in gender mainstreaming - potentially as
part of the HRD ongoing skills assessment reviewn -relation to these proposed minimum
performance standards for gender mainstreamingedas this, ILO should design training on gender
mainstreaming, and continue to map capacity onngioiag basis. ILO should develop a competency
in gender mainstreaming, and tie this to strengiewcapacity building of staff on gender
mainstreaming. The PGA is recognised as an impotteh for gender mainstreaming (for both ILO
staff and constituents). ILO should build on itthear.

Monitoring capacity building for constituents
All capacity building for partners should includéeguate attention to gender mainstreaming, and this
should be tracked by regular reviews of partneactyp, when requested and after consultation. This
evaluation proposes that ILO should pilot a methoglp for systematic planning, monitoring and
evaluation of capacity building of constituents gander mainstreaming with one sector, e.g.
employment. ILO should track the results of itsam&fy building efforts through use of, for example
the widely used four point Kirkpatrick scale or #rer form of longitudinal tracking.

% This scaldnvolves: The reaction of trainee - what they thuand felt about the training; learning - the tesg increase
in knowledge or capability; behaviour - extent ehlviour and capability improvement and impleméaontépplication; and
results - the effects on the organizational envitent resulting from the trainee's performance.



As part of outcome based planning, ILO should dgvahechanisms for capturing the agency’s
overall contributions to the promotion of gendeuady. This could for example involve aggregating
the results of capacity building on gender maimsti@g for constituents from across the ILO, and/or
assessing the effectiveness of action plans amsldégn supported.

The Director of the Bureau for Gender Equality dtddee included in regular meetings of the Senior
Management Team, so as to assist the Bureau with-@epth discussion of progress concerning the
next Action Plan, against benchmarks on minimumfgoerance standards, and other gender
mainstreaming results, and hence enhance accolilgtdbir gender mainstreaming. A report on
progress should be discussed by the Senior Managdream every six months.

Lessons learned

One of the main lessons for ILO and the UN systeonenbroadly concerns the strategy of gender
mainstreaming. Although policy and supportive senibanagement has created an enabling
environment for gender mainstreaming, ILO has 8oted been able to institutionalize mainstreaming,
which rests too heavily on the Bureau for Gendardiity and Gender Focal Points. This is a common
problem in the UN system. However, given the emgbéinvironment and dedicated staff, ILO has the
potential to move beyond this impasse by instinglzing minimum performance standarfis
gender mainstreaming greater attention to gendénstneaming in its Senior Management Team
meetings.
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1. Background to the evaluation and methodological
approach

1.1 The ILO Action Plan for Gender Equality 2008-20 09

The ILO Action Plan for Gender Equality 2008-08as developed to operationalize the
Director-General’'s 1999 IL@olicy on gender equality and mainstreamangd to be aligned
with the Programme and Budget (P&B) 2008-09. ThaokcPlan is intended for all ILO staff
at all levels, and. the ultimate beneficiaries iatended to be tripartite Constituents. One of
several such plans across the UN system, its intens to make gender mainstreaming
tangible in the context of the ILO’s mandate.

The Action Plan focuses on three dimensions thgetter support achieving the larger goal
of Decent Work for All Women and Menhhese three dimensions, which were developed
during a consultative process with some 55 ILO akee directors, managers and staff at
headquarters and in field offices, are:
1) Enabling institutional mechanisms for gender edyal the organization — namely
staffing, substance and institutional arrangements
2) Gender equality result areas of the Programme &gBtugd008-09
3) Implementing theJoint Immediate Outcomen “Advancing Gender Equality in the
World of Work” from the P&B 2008-09.

The Action Plan also supported and reinforced thelementation of Decent Work Country
Programmes (DWCPs) in more gender-sensitive wayduding promoting the ratification
and application of Conventions No. 100; No. 111; MNs6; and No. 183.

1.2 Evaluation of the Action Plan

The Action Plan was positively received by the B0Bession of the Governing Body
(November 2007). Towards the end of 2008, a staokgareport on the implementation of
the Action Plan was compiled by the Bureau for Gerielquality, on the basis of responses
received to requests for informatiduring discussion on the stocktaking report at36d"
Session of the ILO Governing Body (March 2009), stdonents stressed that a final
evaluation report on the Action Plan be presentethé Governing Body in March 20%0.
This evaluation report thus looks at performanad @iogress in gender mainstreaming in the
ILO and its efforts to promote decent work, usihg Action Plan as a basis for measuring
results and gaps. The terms of reference for tlauation are included as Annex 1. As
requested by constituents during the 2009 Govermogdy discussions, in addition to

4 This report is available at:
http://www.ilo.org/wecmsp5/groups/public/---ed_norrrelconf/documents/meetingdocument/wcms_1017%0.pd
® The Action Plan itself noted that a thematic emtibn should take place.
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information on results of gender mainstreaming initine ILO, the evaluation focus is also
on:
« progress and difficulties encountered during imm@atation of the Action Plan
« whether joint cooperation within ILO between GENDEBRI PARDEYV had resulted
in more gender-sensitive technical cooperation
« whether freedom of association and collective bamgg were incorporated
« whether prominence was given to categories of werkewhich women were over-
represented, such as in the informal economy agdamis, as well as to the four
gender equality Conventions
« evidence that organizational cultures of workplagese being addressed
« evidence that constituents were the beneficiafi¢lseoAction Plan.

The results of this evaluation will be used foremmtal management learning and decision-

making, and for external reporting to constituarigesults achieved. The scope, purpose and
clients of evaluation are outlined in Annex 1. Ewaluation has been partly funded through

the DFID /ILO Partnership Framework Agreement (PEA)

The report is organised as follows. Section lioesl the background to the evaluation and
the methodological approach undertaken to evalthaeprogress in gender mainstreaming
through the ILO Action Plan. Section 2 contains ¢glkeeeral findings of the evaluation related
to the Action Plan. Section 3 is organised arourelfindings for each Key Results Area in
the first section of the Action Plan. Section 4 teams a summary of the survey results to
constituents and details on progress in genderstramming in the four ILO strategic areas
(including some preliminary results from the dfa&B implementation report provided to the
evaluation team). The efficiency of resource usal affectiveness of management
arrangements are examined in Section 5. Section révides conclusions and
recommendations. A range of annexes is providetl futther details of results and other
relevant information.

1.3 Methodological approach

Two external and independent consultants condub&edvaluation, with support from a staff
member of the Bureau for Gender Equality who ispehdent of the Action Plan and acted
as a liaison for the evaluation team, and with gog from the ILO Evaluation Unit. The

evaluation followed the ILO Evaluation Policy aslmes UNEG Norms and Standards for
evaluation in terms of developing the methodologyalysing results and completing the
evaluation report. A range of methods was useterevaluation as outlined below.

Document review and analysis:iKey documents related to performance and progress
gender mainstreaming were reviewed. This includeduations of gender mainstreaming in
technical cooperation; reports on gender audigpnte on the extent to which gender is
mainstreamed into ILO organizational-wide processesh as the biennial programmes and
budgets; and relevant UN documents on gender maamsing including progress reports on
results-based management systems of UN entitiesnnfamy evaluation forms from
knowledge sharing workshoms the Action Plan were studied, along with missieports.
The evaluators analysed progress, which was redandéhe indicator sheets maintained by

6 GLO/08/53/UKM 2006-09
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the Bureau for Gender Equality for each set of Itestelating to staffing, substance and
institutional arrangements. An evaluability assesstfrof the Action Plan was undertaken.

Questionnaire for ILO Constituents: As most of the indicators of the P&B relate to
capacity building for ILO Constituents, the evabrat developed a questionnaire for
constituents in English, translated by the Bureau Gender Equality into French and
Spanish, to assess their view on ILO achievemerngemnder mainstreaming, and the extent to
which their capacity in gender mainstreaming hadnbdeveloped. The questionnaire was
sent to constituents via the Senior Gender Spestsain the field offices. Twenty-six
guestionnaires were answered.

Interviews: Interviews were held with a representative rangd@ staff (see below). Senior

Gender Specialists in the field were interviewed telephone. Five donors were also
contacted by telephone to determine their viewa lthe ILO is progressing with regard to
mainstreaming gender. Several interviews were coheduwith staff in the Bureau for Gender
Equality.

Consultation with key evaluation users:A focus group meeting with the Bureau for Gender
Equality staff took place. The objective was toggtiiese key staff an opportunity to present
and discuss the recommendations they would lilse&oin the evaluation report and hear their
views on gender mainstreaming within and outside. IL

Triangulation: Information received from different sources wampared to assess overall
performance, and conflicting information furtheveéstigated from other sources.

Specific methodology for each set of key results @as

To evaluate the results areas ungiffing, the evaluators interviewed the Director of the
Human Resources Department (HRD) as well as two sGFP HRD. Statistics and
documentation were provided by HRD including a kdeavn by sex and grade of
appointments made in recruitment. The evaluat@s ahalysed two consultant reports and
interviewed the consultant who liased between thee8u for Gender Equality and HRD for
these results areas (McDonald 200%dditionally Bureau for Gender Equality staff were
interviewed and records of Bureau for Gender Eguainteractions, dialogue and
correspondence on these results areas studied.ni2otation as evidence of progress was
examined (for example, reports on activities of Werk-Life Balance and Gender Issues
Working Group to the UN General Assembly Octobe®@20HRD’s presentation to all line
managers on the new teleworking measures).

To evaluate the results areas ungebstance,interviews were held with the ILO officers
responsible for PGA’s; the Gender Coordinator i€ Ifesponsible for gender training); the
ILO officer with responsibility for gender and tetbal cooperation, PARDEV (responsible
for donor liaisons). Additionally a number of DWCRsre reviewed; the Quality Assurance
Mechanism for DWCP was reviewed and the P&B 2006r@lementation Report studied
(along with that for P&B 2008-09). The classificatisystem regarding gender in technical
cooperation on IRIS was also examined. The stanelaathiation questionnaire following ITC

” An “evaluability assessment” is an investigatiomlertaken jointly by the evaluator, the evaluasponsor, and possibly
other stakeholders to determine if a program nmbetpreconditions for evaluation and, if so, how évaluation should be
designed to ensure maximum utility.

8 MacDonald (2009) Report of consultancy activities autputs October — November 2009. ILO Action RtarGender
Equality 2008-09 “Staffing” Results Area.
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training activities was examined for gender-relajadstions, and the collective results of one
mandatory gender-related question on incorporaergler studied.

To evaluate the results areas urftlestitutional arrangements”, interviews were held with
the ILO officer responsible for coordinating ther@der Network in the ILO and a number of
Gender Focal Points (GFPs). The records of GFPiappents were reviewed. An officer
from the Evaluation Unit of ILO was intervieweddonjunction with the evaluation indicator.
The documentation/correspondence for changes imdegdnased language in official
documents was also reviewed.

To evaluate th&Key Results Areas Two and Three in the Action Planthe evaluators
interviewed the Executive Directors of Employmestandards, and Social Protection and the
Director of the Bureau for Programming. Gender @owtors from each of the Strategic
Objective areas as well as some Gender Focal Peeres also contacted. Access to the draft
results of P&B 2008-09 was provided towards the ehthe evaluation and examined. A
range of documents and reports from each sectoe wés0 reviewed. The evaluators
interviewed the Outcome Coordinator for the Jointd@me on Gender Equality (K&esults
Area Three).

Limitations
Limitations of the methodology were:
= Information from the Implementation Report 2008-@&s necessary in order to
determining progress in Key Results Areas Two amded but the timing of the
evaluation and the publication of the PIR for P&B®08-09 did not coincide.
Nevertheless the Bureau for Programming and Managenmade available a
preliminary draft of relevant sections of the PIR.
= The evaluators were unable to look in-depth atltesat the country level, or to
interview a large number of country offices (beydhd Africa Region). Most of the
interviews were HQ based or by telephone becaustheofconstraints linked to this
evaluation feeding into the preparation of the D@&port to the GB’s March 2010
Session. This report has to be ready for processiegrly January 2010.
= The response from the questionnaire to constituemés inadequate — initial
dissemination by the Office, followed by timely riexters, was limited, leaving little
time for analysis of questionnaires.
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2. General findings related to the Action Plan

2.1 Relevance and strategic fit — the RBM focus of  the Action Plan

The Action Plan is one of a number of similar €gi¢ planning tools developed by UN
agencies in the last five years to implement tigeinder mainstreaming mandat&. This
Section analyses the Action Plan through an RBM larorder to assess its quality and learn
lessons for development of the next Action Plardding this, two contextual factors should
be taken into account. The first is that the Actilan is a “first generation” plan, which was
developed when there was limited experience inlNewith such initiatives. The second is
that the Action Plan was developed at a time whBiMRad made limited progress in the
ILO. Development of the next Action Plan should &#nfrom both learning in the UN, and
advances in strategic planning in the ILO.

The process for developing the Action Plan involdestussions with key staff in the ILO
and meetings between the Director of the BureauGender Equality with sector specific
Directors. With the Bureau for Gender Equality tekthe lead, each indicator in the first part
of the Action Plan was discussed, carefully negediavith the Director of the responsible
ILO unit and agreed. Thus, the final Action Plarculment was designed in consultation with
headquarters (and field-based gender specialistggander coordinators), as well as senior
management and staff of key units and validated.

The Action Plan, as a first attempt at such an @ser has given ILO’s work on gender
mainstreaming a useful focus and an institutionatmanism that has attempted to promote
accountability. A sensible strategic decision waslenwhen formulating the Action Plan to
tie it to the P&B 2008-09 — sensible because hiects mainstreaming, and ensured that the
targets in the Action Plan would be consistenthcked through P&B reporting. The Action
Plan usefully separates intra-organisational mesasting areas such as gender balance in
staffing, from programmatic targets for the prorantiof gender equality, the latter being
contained in Annex 1 of the Action Plan. For thexfer, indicators and targets are in general
reasonably articulated. Nevertheless the Actionn P2908-2009, in particular in its
programmatic section, demonstrates several ger®BbM weaknesses, which should be
corrected in the next Action Plan:

» Indicators and targets are measurable but notcpéatly meaningful, mainly focusing
on activities. Immediate outcomes are meaningful ot measurable given the
current capacity in the ILO for tracking resultsod of the immediate gender-related
outcomes, indicators and activities drawn from RI&B 2008-09 for the Action Plan
focus on capacity building, but there is no syst@maethod in place in the ILO for
assessing whether capacity has been built to ttemesequired.

°For example similar Action Plans have been deweddy FAO, UNDP, and WFP.

10 The Action Plan is referred to as a good pradtidae Report of the UN Secretary-Genehalprovement of the status of
women in the UN systemresented to the 83Session of the General Assembly.A/63/364 Segrddaneral's Report;
Improvement of the Status of Women in the Unitetidtfs System: 18 September 2008.
http://daccessdds.un.org/doc/UNDOC/GEN/N08/510/98iRD851093.pdf?OpenElement

15



» The links in the results hierarchy are not adeduatennected, and the indicators
included are not adequate measures of the resatesygents. For example most of the
indicators refer to the number of Member States tls@ ILO technical tools and
guidelines, the assumption being that this wildléa the increased capacity targeted
in the immediate outcomes. But can it be plausddgumed that because member
States apply ILO generic tools, the required l@fetapacity in gender mainstreaming
will be achieved by constituents, e.g. for develeptrand implementation of policies?

> The majority of indicators are generic and do renteha gender equality foctistor
example: “Number of cases in which other organtregtiand bodies apply ILO advice
and incorporate labour standards and ILO superyisodies’ comments in their own
policies.”

» Strategies and activities have been included beir tink to either the targets or
immediate outcomes is not always clear.

Although indicators and targets are in general asltulated, there may have been too much
flexibility in developing the baselines for somelicators. For example change in the extent
to which gender equality is reported within the P&Bplementation Report from 2006-07 to
2008-09 could be measured by merely counting thelémce of the word ‘gender’, without
actually examining outcomes. Phrases such as “gesetsitive outcomes”, “this activity will
be undertaken in a gender sensitive way” can dsggthie fact that no concrete steps are in
place to ensure that such “gender sensitive outsbawtually occur.

Other areas that require strengthening include wadebility for gender mainstreaming, and

monitoring and evaluation arrangements to capteralgr equality results. There should be
greater recognition of weak accountability boththe ILO and the UN more generally, and

what accountability means in public sector orgarosa. The current best case scenario for
accountability for gender mainstreaming in UN agesds agreed minimum performance

standards in key institutional areas such as dpuwamt of norms, tools and guidelines,

technical cooperation and evaluatibn further discussed in Section 4.4.3.2. This repor
provides recommendations on developing such stdadss part of the next Action Plan. In

regard to monitoring and evaluation, it will be ion@ant to ensure that mechanisms are in
place that can effectively capture the ILO’s masults vis-a-vis the promotion of gender

equality. Recommendations are also provided indtes.

11 Some of the indicators in the Action Plan in theyiResults Area 1 were not considered strong bysta® who had to
subsequently work with these indicators.

12 For example the draft minimum standards forSgstem-wide Policy and Strategy on Gender Equatitythe
Empowerment of Wometite UNCT Performance Indicators on Gender Equatity\Women’s Empowerment
http://www.undg.org/?P=222he UNHCRAge Gender and Diversity Mainstreaming Framewlattk://www.unhcr.org/cgi-
bin/texis/vtx/search?page=search&docid=4a8e943f@yrrdgecs%20agdiVHO gender mainstreaming baselines; and
ongoing work on minimum standards in WFP.
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2.2 Minimum performance standards for gender mainstreaming:
Recommendation

As part of its next Action Plan, ILO should set outa vision of what a gender
mainstreamed agency would look like. A central parof this should involve development
of minimum performance standards for gender mainsteaming in all key ILO processes
and products. A baseline should be developed agatnthese minimum performance
standards, targets set for 2013 and 2015, and resoas (in terms of improved internal
capacity) required should be estimated. Minimum pefiormance standards mean theg
minimum level of performance that is acceptable irthe ILO for it to achieve its gender
mainstreaming mandate. This does not mean that ILGhould only aim for minimum
performance; it is important both to achieve minimun performance standards and
advance beyond these standards to excellence in den mainstreaming. These will
promote accountability by providing transparent norms for all to utilize providing easy
reference for monitoring. ILO should allocate fundng to meet these minimum
performance standards from its regular budget.

For example a more thorough set of indicators coultbe applied in the preparation of the
DWCP, such as whether an adequate gender analysis relation to the situation of
women and men in the world of work had taken placewhether all data used as

background/baselines are sex-disaggregated; whethemgender perspectives are

adequately reflected in DWCP indicators etc. Many bthese minimum performance
standards are in place as guidance or checklists,ub should now be established a
criteria which are tied to accountability of Bureau and senior managers. For example
some ‘standards’ are already included in DWCP guidace.

Accountability for gender mainstreaming in different types of ILO activities would have
to be determined. For example with the considerablemphasis on research in the
strategies suggested to contribute towards the aahviement of the 19 outcomes in P&EH
2010-11, the Research and Publications Committee,hieh coordinates an Office-wide
Research Strategy, would be the obvious focal pointor ensuring that minimum
performance standards are included in research crdria and are adhered to.
Consequences for non-performance would also need e determined.

Minimum performance standards could be linked to thke questions under non-
discrimination and the promotion of equalitin the country-level application of the UN
CEB Toolkit for mainstreaming Employment and Decent WoP The widely
disseminated Toolkit includes gender related questions under the checkis on non-
discrimination in the general toolkit and also in he country level application of the
toolkit.

[}

174

\" 4

13 Section C5 (pages 76-77) of the Toolkit providesuser with a checklist of questions to raise eness of the
interlinkages between decent work and differentrta® and policy domains so that governments orrdifiteagencies can
see how their policies, strategies, programmesaatidities are interlinked with employment and deosork outcomes.
http://www.ilo.org/public/english/bureau/pardewedoad/toolkit_country_en.pdf
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Guidance would have to be provided to steer all caerned as to what constitutes
meeting minimum performance standards; what exceedhem and what is inadequate
Minimum performance standards may require significant intra-organizational learning.

It would be important that such standards are incoporated into ILO staff training

systems and included in training materials.

With no outcome specifically on gender equality ogender mainstreaming in the 19
outcomes of the new P&B, there may be a possibilitthat funding will not be allocated
for gender mainstreaming in particular, unless thedonor community makes a specific
request to allocate funding through the RBSA mechaam. In response the Bureau for
Gender Equality has prepared a list of “global prodicts” for 2010-11 which are
organisation-wide strategies and tools, to be fundethrough RBSA mechanisms. The
dissemination of agreed minimum performance standats on gender equality and
capacity building on them could be included as a Igbal product’ offered by the Bureau
for Gender Equality.

2.3 Accountability for gender mainstreaming

The Action Plan notes (p. 12): “Strengthened actahility mechanisms are essential for
effective gender mainstreaming. This requires tgladn roles and responsibilities and
adequate tracking and oversight.” The Action Plaesses senior management accountability
for its implementation (ibid): “all ILO staff at laelquarters and in field offices are required to
promote gender equality in the context of the De¥éark Agenda by building this into their
work. Senior management, including directors in fieéd, has overall responsibility and
accountability for the policy’s operationalizatioand implementation.... As regards
responsibility for achievement of gender-responsresults within the Organization’s
Programme and Budget for 2008-09, ultimate respditgilies with senior management.”
While technically this is accurate, actual accohitity of senior managers in the ILO, as in
the rest of the UN system, is weak, if we take aotability to mean that there is some
consequence for lack of action or achievementilte. The Action Plan was therefore based
on an overoptimistic assessment of the potentialekiablishing workable accountability
mechanisms.

In terms of the overall UN context, the Secretagn&al’s Repor&ccountability framework,
enterprise risk management and internal controhfeavork, and results-based management
frameworR* proposes a comprehensive accountability architectiat encompasses three
key elements of: institutional and personal accahility. performance, compliance, and
integrity. A central feature of the new account@piframework is UN Secretariat senior
managers’ compacts on results with the Secretanefaé A review of 28 senior managers’
compacts for 2008 found no reference to genderligguand only one reference to women.

In 2008 the Resident Coordinator performance aparaystem included assessment against
performance on gender mainstreaming, but this leas lbemoved for 2009. A background
paper developing an Action Plan for the Chief Exees BoardSystem-Wide Policy on

14 A/62/701dated 19 February 2008.

15 OSAGI (2009) “Development of an Action Plan foettN system-wide policy and strategy on gender steaming.
Discussion Paper. Prepared for the United NatiotesHAgency Network on Women and Gender Equalilghth Session.
New York, 24-26 February 2009.” mimeo.
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Gender Equality and the Empowerment of Wamadtich reviewed accountability for gender
mainstreaming in 13 UN agencies, concluded thate“Current state of accountability and of
results based management across the UN systeng wdriked, is in general not adequate to
ensure gender mainstreaming.”

Accountability in the UN context is often ill deéd, but usually involves accountability for
establishing RBM systems, that is processes rathan results. The UNDP gender
mainstreaming evaluation notes that: “Accountapilisually involves penalties for failure to
perform.”® However, such penalties have not yet been intrediin the UN system, and
some would argue that they are more relevant fmafw than public sector organizations.
UNDP has tried to strengthen its framework and gkperience of UNDP with its Gender
Steering and Implementation Committee should béevead in this regard’ Finding an
appropriate accountability framework in a publictee organization, which deals with results
that are complex, will always be a challenge. Faitaccountability mechanisms for gender
mainstreaming in ILO, a specialized agency of tidystem need to take account of related
developments in the UN, which is why this evaluati@commends the development of
minimum performance standards for gender mainsirepaas the main means of establishing
accountability.

The Action Plan set objectives for strengthenedactability as follows: “Efforts in this area
will be ongoing but allied with stronger and mom@herent mechanisms for oversight and
reporting by responsibility. Over the current ActiBlan period, a focus will be on making
more systematic use of existing review opportusjtiand incremental strengthening of
current reporting mechanisms, in order to provid@ercomprehensive oversight on gender
equality performance and progress.” This was seétirotable from in the Action Plan; the
first two columns of this Table are reproduced belwith a third column added on results.

18 UNDP (2006)Evaluation of Gendekainstreaming in UNDP. New York: UNDP.
T UNDP (2008)Gender Equality Action PlarNew York: UNDP.
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Table 1: Results of accountability monitoring goalgor 2008-2009

Accountability monitoring
goals

Chief responsibility

Results

A schedule for regular oversight wil
be established on the organizationg
performance in gender equality

Bureau for Gender
| Equality

The Bureau for Gender Equality noted that th
refers to gender mainstreaming in the ILO (as
opposed to gender equality results). A sched
for regular review was established and review
were carried out, but oversigbér sewas not in
place.

e

Strengthened individual and
collective accountability at each lev
— from senior management to
individual staff

All staff
el

Indirect evidence of strengthened accability
through improved reflection of gender
mainstreaming in P&B 2010-11, but no direct
evidence of strengthened individual and
collective accountability. No gender
mainstreaming competency in place.

Increased monitoring of gender
equality performance and outcome
in plans and programmes taking
place, including strengthened
reporting within existing reporting
schedules

Relevant

5 sectors/country
programmes and units
together with the
Bureau of
Programming and
Management, guided
by the Bureau for
Gender Equality and
the gender network

Draft findings from the 2008-2009 Programm
Implementation Report in relation to Action
Plan targets were reviewed and do not sugge
that systematic reporting on gender equality
performance and outcomes is in place. Data
the Programme Implementation Report is not
systematically disaggregated by sex and ther
limited overall reporting on gender equality.

