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CASE STUDY 1

The role of policy in
mainstreaming gender:
the experience of HIVOS
Corina Straatsma

What is HIVOS?
HIVOS is a humanist organisation in the Netherlands, committed
to the promotion of human dignity, the right of peoples to selfdetermination, and the emancipation and empowerment of poor
people. It supports a variety of initiatives in the South: people's
organisations such as peasant movements, organisations of
indigenous people, and women's organisations, human rights
programmes, economic activities (credit programmes,
cooperatives, agricultural training), and projects concerned with
the environment (through private local development
organisations — HIVOS has no environmental programmes of its
own). There are regional offices in Zimbabwe and India.

WID and the Dutch donor NGDOs
The Dutch donor NGDOs made a relatively late start on
integrating WID into their general development policy. There
were several reasons for this:
• A prevalence of class ideology: it was argued that, in the
struggle for class interests and survival, men and women have
equivalent interests, so there was no need for a separate approach
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to meeting men's and women's needs. The persistence of this
view is related to the ideology and approach of partner
organisations: their own class-based analysis, or an analysis based
on the community, organisation, or family which does not take
into account the unequal power relations within households,
trade unions, or peasant organisations. These unequal power
relations are taken as belonging to the private sphere and
therefore not the proper concern of development.
• In the case of indigenous people, gender-relations were held to
be defined by culture and therefore not to be touched by
Northern interventions.
• A general lack of sensitivity towards gender-related issues
such as the different roles and values attributed to women and
men, defined by socio-cultural ideas of femininity and
masculinity; a fear of feminist ideas.
• Donor organisations are afraid of 'interfering' by discussing
sensitive issues like women's development or the transformation
of existing gender-linked roles and values.
But perhaps the biggest obstacle of all is simply the lack of
adequate information and awareness of gender-relations in
relation to culture, and how they affect development projects and
limit women's development.
It took a long time for agencies to become aware of the fact that
development suffers when women are overlooked. The Nairobi
conference played an important role in changing donors' attitude.
Agencies discovered the existence of a women's movement in the
In Guatemala HIVOS supports a successful agricultural
cooperative in a fairly large Indian community. Although
women are active in harvesting crops like coffee, peanuts,
and maize, and are engaged in small-scale commerce and
handicrafts, they are not members of the cooperative. Their
work outside the household is considered 'complementary'
to men's work.
While women are passing by, carrying heavy baskets,
on their way to market, the male staff of the cooperative tell
us how hard it is to find women tojoin the staff with some
knowledge of trade and the ability to do heavy work ...
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South, with its own views and ideas, and they realised that it was
about time to take account of women's ideas and the way they
participate in development.

HIVOS's policy: first steps
HIVOS went through the same process as other Dutch donors. In
1985 we carried out an internal evaluation of the impact on
women of development activities funded by HIVOS. The report
was an eye-opener, because it tackled the presumed equal
interests of poor men and women and the presumed 'genderneutral' effects of development programmes. It made it clear that
women derived scarcely any benefit from training-and-loan
programmes and that their interests were not taken into account
in project proposals or planning.
After the report we organised several workshops to discuss
WID issues and the need for a WID policy. A working group was
set up, consisting of representatives of the regional desks, both
men and women. Its focus was mainly on WID in the South. At
that time we didn't consider it necessary to have an internal WID
policy or to have a staff member working on gender-related
issues. The group's purpose was to elaborate WID criteria and
assess WID policy in the different regions. However, after some
time we concluded that criteria and procedures were not enough;
what was necessary was an explicit WID policy document with
clear goals, to be discussed by all HIVOS staff and partner
organisations. There were three motives for this decision:
• Justice: women are most oppressed and therefore most
deserving of attention.
• Consistency: no claim to contribute to the emancipation of
poor people can logically overlook women, who are the obvious
majority in the poorer strata of society, not only in the South but
also the North.
• Efficiency: women's contribution to development is essential.
Women produce and process food, are engaged in small-scale
industry and trade, take care of nearly all the family's needs, and
carry a far heavier workload than men. It is mostly because of
women's unceasing efforts that poor communities do not
collapse. Thus programmes cannot be run efficiently if women are
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not systematically involved in their preparation and
implementation and if their wishes, needs, and interests are not
taken into account.

