See both sides

See Both Sides gives you practical ways to help you plan and deliver services
which will have a real impact on the everyday – different – lives of women and
men. Training exercises, strategy and impact assessment tools show you how to
examine the assumptions on which your service is based, collect and examine
data by sex, and use this to develop more effective work.
Gender analysis has been used in international development for many years.
It is now widely recognised that a better understanding of women and men’s
needs makes a significant difference when it comes to having a demonstrable
impact on poverty and disadvantage.

A practical guide to gender analysis for quality service delivery

Service delivery is never gender neutral. Even if offered and available to all,
take up is affected by the differences in men and women’s lives, roles and
responsibilities. This guide uses real-life examples to explain how.

See both sides
A practical guide to gender analysis
for quality service delivery
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THE EVIDENCE
To read about how gender analysis led to better services
for One Parent Families Support and Information
Network, follow the tinted boxes throughout this guide
which tell the story.
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Seeing both sides: gender analysis in
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ii

Gender equality has a key part to play in equal opportunities initiatives. While gender
equality has long been at the heart of policy and practice development in such places as
Australia, Canada and Scandinavia, the UK lags far behind. Here, gender equality is still
often overlooked.
Gender analysis (see Glossary) is important to your organisation because it can help you
make sure that the way you do your work will not create or sustain disadvantages for
women or for men.

What this guide offers
This guide will help you think carefully about whether your service discriminates against
men or women, however indirectly. It will explain how you can improve equality of
opportunity both within your organisation and in the delivery of your services. It will also
give you the tools – exercises, examples of how these can be used, and discussions of the
issues involved – you will need as you work towards improving access to support for men
and women.

Gender and other equality issues
This guide uses gender analysis to see how services discriminate, however
unintentionally, against women or men. The key argument is that services are rarely
gender neutral because all services contain hidden assumptions about the lives and needs
of men and women. Positive action is almost always essential if you are going to be able
to overcome gender-related barriers to access.
However, gender is just one dimension of inequality. Others include race, ethnicity,
disability, age and sexual orientation. This guide takes its place among a range of
other tools designed to protect specific groups from discrimination, victimisation and
exploitation. It is a practical contribution to efforts to ensure the full implementation of
a broad range of equalities in the UK. Practitioners working in other equality areas will
recognise many of the tools we recommend.

Oxfam gender-training manuals
This guide is specific to the UK but it owes an enormous debt to the gender-training work
that Oxfam has carried out all over the world during the last 20 years. Gender analysis is
a tool that has been developed and refined in the context of international development
but is little known or used in the UK, despite its universal value. In 1995 Oxfam
published its Gender Training Manual, which was based on many years’ experience with
overseas partners. Oxfam has also published other material on gender training, including
A Guide to Gender Analysis Frameworks (1998).
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Oxfam staff all over the world continue to develop materials and strategies to ensure that
gender mainstreaming (see Glossary) is a reality and not just rhetoric. This guide is a
small contribution to that bigger picture.

Where the guide came from
The idea for the guide came from a partnership between One Parent Families Support
and Information Network (OPFSIN) in York and Oxfam. The aim of the partnership was
to help OPFSIN place gender issues at the heart of its equal opportunities work. The
process described in this guide took place over a period of four years. During this time
the partnership succeeded in increasing OPFSIN’s gender equality in both service
delivery and take up.
OPFSIN decided to undertake gender-analysis work because it was worried about
equality of access to its services. The organisation’s stated aim is to support all parents
who bring up children as the main carer after family separation. But it also knew that
hardly any men used its services. If OPFSIN’s remit had been to deliver services to
mothers only, this would have been acceptable. While it fully recognised that most main
carers are women, OPFSIN wanted to make sure that it really was doing its job as well
as possible.
The examples used in this guide show how men were encouraged to use OPFSIN
services. In many other circumstances it will be the need to increase women’s access to,
and take-up of, support services that will prompt the use of the guide.

Services available to all do not reach everyone
Gender-equality work matters because it can improve the lives of men and women.
However, it is not always perceived to be an issue. Service providers in the UK usually
assume that services not directed at a specific group will not favour or prejudice either
sex. But services always have an unintentional bias towards women or towards men,
which is revealed through an examination of who is benefiting from the resources
available. Even though services may be equally available to both sexes, the opportunity
to take them up
is affected by the
To ensure a fair
selection you all get
barriers created
the same test. You
by the different life
must all climb
experiences and
that tree
expectations of
women and men.
What follows is
that, as the cartoon
here illustrates,
equality of opportunity
is not the same
thing as equality
of outcome.
Redrawn with permission from an original on the website of the NDP Gender and Equality Unit,
Department of Justice and Law Reform, Republic of Ireland. www.ndpgenderequality.ie
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Here we take the New Deal employment scheme as one example of government policy,
and examine its effect on men and women.*

THE NEW DEAL

ii

The New Deal is a key part of the Government’s strategy to get people off benefits and
into work, to improve the overall skills base of the British workforce and to provide help to
employers whose businesses are suffering from staff shortages. The New Deal offers
the support of personal advisers, training initiatives and financial incentives to a range
of groups now including young and unemployed people, disabled people, lone parents,
and partners of the unemployed. A gender analysis of the scheme carried out in 2000
showed that most of the available funds were allocated to the schemes in which men
predominate. While the number of groups targeted by the New Deal since 2000 has
increased, and the scheme has been extended and revised, the lack of any systematic
gender analysis across the schemes would seem to be a barrier to its effectiveness in
meeting its objectives.
When the New Deal schemes were analysed by gender in 2000, it was demonstrated
that 85 per cent of resources went to the New Deal for Young People (NDYP) and the
new Deal for Long Term Unemployed (NDLTU), where most beneficiaries were men.
A rough estimate of the unit cost for the NDYP was £1560, and for the NDLTU it was
£1370. The unit cost of the New Deal for Lone Parents, where most beneficiaries were
women, was by comparison estimated at £700 – about half that of the other New Deals.
Therefore the only initiative that benefited more women than men was the New Deal for
Lone Parents and this received by far the lowest level of funding.
The distributional bias in the New Deal initiative arose because gender differences were
overlooked. The most fundamental of these is that women are less likely to register for
Job Seekers Allowance or other employment-related benefits, because they see their
fundamental role as carer in the household rather than earner, and are therefore less
likely to regard themselves as available for work. On the other hand, men’s employment
is central to their self-image as breadwinner. Any attempt to attract women into the
workplace would need to address this fundamental difference of perception in order
to be successful.
The New Deal schemes have been extended and altered since 2000, but the issue
remains a live one in service provision of all kinds. If a gender analysis of this type
were to be used more widely by government in designing its schemes, it would challenge
the assumption that services available to all are used by all equally. It would increase
awareness that women and men face significant and different barriers to access based
on their own perception of their roles, and would clear the way for positive action to
ensure that both sexes can benefit equally.

* This case study is summarised from Gender Impact Assessment in the UK, by Jill Rubery and Katherine Rake, EC Expert Group on
Gender and Employment, October 2000
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From this example it is easy to see how a supposedly unbiased approach to supporting
people can actually reinforce existing disadvantage and stereotyped thinking around the
roles of men and women in our society. What this can mean for your service delivery is
illustrated in this guide.

How to use this guide
It is not difficult to build an awareness of gender into your organisation. But it does
require time, commitment and leadership. Becoming a gender-aware service provider
means that you must consider all aspects of the work that you do, the decisions that you
make, and the ways that these affect men and women. It requires you to dig deep under
the surface of your statistical evidence to ask how and why men and women are enabled
to use, or prevented from using, your services. This guide will take you through the
stages required to properly embed gender-aware working practices within your team and
it will help you to establish gender-equitable services.

Finding your way around the guide
The guide is divided into three stages – understanding, analysing, and taking action.
Each plays an essential part in the process of building gender awareness into your
service. Working through all the stages will require a considerable time investment but it
is certainly possible to break down the work into smaller stages. For example, you could
start with the exercises section to improve gender awareness in your team and go on to
tackle one or more of the tasks or actions at a later date.
It is also worth pointing out that not all the exercises, tasks or actions in the guide will
be equally useful to every service provider. From the full selection provided you can
choose those that best suit your situation and staff.
We hope that by using this guide as a training manual you will be able to develop a
service that improves the lives of the men and women you work with and enriches the
experience of your staff.

How to deliver training through the guide
We know from experience that few ‘how to’ guides are read from cover to cover. With
this in mind we offer the following outline of what is in the guide and how the sections
might be used.
 If you have time for nothing else, read the inspiring story of the original work
carried out by One Parent Families Support and Information Network (OPFSIN).
This is told in the boxes at the end of most tools, with primary case studies
detailing the changes that OPFSIN introduced given in the first and last chapters.
 Chapters 1 and 2 help you to prepare the ground by explaining why gender
considerations are important when building effective services. These chapters give
a mixture of exercises that will help raise awareness both of gender differences
and of the barriers that these bring. The aim of this first part of the guide is to
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challenge the idea that gender issues have been dealt with in the UK, that
women’s equality has been achieved, and that no significant barriers remain to
prevent either sex achieving equal opportunities and outcomes. You will need to
run at least one or two of these exercises.
 Chapters 3, 4 and 5 provide the meat of how to bring about change. Tasks 1 to 3
are essential because without good data there is no way that you can diagnose
or improve your service provision. It will take time to put in place all the
recommendations given here. You will need to alert people to the issue of data
collection, monitor it, consider the data collected and then decide on the changes
you need to make to your organisational systems.

ii

 The actions described in Chapter 4 are essential. Without an understanding of
your capacity to bring about change and to work with staff and volunteers (Tasks 5
and 6), you will not have the support you need to put in place the changes you
wish to see.
 It took OPFSIN a full two years to work through the process described in this
guide. The core training and capacity-building (see Glossary) work was done
during two-hour, lunchtime, staff-development sessions that took place every
month. These were supplemented by day-long workshops every three months and
by separate discussions with a range of staff and volunteers around specific issues
such as changing the culture of the drop-in centre, amending the constitution
and making changes to monitoring. Additional strategic discussions and work
planning with staff and trustees also played a big part in the transformation.
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Where the guide came from
OPFSIN and Oxfam
b

This guide is based on work done during a four-year partnership between the One
Parent Families Support and Information Network (OPFSIN) and Oxfam’s UK Poverty
Programme. This type of partnership is rare in the voluntary sector but has proved to
be a powerful medium for the sustained development of the gender-awareness work
described in the guide.
OPFSIN is a small, regional charity based in York. It delivers support to parents in North
and East Yorkshire who care for their children on their own on a full- or part-time basis.
Its work has always focused on the hardest to reach parents and it has a history of
applying innovative approaches to working with parents at the grassroots.
Oxfam helps people living in poverty to find their own solutions to their situation and to
challenge the policies and practices that create and maintain poverty. It recognises that
men and women have different needs, that women are in the majority in the poorest
groups including lone parents, and that solutions to poverty are not effective unless they
address power relations and resource imbalances between women and men. Through
funding, training expertise and a wide-ranging knowledge of equality work in
international settings, Oxfam has provided a sound framework for the development of
OPFSIN’s new initiatives.
OPFSIN’s work is with parents who care for their children alone and the exercises,
tasks and actions in this guide were all piloted in this environment. Nevertheless, all
the exercises are relevant to other services in both the voluntary and the statutory and
private sectors.
The section that follows is written by OPFSIN.

Where we started from
There are about 1.7 million parents with care in the UK, of which only 11 per cent are
men. The numbers in the region we cover reflects the national picture. There are around
15,000 parents with care in the North and East Yorkshire region and about 10 per cent
are men. Certainly the biggest group of users of our services had always been women.
Our constitution states that we exist to support lone parents and their children.
Traditionally, we had delivered services only to parents with care of their children. This
was because our definition of lone parents at the time was in line with government
policy and family law, both of which see separated parents as being either the ‘parent
with care’ or the ‘non-resident parent’.
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The first steps
The focus of our partnership with Oxfam was first to develop gender-aware working
practices and then to increase support services to fathers. The success of the partnership
can be measured by the fact that we now have over 300 fathers registered as members.
This is an increase of almost 100 per cent since the start of the work.
Until this point, our partnership with Oxfam had involved thinking about gender issues
as part of our equal opportunities policy. Before we began the gender-awareness work we
had spent two years improving our equal opportunities policy and delivering training to
staff and volunteers on every aspect of this. In other words, we had created an
environment where staff and volunteers were accustomed
to questioning their own working practices and those of the organisation. We are
committed to a learning culture and with the input of facilitators from Oxfam it was
easy to widen the discussion to include gender awareness.
The gender-awareness work we have done also helped us to start challenging the
disadvantages experienced by many separated fathers with care responsibilities. We
have done this by developing a national training programme for agencies working with
separated families. We want to help other agencies understand gender-aware working
practices and we want to show how you can increase support to fathers without reducing
support to mothers.

Who are our users?
A vital first step in our gender-awareness work was to find out who was using our
services. We knew that most of the users were women – but that was just about all that
we knew.
We ran a series of training sessions to look at the experiences of mothers and fathers
and then we started to think about how women and men used our services. It soon
became clear that men used our services in far smaller numbers than women, and they
used them very differently.
We started by examining the experiences of the 10 per cent of fathers with full-time care
of their children in our region.
It was interesting to discover that many such fathers are not really recognised – either by
other agencies or by friends and family – as the ‘real’ carer after divorce or separation.
These men’s experiences of lone fatherhood revealed that they were seen as ‘better than
nothing’ in the absence of a mother; their ability to care was, somehow, considered
‘second best’.
We found that support workers such as health visitors and social workers were more
likely to intervene in a family with small children where dad was on his own than when
mum was the main carer. We even had one young father who went to the Benefits
Agency to claim Income Support as a single parent only to be told that he could have
‘borrowed’ the baby in order to claim benefits. In this man’s case the common
assumption that men have difficulty with nurturing, caring roles had been so powerfully
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expressed that it was simply stated that he could not be the main carer of his child.
In the end, he went to court to prove his right to the title of father.
The effect that these sorts of assumptions can have on people’s lives is enormous.
While lone fathers work hard to overcome their own gendered assumptions about
what it means to be a man and a father, and their role in their children’s lives, the
very people who could offer support only reinforce the negative stereotype that they
are second-best carers.

b

Starting to change
With the help of Oxfam we developed a series of workshops for trustees, staff,
volunteers and service users. In these we examined our own experiences of gender
and started thinking about gender equality. We spent a year doing this and then began to
gather gender-disaggregated statistics (see Glossary) on how our services were being
used. At this point we started deepening our understanding of gender analysis (see
Glossary) and the impact it might have on the delivery of our services.
After gathering information about who was and was not using our services, we looked
at the 2001 Government Census to find out who might potentially use our services. We
looked at who was managing and delivering the services, as well as the ways the services
were being delivered. While our membership reflected national statistics (i.e. 10 per cent
of our members were men), the information on service take-up showed that fathers
were not actually using our services in the way that women were.
Our gender analysis demonstrated that fathers were being left out of the loop in terms
of access to appropriate support and information from our organisation. It also showed
that there were some fathers in the region who were caring for their children on their
own who would always be left out of the loop unless we changed the way we thought
about lone parenthood.
Until now, we had not recognised that many non-resident parents were regularly
spending time caring for their children on their own. These non-resident fathers (and,
in a very small number of cases, mothers) might need support and information. But
they would never be able to access our services unless we recognised that all parents
with regular responsibility for the lone care of their child – and not just parents with
care – might need our support.