\1%

>

eis

Increased knowledge base on resu
and good practices for disseminatig
on gender-relevant information,
findings or results

t&ntire field structure

nand headquarters-basg
units, supported by the
Bureau for Gender
Equality and the gende
network

This is not an accountability mechanism.
2dl

=

A monitoring system of the internal
participatory gender audits will be
set in place to examine how gende
equality issues are taken into accol
in selected field offices, in technical
cooperation programmes, among
selected constituents and
headquarters-based units. Outcomg
of gender audits will be reported to
the Governing Body within the
regular ILO implementation reports

Bureau for Gender
Equality

Int

S

The goal is unclear as PGAs themselves
examine gender mainstreaming. Reports on
gender audits form part of implementation
reports for management and the ILO Governi
Body.

While some interviewees noted the accountabiligtise of the Action Plan was excellent
with clear responsibilities outlined, some gendecaf points commented that the
accountability section meant that ‘everybody antaay’ is responsible, and gender related
work was left up to them. Some gender focal poaté® reported that they receive minimal
support from managers for organization of gendeabkty events or implementing the Action

Plan. It was reported by some that resources breasdd for gender mainstreaming activities
only if there are surplus funds at the end of tlenBium.
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Although the Action Plan outlines accountabilityplas and responsibilities for the

implementation of the Action Plan, it was recogdi®y the Bureau for Gender Equality that
platforms for dialogue must be opened within th® land within units responsible for certain

aspects of the Action Plan. In order for ILO staffengage with the Action Plan, they must
understand who is responsible in their respectetrical areas, plan how to implement the
Action Plan, and have the negotiation skills toabée to tackle power relations. The Bureau
for Gender Equality thus organised a series of kedge sharing workshops to tackle this
iIssue —discussed below.

A further accountability mechanism planned under Action Plan was development of a
competency in gender mainstreaming, at an apptedeaael, for all ILO staff. This has not as
yet been developed, and in the opinion of the etahs ILO therefore is missing an important
opportunity to strengthen accountability for gendeainstreaming. However, interviews
suggested that it will be possible for the BureauGender Equality to work with HRD over
the next six months to put this competency in plarel to tie it to strengthened training in
gender mainstreaming for ILO staff.

Recommendation:

The Director of the Bureau for Gender Equality shoud be included in regular meetings
of the Senior Management Team, so as to assist tBereau with an in-depth discussion
of progress concerning the next Action Plan, agaihsbenchmarks on minimum
performance standards, and other gender mainstreamg results, and hence enhance
accountability for gender mainstreaming. A report an progress should be discussed by
the Senior Management Team every six months.

ILO should develop a competency in gender mainstre@aing, and tie this to strengthened
capacity building of staff on gender mainstreaming.

2.4 Knowledge sharing workshops

In total, four knowledge-sharing workshops on thaién Plan took place (two in English,
one each in Spanish and French) during the Actian implementation period

A considerable effort was made by the Bureau fondee Equality and the Gendand Non-
Discrimination Programme at ITC to invite a wideriety of ILO staff to attend these
workshops, from high-level officials to adminisivat staff, ILO gender focal points in ILO
headquarters and field offices, programming staff L.O staff with responsibility for RBM.

It is estimated that at least 92 women and memdeid the knowledge sharing workshops (25
participants at an English speaking workshop ininful2 at a French one; about 25
participants in Beirut; and 30 in San Jose, Costa-Rncluding ILO constituents).
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Innovative and novel workshop approaches were tfsedrticipants were informed about the
interrelation between organizational-wide gendelinsteeaming initiatives and their own
responsibility. Who is responsible for the ActiolafPimplementation was explored in depth.
A major output of the workshops was that each paent left with their own individual work
plan with practical actions to further the implerntaion of the ILO system-wide Action Plan
and ensure its impact. Feedback on the qualitheimorkshops is provided in Box 1.

Box 1: Feedback on the Knowledge Sharing Workshops

The Senior Gender Specialist for the ILO Sub-Regji@ifice for Central America reported
that the workshop was the beginning of a discusgimotess in the region and linked
ministries of labour, trade unions, employers, dh® staff. The respective roles on
implementing labour aspects of national action plan gender equality were clarified. In the
evaluation of the workshop in Costa Rica integgaingender perspective into participants’
respective organizations was rated highly by padrats.

The Senior Gender Specialist for the ILO Regionfilc® for Arab States in Beirut stated that
the knowledge sharing workshop in Beirut generatéat of energy around implementing the
Action Plan, particularly amongst younger generatwd ILO staff and technical cooperation
project staff. A clear indication of the ‘buzz’ amterest in gender issues generated by the
workshop is evident by the increased requestsad@tnior Gender Specialist for ILO gender

tools, presentations, gender indicators, CDs, teahsupport, etc. (which was an indicative

activity in the Action Plan under the substanceuiltssarea to reach the indicator related to
gender issues applied in technical work). The Se@Giender Specialist has indicated that a
large number of the commitments made by the sta#fmbers who participated in the
workshop have already been achieved or are underway

In conclusion, the Senior Gender Specialists imtevgd during this evaluation reported that
the knowledge-sharing workshops served as a goatkgy in their regions.

Source: Evaluation interviews

There was general high appreciation of these waogsh Many workshop evaluations
revealed that participants appreciated the moveorimkytraditional workshops to change
management processes. Many newly-appointed gemdat points found the workshops
useful, indicating that the workshops also devedopapacity on gender mainstreaming.
However, based on interviews with gender focal {soend gender coordinators mainly at
ILO headquarters, the evaluators concluded thaketieea need to develop a typology for
assessing the results of capacity building ovetdhger term — see below.

18 A summary of the approach and methodology uséldese workshops is availablehdtp:/i-p-
k.co.za/wordpress/allowing-human-ingenuity-to-udfécilitating-transformation-in-living-systems/
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2.4.1 Factors identified as contributing to/curtaiing gender mainstreaming

Many ILO GFPs had the intention of following up aimablementing their individual work
plan as soon as possible. Some interviewed diah s ifar as they could and with renewed
vigour. However, in many cases, external factoreevet play, such as a lack of support from
managers to implement measures planned. Another i@ator impeding progress is the lack
of time to implement planned activities. Althougbnger focal points are meant to act as
catalysts rather than being responsible for implgimg gender mainstreaming, they are often
left ‘to do’ gender mainstreaming. Gender focalnpaasks are seen by managers as ‘add-on’
tasks rather than part of their core work.

The following factors were identified as hinderitinge planned knowledge sharing workshop
outcomes as being effective in integrating a genéf@ension in ILO’s core RBM systems.
They also reflect challenges ILO staff face moreggally concerning gender mainstreaming.

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

= The lack of some mid-senior management prioritisatif gender, generally. The
problem is not that gender equality concerns ates@en as important, but their
prioritisation is low on the list of priorities, wdh basically means some managers do
not see gender equality concerns as important éntmugct on. For example, gender
equality issues are given the last 15 minutestehtibn in meetings. In one case, it was
reported that following a large study on an ILCated topic and a two-day tripartite
workshop to validate results, a male constitueath@r than an ILO officer) brought up
the fact that gender equality was missing from ysisland discussions. The terms of
reference for this particular study had outlineat tyender equality concerns should be
included, but the study report was mejected on the basis that gender equality coscern
were totally omitted.

= Reporting mechanisms, such as mission report faneasure that officers report on
how their activities linked to the immediate out@swf the Programme and Budget, but
they do not normally stress how gender was addiessietegrated.

= The term ‘gender mainstreaming’ is still difficitr many to grasp. Many grapple with
whether by ‘mainstreaming’ they are still allowedhtave activities that focus
exclusively on women to address economic, politgcal social inequalities related to
the world of work. Many attempts at gender mairgstring result in gender mentioned
everywhere but often in a meaningless way e.g.dgewill be mainstreamed in this
activity”.

= The capacity of ILO constituents to ‘mainstrearmder is also an issue. The ability to
mainstream gender is not on the agenda when clgpantners in technical
cooperation, although efforts are being made torenthat partners develop the capacity
to mainstream gender in many regions.

19 |dentified during an evaluation of the DFID PFAnger mainstreaming support to ILO.
http://www.ilo.org/eval/Evaluationreports/lang--datName--WCMS_117986/index.htm
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2.5 Recommendations on capacity building for ILO st  aff

ILO should carry out a capacity assessment of currg staff capacity in gender
mainstreaming - potentially as part of the HRD onging skills assessment review - |
relation to agreed minimum performance standards fo gender mainstreaming, and
design training on gender mainstreaming based on th Capacity building should be
based on the different competencies required by ddrent types of staff.

Half-day training sessions on gender mainstreamingvould be suitable for those staff
who do not have time to dedicate to longer trainingeriods.

ILO should track the results of its capacity building efforts through use of the widely
used four point Kirkpatrick scale?® or a longitudinal tracking system over 12 month
periods from the date of the training

In line with UNDG guidance, all capacity building for partners should include adequate
attention to gender mainstreaming, and this shoulde tracked by regular reviews of
partner capacity.”

Consultants working with ILO should be expected tomeet minimum performance
standards in gender analysis and use of sex-disaggated data.

20 see Kirkpatrick, D. (2006 valuating Training Programs: The Four Levelhird Edition.This scale involves: The
reaction of trainee - what they thought and fetiwgtihe training; learning - the resulting increasknowledge or capability;
behaviour - extent of behaviour and capability ioygment and implementation/application; and resuhe effects on the
organizatioror environment resulting from the trainee's periance.

21 (2009) Technical Brief on UNDG Programming Prinefnl Capacity Development

http://www.undg.org/?P=225
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3. Findings on the first set of key result areas of the Action
Plan

This chapter continues the focus on gender maasireg in the ILO by analysing the key
results areas included in the Action Plan, witteratibn to whether stated objectives have
been met. The chapter closes with an overall asssgsof ILO’s performance in gender
mainstreaming.

3.1 Key Results Area One: Staffing

3.1.1 Background

The basis for this results area is equality of oppuoty and treatment of all ILO staff.
Staffing is the only area with a specific targethe DG’s 1999olicy onGender Equality
and Mainstreamingvith an Office-wide target of 50 per cent of Pgsfi®nal posts to be filled
by women by 2010. Particular care is to be givegréater parity between women and men in
promotions to senior posts.

Expanded opportunities are to be provided for atstrative staff. Indicators were agreed to
ensure that practical work arrangements within Itl@ resulted in a more family friendly
environment. In reality ‘family friendly’ often im@s that work arrangements become more
sensitive to women’s needs (child care, materraty@mity leave, travel requirements as part
of job, flexible hours), although men also expressepport for work-life balance provisions
and by the end of 2008 in ILO, paternity leave weatended to one month. ILO also strives to
ensure that there is no expectation that workevengadew or no family responsibilities can
be away from home for significant periods of tirmepe expected to work late into the night.

Management training is expected to address gengiealiey issues. Reference to gender
equality was expected to be progressively includestaff job descriptions. Another area of
focus was around harassment including expressibpswer between managers and female
staff at lower levels, which can make women or mecomfortable and affect productivity.
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Table 2: Staffing results

Indicators and targets Baseline Progress
At the end of 2006, 40.5% of At the end of 2009, 43% of professional and
professional and higher-level higher-level staff are women (P1-DG)

staff are women (P1-DG)

Increase towards parity in
Professional posts

Progress: 2.6%

In the 7 four -day workshops held during 2008-09
gender issues and/or diversity were informally
addressed

Gender equality addressed
in management and
leadership programmes,

In the 3 four -day workshops
held during 2006-07 gender
issues and/or diversity were

as part of training of
trainers and in terms of
reference for training
providers

informally addressed

Progress: none

Gender balance in staff
participation in
management and
leadership programmes

In 2006-07, 46.5% of
participants in the MLDP
programme were women

In 2008-09, 34.6% of participants in MLDP were
women. In mid-2008, 60% of participants in a
newly introduced workshop for country directors
were women.

Progress: overall the leadership building
programme, encompassing several initiatives,
achieved its five-year target of reaching 75% of
P4 and above staff; 40% were women. The % of
female participants were higher than the % of
women in the relevant pool

Increase in General
Service staff opportunities
for training

5 kinds of opportunity for
training offered to General
Service staff in 2006-07

9 kinds of opportunity for training offered to
General Service staff in 2008-09

Progress: four more kinds of training offered

Provisions for a gender-
sensitive and family
friendly workplace
strengthened & enforced

In 2006-07, six gender-
sensitive and/or family-
friendly measures existed

By the end of 2009, seven gender-sensitive and/or
family-friendly measures exist

Progress: new measure is the teleworking policy

Demonstrated
commitment and
reference to gender
equality progressively
included in staff job
descriptions

In 2007, 23% of job
descriptions for regular
budget vacancies at

professional level specifically

refer to keywords “gender”
and/or “gender sensitivity”

In 2009, 30.3% of job descriptions for regular
budget vacancies at professional level specifically
refer to keywords “gender” and/or “gender
sensitivity” (for 2008 24.2%)

Progress: increase in inclusion of gender
criteria of 1.2% in 2008 over 2007, and 6.1% in
2009 over 2008

Provisions for combating
harassment at the
workplace strengthened
and enforced

In 2006-07, sexual
harassment policy and
procedures exist within
broader ILO policy on

harassment in the workplace

Progress: no change identified except wider
dissemination of policy

3.1.2 Analysis of “Staffing” results area of the Ac

tion Plan

3.1.2.1 Indicator 1 Staffing: Increase towards paty in Professional Posts

The baseline as of the end of July 2006 was th&i%4®f professional and higher-level staff
(P1-DG level) were women. As of the end of 200904 professional and higher-level staff
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are women. This represents an overall increase68b between the end of 2006 and 2009 in
the number of professional and higher-level stafbware women.

Comparative figures from other UN agencies areyrbfivailable for 2008-0% although the
latest UNDP Gender Action Plan notes 66% men inosenanager positions in 2007, and
65% for middle management.

According to thea report prepared by a gender and organizationahgehaexpeft
(MacDonald, 2009), the positive results at ILO owedlch to the high percentages reached in
grades D1 and above, giving disproportionate wetigla very small number of appointments
mostly made by direct selection. The proportionvoinen at P5 has risen from 29.7% at the
end of 2007 to 35.1% at the end of 2009. MacDo2l9) warns that if the only focus of
attention is on P5 or above, the structure will dme top-heavy and there will be an
insufficient pool of junior female staff ready tpmy for P5 posts. Given the ageing staff
generally in ILO, she recommends that a prioritpudti also be to increase the number of
young women on the professional level staff, by imgkLO an attractive option for younger
female professionals. Studies consistently pointhi® ranges of factors that need to be
addressed to improve gender balance and the relefdcials in ILO should seriously
examine such studiés.

3.1.2.2 Indicator 2 Staffing: Gender equality addresed in management and leadership
programmes, as part of Training of Trainers and interms of reference for training
providers

The baseline for this indicator was the three Managnt and Leadership Development
Programme (MLDP) four-day workshops held during 2007 in which gender issues
and/or diversity were informally (as opposed tonfally integrated into the course content)
addressed. Seven MLDP four-day workshops were dwelithg 2008-09. Again gender issues
were only informally addressed, if at all. No chesgvere identified during the Action Plan
period. Monitoring and evaluation of MLDP trainimpes not capture the gender related
issues discussed allow for progress to be idedtifie

“Managing Diversity” is one of 25 voluntary selfrdcted learning modules, offered to
‘graduates’ of the MLDP. Apart from another leagimodule “Technical Cooperation

Project Design, Monitoring and Evaluation, there ane or two passing mentions of gender
mainstreaming.

The evaluation report from the Gender MainstreanmnBFID /ILO Partnership Framework
Agreement (October 2009), found that many individua ILO experience a lack of mid-
management support to mainstream gender. The ralsorstressed that more emphasis must
be placed on ensuring ILO senior managers’ supfoorgender mainstreaming and their
recognition of gender equality as an essential aomapt of other development goals. The
“Performance Management Framework” for managers #rel MLDP are considered
potentially important and strategic entry pointsr@aching senior management.

22 http://www.un.org/womenwatch/osagi/fpgenderbalatats. htm#ns

2 MacDonald was contracted by GENDER in November 20@Bagain in October 2009 as a consultant fotSkegfing”
Result Area of the ILO Action Plan for Gender Eqtya®i008-09

24 For example as outlined by the UN Office of th@@al Adviser on Gender Issues and the Advancenfétmomen
Measures to Accelerate the Improvement in the S@ftlWomen in the UN Systeritical factors that need to be addressed
to improve gender balance include a gender strategyuitment and retention, career progressiomilityy organizational
culture, working climate, monitoring (statistice)anagerial accountability, and addressing inforpaatiers. Aide-Mémoire
Expert Group Meeting. November 2007, UN, New York
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3.1.2.3 Indicator 3 Staffing: Gender balance in sf& participation in management and
leadership programmes

The baseline for this indicator was that in 2006-88.5% of participants in the MDLP
programme were women. In 2008-09 34.6% of partidpan the MLDP were women. In
mid-2008, 60% of participants in a newly introducgdrkshop for country directors were
women. Over the period 2006-09, 38% of participamthe MLDP were women, in line with
the average number of women in the P4-P5 range.

In order to promote gender balance among partitspemn management training, HRD had

encouraged managers to nominate female staff teipate in the training. Overall, reaching

75% of P4 and higher-level staff in management bradlership programmes has been
achieved. As 40% of these participants were wonvaicDonald, 2009), gender balance in

staff participation in management and leadershiggr@mmes has not yet been achieved,
although this may reflect the overall gender dbattince figures.

3.1.2.4 Indicator 4 Staffing: Increase in General &vice staff opportunities for training

In 2006-07, five kinds of opportunity for trainingere offered to General Service staffThis
was used as the baseline. In 2008-09 nine kindsppbrtunity for training are offered to
General Service staff, indicating that four moneds of training are now offeréd.

MacDonald (2009) warns that the strong emphasisindformation Technology and the
computerisedintegrated Resources Information Syst€iRIS) could lead to increased
workloads if female General Service staff alone asked to input into the IRIS system, in
lieu of their managers also doing such work. Irgengly 89% trained on IRIS were female,
but mostly male staff were sent out to introduckSIi the field.

3.1.2.5 Indicator 5 Staffing: Provisions for a gendr-sensitive and family friendly
workplace strengthened and enforced

The baseline for this indicator was that in 2006-8ix gender-sensitive and/or family-
friendly measures existéd.By the end of 2009, seven gender-sensitive ants#ionily-
friendly measures exist. The new measure is a dlit teleworking. This measure was
developed in response to an ILO Work-Life Balanoeay sent to all staff in April 2008.

In October 2009, HRD presented and promoted the-lifer balance and flexible working
arrangements at the monthly line managserseting, allowing line managers to see that HRD
was endorsing the underlying principles. The wodaal on teleworking presents some
evidence that ILO is striving to achieve a worlellfalance as a priority item. As part of the
Action Plan Strategies, the Bureau for Gender Etyualas invited to become a member of
the Joint Negotiating Committee which developedriée policy.

3.1.2.6 Indicator 6 Staffing: Demonstrated commitmiet and reference to gender equality
progressively included in staff job descriptions

The baseline for this indicator was that in 2003%2of job descriptions for regular budget
vacancies at professional level specifically refdrto the keywords “gender” and/or “gender

25 Namely: writing skills distance learning; managimaurself workshop; language courses; IT trainamy IRIS system
courses.

26 New kinds of trainings included ECDL certificatel®fproficiency; appreciative inquiry exercise indwledge sharing
initiatives; participation in the International Lalr Conference (ILC) extended to local staff in tieddf distance learning
library of e-courses piloted for local staff in tfield.

2" These included maternity leave, paternity lealelfle and part-time work, adoption leave, créahd disability policy.
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sensitivity”. The Bureau for Gender Equality pregghthis baseline in November 2008, but
this baseline was never finalized with HRD.

In 2008, 24.2% of job descriptions for regular beidyacancies at professional level
specifically referred to keywords “gender” and/ogehder sensitivity”. By 2009, this
percentage had risen to 30.3%. Progress in theaserin the inclusion of gender criteria in
job descriptions was 1.2% in 2008 over 2007, aftér(@stablishment of the Recruitment and
Placement System RAPS®) 6.1% in 2009 over 2008. According to MacDonalfq@), the
wording of references to gender criteria and reguénts in job descriptions was stronger and
more precise in 2009, than in the previous batafegsacancies under RAPS, indicating
further progress.

3.1.2.7 Indicator 7 Staffing: Provisions for combahg harassment at the workplace
strengthened and enforced

In 2006-07, the baseline for this indicator wast tihi@e sexual harassment policy and
procedures (from 2004) exist within the broader IpQicy on harassment in the workplace
(from 2000). No change was identified during theiéwc Plan period. However in January
2008, a guide on resolving problems at work wasligpled by the Joint Negotiating
Committee, so that the policy could be made momnkmto staff. The annual report of the
Mediator’'s Office (where harassment cases can b# deth) for 2008 does not distinguish
between sexual harassment and other kinds of maeass

3.1.3 Assessment of progress, good practices, chall enges related to
gender balance in staffing

In 2008, four staff members in HRD were appointgdh® HRD Director as liaisons for the
seven indicators related to staffing. However,eheere some changes in key HRD personnel
during the Action Plan implementation period, whigsulted in a lack of continuity in
implementing the expected results under the refrHtRD.

Much progress on the staffing results area canttodwted to the support provided by the
Bureau for Gender Equality to HRD through an expartgender and organizational change
hired twice to liase with HRD to contribute towarttie “staffing” results area of the Action
Plan. TheConsultant worked with each relevant HRD staff memto help establish a
baseline for their indicators in the Action Plardadentify strategies and activities to help
achieve progress.

The Consultant on the “staffing” result area of fkation Plan produced two reports, one in
2008 and one in 2009, outlining challenges enceadtaccompanied by recommendations to
overcome these. The first report includes threduliseainstreaming tools and notes on
mainstreaming gender in management training méerlde report was shared with HRD
(MacDonald, 2008). The second report (MacDonald)920was also shared with HRD,
identified good practices in HRD such as strongsst enore precise reference to gender
criteria in the wording of job descriptions in RARS2009; or HRD providing user-friendly
guidelines on parental leave to encourage its tgkésee Annex 3). This report also provided

28 RAPS expands opportunities for external candidgiasicularly from under-represented countries kakimg the
recruitment procedures more transparent. Each RA®®Irdeals with a batch of 40-45 candidates aba tit was
introduced to the ILO in 2007.
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practical suggestions and recommendations for ngofanward in 2010 and beyond (see
Annex 3).

Macdonald (2008) reviewed the management learnowstused by HRD and made
comments on the MLDP Training Modules and Facoitsit Notes in order to make the
MLDP materials gender-sensiti?®. HRD reported that gender expertise and gender
mainstreaming concerns were not part of the terfimeference for the training providers; so
they were not integrated into the training courdasng the Action Plan implementation
period. However, during interviews for this evaloat HRD emphasized that they considered
it important to strengthen the gender content efMLDP, either through a separate module
on gender mainstreaming or through increased aitetd gender in current MLDP modules.
They also stressed that strengthened training milgemainstreaming should be linked to a
gender mainstreaming competency. A new contradih®implementation of the MLDP will
start in 2010 and it is recommended that gendemagitgement issues are mainstreamed in
the new delivery of MLDP.

It is now clear what progress has been made ineémehting the staffing results area. Much
remains to be done and is planned for the comirgy,yguch as implementing the core
competence on social justice (which now includesdge sensitivity), once this is approved
by the Cabinet of the DG. HRD have indicated thhemewed commitment to implement
strategies to ensure equality of opportunity aedtment of all staff.

Recommendations:

For collaboration across departments on gender eqlity concerns (for example
collaboration between GENDER and HRD), it may be sategic to share costs in hiring
experts and finalising terms of reference to ensur@wnership and buy-in from all
concerned.

Future training for management, management support materials, resources for
managers and learning tools for improving managemensystems should integrate
gender equality concerns.

29 gpecifically the “Performance Management Frameivtirkt for managers, the Management and Leade3higlopment
Programme (MLDP) and ldlanaging Yourselfnodule
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3.2 Key Results Area 1: Substance

3.2.1 Background

The focus on thenstitutional mechanismsesults areas was to internalise commitment to
gender equality throughout the ILO, so that geradprality is reflected in all technical work,
operational activities and support services inecilgdknowledge management. Gender analysis
is to be undertaken systematically in ILO’s techhiwork, recognising that ILO staff may
require greater capacity in undertaking such aealy€xisting tools to support gender
mainstreaming were to be rolled out, including tbarticipatory gender audit (PGA)
methodology. ILO’s knowledge base on gender issumdd be improved, including a focus
on mainstreaming gender in research. Finally ttterg to which donor agreements make
provisions to support gender mainstreaming andnieah cooperation projects are gender
mainstreamed were to be measured under this resals

Table 3: “Substance” results

Increase in extentto  In the P&B 2006-07
which gender Implementation Report, 7.5% (o
equality is reported 95) of the total number of result:
within the (1,256) are specifically gender-
Implementation related (GENDER baseline)
Report 2008-09 OR
In the P&B 2006-07 Progress: unknown as report not available in

Implementation Report, 16 out ¢ December 2009.
19 (84.2%) operational outcome

reported with gender related

results (PROGRAM’s baseline)

Number of gender Between 2001 and 2007, 28 Six gender audits were conducted within ILO

audits conducted of  gender audits in ILO units/ between January 2008 and the end of 2009
ILO units/offices; offices. The baseline was

results reported to modified to make is comparable Progress: an increase in the number of audits
senior management  over two years. Two gender undertaken in the ILO of four*®

and management audits conducted within ILO

response. between 2007-08.