Policy priorities
On this basis we formulated the following policy priorities:
• Working for the social and political empowerment of women
through programmes focused on education, facilitating women's
participation in decision-making structures, via the formation of
women's interest groups and organisations, and networking
among like-minded organisations that promote women's
interests.
• Promoting women's economic independence through ensuring
their access to resources and means of production, as well as
control over resources and benefits from their activities.
• The principle that women's right to self-determination
regarding their own lives and bodies should be guaranteed and
promoted by legal action (e.g. right to abortion, penalisation of all
forms of violence against women), sexual education, ensuring
women's access to safe and reliable contraception, education of
men, etc.
• The elaboration of strategies to lighten women's workload,
such as labour-saving techniques, creches, education of men, etc.
The WID policy document was translated, sent to our partners,
and discussed with them, because an active WID policy hinges on
good cooperation with local NGDOs. To accelerate this process
further, HIVOS decided to increase support to women's
organisations, especially those involved in lobbying and
influencing public opinion, legislation, and politics.

Evaluation and a new focus on mixed projects
In 1992 we evaluated our policy. We concluded that advances had
been made with respect to institutional support of women-only
organisations, but that little had been achieved in the case of the
so-called 'mixed' organisations. The gender-specific information
they provided was still insufficient, and on many occasions
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HIVOS had failed to ask for it. We found that WID criteria played
a minor role in project approval in the case of mixed
organisations.
In order for our WID policy to be more balanced, therefore, we
decided to concentrate on the programmes of the mixed NGOs
and not to 'delegate' all the responsibility to women-only
organisations. For more effective monitoring and assessment in
regard to WID, we first analysed the constraints in gender policy
and practice faced by NGDOs supported by HIVOS. The study
was carried out by means of an analysis of recent externalevaluation documents in which gender issues received special
attention, mostly because experts in gender issues were on the
evaluation teams.

How NGDOs in the South are dealing with WID
issues
As with the donor agencies, discussions on WID and gender in
the Southern NGDOs got off to a relatively late start. Attention to
WID was seen as inspired by Western feminism; agencies that
tackled the issue were accused of donor imperialism; WID was
considered to be the latest fashion among donors. Nonetheless,
many NGDOs became aware that money was involved, and
began to pay lip-service to HIVOS and other donors, stressing the
important role of women in development, particularly in their
documents.
Also, many women's projects were formulated and set up
without any previous gender analysis or feasibility study. There
was a boom in income-generating projects (IGPs) for women —
poultry-rearing, dress-making, gardening, handicrafts, and the
like.
The late 1980s saw a slight change in the attitude of the
Southern NGDOs. The destructive effects of war, violence, and
structural adjustment hit women harder than men, and NGOs
became aware that this had consequences for their programmes.
At the same time, the women's movement in many countries was
growing stronger, stimulating some openness and awareness of
women's issues and gender-relations. Many of our partners
started to study the situation of women, organise women's
conferences, formulate ambitious targets (for example, that 50 per
cent of our loans should go to women), and create separate
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women's desks. Despite — or perhaps because of — this rapid
initial burst, many activities stagnated after a few years: targets
were not realised, women lost interest, IGPs failed.
These failures are not difficult to explain. The efforts to
integrate women into existing programmes failed in many cases
because the activities as such failed to take into account the
educational level of women involved, the time they had available,
access to the location of the activity, women's specific interests,
men's resistance, etc. Also, male fieldworkers, who are common
in many NGDOs, may find it difficult to address and motivate
women.
The efforts to start separate women's programmes were not
always successful, because they presupposed that women have a
lot of spare time; they generally did not consider the economic
activities which women were already engaged in; there were
often problems with marketing, transport, raw-material supply,
book-keeping, etc.; they generated very little income; and they
failed to challenge existing gender-determined roles.
The provision of budgets and staff was often minimal, as was
the support from other teams. Women's programmes tended to
be rather isolated in the organisations. The strength of the
women's motivation was sometimes overestimated. Women are
not always interested in development activities: their interests
differ according to their ages, economic situations, relationships
with husbands and families. Older women may think that
learning new things is reserved for younger generations.
Of course, there are exceptions: women's projects that were
successful, both in economic and emancipatory terms. But
examples of an integrated approach where women are really
considered as equals, with equal access to credit, training,
technology, or other services provided by local NGOs, are scarce.
There was a strong connection between progress on genderaware policy and the composition of staff in the sample of twelve
NGOs surveyed. The NGO with the most advanced ideas and
activities had an equal number of male and female staff and
board members. The NGOs most resistant to WID had female
staff only at secretarial level. Moreover, in many organisations
female staff continued to be discriminated against in terms of
salary, career structures, training, and attendance at seminars.
The contribution of local development NGOs to women's
development and empowerment was therefore less than

Gender policy in HIVOS 145

expected, given the NGOs' pretensions to a vanguard role in
development, organisation-building, democracy, and the like. It is
even probable that this supposed vanguard role has actually
blocked an open attitude towards men's and women's real
interests and preoccupations, and — what is worse — has
propagated a paternalistic approach to project planning and
people's participation.
The recommendations of the study refer mostly to basic
principles of involving both women and men in project planning
and organisation for change, listening to them, and making joint
analyses and proposals.