Changed ways of working
One of the outcomes of our gender analysis made it clear that fathers were not using
our services because we were delivering them in ways that were not useful to them.
Our fathers’ project, funded by Oxfam, asked a number of fathers with either sole or
shared care of children how they saw our services. The consultation showed us that we
were delivering our services with a female-dominated staff and volunteer team, and in
ways that were most useful for women. The fathers said that they did not want to call in
for cups of tea and that they found it difficult to be seen asking for advice. They wanted
a reason to visit our centre and ways to get information and advice with which they felt
more comfortable.
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We addressed both of these needs by setting up a resource centre with computers and a
library of information. The resource centre gave the fathers a practical reason for visiting
and the online advice service gave them a way to find information without having to ask
for help face to face. (It had the added bonus of making it possible for any user to
remotely seek information and advice.)

New services for fathers
The new services and the dedicated fathers’ project led, in quite a short space of time,
to a noticeable increase in the number of men visiting the centre. This was a significant
change in service delivery, and meant that we were asking our traditional users to make
space for parents with different needs and experiences to their own.
To help our members understand the change, we decided to alter the focus of our work.
We now spoke of supporting the well-being of children. In other words, we made it clear
that to best serve the needs of children we would be addressing the needs of all parents
who regularly cared for their children on their own, regardless of whether they were the
parent with care or the non-resident parent.
At this point we recognised that we would need to put some effort into attracting new
resources if we were to protect our current service users while also providing for our
newly expanded client group of fathers. Our guiding principle was that resources should
not be diverted from women (the majority in disadvantaged groups) for work with men,
but new resources should be found instead.
We also recognised that we needed to reassure our current service users. We did this
by consulting them at each stage of the process and by assuring them that the ongoing
support they received would be unaffected by the changes. In addition, we arranged
workshops, facilitated by Oxfam, to help men and women, separately, consider the
consequences of more men accessing our services.

What we do now
We now deliver our services to parents with care who are both mothers and fathers
through our long-standing advice, information and counselling services and by
providing social space on a daily basis. We also deliver support to non-resident parents
through our advice service. A new project will deliver training, mentoring and social
space to young non-resident fathers. We have achieved change by protecting the
resources for our-long standing service delivery and by building new resources for
our newly identified constituencies.
We are now able to work both with parents with care and with non-resident parents
and, thanks to consistent consultation, this is accepted by our traditional service users.
Indeed, in most cases the change has been seen as positive step towards breaking down
barriers between separated parents.
Some of our service users, both new and old, have found it difficult to have their
assumptions about the ‘other’ parent challenged. Finding the resources to fund new
work without interrupting our traditional services has helped us to demonstrate that
our aim is for everyone to benefit and, ultimately, for children to benefit most of all.
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WHAT THE CHANGES DID FOR ONE FATHER
Going into the [One Parent Families Support and Information Network] centre was like
my first day at school. I was scared that everyone in there would think I wasn’t really
Nathan’s dad. That happened to me when I went to the Benefits Agency and I never
really got over it. Even though I was the one that did the caring right from the start,
everyone assumes that I am no good. Some even think I am harming my son just
because I am bringing him up on my own. I have heard people say “a baby needs his
mother” so many times that I feel like giving up and handing him over to Social Services.
But when I got up the courage to go to the OPFSIN drop-in centre it was like I was a
normal person. There were loads of women in there and some kids, but no-one
questioned my right to be there and no-one tried to take over or do things for me. When
I needed to change Nathan’s nappy, I just went upstairs into the bathroom and did it. No
one batted an eyelid. In the Family Centre that I used to go to, the workers were always
flapping around trying to help me do things and sometimes they even used to whip
Nathan away to change his nappy without asking me. I used to get really wound up
by that and it made me feel angry that no one would give me a chance.
After I had been going for a few weeks they invited me to go to a workshop for men
about being a dad. I went along feeling a bit silly because I thought I would be the only
dad there. But it was great. There were 15 of us – all dads on our own or dads who had
their kids for part of the week – and we got a chance to say what we thought about stuff.
We had a right laugh as well as doing some proper talking and I ended up feeling really
good about things. I met some dads there who were older than me. They had gone
through stuff that I was going through and could tell me things to do and say to social
workers and other people that put me down.
At the end of the workshop we had to go and talk to a group of mothers who had been
doing a workshop in the other room. It was really good because us men all sat at one
end and the women sat at the other and at first it was going to be a bit like: “We’re better
at being parents than you are.” But it didn’t go there because us dads were able to say
what we thought was important and the women listened and didn’t shout us down. They
said what they were worried about and we said what we were worried about and we
sort of realised that we were all worried about the same sort of things. We ended up
laughing and joking and by the end of that session everyone was mixed up in different
places and it didn’t feel like ‘them’ against ‘us’ anymore.
I ended up meeting some of the blokes at the centre every week and then going into
town for a cup of coffee. The blokes were really good with Nathan and took it in turns
to entertain him. We used to have a laugh about him being a good way to get women
to notice us because, even though we were a bunch of scruffy-looking blokes, women
used to come up and say “hello” to Nathan. Of course they always assumed that we
were babysitting him for his mum but it didn’t feel difficult for me because we all used
to have a laugh about how they would react if they knew it was just me and him.
Having that group of friends was really important to my confidence and helped me keep
going and believe that I could do it. Being Nathan’s dad has been the biggest thing that
ever happened in my whole life and now he is toddling about and I feel better in myself
about coping on my own I can see how important having that contact with other dads was.
Andy (19 year-old lone father who has been caring on his own for his son Nathan,
n ow three years old, since the week after his birth)
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Key learning points on gender from OPFSIN
 Men and women do not need the same services. Men did not want to have a cup
of tea and chat in our drop-in rooms. They did want to use our computers and
information library.
 Women need to listen to men. In our training workshops we found that for every
man willing to talk about his experience of bringing up children, four women
were willing to advise him. Single-sex workshops provided the chance for men to
discuss their experiences and decide on the issues that were important to them.
 Men find it more difficult to ask for help. Men need to be able to see that they are
not alone in having problems and that it is not a sign of failure to ask for help. We
ran mixed-sex workshops on parenting teenagers during which women were
asking questions and seeking help. This helped men to see that not knowing the
answer to everything is normal.
 Men can feel threatened if women in are charge. Some men find it difficult
when women are in charge. This can lead them to attempt to sabotage rules
and undermine power which, in turn, threatens women who are not used to the
direct way in which some men challenge authority. When some mens’ behaviour
affected the quality of the services for other users, we closed the service for a
period of time and asked those men to leave. This break reinforced the decisionmaking power of the women in charge and provided a breathing space for service
users who had become disenchanted with the environment at the centre.
 Not all mothers and not all fathers are the same. We encouraged our staff team
to continually challenge their own stereotyped thinking. We repeatedly reminded
everyone that making assumptions stops us from getting a clear picture of the
people we are working with.
 Advertising, publicity and promotion should reflect the fact that both men and
women care for children. This important point was brought home to us when we
looked for images of fathers to use in our building. We found plenty of pictures
of mums with babies and dads doing odd jobs or sport or driving cars. But we
wanted images of dads with very young children and images of mums doing
more than choosing what to feed to baby. In the end, we took photographs of our
members and used these in our building.
 Keep all communication channels open at all times. Men and women need to talk
to each other and listen to each other. At all levels of the organisation, there needs
to be debate about the best way to deliver a more gender-equitable service. We
held regular discussion forums with our members and set up a regular staff
meeting for ideas and comments. We are still holding ongoing training
workshops for volunteers, staff and trustees.
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CHAPTER 1:
UNDERSTANDING
ASSUMPTIONS AND
STEREOTYPES

1

Gender training tackles disadvantage and social exclusion by looking at how men and
women lose or benefit just by being what they are. It can ensure that the work that your
organisation does is not creating or sustaining disadvantage and, as part of a process,
gender awareness tackles the structures in society that create barriers to full equality for
men and women.
One of the reasons people avoid thinking about gender discrimination is that they are
anxious about losing control over their environment, work or service delivery. They may
fear that if one sex is to enjoy an increase in resources, time or attention, then the other
will lose them. For organisations where men and women are working together to
deliver services this can result in some angry tangles at the start of gender training.
However, if full attention is paid to fears and anxieties at the start, it is possible to build
a consensus of opinion and understanding. This means the team starts from a shared
perspective of gender; one which is seen from a win–win rather than a win–lose basis.
At the start of your gender analysis process (see Glossary) people may find it difficult to
feel fully committed to the work because they do not see it as an important part of their
role. The exercises that follow will help demonstrate that it is both an important part of
working with people and the starting point for working in a way that reduces
discrimination.
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Exercise 1: Airing views and building consensus
You will need:

Flip chart, marker pens, two pieces of card, clock.

Aim:

To allow your team to talk about and listen to each other’s concerns
about increasing gender equity in their work.

Time:

60 minutes.

Purpose
This exercise is designed as a preparation for gender-awareness training.
Gender-awareness training helps people understand the difference between sex, which is
what we are born with, and gender, which is a set of roles and behaviours that we
have learned are appropriate for our sex. Gender-awareness training is the first step to
understanding the concept of gender and how it influences our lives. The exercise can
be used at the start of a series of short workshops or as an opening exercise for a longer
training session.

Instructions
If you are working with both men and women, divide these into two groups according
to sex. If your group is made up of mainly men or mainly women, divide it fairly evenly
into two, and call one of the groups ‘women’ and one of the groups ‘men’. Write each
of the lists of questions below onto one of the cards. Give out two sheets of flip-chart
paper and two different coloured pens to each group. Ask each group to appoint a
spokesperson to interpret the group’s thoughts for the whole room. Give one question
card to each group. Ask the groups to put one question at the top of each of their sheets
of flip-chart paper, discuss both questions, agree responses and then write these on the
appropriate sheet.
(30 minutes, with a prompt after 15 minutes to change to the second question).
Questions for men’s group card:
 What changes in lifestyles, expectations and experiences have women achieved
over the past 30 years?
 What have women gained and lost in terms of lifestyles, expectations and
experience over the past 30 years?
Questions for women’s group card:
 What changes in lifestyles, expectations and experiences have men achieved over
the past 30 years?
 What have men gained and lost in terms of lifestyles, expectations and experience
over the past 30 years?
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After the discussion period, ask the spokespeople to feed back from the first of their
sheets (what has changed for men and women, and what each sex has gained and lost).
(30 minutes)

CONVINCING THE TRUSTEES
This exercise worked well when we used it at the start of a session on developing our
services to include men. We used it with our staff and volunteer team, most of whom
were women. There were several men who also attended and they were from different
levels of the organisation, including the chairman. We convinced our trustees to
participate in all aspects of gender training by persuading them that the impact of the
work would be enormous and that, as governors of the charity, they should be part of
the change. It was important for all of us to make sure that we started from a shared
understanding of what we meant by gender equity in our services, and we knew that
some of the men felt overwhelmed by the number of women who were involved in
delivering services. We wanted the men to be able to speak out without feeling
threatened, and the women to hear their opinions. We also wanted the men to
understand some of the fears that women have about increasing the presence
of men in the organisation.

1.1

Facilitator’s notes
The aim of the exercise is to help each gender understand how the other sees the
changes in family structures, socially accepted roles, men’s and women’s expectations,
and their different access to resources (such as earnings) over the past 30 years.
The exercise can be used to help the minority group make their opinions and needs
known and to help the majority group express their fears about what might happen if
the minority increases its power. It is an excellent exercise for challenging the culture
of an organisation where this has become oppressive and where opinions and values
cannot be aired if they do not conform to the standard view.
This exercise helps participants see how each sex has lost and gained from changes over
the past 30 years. The greater degree of understanding for the ways in which gender
expectations affect men and women’s lives will create empathy between participants.
The exercise allows the team to avoid arguing for men and women’s rights and helps
them focus upon the ways in which both men and women can be helped to overcome
disadvantage by becoming more gender aware.
The exercise will make visible any fears that participants might have about what will
happen to their needs if the other sex increases power or has access to more support
than has previously been available.
It is important that the facilitator writes up the feedback to the whole group in such a
way that people can see and agree that both men and women have gained and lost things
over the past 30 years. Only write up responses that the whole group agrees with. By
getting the men to feed back what they perceive as being women’s losses and gains and
vice versa a higher degree of empathy will be encouraged between participants and the
tendency to focus on fighting a ‘gender war’ will be reduced.
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Exercise 2: Who speaks, who listens?
You will need:

Chairs and a room large enough to put these in a circle.

Aim:

To determine who holds power in the group.

Time:

60 minutes.

Purpose
This is an excellent exercise to break down some of the barriers to participation within
your team. It works very well whether there are more women than men, the balance is
even, or there are more men than women. It should be used as a team-building exercise
at the start of your work around gender as it will encourage people to understand
themselves and the ways in which they work.
Power is held by people who make decisions. Most often the people with power in an
organisation are those who are confident, equipped with knowledge and willing to
speak. People who are not confident or knowledgeable are likely to stay silent when
decisions are made. This means that they lack power. It is often women who lack power
in these situations, perhaps because they do not know enough to speak out or perhaps
because decision-making processes are based on the ways men communicate.