Number of gender- Of the 30 DWCPs that were Of the 20 DWCPs that were drafted or finalised
sensitive indicators drafted or finalised during 2006 during 2008 and/or 2009 and that included

developed and and/or 2007 and that included indicators, 14 contained indicators that are pliytia
promoted for indicators, 17 contained gender-sensitive.
technical work indicators that were partially

gender sensitive Progress: a higher proportion of DWCPs contain

indicators that are gender sensitive. Furthermore
“partially” was redefined more stringently to mean
that at least two indicators are gender-sensitive
(rather than one only). The application of the 2007
definition would have resulted in 19 out of the 20
draft or final DWCPs containing indicators that
are at least partially gender sensitive.

As of July 2009 3 of 20 DWCPs that were drafted
or finalised during 2008 and/or 2009 contained
reference in the sections on “monitoring &
evaluation” to either “gender equality promotion”,

% These audits took place in two country offices{IBbuja; ILO Dhaka); and one Sub-regional Officed@#s Ababa) and
in three headquarters units - the Standards DepatttNORMES); Official Relations Department (RELGFF)
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“sex-disaggregated data” or “gender”

Proportion of Between 2006-07, 13 out of 32 In 2008-09, 10 out of 22 texts total of research
research, texts in total of the research published by the ILO International Institute for
methodologies and published and available on its  Labour Studies addressed gender issues.
tools addressing website by the International

gender issues applied Institute for Labour Studies Progress: an increase in 5%

in technical work addressed gender issues.

Increase in extentto  In 2007, 5 out of 10 ILO donor By July 2009, 6 out of 9 in total of ILO donor

which ILO/donor partnership agreements that we partnership agreements that are operational include
agreements make operational included provisions specific provisions for gender mainstreaming.
specific provisions to  for gender mainstreaming.

support gender Progress: two-thirds in 2009 up from a half of
mainstreaming partnership agreements in 2007

Increase in extentto  In May 2008, 28% of active In July 2009, 24% of active extra budget TC

which technical extra budget TC projects were  projects (168 out of 693) are classified as “naine”
cooperation classified as “none” in the the mandatory field on gender equality in IRIS.
projects/programmes mandatory field on gender

have gender equality in IRIS. Progress: a decrease of 4% classified as not having
mainstreaming gender mainstreaming. Four compulsory gender

markers are now in place to classify TC projects.
In December 2009 almost 9% of projects were
classified at level %

3.2.2 Analysis of “substance” results area for Acti on Plan

3.2.2.1 Indicator 1 Substance: Increase in extenbtwhich gender equality is reported
within the Implementation Report 2008-09
The Action Plan states that the baseline is the R&®B5-07 Implementation Report. The
Bureau for Gender Equality and PROGRAM utilizedati#nt calculations for this baseline.
The Bureau for Gender Equality analysed “gendexted!’ results in each resurt the
Implementation Reporf The Bureau for Gender Equality came up with thiefdng
baseline:
« For Strategic Objective 1 there were 31 Gendetaéleesults out of a total of 299 results
« For Strategic Objective 2 there were 29 Gendetaéleesults out of a total of 304 results
« For Strategic Objective 3 there were 20 Gendetaéleesults out of a total of 279 results
» For Strategic Objective 4 there were 15 Gendetadleesults out of a total of 383 results
» The total was calculated to be 95 (7.5%) gendetedIresults out of a total of 1256
results.
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1 = Project contains no objectives, outcomes, datpuactivities that aim to promote gender eqgualit

2 = Project does not include gender equality asuacome, but some outputs and/or activities sprifi address gender
issues

3 = Project includes gender equality as an outcame,some outputs/activities specifically addressdgr issues

4 = Project’s main stated objective is to promateder equality, and outcomes, outputs and acsviie designed to
promote gender equality

32«Gender related” was defined for this baselinénakiding mention of: gender (and any modifying ), women, men,
boys, girls, maternity, paternity, work and famigsponsibilities, equally pay, pay equity, equatueeration, discrimination
(with modifying words “sex” or “gender”), sex disgrggated data; and Conventions Nos. 100, 111.156&®dn the 2006-
07 P&B Implementation Report, it seemed evident shate of the so called results were “activitiesheatthan “results”.
However based on the above definition, the Bureatender Equality counted all relevant resultss Tvas a labour-
intensive effort.
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In contrast, PROGRAM focused on the ninetegerational outcomesEach operational
outcome contains many results for each outcome. GRA&M maintained that 16 out of 19
(or 84.2%) operational outcomes reported with genelated results. The Bureau for Gender
Equality does not find this baseline useful for leaion purposes since an operational
outcome was counted by PROGRAM if there was only msult that was “gender related”
amongst the many results for that particular outeoihe extent to which gender equality is
reported within the PIR for P&B 2008-09 is unknoatrthe date of this evaluation report.

During the Action Plan implementation period, therere however many activities to help
achieve progress. PROGRAM, the Bureau for Gendealiy, and the ITC played catalytic
roles. PROGRAM provided instructions for reportimgnd set up corresponding IRIS
functionalities for the P&B 2008-09 ImplementatiBeport. Regions and headquarter units
were asked to specify any gender equality aspeictsuttomes achieved, as one of the
common principles of action. However, PROGRAM’s @leinstructions for reporting make
no reference to gender mainstreaming or other @oldsg themes. As the final revision of
the P&B Implementation Report was not availablarduthis evaluation it is not possible to
assess whether this gender-neutral stance ledderweporting on gender mainstreaming.

As discussed, publicising and raising awarenegh@fAction Plan generally (including the
indicator that expects gender equality to be regbvtithin the PIR was helped Bynowledge
Sharing Workshopkeld in Turin, Costa Rica and Beirut organisedhsy Bureau for Gender
Equality and ITC with the support of the ILO Sulgimnal Office in San José and the ILO
Regional Office in Beirut. ThéGender Equality at the Heart of Decent Worlgeneral
discussion item of the International Labour Confeee (ILC) in 2009 also promoted
awareness of gender mainstreaming.

3.2.2.2 Indicator 2 Substance: The number of ‘gendeaudits’ conducted of ILO
units/offices; results reported to senior managemerand management response.

The Participatory Gender Audit (PGA) methodologyhieth a tool and a process that
promotes organisational learning on mainstreamigrgdgr practically. Since 2001, with the
Bureau for Gender Equality leading, the PGA hadnbased by ILO offices, and was
gradually extended to ILO constituerits.

The baseline given in the Action Plan for this aador was 28 gender audits within ILO from
2001 to September 2007. However, because 200106 0not comparable with 2008-09,

this baseline was modified to two gender auditsdoated within ILO from January 2006

through to the end of 2007. Six gender audits veerelucted within ILO between January
2008 and the end of 2009, indicating an increastennumber of audits undertaken in the
Office of four>*

The results of all gender audits were expectedetoelported to senior management. Senior
management ‘buy-in’ is in fact critical for an effzve gender audit. The evaluators were
unable to determine the extent of management regpduring this evaluation, although
anecdotal evidence indicated that a response frommagers depended on individual
managers’ priorities. One unit that underwent adgenaudit reported that they would

33 Nearly 800 facilitators were reported by GENDER&ve been trained in the methodology by the ILO.
% These audits took place in two country officesq#Abuja; ILO Dhaka); and one Sub-regional Officed#s Ababa) and
in three headquarters units - the Standards Depatt(tNORMES); Official Relations Department (RELOFF).
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welcome further follow-up support following a gendrudit. However the approach behind
the Gender Audits, leaves the responsibility fdtofe-up firmly with management of the
audited unit, rather than with the Bureau for Geritiguality.

3.2.2.3 Indicator 3 Substance: Number of gender-ssitive indicators developed and
promoted for technical work

The Decent Work Country ProgrammedWCP) are the main vehicles for delivery of ILO
direct technical support to member states, statwegpriority challenges to be addressed by
ILO’s national programme of cooperation. To endina commitment to gender equality is
internalised throughout the ILO and reflected inteéthnical work, operational activities and
support services, the DWCP were used as the badelirthis indicator. Of the 30 DWCPs
that were drafted or finalised during 2006 and/002 and that included indicators, 17
contained indicators that are partially gender-sies A positive result can be reported for
this indicator. Of the 20 DWCPs that were draftedimalised during 2008 and/or 2009 and
that included indicators, 14 contained indicatbet &are partially gender-sensitive.

What is actually meant by “gender-sensitive indicaitdeveloped and promoted for technical
work” was defined by GENDER who developed the LiaséPf For the July 2009
measurement, “partially” was redefined more strriyeto at least two indicators being
gender-sensitive (rather than one only). In fabe #application of the November 2007
definition would have resulted in 19 out of thed@ft or final DWCPs containing indicators
that are at least partially gender sensitive.

A further baseline was also developed in July 200@ree out of twenty DWCPs that were

drafted or finalised during 2008 and/or 2009 caoradi reference in the sections on
“monitoring and evaluation” to either “gender edtyapromotion”, “sex-disaggregated data”

or “gender”. This evaluation considers that thetises on monitoring and evaluation are

areas that could be improved upon in the future@BNDER has prepared a baseline for this
purpose.

3.2.2.4 Indicator 4 Substance: Proportion of reseah methodologies and tools
addressing gender issues applied in technical work.

Many sections of the ILO are engaged in reseanstl, iawas administratively difficult to
organise a baseline for all such units. In the atsef being able to reach all such ILO (or
having a minimum set of gender-related standandsufidertaking research -for example a
systematic sex-disaggregation of data, a genddysamaf research subjects etc.), the Bureau
for Gender Equality examined research from therkegarch body linked to the ILO, the ILO
International Institute for Labour Studies (INSTITB).

A baseline from 2006-07 was developed followingualg of 32 texts published and available
on the INSTITUTE’s website. Between 2006-07, tharteout of 32 texts in total of the
research published by the INSTITUTE addressed geisdeies. Using this baseline, the
Bureau for Gender Equality was able to demonstratein 2008-09, ten out of 22 total texts
of research published by the INSTITUTE addresseaigeissues.

% The definition was as follows: “DWCP priority outne indicators for technical support to constituamtiich specially
target one sex either as equity measures and amtifuimpacts on one sex with a view to promotaadity for or
empowerment of women”. Partially gender sensitias wefined for the 2007 measurement (November 2087
minimum of one indicator within the DWCP is gendenstive”.
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3.2.2.5 Indicator 5 Substance: Increase in extenbtwhich ILO/donor agreements make
provisions to support gender mainstreaming

Although not many new donor agreements were sidgretdleen 2008-09, progress on this
indicator was demonstrated, with two thirds (six ofinine partnership agreements) having
made provision for gender mainstreaming by July®2ap from a half (five of the ten total
ILO/donor partnership agreements that were operaljan 2007. PARDEV sent a standard
cover letter to all donors along with an informatipack highlighting ILO policy on gender
equality and gender mainstreaming. This indicat®msned from the recommendations in the
2005 thematic evaluation report on gender issuéscdinical cooperation. GENDER worked
closely with PARDEV on developing baselines andvéads.

3.2.2.6 Indicator 6 Substance: Increase in extentot which technical cooperation
projects/programmes have gender mainstreaming

Also stemming from the thematic evaluation repartgender issues in technical cooperation
recommendations in 2005, the Governing Body regaetste D-G to work with constituents,
donors and the beneficiaries so that all future teGhnical cooperation programmes and
projects systematically mainstream gender throughw project cycle. Thus an increase in
the extent to which technical cooperation projectsse gender mainstreaming was an
indicator in the Action Plan.

The baseline for this indicator was that in May 088% of active extra budgetary technical
cooperation projects were classified as “none”ha mandatory field on gender equality in
IRIS. Between May 2008 and July 2009, there wabghatsreduction (28% to 24%) in the
number of technical cooperation projects that dessified as having “none” in their
mandatory field on gender equality in the IRIS sgstProgress was thus a 4% improvement.

3.2.3 Assessment of progress, good practices, chall  enges

3.2.3.1 Increased competency of ILO staff
All indicators for this results area require a dpaim attitudes and working habits to facilitate
gender mainstreaming. To achieve the indicatorstargets, cooperation and teamwork are
critical. For example cooperation was required adoudentifying opportunities for
mainstreaming gender in DWCPs; and teamwork wasnéisas for conducting and
implementing recommendations from gender auditgddntly it is beneficial for new staff to
have gender-related competencies. If the incorfmoratf gender criteria into the ILO’S new
core competencies framework (on social justicedpproved, candidates will now have to
demonstrate a level of knowledge about gender sssuiable to the post for which they are

applying.

Incumbents also require competence in gender dsalgs gender mainstreaming. ITC offers
residential and on-line trainings to improve conapetes on gender equality and clearly had
an important part to play in developing competenick.O staff (and constituents, see section
5.3.2) in conducting gender analysis and plannivigek-long residential courses such as an
introduction to gender budgeting (in English, Filerar Spanish) and on-line 10 month
courses on gender mainstreaming are available. Sb@estaff interviewed during this
evaluation indicated that they would be unablelltaicate a week for a residential course, but
would welcome a half-day refresher training on gerahalysis or a tailored course on gender
in their technical area (see recommendation above).
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3.2.3.2 Moving forward with the PGA

The Participatory Gender Audit — Good Practice

The dissemination of the Participatory Gender Auditmethodology (including the
Facilitators Manual) and the training of gender audt facilitators are good practices.
Politically, the PGA has now been recognized at th@ghest level in the ILO. The
PGA is seen as a global ILO product. Many UN agenes$ and, at the national level,
UNCT's have expressed keen interest in the PGA. fliact, during 2008-09, training
of PGA facilitators workshops for UN staff were orgnized and delivered in Cape
Verde, Ethiopia, Malawi, Mozambique, Nigeria, Rwand, and the United Republic
of Tanzania®. WFP and FAO are also planning extensive use of PG.

The gender audit also offers an opportunity tose\attitudes and working habits within the
Office and to continue to support gender mainstiegmA review of the gender audits in
2008 (covering the period 2001-2008 and thus piothis evaluation, but indicative of
overall results) notes considerable success inotigkis instrument (McDonald 2008The
report on the PGA includes a range of recommenaigtior the next phase of the PGA roll-
out in ILO, for example:

« With the continuing expansion of the PGA to newrdaes and target groups, more
human resources are required to ensure the auditika place also within ILO.

+ The Bureau for Gender Equality should promote tedgr audit tool with ILO units
of key importance to the OfficE, and also Sub-regional Offices and, if possible,
country offices which have not yet conducted antaud

« A follow-up monitoring event of some kind should ineluded in the PGA process
itself (develop a schedule to assess progress).

A recent presentation reflecting quantitatively apdlitatively on the progress of the PGA
since 2004 outlines a number of directions thatgéseder audit could také.The evaluation
report from the Gender Mainstreaming in DFID /IL@r#ership Framework Agreement
(2006-09) (October 2009) also made a number ofrmerendations on expanding the PGA.
In addition, a concept paper that outlined issuesdé¢ addressed in adapting the PGA
methodology to th&N Delivering as Onecontext was prepared; and with financial support
from DFID, the Bureau for Gender Equality was ableontribute to the process of ensuring
that internal joint UN practices and related suppgystems began to reinforce gender
mainstreaming in seven countries in Africa. Thiswaahieved through training of facilitators
and supporting subsequent gender audits that tlaale ither at the UNCT level or the UN
agency level.

% Training of constituent facilitators was also sopied through the DFID PFGender mainstreaming project
GLO/08/53/UKM

37Such as ACTRAV, ACT/EMP, TRAVAIL, INTEGRATION, or HRD

%8 prepared by Jyoti Tuladh@BENDER 26 November 2009
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Recommendation:

ILO should convene a technical meeting to review Bfecommendations concerning the
future direction of the gender audit experiences tadate, drawing on lessons learned,
resulting in a workplan and budget for the gender adits in 2010 and beyond.

3.2.3.3 Contributions to progress on the DWCP ind&tors

The number of gender sensitive indicators prepavads an important indicator under this
results area, with the DWCPs as the main vehidesnkeasuring gender-sensitive indicators.
In July 2008 the second version of the Guidelire<eveloping and Implementing Decent
Work Country Programmewas publishetf. This text contains an increased emphasis on
gender equality, compared to its first versionhvgender equality listed as amongst the eight
new or expanded elements in the revised versidectefg PROGRAM and GENDER’s
cooperation on this. An examination and comparisbthe DWCP for Ethiopia and Kenya
indicates that potentially the process of ensurgemder is integrated into the DWCP
outcomes, outputs and activities is improving otiere.*® The Kenyan DWCP runs for the
period 2007-2011 and only contains references endgr sensitive skills development of
young workers” and “interventions will be gendensiéve” without adding detail on how
this will occur. In contrast the more recently deped Ethiopian DWCP (2009-2012)
contains more substantive background detail on gend the country context; outcomes
statements; indicators and targets; and other tajtptrategies etc.. Comparing the Ethiopian
and Kenyan DWCPs indicates that the revised Guidslion DWCP potentially play an
important part in mainstreaming gender in DWCP. Eoer other factors apart from the
guidelines themselves could be at piy.

The ILO Quality Assurance Mechanism (QAM) for DWCPs includes a template for
appraising draft DWCP documents. Such appraisaloise by members of the Regional
DWCP Support Groups. Gender field specialists ak®lved to a varying degree in the
formulation and review of DWCPs. In principle, thglyould be part of the Regional Support
Groups. An assessment checklist is considered &yQWM network (the network includes
representatives from the Bureau for Gender Equalitiie current template for appraising
draft DWCP documents includes a question on genaknstreaming. Under a series of
questions related to the ‘Strategic Fit’, whethgender issues are addressed and
mainstreamed to contribute to gender equaktincluded; whether there amdequate gender
disaggregated problem analysis and strategic respshould also be rated. The Bureau for
Gender Equality reviews all DWCP drafts and hasobex more involved over the years in
this process.

PROGRAM's overall evaluation of QAM has been lessitive, however, indicating that
there is no "evidence" that the QAM has improvesl gality of DWCPs. In October 2009,
the QAM was under revision.

39 http://www.ilo.org/public/english/bureau/program/cwdownload/guidev2.pd?PROGRAM were responsible for the
revision of the DWCP. The Bureau for Gender Equalitye substantive input to the second version, $sorenpoints on
gender equality were included.

4 The Kenyan and Ethiopian DWCP were randomly chdsereview

4! For example the position of the Anglophone Sefiender Specialist in Africa was vacant until 2007.
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Efforts are underway in the ILO to provide guidamcethe principles of measuring decent
work.*? Differences between men’s and women’s access tendework were discussed
throughout the review of recent pilot decent wookitry profiles, drawing on indicators that
were disaggregated by sex. To capture gender eifées in access to decent work, country
profiles covered themes with a particular gend&vence (e.g. combining work, family and
personal life or equal opportunity and treatment employment) and provide sex
disaggregation for most indicatdrsRelevant findings from these pilot country pradffe
indicate that strategies to address these and gémeter related inequalities must be included
in technical work to achieve decent work for allmen and men.

The gender marker was identified in the evaluatsna good practice (see box below).
However, gender analysis must be undertaken systaiha at project design stage. In

November 2008, PARDEYV put in place a system of aigpt of all new technical cooperation

projects. The Bureau for Gender Equality provideatega for checking the quality of new

proposals to help ensure that gender is taken antmunt at the stage of project design.
Although the Bureau for Gender Equality is currgmbivolved in the peer review process of
appraising ILO funding proposals, they cannot bgeeted to cover all projects.

Using Gender Equality Markers for Technical Cooperdion Projects: Good Practice

The process of replacing the six classification oagories for attention to gender
equality in technical projects with four mutually exclusive, obligatory, options,
corresponding to the OECD/DAC Gender Equality Marke is a good practice. At
any given time, ILO can access how many projects arclassified as having as their
main objective gender equality compared to projectshat have no relation to gender
equality. ILO can also estimate how much funding i®eing spent on gender-specific
projects.

It should be noted that ILO has been innovativehwhie introduction of an adapted OECD-
DAC gender marker for its purposes, and should drancended for its pro-activity in this
area. ILO may wish to review the ongoing assessioietiite use of gender markers in the UN
as it refines its own use of the gender mafRer.

Lessons from a review of Independent Project EvmlnaReports contained in iTrack, by
EVAL in 2009 highlighted 14 lessons learned fronD2@eports contained in the database.

42 gee, for example, the GB document from the Mard@82®ession GB.301/17/6 and more recently GB.306/47Becent
Work Indicators, approved at the November 2009i8ess

43 See also the Checklist of good practices for niaasing gender in labour statistics, as adoptetthéy " ILCS in 2003.
Available at http://www.ilo.org/wcmsp5/groups/pudst-dgreports/---integration/---
stat/documents/normativeinstrument/wcms_087632.pdf.

44 E.g. women have less access to formal employrhantinen in Tanzania; fatal occupational accideesrare far higher
for men than for women in Ukraine; many women kernfew men work part-time or leave the labour éodeie to care
responsibilities in Austria; and in Brazil, womeresg fewer hours in employment than men, but worldiager hours if
domestic chores are included.

45 UNICEF. Financing Gender Mainstreaming. A Review andAnalysis of Gender Equality Programmes of UNICEF's
Partners: Assessing the Effectiveness of their Systems and §tm Tracking

Resource Allocations and Expenditures Advancing Genéiguality ResultsDraft: September 13, 2009
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One such lesson revealed that gender should beioosly addressed in the project design
otherwise it will be seen as an add-on and notrgsezious attention. The review stressed that
there is a need to involve constituents, donors laedeficiaries, and gender should be
mainstreamed throughout the project cycle. Thed®Hi two-pronged approach to gender
mainstreaming has been found to be successful resgldg the needs and concerns of both
women and men on the one hand; and addressing rggpelafic interventions when
warranted on the other hand. The following relevgoud practices were identified by EVAL
in their review:

1. Involve of both women and men in project consutagiand analysis.
2. Include gender-disaggregated data in project dootsne
3. Formulate gender-sensitive outcomes indicatorquistand activities.

These good practices provide a useful foundatiand®veloping minimum performance
standards for all project design and wider ILOitagbnal mechanisms and processes.

Collaboration between GENDER and PARDEV- Good Pradte

During consultations for the stocktaking report of the Action Plan on Gender
Equality in March 2009, information on whether joint collaboration between
GENDER and PARDEV had resulted in more gender-sensve technical
cooperation was sought. The following examples obint collaboration and good
practice can be reported:

1. The Bureau for Gender Equality regularly meets withthe PARDEV GFP and
other desk officers to promote provisions for gendemainstreaming in new
donor partnership agreements.

2. PARDEV and PROGRAM GFPs attended theGender Equality at the Heart of
Decent Workinter-Regional Learning Forum in Bangkok in April 2009° The
GFP’s presentation on supporting gender-sensitive etent work through
technical cooperation outcomes was reported to beell received by the other
members of the ILO Gender Network present at the Faum.

3. PARDEV ensures that the Bureau for Gender Equalityget invited to and
participates in annual ILO donor review meetings ttat map progress on
technical cooperation and other forms of support. Gch review meetings allow
the Bureau to share information with donors if requested. PARDEV and the
Bureau for Gender Equality have published a profileof ILO multi-bilateral
donors’ policies on gender equality in 2006 and anpdate is forthcoming. The
Bureau for Gender Equality is able to refer to thes policies in collaboration
and discussions with PARDEV, ensuring that PARDEV ad the Bureau for
Gender Equality are coordinated prior to donor review meetings.

4. For the Gender at the Heart of Decent Workampaign, PARDEV sent out
campaign materials to all donors. This resulted insome donors providing
feedback to the Bureau for Gender Equality.

¢ Organised jointly by the Bureau for Gender Equalitgd Regional Office for Asia and the Pacific
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Improving mechanisms for gender-sensitive programmend budget planning—
Good Practice

Initial proposals from different ILO units for both the Strategic Planning
Framework 2010-15 and P&B 2010-11 were reviewed fro a gender equality
perspective (along with other crosscutting themed)y PROGRAM. The proposals
were sent back for improvement if gender equality encerns were inadequately
addressed. PROGRAM’s memorandum and guidance matals for outcome
coordinators also refer to gender responsive examgs.

3.3 Key Results Area One: Institutional arrangements
3.3.1 Background

Four of the indicators in this section of thelLA&Ztion Plan related to the ILO Gender
Network, which includes some 130 women and menbL® bffices worldwide and at
headquarters-based units (see Annex 4).

Many technical units of the ILO report that thelyreeavily on the Senior Gender Specialists
in the field. Many constituents who responded ® qluestionnaire for this evaluation noted
their appreciation of the support from the Gendeectalists. Both the Bureau for Gender
Equality and Senior Gender Specialists were redddeéhave an important role in raising the
profile of gender related issues in the field ambagst constituents. This helps technical
units considerably in their attempts to place gereguality issues on the Decent Work
Agenda with constituents.

One indicator in this section of the Action Plarates to an improved accountability
framework for gender equality and improved mechasifor gender sensitive monitoring and
evaluation. Since the establishment of a centraluation Unit (EVAL) in 2005, the ILO is
striving to build a more independent evaluationction. Evaluating gender equality concerns
as they relate to the ‘world of work’ in all terro$ reference for evaluations will make the
evaluation function more effective.

Finally there is an indicator that relates to tise of gender sensitive language in ILO rules,

regulations and directives. Gender sensitive laggudearly communicates to those down the
line that ILO is a gender sensitive institution.
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Table 4 “Institutional arrangements” results

Baseline

2008: Four regions covered
by at least one gender
specialist, for a total of six
senior gender specialists

Indicators and targets
Gender expertise is
available to support all
regions & headquarters

Progress

September 2009: five regions plus one sub-region
covered by at least one senior gender specialist fo
total of either senior gender specialists.