Women's organisations: successes and problems
The NGOs in our survey that really made a commitment and a
contribution to women's development and the transformation of
gender relations were the women-only NGOs, above all those
who work from a feminist perspective. They are engaged in a
wide variety of activities such as legal aid, action on legal issues
and violence against women, reproductive rights, education,
leadership training, credit facilitation, organisation-building and
so on. Most of these women's NGOs started life as small action
groups and evolved into well-staffed and well-organised
development NGOs. When they started out, there was a lack of
available information — accounts of experiences and successful
approaches. This stimulated creativity and inventiveness in
methodology, the involvement of women, and action-oriented
research. Mixed organisations could have learned from them, but,
alas, the interrelation between women-only and mixed NGOs is
still problematic in many regions.
Because of hostility towards feminism or feminist issues like
reproductive rights or sexual choices, many women's groups tend
to focus on strengthening their own organisation and identity
rather than trying to influence institutions such as political parties
or development NGOs. This inward-looking strategy has not
contributed to better mutual understanding. Coordination
between women's organisations has also been poor. Their energy
is dispersed, often because women with multiple claims on their
time can usually give only a limited period to an organisation and
tend to leave even leadership positions after a year or so. Despite
the concentration on strengthening the organisation, the women's
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organisations are often institutionally weak. And there is the
perennial problem of underfunding.
In spite of all this, however, a growing number of women's
organisations are aware of the need to involve mixed organisations,
to make alliances, and to get a grasp of politics so as to be able to
influence state institutions. There is a growing coordination
between women's organisations and state bodies (mainly ministries or departments in charge of women's affairs). On the other
hand, the mixed NGOs are also becoming aware that the inequality
gap between men and women must be bridged. In these ways, new
openings and opportunities are presented — and should be used.

Conclusions
In all this process, donor NGOs have played their part. Both
Northern and Southern NGOs not only started late with WID but
also made false starts. For our future policy, HIVOS has come to
the following conclusions:
• It is important for a donor to have an expressed WID policy
with clear goals and criteria and to share this with partner
organisations: they have a right to know where you stand and
what you want. There should be no hidden agendas. Discussions
with partner organisations in workshops or platforms where
different experiences are brought together are extremely
important for fresh inputs and further development of the policy.
• Don't push partner organisations too hard, or try to condition
your support: this leads only to irritation and is counterproductive.
• It is, however, important to be firm and demanding when it
comes to information on gender-relations, the impact of the
project on women's situation, the impact of women on the project.
If details on women's and men's capacities, interests,
relationships, access to and control over resources are not
available, there is a risk that the existing gap between
development opportunities for women and men may be widened
even further by your support. If this kind of information is not
available or is of poor quality, you should become very suspicious
when cultural constraints are mentioned as a barrier to women's
participation and development.
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• Be firm in the implementation of policy: if an NGO doesn't
respond and if women drop further behind through the project
activities, stop funding on the grounds of divergence in views.
But don't use your purse as a policy instrument in order to
change institutions.
• Support for 'sisterhood' (using Sarah Longwe's term) is very
important.
• Facilitate gender-training, and monitoring and assessment of
gender planning, preferably with the help of local experts.
• Staff training is a necessary (but not sufficient) condition for
implementing a gender-aware or WID policy as a donor. Active
assessment by the gender-responsible person and regular internal
evaluations are also necessary.
• Discuss/question the male/female composition of staff of
partner organisations. But note here that if the male /female staff
composition or division of labour in your own organisation is
unbalanced, it will be difficult to do this and retain credibility.

CASE STUDY 2

Staff development and
gender training in Oxf am
(UK/I)
Bridget Walker

Background: the Gender and Development Unit
(GADU)
GADU is one of a number of specialist support units in Oxfam.
The Unit was set up in 1985, in response to concern within Oxfam
that considerations of gender were not being taken into account in
Oxfam policy and programme, and in recognition of the need to
mainstream gender in the organisation's work of development,
relief, and advocacy.
GADU's history is described elsewhere in detail in this report
(see Case Study 3). Its approach to promoting gender-fair practice
throughout Oxfam addresses both practical programme support
and policy development. To carry both these lines of work
forward, it became clear early on that training was a necessary
tool, and in 1988 a trainer joined the existing two gender advisers
in the unit.

Why training?
Training is not an end in itself. Nor is it the only tool available. It is
one of a set of tools for mainstreaming gender in an organisation.
Before undertaking a training, therefore, we must ask:
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•
•
•
•
•

What is the problem to be addressed?
Is training the answer?
What is the desired outcome of the training?
How is that outcome best achieved?
How do we measure the success of the exercise?