Instructions
Ask the group to appoint two facilitators. These people will act as observers of the group
for the next 30 minutes. Each person in the group should then talk to their neighbour
for five minutes about the things that come to mind when they think about the opposite
sex. After five minutes change roles, so that everyone has the chance to talk and to
listen. The whole group should come together to discuss what has been said in pairs
with a piece of flip chart paper in the middle for writing down key points. Observers are
to count the number of times women speak and the number of times that men speak
over this period.
(15 minutes)
The whole group should then be asked to decide on six key points from the flip-chart
paper to represent the conclusions of the discussion between the whole group.
Observers are to count the number of times women speak and the number of times
that men speak over this period.
(15 minutes)
At the end of the exercise ask the observers to feed back the numbers of times women
and men spoke in the general discussion. Ask also for general observations: Were
people engaged or bored? Did some people speak a lot more or a lot less than others?
(15 minutes)
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Then ask the observers to feed back the numbers of men and women in the decisionmaking process. Were these different? Did more women than men or speak, or vice
versa? How do the figures compare to the general discussion figures?
(15 minutes)

WOMEN IN POWER
At the outset of our work on gender there were many more women than men working in
the organisation. Women held more positions of power and there were more women than
men using our services. This meant that women were used to speaking up about their
needs and that it was women who were making most of the decisions about the ways in
which those services were delivered. When women and men met together it was difficult
to get men to talk about their needs because women were more confident than men in
this situation. We used this exercise to allow men’s voices to be heard in the decisionmaking process.

Facilitator’s notes
Working together in pairs will help people to feel safe in the group. Asking people to
work in a larger group while being observed will immediately show who is confident
and who is not. It is a good exercise to use as a facilitator when you are trying to work
out how to encourage some people to take a greater part in a group because it highlights
those people who are under-confident very quickly. The overall purpose of the exercise
is to show the group which sex has more confidence to speak up and make decisions.
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Exercise 3: What is gender?
(an alternative to this exercise can be found on page 22)
You will need:

Flip chart, marker pens and clock.

Aim:

To understand what the concept of gender means and to examine facts
and stereotypes on gender issues.

Time:

60 minutes, with an optional section adding 30 minutes
(see Facilitator’s notes).

Purpose
The purpose of this exercise is to help people understand what the concept of gender
means. It also examines the facts and stereotypes around gender issues. The exercise
will get people to think about what men and women do and to decide which of these are
real and which are assumptions. This is a useful exercise to help people to understand
the difference between biological sex and socially constructed gender.

Instructions
To get people to talk to each other about how they feel about being male or female.
Ask participants to pick someone that they don’t know very well and discuss the
following questions.
 As you were growing up, was there a time when you realised that you were male
or female?
 Were there any advantages or disadvantages that came with this recognition?
Give an opportunity for people to feedback to the whole group the things that they have
just talked about in pairs.
(10 minutes).
This next part of the exercise is to help participants to explore their assumptions about
gender roles. The exercise is fun and gets people moving around and talking to each
other. Describe an imaginary line across the room. One end is ‘very much agree’ and
the other end is ‘very much disagree’. Participants are to place themselves on the line
in response to the following statements. (Use the statements in the order given.)
 Men are better at handling money, that’s why most bankers and accountants are men.
 Men are better at jobs around the house.
 Girls do better at school than boys because they are brighter.
 Women are naturally more caring than men.
(You may need to rewrite one or more of these of the statements to relate specifically
to the service area that you are working in.)
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Read the statements one at a time and as people settle themselves on the line ask the
group to:
 Talk to the person next to them about why they have chosen their place on the line.
 Ask people at each extreme of the line to talk to the group about why they chose it.
(30 minutes)
Ask people to return to their seats and, on the flip chart, have the statements written up
under the heading ‘Gender myths’. Review each statement and ask people to shout out
their responses. Write up responses on the flip chart and summarise. Encourage the
group to think about how myths and stereotypes arise.
1.3

(20 minutes)

SEX OR GENDER?
This exercise was used with a large group of men and women and it worked well to help
us to start discussing what gender roles are.
We began the exercise by discussing the difference between sex and gender. That sex
is what we are born with and our gender is the behaviour that we learn in relation to
our sex. It is important to introduce this concept at the start of gender training as it can
be challenging for some people. In our group the difference between sex and gender
created a great deal of discussion and, by taking part in the exercise, participants
were able to understand the concept of gender as learned behaviour that can change
depending on where we find ourselves in the world.

Facilitator’s notes
When most people are faced with these gender myths they are able to begin to unpick
for themselves the ways in which gender roles are based upon stereotypes. If necessary,
supplement the discussions with statistics to reinforce the fact that all of the above are
myths. The statistics you use might be:
 The number of bankers and accountants who are women in your organisation.
 Gather statistics from participants themselves about who does the jobs around the
house, and what we consider a ‘job’ to be.
 Academic evidence shows that on the whole girls do better than boys at school up
until they reach the age of 14, when boys begin to perform better than girls.
 The assumption that women are naturally more caring than men can be
challenged by discussing the ways in which women are encouraged to care for
other people from a very young age in ways that men are not, and by pointing out
that in the UK today 40 per cent of all carers are men.
To draw the exercise together it is useful to have these statements on the flipchart and to
work through them. To do so you will need to add an extra 30 minutes to the timing of
the exercise.
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This exercise has helped us to explore:
 what is different in men and women’s experiences,
 where we feel men and women’s experiences are different and where they may
not be,
 how making assumptions prevents better understanding of our different realities,
 the need for us to understand other people’s experiences, and
 how a greater understanding helps us in our personal and working lives.
The handout on the following page can be given to participants as they leave.
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Handout: What is gender?
What do we mean by gender?
 Our sex is what we are born with – male or female.
 Our gender is the behaviour and roles that we learn in relation to being male or female.

What is gender about?
 Men and women and the relationships between them.
 The real things in our lives: work, paid and unpaid responsibilities, who looks after
children and what affects them.

h

 The world that we live in and how it affects us differently whether we are men or
women: government policies, employer practices, the benefits and welfare system.

What else is gender about?
 Our expectations and beliefs about what men and women should do and usually do.
 Questioning our assumptions and the assumptions of others about who has what,
who does what and who benefits men or women in the family, organisations and the
wider society.

Here are some examples:
Assumption: Women are the natural carers of children.
Reality: Ten per cent of lone parents are men. Many men also look after their children on
a regular basis. The entitlement to paternity leave is still very limited, while paid maternity
leave is provided by many employers for up to 26 weeks after the birth of a baby.
Assumption: The man provides for his partner and family.
Reality: Fifty one per cent of the workforce in the UK is female. However, the welfare
state is built upon the idea that men provide for women through their earnings and their
pensions when they retire. While social policy is based upon this idea, in reality there are
few ‘jobs for life’ and pensions are less and less adequate. Few families can survive on
one wage alone.
Assumption: Women are usually the carers for children, the elderly and the sick.
Reality: Health clinics are designed with women in mind and are not always welcoming to
men who are often seen as substitute carers. In fact around 40 per cent of carers are men.
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Exercise 4: Another look at gender
You will need:

Flip chart, marker pens and Post-It notes.

Aim:

To understand the difference between sex and gender.

Time:

50 minutes.

Purpose
This is an alternative to Exercise 3 and helps people to quickly understand the
differences between sex and gender. It is a useful exercise to use when participants are
having trouble with the concept of gender as learned behaviour.

Instructions
Ask people to think about being a man or a woman and what it feels like for them
individually. Then ask everyone to write down on separate Post-It notes three things
that they like about being male or female and three things that they don’t like.
(5 minutes)
Break the group into smaller groups of two or three, mixing men and women up
together as far as possible. Ask each group to discuss the things that they have written
down and agree which of these are to do with their biological sex (e.g. shaving for men
or periods for women) and which are learned behaviours and therefore related to gender
(e.g. not being allowed to cry for men or feeling responsible for the housework for
women).
(15 minutes)
Bring the group back together and ask each to put their flip chart on the wall. Go
through each flipchart of Post-Its and agree which of the responses are about gender
roles and which are about biological sex differences. Go through these as a whole group,
agreeing where notes need to be changed until the whole group is happy with the result.
(30 minutes)

RESISTING THE IDEA
In one of our training groups we had a couple of participants who were not happy with
the idea that our gender roles are something that we learn. We had gone over and over
the issue in the group but there was still resistance to the idea that we learn our gender
roles from a very early age. We decided that in order to help us to move on we needed to
talk about being men and women and what we liked and disliked about it. After this we
posted our likes and dislikes onto the flip chart and worked out which of these were fixed
and therefore to do with our biological sex and which were changeable and therefore
related to the roles we had learned. It was an interesting session that led to the group
being able to move on and work on other gender issues with a collective agreement on
the difference between sex and gender.
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Facilitator’s notes
This is a quick and easy exercise that helps people to understand the differences
between sex and gender. It also allows people to acknowledge the differences between
being male or female and gives them the space to say what they like or dislike about
being a particular sex. It also allows people to talk about what they like and dislike
about their gender roles. This is important because while people may imagine that the
idea of gender work is to make everyone behave the same, its real purpose is to help
people understand the ways our behaviours are affected by the expectations of society.
This exercise will help people who are resisting the idea of gender as learned behaviour
to understand the difference between what can and can’t be changed and how our
behaviours are learned in response to other people’s expectations.

1.4
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Exercise 5: What about Barbie and Ken?
You will need:

Flip chart and marker pens. Barbie and Ken dolls are optional.

Aim:
from

To examine gender stereotypes and to understand where these come
and how they are perpetuated throughout our lives.

Time:

90 minutes.

Purpose
This exercise can be fun and can allow people to let off steam about gender stereotyping.
It uses Barbie and Ken dolls as examples of the ways in which stereotyped thinking can
start in early childhood. Doing this helps people to understand the ways in which they
themselves have been forced to conform to or have had to resist stereotyped expectations
of themselves as men or women.

Instructions
Ask participants to break into pairs to talk about their earliest recollections of the toys
and games that they played with as children. Did they play with dolls? Did they have
cuddly toys? What other toys do they remember? Did they play outside a lot?
(5 minutes)
Now bring the group back together and ask people to call out the types of toys and
games that they played with as children and write up these on the flip chart. Leave this
showing for the next part of the exercise.
(5 minutes)
Break the group into same-sex groups of three or four individuals. Now ask each group
to consider the following questions.
 As a child were there any toys or games that you were aware of that were
forbidden to you? (How did your mother or father feel if you were a boy playing
with dolls? How did they feel if you were a girl out climbing trees?)
 What messages (silent approval, encouragement, disapproval) did you receive
from your parents about the toys that you played with?
 In the books that you read as a child, which characters did you identify with?
Ask participants to write up their responses on flip chart paper under the following
headings.
 Girls: Forbidden toys and games; Messages from parents; We identified with …
 Boys: Forbidden toys and games; Messages from parents; We identified with …
(30 minutes)
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At the end of this part of the exercise ask groups to share their responses and write up
on the flip chart under each heading.
(10 minutes)
A Barbie doll and its male counterpart, Ken, would be useful for this final part of the
exercise. If it is not possible to have these, draw pictures of Barbie and Ken on the flip
chart and put them where the whole group can see them. (In drawing them the key
thing is the way the body parts are stereotyped: Barbie has large breasts and a tiny waist
while Ken is muscular and often dressed as a soldier or in some other stereotypically
male occupation.) Ask your group to split into two, with everyone trying to work with
someone new to them. One group is to take Barbie and one group takes Ken. The
groups are to consider the following questions and write up their responses on flip
chart paper.
 What physical attributes does your doll demonstrate?
1.5

 What are the messages that these attributes convey to you?
 Is there anything you would like to change about those attributes?
 Is there anything that you would keep?
Spend some time with each group to see how they are working together. At the end of
this session bring the whole group together to write up the answers to the questions.
Provide discussion time so that participants can air their feelings about what they have
learned from the exercise.
(40 minutes)

USING BARBIE
We used this with a staff team of 11 women and one man. The team was mixed in their
opinions about the need for increased gender awareness. Some were very keen to do
more training on gender to fully understand how being a man or a women can influence
experiences in life. Others were less sure that gender had any importance in the work
that we were doing with lone parents and felt that the main thing was that we delivered
services to both male and female lone parents in exactly the same way. By using Barbie
and Ken dolls throughout this exercise we found that we could put people in touch with
their very early experiences of being girls and boys. Having done so, it was possible for
people to determine what was positive and what was negative about the gender roles
expected of men and women. It was also possible to show how Barbie and Ken dolls
represent society’s expectations of men and women and how children are taught these
at a very early age. We had fun with this exercise and it broke down some of the
participants’ resistance to further gender training.
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Facilitator’s notes
The aim of the exercise is to encourage people to see how gender messages are given
to us from very early ages. The toys that we play with and the stories that we are told as
children reinforce the ways in which we are expected to behave.
Barbie and Ken dolls have exaggerated physical attributes and it should not be too
difficult for people to agree that they are impossible representations of the human body.
The overall aim of this part of the exercise is to demonstrate to people that we are all
influenced by the messages that are conveyed to us in childhood and that some of these
can be covert messages.
Finally it should be possible for both women and men to say that there are things they
like about being the sex they are. If you are careful about boundaries, it should also be
possible to encourage people to express what they like about the opposite sex.
Barbie and Ken dolls originated in the USA in 1959 and were representative of the ways
in which gender roles were sharply divided at that time. Over the years Barbie and Ken
have evolved into more contemporary representations of gender roles. Nevertheless, the
original body shape remains the same and, with the recent fashion for breast implants,
Barbie’s breast size has increased dramatically.
Barbie dolls were originally aimed at eight- to ten-year-old girls and Ken dolls were
aimed at boys between the ages of ten and twelve. (The difference in the target age
was because of the different ages that boys and girls enter the period before puberty.)
Currently the dolls are being marketed at even younger children – around the ages of
five to seven years old – and new dolls have taken the place of Barbie and Ken for prepubescent children, or the pre-teens as they are called in marketing terms. The new
dolls reflect today’s society in which children are required to have a more sophisticated
understanding of the world around them and a desire to emulate their elders at an ever
younger age. The new dolls are just as sharply divided in their gendered representations
of body shape and reflect the world around us.
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CHAPTER 2:
UNDERSTANDING
PERSONAL, SOCIAL AND
STRUCTURAL BARRIERS
The ways in which we learn our gender roles are many and varied and are often
invisible. This means that we grow up with a sense that our behaviour as a girl or boy
is somehow innate, an intrinsic part of who we know ourselves to be. When we look
more closely at our childhood experiences and the ways in which we learned to be
accepted in our family, at school and later in the world around us, we can start to pick
out the ways in which messages about our behaviour were conveyed. From the birth
of a baby onwards our behaviour is adapted to suit the answer to the question: ‘boy
or girl?’