Progress: increase in coverage for one region and
one-sub region with a senior gender specialist. Two
more senior gender specialists appointed.

Coverage of all offices  June 2008: The number of
with gender focal points field offices without GFPs
was 11.
The number of headquarter
units without GEP was Ssix

October 2009: 2 field offices and 1 headquartemit
without GFPs

Progress: increase in coverage

Increase in number of
men who are gender
focal points or who
work specifically on
gender issues

July 2006: 28% of gender
focal points are male

July 2009: 31% of GFPs were men

Progress: increase of 3%

June 2008: 18% of GFPs ir
field offices and 48% of
GFPs in headquarters base
work units were grades P4
and above

Increased number &
percentage of gender
focal points who are
middle management or
above

July 2009:16% of GFPs in field offices and 57% of
headquarters based work units are grades P4, P5 or
above.

Progress: up by 11% for headquarters, but down by
2% for field offices

In independent
evaluations of ILO
strategies, DWCPs, and
projects, gender

Aggregate assessment of
gender treatment in
independent evaluation
reports on technical

equality is included in cooperation:
monitoring plans & 2005=2.1
evaluation terms of 2006 =1.8

The scale used:

0 = not addressed
1= clear need for
improvement

2= sufficient level of
quality

3 = high quality
information.

reference & reports.

2007 =2.1 and 2008 = 1.3

Progress: none, but there was a methodological
change in how scores are calculated

Increased percentage of The English, French and
ILO circulars, etc. use Spanish versions of
gender sensitive Standing Orders of the
language International Labour
Conference contained at
least 138 gender-biased
words
Rules of Regional Meetings
contained at least 15
gender-biased words

By July 2009 the English, French and Spanish
versions of Standing Orders of the International
Labour Conference contain 138 less gender-biased
words; the Rules of Regional Meetings contain 15 less
gender-biased words.

Progress: Amendments to Rules for Regional
Meetings approved by Governing Body at 801
Session in March 2008 and confirmed by ILC at'®7
Session in June 2008.
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3.3.2 Analysis of “Institutional” results area of t he ILO Action Plan

3.3.2.1 Indicator 1 Institutional: Gender expertiseavailable to support all regions and
headquarters

The baseline was the number of regions with at leas Senior Gender Specialists (as Bf 1
January 2008). Four regions were covered by at teas gender specialist, for a total of six
Senior Gender Specialists. As of September 2006, rigions plus one sub-region (Central
America) were covered by at least one senior gesdecialist, for a total of eight Senior
Gender Specialists.

There are currently eight Senior Gender Specidlistise field and a Senior Gender Specialist
at ITC*" In comparison to another cross-cutting issue HID®, there are six HIV/AIDS
Technical Specialists in the fietl Taking another area with ILO specialists, thew @out
19 Bureau for Workers' Activities (ACTRAV) Spects in the field.

3.3.2.2 Indicator 2 Institutional: Coverage of alloffices with gender focal point

There are over 100 ILO gender focal points. Onlyp fireld offices are without a GFP in
October 2009, compared to 11 in 2008 (which washtseline). An additional baseline was
added to this indicator. The number of headquatiased technical work units without GFPs
as of June 2008 was six. By October 2009, the nuwibleeadquarters-based technical work
units without GPFs was one, indicating that progjtess been made.

The manager of the office or unit appoints GFPs19iterable effort was made by the Bureau
for Gender Equality to ensure that GFPs were appadiand supported. GFPs were invited to
attend the knowledge sharing workshops on the Adatan, are briefed by GENDER upon
appointment, at their request, and are regulanrgiinformation materials including the
“Gender Network Handbook”, which is systematicallpdated with the latest policy
documents.

3.3.2.3 Indicator 3 Institutional: Increase in numker of male gender focal points.

Minor progress was made in increasing the numbenale GFPs. The baseline was that in
July 2006, 28% of GFPs were men. By July 2009, 3l&te men. Directors of unit/offices
were strongly encouraged to appoint male GFPs.

3.3.2.4 Indicator 4 Institutional: Increase in thenumber and percentage of GFPs who
are middle management or above

As of June 2008, the baseline for this indicatos wzat 9 of 50 GFPS in field offices (or
18%), and 22 of 45 GFPs in headquarters-based wmatk (or 48%) were grades P4, P5 or
above. Of the total GFPs (both field and headqustiased) 31 of 95 (or 32%) are grades P4
or above. In July 2009, ten of 62 GFPs in fieldic&$ or 16%, and 27 of 47 GFPs in
headquarters-based work units (or 57%) are graded® or above. Of the total of GFPs
(both field and headquarters-based, 37 of 110) 8&grades P4 or above.

Progress in the percentage of GFP who are middleageanent or above was down 2% for
field offices, and up 11% for ILO headquarters.

4T Two Senior Gender Specialists are in Africa, twahe Americas; one in the Arab States, two in /Asid Pacific, one in
Europe and Central Asia and one in the internatidraihing Centre in Turin.

“8 However there are also national project coordirsatmrking on specific programmes that deal witV#AIDS and the
workplace.
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3.3.2.5 Indicator 5 Institutional: In independent evaluations of ILO strategies, DWCPs
and projects, gender equality is included in monitang plans and evaluation terms of
reference and reports

The baseline for this indicator is the 2005 and &@@gregated assessment of gender
treatment in independent evaluation reports onnieeh cooperation. The scale was between
0 and 3. The scale used was 0 = not addressededrneed for improvement, 2= sufficient
level of quality and 3 = high quality informatioRor 2005 a score of 2.1 was calculated; for
2006 it was 1.8. In 2007 a score of 2.1 and in 28G&ore of 1.3 was calculated. Thus in
2008, there was a decrease in progress towardsdingl gender equality in evaluations.
However, there was a methodological change in hemwes were calculated which accounted
for some of the change between 2007 and 2008.

3.3.2.6 Indicator 6 Institutional: Increased percetage of ILO circulars, etc. that use
gender sensitive language

The baseline for this indicator was that the Emglisrench and Spanish versionSianding
Orders of the International Labour Conferencentained at least 138 gender-biased words.
TheRules for Regional Meetings English, French and Spanish contained at [Eagfender-
biased words. This included typically the use ahasculine pronoun inferring that certain
functions are carried out only by men.

By July 2009 the English, French and Spanish versf&Gtanding Orders of the International
Labour Conferencecontained 138 less gender-biased words @r@dRules for Regional
Meetingsin English, French and Spanish contained 15 lesslgr biased words. Sentences
were rephrased. The Standing Orders amendmentsadeged by the 97Session of the
ILC in 2008, having been approved by the ILO GoirggrBody at its 30T session in March
2008. Similarly theRules of Regional Meetinggere amended.

3.3.3 Assessment of progress, good practices, chall  enges

3.3.3.1 Recognition of important role of the GendeNetwork

The Bureau for Gender Equality made consideralftartefo encourage the appointment of
GFPs at more senior grades, because some of tleete’dpGFP tasks require authority to
suggest certain gender equality improvements. Kamele, it is sometimes difficult for a
GFP at P2 level to encourage colleagues to propaiey of women and men participants in
events, trainings and projects coordinated by theit. Depending on the hierarchical nature
of their office, it can be difficult to suggest glm-related issues on internal and public
meeting agendas or with events with constituentsocgncourage the inclusion of gender-
specific objectives, outcomes and indicators, activities in the programmes of offices.
Appointing GFPs at senior grades should continughm ILO, linked to accountability
monitoring issues (as outlined in Section 3.3 ahove

Managers are expected to ensure that adequate donditions and financial resources are
allocated so that the GFP can perform the tasksiresy Again this depends on the
professionalism and priorities of managers, buiosassessed. A key concern of GFPs is that
their work as a GFP is not reflected in their parfance appraisal. Many gender focal points,
particularly those at P2 or P3 level stress thathmdepends on the sensitivity of their
manager to integrating gender-related issues iote gvork. From discussion with some
knowledge sharing workshopsgtendees, it is evident that their managers’ stpgpane of
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the critical issues for them, when attempting tbasca catalyst for gender-related activities.
Some women and men interviewed stressed the nestcetgythen the whole gender network
mechanism, which may be empowering for those we@aaP2 and P3 levels.

3.4.3.2 Strengthening gender sensitive monitoringna evaluation in programming

The Action Plan called for improved mechanisms @mnder sensitive programming,
monitoring and evaluation. EVALs guidance are nelwith UNEG Norms and standards for
evaluation. EVAL reported to the evaluation teamt tfiney stress that all evaluators must be
sensitive to and address issues of discriminatioth gender inequality. EVAL monitors
mainstreaming of gender issues in high-level evalndhat they oversee.

EVAL conducted a self-assessment of the degree hahwgender issues have been
mainstreamed into high-level evaluations based omirary scoring system without

establishing a qualitative scale of value in thenitfication of the different criteria. This

binary codification enabled the establishment tdender mainstreaming index”. The criteria
that compose the index are the following:

* Inclusion of gender requirements in the scope aethadology of the Evaluation’s
terms of reference

e The use of sex-disaggregated data to supportrléfis and situation analysis of the
high level evaluation report

» A section of the evaluation report that addreskeqqtiestion of gender, in the context
of evaluation findings and situation analysis.

It is evident that the criteria above are a ustifst start but should be strengthened.

Recommendation:

Based on UNEG Norms and Standard$ ILO may want to consider including some or
all of the following minimum performance standardsfor all evaluation reports:

“° http://www.uneval.org/normsandstandards/index.jsp?dat_source_id=Reference to gender in UNEG Norms

N11 — Evaluation Ethics

11.4 In light of the United Nations Universal Dedgon of Human Rights, evaluators must be sensitivend address issues
of discrimination and gender inequality.

Reference to gender in UNEG Standards
Standard 2.4:
Evaluators need to have specific technical knowdedfy and be familiar with, the methodology or amh that will be
needed for the specific evaluation to be undertaienvell as certain managerial and personal skills

* Understanding of gender considerations
Standard 2.5:
Evaluators should be sensitive to beliefs, manaedscustoms and act with integrity and honesth@irtrelationships with
all stakeholders.
14. Evaluators should be aware of differences Iturey local customs, religious beliefs and pragicpersonal interaction
and gender roles, disability, age and ethnicityd &e mindful of the potential implications of thed#ferences when
planning, carrying out and reporting on evaluations
Standard 3.7:
Evaluation methodologies should be sufficientlyorimus to assess the subject of evaluation and er@saomplete, fair and
unbiased assessment.

44



» Background section in the ToR sets out any gendergeality implications of the
intervention

« The ToR sets out the methods through which gendergaeality concerns will be
addressed

« The evaluation team has the capacity to address g#gr equality concerns adequately
» The evaluation methodology explicitly addresses igss of gender

« The evaluation report systematically disaggregatedata by sex, or explains why data
is not disaggregated

« The evaluation report sets out the extent to whichgender equality issues were
implemented as a cross-cutting theme in programmingand if the subject being
evaluated gave sufficient attention to promoting geder equality

* The evaluation report assesses the intervention agat the ILO gender equality
Policy of 1999

e Evaluation conclusions and recommendations adequdye reflect gender equality
concerns raised in the report

3.3.3.3 Gender sensitive language

Language is a powerful tool for describing or mpsesenting reality. Further action to
introduce inclusive language for the purpose ohmting gender equality was an item on the
agenda of the Governing Body in November 2009. Tloenmittee on Legal Issues and
International Labour Standards (LILS) was askedetmommend that the Governing Body

12. Evaluation methods depend on the informatiargkt and the type of data being analysed. Thestatald come from a
variety of sources to ensure its accuracy, validitg reliability, and that all affected people/kstaolders are considered.
Methodology should explicitly address issues ofdggrand under-represented groups.

Standard 3.9:

The evaluation design should, when relevant, irelodnsiderations as to what extent the UN systeorsmitment to the
human-rights based approach has been incorporatbe design of the undertaking to be evaluated.

Consideration should also be given to gender issné$ard-to-reach and vulnerable groups.

Standard 3.14:

The composition of evaluation teams should be gebdkanced, geographically diverse and includegssibnals from the
countries or regions concerned.

Standard 3.15:

Evaluations should be conducted in a professiomdleghical manner.

Evaluations must be gender and culturally sensdivet respect the confidentiality, protection ofreeuand dignity of those
interviewed.

Standard 4.8:

The evaluation report should indicate the extentvtich gender issues and relevant human rightsideraions were
incorporated where applicable.

15. The evaluation report should include a degoriptf, inter alia:

- How gender issues were implemented as a crofisguheme in programming, and if the subject bedwgluated gave
sufficient attention to promote gender equality gedder-sensitivity;

- Whether the subject being evaluated paid atteriieffects on marginalized, vulnerable and harcetich groups;

- How gaps were identified in the capacity of righblders to claim their rights, and of duty-besrés fulfill their
obligations, including an analysis of gender andgimalized and vulnerable groups, and how the deaigl implementation
of the subject being evaluated addressed these gaps
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adopt a revised compendium of rules applicableht Governing Body and publish®.
Discussions are also underway to make the ILO @atish less gender biased. The Office
of the Legal Adviser orally announced the proposleaihges for making the Constitution less
gender-biased at the LILS November 2009 meeting2Qh0 work will be undertaken to
arrive at proposed changes, which will then be gntexl, via the Governing Body, to the
International Labour Conference for approval in201

More generally in the ILO, it is always necessaryspell out clearly in all documentation
what is meant exactly by phrases such as “atteribogender issues” or “gender sensitive
approaches”. Using nouns such as “workers”, “youtichildren”, and “migrants” as a
generic or neutral form often means women and gib&entially marginalized groups can be
hidden. Such omissions can unintentionally bias isaefits from ILO initiatives.

3.4 Overall performance in gender mainstreaming

Gender mainstreaming requires that policies anenabling environment be in place. The D-
G’s 1999policy on gender equality and mainstreamiestablishes the basis for all gender
equality actions. Commitment at the highest legekvident in ILO, which has created an
enabling environment for gender mainstreaming. O#ieategic policies reiterate gender
equality goals in the ILO. In June 2008, genderasigjuand non-discrimination were stressed
as cross-cutting issues in the ILO’s DeclarationSmtial Justice for a Fair Globalization
which is designed to strengthen the ILO’s capatdtpromote its Decent Work Agenda and
respond to the growing challenges of globalizatioMore recently, in June 2009 gender
equality was the subject of a general discussioimatLC, resulting in the adoption by all
member States of a Resolution Gender Equality at the Heart of Decent WatlGender
equality is mentioned amongst one of the elevencypies for promotion of recovery and
development in relation to the current global eenitocrisis>?

Gender mainstreaming requires that systamesin place to implement gender policy. The
Common Principle on Gender Equality and the JIOGamder in P&B 2008-09, reinforced
the strategic focus on gender in all ILO work fbatt programming period. The internal
structure of the ILO must be ‘right’ for gender mstreaming ILO activities. Hence the 2008-
09 Action Plan’s first results area appropriatedgifses on structures and systems including
formal and informal values, norms, rules and retjjuta that support the promotion of gender
equality. The spotlight was on gender balance affisy; integration of gender equality into
the substance of ILO work; and institutional arremgnts to facilitate gender mainstreaming.
Considerable progress in ensuring that there aseblieg institutional mechanisms was
evident during the Action Plan implementation péribor example there has been a proactive
attempt to improve gender balance in staffing wheompares well with other similar UN
agencies; gender equality markers are now useldssify technical cooperation projects and
track budgets in the ILO computerised informatigatem; and gender specialists and gender

50 GB.306/LILS/1 308 Session Geneva, November 2009. Committee on legats and International Labour Standards.
51 http://www.ilo.org/public/english/bureau/dgo/dowat/dg_announce_en.pdf

52 |LC 98" Session, Geneva, 2009. The first time in 24 ydasgender equality was addressed by the ILC tand silone
item. Sixth item on the agenda: Gender equalith@heart of decent work.
http://www.ilo.org/wcmsp5/groups/public/---dgrepsir--gender/documents/meetingdocument/wecms_11pap2.

%3|LC: “Recovering from the crisis: A Global Jobs Paopted by the International Labour Conferericiéséd8th Session,
Geneva, 19 June 2009 http://www.ilo.org/wcmsp5/gsdpublic/---ed_norm/---
relconf/documents/meetingdocument/wcms_115076.pdf
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focal points are available in most ILO offices amgions. However, while the Action Plan
was a positive first step, the ILO needs to mowsards putting in place more effective
structures and mechanisms to ensure sustainabdieigerainstreaming.

Most ILO managers support gender mainstreamingheory. Some gender focal points
reported that in the past ten years, gender eguadihcerns have become more accepted
intellectually. The environment has become morékmg. There is no longer a denial of the
existence of discrimination against women. Yetehane still managers who pay ‘lip service’
to gender equality concerns (i.e. the vocabulargesfder equality is used only at the surface
level). Clearly improvements are required.

Respondents noted that the Bureau for Gender BEguedd largely met its responsibilities
and performed admirably in many areas of its wdtkwas viewed as strategic and
professional. There are also signs, looking baak @vdecade, that gender mainstreaming is
increasingly an agency wide responsibility. Desfiiis, the Bureau for Gender Equality is
still seen as the main facilitator of gender mageatning. This is not unusual in UN agencies;
however, ILO needs to move to a system where tleegreater responsibility for gender
mainstreaming across the Office.

An analysis of P&B 2010-11, which was developedirduthe period in which the Action
Plan 2008-2009 was in place, illustrates progreasItO has made in gender mainstreaming.
The document emphasizes the importance of gendestreaming to ILO in the preamble.
While there is no specific outcome on gender etadi discussion of gender equality and
non-discrimination takes place within the strategxt of most outcome areas, and a
significant number of indicators and measures aralgr-sensitive. In this regard P&B 2010-
11 is good practice and compares well with sinslacuments elsewhere in the UN system.
Having said this there is still some way to go befall ILO staff have the capacity to ensure
that they are supporting gender-related results.
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4. Key Results Areas Two and Three: ILO strategic
objectives and the Joint Immediate Outcome (JIO)

4.1 Mainstreaming reporting on gender through the Programme and Budget

These results areas in the Action Plan are drawecttyy from the P&B document for 2008-

09. Gender equality is intrinsic to achievementhef four Strategic Objectives (and naturally
the JIO). For the four ILO Strategic Objectives #hction Plan highlights in Annex 1 those

outcomes that have an explicit (and sometimes gligit) focus on gender equality or are

concerned specifically with advancing rights andadify between women and men. Gender
equality emphasis that appears at indicator andtfategy level is also highlighted in Annex
1 of the Action Plan.

Reporting on Key Results Area Two (and Three) ef Action Plan on Gender Equality is
through the established IRIS channels for reportngthe Programme and Budget. This
mechanism attempts to ensure that gender relatggtsaare integrated in mainstream
reporting mechanisms and to avoid double reportifiys form of reporting poses some
challenges for the Strategic Objectives. There damger that some important gender related
progress will get ‘lost’ due to the succinct natofdP&B IRIS reporting. Although there is a
section onchallengeslessons learnedndimplications for the futureand an opportunity to
include anillustration box there was a danger that all gender-related aehmewuts would be
reported only under the Joint Immediate Outcom&ender Equality or reported in both.

There is also timing issue in relation to accetigfbof the P&B 2008-09 Implementation
Report and reporting on the Action Plan to the Gowg Body in March 2010.

4.2 ILO Common Principle on Gender Equality

The Programme and Budget for 2008-09 identifieg ftommon principles of action that
define the ILO approach to addressing any so@blpur and employment matters related to
its mandate. Supporting gender equality is oné@@bmmon principles.

These common principles of action were to guidella actions across the four Strategic
Objectives. For gender equality, P&B 2008-2009estathat all ILO action was to apply
gender lenses to assess its potential and actyzdcis on equality of opportunity and
treatment for women and men in the world of wordlidtes, programmes and activities were
to apply methodologies and guidelines developedhkbylLO to ensure that they contribute
positively to gender equality and that no actiorynmadvertently undermine or limit progress
in this regard. Gender audits and gender budg8timgre to be applied to assist constituents
in their efforts to advance the situation of womienmainstream gender concerns throughout
the multilateral system and within the ILO. In thégard particular attention was to be given
to gender concerns in DWCPs and through them inddihtry programmes and national
poverty reduction strategié$.

*The others are that all actions support a fair giahtion; contribute to poverty reduction; promaad respects
international labour standards; and involve cometits in social dialogue, and where approprisgartite dialogue

%5 The only reference to gender budgeting found dyutfire course of the evaluation was to the week iotrgduction to
gender budgeting course offered by the Gender amddiscrimination Programme in ITC

°¢ programme and Budget 2008;:@@ge 22
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Internally in the ILO, advancing gender equalitygasommon principle of the ILO meant that
all Office staff would be aware of this common pipie. However, interviews revealed that
not all mangers in different units of the ILO areepared to put resources towards
implementing this principle. For example, some isest of the ILO would not have moved

forward without separate financial support from Bereau for Gender Equality to develop
gender sensitive tools, translate particular gersd#rsitive tools into other languages, or
provide consultancy advice.

The 2008-09 guidance note for outcome coordinatams P&B reporting (issued by
PROGRAM), stressed actual results/achievements.nidie achievement®xt was to make
explicit reference to how common principles of actiwere incorporated in the strategy
towards achievement. As gender equality is onehesdé common principles, it would be
expected that some reference would be made tatings that took place.

4.3 Capacity building focus of the P&B

Many of the immediate outcomes under the Strat®dpectives related to capacity building
of constituents. The questionnaire completed by toBstituents (see Annex 5) revealed that
when ILO supported them on gender equality issueastituents really appreciated ILO
efforts, and found ILO’s support adequate most lid time. Many respondents to the
guestionnaire requested more ILO support on gentinstreaming in particular sectors.
The questionnaire was sent to constituents thrabhghSenior Gender Specialists, so there
may be a bias in which constituents responded (fit@dy those constituents who have had
contact with the Senior Gender Specialists and hbeaefited from their support).
Nevertheless, the responses to the questionnaiaglclindicate that more can be done by the
different ILO sectors to build constituents’ cappdo mainstream gender into their particular
areas of focus.

In fact, an independent evaluation of the ILO’'s D@ Indonesia (November 2089)
commented that constituents consider that sucoasssing awareness of gender equality and
building capacity in this area has been limitedn€ltuents expect the ILO to do more to
develop an enabling environment regarding gendaaléy issues, particularly in workers’
organizations by supporting them to promote anaderage more women to be active in their
organizations.

4.3.1 ITC’s role in developing capacity of constit  uents

ITC provides capacity building for ILO constituertteough co-designed project proposals
for donor funding, either in the field or in TuriDepending on the ability and conviction of
individual ITC trainers, the extent to which gendemainstreamed in such capacity building
varies, although the Gender and Non-discriminafoogramme supports the integration of
equality issues into all ITC courses. There is @swetwork of “gender focal points” across
ITC.

ITC utilises a standard end-of-activity questiom@awith 15 mandatory questions. The
mandatory question on gender issues asks parttsijathe training activity to rate on a scale
of 1 to 5 whether gender issues were adequatebgrated in the training. An analysis of

57 |LO: Governing Body document of the Programme, i@ and Administrative Committee, GB.306/PFA/13a6"
Session. Geneva, November 2009.
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responses to this question by year indicate that sight progress (.02%) is being made in
integrating gender issues into non-gender specdining.

Table 5. Average score to the question "Have gender issues been adequately integrated in the training?
1 = far too little 2 = not really 3 = partially 4 =mainly 5 = full

Average score by target region targeted by the trai  ning

Africa Americas Asia Europe Arab States Interregional
2006 3.67 4.05 3.48 3.98 3.97 3.82
2007 3.67 4.04 3.45 3.96 3.92 3.76
2008 3.61 4.09 3.69 4.18 3.79 3.78
2009 3.67 4.09 3.60 4.14 3.63 3.79

Average score by venue of the training

Turin Field
2006 3.93 3.73
2007 3.86 3.74
2008 3.92 3.73
2009 3.90 3.75

Note: 2009 includes only training activities evaluated before November.

The scores in the table above indicate that ITCdmieg consistently well in integrating
gender issues into training that does not focutuske@ly on gender per se. Variances are not
significant. However, in November 2008 during thevérning Body meetings, the Workers’
group stressed during the Report on the 70th Sesdithe Board of ITC, that more effort
was needed to integrate gender issues into eveigirtg activity and each technical
programme, in particular in Africa and the Arabtesa®

Not all the capacity building for the ILO Strategi@bjectives in the P&B 2008-09 for

constituents are carried out by ITC. Some is comimed at the country level and other
capacity building initiated through technical comgi®n contracts, or undertaken by ILO field
staff themselves. In some instances ITC does net¢ tiae outreach to undertake specific
capacity building activities. In other cases furiiols particular programmes are given at the
national or regional level, so capacity buildingdsa place at that level.

The Gender and Non-discrimination Programme in i@ online and residential courses on
specific gender issues or tailored courses for tdoests (e.g. gender sensitive integrated
water resources management in South Africa; knaydesharing on gender mainstreaming in
Liberia). The gender-focused types of courses effewere already discussed in 3.2.3.1
above. Many benefit from these residential andioa-tourses; one donor also reported that
the courses meet their needs more than adequaddarly, the Gender and Non-
discrimination Programme has a comparative advantagffering certain types of specialist
gender courses and their courses should be ‘marketere widely with constituents.
Offering shorter gender awareness courses maybalsppropriate for the unit.