Training is also a necessary but not a sufficient condition for
mainstreaming gender. It must be backed up by policy and
procedures for implementation of that policy in practice. Thus,
we also need to ask of a training exercise:
•
•
•
•

What is the training for?
Who trains, and with whom?
When, where, and how is the training carried out?
After training, what then?
For GADU, these were the important factors:

a. that training should be part of a wider development process;
b. that it should develop or strengthen capacity on the ground;
c. that it should be 'custom-made' for Oxfam, providing a
consistent approach which could be replicated, but was also
flexible and adaptable according to circumstances and needs;
d. that training would be directed primarily at Oxfam's own staff;
e. that it should make the most effective use of limited resources.
Training is a transformative process: it aims to increase
knowledge, to develop understanding, to change behaviour, and
to offer new skills with which to do this. The relationship between
knowledge and behaviour is intricate: effecting a change in work
practices can lead to a change in understanding (as well as the
reverse). But training does not lead in itself to change in attitude
as such — although some trainers would argue that this, too,
should be the aim in the case of gender training.

What is gender training?
We see gender training as existing on a spectrum. At one end is
gender-planning training, involving the use of analyses such as
the Harvard framework, and the models of Moser and Levy, in
order to analyse project plans and to plan from a gender-based
perspective. Training of this kind is often aimed at decisionmakers, such as officials in development ministries, and tends to
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be top-down and non-participatory in its mode of address. Used
in this way it can become a mechanistic tool; for example, the use
of the terminology of gender planning such as 'equity' and
'empowerment' may not be grounded in the principles of genderfair development.
At the other end of the spectrum is awareness-raising, building
on the insights and methods of the women's movement. It is more
experiential and participatory, and typically begins from
personal issues and leads outwards to the political.
Oxfam's training is a combination of these. It includes
planning, relating directly to Oxfam's programmes; but it is also
experiential and flexible, aiming to take account of the different
contexts of our work.
It should be kept in mind that the training described here is
designed primarily for Oxfam staff, but it may also address issues
of how to raise concerns about gender with partner organisations.
Oxfam field staff also carry out a wide range of gender-related
training activities with partner organisations.

Training offered by GADU
In the UK and Ireland, GADU has organised courses for staff in
the Overseas Division, focusing particularly on managers, with a
special session for overseas managers who come to Oxfam House
for a management-induction course. New work is being
developed on a thematic basis, and there have been workshops on
gender and emergencies and conflict, to assist staff to incorporate
a gender-based perspective into their work on disaster response
and relief (see Thematic Paper 3).
For Oxfam staff generally there is a Gender and Development
course, which provides a basic introduction to the issues. Then
there is a focus on gender in Oxfam's communications policy and
practice in the development education and advocacy structures in
Oxfam. Like the Gender and Development course, the Gender
and Communications course is open to all Oxfam staff.
A three-day Knowledge of Oxfam course is part of the
induction of all new staff, and this includes a session on gender as
one of a number of options. GADU is responsible for this session.
Oxfam's Training Department runs an Equal Opportunities
training course and a course on recruitment and selection. These
include gender-related components. The first is mandatory for all
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staff, and all managers involved in staff recruitment must attend
the second. By contrast, gender-training courses are voluntary or
are designed by special request and agreement with the
departments concerned.
Overseas, there are various kinds of training.
• At regional level: the gender training which took place in Chad
in January 1992 is an example of a process that has happened in a
number of regions. The staff in Oxfam's offices in francophone
West Africa initially put gender on the agenda of a regional
meeting. This was followed by a regional seminar on the issue,
from which a recommendation and request came to GADU for
gender training. The training itself was a five-day workshop for
managers and programme staff from the region. To date, training
has always been by request, not imposed on staff in the field.
• At country level: where possible, gender training has been
carried out at a regional level, thus maximising resources and
enabling exchange of information and experience between
different country programmes However, there are some
instances where it has been appropriate to undertake training at
country level, for example in Ethiopia, where there is a large staff,
engaged not only in funding support of partner organisations but
also in running a number of operational programmes, particularly
of a relief and rehabilitation nature.
• As part of a network: at about the same time as GADU was set
up, AGRA (Action for Gender Relations in Asia) was established
as a network concerned with gender issues in programme work
in Asia. Most of the Asia training has taken place within the
context of network meetings, often around a particular theme.
AGRA is now divided into two different geographical sections;
the most recent AGRA East meeting, held in Thailand in 1993,
had conflict as its central theme.
• Training for trainers: a workshop was carried out in India in
1991. It included partner organisations and examined training
methodologies in the context of gender-related issues.
• Thematic training: the example of conflict has been given above.
Another theme on which both GADU and other Oxfam staff have
held workshops is the gender-related aspects of income
generation.
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• Focus on a specific sector, an example here is a workshop on
fisherfolk held in the Philippines.
• Training run jointly with others: in 1992 the Oxfam Emergencies
Unit ran a training workshop in Delhi for Oxfam staff in Asia
concerned with emergency response. GADU was invited to
contribute to the planning of the workshop; this included
integrating considerations of gender into such areas as emergency
assessment, and there was also a half-day session specifically on
applying gender-based perspectives to emergency response.
• Preparatory work with other colleagues for their own training
sessions, such as discussions with the Oxfam Technical Unit prior
to their training workshop on water provision. GADU did not
participate in the training, but contributed to the planning and
resources.
Outside Oxfam, when the EC/NGO network in the UK
decided to look at gender training, Oxfam was instrumental in
designing the first of a series of workshops for member agencies.
For emergency work Oxfam sometimes uses consultants who
are available at short notice. Unlike Oxfam staff they may have
had no exposure to gender concerns. In 1993, therefore, GADU
participated in a training workshop organised by Red R (Register
of Engineers for Disaster Relief), and highlighted the needs of
refugee and displaced women.