2

We may (or may not) have moved on from dressing boys in blue and girls in pink,
but the underlying messages about boys and girls are still very much the same. Boys
are expected to grow up to be strong and to make their lives in the world ‘out there’.
Girls are expected to empathise with others, in their perceived role as primary carer.
No matter that as individuals we have moved on, with men and women alike
challenging the ways in which we are supposed to be confined to a set of behaviours.
The world around us in the UK in the 21st century is very much based upon men
as providers and women as nurturers, a closer look at social policy is all it takes to
confirm this.
The exercises in this chapter are designed to get people thinking about the ways in
which their lives have been influenced by gendered messages in the past and how this
affects their lives now. It should also help people to see that gendered messages are
flexible and have changed at different times in history. When it is possible to see that
the messages we receive can change, it is possible for people to free themselves from
the idea that their gender is a fixed part of who they are. This allows for a greater
perspective on gender work and prepares people to change their beliefs and
expectations and begin to be more gender aware.
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Exercise 1: Walk in my shoes
You will need:

Flip chart and marker pens, several pairs of women’s shoes including
some of the largest sizes and several pairs of men’s shoes including
some of the smallest. (Second-hand shops are a good place to look
for suitable shoes. It doesn’t matter what the shoes look like, but the
women’s shoes must have heels.)

Aim:

To help participants understand how gender influences our experience
of the world around us.

Time:

60 minutes.

Purpose
This exercise highlights the personal and social barriers that men and women face in
their everyday lives. It aims to heighten empathetic understanding among participants
and to break down some of the associations that we all make about male and female
behaviour. Although the exercise is serious, and should be presented as such, it can
create a lively atmosphere and make people laugh. At the end it is important to draw
together the significant points for participants to take away.

Instructions
If you are working with a mixed group, break this into two smaller groups with
equal numbers of men and women in each as far as possible. If you are working with
a same-sex group break this into two and ask one group to be women and one group to
be men. Hand out the women’s shoes to the men’s group and the men’s shoes to the
women’s group.
Taking it in turns, each participant is to wear a pair of the opposite-sex shoes for two
minutes and describe to the rest of the group how the shoes make them feel. As each
participant talks, the different points are to be written up onto a piece of flip chart paper.
Encourage people to walk around the room in the shoes and to act upon how the shoes
make them feel. When each participant has had a turn wearing the shoes, bring the
whole group back together to feed back.
(60 minutes)

WE ARE WHAT WE WEAR
This exercise was used as part of a session on understanding our own prejudices and
assumptions. We ran it with a mixed group of men and women and had a lot of fun with
it. The session helped participants to see how appearance is a result of the gendered
expectations of society and led on to a discussion about the changing nature of fashion
and who influences this in the world around us.
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Facilitator’s notes
While this is a fun exercise, there are some important points to draw out about the
ways in which men and women are expected to dress and how this is a reflection of the
expectations of gender roles within any given period of history. It is also important to
draw out how dress can influence the ways in which people behave: try asking a
woman in stiletto heels to run for a bus.
For example, in the 1950s women’s fashions were influenced by society’s expectations
that women would return to the home after a period of working in factories and heavy
industry as part of the war effort. Fashions during this period emphasised women’s
sexuality with pointed and padded bras to exaggerate the breasts and full skirts to give
the illusion of tiny waists. The message was that women were returning to being ‘real
women’; they were shedding their overalls for a more ‘feminine’ appearance. Later in
the century, when Margaret Thatcher became Prime Minister, there was a trend for
‘power dressing’ among women who were working in what had been predominantly
male environments. Power dressing emphasised the shoulders and it is not hard to see
this was a way of emulating men’s physical power through dressing.
2.1
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Exercise 2: Gender and parenting
You will need:

Flip chart, marker pens, Post-It notes, biros, transactional analysis notes
written up on flip chart and some small blank cards.

Aim:

To reflect on the gender dimensions of parenting – how our parents
influence us, our influence on our own children, the opportunities for
change that we have as men and women – and to examine how our
attitudes and expectations help or hinder our work for equality and
against discrimination.

Time:

Three sessions of 90 minutes each.

Purpose
To examine the influence that our parents have on us and the influence we have on our
children as they grow up. To determine how these are reinforced by the media and by
society and how we ourselves perpetuate these as parents. This exercise is separated into
three parts. Each can be delivered alone. Parts two and three are specifically written for
organisations working with parents or for staff teams where there are parents present.
Alternatively all three can be run together to form a full training workshop.

Instructions
The exercise is divided into three sessions and each session addresses a different set of
questions.
Session one: Our parents
 How well did they bring us up as boys and girls?
 What gender stereotypes did we learn from them?
 How have they influenced us?
 How do we feel about it?
 What do we carry around with us?
Start with a whole-group exploration of the messages that children hear from adults.
Using a flip chart and some Post-It notes, ask people to write down their ideas and
put them up on the chart. Ask the group as a whole to decide which of these messages
are specifically for boys (“big boys don’t cry”) and which are for girls (“good girls help
their mothers”).
(20 minutes)
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At the end of this section, give everyone the Transactional Analysis handout and have the
five drivers written up on the flip chart. Explain that Transactional Analysis theory can
illuminate why parenting is a battle against stereotypes. Children aged between five and
seven take in all the messages that parents give them but do not have the depth of
understanding to evaluate them. The messages are therefore converted in children’s
minds into rules they must live by. We take these rules into our adult lives where they
can ‘drive’ our behaviour, especially when we are under stress. Because our drivers create
limitations, anxieties and stress in themselves as we try to live up to them, in adulthood
we need to question and to understand and argue with them so that we do
not pass them on to our own children.
(20 minutes)
Ask participants to work in pairs to talk about the five drivers. Ask each pair to consider
the following questions:
 What are your drivers?
 To what extent did your parents emphasise the gender aspect of the messages that
they gave you?
2.2

 To what extent have you already discovered what your drivers are and what have
you done to free yourself from them?
(20 minutes)
Ask each pair to feed back their experiences and ask participants to contribute if they
have similar experiences to those of the people who are feeding back.
(30 minutes)
Session two: Stereotypes of parents in media and society
 Social attitudes towards parents and how these are different for mothers and fathers.
 How does this help or hinder ourselves and our children?
 How are gender stereotypes changing among our own generation?
 How are gender stereotypes changing among our children’s generation and what
effect does this have on their life chances?
Break the group into groups of four or five participants. Ask each participant to recall
a moment in either their own lives or their children’s lives that had a powerful impact
upon their gendered sense of identity. For example, boys trying to mould themselves
into the accepted identity at school, or girls wanting a toy aimed at girls such as My
Little Pony. Ask each participant to talk for five minutes or so without interruption.
(30 minutes)
Ask the smaller groups to share their findings with the large group. Write up the points
that are similar from each group.
(10 minutes)
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In the same small groups discuss which soap opera characters children most admire and
why. What qualities do these characters have?
(10 minutes)
Now ask each group to look at the characters to see if there are any gender stereotypes
or conventions among them. How influential are these characters compared to parents
or peers?
(10 minutes)
Write onto pieces of card the messages that we get from society about mothers and
fathers (e.g. mothers are better at caring, fathers are better at discipline; girls need their
mothers, boys need their fathers, etc.). Ask participants to lay their cards out in a
hierarchy of reality in a line across the room, where one end of the line is complete
nonsense and the other complete truth. When everyone has finished changing them
around and the group has agreed that the line is broadly representative of their opinions,
ask for comments on the line and whether anyone would like to make any specific
changes and what these might be.
(30 minutes)
Session three: Ourselves as parents and the future for our children
 Have we tried to break away from our gendered experience?
 Have we tried to with our own children?
 How successful have we been and if not, why not?
 What changes do we want to make in the parenting of our boys and girls?
 Which of these are difficult and which of these are easy?
Ask participants to break into pairs to consider the following questions
 Have you tried to break away from your gendered experience of childhood?
 If you have children of your own have you tried to break away from gendered
expectations of them. If you do not have children, have you broken away from
gendered expectations of other people’s children?
 How successful have you been and if not, why not?
(20 minutes)
Ask each pair to team up with another pair to share the answers. (The questions given
here may not be appropriate for all groups. People who have little or no contact with
children in their working or everyday lives may find it hard to have anything to say about
some of them.)

32

CHAPTER 2: UNDERSTANDING PERSONAL, SOCIAL AND STRUCTURAL BARRIERS

Tell participants that they can have two wishes, one to help free a son of gendered
stereotypes and one to help free a daughter of stereotypes. Ask everyone to write down
what those wishes would be. Stick these up on a piece of flip chart paper. It may be
appropriate to recognise the value of the wishes by inviting someone to write up the
wishes so that everyone can take a copy of these away at the end of the session.
(20 minutes)
Ask participants to break into pairs once again and to discuss the following:
 What changes would you make if you could in parenting of boys and girls?
 How difficult might it be to make these changes and what gets in the way of
making changes?
(20 minutes)
Ask the whole group to feed back and write the results onto the flip chart.
Ask participants to go back into the same pairs and discuss the following:
 As a grandparent what would I do – or what have I done – to help my
grandchildren to unpick the attitudes and expectations that have troubled me?

2.2

Ask the group to come back together to discuss the changes over three generations and
how it takes this long to unscramble problems and make significant changes.
(30 minutes)

MOTHERS AND SONS, FATHERS AND DAUGHTERS
We ran this three-part exercise all together as a training workshop to help participants
to address the issue of parental influence on children’s gendered behaviour. We found
the use of Transactional Analysis theory to illustrate how we learn from our parents
extremely powerful for some participants.
Because we are working with separated families it was important for us to consider
the implications of gendered expectations on mothers and fathers from the perspective
of being a single parent. This is because mothers and fathers are expected to do
different things in our society and this can have a particular effect on parents who
are coping alone.
Men are expected to instil discipline in children and provide strong boundaries. They
are less likely to be expected to offer support to teenage daughters around puberty. If a
man is bringing up his daughter alone this can create anxiety and concern for the man
himself as well as from people around the family. Lone mothers with teenage sons also
experience this isolation when they are attempting to help them deal with the same
issues. We tackled these expectations within our staff team by using this exercise. We
were then able to make it clear within our work that we expect mothers and fathers to
be willing and capable of undertaking these tasks. This creates an atmosphere in which
mothers and fathers can share their anxieties and ask the questions that they need to in
order to feel confident and comfortable in giving their sons and daughters the support
that they need.
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Facilitator’s notes
Transactional Analysis
Transactional Analysis (TA) is a theory that was developed by Eric Berne in the 1950s.
It is a theory of counselling and therapy that is widely used in the world today. Berne was
originally trained in psychoanalysis but wanted a theory that could be more easily
understood by everyone.
Transactional Analysis is a social psychology and uses methods that seek to help
improve communication. The theory outlines our self-development and the ways that
we relate and communicate with ourselves and other people. The basic philosophy that
underpins TA is that people have the right to be in the world and accepted, and that
people can change.
Today, TA is used in psychotherapy and is useful in some organisations for improving
systems and communications. TA concepts are constantly being developed and rewritten
and some of the contemporary ideas are useful in gender work.
TA drivers
The purpose of using drivers in the exercise is to help people understand the spoken and
unspoken internal messages that have been conveyed to them as children, and to look at
the ways these can affect their current lives.
It is interesting to examine how each of the drivers relates to expected gender roles for
boys and girls and later for men and women. As adults, we may find that our behaviours
and feelings fit more than one. But if we consider those drivers most likely to affect boys
and girls, it may be that we identify strongly with only one or two.
TA drivers cause people to believe that they have to act in a particular way to be accepted.
If we can understand their power, we can use their strengths, rather than be
unconsciously driven by them.
The five drivers
 Be strong. This is often the primary driver for men. Being male in our society is
about being strong and being capable of providing for self and others. It can also
be the primary driver for first-born girls who grow up feeling that they must be the
‘strong good girl’ and ‘not bother mummy’ who has a baby to take care of. People
who are driven by this message at a young age were often pushed away from their
primary care giver and told not to behave like a baby. ‘Big boys don’t cry’ is a
perfect example of a message that creates the ‘be strong’ driver. Adults who are
driven in this way are usually great in a crisis and can take control of situations.
The downside of this driver is that it can distance people from their feelings and
make them judgemental.
 Be perfect. This is often the primary driver for women who were taught by their
mothers to be neat and tidy and to keep things clean. It also often goes hand in
hand with low self-esteem, which women experience more often than men
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because girls more often than boys are taught to experience themselves in
relationship to their ability to serve, please or help other people. This leads to a
lack of a solid sense of self and a feeling they have no real right to be in the world.
Through being perfect, girls and women may feel that they have ‘earned’ their
right to be in the world. People who have this driver are often good at detailed
work and are extremely accurate with great attention to detail. The downside is
that when things go wrong there can be a lot of self-blame. This creates a circular
problem as it feeds the underlying reason for trying to be perfect in the first place,
which is fear of being unacceptable in the world.
 Try hard. This is a driver with a male gender role influence in that many boys
and men are expected to prove themselves in the world around them by being
adventurers and pioneers and trying hard to be the first or the best. People with
this driver are often terrified of failure and the only way that they are able to feel
accepted in the world is to keep on achieving.
 Please others. This driver has female gender role influences that are similar to
‘be perfect’. Girls are more often expected to take on caring roles and to fulfil
themselves by helping other people. People who have the ‘please others’ driver are
often good team members and are good at mediation in difficult situations. The
downside is that they can often lose sight of themselves in their overwhelming
urge to please other people and they too easily adapt their behaviours in case
other people do not like them.

2.2

 Hurry up. This has both male and female gender role influences and is perhaps
the driver most often shared by men and women. It probably originates from the
increasingly pressured way that we live our lives and the demands placed upon us
to be capable of doing many tasks at once.
More information about TA can be found at www.tatoday.org.uk. Other useful sources
of information are Games People Play by Eric Berne (Random House, 1996); TA Today by
Ian Stewart and Vann Joines (Lifespace Publishing, 1987); and Lives People Live: A
textbook of transactional analysis by Mavis Klein (John Wiley, 1980).
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Exercise 3: Gender and power
You will need:

Flip chart and marker pens.

Aim:

To encourage participants to draw on their experience to consider
different types of power and who holds it (men or women).

Time:

75 minutes.

Purpose
This exercise is designed to encourage participants to explore their own concept of
power and how it relates to gender. It can help participants begin to understand how
their experience of the world may have been influenced by the gender roles that they
have been required to adopt. It starts with a look at power itself: what it is, who has it,
and how people get it.