%8 Governing Body November 2008, Programme, Finarmridl Administrative Committee. Seventh Item on thern
International Training Centre of the ILO, Turin Repan the 70th Session of the Board of the CentreifT6~7 November
2008). The ITC Director stated in reply that thesjimn of gender was in principle always a crossiegtissue covered in
courses, even through further efforts had to beemad
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4.4 PIR reporting

As noted, the draft PIR sections relevant to resufider Annex 1 of the Action Plan (related
to objectives in P&B 2008-09) were reviewed. ThdR Rloes not cover the immediate
outcome level, under which most capacity builditgeotives were included. The draft PIR
sections reviewed revealed only general reportimgapacity building of constituents under
the ‘ILO’s contribution’ section, for example wotkgps held or guides produced. There is
consequently no mechanism in the PIR for deterrgirtre extent to which constituents’
capacity has been built. Additionally, reportingthre PIR mainly relates to women rather
than gender equality, and there is no systemasi@ggjregation by sex. Nonetheless, the draft
PIR details are indicative of performance and surmesaare therefore included below under
the relevant sections.

Similarly much of the reporting received by the leation team from the Office Sectors
focuses on activities and inputs rather than resudlhis makes it difficult to draw firm
conclusions about the ILO’s performance in pronptiender equality.

4.5 Strategic Objective No. 1: Promote and realize standards and fundamental
principles and rights at work

4.5.1 Background

The Standards and Fundamentals Principles and KRah¥ork Sector contain three work
units: International Labour Standards Departmemggimme for the Promotion of the
Declaration; and the International Programme onldCbhabour (IPEC). ILO's mandate on
gender equality is grounded in international laboanventions of particular relevance to
gender equality, especially the Discrimination (Emyment and Occupation) Convention,
1958 (No. 111), Equal Remuneration Convention, 1684. 100), Workers with Family
Responsibilities Convention, 1981 (No. 156) andNteernity Protection Convention, 2000
(No. 183). The gender equality mandate is alsorméal by resolutions of the International
Labour Conference, most recently the Resolutiorcenning Gender Equality at the Heart of
Decent Work (June 2009).

Overall results against immediate outcome indicatorthe P&B have not been analysed as
yet so conclusions could not be drawn as to whethbererical targets had been met for this
sector.

4.5.2 Assessment of progress

A summary report of gender-related activities ottBe 1 was provided for 2008-09. It is
evident that many initiatives have been undertakkeor. example, preparatory work was
undertaken to ensure equality issues are integrattx the upcoming general survey
questionnaire on social security. In the Sectortsskwto support the system ofternational
labour standards, there are frequent commentsdraibeut specific standards such as the
Migration for Employment Convention Revised, 19490097) and Migration Workers
Supplementary Provisions Convention, 1975 (No.148)ch are followed up.

%It may be that several sections of the draft PIRmzuded here have relevance for gender equaitylts; because of
timing issues the evaluation team were not abkxptore this issue.
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IPEC had a special focus on the girl child in 20@®,the World Day against Child Labour
(12 June). IPEC ensures that statistics take iotount gender dimensions, both in terms of
producing disaggregated data, and analysing gespbarific concerns in work issues for boys
and girls. With the adoption of the Resolution @mming Statistics of Child Labour at the end
of 2008, ‘household chores’ are for the first timeluded within the new statistical definition
of child labour® This is an important step forward in capturingidtabour where girls tend
to be clustered, but was previously unaccountethfetatistical definitions and surveys.

An important tool developed by ILO and UNICEF israining manual under the UN Global
Initiative to Fight Human Trafficking, to aid effisr to combat trafficking in children for
labour, sexual and other exploitation. About 4Xpat of people trafficked into forced labour
are trafficked for commercial sexual exploitatidh.is estimated that the overwhelming
majority of these (98 percent) are women and gifle. EC-funded trafficking project
sensitized various stakeholders to the differeetreof victims of trafficking” Sector 1 also
reported other practical tools made available © tonstituents (e.g. a step-by-step guide for
gender-neutral job evaluation for equal pay)

Results were also reported, such as a project oal egmuneration and decent work in Chile,
which resulted in: the incorporation of the concepequal remuneration for work of equal
value in a draft law; the preparation of draft law minimum wages for domestic workers;
and equal remuneration being included in the wdak f the National Tripartite Committee
on Equal Opportunities. These activities were edrout under the DWCP.

The following results were reported in the drafRRhat specifically refer to gender equality
or women, or where such reference can be extraublat

Strategic Objective: Promote and realize standaedsl fundamental principles and rights
at work
» A number of African countries reported that theyd hadopted plans to combat

discrimination in the workplace. In Latin Amerfédt was noted a decentralization
process for the Tripartite Commission on Equal Qppoty had been developed in
one country, creating a network of regional commiss in every province. One other
country approved new legislation introducing thengiple of remuneration for men
and women into the Labour Code. ILO contributionsluded the preparation of
workshops, manuals, research and pilot studiesteathical assistance.

60 Adopted by the 1BInternational Conference of Labour StatisticianBegember 2008.
81 Collaborating with the SRO-Budapest, MIGRANT, Soéialance Unit, Skills, SEED, NORMES and ILO-AIDS.
62 Given that the evaluation team was working withrat of the PIR, specific countries have not asbgen named.
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4.6 Strategic Objective No. 2: Create greater opportunities for women and men to
secure decent employment and income

4.6.1 Background

The Employment Sector of ILO contains the followimigpartments and work units:
Economic and Labour Markets Analysis (EMPL/ELM); ployment Policy (EMP/POLICY);
Skills and Employability (EMP/SKILLS); and Job Ctem and Enterprise Development
(EMP/ENTERPRISE), and cross-cutting theme Unitgi®an: Rural Employment, Youth
Employment Programme YEP), Trade and EmploymentciaboFinance Programme
(EMP/SFP), and Crisis Response and Reconstrudti@iCRISIS).

The Employment Sector internalised the Action Pldeyeloping a specifiStrategy for
Gender Mainstreaming in the Employment Sedtortheir work. The overall aim was to
ensure that gender equality is fully integrated it the Employment Sector’s technical work
(such as the formulation, implementation, monitgrand evaluation of employment polices,
programmes, and other related actions). The Empoyi8ector’'s current strategy for gender
mainstreaming refers to two inter-linked areas:

(a) the substantive activities in terms of all polica®l programmes; and

(b) Institutional mechanism and procedures.

The Employment Sector'Strategy for Gender Mainstreaming the Employment Sector
outlines six priority areas, with measures to ashignem and expected outputs:

1. Deliver gender responsive employment policies, tefji@gs and programmes in
DWCPs and which are in line with the Action Plan
Strengthen gender mainstreaming capacity
Share knowledge on gender and employment
Improve gender monitoring, management and evaluatio
Create a more enabling environment for gender rragsing according to human
resources rules
6. Promote a gender sensitive workplace environment.

akwn

4.6.2 Assessment of progress

The draft PIR shared with the evaluation team byYOBRAM suggested that numerical

targets had been met or exceeded for this Stra@gjiective. In October 2009, a summary of
progress against the above six priority areas énEmployment Sector was provided by the
Sector.

All staff in the Employment Sector were informedtbé Action Plan and the strategy of the
Sector itself. There will be at least one seniomatggement meeting to discuss the overall
progress of the Strategy before the end of 2009.

For the priority area tdDeliver gender responsive employment policies, tetias and
programmes in DWCR wide range of activities were reported including development of
a think piece on Employment and Gender, which wssudsed at two internal retreats at the
Sector’s level. Other activities undertaken inctude
- EMP/SFP has now set up gender sensitivity critéoia choosing collaborating
organizations. Gender indicators are included inPEBFP research framework.
EMP/SKILLS integrated gender in some of its keyduat lines, including the
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participatory training methodology (TREE), infornagprenticeship, and in SKILLS’s
training course in ITC.

- Within EMP/ENTERPRISE, WEDGE continues its focusfemale entrepreneurs and
has adopted a fully gender mainstreamed strategyndent for its future work.

- CEPOL has developed gender guidelines for NatiBngbloyment Policies. A gender
analysis and a gender brief related to the PRS&bdsé was drafted.

- Global Employment Trends for Womenmas published in March 2009 by
EMP/TRENDS

-  EMP/INVEST mainstreamed gender into its “think @edor disaggregated data
collection and employment impact assessment (E4AYd it elaborated a policy draft
Making rural public works more gender sensitaraongst other activities

- Following-up on the FAO/IFAD/ILO joinWWorkshop on Gender Dimensions of Rural
and Agricultural Employment: Differentiated pathwagut of povertyheld in March
2009 in which ILO was heavily involved in providirtgchnical inputs, three policy
briefs have been developed on the themes of: gendanployment intensive public
works; ender in rural employment — decent work aepph; and women’s
entrepreneurshif?

In order to strengthen gender mainstreaming capagthin the Employment Sector, most
units have done an assessment on their gendeingameeds (EMP/SFP, EMP/SEED,
EMP/CEPOL, EMP/SKILLS, ILO/CRISIS). To integrate rger concerns in capacity-
building materials for constituents, inputs werevpded by the Employment GFPs and others
into the Gender Guidelines in Employment Policidsclv will be published in December,
2009. To share knowledge on gender and employrmssnes, a new “Employment” website
was launched in October 208.

The Employment Sectors’Strategy for Gender Mainstreamingn the Employment
Sector is an example of good practice and demonstrates their commitment to
implement the Action Plan.

A summary from the draft PIR is as follows:

» In Africa it was noted that targeted national yoethployment policies to improve
employment of young people had been developed.dit@ided technical assistance
in design and implementation of national youth esgpient programmes targeting
disadvantaged women and men, as well as in refétihred\National Agency for Youth
Employment.

» African countries also implemented a pilot trainm@gramme that directly benefited
some 240 women in selected communities in rurasark. O adapted its Training for
Rural Economic Empowerment (TREE) approach to onstances in West African
countries and pilot tested it so as to extend actesocational training in rural areas,
especially targeting poor women.

83 See joint web site http://www.fao-ilo.org/
8 http://www.ilo.org/lemployment/Areasofwork/lang-#vCMS_DOC_EMP_ARE_GEN_EN/index.htm
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» In Eastern Europe one country began implementatiégong-term strategy on gender-
sensitive employment programmes, targeting disadgaa groups (presumably
including disadvantaged women, although this is noted). ILO trained Public
Employment Services staff to conduct local laboarkat analysis, profile jobseekers,
introduce proactive active measures for disadvautagroups and improve working
procedures.

» Under Intermediate outcome Z8ustainable enterprises generate productive jaks, |
provided technical assistance, built capacity orllsskdevelopment and LED;
promoted promotional activities, including awaresiegsing campaigns on gender
equality; and provided technical assistance, adyiservices and capacity building
through development of employment promotion stiate@nd innovative tools to
assist women entrepreneurs.

4.7 Strategic Objective No. 3: Enhance the coverage and effectiveness of social
protection for all

4.7.1 Background

The Social Protection Sector in ILO contains th#8oWing work units: Social Security;

Labour Protection; ILO/AIDS and the World of Workand International Migration

Programme (MIGRANT). The Social Protection Sectoyvmled to the evaluators relevant
information on the progress towards their four oaotes in P&B 2008-09 with details of
activities undertaken under Strategic Objectiva Bhe Action Plan.

4.7.2 Assessment of progress

4.7.2.1 Social security benefits

According to the draft PIR, the ILO was close toetieg numerical targets set related to its
immediate outcomes for this Strategic Objectivee Bocial Protection Sector pledged to
ensure that databases were extended to monitafiibetiveness of social security policies,

especially with regard to the extension of coverage gender equality. A gender-sensitive
feasibility mapping in the context of developinguaal health insurance scheme took place in
Senegal.

Country specific progress was reported with reg@rdsocial security policies extending
coverage including to women. Bahrain, Benin, Chi@ambodia, Ecuador, India, Nepal,
Senegal, and other States have reportedly extetiaed coverage of social security (i.e.
health, pensions, unemployment, and /or child bex)efhich resulted in improved coverage
also for women. In Jordan, a new social insuraaeei$ currently in parliament, which aims
also at introducing a maternity benefit scheme.

Examples of ILO tools used by member States inclugablication on the gender dimension
of pension reform applied in the Russian Federatimh Kazakhstan. In Zimbabwe work done
by ILO on maternity protection with respect to Cention No. 183, resulted in provisions of
this text being incorporated into the Labour Relasi Act.

4.7.2.2 Safety and health and improved working contions in the workplace

With regard to safety and health and improved wagldonditions in workplaces (the second
Outcome under Strategic Objective No. 3), particaléention was to be given to supporting
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constituents in identifying and acting gender differences in labour protectiof range of
information sessions at various fora and the pabba of background papers and brochures
contributed to bringing gender differences in labpuotection to the fore. For example
gender mainstreaming and occupational safety aatthhevere included in the 8world
Congress on Occupational Safety and Health in 2@0&n Equity Discussion Forum in
Mexico and in other for® Indeed different information channels were usedSkgtor 3 to
deliver messages to constituents. A documentamiezht'Physical Mobility: The Missing
Links” was launched as part of a project on womemgployment concerns in Pakistan.

Fittingly, there are also projects that focus attrly on men in order to promote gender
equality.Men as Partners in Reproductive Health through @rganized Workforcentered

its second phase in Fiji, Kiribati, Papua New Gainamoa, Solomon Islands and Vanuatu,
in 2008 with UNFPA and constituents as partners.

Particular attention is expected to be paid todisaggregated data in tirategy for Gender
Mainstreamingn the Employment Sectaand updating of international databases. Question
on work-life balance, gender and family structunesre included in the Global Survey on
Working Conditions piloted during 2008-69.

With regard to increasing constituents’ capacity develop or implement policies and
programmes on improving working conditions and safed health at work, presumably the
recent publication of two national profiles withxs#isaggregated data, on working conditions
in Mozambique and the United Republic of Tanza(wath a focus on work-family balance,
leave benefits and maternity protection) will pae/iadequate ideas for ensuring conditions in
workplaces are improved. However no evidence idlaMa yet on the impact of these
publications®’

ITC also played a role in increasing constituentsipacities. A training session in
collaboration with the Bureau for Workers ActiveiACTRAV) and ITC on maternity
protection and work and family was held in OctoB@608 in Turin. A pilot-test of a module
on “family friendly polices” took place in Mozamhig and Tanzania (as part of as wider
training package for small and medium enterprises).

4.7.2.3 Migration

With the recognition that differences exist betwesn and women in terms of their reasons
for migration, their experiences in transit to drestcountry and their conditions of work
when they arrive, Sector 3 was expected to increasmber States’ capacity to develop
gender sensitive policies or programmes focusedhen protection of migrant workers.
According to a 2009 independent evaluation on &ffeaction for labour migration policies

8 A gender dimension was included in a literatuséens regarding street vendors and occupationatpafed health; and a
session on the ILO framework for workers with famiésponsibilities was included at the UNI Globalidh World
Women's Committee Meeting, in France in 2008. A gemknd paper on creating equal opportunities fdh Ineale and
female workers with family responsibilities was paieed for the UN Commission on the Status of Womewarch 2009.
Additionally two brochures on maternity protectiamd work and family were prepared for tli@ehder Equality at the
Heart of Decent WorkCampaign.

® TRAVAIL developed this in partnership with the Bpean Foundation for the Improvement of Living &¥drking
Conditions

87 Other activities include: a tripartite discussforum on work and family was held in March 2008@eneva-based
constituents; an assessment with a gender pergpectisocial care needs was conducted in Lebarbprasented to
constituents through a series of meetings.

56



and practices, MIGRANT has earned an excellenttegjoun for integrating gender issues into
its activities.

In the Action Plan, there is an indicator on thenber of member States that apply ILO
technical assistance to develop labour migratidicg® focused on the needs of women and
other vulnerable migrant workers. The Office wasoalo collect, analyse and disseminate
gender-sensitive statistiosn labour migration. A large body of informatiorgports and
discussions were produced on promoting safe magrdtr women. Also the issue was put on
the agenda of many relevant meetiffyReports were published in 2008 on discrimination i
access to employment in France and Sweden, withatsbn testing” undertaken on males
and females between persons of immigrant origin #na$e of national descent. Also in
Europe, in 2009 in Ireland, MIGRANT patrticipated anroundtable orthe Feminization of
Migration. The Thematic Reporfor the 8th Conference of European Ministers Resjinda
for Migration included two dedicated subsections mlicy responses regarding women
migrants.

With regard to specific technical advice providedrtember States, the Sri Lanka Ministry of
Foreign Employment Promotion and Welfare was assigt formulating a national labour
migration policy, which is reported to be gendanssttve. Another specific result noted, was
that in Lebanon, concerted action involving the idlal Steering Committee on Migrant
Workers, the Office of the High Commissioner forrian Rights and the ILO, resulted in the
adoption of a unified contract for migrant domestarkers and the development of guidance
material on the rights and obligations of employard workers®®

Again ITC played its part in developing the capaaf constituents. A session on gender
equality was included in the ITC course on enhapg@irotection and promoting development
in international labour migration in April 2008. fer issues were included in training
courses for constituents calledigration international de main d'oeuvre: renforcda
protection et contribuer au developmeido held in ITC in September 2008

4.7.2.4 HIV/AIDS in the workplace

Clearly HIV/AIDS has a gender dimension. The sggtéor this outcome specifies ILO
support to tripartite constituents in developing amplementing HIV/AIDS gender sensitive
prevention and care programmes for men and womekenoHalf of all resources were to
be dedicated to Africa. An assessment with coreiisf on the integration of gender issues
into ILO supported HIV/AIDS workplace programmes gseveral Anglophone African
countries was completed in 2008 and concludedaitiaugh great strides have been made by
the ILO and constituents in integrating genderassito the HIV/AIDS workplace policies,
there were still important gaps. Recommendatiookided explicitly making gender analysis
part of project formulation processes and linkirng drganisations that actively promote
gender equality in order to enrich project delivery

% For example at the Asia and Pacific Redgregional Tripartite Symposium on Deployment of \WisrlOverseasa session
entitledpromoting Safe Migration fowomen (with a resource paper commissioned) tookepl another region, West
Africa, a resource paper was presented for the Wieisin Women's Summit on irregular migration groadith. MIGRANT
produced an overview discussion paper preparetthéinternational Conference on Gender, Migratioth Bavelopment
(Manila, 2008).

®9 Governing Body Committee on Legal Issues and Intemal Labour Standards. November 2009. FIFTH ITEM THE
AGENDA General status report on ILO action conaegrdiscrimination in employment and occupation

" Twenty-nine persons were interviewed for this sssent report
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Attention was to be given to migrant workers. Instmegard pre-departure HIV/AIDS
prevention and awareness-raising was one elemerttaofing for prospective migrant
workers in Ukraine and Moldova (under the lead &dRARATION and in collaboration
with UNAIDS, UNDP and constituents).

A workplace project (mentioned earlier) that fogigs men as partners in reproductive
health implemented by UNFPA and ILO constituentsumglerway in Fiji, the Solomon
Islands, and Vanuatu, and has been extended ftinean® years, and expanded to Papua New
Guinea, Kiribati, and Samoa. Men are also the fafus project in China’s mining sector to
reach male clients of sex workers. Some initiatif@sused specifically on categories of
female workers, such as sensitising female workerthe garment industry in Cambodia.
Similarly a project in Sri Lanka strove to empoweung female internal migrant workers in
the apparel industry.

It can be concluded that the Social Protection @efzcilitated a gender mainstreaming
strategy by:

- Improving the knowledge base on gender differeranes the knowledge about the
situation on the ground. However Sector 3 mustdesistently sure they are always
collecting/collating basic gender inequality comserfrom the specific regions
/country where they are operating. AlternativelyctSe 3 could ensure that they are
supporting gender specific research or helpingngastto access existing research. It
is also significant that this Sector has gendecifipectivities focused on men.

- Contributing to advocacy work on gender equalityrhising the issues with respect
to social protection at major fara

- Capacity building for constituents on how to addrgender equality concerns in
social protection. For capacity building, the Sectmst ensure that there is always a
gender dimension included in capacity buildingiatives.

- Ensuring that any policy advice on social protetimgender responsive and has been
informed by gender analysis and differences, oromgnt gender relations on the
ground.

Whilst the activities listed for Sector 3 usefuiyovide an indication of many gender related
activities underway in the social protection ateas analysis has been provided of the impact
of such activities (e.g. use of publications, osules of assessments, or follow-up to
symposia). For example, many activities listed eoncdisseminating information at
specialised meetings, but information only parthntributes to achieving gender-related
impacts. It would also be interesting to monitog Hpplication of ILO technical assistance at
the country level focused on the needs of womenedisas men. Although many projects are
probably already doing so, it is important to recbow many women and men are reached
through the projects (including a sex disaggregatb ‘beneficiaries’ of projects) and the
impact.

Minimum gender-related standards for all the Séxtactivities would help to ensure that the
Social Protection Sector consistently and contistouncludes a gender dimension in
activities. For example, it could help to ensurat th gender analysis takes place prior to the
project formulation. Minimum performance standantisy help to improve coordination on
gender related activities both between Social etiote units and other ILO units, and
between headquarters and the field.

A summary of reporting from the draft PIR for P&B@B-09 is as follows:

58



» In two African countries three new mutual healthesoes were created in women'’s
savings and credit cooperatives, and a strategtt @verational plan on social
protection was developed. ILO provided technicad dnancial assistance, capacity
building on ILO tools and technical support.

» In one further African country, ILO designed a feawork for delivery of cash
benefits to indigent and poor pregnant women anthems with children under the
age of five.

» In one Latin American country, ILO participatedand co-sponsored the International
Congress on "Women, Health and Work".

» In Asia in one country an all country federationTobhde Unions, the Ministry of
Human Resources and Social Security, and the Higerg@onfederation increased
their knowledge and capacity to induce policy cleran pay equity, maternity
protection and work and family issues. ILO providegining and policy advice to
tripartite constituents on work and family issuedapublished a report entitled
Reconciling work and family: Issues and policie€mna(2009).

» In one further Latin American country, ILO providechnical assistance in
formulating the joint UN programme on provision ciildcare facilities for low-
income working mothers.

» Nine countries introduced laws and guidelines oaffioking. ILO supported
promotional materials, organized consultationsilifated consultative processes and
provided training and technical advice.

» In relation to Intermediate outcome 3d: Workplaodigies respond to needs for HIV
prevention, AIDS treatment, care and support, IL&@vjgled technical advice
including legal advice to formulate gender-sensitidlV and AIDS workplace
policies, support their eventual adoption and dgvelfunded time-bound
implementation plans; and helped raise over US$#llom for the constituents to
support the implementation of these time-bound @m@ntation plans. In twenty-one
countries each tripartite constituent has a trafoedl point, an HIV/AIDS policy, and
time-bound plan.

4.8 Strategic Objective No. 4: Strengthen tripartism and social dialogue

4.8.1 Background

The Social Dialogue Sector contains the followingrkv units: Bureaux for Employers’
Activities and for Workers’ Activities’, Industriahnd Employment Relations Department;
Sectoral Activities’ and Labour Administration alm$pection Programme.

4.8.2 Assessment of progress

Preliminary findings from the PIR provided to theakiation team suggested that the ILO had
had met or exceeded its numerical targets relatatiis Immediate Outcome. According to
the general status report on ILO action concermimggrimination in employment and
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occupation (Governing Body, November 2009 ILO has helped to build trade union
capacity on issues of maternity protection and wigkvith family responsibilities. This has
helped to start a tripartite dialogue on the relafi®nventions. Training packages and guides
were developed. For example, an equality and diyetrgining package for employers was
developed; good practices for gender equality aecent work (at the workplace) were
translated into Russian. The box below outlinesigipeexamples of collaboration between
ACTRAV and GENDER.

During Action Plan period ACTRAV reported that they coordinated extensively|
with GENDER to promote gender equality within trade union structures and
policies. For example:

Examples of gender mainstreaming in freedom of ass@tion and collective
bargaining support

With support from SIDA, research was conducted in éur countries in West
Africa, (Ghana, Burkina Faso, Sierra Leone and Sergal) to assist unions to
develop their strategy for organizing women in thenformal economy. As a
result, Ghana TUC published “Organizing Informal Economy Workers in
West Africa: Focus on Women Workers”.

Participatory gender audits were conducted jointlyoy GENDER and
ACTRAV within the Federation of Independent Trade Unions in Russia and
in Education International (the global federation d Teachers’ Trade Unions).
Following the audits, both organizations revisitedheir internal structure and
policies on gender equality.

A summary of reporting from the draft PIR for P&B@B-09 is as follows:

>

>
>
>

A\

ILO Provided fellowships, training and advisory \8ees on disability and gender
equality.

Workers’ organization increased women’s participatin trade union work and the
number of women in union leadership positions iasesl.

In four countries: Workers’ organizations implenmeghttraining programmes on
gender equality.

In one Latin American country: Five trade union fealerations established women'’s
secretariats and made available increased resotwcaddress the union rights of
women and the reconciliation of work and familyelif

In one Eastern Euopean country: National traderuoamfederation established group
of trainers on gender mainstreaming in collectigeghining.

ILO provided technical support and organized capdmiilding workshops on gender
issues. Conducted management training for womede tianionists and supplied
awareness-raising material, prepared Guidelinesafamion action plan on equal
opportunities and a Guide for members on negotiaskills ; and conducted gender
audits.

Under Intermediate outcome 4c: ILO provided tecAhassistance in the design of a
training manual on gender equality and collectiaeghining; advice on establishing

L http:/fwww.ilo.org/wcmsp5/groups/public/---ed_ndrrrelconf/documents/meetingdocument/wems_1161df3.p
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and strengthening the commissions; and publishediest on gender equality and
conducted public a forum on equal opportunities e@irdination of discrimination.