Methods
GADU's training is located in practical experience in many
countries, of women's roles and relationships, the cultural, social,
and political context in which those roles and relationships exist,
and also the historical context, customs, and traditions.
We regard gender-aware and gender-fair development as the
responsibility of both women and men. Training must therefore
involve both (although there is also a place for work with
separate groups of women), as men need to take on responsibility
for work on gender and need to know how to do it. In our
training workshops GADU always works with co-facilitators
from the region, male as well as female where possible.
What this training aims to do is to offer some tools for analysis
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of the different roles and situations of women and men in
development. These tools may include learning about and
applying the different methodologies to our own programme,
planning, assessing, monitoring, and evaluation from a genderbased perspective. Questions covered may include:
•
•
•
•
•
•

how to gather and use baseline data;
the importance of disaggregated data;
how to listen to women and work with them;
how to raise issues with partner organisations;
how to communicate gender-related issues;
how to give thematic work, such as emergencies, or work on
debt, a gender dimension.

It is very important to document the training subsequently, as a
guide for future learning.
GADU is currently working on the recording and
consolidation of Oxfam's experience of gender training. We have
commissioned the production of a gender-training manual, which
we hope will incorporate learning from both the South and the
North. Work has also been done on the development of
guidelines for managers within the organisation.

Impact
We have found that gender training does have a notable impact,
and a training session or workshop is often a memorable event
with very positive results. Training is a valuable team-building
exercise. It can — and often does — lead to increased awareness
of gender-linked issues and needs. It is not easy to measure the
impact of training, because there are so many other variables, but
the resultant outputs may be seen as possible indicators. This can
include, for example, a country team deciding to write or revise
policy for its own programme, the inclusion of gender issues in
project criteria, the setting of minimum standards, the application
of gender-awareness to planning and evaluation exercises, and
work with partner organisations to raise and address genderrelated issues. Gender-awareness may be applied in a new
situation; for example, in the recent drought in Southern Africa
the Oxfam team in Zambia applied principles of gender-aware
work to their response to the disaster. This ensured that women
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had a major say in the relief programmes developed and contrasts
with the 'service delivery' style that has often been a characteristic
of emergency responses.
At a less immediately practical level, gender training has
thrown up a range of theoretical and strategic issues and
provided a forum for analysis and discussion of what exactly we
mean by 'development'. The examination of unequal roles and
power structures raises issues about the distribution of power
between the centre and the periphery, and North/South relations
in general and in Oxfam's relation to its partners and regional
staff. It can highlight common defence/avoidance strategies, such
as labelling gender a 'cultural imposition'. On the other hand it
has also been described as a post-feminist concept, co-opting the
insights of the women's movements rather than supporting the
feminist demand for change and social justice
Gender training also makes people look critically at the workculture of the organisation and at Oxfam as an institution where
gender policy is formally approved, but there is a long way to go
in practice, for instance in recruitment. It highlights other areas of
need for staff development, such as further training skills. The
methodology presents models of ways of working which are
more participatory, and can be a democratising process.
Thus, GADU's experience of gender training has confirmed
that it does provide a perspective and a set of tools for
approaching an analysis of social and gender-determined roles
and relationships.