Instructions
Introduce the issue of power by asking participants to describe what it is. Introduce the
idea that there are different sorts of power: power over (to force you to do something
through, for example, the power of authority or position), power with (to do things by
combining strength with other people), and power within (personal inner strength).
Break the group into groups of three or four to think about being a child at school. Give
them the two questions to brainstorm below and ask them to divide a flipchart into two
columns and write their ideas in these.
 Who has power in a school (e.g. head teacher, teaching staff, caretaker, pupils,
bullies, governors …)?
 Why do they have it and what kind of power is it (e.g. the power of authority,
physical power, the power to prevent, the power of subversion, the power of acting
together)?
At the end of this part of the exercise ask the whole group to feedback around these
questions and write up the results onto the flip chart. (Dip into what people are saying
rather than taking all the comments.)
Then divide participants into pairs, and ask them to think about a third question:
Were the power-holders men or women, and what difference did it make to their own
impressions of gender and power?
(30 minutes)
Introduce the idea of linking the concepts of gender and power. For example, looking at
the UK voluntary sector from a gender perspective is likely to reveal that there are many
more women involved in voluntary services than men. On closer examination however it
is possible to see that the powerful roles – such as chair or chief executive – are still far
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more likely to be occupied by men. Then break the group into pairs and ask each pair to
think about what power men have in relation to women, or the other way round, in the
following spheres:
 within the home,
 owning property,
 in paid work,
 in management,
 managing money,
 getting an education, and
 getting a pension.
(15 minutes)
Finish with an open discussion in which pairs are invited to feed back their thoughts
and impressions. The overall picture is likely to be mixed, but the following points
should emerge and can be backed up by broad national statistics:

2.3

 In the highest levels of management there are more men than women.
 There are only a handful of women directors in the top 100 companies.
 Young women do better in education than young men yet the gender gap in
earnings starts to show during their 20s.
 Women’s employment record is patchy because they more often take time out for
caring responsibilities and so their pensions are universally lower.
 It is still expected by both sexes that women will be the carers and men the earners.
 All the factors stack up to indicate a resource deficit for women from the point of
view of money and power.
(30 minutes)

GENDER AND LIFE CHOICES
We used this exercise with an all-female team. The women who took part were enabled
to see how their gendered experience of the world had created barriers as well as
opportunities in their lives. For some of the participants it brought up some issues
around being female that went right back to their being in the early years of school.
We found that we needed to make a lot of space for people to express strong feelings
including anger when they realised how much their gender had influenced their choices
and decisions throughout their lives.
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Facilitator’s notes
This exercise starts with a reflection on the nature of power as participants have
perceived it, which could produce some strong feelings. The facilitator needs to be very
clear about the facts – which demonstrate women’s lack of power because of their
lifetime lack of resources – while pointing out that there are different sources and
spheres of power that can benefit either sex.
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Exercise 4: Working together
You will need:

Space for men and women to work separately, flip chart, pens and clock.

Aim:

To allow men and women separate space to consider issues that affect
them, with a view to sharing these at the end of the session.

Time:

90 minutes.

Purpose
The questions in this exercise are designed to help men and women consider how the
same issues might affect them differently. It is important to allow separate space for
this work so that the session does not get bogged down with men and women trying
to explain themselves to each other, or answer questions for each other. The aims are
to give everyone a voice, to allow each group to consider the issues and to formulate
responses that will be conveyed to the other group at the end of the session.
Enabling men and women to work separately acknowledges that they are different.
Asking them to bring their work together at the end of the session reminds them that
there are similarities in their experiences and that the purpose of the exercise is to
increase communication and improve the relationship between men and women.
2.4

Instructions
All you need for this exercise is a separate, private space for men and for women and a
confident facilitator. The session should start with general questions and then focus on
specific things about being men and women. Working in smaller groups throughout is
useful as it helps people who are under-confident to have their say. Bring the smaller
groups back together at regular intervals to feed back onto flip chart sheets and agree
what will be taken to the mixed group session. Take the groups through each set of
questions below and ask them to give their responses to each.
General
 What do we like about being men/women?
 What is difficult about being men/women?
 What aspects of being men/women would we change if we could?

Our experience in the world
 What stereotypes do we face as men/women?
 What barriers do we face as men/women?
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Our experience of (the service you are delivering)
 What do we expect of the service, as men/women?
 What are the best things about it, as men/women?
 What things are less good, as men/women?
 What we would keep, as men/women?
 What we would get rid of, as men/women?
Fathers and daughters and mothers and sons
 Is bringing up girls different to bringing up boys for men/women?
 Are we able to identify with the opposite sex child in their experience of growing up?
 Do we miss out on the difficult subjects such as sexual development with our
opposite sex children?
 Do we provide good role models for our children in our relationships with
men/women?
Working with men/women
 Do we bring our feelings and anxieties about the opposite sex to our relationships
with all men/women?
 Do men and women work differently?
 Is (your service) identified with one sex or the other and if so what attitudes and
behaviours contribute to it being that way?
 Can (your service) accommodate the differences between men and women?
(60 minutes)
Bring all participants together, sitting in a circle if possible, so that they can see
everyone in the room. The facilitator will need to keep good time and the response to
each question can be written up briefly onto the flip chart. Divide your chart into two:
one side for men and the other for women, and write up responses in each. Where
responses are very similar write these across the dividing line.
(30 minutes)
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SEPARATE SPACES
The decision to create separate spaces for men and women to work in was taken after
initial attempts to address the issue of men’s needs for increased services in mixed sex
groups. The reality for our organisation was that men were not used to thinking about
their needs in the same way that women were, which meant that women in the group
tended to interrupt men or try to provide answers for them. Through working in single
sex groups, men were able to take the time they needed to respond to the questions
asked of them and could confidently arrive at their own conclusions. A group of 15 men
took part in the first men-only session and in another room at the centre 12 women
considered the same questions. At the end of the session the whole group met to listen
to each other’s answers.
Many participants expressed anxiety about doing this work and at first felt that it was
divisive and potentially threatening. Women in particular were unhappy with men
discussing issues that might affect them outside their presence. We addressed anxiety
by reassuring participants that each group was considering the same questions and that
the plenary session would be firmly controlled by the facilitators.
When both groups met for the plenary session it was noticeable that the group began
by separating itself into men and women. By the end of the session, however, the group
had relaxed and people had moved seats. The anxiety levels dropped dramatically as
the whole group began to share their responses to the questions that they had been
considering and there was a good deal of relief and laughter in the room. The significant
issue that emerged from the plenary session was that by sharing their experiences of
being different, men and women were more able to see their similarities. The session
ended with the whole group agreeing that being different did not prevent men and
women from working together and, in fact, paying attention to difference actually
strengthened the participants willingness to do so.

Facilitator’s notes
There may be quite high levels of anxiety in the same sex sessions, as participants
consider the questions separately. Facilitators need to be confident in their delivery and
capable of dealing with both anxiety and hostility. Women may feel more comfortable if
the facilitator is able to provide reassurance that they can hold the boundaries of the
session and men may want reassurance that their voices will be heard. Framing the
whole session around gender equality will help to ensure that participants do not
become overly aggressive. Setting firm ground rules – such as no interrupting, and
ending debates if they become aggressive or bogged down – will help.
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CHAPTER 3: IDENTIFYING
THE REALITY
As well as training staff, it is also important to start gathering the information that you
will need to analyse the gendered aspects of your service delivery. The first step is to
examine the gender make-up of your staff team and the users of your services. After this
there are several more steps you will need to take before you have a complete picture.
Who is not using your services is as important as who is using them. To identify your
potential users you may have to go beyond a single set of collected statistics.
This chapter explains the tools of gender analysis (see Glossary) and tells you the
questions you will need to provide answers for, if you are to build a true picture of the
service you are delivering and the environment in which it is delivered. This process
takes time but it cannot be overlooked, partly because your service is not delivered in
a vacuum and partly because it prevents the use of anecdotal evidence and guesswork.
Gender-disaggregated statistics (see Glossary) will ensure that you have a clear picture
of your service users. If you disaggregate by gender both the delivery of your service and
who your service is most appropriate for, you will be a long way towards understanding
why more men than women (or vice versa) use your services. If you compare these
results to the gender-disaggregated statistics of your potential client group you will be
able to ask some serious questions about your services and the ways they are delivered.
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Task 1: Finding out facts
This section deals with the work you must undertake to analyse your service from a
gender perspective. The first task is to decide which tools you will need to complete this
work. Gender analysis can use any of a range of analytical tools to expose the problems
of gender inequality:
 disaggregated statistics,
 research and surveys,
 gender impact assessments, and
 monitoring and evaluation processes.

Gender-disaggregated statistics
The use of gender-disaggregated statistics is a central plank in identifying what is
really happening in people’s lives. It should not be difficult to separate or disaggregate
statistics that are already being collected, it is just a matter of adding a column to your
statistics sheets so that the use of services by men and women can be recorded. An
example of a gender-disaggregated statistics sheets is shown on page 48.

Research and surveys
Research and surveys (see Glossary) can provide new information about what is actually
happening in the lives of your service users and can help you predict the impact of new
policies and services on both men and on women.

Gender impact assessments
A gender impact assessment (see Glossary) will examine your policies, proposals and
plans for new services in order to assess the differential effect of changes on men and
women, so that imbalances can be addressed before implementation.

Monitoring and evaluation processes
Forms used to monitor service take-up should include a section on the gender of the
service user. Evaluation processes should try to determine the levels of use of services
by men and by women.
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Task 2: Doing a gender analysis
The gender analysis of an organisation does not need to be a complicated business.
Indeed, many of the ways in which statistics of use are collected can easily be adapted to
provide gender-disaggregated statistics. It simply means separating the records of use of
your services by gender. An example of One Parent Families Support and Information
Network (OPFSIN)’s record system is shown on page 71.
However, key questions will need to be identified. In the case of OPFSIN, we wanted to
compare the numbers of men and women using our services over a period of two years
with the number of fathers caring for children on their own in the region over the same
period. In this way, we would be able to see if we were properly reaching our target
audience. We did this by collecting statistics on the sheets shown on page 72.
Because we had been working on our equal opportunities policy over the preceding
two years, we had already been using gender-disaggregated systems for all our services.
We had not however, done anything with the information that this had given us. Many
organisations collect information but do not analyse it, interpret it or act on it – an
essential connection for real improvement to services.
We also examined the latest figures available on male lone parenthood in the region.
As these came from the local Benefits Agency they were, in fact, the records of fathers
claiming benefits. We knew, however, that lone fathers are more likely than lone mothers
to work full time, and that these men would be missed by our survey. To overcome this
we estimated the numbers of lone fathers in our region by taking figures from the 1991
Census and scaling them up in-line with the national increase in lone fatherhood. (In
1991 nearly one in fifteen lone parents were fathers, nationally, but by 2001 this figure
had risen to one in ten.) This revealed that the potential number of men who might use
our services was about 1100. At the time, only 100 men were using our services. In other
words, while our membership reflected national statistics, actual use
of our services by men fell far short of this.

3.1
3.2

Furthermore, we knew that the men who did use our services were only dropping in
for a cup of coffee now and then or, occasionally, signing up for one of our parenting
courses. It was by now very obvious that there was a great deal we needed to do to
increase men’s access to the support services we were providing.

The purpose of gender analysis
A good gender analysis should identify the reality of men and women’s experience of a
service, their access to the resources provided and the impact that this has on their lives.
It will help you build your service provision around reality, rather than relying on
anecdotal evidence, so that the changes you make are based upon the needs of the
target group.

APP
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A gender analysis can be broken down into steps, each of which contributes to evidencebased outcomes:
 identify the issue,
 gather information,
 decide on action,
 communicate the changes, and
 monitor and evaluate the results.
Within each of these steps a number of questions need to be answered. Doing this will
help you build a real picture of the service that you are delivering and how it needs to
change. The questions are given below.

Identify the issue
 How are men and women currently involved in service uptake and delivery?
 How are men and women’s different needs taken into account when planning
service delivery?
 How are men and women’s different needs taken into account when recruiting
staff to deliver services?

Gather information
 How is information about use of services currently collected?
 How is information on the potential use of services currently collected?
 How is information on who does not use services currently collected?
 How is information about who is delivering services collated?
 In what ways does research into the needs of the client group take into account
their age, gender and race?
 Who gathers information, and have they been trained in gender awareness?

Deciding on action
 What do you want to achieve?
 Who will be affected? How will the outcomes be different for men and for women?
 How will you monitor the impact on men and on women?
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Communicating the changes
 How will you communicate information so that you make sure men and women
have equal access to it?
 How will you acknowledge the participation of men and women in the changes
you are making?
 How will you highlight the different ways men and women will benefit from
the changes?

Monitoring and evaluation
 What indicators will you use to measure the impact of the changes on men and
on women?
 How will you involve men and women in reviewing and assessing the
information gathered?

3.2
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Task 3: Using gender-disaggregated statistics
Disaggregating statistics by gender simply means that you separate the evidence you
collect about who is using your services by sex. If you have not yet started to collect
evidence about the use of your services now is the time to do so. The table below gives
our figures over a period of three years.

Gender-disaggregated statistics
Advice service use

2000

2000

2001

2001

2002

2002

Women Men

Women

Men

Women

Men

New members

276

19

342

23

321

45

Benefits

1023

9

1451

16

1332

63

Housing

934

14

778

12

790

35

Debt

437

12

545

18

677

54

Legal

195

76

212

55

89

61

Shoe grants

340

37

347

23

344

83

Furniture store referrals

123

10

111

16

121

32

Child Support Agency

134

156

145

112

120

254

Holidays

240

22

360

34

260

38

Special events

129

3

227

9

221

29

School uniforms

114

11

105

15

98

19

Financial assistance

77

23

89

29

87

58

Problems with children

201

29

98

17

132

44

Counselling

175

0

188

2

176

13

Employment issues

156

56

100

44

98

78

Other

178

12

79

13

143

65

This table shows gender-disaggregated statistics for the use of the Advice Service at
OPFSIN over a period of three years. The column for 2002 shows the success of
strategies designed to increase men’s use of the service.
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GENDER ANALYSIS OF STATISTICS
Our gender analysis of the advice service showed that almost 100 per cent of use
over one calendar year was by women. And this was despite the fact that we knew that
over 100 men had visited or telephoned the centre in the same year. We then applied
the same analysis to our delivery of the service and found that it was entirely delivered
by women. Looking outside the organisation, we compared the delivery of our advice
service to others working with men and women in a more balanced delivery. One of the
services that we looked at was the local Citizens Advice Bureau (CAB). It was apparent
from looking at the numbers using the CAB that men did need an advice service. We
therefore looked for the differences in the way that this service was being advertised
and delivered.
The evidence was clear. Where men were using advice services it was because they
were clearly aimed at men as well as women and were unambiguous about their
intention. The CAB made direct attempts to find out where men might be likely to read
leaflets or posters and the content was clearly designed with men in mind. Another big
difference was that men were delivering the advice service. In this area the CAB had
clearly managed to overcome something that we were still struggling with. The vast
majority of people with the main care of their children are women and, over the years,
this had lead to a feminisation of the organisation. Men were less likely to seek advice
from us because they associated the organisation with women. More gender analysis of
our organisation confirmed this and gave us even more evidence of the ways in which
men were excluding themselves from the organisation.