4.9 Key Result Area No. Three: “Joint immediate outcome on advancing gender
equality in the world of work” of P&B 2008-09

4.9.1 Background

The Programme and Budget 2008-09 had fleent Immediate Outcomes (JIO) which
were proposed in areas requiring intensive cootidinaThis section evaluates progress on
the JIO on Gender Equality. In the P&B 2008-09,dgrrequality was not only one of five
JIOs but also one of five Common Principle of Antidn contrast to Common Principles,
JIOs were expected to receive extra-budgetary ressu Apparently the JIO on gender
equality did not receive extra-budgetary resourdeyplying that all concerned should
continue to carry out their core business, but aysvthat better address the identified gender
equality issues in their work.

4.9.2 Assessment of progress

It can be argued that having both a Common Priacgsl Gender Equality and a Joint
Immediate Outcome in the P&B 2008-09 were both irtgrd steps towards mainstreaming
gender equality throughout the Office. They helpeéhtensify efforts and translate equality
commitments. However having both could lead to gsioin amongst some ILO staff and
constituents, who were not dealing with P&B detaitsa daily basis. ILO strategic planning
management have worked on streamlining and simpyfyLO areas of focus and the
language used to describe such foci. The new Ik&&jic Policy Framework (2010-2015) is
less complex than the previous one.

According to the draft PIR provided to the evaloatiteam, ILO had met the numerical
targets set for the JIO. Results under the JIGepasrted in the draft PIR can be summarized
as follows!?

Indicator (i): Number of cases in which UN counpsogrammes and national decisions in
such countries apply ILO assistance to develog@sior programmes focused on: increasing
equal opportunities for women and men for trainamgl skills development; improving job
recruitment and retention; advancing women intoisi@s-making positions; promoting
women’s entrepreneurship; or promoting women’s s&de financing and resources. Under
this indicator, the following was reported in thaftl PIR:

» Six countries developed or strengthened enabligcsllion, and developed gender
mainstreaming action plans and strategies. ILO cudpg this process by
disseminating promotional material, making commeons legislation, developing
tools, and conducting training.

2 Some of the results reported under the Joint Ine@®utcome were also reported by individual Sscto
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» Six countries developed programmes on gender éguatid/or support to women,
including support to women’s entrepreneurship dgwelent and women’s
cooperatives. ILO prepared policy briefs, trainemhven workers and entrepreneurs in
leadership, negotiation and conflict resolutionpyded technical and financial
support and training for women entrepreneurs, cotedlistudies ,and held tripartite
consultations.

» Two countries conducted gender audits. ILO traipexder audit facilitators, provided
technical assistance, and led the audit process.

Indicator (ii): Number of cases in which countrieghether they ratified or not, establish
programmes, legislation, policies, collective agneats or court decisions to implement key
provisions of Conventions Nos. 100, 111, 156 an8. 1&der this indicator, the following
was reported in the draft PIR:

» Six countries developed or strengthened legislatielated to the Conventions,
including a national policy to reconcile work araily life, and a new law on sexual
harassment. ILO held tripartite technical considtet, workshops and training
activities, and conducted research in supportisfabtivity.

» In five countries Tripartite Commissions on EquapOrtunities (CTIO) continued to
support actively the inclusion of gender equalitypolicy decisions, and adopted
action plans for the promotion of gender sensitivak and family balance. ILO
provided regular technical assistance to each Cagsiam, held a workshop on social
dialogue for the Commissions and other Latin Aneeritripartite delegations, shared
information, identifyied best practices of existi@F 10 ,and introduced the topic of
work and family.

» In six countries constituents applied principleseqtial pay, equal opportunity, work
and family balance and maternity protection in rthpblicy approaches. ILO
conducted research and meetings, developed anéndissed guides on work,
income and gender equality in English and locajjleges.

4.10 Overall gender equality results

As can be seen from the preceding sections, ILOQuhdsrtaken a large number of activities
related to the promotion of gender equality. ILG baen providing capacity building support
on an ongoing basis in the form of technical aasist, guidelines, workshops and other
forms of training. At the country level there haseh a host of legislation drawn up and action
plans put in place. However, the evaluation teamamnclude little from these activities and

policies, as there is very limited information ossults. Currently ILO has no means of
assessing gender equality results, either in ogldat capacity building or other fields.
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Recommendations:

ILO should pilot a methodology for systematic planing, monitoring and evaluation of
capacity building of constituents on gender mainsgaming starting with a pilot of one
sector, e.g. employment. The relevant units withilLO could be involved in this process
(e.g. the pilot sector, EVAL, HRD training department, GENDER and the Gender and
Non-Discrimination Training Programme in Turin).

As part of outcome based workplanslLO should develop mechanisms for capturing the
agency'’s overall contributions to the promotion ofgender equality.

Global Jobs Pact —Good Practice in integrating geret equality in recovery

The Global Jobs Pact is ILO's response to the ecomic crisis.”® Promoting core
labour standards that support the economic and jobsecovery and reduce gende
inequality is one of the principles for promoting recovery and development outlineg
in the Pact. Narrowing the gender pay gap is expest to be an integrated part of
efforts. The Pact stresses amongst other issues theecovery packages during
economic crises need to take into account the impgaof women and men and
integrate gender concerns in all measures.

The focus on gender in the Global Jobs Pact indicas that ILO and constituents
recognize their gender related responsibility in dbrts to respond to the current
global economic crisis.

3 The Global Jobs Pact was adopted by the intemeiticabour Conference at its®®8ession in 2009, and is a response by
representatives of governments, business and labalue increase in global unemployment, undereympémt and informal
work, recognising the damage to employment thattheent crisis is causing hardship to many workirmgnen and men

and worsening poverty.
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5. Efficiency of resource use and effectiveness of
management arrangements

5.1 Adequacy and efficiency of resource use

The Action Plan states that efforts would be maalecdntinually seek extra-budgetary
resources to complement the regular allocationsaftwancing gender equality. The Bureau
for Gender Equality has been effective in raisimrabudgetary funds and, according to
respondents has used these funds efficiently insédmse that they were spent on the best
optionsfor promoting the Bureau’s mandate.

The implementation of the Action Plan benefitedriréunding through the DFID/ILO PFA
(2006-09). Following a positive mid-term review thfis DFID/ILO PFA, the Bureau for
Gender Equality managed an allocation of USD 91¥ tbGoromote gender mainstreaming in
two outcomes of the DFID-ILO Partnership Framewddgeement, one being integrating
gender in ILO’s core RBM systems through strenggldeimplementation of the Action Plan
for Gender Equality”

The DFID funding supported an accelerated impleatemt of the Action Plan through
support to both headquarters units and field offictaff identified as having a key
implementation role vis-a-vis the Action Plan. Asted, this support allowed the Bureau for
Gender Equality to organise fokimowledge sharing workshofs the ILO Gender Network
and others, including constituents in Costa Ricahwt the DFID funding, the Bureau for
Gender Equality would not have been able to orgathis fourknowledge sharing workshops,
which led to renewed efforts for gender mainstreamindiqadarly in the Arab States and
Central America.

Funding through DFID also supported the developnm@nbaselines and definitions of
baselines for the first section of the Action Pl&upport was provided to HRD via a
consultant concerning “staffing” related indicatot® achieve progress towards parity
between women and men and equality opportunityti@adment for all ILO staff.

The Government of Norway chose to "earmark" its 00 RBSA allocation to gender
equality ($2.1 million in total)’ In the 2008-09 biennium, all RBSA was channelledhie
field to support country outcomes. Asia, Arab Statieatin America and Europe (but not
Africa which received other RBSA) benefited fronstfunding. The projects that were set up
with RBSA funding are ongoing and will end in Mar2010 when a final evaluation of
RBSA projects will take place. Norwegian funds weeemarked for field level programmes
on gender equality, and allowed for example, thei@esender Specialists for Asia and the
Pacific to move forward with their gender mainstng@g work, often around DWCPs. As this
report is being finalized, the Government of Norwhags granted support to ILO for
implementing the 2009 ILC conclusions at the coutdrel in five countries. Other donors
such as the Netherlands, Sweden, France, Germaapddfs and Denmark support
mainstreaming gender as a strategy throughout tieeOFor example, Denmark supports

™ The other outcome centred on ILO gender equatittribution to the UNDAFs aritDelivering as One”and UNDAFs
through the gender audit.

7S In addition to the regular budget and extra-buaiyetesources, the RBSA is a modality for those dottmat wish to
contribute to the regular budget above the levpt@ped for all member States by the Internatioradddur Conference.
Priorities for the use of the RBSA flow from the IlSrategic Policy Framework, and often focus onddygacity to deliver
Decent Work Country Programmes (DWCPs).
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gender mainstreaming as part of their overall fnaore agreements with ILO (gender
mainstreaming is one of nine “projects” supportgdienmark).

PARDEYV and the Bureau for Gender Equality were aessful in mobilizing funds for gender
mainstreaming from the donor community. Two-thiod$LO partnership agreements in July
2009 included specific provisions for gender mageming (up from half in July 2007). The
partnership agreements specify how such fundsle@ated within the ILO and where they
should be allocated.

Whether allocations from RBSA funds go to the Buréar Gender Equality to mainstream
gender equality concerns or whether such fundsigtty to Sectors who are technically
responsible for mainstreaming gender in their waskynclear to some gender coordinators
/gender focal points.

Sections of the Office such as the Women's Entregueship and Gender Equality
Programme (WEDGE) in the Employment Sector werecessful in mobilizing funds to
promote women-specific programmes. Irish Aid whisbpports WEDGE through its
Partnership Programme with ILO see the programnteaamg raised the profile of women’s
entrepreneurship in many countries, as well asathity of women to influence relevant
policy processes (particularly in Africa).

It will be important to mobilise funds for genderamstreaming during the next strategic
planning period, and have clear indications on lsowh funding will be used effectively to
achieve the objectives in the next Action Plan.

5.2 Effectiveness of management arrangements

The Action Plan outlined who has chief respondipilor implementing different aspects of
the Plan (see Section 3.3. above). The Bureau émd& Equality was to provide support to
other ILO units/offices to implement activities the Action Plan that were within the
individual units/office mandate. Providing such gog required intensive consultation and
collaboration with key catalysts within ILO, whith often more costly in terms of time than
funds. In particular the work involved in settingselines and indicators for enabling
institutional mechanisms for gender equality in @féce was labour and time intensive.

As stated above, respondents noted that the BioeaBender Equality had largely met its

responsibilities and performed admirably in mangaarof its work. The Bureau for Gender
Equality was viewed as strategic and professioklghough there was a change in Director of
the Bureau for Gender Equality during the ActiorarPimplementation period, the new
Director embraced the Action Plan, despite not igparticipated in its formulation. The

Director worked with other managers in the ILO ameging them to implement the areas of
the Action Plan within their responsibility.

There was one coordinator of the Action Plan fromBureau for Gender Equality dedicating
about two thirds of her time to this task. Her ralas to facilitate implementation of the
Action Plan by headquarters units and field officBhe also coordinates the ILO Gender
Network. Along with other Bureau for Gender Equaliblleagues, she assisted work units,
which the Action Plan assigned as holding “primeegponsibility” for enabling institutional
mechanisms for gender equality in the ILO, to mamiction Plan baselines. The coordinator
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planned the&knowledge sharing workshoper gender network members and other ILO staff
to build capacity to mainstream gender. The coatoinkept meticulous records monitoring
progress for all indicators for the first set olykesults areas, enabling the evaluators to view
progress clearly across the two years. The coaalinaeformed her role admirably, given
the range of tasks associated with this coordinatade and her other duties. Many solid
contacts and strategic links have been forged letwiee Bureau for Gender Equality and
other ILO technical units.

5.3 Sustainability

While an enabling environment for gender mainstiaegns in place, including policies and
the proactive support of the D-G himself, ILO ne&alsnove towards putting in place more
effective structures and mechanisms to ensure isabta gender mainstreaming. Gender
mainstreaming should not be solely dependent oioiseranagers’ support. This evaluation
has suggested the development of minimum perforenatandards in order to promote more
sustainable mainstreaming. ILO uses the OECD-DAfihitien of sustainability, which is:
“Sustainability is concerned with measuring whetliee benefits of an activity are likely to
continue after donor funding has been withdravhih the context of gender mainstreaming,
sustainability means that systems, resources,tgtasc and feed-back mechanisms are in
place to ensure ongoing gender mainstreaming atleguate level.

"8 http://www.oecd.org/document/22/0,2340,en_26493842086550 1 1 1 1,00.html
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6. Conclusions

6.1 Gender mainstreaming in the ILO
Gender mainstreaming requires that policies an@rabling environment are in place. As
mentioned, the ILO’s 199®olicy on gender equality and mainstreamiesgtablished the
basis for all gender equality actions. Commitmenha highest level is evident in ILO, which
has created an enabling environment for gender straaming. Many interviewees for this
evaluation noted the proactive role of the Direc@neral himself in promoting gender
mainstreaming.

Other strategic policies reiterate the gender étyugbals of the ILO. In June 2008, gender
equality and non-discrimination were stressed assccutting issues in the ILO’s Declaration
on Social Justice for a Fair Globalization, destgne strengthen the ILO’s capacity to
promote its Decent Work Agenda and respond to tbevigg challenges of globalizatidh.
More recently, in June 2009, gender was the subgécth general discussion at the
International Labour Conference resulting in theommn of the Resolution omender
Equality at the Heart of Decent Wofk Gender equality is mentioned amongst one of the
eleven principles for promotion of recovery and @epment in relation to the current global
economic crisig?

Gender mainstreaming requires that systamesin place to implement gender policy. The
internal structure of the ILO must be ‘right’ foegder mainstreaming ILO activities. Hence
the 2008-09 Action Plan’s first results area appedply focuses on structures and systems
including formal and informal values, norms, rudesl regulations that support the promotion
of gender equality. The spotlight was on gendeari@@ in staffing; integration of gender
equality into the substance of ILO work; and ingtgnal arrangements to facilitate gender
mainstreaming. Considerable progress in ensurired there are enabling institutional
mechanisms was evident during the Action Plan implatation period. For example there
has been a proactive attempt to improve gendenbale staffing which compares well with
other similar UN agencies; gender equality markams now used to classify technical
cooperation projects and track budgets in the Ildhputerised information system; and
gender specialists and gender focal points areladlaiin most ILO offices and regions.
However, while the Action Plan was a positive fiss¢p, the ILO needs to move towards
putting in place more effective structures and rae@dms to ensure sustainable gender
mainstreaming.

Many respondents, in particular gender focal pointded that some senior managers do not
adequately prioritize gender mainstreaming. Theeet&o issues here. Some managers pay
lip-service to gender mainstreaming, meaning thakk ‘the talk’ by allowing inclusion of
vague statements such as ‘this activity will bemsmeamed’ into their P&B submissions, but
do not allow gender focal points to prioritize gendhainstreaming. For other managers there

" http://www.ilo.org/public/english/bureau/dgo/dowat/dg_announce_en.pdf

8 |LC 98" Session, Geneva, 2009. The first time in 25 ytwsgender equality was addressed by the ILC. Sieth on the
agenda: Gender equality at the heart of decent.\@@kSession, http://www.ilo.org/wcmsp5/groups/publiclgreports/---
gender/documents/meetingdocument/wcms_112322.pdf

¥ Page 6: Recovering from the crisis: A Global JohstRdopted by the International Labour Conferendts &linety-
eighth Session, Geneva, 19 June 2009 http://mwwwrigwecmsp5/groups/public/---ed_norm/---
relconf/documents/meetingdocument/wcms_115076.pdf
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is intent to perform better on gender mainstreaming uncertainty as to what this means in
practice, and how best to incorporate gender isausn the new RBM structures being
developed — the latter also a problem for gendealfpoints. ILO therefore needs to follow a
dual approach, ensuring accountability for thos@agars who ‘talk the talk’, and providing
further capacity building for those who are unclearhow to proceed. Recommendations on
both accountability and capacity building are imigd in this report.

Experience in the UN has shown that adequate ganderstreaming will not occur unless
accountability mechanisms, in particular for semesinagers, are in place. Accountability
overall, as in most UN organisations, is weak i hO although attempts are being made to
improve performance. ILO has also attempted to awer accountability for gender
mainstreaming through the Action Plan but has niiadiéed progress, mainly because of the
overall weak agency accountability. Neverthelesgngoortant activity planned in the Action
Plan, development of a core competency in gendarstneaming, has not taken place. Given
the UN context, ILO needs to be more strategic liammwting accountability for gender
mainstreaming. In addition, staff and units canyds# held accountable if there are specific
minimum performance standards for which they arespoasible for achieving.
Recommendations are included on this, in this eatado.

Respondents noted that the Bureau for Gender BEguedd largely met its responsibilities
and performed admirably in many areas of its wdtkwas viewed as strategic and
professional. There are also signs, looking baak @vdecade, that gender mainstreaming is
increasingly an agency wide responsibility. In abdration with PARDEV, the Bureau for
Gender Equality have been effective in raising akidgetary funds and according to
respondents has used these funds efficiently insémse that they were spent on the best
alternative for promoting the Bureau’s mandate.diteshis, the Bureau for Gender Equality
is still seen as the main facilitator of gender msaieaming. This is not unusual in UN
agencies; however, ILO needs to move to a systesremhere is greater responsibility for
gender mainstreaming across the agency.

An analysis of the P&B 2010-11, which was develogaedng the period in which the Action
Plan 2008-09 was in place, illustrates progressIttf@ has made in gender mainstreaming.
The preamble to the P&B has a section that empésmsthe importance of gender
mainstreaming to ILO. While there is no specifitcauime on gender equality, a discussion of
gender equality and non-discrimination takes plaitkin the strategy texts ahost outcome
areas, and a significant number of indicators aedsures are gender-sensitive. In this regard
the P&B 2010-2011 is good practice and compareswiti similar documents elsewhere in
the UN system. Having said this, some respondertkiding in the Bureau for Programme
and Management, noted that including gender-seaddanguage is only a first step, and there
is still some way to go before ILO staff have thepacity to carry out adequate gender
analysis in relation to strategic planning.

6.2 Gender mainstreaming in the ILO through the Acton Plan

The Action Plan has given ILO’s work on gender msieaming a useful focus. A sensible
strategic decision was made when formulating theoAcPlan to tie it to P&B 2008-09 —
sensible because this reflects mainstreaming, asdred that the targets in the Action Plan
would be consistently tracked through P&B reportiigpe Action Plan usefully separates
intra-organisational mainstreaming areas, such asdey balance in staffing, from
programmatic targets for the promotion of gendauatity. For the former, indicators and
targets are in general well articulated. Nevertelde Action Plan 2008-2009, in particular
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in its programmatic section, demonstrates sevena¢gc RBM weaknesses, which should be
corrected in the next Action Plan:

» Indicators and targets are measurable but notcpéatly meaningful, mainly focusing
on activities, and immediate outcomes are meanirgiti not measurable given the
current capacity in the ILO for tracking resultso#f of the immediate outcomes
selected for the Action Plan focus on capacity dngd, but there is no systematic
method in place in the ILO for assessing whethpaciy has been built to the extent
required.

» The links in the results hierarchy are not adedyatennected, and the indicators
included are not adequate measures of the resatésrents.

» The majority of indicators are generic and do raotéha gender equality focus.

» Strategies and activities have been included beir mk to either the targets or
immediate outcomes is not always clear.

6.3 Gender equality results

The 2005 thematic evaluatidBender Issues in Technical Cooperaffbrecommended that
ILO build (through technical cooperation) the capaof ILO constituents and implementing
partners, to support their promotion gender equatitthe world of work. Most immediate
outcomes in the programmatic section of the Actdan focus on building the capacity of
constituents. However, ILO does not systematicalhjlect data on capacity building of
constituents in gender mainstreaming, so the etratugannot draw firm conclusions about
results in this area.

During the Action Plan implementation period a nemlof capacity building activities
focusing specifically on gender mainstreaming tptaice. The gender audit methodology was
promoted extensively, because it follows an analyélf-assessment process with the aim of
bringing about changes in the way gender mainsiregam perceived. Six PGA’s took place
within ILO units. Eleven training of gender audicilitators (TOF) for constituents took place
in various countries and at least three TOFs d&s/iwere organised with the ITC.
Questionnaire responses from constituents foretauation, who had undergone a gender
audit noted that they highly appreciated the pre@esl it achieved results. Four knowledge-
sharing workshops, including one for constitueatsimplementation of the Action Plan were
held, two in Turin, one in Beirut and one in CoRiaa. The gender equality on-line and on-
campus courses in the ITC played a key role indingl skills of ILO staff and constituents to
assess the implications of their work on women @o&h. However no gender training was
offered through the ILO HRD training unit in ILO &#quarters.

Reviews of the gender audit experience notes ceradtk success in use of this instrument,
as an ILO flagship product for organizational sssessment on gender mainstreaming. The
gender audit has also proven relevance far beyoadLO, for ILO constituents (who are in
turn able to extend it further with their own targgoups) and then to other UN agencies,
especially in the context of One-UN.

8 |LO (2005)Thematic Evaluation Report: Gender Issues in Teir@ooperation Geneva: GB.292/TC/1.
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For mainstreaming, it is also important that genelguality concerns are built into other
capacity building initiatives. ITC tried to ensulat gender issues were adequately integrated
into all training activities offered and were abdedemonstrate consistent progress.

Questionnaire responses from constituents provicative results concerning capacity
building. Twenty-six constituents responded to questionnaire. Those that benefited from
ILO support in gender mainstreaming in various aescgenerally highly appreciated such
support. Those who undertook a gender audit founery useful. Only general indications of
satisfaction with ILO support can be gathered. ldalfhe responses from constituents (9 out
of 18) reported that ILO adequately or fully sugpdrthem to mainstream gender into
policies reflecting fundamental principles and tggat work. Generally less than half reported
adequate support in gender and employment relatsas.aln the social protection sector
results were more mixed, with generally half intilmg adequate support for various aspects
of social protection support (HIV/AIDS in the woikpe) and less than half expressing
satisfaction on ILO support to mainstream genderiroproving working conditions and
safety and health at work. Respondents to the igmsstegarding social dialogue reported
adequate support for the participation of womesanial dialogue processes but more than
half reported that tripartite dialogue in policykay did not address gender issues
adequately. The support from the senior gender igsts was appreciated by many
questionnaire respondents.

Gender mainstreaming also requires that taodsavailable for ILO staff and constituents to
assess the implications of policy advice; capabiijding; technical cooperation; research
and data collection; administrative support seljioen men and women workers on the
ground. Questions around the probable impact tihtiies on gender equality concerns must
be built into existing ILO “tools”. Evidence of gaéer equality concerns was manifest in key
ILO tools. For example questions on gender equalédye included in thQuality Assurance
Mechanismfor appraisingDecent Work Country Programniés a practical guide for
mainstreaming gender analysis in value chain deweémt was prepared; and the gender
mainstreaming strategy and toolkit (GEMS) in Asrad @he Pacific was updated. Indeed,
questions around non-discrimination on the basigesider are included in the UN system-
wide CEBToolkit for Mainstreaming Employment and Decent kV@iools are required to
enable an examination of the service delivery meisha of constituents to the ultimate
beneficiaries of ILO’s initiatives — working mendcmwomen. For example, through the sub-
regional Office in Dakar, a workshop for labour pastors included a focus on sex-
disaggregated data and working conditions of womemterprises.

Particular tools were developed or translated sxhiea wider audience during the Action
Plan’s period. For example guidelines for mainstrieé@ gender in project evaluations; the
publication of step-by-step guide for gender-ndytia evaluation for equal pay; a toolkit on

trafficking; and guidelines for including genderuetjity concerns in overall employment

policies. Country specific tools were evident, &xample in the Russian Federation and in
Kazakhstan a publication on the gender dimensiompasfsion reform is now available.

Nonetheless the review of eight independent evialusitof Technical Cooperation Projects
revealed that ILO is better at creating gender steaming tools than following through on

their use. One possible way forward to ensure thgi@ation of gender mainstreaming

“tools” in DWCPs would be to encourage field ofc® identify national experts with gender
expertise who could contribute to the implementatd DWCPs.

81 Although there is no evidence that the QAM reslitebetter DWCPs.
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The draft Programme Implementation Report 2008-BfR) was reviewed in terms of
reporting on gender equality resulfsReporting on gender equality results in the PIR wa
fairly limited with the main focus being on acties and women, rather than results and
gender equality. Reporting was not at the leveinmhediate outcomes, which is the level
tracked in this evaluation, but rather at interragglioutcome and indicator level. Earlier
Chapters of this evaluation report the preliminasults.

ILO has undertaken a large number of activitieatesl to the promotion of gender equality.
ILO has been providing capacity building support @m ongoing basis in the form of

technical assistance, guidelines, workshops aner dtnms of training. At the country level

there has been a large number of laws drawn upaetioh plans put in place. However, the
evaluation team can conclude little from thesevéets and policies as there is very limited
information on results, for example whether capabiilding has worked as intended or
whether action plans put in place have had thended effect. Currently ILO has no means of
assessing gender equality results, either in ogldat capacity building or other fields.

The review of eight independent evaluations of WwOrk indicated that although positive
results are being made in both gender mainstreamaimd) promoting gender equality,
considerable work remains to be done if ILO isdbiave its gender mainstreaming mandate.