Some problems and difficulties
All this is not to say that there have been no difficulties. C e r t a i n
difficulties are specific to Oxfam's structure; for instance, GADU's
position in the Overseas Division has resulted in some difficulties
in addressing cross-divisional issues and responsibilities such as
recruitment. Since equal opportunities work has been addressed
in a different Oxfam Division, it is not always integrated with
GADU's work, and although there has been a link through the
person of the trainer, the conceptual links need to be made much
stronger. There is a need to understand both the common strands
between the two areas and their distinctive differences. The issue
of equal opportunities in recruitment and selection needs to be
seen not only as a procedure which is enabling for women
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candidates, but also as a procedure which tests the levels of
awareness of social and gender-linked issues in candidates and in
the organisation at large. A tactic to achieve this could be to carry
out training side by side with equal opportunities work on job
descriptions.
In fact, there seems to be a kind of 'either/or' treatment of
gender and equal opportunities issues. Oxfam's equal
opportunities policy was a significant factor in getting a gender
policy on the agenda; but that policy has now been approved at a
moment when the equal opportunities policy seems weak.
Opportunities for mutually reinforcing both policies should not
be missed.
Also specific to Oxfam is the advisory nature of GADU, even
within the Overseas Division. This has been problematic in
ensuring that good practice actually happens. The three-cornered
contract between participant, trainer, and manager has been
weak, because the implementation of gender-aware or gender-fair
programmes has not been a management responsibility. It is
hoped that this will change radically with the organisation's
adoption of the gender policy for the whole of Oxfam, with a clear
message from senior management that it is the responsibility of
managers and not GADU to 'police' that policy. The most
pressing need is probably for the training of managers. Gender
training itself has never been mandatory in the majority of the
work we have done; thus it is often the case that, while those in
the field have received training, the manager back at Oxfam
House may not have done so.
Another constraint is the problem of chronic under-resourcing.
This is certainly the case in Oxfam, but equally certainly is
something common to all work on women.
There is also the problem that gender training may be seen as a
panacea. As we noted at the outset, gender training is a tool, one
of many, and cannot deal with all the weaknesses of a
programme. At the level of staffing, for example, in some teams
there is still a serious shortage of women in senior positions; the
work culture may not be supportive to women; there may be no
clearly defined policy for staff development. At the level of
procedures the advice on gender may not be implemented: for
example, the questions on the Project Application Summary Form
relating to the position of women in the project may be left
unanswered, data are not disaggregated by gender, and it is
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therefore difficult to ascertain how gender-linked concerns are
being addressed in practice.
Finally, there is a need for consistency across all areas of
Oxfam's work. Advocacy, relief, and development all need to be
approached from a gender-based perspective.

Conclusions
The following is a (non-exhaustive) list of the lessons GADU has
learned from its training experience:
• Training is most effective when it is part of an integrated
approach to gender, within a clear policy framework and with
management commitment to implementation.
• The expectations of training may be unrealistic, especially if the
training is not 'followed up. A one-off workshop will have little
impact without follow-up, which should therefore be written into
the original training programme. Follow-up should include
specific objectives, a timetable for implementation, identification
of those responsible, and procedures for review of progress.
• Training is part of a process. As such, its objectives within the
process need to be clear.
• Networks provide a supportive environment for the
development of training. Sharing information and experiences of
is useful and mutually enriching.
• We must keep in mind that gender issues are complex and
sensitive, breaking new ground for many people and tackling old,
entrenched habits of thought and action. Thus training can be
seen as both threat and promise by different participants. Strong
reactions are to be expected.
• While it is important that both women and men do gender
training, they have different expectations and understandings of
it, and different needs for either support or challenge and
questioning.
• Finally, gender training itself is in a constant process of
development as a result of experience. There is still much to learn!
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CASE STUDY 3