3.3
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CHAPTER 4: IDENTIFYING
THE PROBLEMS
When the gender analysis has been completed it will be possible to see which areas
of your services need to be changed, improved or completely replaced in order to
improve your gender equity in service delivery. This brings you to the point where you
need to consider both the resources available to you and the ways in which changes
can be made.
This chapter aims to help you identify the problems that you will need to address within
your existing services. It will help you to assess the strengths and weaknesses of your
work and your organisation and will show you what is already in place to support change
and what else will be needed.
As part of the process of identifying the problems it is important to understand who
holds the power in your service or organisation. To understand who has power, you need
to understand who controls resources and the decision-making processes. If you are
going to make changes, these are the people who need to believe that gender-aware
service delivery is an essential part of tackling disadvantage and discrimination and of
providing good quality services.
The final part of this chapter will help you to determine who has the power in your
organisation in theory and in reality.

4
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Task 1: Looking at a SWOT analysis through a
gender lens
The gender analysis of your service delivery and take up will have shown who is using
your services and who is not. The next step is to identify the barriers to a more equal
take-up of service delivery. There are a number of possible barriers, including:
 The timing of service delivery. Does most activity take place during the day, for
example? With more men than women working full time, this will affect service
take up.
 Advertising your services. Does your material accurately reflect the lives of the
people you are hoping to reach?
 The way services are delivered. Are you thinking about the ways in which men
and women might need services to be delivered in order to access them?
 The people who deliver services. Are the people involved in service delivery a
reflection of the potential user group?
 The people you deliver services to. Do you know the separate needs of your men
and women clients?
When you can identify the problem areas within your current service delivery you will
be ready to take action and implement changes. A useful tool for helping to identify
your organisation’s current strengths and weaknesses is the SWOT (strengths,
weaknesses, opportunities, threats) analysis. Viewed through a gender lens this can
provide a great deal of information about what you need to do next to create a more
gender equitable service.

How to do a SWOT analysis
SWOT analyses are regularly used to illuminate the current position of an organisation
and show the best way forward for survival and growth. Using a gender-inflected SWOT
analysis simply means that you are viewing the different parts of the analysis from the
perspective of gender. By looking at your strengths, weaknesses, opportunities and
threats in this way you will be asking yourself questions about your organisation along
the lines of:
 What aspects of service delivery already look at men and women’s different needs?
 What resources do we have in place to support gender training and analysis?
 How aware are our staff of other aspects of equal opportunities (such as race,
disability or age)?
 What aspects of service delivery are most in need of improvement?
 How committed is the organisation to equal opportunities, and how is this
communicated to staff?
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 What contacts do we have with other organisations working on women’s poverty
and social exclusion [or insert relevant issues]?
 What funding opportunities are available to support this work?
 How will this work strengthen our equal opportunities policy?
 How will doing this work affect our current service users?
 How will taking time out to do this work affect current service delivery?
 What are the financial implications of doing this work?
The grid below will help you marshall your answers to these questions. These can then
be used to analyse your organisation and show you what capacity you have for genderawareness work. It will also show you which areas of the organisation are already strong
on gender and which are less so. Finally, it will illuminate what you already have in place
that will help you in this work, and what might get in the way.
The grid below was used by OPFSIN before starting work on gender.

Results of SWOT analysis at OPFSIN
Strengths

Weaknesses

 We already hold regular training days
on equal opportunities.

 We don’t use disaggregated statistics.

 We have a requirement for staff to
do equal opportunities training
already in place.
 We have good contacts with other
organisations working on gender
issues.
Opportunities
 The government is looking to improve
relations between mothers and fathers.
 We think this work will strengthen the
staff team’s understanding of gender.

 We don’t have services specifically
for fathers.
 We will need extra funding for this
work as we can’t divert resources
from what we already do.

4.1

Threats
 Service users will feel challenged by
the changes we are considering.
 We will need to communicate with
our service users widely and effectively
or there will be a backlash.

 We believe it will improve services
because it widens the number and
type of our beneficiaries, so it is
more inclusive.
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Task 2: Finding out where you’re starting from
This self-assessment questionnaire is designed to help you to see how to include gender
issues in what you do. Oxfam uses it as part of a two-stage process, to help organisations
assess and build their capacity for using a gender analysis in their work. (The second
stage is identifying what changes to make, and doing it). It is included here so you can
assess your organisations’ current position regarding gender analysis.
 Do you collect and analyse information separately about women and men’s
different experiences of poverty within your sector to inform your planning?
 Do you collect and analyse data separately for men and women who use your
services?
 If the answer to either of the above is ‘yes’, how do you use the information in
your planning?
 Do men and women service users participate equally in the decisions you make?
 What is the gender balance of representation at different levels of the organisation
(e.g. management committee, staff and volunteers)?
 Does your staff have a basic understanding of gender roles? Do they understand
why this is important to good anti-poverty work?
 Do men and women in your organisation understand the need for gender work?
 If not, are you actively trying to achieve understanding?
 Are men in your organisation working on gender issues as well as women?
 If not, what do you think prevents them?
 Are you aware of, or do you work on, challenging gender-stereotyped beliefs about
men and women?
 Do your policies and work try to remove discriminatory attitudes towards men and
women inside and outside the organisation?
Source: Gender analysis information and self-assessment pack, Oxfam UK Poverty
Programme, April 2003.
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Task 3: Gender and power in organisations
To begin the process of thinking about gender and power in your organisation, it will be
useful to find out the following:
 How many men and how many women have decision-making power?
 How many men and how many women have the power to shape policy?
An organisation is usually structured so that some people have more power than others.
Power comes in different forms, but usually means having access to resources, influence
over other people’s lives and decision-making responsibilities.
Invisible hierarchies may be present even within an organisation that appears to be
working along co-operative lines. Knowledge confers power during discussion and
debate and the person with the most information often wins the argument. This would
seem to be a gender-neutral attribute and yet, in reality, men are both more used to
gathering information and more confident in debate and argument. These skills are
taught to both boys and girls in schools but by the age of about 15 boys are starting
to show more confidence in using them. Is this because the world tells boys that
knowledge, confidence and skill in argument are all parts of what it means to be a man?
Having looked at power structures in your organisation, it can be very useful to look
beyond the public face of those hierarchies. Who influences the decision makers? It is
often true that the people who appear to make the decisions are not, in fact, the most
powerful people in an organisation.
Working on gender awareness will help people understand how power works. It is a
useful way of helping staff examine how they feel about the power structures and their
own access to power in their work environment. When doing this, however, it is
important to take into consideration race, class, educational background and disability.
These can also influence men and women and how they experience power. The world
around us is built upon assumptions and associations and our experience of power is
filtered first through these.

4.2
4.3
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POWER AND PROCESS
When we embarked upon our equal opportunities work, we intended to make sure that
our work was delivered fairly and accessibly to all parents caring for their children alone.
Our ‘self-help’ roots meant that we were we were constantly reminded who we were
working for and never allowed to get ‘too far above ourselves’, in the words of one of our
volunteers. Power was a live issue for us in the organisation at all times. We debated the
need for hierarchical structures over co-operative structures, and the ways in which our
decision-making processes might be made more effective by having lines of power within
the organisation. It may be that because of the way women are encouraged to grow up,
we developed a method of working that was more open and flexible than hierarchical.
Certainly we practised a high level of consultation and participation with the result that
our organisation was characterised by openness and transparency about who made
decisions and how these were made. We did however develop a well-defined hierarchical
structure to ensure that the decision-making process is clear.
In common with many voluntary sector organisations we have also found it important to
pay attention to personalities within our group. We have recognised that some people
have more power simply because they are willing to take up powerful roles, or because
they are seen by other people as being powerful. We were perhaps in an unusual
position of having a number of women who were personally powerful in their own private
lives and were willing to transfer this to the public domain through working for OPFSIN.
Other organisations may share few, or none, of these circumstances. For them, the lines
of power may be ingrained by policies and structures with their roots in a historical
hierarchy. Changing or influencing the power in these organisations may not be easy
and it may simply be a matter of recognising who is in charge and encouraging these
people to ‘champion’ gender-awareness training.
Our work with gender issues has resulted in two key, internal changes for our
organisation. The first is that we have made our hierarchical structure very visible.
We have a staff team of 10 women and two men and we make sure our organisational
chart is available to everyone who comes into the building. This prevents people from
assuming that the men are in charge. It also encourages everyone to see that men and
women can work together in a hierarchical structure without difficulty.
The second change has been to encourage a culture of learning within our staff team
about the different ways men and women work and communicate. We have also taught
each other the skills of managing upwards as well as downwards. This involves a high
degree of understanding of each other and requires each person to consider the ways
in which the other person receives information and works with it. This has helped
prevent authoritarian approaches to management and has encouraged a greater level
of collaboration between staff. Understanding that men and women may not work or
communicate in the same way has been enormously helpful in preventing staff from
engaging in power struggles based on gender and, in turn, this has had a positive
impact on the organisation and its work.
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CHAPTER 5:
TAKING ACTION AND
IMPLEMENTING CHANGE
When you have worked through the steps necessary to understand gender and have
identified the areas that you must work on, then you are ready to take action.
In this chapter we look at some of the areas that you may need to work on, using
illustrative examples from One Parent Families Support and Information Network
(OPFSIN). When you have reached this point it is possible to say that you are starting
to implement gender mainstreaming (see Glossary). Simply put, this means that you
are placing gender at the heart of everything that you do within your organisation and
your service delivery; it means that you plan, deliver and evaluate everything with an
understanding of its impact on men and on women.
The steps covered in this chapter do not need to be followed in any particular order.
You may find that some are relevant to your work and some are not. You may find
that you will work on two or more simultaneously, or that you will work on them one
at a time. None is more important than the others but all are part of the process.
Completing this work will take some considerable time and it is useful to have a
timetable or strategy for working through the process, at least in the first instance.
Eventually – and as your policies, service delivery and staff team become gender
aware – you will find that gender mainstreaming becomes an integral part of the
work that you do.
There is one word of warning here. As your approach changes and your service delivery
is adjusted to include more men or more women you may find that your traditional
service users become disgruntled, concerned or downright angry about the changes
to their service. To avoid this it is essential to consult with those people who use your
services regularly. They must be able to see that they will not lose out to new people.
If you are to avoid conflict between your service users it is essential that you give the
traditional client group the opportunity to explore their fears about what will happen if
the other sex increases their use of your services. The section on working with service
users will give you ideas about how to do this as well as examples of how OPFSIN
approached this.

Action map
From this point onwards, your journey will be action based. There are several areas
needing action, and these are shown on the map overleaf. Each area is of equal
importance and you may find that you are working on some of them already. It would be
very difficult however to work on all of these areas at the same time because each one
takes up time and resources and, above all, commitment.
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Each action that you undertake involves participation by all levels of staff. You may need
to give some thought to ensuring that everyone continues to be committed to the work.
Nevertheless, when policies become properly gender aware, and when staff begin the
training process, it becomes easier to ensure that the process continues. At this point,
gender awareness is an integral part of the structure of your organisation.
Before going any further, it will be useful for you to identify which of the actions covered
in this chapter is your priority and then to decide in which order you will undertake the
actions described.
The arrows indicate the most likely sequence of actions.

Examine policies

Work with
service users

Train staff and
volunteers

Change existing
services

Find new resources

Gender mainstream
new work

Monitor and
evaluate

Change the culture
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Action 1: Training staff and volunteers
One of the most important things you can do to increase gender equity in the provision
and delivery of your services, is to train staff and volunteers properly. Where possible
the training should include senior staff and managers. In voluntary organisations it
should also include trustees. Staff training is a significant part of gender work because
it ensures that each member of staff understands the importance of putting gender at
the heart of their work and is committed to doing so.
It can be difficult to persuade over-stretched staff that gender training is important and
can actually improve the services being delivered. A useful place to start encouraging
commitment is with a discussion about the ways in which gender-aware working
practices will help to reduce discrimination and address disadvantage. It must be
stressed that, if you are to experience success, all staff must participate from the outset
because the whole staff team needs to share the understanding that such training will
bring. As a manager you may need to insist that staff participate fully in training. If
you are not in a position to do this then it is important that you find out who is, and
persuade them of the essential part that gender work has to play in equal opportunities.
This guide could be part of your evidence for the importance of training.
While training on gender issues within a team of men and women can be challenging
on a personal level, training single-sex groups brings its own challenges. Within such
groups, it is important to reflect on personal experiences in order to find a different
perspective and properly represent the experience of the absent sex.
As a facilitator, it is your role to ensure that trainees do not fall into the trap of fighting
a ‘gender war’. Equally, you must make sure that the use of gender stereotypes and
assumptions are challenged firmly from the outset. To avoid training sessions becoming
overheated, ground rules for all participants should be agreed beforehand.

Useful ground rules
 no talking across each other,
 respect each other’s point of view,
 challenges may be assertive but not aggressive, and

5.1

 when things get too heated a signal should be agreed to immediately stop the debate.
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OPFSIN TRAINING STRATEGY
Our training strategy involved everyone, including trustees and service users. We planned
our training over a period of about a year and we held workshops every two months. By
doing this, we made sure that we were not making too many demands on our volunteers
and that our training took place regularly.
Throughout the training period significant changes linked to increased gender awareness
took place within the organisation. More men started to use our services and a male
employee joined the staff. Our regular, ongoing training meant that we were able to keep
focusing on these gender issues and it allowed us to offer the appropriate spaces to
explore issues arising from these changes.
One of the questions that is often asked about training is how you get everyone involved.
The answer is to make sure that everyone knows that training is an integral part of the
delivery of services and, in our case, of the organisations’ commitment to equal
opportunities. We had a high level of participation in gender training right from the start
and we are often asked how we got even the trustees to attend on a regular basis – a
difficult issue for many voluntary organisations. The simple answer is that they came
because we told them they had to if we were going to be truly committed to equal
opportunities.
All of the exercises in this guide were used throughout our training programme with
mixed and with same-sex groups of participants.
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Action 2: Examining policies
Examining your governing policies and, in the case of the voluntary sector, your
constitution are essential steps on the path to gender-equitable services. Governing
policies should contain an explicit reference to the different needs of men and women
and the strategies your organisation employs to meet these.
A good starting point is to look at your equal opportunities policy. An effective policy
should cover all aspects of your organisation, from recruitment and employment of staff
to complaints procedures and confidentiality. All areas of the policy should recognise
that men and women have different needs, whether they are service users, employees or
managers. Alongside this recognition, the strategies that are undertaken to meet these
needs should be clearly stated.
The policies that govern the delivery of your services should also be closely examined
and the purpose of each should be clearly stated. If a service is intended for both men
and women, this should be clearly explained. The purpose of its provision for men and
the purpose for women could be separated out in the wording. For example, a policy that
governs the use of an advice service could read:
 This service is intended to support women who have difficulties with debt and
managing money. The service is confidential and seeks to support women in
maximising their income while reducing their overall indebtedness. The service
recognises that women are often the ‘money managers’ within a family and that this
creates worry and anxiety. The service seeks to help women reduce the pressures of
debt, thereby freeing them to fulfil their responsibilities.
 This service is also intended to support men who have difficulties with debt and
managing money. The service is confidential and recognises that men may find it
more difficult to seek help with debt and money management because they may have
worries about being seen to fail. The service seeks to help men to reduce their level
of indebtedness within a non-judgemental and supportive framework, thereby freeing
them to fulfil their responsibilities.