Gender mainstreaming as a strategy does not reghiaceeed for targeted women-specific
actions or projects, although targeted actions siome cause confusion amongst ILO staff —
as to whether they are still mainstreaming gensleuds if they focus on women. The ILO
Women's Entrepreneurship Development and GendealBq(WEDGE) is an example of an
initiative that targets women, enabling women'sr@pteneurship development strategy to be
operationalised. Based on the research and experfesm pilot projects, a range of tools and
approaches have been developed through WEDGE andgead by ILO constituents.

The JIO on gender equality in the P&B 2008-09 toeaain extent focused on women-
specific activities. Amongst the indicators werevaating women in decision-making
positions; promoting women'’s entrepreneurship; gting women’s access to financing and
resources. Another focus of the JIO was on encaugagpuntries to establish programmes,
legislation, policies collective agreements or talgcisions to implement key provisions of
Conventions Nos. 100, 111, 156 and 183. Accordinthé draft P&B, the JIO indicator in
this regard was reached (20 cases in which cosreg&ablish mechanisms to implement key
provision of these Conventions). Support throughlttO for all these initiatives ensured that
ILO and constituents are contributing to a prodbsas helps women benefit not only in terms
of greater recognitioand control over their working life, but economigadnd materially as
well.

6.4 Performance on gender mainstreaming

ILO must think strategically about where it wants lie by 2015 with regard to gender
mainstreaming. It should consider what the Officuld resemble if gender is mainstreamed
throughout its work and with constituents. To reachoal of where it wants to be in 2015,
more than likely, ILO will need to continue to facon internal structures and processes that
hinder the promotion of gender equality. There nsiskt be a focus on how ILO staff are
sensitized to the importance of gender equalityass However, ILO must also continue to

82 A preliminary version of the draft report was pided to the evaluation team. The evaluation tearageises that analysis
in the actual report may be different from the gjraifd conclusions in this evaluation that coné&%B reporting should
therefore be read in this light.
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focus on how it operates in terms of the servitgsavides to constituents, including how it
guides policy formulation that affects gender etuatoncerns. The ratification and
implementation of the four gender equality Convamtiin more countries is important in this
regard, and the ILC Resolution calls for urgenicachere.

This evaluation also concludes that the ILO coutéfully develop minimum performance
standards for assessing gender equality practjdaliyjding on what is already articulated in
the Strategic Planning Framework 2010-15. Minimuanfgrmance standards would help to
ensure that ILO is reaching where it wants to b@@i/5.
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Annexes
Annex 1: Terms of Reference for Evaluation

Terms of Reference

Strategic Evaluation:
Performance and Progress in Gender Mainstreaming
through the ILO Action Plan for Gender Equality 2008-09

Introduction and rationale for evaluation

The results-based ILO Action Plan for Gender Equ&l008-09 operationalizes the Director-
General’'s 1999 ILO Gender Equality Policy and igre#d with the Programme and Budget
2008-09. The Plan, which uses indicators and targetfor all ILO staff at all levels. The
ultimate beneficiaries are tripartite Constituents.

The Action Plan focuses on three critical dimensidinat together support achieving the
larger goal of Decent Work for All Women and MerheBe three dimensions, which were
developed during a participatory consultation psscavith some 55 executive directors,
managers and staff at headquarters and in fieidesffare:
4) enabling institutional mechanisms for gender edgaiti the organization — namely
staffing, substance and institutional arrangements;
5) gender equality result areas of the P&B 2008-0&xatyic objectives
6) the Joint Immediate Outcome on “Advancing Gendardlity in the World of Work”
from the P&B 2008-09.

The Action Plan was overwhelmingly and positivedgeived by the 3dDsession of the
Governing Body in Geneva in November 2007. At the ef discussion, the Governing Body
requested that “it be kept informed about the msgiand results of the Action Plan’s
implementation, with the intention that the ActiBlan is successfully acted upon by the
entire Office”.

During a stocktaking report on implementation, whizas presented to the 3bdession of
the Governing Body in March 2009, the Governing Yuas told that a thematic evaluation
of the Action Plan would be conducted in the laptart of 2008. This results of this
evaluation, which would also look more comprehegigiat performance and progress in
gender mainstreaming — as mandated by the Actiam-Plvould be presented to the
Governing Body in March 2010 (in line with its rexpti in November 2007).

During discussion about the stocktaking reportresgntatives of the workers’ and
employers’ groups, as well as of governments, stek¢hat the final report to be presented to
the Governing Body in March 2010 — and which wdmdbased on the thematic evaluation —
should assess the results and impacts of the ABlems measures. In addition to identifying
good practices and challenges, suggestions fdirthkreport included:
* astrong analytical assessment of progress andutifés encountered during
implementation of the Action Plan
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* information on whether joint cooperation within ILli@tween GENDER and
PARDEV had resulted in more gender-sensitive texdimooperation

e incorporation of issues such as freedom of assoniand collective bargaining

e prominence given to categories of workers in whiddmen were overrepresented,
such as in the informal economy and migrants, dsasdo the four key gender
equality Conventiorf§

* evidence that challenges — including of organizreticultures of workplaces — were
being addressed and overcome

» precise and quantifiable information on gender stagaming within the ILO

» evidence that Constituents were the beneficiafidésenAction Plan

Background on Action Plan and context

The ILO strategy for promoting gender equality —ichkhthe Action Plan aims to

operationalize — is based on the Director-Genef#1%9 Gender Equality Policy. It identified
three priority areas for ILO in mainstreaming gendstaffing (sex balance), substance
(gender analysis and planning) and structure (progring, implementation, monitoring,

evaluation). The Policy also established the BurBauGender Equality, which reports
directly to the DG and coordinates the Action Plan.

As stated in the Policy, ILO’s strategy for pronmgtiequality between women and men is
gender mainstreaming, which consists of a two-pedngpproach. The first is through

explicitly and systematically addressing the spe@hd often different needs and concerns of
both women and men in all policies, analysis, sgi&s, and every step of every activity
including monitoring and evaluation. The secondthiough targeted interventions when

analysis shows that one sex — usually women — &es historically disadvantaged socially,

politically and/or economically.

The Policy has been operationalized through threecessive action plans. The first,
submitted to the Governing Body in March 2000, &exlion institutionalization of gender in
procedures concerning monitoring and evaluatiochrigal cooperation, and terms of
reference for substantive work and human resousrgagement.

The second, which covered the biennium 2003-2005nas revised based on lessons learned
from the first, retained many of its features bisbaaddressed new challenges. This Action
Plan was organized into five key result areas1.0 policy on gender equality, decent work
and gender mainstreaming, 2) gender mainstreamirigei Decent Work Agenda, 3) gender
equality and decent work at the national level,idgtitutional mechanisms for gender
mainstreaming in the Decent Work Agenda, and 5)dimg the gender competence of staff
and constituents.

The current Action Plan was developed after anrmatereview of progress and gaps in
implementation of the Action Plan 2003-05. An esiga and participatory consultation
process was used to draft the Plan, and headdesarg “primary responsibility” units or

offices were personally consulted by the GENDEReEtior concerning specific indicators,

8 The four key ILO gender equality Conventions aeefgual Remuneration Conventidyio{ 100, Discrimination
(Employment and Occupation) Conventidip( 117), Workers with Family Responsibilities Conventidto( 156 and
Maternity Protection ConventiotNo. 183. Conventions 100 and 111 are also among the kigdamental Conventions of
thelLO Declaration on Fundamental Principles and Righfé/ork
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targets and indicative activities which would betical yet realistic. The Action Plan was also
designed taking into account the findings of maewndgr audits undertaken by ILO since
2001, and was based on good practices in otherydtérs gender action plans identified in
an extensive analysis conducted by ILO as co-leafleahe United Nations Inter-Agency
Network on Women and Gender Equality (IANGWE) T&skce on Gender Mainstreaming
in Programming, Monitoring, Evaluation and Repatim Results-based Management
Systems in the UN system. The Action Plan was diseeloped based on ILO’s active
participation in the UN system-wide Policy on Gené®guality and the Empowerment of
Women.

For the first time, the ILO Action Plan for Gendeguality 2008-09 was closely aligned with
the organization’s Programme and Budget (P&B), Whiave also successively and more
visibly incorporated gender in close consultatiathvicENDER. Over recent biennium there
has been a shift in the P&Bs, from viewing gendamstreaming as a “cross-cutting activity”
of “general relevance” (P&B 2002-03), identifyingrgler as one of six “shared policy
objectives” (P&B 2004-05), recognizing gender a® @i five “mainstreamed strategies”
(P&B 2006-07), to a “common principle of action gander equality” and a “joint immediate
outcome on advancing gender in the world of worR&B 2008-09) which required a
strategic and coordinated institutional response.

The implementation of this Action Plan — and sulbeed ones — has been strengthened by the
2008 ILO Declaration on Social Justice for a Falolfalization, which states that “gender
equality and non-discrimination must be considdredbe cross-cutting issues in the [four]
strategic objectives.”

Subsequent action plans will also be informed byt S¢rategic Policy Framework, as well as
the results of the June 2009 agenda of the Iniemat Labour Conference, which will

include a general discussion on “Gender EqualitthatHeart of Decent Work”. The results
of a series of knowledge sharing workshops to djeralize the action plan with gender
focal points and other ILO staff at headquarterand in some regions including with
constituents — will also be used to revise the Aetion Plan.

Scope, Purpose and Clients of Evaluation

The evaluation will look comprehensively at perfamoe and progress in gender
mainstreaming, using as its scope the ILO ActiaanRbr Gender Equality 2008-09 as a basis
for quantitatively measuring progress and gaps.édauation should review and incorporate
in the baseline the findings of an internal reviamd implementation assessment of the
previous ILO Action Plan for Gender Equality 2008-0he evaluation should also include

an assessment of the “evaluability” of the ILO ActiPlan for Gender Equality 2008-09

based on its results-based framework, to deterthi@grogress and gaps in implementation
and its alignment with P&B priorities.

The purpose of the evaluation is many-fold, stgrimth the Action Plan’s statement that it
will be used for internal management learning aadision making”. As mentioned above,
the evaluation will be used as the major referedoeument for drafting the Director-
General’s report on results of the Action Planbw presented to the Governing Body in
March 2010. The evaluation will also be used wheaftehg the next Action Plan and for
sharing lessons learned and good practices witerdtiN system entities, in reports as
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requested by the UN Secretariat, and in briefimgsa@her fora within system-wide initiatives
to mainstream gender in the UN and into UN coutdéams, and within networks such as
IANWGE.

Clients of the evaluation include: ILO constitueritee some 130 members of the ILO Gender
Network of headquarters- and/or field based foaahts, Senior Gender Specialists, and
Gender Coordinators; and especially GENDER, forcWwhihe Action Plan spells out a

specific implementation role and responsibility:cuntable for supporting implementation

of the ILO’s gender policy together with the gendetwork...through advisory services,

capacity building and knowledge sharing; coordimgitand supporting achievement of the
Programme and Budget 2008-09’s joint immediate a@ut on constituents’ gender

mainstreaming capacity; and providing oversight roainstreaming performance through
annual stocktaking and reporting to the Directon&al”. The results of the evaluation will

be an important reference point and input for fithese responsibilities.

Key evaluation questions and analytical framework

The evaluators should include reference in the ntejoothe following key questions which
will be useful for improving the development, immlentation and results of future action
plans for gender equality.

These questions concern:
* Relevance and strategic fit
» Validity of design
» Effectiveness
* Adequacy and efficiency of resource use
« Effectiveness of management arrangements
* Impact orientation
e Sustainability

Main outputs of evaluation
The final report will include:

I. Executive summary

II. Background to the evaluation and methodologaggiroach

[ll. Findings on the three key result area tabliethe Action Plan
Although there is not a specific result table fioe t'common principle of action on
gender equality” of the P&B 2008-09, include mentim the introduction to this
section on the extent to which this principle imhgr strategies and leads to
achievement of the objectives and targets relateghder equality as contained in the
three result area tables. Also, although some fteygpto the DG” units are listed in

as having “primary responsibility” in the enablimgechanisms result area, include
mention of any other good practices/challenges eomag these.)
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A. Key Result Area No. One: “Enabling institutionalchanisms for gender equality in
the organization”
1. Staffing
2. Substance
3. Structure
Within each of the three sections, identify:
» quantifiable progress - or not - on each baselioedach indicator
» whether corresponding strategies and indicativevitas were successfully launched
or completed

« Identify good practices and challenges in implenmgnthese three result areas of the
Action Plan

* Provide short analytical assessment of progressdifiitulties inimplementatioh

B. Key Result Area Number Two: “Gender equality reanéas in ILO strategic
objectives” of P&B 2008-09
1. Strategic Objective No. 1: Promote and realizeddaas and
fundamental principles and rights at work

2. Strategic Objective No. 2: Create greater oppotiesfor
women and men to secure decent employment and ancom

3. Strategic Objective No. 3: Enhance the coverage and
effectiveness of social protection for all

4. Strategic Objective No. 4: Strengthen tripartisrd aacial
dialogue

Within each of the four sections, identify:
* Based on available information, quantifiable pregs - or not — on gender-related
outcomes, indicators and/or strategies and acasiti
» Identify good practices and challenges in implenmgnthe gender-related strategies
and activities

» Provide short analytical assessment of progressdifiitulties inimplementation

C. Key Result Area No. Three: “Joint immediatecomie on advancing gender equality in
the world of work” of P&B 2008-09

Within this section, identify:

* Whether strategies and activities were successfuligched or completed

» Based on available information, quantifiable progge- or not- on the indicators

» Identify good practices and challenges in implenmgnthis joint immediate outcome
» Provide short analytical assessment of progressdifiitulties in implementation

IV. Conclusions and Recommendations

Among other recommendations, address questionsesesl by constituents during the
stocktaking report presentation to the March 2008 @elow), in addition to
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recommendations for developing and implementing riegt ILO Action Plan for Gender
Equality (brackets added in these terms of referexscguidance during evaluation)
* astrong analytical assessment of progress anttdifies encountered during
implementation of the Action Plan
* information on whether joint cooperation within Il@d resulted in more gender
sensitive results (for example did the cooperatmtine Action Plan between
GENDER and PARDEYV result in more gender-sensi@igbrtical cooperation [and
DWCPs]
* incorporation of issues such as freedom of assiotiatnd collective bargaining
e prominence given to categories of workers in whicimen were overrepresented,
such as in the informal economy and migrants, dsageo the four key gender
equality Conventions 100, 111, 156 and 183
» evidence that challenges — including of organizaiccultures of workplaces — were
being overcome
» precise and quantifiable information on gender ns&i@aming within the ILO
» evidence that Constituents were the beneficiari¢gseAction Plan

Methodology

The evaluation will be conducted by two external amdependent consultants, in line with
ILO guidelines and policies on thematic and indeleern evaluations. The evaluation will use
a document review, interviews, and quantifiable sneaments of progress (or not) on
baselines for each of the indicators of the “emapoinechanisms” section of the Action Plan.
Information in order to quantifiably measure prage(or not) on the gender-related
outcomes, indicators and/or activities of the P&®2-09, as well as the P&B 2008-09 Joint
Immediate Outcome on gender equality, will alsepimvided as available.

The evaluation will be conducted with support bgtaff member of the Bureau for Gender
Equality who is independent of the Action Plan.sTsiiaff member will act as a liaison for the
evaluation team and will provide to the evaluatteam, among other things, including the
following:

Document review: Key documents and texts collebeGENDER that relate to performance
and progress in gender mainstreaming includingpadit ILO gender equality action plans,
evaluation of gender mainstreaming in technicalpeoation, results of an organizational-
wide gender audit, reports on the extent to whi@ndgr is mainstreamed into ILO
organizational-wide processes such as the bieprmgrammes and budgets, and results of an
task force co-managed by ILO on gender mainstreguthirough policies, action plans and in
results-based management systems of UN entities.

Interviews: A list of suggested interviewees witlieadquarters-based work units that are
identified as holding “primary responsibility” fospecific indicators and targets of the
“Enabling Institutional Mechanisms for Gender Egyah the Organization”, as well as a list
of suggested interviewees of ILO staff — using presentative sample of categories of staff
listed as having “roles and responsibilities fohamcing gender equality in ILO work” by the
Action Plan as well as Constituents, along witheottaff who are not directly responsible for
promoting gender equality in the Office.
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Specific baselines, strategies and indicative aigssidentified by GENDER with liaisons of

the “primary responsibility” units and/or field afés for their relevant and corresponding
indicators and targets of the Enabling Institutiokechanisms section of the Action Plan,
and relevant reports and recommendations of a @ansureport on the HRD-related

“staffing” indicators.

Management arrangements, workplan and time frame
The evaluation liaison/manager is Raphael Croweios&ender Specialist within GENDER.

An evaluation team of two persons, rather than qust evaluator, is preferred due to the
anticipated amount of interviews and desk revieguired. The evaluation team will work
together using and complementing each member’sfgpegpertise and competencies. Both
evaluators should have extensive experience intselsased management and evaluations,
while one should have competence and demonstrageerience with UN system entities
using RBM and if possible specific insights into Wstem agencies’ policies and action
plans for gender equality. The other should havealtestrated experience, if possible, with
ILO initiatives related to results-based programgnirand Decent Work Country
programming. The evaluation team should also haJeast one member who has gender
mainstreaming expertise. One of the evaluatord shakl to at least one ILO field office and
conduct interviews with the Director of that officeelevant staff and constituents. One
evaluator will hold final responsibility for the glity of the evaluation report, although the
two will decide how to best organize their workplanorder to conduct the evaluation, as
well as how to undertake the drafting and final@aof the report.

Support needed by the evaluation team includes timigppand providing extensive
documentation about implementation of the ActiomrPland details on baselines and
strategies and activities established by all thisdins for the specific indicators of the Action
Plan. Interviews will be necessary with liaisonsthvi headquarters and field offices
identified as holding “primary responsibility” fokction Plan implementation, as well as
proposed interviews with some field-based staff andstituents. Finally, briefings about
development of the Action Plan, and with a consullt@ho supported implementation within
HRD, will be arranged for the evaluation team.

The timeframe for outputs is the following:
» Draft evaluation report: due Friday 11 December®00
* Final report: due Friday 18 December 2009
» The final report will then be used as the majouinp draft the DG’s report for the
March 2010 session of the Governing Body as perdat@al in the Action Plan. This
report for the DG must be finalized by Friday 18uay.

79



Annex 2: Persons interviewed

Francisco Guzman

ILO Evaluation Unit, Geneva

Jane Hodges

Director Bureau for Gender Equalitphe@a

Adrienne Cruz

Gender Specialist and Coordinator Adgfion Plan

Nelien Haspels

Senior Gender Specialist ILO Sulpreg Office, Bangkok

Geir Tonstol

Chief Technical Adviser Bureau for @enEquality, Geneva

Jyoti Tuladhar

Senior Technical Specialist BurkauGender Equality, Geneva

Raphael Crowe

Senior Gender Specialist, BureaGémder Equality, Geneva

Yoshie Ichinoe

Programme Analyst, GFP Bureau fogRrmming, Geneva

Pawel Gmyrek

Resource Mobilization Officer GFP Rarship & Development
Cooperation Dept, Geneva

Susan Maybud

Senior Gender Specialist Bureau fad&eEquality, Geneva

Simonetta Cavazza

Manager, Gender and Non-Disaiiom Training Programme
ITC-ILO,

Kari Tapiola Executive Director

Kamran Fannizadeh Director, DECLARATION

Shauna Olney Gender Coordinator, Standards andafental Principles and
Rights at Work Sector

Assane Diop Executive Director Social Protectiont&e

Michael Gautrey

Management Support Unit Social éatidn Sector

Jon Messenger

Sector Gender Coordinator Socitd@imn Sector

Laura Addati Working Conditions Branch Social eaiton Sector
Marc Fillieux GFP Human Resources Department
Anny Zhang GFP Human Resources Department

Giovanna Rossignotti

Bureau for Programming, Geneva

Patricia Richter

GFP Social Finance Programme

Angelika Muller

Sector Gender Coordinator Soci&lbgue Sector

Gloria Moreno-Fontes|

GFP MIGRANT Social Protecti®ector. Also Joint
Negotiating Committee Working Group on Work-LifelBace
and Gender International Migration Branch

Juan Llobera Serra

Director Policies and DevelogrBeanch HRD

José Manuel Salazar-
Xirinachs

Executive Director Employment Sector

Naoko Otobe

Gender Coordinator Employment Sector

Michiko Miyamoto

Management Support Unit Employm&eictor

Joe Thurman

Director Bureau for Programming

Sanchir Tugschimeg

Senior Employer Specialist G@tiPeau for Employers’
Activities

Telma Viale

Director HRD

Carole Logan

Director ILO Evaluation Unit

Dimitrina Dimitrova

Specialist in Workers’ Activés and Gender Focal Point Bureau

for Workers’ Activities

Casper Edmunds

Chief Resource Mobilization Unit BAR

Michiko Miyamoto

Alternate Gender Coordinator & Negement Support Unit
Employment Sector

Anita Amorim

UNDG WGP Coordinator. External Retaits Department

France Auer

Management Support Unit Social Diado§actor

Julia Faldt

HIV/AIDS Sector 3

Maxi Ussar

ILO, JPO (attended knowledge sharingkalwop in Turif ILO
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Tanzania

Flora Nyambo-Minja

ILO Tanzania

Githa Roelans

Senior Communication & Informatidific@r Bureau for
Gender Equality

Iselin Danbolt

Bureau for Gender Equality

Chantal Dufresne

Technical Specialist, Bureaudender Equality

Simel Esim

Senior Gender Specialist, ILO RO Aradités

Maria-José Chamorro

Senior Gender Specialist, BRI San José

Alexia Delelinge
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Mandy Macdonald

Consultant, GENDER

81



Annex 3: HRD good practices and recommendations

Good practices identified by gender consultanMacDonald 2009)

In 2009 HRD has appointed two Gender Focal Poamts,male and one female.

Participation in the International Labour Conferer2009 extended to local staff in the field, a
high proportion of whom are women.

IT training, in which women and General Serviceffspgedominate, helps to increase the
confidence of these categories of staff by increagheir skills. Care is necessary, however, to
ensure that this training does not simply leachtwgased workloads and higher stress.

ILO teleworking policy developed in response to 20§taff survey on work—life balance
measures, and adopted in 2009.

Clear, user-friendly guidelines to parental leavevigled by HRD, to encourage take-up of
these opportunities.

The Staff Union is proactive in disseminating imh@tion about work—life balance measures: a
good example is SU Bulletin no. 1365/Corr. advisstaff of what to do in cases of harassment.

Increased, stronger and more precise referencendeg criteria in wording of job descriptions
is perceptible in RAPS 2009. HRD’s Resourcing Uméts also improved its monitoring/
reviewing of job descriptions.

Gender sensitivity and knowledge criteria incorpetainto draft core competency on social
justice and submitted to CABINET October 2009.

60 people have been trained as assessors forrgtestage in the selection process for all
external applications, 50% of whom are women.

Gender-neutral language used in ILC 2009 (Engligi)o

Recommendations for HRD from gender consultant (Mabonald, 2009)

Explore ways of increasing the number of young woroe the professional staff and making
employment at the ILO a more attractive optionyfloung women professionals.

Feature ILO as a family-friendly employer on ILOt@met site, in order to attract potential
candidates.

Monitor all trainings via participants’ evaluatigheets to assess adequacy of treatment of
gender issues.

Routinely include gender sensitivity/knowledge emih in terms of reference for external
consultants and training providers, and strictlplgpghese criteria. Consultants and trainers
appointed should mainstream gender equality isguesthe materials they provide and the
discussions they lead.

Include an explanation of gendered power relationthe world of work in management and

leadership training. This could be part of a modutegender equality and mainstreaming for
managers in the context of ‘training to help mamsgecquire the leadership and personal
effectiveness skills necessary to promote a gefndgrdly working environment'.

ReviseManaging Yourseléo as to mainstream gender issues in it.
Explore ways of encouraging more men to participateaining with a gender dimension.

Find more proactive and user-friendly ways of disisating information about available work—
life balance measures, along the lines of the djnigieon parental leave.
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Post HRD Administrative Circular no. 543 (rev. @iving guidance on the procedures in cases
of sexual harassment, more visibly on HRD's inttgrages.

For performance management — add gender trainmgufling online training) and relevant
gender information sources to the available trgiropportunities and materials; add mentoring
and advice from GENDER to performance managemeppati resources; incorporate in
interview strong prompts to encourage discussiogeoier issues, e.g. questions evaluating not
just gender sensitivity but also gender knowledgéha appropriate level, depending on the
position, degree of responsibility/expertise, ameldubject area of the job.

Add Managing Diversityto the list of relevant MLDP booklets. Incorp@ajender-related
criteria formally throughout the performance mamaget framework (PMF), and correct
gender-blind language and content in the PMF tngimaterials
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Annex 4: The ILO Gender Network

The ILO Gender Network, coordinated by the BureauGender Equality aims to advance
gender equality by identifying opportunities toongorate and highlight gender issues in the
organization’s objectives, as well as in flagshipducts and activities. The Network

comprises Senior Gender Specialists based in sagenal offices, headquarters-based
Gender Coordinators for each sector, and Gendeal FRmints (GFPs) in both headquarters
units and field offices.