GADU: a specialist gender
unit in Oxfam (UK/I)
Eugenia Piza-Ldpez
The experience of the Gender and Development Unit of Oxfam
(UK and Ireland) is rich and varied. There have been successes
and difficulties; and it would be impossible to cover the whole
range of experiences in a single case study. In this paper I shall
focus on the strengths and weaknesses of having a separate unit
as a structure to promote gender-fair practice in Oxfam. Although
I want to concentrate on the difficulties and challenges, in the
hope that others can learn from our mistakes, this should not
obscure Oxfam's very considerable achievements in the field of
gender and development.
It should be said at the outset that the debate on the best
structures to promote gender-fair practice in NGDOs should not
be limited to whether to create a separate unit with specialist staff
or integrate it into everybody's job. Gender work does not take
place in an institutional vacuum, and the nature and functioning
of each institution will determine its potential for change, areas of
blockage, and potential allies. Thus, for each NGDO, its structure,
institutional culture, and ways of working should be decisive in
selecting the best approach or structure for its gender work.
The potential and difficulties of integrating gender described in
this case study correspond to a relatively large agency with staff
on the ground operating in many countries and cultures on a
wide range of development activities: education, lobbying,
fundraising, relief, and development.
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Oxfam and the creation of GADU
Oxfam's work in development and relief in over 72 countries is
managed from 45 field offices. Field representatives have
decision-making powers for programme and policy development,
staffing (including specialist staff), and management within
agreed policy. Many field offices have or have had gender
specialists. In the UK and Ireland the structure includes regional
desks, advisory units, of which GADU is one, and departments,
plus area offices responsible for fundraising, education, and
campaigning.
GADU was formally created in 1985 by the Overseas Director
as an advisory unit for Oxfam's programme, with one part-time
worker. Since 1988 there have been four staff members on openended contracts and two or three on fixed-term contracts
responsible for special projects. We also work with consultants.
GADU's work has expanded progressively from its original
focus on projects and programmes overseas (1985-89) to include
the UK and Ireland operations (campaigning, fundraising,
information) and lobbying (1989/90 to the present). Our mandate
is to integrate a concern for gender into all aspects of Oxfam's
programme: policy development, programme advice, training,
and lobbying. Within this remit our broad aims have been:
• to establish gender as a legitimate development discipline and
field of expertise within Oxfam;
• to create awareness of gender as a development issue and a
perspective that contributes to sound practice;
• to provide a bridge between development practitioners,
academics and activists in the North and the South;
• to promote a shift in programmes to ensure that women are
consulted and their specific needs as women met;
• to scale up the programmes by lobbying bilateral and
multilateral aid donors.
Various strategies to address all areas of Oxfam's work have
been developed. These have included:
• internal lobbying for changes and allocation of resources to
gender work;
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• training to promote cultural change;
• constantly raising questions of best practice, direction, and the
politics of aid, from our standpoint as a unit;
• using a mixture of 'soft' and 'hard' styles in internal
communication;
• using gender-focused external networks for support, learning
and solidarity-building.

Institutional obstacles to the promotion of
gender
Broadly, the main obstacles to the integration of gender-fair
policies into Oxfam's programme result from two factors: the
institution's own structural limitations, and the problems intrinsic
in constructing an agenda for gender-fair social change in
patriarchal societies.
Problems resulting from Oxfam's structure
One source of difficulty is the advisers' low status within the
organisation. For instance, programme-support services such as
GADU have only an advisory function. They do not hold budgets
and they do not have decision-making power. Also, the location
of the gender unit in Oxfam's UK headquarters gives rise to
tensions between staff at the centre and staff at the periphery,
hindering acceptance of the Unit's advice; and the predominant
emphasis on geopolitical rather than thematic work has made it
difficult to work on cross-cultural issues.
Oxfam's prevailing management style also militates against
effective integration of gender-fair policies: it has been relatively
loose and is effectively decentralised. Organisational backing for
the imposition of structures and procedures and the setting of
standards is lacking, with the result that these things are done
only on a voluntary basis. Field staff are on four-year fixed-term
contracts, and staff turnover is high.
All these factors mean that support services have had to work
where they were given access and could create alliances. Their
position in these conditions has been fragile and vulnerable to
changes in staffing.
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Problems resulting from gender issues themselves
An obstacle often raised to the integration of gender issues into
mainstream development policy is the argument about the
sanctity of 'culture' and the dangers of interventionism — another
facet of the tensions between the centre and the periphery. This
also links into a development analysis which, until recently,
emphasised class and ethnicity at the expense of gender.
The personal and the professional have tended to overlap
when addressing gender issues. The conventional view of gender
specialists is that they are pursuing their personal agendas as
women in arguing for gender-sensitive policies and practice. This
bolsters resistance to gender issues from both men and women.
Finally, consensus has been lacking on the relative importance
of gender, and there has been unwillingness to examine the issues
involved. Until recently gender issues were taken on board
largely by committed individuals in the UK and overseas, and
therefore the continuity and funding of the work was vulnerable
to staff changes. This was not helped by the shortage of women in
senior management positions.
This latter constraint made a secure institutional framework for
gender work in Oxfam essential. However, a concern with a
'bottom-up' policy-development strategy which developed and
emerged from our programme meant that the unit's work for
some years was not securely positioned within the organisation.
Policy work started in 1987, both in the field and the UK. Oxfam's
gender policy was finally approved by Council in May 1993 after
extensive consultation.