CHANGING THE CONSTITUTION
We went one step further than the above and examined the governing document of our
charity. Our constitution is a legal document that describes the purpose of the charity and
the group of people that it seeks to support. It states that the purpose of the charity is
to deliver support services to lone parents and their children. Over a period of time we
discussed the emerging evidence that fathers who would not ordinarily be recognised as
a lone parent were caring for their children on their own on a regular basis. The definition
of a lone parent had for many years been a contentious issue within the management
of the charity and, as parenting roles and patterns were changing throughout the latetwentieth century, it was a regular area for debate at management meetings. Our work
on gender forced us to define lone parenthood because we realised that we were using
a definition that excluded some parents and that these were usually fathers known as
‘non-resident’ parents after divorce or separation. We changed the wording to reflect the
reality of shared parental care.
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Action 3: Finding new resources and changing
existing services
It may be necessary to find new resources so that new services can be introduced.
Indeed, one of the most powerful outcomes of gender-analysis work is that previously
invisible needs become clear. Any organisation with a strong commitment to equality
of opportunity should also be committed to seeking the resources that underpin this.
Of course, finding funding is never easy whichever sector you are working in but the
wealth of evidence you have about your service users from the gender analysis stage
should help you make a strong case for more resources. It is also worth remembering
that some things can be changed within the existing framework of resources. For
example, you may decide to redirect resources from an under-used service in order to
meet a newly identified need.
It may not even be necessary to find new resources to fund work. Instead you may be
able to change existing services to increase the support you give to men and women.
It is certainly worth examining the services that you are currently delivering in order
to determine whether anything can be changed slightly to make the service more
relevant or more accessible to men or women. Start by thinking about what men or
women might need in terms of support and then move on to thinking about how they
may feel about accessing your service as it is currently delivered. Is it delivered at a time
that is easy for both men and women to use? If not, is it possible to change the time?
Could the internet be used to deliver your service so that it is accessible 24-hours-a-day,
every day? Creative thinking could save you time and money and you may find that
adapting existing services is not only easier for you but easier for your traditional service
users too.
It is also worth looking for entirely new funders who might be able to help you build
new experimental or pilot work. Oxfam provided OPFSIN with grant support for
research and interviews with fathers, the resources and time of their gender trainers and
the funds to produce a handbook about work with lone fathers.
In collaboration with Oxfam we decided that this new work with men must provide
additional resources and not divert existing ones from women to men.
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WHAT MEN WANTED
One of the changes we made to our existing service provision was the addition of a
resource centre which hosted computers with access to the internet. The resource centre
also contained an extensive information library.
We had found in our consultations with men that they would prefer to have something
to do when they visited our centre. Unlike women who were happy to call in and have a
cup of tea, men said that they would like to have a reason for calling in. We knew that if
men visited us once they would come again, and they would then start to access other
support services delivered from our centre. We decided that a resource centre with
computers, daily papers, an information library and a male worker on hand to offer help
if needed would be the way to give men a reason to use the centre. Our space in the
centre is limited and the only area that we could use was our advice office – a large,
airy downstairs room. Even though it would mean shortening the hours that the advice
service could work on certain days, we decided this it would be a sensible sacrifice if
more men came into the building. What actually happened was that more men and
more women came into the centre: free internet access and our large information library
brought in new faces on a regular basis. Some men came in to use the internet to look
for work, some simply to email friends. Women using the information library were either
students or those who preferred to find information for themselves. So, in fact, the
changes to our existing services increased the use of our centre without us having
to spend time and money developing and delivering new ones.

5.3
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Action 4: Gender mainstreaming new services
Gender mainstreaming (see Glossary) new services involves putting gender at the heart
of all the plans for, and the development of, new services. It means you will avoid
delivering future services in ways that may replicate or reinforce existing inequalities
for male and female service users.
Mainstreaming equality is concerned with the integration of equal opportunities
principles, strategies and practices into the everyday work of an organisation. It is a
strategy that aims to frame the delivery of services and the policies that govern them
in a way that reflects the everyday reality of people’s lives. Another way of saying this is
that mainstreaming involves reworking the usual way of doing things to accommodate
gender, race, disability and other forms of disadvantage and discrimination.
Mainstreaming involves acknowledging that the work of removing inequalities in society
is a shared responsibility that involves both men and women. It therefore engages all
stakeholders in an organisation and requires both men and women to understand and
be involved in equality work. It is often assumed that gender equality is about changing
things for the better for women and as a result men often do not get involved in equality
initiatives. But change cannot be effective unless both men and women are involved and
responsible for implementing changes and unless both men and women see the
benefits of change for themselves.

A CLEARER PICTURE
All our new services are planned and delivered from a mainstreaming perspective.
This means that, when we look at our gender-disaggregated statistics for evidence of
demand for services we are seeing the reality for men and women who may need our
services. All the statistics that we gather – about who uses our services, who might
use our services and what new services are requested – are separated by gender. This
means that we have a clear and complete picture of who is caring for children on their
own and what new services might be useful to them. We are only in a position to do this
because we understand, audit and analyse both how we deliver our services and who is
involved in the delivery. Based on this understanding we are in a good position to plan
new services that meet the real needs of our clients.
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Action 5: Working with service users
As previously mentioned, one of the most important aspects of the change process is
to ensure that all stakeholders are consistently consulted and informed about potential
changes. Existing service users are one of the key stakeholder groups in any delivery of
services and it is essential that they are involved throughout the period of change. Some
service users may resist change and create difficulties when new services are planned
and delivered. One of the ways to address this resistance is to involve existing service
users in gender training and awareness and to help them share the learning process
that everyone is undergoing.

INVOLVING SERVICE USERS
We involved our service users in every aspect of the change process. All our training
workshops were open to service users and they were held at the most convenient
times for them to attend. Where parents had children under school age, we made
arrangements for their children to have a regular nursery place nearby. We always
made sure that training began and ended well within school hours.
Throughout the process we continued to run our training workshops and seminars,
deliberately bringing together men and women to discuss and debate the issues that
were arising from the changes taking place.
We also provided space for our staff, volunteers and service users to split into same sex
groups to discuss issues connected with their hopes and fears about greater integration
between mothers’ and fathers’ use of our services. Some of the fathers needed to
express anger and frustration at their negative experiences of feeling second best and
never being taken seriously as a parent. Some of the women needed to be able to
express their fears and anxieties at giving men more power and access within a space
that had previously felt under their control. Enabling each group to have the private
space to do this meant that we were able to bring both groups together to look at the
anxieties and concerns for each, and then move on to the benefits and strengths that
greater integration could bring.
The outcome of this work was powerful. People were helped to see the similarities in
their experiences rather than focusing on their differences. At every opportunity, we
underpinned this work with seminars and discussions. We underlined the fact that men’s
and women’s experience of the world differ and their needs are also likely to be different.
But we emphasise that their ability as parents and their value to their children is equal.
We recently brought together a group of mothers with primary care and a group of
non-resident fathers with the aim of encouraging a discussion around the areas of
conflict for each. The day ended with the group agreeing on a set of principles that
parents could follow when they shared care of their children. This day was powerful
for all concerned because it started from a place that was free from stereotyped
assumptions. The day’s outcome was that separated men and women were able to
discuss the best ways to support the wellbeing of their children without falling into the
trap of blame and bitterness.

5.4
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Action 6: Changing the culture
All organisations, and departments within organisations, have cultures that are created
and maintained by the people in them. These cultures can be changed but doing so is
not easy. Spotting when things are wrong, working out how they went wrong and
deciding what can be done to put them right are all difficult enough because such
wrong-turnings are often invisible to the people closest to them and challenging the
assumptions underpinning them is a hard task. The example below shows how radical
steps are often necessary to change things.
To start with you will need a clear policy, clearly communicated, about what kind of
culture your organisation has. You will have to act firmly where necessary to promote it.
If sexism and other forms of discrimination exist, they have to be challenged on the
basis of your equal opportunities policy. If that isn’t strong enough, you will need a
process to improve it.
Then you will need to look at how your organisation works. Improving gender
awareness throughout your service delivery will influence the environment in which
the services are delivered and may create difficulties in the short-term as staff and
beneficiaries get used to the changes. Changing your existing services or creating new
ones may make people feel that others are gaining at their expense. It is, therefore,
important to keep everyone up to date not only with the proposed changes, but also
with the reasoning behind them.
Where possible, all changes to existing services should be done from a point of everyone
winning. Consultation with regular service users is absolutely essential, although where
they are fixed in their opposition to change it is important to make it very clear that the
changes will be taking place.

AN OPEN CULTURE
The changes required to improve our gender equality were concerned with encouraging
more fathers to use our services. This was a difficult area to approach as, previously,
women had enjoyed almost exclusive use of the services. There was concern that
encouraging men to use the centre would destroy what had previously been seen as a
‘safe space’ for some women. We took this concern seriously and felt it was important to
look carefully at the impact of the changes on the women and men who would be using
the space and services. We also wanted to examine how the changes would affect the
relationships between men and women using the centre.
The specific concerns we identified were that women might feel resentful that men had
increased access to what they had been used to thinking of as their own space while
men might feel they were taking something away from women that they had no right
to claim.
We addressed these by widely publicising the fact that the organisation was working
proactively on gender issues. We invited service users to attend seminars and workshops
to learn more about what this meant. In other words, we were able to present the
proposed changes in the framework of increasing gender equality, rather than simply
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opening them up to men. Participation by service users also meant that the changes
were talked about outside the centre and that other people were helped to understand
what was happening.
All stakeholders in the organisation also participated in workshops that looked at the
different life experiences of men and women and the relationship between them. It was
from these workshops that the changes to service delivery emerged and, because there
had been a high level of participation in these by all concerned, there was a greater
collective commitment to change.

It is important to recognise that you will certainly encounter resistance to your gender
equality work at times. Sometimes this will be overt and sometimes it will be expressed
through challenging behaviour. It may be very necessary to make significant changes to
the ways in which services are delivered. In some instances it may even be useful to stop
providing a service for a short time in order to ‘interrupt’ the prevailing culture. This
break in service will allow regular service users to get used to the fact that changes are
going to be made. On reopening, the changes can be highlighted explicitly to everyone.

RESHAPING THE DROP-IN SERVICE
The organisation runs several support services for its service user group and is
assisted in doing so by volunteers. At the point when we started making changes based
upon gender awareness we had two men working as volunteers in the drop-in rooms
(social spaces for parents to use as they wished). The vast majority of drop-in users
were women.
When the male volunteers repeatedly challenged the decisions being taken by the (all
women) management team at meetings, it became clear that they were finding it difficult
to work in subordinate roles to women. These constant challenges were tiresome but
they were also useful: the problems the men were experiencing were a reflection of
what happens when we find ourselves in an unfamiliar gender role.
Discussion about the discomfort they felt when facing women decision-makers in the
workplace made it apparent that these men were unwilling to change their stereotyped
thinking on gender roles. Importantly, too, they were likely to negatively influence the
people using the services.
When it became clear to them that the changes were going to happen and that they
would be required to change, they left the organisation. The management team took this
opportunity to close the drop-in rooms for a short period in order to provide a ‘pause for
thought’ at this significant moment, indicating a change in culture.
We decided it would be necessary to increase the skills of the volunteers and to reopen
the drop-in centre on a more professional footing. This would ensure that the volunteers
running the drop-in knew there were standards they had to adhere to, and that they
would be supported in doing this. As a result, all our drop-in centre volunteers took part
in gender-awareness training during which they learned and practised ways to interrupt
sexist behaviour and to challenge gender-stereotyped thinking and attitudes. It was then
possible to re-open services with confidence.

5.6
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CHAPTER 6: MONITORING
GENDER EQUALITY
If you already monitor and evaluate your work, it will not be difficult to build in ways
to monitor gender equality. You may wish to monitor each aspect of your service for
its impact on men and women. If so you will need to ensure that you keep genderdisaggregated statistics (see Task 3) on the use of each area of service that you deliver.
You may also wish to ask your service users about the service they have received,
and offer the opportunity for feedback about what services would be most useful.
Disaggregating responses by gender will give you information about what services
men and women are currently using and what services they would like to use.

6
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Action 1: Monitoring gender equality
Monitoring forms will give you a certain amount of quantitative information: they will tell
you who is using your services and how often, as well as some detail about what other
services would be useful.
If you would like more in-depth information, it is worth supplementing quantitative
information gathering with a qualitative approach such as asking a sample of men and
women to take part in interviews. Interviews can take time to set up and require some
expertise on the part of the interviewer in order to ensure that you ask the right questions.
Nevertheless, they can provide a wealth of information and ideas for future use. And it
is often possible to find qualified interviewers more easily than you might think. Social
science students at local universities or colleges, for example, are perfect because they
are often seeking practice in interview and evaluation skills.
Another form of monitoring is the service user group. This is a group of people who
regularly use your services and who meet on a regular basis to discuss how they feel the
services are progressing and whether they are reflective of the needs of the service user
group. This form of monitoring is particularly useful for improving gender awareness
but you must make sure that the group is gender balanced and that the participants are
trained in gender awareness. It is also essential for participants to be objective: they must
be able to put their own needs and desires aside.
A well structured and trained service-user group working on gender equality should be able
to offer ideas on improving services that are relevant to all users of the services. It should be
able to give you an additional level of information directly from those who actually use your
services. This form of monitoring is invaluable because it helps you to gather information
that might not otherwise be readily available. It also makes your work more transparent to
service users and makes people feel that their needs are being listened to and responded to.