Within this network of over 100 GFPs in ILO, Gendgoordinators are appointed by the
relevant ILO Sectors. Gender Coordinators conteladvice to their Sector and the Bureau
for Gender Equality on ILO policies and programmissues and implementation strategies
vis-a-vis gender equality in the world of work. @en Coordinators provide advice to GFPs
within the relevant Sector. The Gender Coordinatomitor their Sector’'s Action Plan on
gender mainstreaming and were important in progdsectoral information for this
Evaluation. All ILO Sectors have Gender Coordinsitor

In 2006, the Bureau for Gender Equality preparé@uwdance Note Concerning ILO GFPs”,
which clearly outlines the role of a GFP, (andegularly updated). The main role is to act as
“catalyst” to assist the process of gender maiastiag in a respective office or unit. While
GFPs may be directly involved in implementing certgender-specific activities including
with constituents, their contribution should foaus aiding colleagues and management to
identify strategies that will build further capacif colleagues to integrate gender concerns
into their own areas of work.

In ITC Turin the Gender and Non-Discrimination Triag Programme plays an important
facilitating role for gender mainstreaming. The gteonme supports the role of the various
Gender Focal Points, located throughout the ITGe Phogramme assists in incorporating
gender issues into other activities of the Cerftreugh delivering gender specific sessions in
most training activities of the Centre; gendersagwy new and existing training materials;
disseminating relevant documents and informatiaihéogender network.

The Bureau for Gender Equality manages the ILO 8urfer Gender Equality web paffe.
ILO also has a number of webpages that deal wigim#s, and gender equality is included
under Equality and Discriminatidh. When members of the Gender Network have new
resources, in order to share such resources treyhesdrop down box so that the gender-
related resources will link to the gender equatigme pag&®

8 http://ww.ilo.org/gender/lang--en/index.htm
8 http://www.ilo.org/global/Themes/lang--en/indexrht
8 http://www.ilo.org/global/Themes/Equality_and_Disgination/GenderEquality/lang--en/index.htm
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Annex 5: Questionnaire response summary

Analysis of ILO constituents’ responses on the exté to which their capacity in gender
mainstreaming had been developed by the ILO

As most of the indicators of the programme and btdgsults areas related to capacity
building for ILO Constituents, the evaluators deyeld a questionnaire for constituents in
English, French and Spanish, to assess their viewIl® achievements in gender

mainstreaming, and the extent to which their cdapaa gender mainstreaming had been
developed. The questionnaire was sent to constguea the senior gender specialists in the
regional offices.

A total of Twenty-six constituents replied to theegtionnaire to constituents by December
11™ 2009 (14 in English, 9 in Spanish and 3 in Fren&darly all the respondents were
female (23). Not all questions required responses.

In terms of where respondents worked, 9 came framemgment, 14 from workers
organisations, and 3 from employers organisatiaasss four of the five ILO regions. .
The following pages summarize the responses tqubstionnaire.

ILO support to advance gender equality

The first question generally asked the respondentate ILO’s support to their organisation

for advancing gender equality. Nearly all the rexjents answered this question (25 out of 26
responses) Just over half of the respondents ¢18)s question indicated that ILO’s support

was adequate or better. Nine indicated that ILQfgpsrt partly supported their organisation’s

capacity to develop policies and programmes thaam@ce gender equality in the world of

work. Only two respondents indicated that ILO had &t all supported their organisation in

this regard.

2.1 To what extent has ILO supported your organisation’s capacity to develop policies and
programmes that advance gender equality in the world of work?

Type of organisation where you work:

2. Workers 3. Employers Response Response

RIENERCPHOLS o ST organization: Organisation: Percent Count
1. fully B 0 2 20.0% 5
2. to an adequate extent 2 6 0 32.0% 8
3. partly 2 6 1 36.0% 9
4. not at all 0 2 0 8.0% 2
5. not applicable 1 0 0 4.0% 1
answered question 25
skipped question 1

Comments on this question generally highlighted howch the constituents appreciated
technical assistance and training support on adwgrgender equality. Some noted that they
did not always receive financial assistance. Orspardent highlighted how much he/she
appreciated the support of the Senior Gender Sscia
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Capacity assessment for constituents

Twenty-four respondents answered the question aldwther ILO has carried out an
assessment in relation to capacity for gender rra@msing. Most respondents had not
benefited from a capacity assessment on gendestreaming.

2.2 Has the ILO carried out an assessment with your organisation in relation to capacity for
gender mainstreaming?

Answer Options Response Percent Response Count
yes 37.5% 9
no 62.5% 15
answered question 24
skipped question 2

Gender audit

Only 6 respondents had participated in a gendet and all found it useful - most found the
gender audit very useful. Some respondents who rfeadparticipated in a gender audit
remarked that they would be interested in parttangan an audit.

2.5 Have you participated in a gender audit? If yes, was this:

Type of organisation where you work:

. . 2. Workers 3. Employers Response
Answer Options 1. Government: organization: Organisation: Response Percent Count
1. very useful 3 1 1 35.7% 5
2. useful 0 0 1 7.1% 1
3. somewhat useful 0 0 0 0.0% 0
4. not useful 0 0 0 0.0% 0

The main focus of ILO support
The table below indicates that capacity developrhastbeen the main focus of ILO support
for the respondents to the questionnaire.

3.1 What has been the main focus of ILO’s support with your organisation?

Type of organisation where you work:

Govomment: ooniers 3 Enployers | Respones  Response
a. Advocacy 1 3 1 25.0% 5
b. Technical advice 1 2 1 20.0% 4
c. Capacity development 3 3 1 35.0% 7
d. Services 0 1 0 5.0% 1
e. Demonstration projects 1 0 0 5.0% 1
f. Research 0 2 0 10.0% 2
answered question 20
skipped question 6
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3.1.1 What kinds of capacity development support have you
received from the ILO?:

O1. Government:
W 2. Workers organization:
O 3. Employers Organisation:

] [ ]

0

1. Training 2. Mentoring 3. Provision of tools
and guidance

Comments to the question on the ‘other’ kinds qfacdty development support received from
the ILO included: support on the integration of denin collective agreements; support to
attend regional meetings; orientation; distancenieg on gender; direct work with the

gender specialist; and financial support.

Strategic Objective 1: ILO support for capacity in terms of ratification /application of
the four gender equality Conventions

A question about supporting capacity for ratifioatiof key gender equality conventions was
asked at the beginning of the questionnaire andhanaelated question was asked about
support to their organisation’s capacity to mametn gender into policies or practices
reflecting fundamental principles and rights at kvor

The extent of ILO support in terms of ratification and/or application of the four key
gender equality Conventions

Nearly all respondents (23 out of 26) replied te tjuestion about the extent to which ILO
supported the ratification and/or application oé ttour key gender equality Conventions.
Over half (13) replied that ILO support was adequatbetter.
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2.3 To what extent has ILO supported your organisation’s capacity in terms of ratification and/or application
of the four key gender equality Conventions on: equal remuneration (No. 100); non-discrimination in
employment and occupation (No. 111); workers with family responsibilities (No. 156); and on maternity
protection (No. 183)?

Type of organisation where you work:

Answer Options 1. Government: ofg.awn?;:t?;f\: g;ﬂ;ﬂ.ﬁf Response PercentRecsg::tse
1. fully 2 1 2 21.7% 5
2. to an adequate extent 2 6 0 34.8% 8
3. partly 2 3 1 26.1% 6
4. not at all 1 1 0 8.7% 2
5. not applicable 0 2 0 8.7% 2

answered question 23

skipped question 3

A range of comments are noted from 13 respondamistly indicating that such support was
helpful and increased understanding of the coneesti Half the respondents included
comments on the main factors that led to ILO bauagcessful or unsuccessful in supporting
capacity development in gender mainstreaming iir irganisation, indicating that technical
training and the like, have impact in terms of @aged awareness among members of their
organisation. Also highlighted was the advantageoofiparing studies from other regions and
sharing good practice. One respondent noted thategyeand trade unions is a “thorny” issue,
but through ILO there has been some impact achiededther respondent noted that gender
quotas was a contributing factor to being succéssfsupporting capacity development in
gender mainstreaming in their organisation.

Capacity to mainstream gender into policies or pratices reflecting fundamental
principles and rights at work

Half the respondents (9) felt that ILO adequatetyfudly supported their organisation’s
capacity to mainstream gender into policies or fwas reflecting fundamental principles and
rights at work.

3.2.1 To what extent has the ILO supported your organisation’s capacity to mainstream gender into
policies or practices reflecting fundamental principles and rights at work?

Type of organisation where you work:

R Government: organization: Orgamsation:  Percent Count
1. fully 0 1 1 11.1% 2
2. to an adequate extent 2 4 1 38.9% 7
3. partly 4 3 1 44.4% 8
4. not at all 1 0 0 5.6% 1
5. not applicable 0 0 0 0.0% 0
answered question 18
skipped question 8

Comments on this question stressed the variousretand international events as important
for supporting their capacity as well as advocaoye(respondent mentioned training on
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domestic work specifically). One respondent notkdt talthough the gender specialists’
support was satisfactory, other processes in tledid not contemplate gender aspects.

Support to mainstream gender into policies on forag labour, child labour or trafficking
There were 12 respondents to the question abougxtent of ILO support to mainstream
gender into policies or measures focused on folaeaur, child labour or trafficking. Again,
over half the respondents reported that ILO supgdorthem adequately or more for
mainstreaming gender into policies or measuresskation forced labour, child labour and
trafficking.

3.2.2 To what extent has the ILO supported your organisation’s capacity to mainstream gender
into policies or measures focused on forced labour, child labour and trafficking?

Type of organisation where you work:

. 1. 2. Workers 3. Employers Response
DI (A1 Government: organization: Organisation: Count
1. fully 0 2 2 4
2. to an adequate extent 2 3 0 5
3. partly 2 0 1 3
4. not at all 0 0 0 0

ILO’s work to promote a gender perspective into naibnal legal frameworks, policies,
programmes, services and institutions

There were 15 respondents to the question on teateto which ILO’s work promoted the
mainstreaming of a gender perspective into natitegal frameworks, policies, programmes,
services and institutions. The majority of respartidenoted that ILO’s promotional work was
adequate or more than adequate. Nearly three gaiateespondents noted that that ILO’s
work promoting gender into national frameworks \®dequate or better than adequate.

3.2.3 To what extent has ILO’s work promoted the mainstreaming of a gender perspective into
national legal frameworks, policies, programmes, services and institutions?

Type of organisation where you work:

. 1. 2. Workers 3. Employers Response
A LIEE (T Government: organization: Organisation: Count
1. fully 3 0 1 4
2. to an adequate extent 2 4 2 8
3. partly 1 1 0 2
4, not at all 1 0 0 1

Tripartite commissions were noted as useful fornmtng mainstreaming of a gender
perspective into national legal frameworks, poB¢ciprogrammes, services and institutions.
Technical consultations to develop laws (on harasgnmor domestic work) were also
mentioned as useful. Women’s organisations weredats having been supportive (by a
government respondent). One employer respondemirtegp that all ILO projects should
incorporate a gender perspective in this areanahdely on the work of the gender specialist.
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Support to monitor the application of standards atthe national or workplace levels from

a gender perspective

Regarding the question on the extent ILO has supgaespondent’s organization to monitor
the application of standards at the national andkplace levels from a gender perspective;
nearly half of the respondents who replied indiddtet this was only supported partly or not
at all.

3.2.4 To what extent has ILO supported your organization’s ability to monitor the application
of standards at the national and workplace levels from a gender perspective?

Type of organisation where you work:

. il 2. Workers 3. Employers Response
Answer Options o .
Government: organization: Organisation: Count

1. fully 0 1 0 1
2. to an adequate extent 0 1 1 2
3. partly 2 2 0 4
4. not at all 2 0 1 3
5. not applicable 2 3 0 5

An employer respondent and a government resporutght commented that they have not
received this support at all. Another respondeainfrgovernment indicated that the ILO

should develop baselines on the increase or decieasmses of gender discrimination, rather
than offering isolated actions at the national leve

The extent ILO supports an organisation promote and realize standards and
fundamental principles and rights at work from a gender perspective

The final question on standards asked respondene&vdluate overall the extent ILO has
supported promoting standards from a gender pergpecThis question vyielded 15
responses. Eight respondents replied that suppast tow an adequate or full extent. Five
indicated that support was partly and only 2 intidahat there was no support.

3.2.5 Overall, to what extent has ILO supported your organisation in promoting and realizing
standards and fundamental principles and rights at work from a gender perspective?

Type of organisation where you work:

Answer Options il 2. Workers 3. Employers Response Response
P Government: organization: Organisation: Percent Count

1. fully 1 1 1 18.8% 3

2. to an adequate extent 2 B 0 31.3% 5

3. partly 2 3 0 31.3% 5

4. not at all 1 0 1 12.5% 2

Four respondents reported that all ILO efforts weseful in this regards (experts, trainings,
information, brochures). Two respondents (one eygrkand one government) indicated that
they have not received support at institutionaélev
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Strategic objective 2: Creating greater opportunites for women and men to secure
decent employment and income

The extent ILO supported capacity to mainstream genderinto policies and policy
recommendations related to job-rich growth, producive employment, poverty
reduction, employment intensive investment focusingn infrastructure, and /or youth

There was a mix of responses to the extent of Iu@pert for mainstreaming gender into
employment policies and policy recommendations,hwib clear patterns from the 15
respondents.

3.3.1 To what extent has ILO supported your organisation’s capacity to mainstream gender into
policies and policy recommendations related to any of the following: job-rich growth, productive
employment, poverty reduction, employment intensive investment focusing on infrastructure, and /or

youth?
Type of organisation where you work:
. . 2. Workers 3. Employers Response

Answer Options oLyl organization: Organisation: Count
1. fully 1 1 0 2

2. to an adequate extent 1 2 1 4

3. partly 1 1 0 2

4. not at all 3 1 1 5

5. not applicable 1 1 0 2

Emphasis was made by two respondents on the needigport to employment policies for
youth. An employer respondent that the problem wi#ts the institutional application.

The extent ILO supported capacity to mainstream geder into training policies and
employment services

Regarding the extent to which ILO supports capatitynainstream gender into training
policies, half of the majority of respondents (8)this question indicated that ILO support
was only partly or not at all. Six respondents ¢ated that such support was adequate or
more.

3.3.2 To what extent has the ILO supported your organisation’s capacity to mainstream gender
into training policies and employment services?

Type of organisation where you work:

. il 2. Workers 3. Employers Response
Answer Options o A
Government: organization: Organisation: Count

1. fully 0 1 0 1
2. to an adequate extent 1 3 1 5
3. partly 2 2 0 4
4. not at all 3 0 1 4
5. not applicable 1 1 0 2
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Mention was made of specific programmes such asR®Eor “Cuesta Duarte”. One
government respondent stated that some guideswealknesses as regards the incorporation
of gender.

The extent of ILO support to mainstream gender into policies or regulations that
generate more and better jobs in sustainable enter{zes and cooperatives

With regard to extent to which ILO has supportepacdty to mainstream gender into policies
or regulations that generate jobs in sustainablerprises and cooperatives, the majority (8
out of 14 respondents) indicated that ILO only lyast did not at all provide such support.

3.3.3 To what extent has ILO supported your organisation’s capacity to mainstream
gender into policies or regulations that generate more and better jobs in sustainable
enterprises and cooperatives?

Type of organisation where you work:

Answer Options Government: organization: Organisation: e
1. fully 0 0 0 0
2. to an adequate extent 0 0 1 1
3. partly 3 2 0 5
4. not at all 2 0 1 3
5. not applicable 2 3 0 5

A government respondent mentioned a particular eptogcalled “AMIE” and another
government respondent commented that ILO literatumly mentions the issue but nothing
more.

The extent of ILO support to mainstream gender intolocal economic development
programmes

Only 8 respondents answered the question regastipgort from ILO to mainstream gender
into local economic development programmes. Twepoadents felt support was adequate,
and another respondent reported that ILO partlyideal support and 5 indicated that there
was no support.

3.3.4 To what extent has ILO supported your organisation’s
capacity to mainstream gender into local economic development
programmes?

O1. Government:
M 2. Workers organization:
@ 3. Employers Organisation:

0 : ; ;
1. fully 2.toan 3.partly 4.notat 5. not

adequate all applicable
extent
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Two government respondents made comments: oneatedicdhat there is not support for
capacity in this domain, the other reported thaal@ctions exist, but fail to focus on gender.

The extent of ILO support to mainstream gender intopost-crisis recovery programmes
With regard to the extent ILO supported capacitymainstream gender into post-crisis
recovery programmes, 11 answered. Four repliediti@atlid not support their organisation’s
capacity to mainstream gender into post-crisis reo programmes, 2 reported that ILO
partly supported them, and 5 respondents statédibasupport was adequate or ILO fully
supported them.

3.3.5 To what extent has ILO supported your organisation’s capacity to mainstream gender into
post-crisis recovery programmes?

Type of organisation where you work:

Answer Options 1. 2. Workers 3. Employers Response
Government: organization: Organisation: Count

1. fully 2 0 0 2

2. to an adequate extent 0 2 1 3

3. partly 2 0 0 2

4. not at all 2 1 1 4

A workers respondent indicated that they got supplarough technical assistance and
research. A government respondent indicated thhwyh reflection is encouraged in
workshop analyses, their national plans do notustelgender questions.

The extent of ILO support in creating greater oppotunities for both women and men to
secure decent employment and income

Overall, the extent to which ILO supported respartdeorganisation in creating greater
opportunities for both women and men to secure rdeseployment and income yielded 14
responses. Over half (8) reported that ILO’s supp@s adequate or more than adequate.
Four stated that ILO was partly supportive, witkt&ting not at all.

3.3.6 Overall, to what extent has ILO supported your organisation in creating greater
opportunities for both women and men to secure decent employment and income?

Type of organisation where you work:

. . 2. Workers 3. Employers Response
A i e (ETEITIETIE organization: Organisation: Count
fully 2 1 0 3
to an adequate extent 1 3 1 5
partly 2 1 1 4
not at all 1 1 0 2

One respondent indicated they would like to be Ive@ in more projects with ILO; another

respondent indicated that all questions are adedess their DWCP; a government

respondent reported that the problem is not ILQitsdme of governments’ willpower to move

towards tripartite dialogue. Finally one respondedicated that the domestic worker sector
Is a very important theme requiring attention.
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Strategic objective 3: Enhancing the coverage andfectiveness of social protection

The extent of ILO support to mainstream gender intopolicies focused on improving
social security systems

Thirteen respondents replied to the question ore#ttent to which ILO has supported their
organisation’s capacity to mainstream gender indlicigs focused on improving social
security systems. The majority of respondents €p)ied that ILO has partly supported them.
One indicated that they had not being supportedGareplied that support was adequate or
better.

3.4.1 To what extent has ILO supported your organisation’s capacity to mainstream gender
into policies focused on improving social security systems?

Type of organisation where you work:

. . 2. Workers 3. Employers Response
SEEREHOPRCRS - (T T organization: Organisation: Count
1. fully 2 0 1 3
2. to an adequate extent 0 3 0 3
3. partly 2 3 1 6
4. not at all 1 0 0 1

There were no detailed comments.

The extent of ILO support to mainstream gender intopolicies and programmes on
improving working conditions and safety and healthat work

With regard to ILO support for mainstreaming gend#p policies and programmes on
improving working conditions and safety and healtlwork, there were 14 respondents. Five
reported that ILO support was adequate; 4 repdtiat ILO partly supported them and 5
reported that ILO did not support them.

3.4.2 To what extent has ILO supported your organisation’s capacity to mainstream gender
into policies and programmes on improving working conditions and safety and health at
work?

Type of organisation where you work:

. 1. 2. Workers 3. Employers Response
DR O T Government: organization: Organisation: Count
1. fully 0 0 0 0
2. to an adequate extent 1 3 1 5
3. partly 2 2 0 4
4. not at all B 1 1 5

A government respondent indicated that they neeeeived any training in this area.
Collaboration on sexual harassment law and supyprglated activities, was mentioned as
important by a workers’ organisation respondentothAar government respondent mentioned
support on the prevention of sexual harassmeihtambrkplace.
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The extent of ILO support to mainstream gender intopolicies and programmes focused
on the protection of migrant workers

Eleven respondents answered whether ILO has swgpootganization’s capacity to
mainstream gender into policies and programmesstxtuwon the protection of migrant
workers. Six reported that ILO support was adeqaateetter, and 5 reported that ILO did not
support them.

3.4.3 To what extent has ILO supported your organisation’s capacity to mainstream gender into
policies and programmes focused on the protection of migrant workers?

Type of organisation where you work:

2. Workers 3. Employers

Answer Options 1. Government: organization: Organisation: Response Count
1. fully 1 0 0 1
2. to an adequate extent 1 B 1 5
3. partly 0 0 0 0
4. not at all 2 2 1 5

One respondent indicated that although their cqumds a lot of migrants they have not done
anything in this area. Another respondent from govent indicated that they do not know of
any ILO materials on the gender dimension of migrat

The extent of ILO support to mainstream gender intopolicies and programmes that
address the HIV/AIDS epidemic in the world of work

Ten respondents answered the question about whht@esupported their organisation’s
capacity to mainstream gender into policies andyammmes that address the HIV/AIDS
epidemic in the world of work. Over half (6) statéet such support was adequate or more, 2
reported that ILO partly supported them, and 2 wiggion reported that ILO did not support
them at all.

3.4.4 To what extent has ILO supported your organisation’s capacity to mainstream gender into
policies and programmes that address the HIV/AIDS epidemic in the world of work?

Type of organisation where you work:

1. 2. Workers 3. Employers

T O A Government: organization: Organisation:

Response Count

1. fully 1 0 0 1
2. to an adequate extent 1 3 1 5
3. partly 1 1 0 2
4. not at all 1 0 1 2

Some respondents were involved in workshops oniseae or knew of guides. One
respondent had discussed gender and HIV/AIDS wattk an ILO specialist.

The extent of ILO support in enhancing the coverageand effectiveness of social
protection for all

The final question on social protection asked toatwlextent has ILO supported the
respondents’ organisation in enhancing the coveaageeffectiveness of social protection for
all. There were 10 respondents. Half stated th@t plartly supported them and the other half
reported that ILO support was adequate or more.
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3.4.5 Overall, to what extent has ILO supported your organisation in enhancing the coverage
and effectiveness of social protection for all?

Type of organisation where you work:

. . 2.Workers 3. Employers Response
SEEREHOPRCRS - (T T organization: Organisation: Count
1. fully 0 1 0 1
2. to an adequate extent 1 2 1 4
3. partly 2 2 1 5
4. not at all 0 0 0 0

There were no relevant comments on this question.

Strategic objective 4: Strengthening tripartism andsocial dialogue

The extent ILO promoted adequate participation of women in social dialogue processes
The first of the set of questions on social dialgsked about the extent to which ILO has
promoted adequate participation of women in sodialogue processes. There were 15
respondents. Two thirds responded that ILO promtitedbarticipation of women adequately
or even more than adequately. Three reported ti@tplartly supported the participation of
women, and 2 reported that ILO did not at all supple participation of women in social
dialogue processes.

3.5.1 To what extent has ILO promoted adequate participation of women in social dialogue
processes?

Type of organisation where you work:

Answer Options il 2. Workers 3. Employers Response Response
P Government: organization: Organisation: Percent Count

1. fully 2 1 0 17.6% 3

2. to an adequate extent 1 3 3 41.2% 7

3. partly 1 2 0 17.6% 3

4. not at all 2 0 0 11.8% 2

A workers respondent indicated that ILO helped xpl&ning the necessity of female
participation in social dialogue processes. A famgdvernment respondent stated that they
had to fight for female participation because tleeé&nt Work ‘tables’ were formed by men.

The extent ILO increased capacity to understand geter mainstreaming and implement
gender equality principles

There were 15 responses to the question arounextieat ILO has increased the capacity of
the respondents’ organisations to understand gemdénstreaming and implement gender
equality principles. Nine indicated that ILO fully adequately had increased such capacity. 4
respondents stated that ILO had partly increased ddpacity of their organisation to
understand and implement gender equality princigle® respondents reported that ILO did
not at all support such principles for their organions
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3.5.2 To what extent has ILO increased the capacity of your organisation to understand gender
mainstreaming and implement gender equality principles?

Type of organisation where you work:

Answer Options 1. Government: ofg.awn?zrakt?:\: gr:::‘fslgzli': Recs(:x::tse
1. fully 1 1 1 3
2. to an adequate extent 1 3 2 6
3. partly 2 2 0 4
4. not at all 2 0 0 2

Two respondents noted the importance of tripadd@mmissions for equal opportunities as
being important. One respondent commented that yb& was the first time they had
received support from the ILO in this area. Anotrespondent indicated that they had been
sensitised through training on this theme.

How adequately tripartite dialogue in policy-making labour law reform and
implementation addresses gender equality issues

The final question on social dialogue focused ow ladequately tripartite dialogue in policy-
making, labour law reform and implementation adskessgender equality issues. With 16
responses to this question, a high number of refgrde (10) reported that tripartite dialogue
only partly addresses gender issues. Four repdnggdtripartite dialogue addresses gender
equality issues to an adequate extent, with 1 resgd indicated that it does so fully, and 1
respondent indicating that tripartite dialogue wlad at all address gender equality issues.

3.5.3 How adequately does tripartite dialogue in policy-making, labour law reform and
implementation address gender equality issues?

Type of organisation where you work:

2. Workers 3. Employers Response Response

Answer Options o ST organization: Organisation: Percent Count
1. fully 1 0 0 5.9% 1
2. to an adequate extent 0 2 2 23.5% 4
3. partly 5 4 1 58.8% 10
4. not at all 1 0 0 5.9% 1

Again a few comments focused on the need to incatpothe prevention of sexual
harassment, domestic workers laws and ‘gender etausto collective agreements. One
respondent considered that there has been no gemdsitization or interest in this area.
Another respondent indicated that a process wasrway to create a tripartite commission
for equality.
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