HOW WE MONITOR
We use the monitoring form on page 73 and we examine the filled in forms on a monthly
basis in order to evaluate how many men and women have used each service. From this
we can determine how much of our funding has been spent on men and how much has
been spent on women. The forms also tell us where men and women are coming from,
and this helps us to decide where to focus our work, geographically.
We also use qualitative interviews with men and women to give us more in-depth
information about their experiences of our services. Interviews also help us to gather
more information about the different and changing needs of men and women and the
ways in which the world around them affects their lives.
The final part of our monitoring work is high-level information gathering about the public
and social policies that affect men and women who are parenting alone. This is the final
piece of our service jigsaw and it is essential that this information is accurate and up to
date. It helps us spot trends and themes that will affect men and women caring for
children and means that, to some extent, we will be able to predict future needs.
Our three levels of monitoring help us to ensure that our services are appropriate and
necessary, and that they are underpinned by an empathetic understanding of the needs
of separated parents.
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Evaluating change
As part of the process of monitoring the use of services it is possible to evaluate how the
changes you make to services will increase the participation of men and women in key
areas of your organisation.
For gender-analysis purposes, part of the process of monitoring should include the
mapping of representation by gender in all areas of the organisation. This will help you
to determine how your services are being planned, managed and delivered. It will also
help you see how these affect the take-up of services by men and women. Gathering this
information at the start of a project, or when you introduce change, is important as you
will need to measure progress against this data throughout the process. By doing this,
you will be able to see the impact that change has had on the men and women who are
managing, delivering or using your services.

OPFSIN: Monitoring and evaluation of gender representation in
management, delivery and take-up of services.
At the start of our work with fathers we gathered the information below to describe the
participation by gender in different areas of the organisation.

Area/service

Men

Women

Decision making

2

9

Policy formulation

2

11

Paid work

1

9

Unpaid work

5

16

Access to public space over a period of one week

15

79

Access to information over a period of one week

3

64

Freedom from indirect discrimination

0

3000+

At the end of the work we gathered the information again and examined the difference.

6.1
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Area/service

Men

Women

Decision making

3

9

Policy formulation

3

11

Paid work

2

9

Unpaid work

6

19

Access to public space over a period of one week

43

83

Access to information over a period of one week

36

61

Freedom from indirect discrimination

340+

3000+

A comparison of the figures shows that there has been an increase in participation by
men in every area. We put this information together with the work that we had done
with service users over the period of the project in order to determine what actions had
contributed towards the increase in participation. Evaluating the outcome of these
actions was easier when we had two tables of figures to compare.
The easiest aspects of work to monitor and evaluate are those where the change is
described simply by collecting the statistics. For example, an increase in men’s
participation in unpaid work as volunteers is easy to quantify.
It is less easy to describe the impact on men’s lives outside the organisation, or their
experience when they are using our services. Freedom from indirect discrimination
(see Glossary) is one area that is particularly difficult to quantify with figures. By its very
nature, indirect discrimination is difficult to identify and so careful thought and accuracy
are needed when describing changes in this area. Freedom from indirect discrimination
means that we are now actively considering the different needs of men and women and
taking steps to meet these appropriately.
At the start of the fathers’ project we were not proactively thinking about men. Our
services to them were bolted on to the delivery of services to the majority group of
women. We were not directly discriminating against men’s use of our services but we
were indirectly doing so because we were not recognising those barriers that prevented
men using our services.
Putting gender at the heart of our work means that we now actively consider the
different needs of men and women and we take action to ensure that they are met in
ways that are appropriate and accessible. By considering their different needs, and by
making changes to support the use of services by both genders, we can now say that
men and women who use our services are free from indirect discrimination.
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Example: OPFSIN monitoring form
This form was used by OPFSIN to monitor use of their service.
Please take a short time to fill in this monitoring form and then place it in the box or envelope
provided. All information given will remain confidential and we do not need your name or address.
Your answers to the following questions will enable us to improve our services and will make sure
that we are providing what you want.
How did you find out about One Parent Families? (please tick one box)





a) Someone told you



b) A leaflet



c) An advert

d) Other (please describe)

If you found out about One Parent Families from a leaflet or an advert, please tell us where this was.
Please tell us which service(s) you have used today (tick as many boxes as necessary).




a) The York drop-in rooms
d) A training course






b) A rural drop-in session

c) The advice service

e) The counselling service

If you used the York drop-in rooms or a rural drop-in session, did you find this



a) Welcoming and friendly



If you used the advice service did you find this



a) Helpful with information given clearly

Were our staff members





a) Courteous and helpful



b) Generally OK



b) Satisfactory

c) Generally not OK



b) Satisfactory in their work with you

c) Not at all helpful



c) Unsatisfactory

For equal opportunities purposes we want to ensure that we are reaching everyone within the lone
parent community. We also want to ensure that discrimination does not occur within our
organisation.
Please tell us how you would describe yourself as a parent (tick appropriate boxes)



a) Female





b) Male

Would you describe yourself as





a) Asian
d) European Black
g) Chinese/Vietnamese





c) A parent with primary care



d) A non-resident parent




b) UK Black
e) European White

c) UK White
f) Caribbean Black

h) Other*

*Please describe
We recognise that discrimination also occurs because of sexuality. Please tick one box to
describe yourself.



Heterosexual man



Gay man



Lesbian



Heterosexual woman



Bisexual

Please tell us anything else about our services that you think we should know.
Thank you for your time in completing this form. Please fill in the date and place in the envelope
provided and either post it to us if you are a rural member or place it in the box in the York Centre.

6.2
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CONCLUSIONS
The aim of doing the work described in this guide is to build the capacity of your
organisation to include gender awareness in every aspect of your work.
Doing this work will have a sustained impact upon your organisation and will create
change. It is important to realise that, while the changes are almost always positive,
there may be disturbances at times from people who do not like what is happening
in the organisation. You may even lose some staff, although you will gain others.
Not everyone can easily be persuaded that thinking about gender and working with the
issues it raises is important. Nevertheless, if you start by creating an understanding that
working with people means working with gender, and that the influences upon people’s
lives are gendered at every level, you may help people respond more positively to the work.
A key issue to highlight at all times is that developing gender-aware working practices
will mean that you avoid delivering services in ways that create or sustain disadvantage.
Gender awareness work matters because it affects men and women and improves their
access to the support that they need at different times in their lives.
It is not enough to deliver gender-neutral services and serve the needs of the majority.
The men or women most in need of support are often those who cannot be seen or heard.
As public service providers it is our responsibility to find out where these people are and
to make sure that our services are delivered directly to them. It takes time, effort and
careful planning and thinking but, in the end, it works because when gender differences
are exposed and properly analysed it becomes clear where disadvantage lies. It also
becomes clear how we may have contributed to the unequal situation in the first place
and what changes we need to make to stop promoting, however unintentionally,
gender inequalities.
Doing this work is not difficult if it is properly planned. Training staff takes time and so
the best way of doing it is to spread your training programme over a period of a year or
so. Staff members are often reluctant to take time out of delivering support services in
order to take part in training initiatives. To counter this reluctance, point out that training
in gender awareness will help them to improve the quality of the services they deliver.
When staff understand that gender-aware practices will reduce discrimination and
disadvantage they will be able to appreciate the importance of the work. If all else fails,
good leadership may sometimes mean compelling staff to take part in training.
If you have high levels of staff participation in training, gender awareness will influence
every aspect of your organisation. A new understanding of how men and women differ,
how they are influenced differently by the outside world and how they have different
needs will change the way you plan, deliver and evaluate your services. By separating out
the differences, you will find it possible to offer practical support that meets the real needs
of men and women.
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The men and women previously unable to access your service – whether because they
didn’t know about it or were unable to use it as it was previously offered – will benefit
immediately. Your traditional service users may at first feel as if they are losing
something but, if they are properly consulted and informed, they are likely to accept
the changes that you make. Ultimately all your service users will benefit because the
people in the majority will meet and see the people in the minority. Paying attention to
difference creates understanding and tolerance. When people do this with your support
and encouragement they are helped to overcome their fear of the ‘other’ and will start
to find that there are as many similarities in their experiences as there are differences.

Teenage pregnancy: concluding case study
This final case study shows how our gender-awareness work benefited men who had
previously been unable to access support. It demonstrates that gender-aware thinking in
planning and service delivery helps broaden your work beyond a consideration of visible
disadvantage. This in turn deepens your proactive approach to equal opportunities and
helps you discover where people are experiencing invisible or hidden discrimination and
social exclusion.

MEN ARE TEENAGE PARENTS TOO
Our work with young mothers-to-be has been a regular part of our service delivery in the
region for some time. We work with the antenatal services at our local hospital with
young mothers on issues around birth, caring for a young baby, and ensuring that young
pregnant women are able to claim their full benefit entitlement.
The need for this service was illustrated when, in 2001, figures showed that the UK had
the highest level of teenage pregnancies in Europe. The Government was alarmed by
this figure – assuming that many teenage mothers would be single and, therefore, a
burden on the state – and it introduced a Teenage Pregnancy Strategy to reduce the
level over a period of years.
Our work on gender awareness and our thinking around the reality of people’s lives
means that we are open to challenge, and change, our assumptions. Through our work
with young mothers before birth it became clear that they were not in fact all potential
lone mothers because the vast majority of them were in relationships. Some were unable
to live with the father of their child because of low incomes and a lack of suitably priced
housing. Some were unable to do so because of family opposition. But almost all the
women we worked with over one year were in a relationship with the father of their child
at the point of birth. This was in stark contrast to the rhetoric that underpinned the
inception of the Teenage Pregnancy Strategy.
In response to requests from the mothers-to-be and from health professionals involved in
antenatal care, we decided that it was necessary to look at the reality of young parents’
lives and determine whether or not young men had any support needs that were not
currently being met.
We started by examining statistics for the number of teenage pregnancies in York over
one year and looking at the support offered from a gender perspective. We found that out
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of 30 teenage women who were pregnant to full-term, 28 were in relationships with the
father of their child. We then looked at the support available to the mothers-to-be – from
school-based support to ante-natal classes and other courses – and looked at the ways
in which this was also available to young fathers.
We found out that all the school-based support was framed around the pregnant woman
while the antenatal support was targeted at either the mother-to-be herself, or at older,
married or cohabiting couples.
When we looked at the ways young people are portrayed in literature, on TV and in the
media, it was easy to see why young fathers-to-be were either left out of the loop or
excluded themselves. In the UK there seems to be an almost complete lack of belief that
a teenage pregnancy can ever be anything other than a problem to resolve. The strong
assumption is that young fathers and fathers of children in separated families are simply
not interested in their children.
We spoke first to the mothers-to-be and then, where possible, to the future fathers. Both
were concerned that, although there was ample support for the women, there was
nowhere that young men could go to find help in taking on the responsibility of
fatherhood.
Evidence shows that while there is almost 100 per cent engagement at the birth of their
child, almost 50 per cent of young men lose regular contact with their child and former
partner in the first year of parenthood. The usual assumption is that this is because
young men are not capable of being responsible. But we wondered if there might be
other factors getting in the way of their continued involvement. A snapshot examination of
the support available to young fathers in our region showed that nothing existed to help
young men face the challenges of fatherhood.
We decided to introduce a new service to run alongside our support for young mothersto-be. This service is framed around the needs of young fathers, either before the birth
or in the first months of fatherhood. The aim is to support young men into the role of
fatherhood in ways that help them engage with their newborn child and work in a
supportive and co-operative relationship with the mother of their child. The service is
available to all young fathers whether they are resident with their children or not and
aims to offer them the time and space to talk about their concerns as well as the chance
to learn skills that will strengthen their new role and responsibilities.
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OF TERMS USED
Capacity building
A process in which the skills, knowledge and confidence of individuals and/or
groups/organisations is built. Its aim is to enable them to become more empowered in
resolving their difficulties and recognising or improving their ways of working, so they
can reach their aims more effectively.

Gender analysis
This is the active process of examining the real-life experiences of men and women,
the differences between them, their different needs and their different access to services
and support.

Gender-disaggregated statistics
This is a tool used in gender analysis involving the routine identification and collection
of statistics separated by gender. The use of gender-disaggregated statistics is a central
plank in identifying what is really happening in people’s lives.

Gender impact assessments
This is a way of examining policies, proposals and plans for new services to detect and
assess their differential impact on men and women so that imbalances can be addressed
before implementation.

Gender mainstreaming
This is the integration of gender into everyday policy making, management and service
delivery. It is a long-term strategy that frames policies and practice in terms of the
realities of people’s lives and aims to reform and change organisational culture and
structures in accordance with this.

Indirect discrimination
This is concerned with practices that appear on the surface to be neutral between men
and women because they are applied equally to both men and women. However, when
the effect or impact of the practice is assessed, the practice is shown to be more
disadvantageous to one sex. (Definition from the Equal Opportunities Commission.)
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Monitoring and evaluation processes
This is the continuous scrutiny and evaluation of policies and services that are being
delivered. Forms monitoring use of service should include sections on the gender of the
service user. Evaluation processes should try to determine the level of use of services by
each gender.

Research and surveys
Current issues and problems facing a group of people can be identified and reviewed
through a gender lens. This can provide insights and new information about what
is happening for both men and women. Research and surveys can help to make
predictions about the impact of new policies and services on men and women.
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Name:
Organisation:
Contact details:
1. How have you used this guide?
Background reading?





Yes

No



For evaluating and changing current work?
For planning new work?
For training staff?




Yes
Yes






Yes

No

No
No

Comments

2. Which parts did you find most valuable?
The evidence/case studies





Yes

The introduction and background



Yes

No



No

Particular chapters (please specify)

Particular exercises/tasks (please specify)



e
81

See both sides
A PRACTICAL GUIDE TO GENDER ANALYSIS FOR QUALITY SERVICE DELIVERY

3. Will you adopt any of its suggestions for changing practice?

Please specify

Please photocopy or detach and return form to: Programme Assistant, UK Poverty,
Oxfam GB, Oxfam House, John Smith Drive, Cowley, Oxford OX4 2JY.
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See Both Sides gives you practical ways to help you plan and deliver services
which will have a real impact on the everyday – different – lives of women and
men. Training exercises, strategy and impact assessment tools show you how to
examine the assumptions on which your service is based, collect and examine
data by sex, and use this to develop more effective work.
Gender analysis has been used in international development for many years.
It is now widely recognised that a better understanding of women and men’s
needs makes a significant difference when it comes to having a demonstrable
impact on poverty and disadvantage.

A practical guide to gender analysis for quality service delivery

Service delivery is never gender neutral. Even if offered and available to all,
take up is affected by the differences in men and women’s lives, roles and
responsibilities. This guide uses real-life examples to explain how.
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