Dismantling the obstacles
Promoting social change in a large organisation and facing the
difficulties outlined above has been a challenging task. GADU has
combined three strategies to put the issues on the agenda and
change working practice and culture:
• a multi-pronged approach, working at the levels of
programmes, policy, and advocacy;
• building strategic alliances;
• promoting management support for institutionalisation.
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A multi-pronged approach
The unit's main activities are varied, and include policy
development, programme support and advice, training, resources
and communications, lobbying and networking, and
organisational culture. These areas of work have been developed
and refined over the years. Sometimes it has been a planned
process; sometimes it has resulted from institutional coincidences.
Work on policy and procedures has been slow and painstaking,
directed towards developing a gender policy and mainstreaming
gender into existing procedures, sometimes working with allies,
sometimes striving to influence managers. GADU has tried to
ensure the integration of gender-fair policies into development,
relief, and personnel procedures, by participating in recruitment
and selection, raising the issues, requesting more gender-aware
managers. In 1992, when the Overseas Division was restructured,
gender-awareness was included in all new job descriptions for
managers, and this is increasingly becoming a criterion in the
selection process.
Programme-support activities have included field trips, in-house
project appraisal, monitoring and evaluation. This has had a
gradual and significant impact in improving the integration of
Turning a project around: the Wello water project
In an Oxfam-supported project to assist in the improvement
and provision of water supplies, wells were installed in
many communities and springs were protected. The
objective was to work through existing channels, including
government administrators and local leaders such as the
farmers' association chairman.
Problems with the pumps started to emerge, including
technical faults and difficulties encountered by women
users. When concerns were raised about consultation with
women as users, Oxfam went back to the community and
assessed the gender-dimension of the project. As a result it
was decided to construct open wells and strengthen
community participation in project management. A liaison
team of four women was set up and a Community
Participation Officer was appointed. She worked alongside
engineers in design and consultation.
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gender issues into programmes and projects and in reaching out
for new partners working on the issues.
As part of training on planning and awareness-building (see
Case Study 2), field offices in Asia, Latin America, and Africa
organised regional meetings for staff to debate gender issues. These
meetings overcame GADU's isolation from the overseas offices and
created a base of support. It also enabled GADU staff to develop a
working definition of gender which reflected cultural diversity.
Complex and challenging discussions have taken place on an
on-going basis on many issues, ranging from 'what is gender?' to
how to raise issues with partners, how to work where there are no
NGOs, how to reach women in highly centralised societies, and
the role of income-generation projects in promoting women's
mobility. The level of debate varies widely between field offices,
but very many have tried to come to terms with concerns about
gender and relate them to their work. GADU has been very
involved in this process.
Institutional learning has been promoted through publications
and internal newsletters, development seminars, a specialist
library, issue-based meetings, and feedback into Oxfam's
publications. Especially in the 1985-7 period and in 1993, the unit
raised many questions in relation to Oxfam's institutional culture
and the position and needs of women in the labour force. When
GADU was created, it successfully campaigned with staff in the
equal opportunities and women's groups for a creche for the
children of staff at Oxfam's headquarters.
AGRA South and AGRA East
Action for Gender Relations in Asia (AGRA) is a network of
Oxfam staff in the region aimed at promoting awareness
and integrating gender issues into programme. Set up in
1985 as a forum for female staff, it gradually came to
involve men and women. Among its activities AGRA has
undertaken extensive training in awareness building for all
programme and administrative staff, including drivers.
Project reviews and staff exchanges have also taken place.
Today the network is divided into East and South, and
meetings continue to take place on a thematic basis. In 1993
there were workshops on gender and employment and
gender and armed conflict.
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Raising gender issues in the workplace enabled the unit to
make links with women at different levels and work with
committed staff on meeting gender-needs in the organisation.
However, the need to have an impact on programme work,
together with limited resources, led to prioritisation of the
overseas programme for some years, during which the unit was
not sufficiently in touch with staffing issues and female staff.
Creating strategic alliances

Central to GADU's achievements has been the existence of
gender-specialist staff and gender-sensitive female country
representatives based in the field offices. They have acted as
catalysts for gender work: networking with grassroots women
and women's organisations, promoting policy development and
training of partners, and, for instance in Asia, creating staff
networks on gender. These staff were, and continue to be, key
allies in promoting links between the unit and the field. Many of
the difficulties faced by gender specialists in the field are similar
to those of GADU. However, this ad hoc network has been
instrumental in carrying forward concerns for gender-fair
development.
Again because of limited resources, GADU prioritised work
with these staff when strategising support to the programme, as a
way to learn from the programme and root the unit's perspectives
and activities in Oxfam's experience. Programmes with gender
specialists and those open to work on gender issues were given
inputs and support. This enabled GADU to implement its
objectives. However, it must be kept in mind that creating
alliances and working through them is a dynamic process, and
also a negotiating process where mistakes can be made. GADU
has had to change its approach and style to response to structures
and concerns in the field.
A similar strategy has taken place at headquarters, where
GADU has developed joint efforts with some departments and
units to take forward gender-related issues and has linked its
lobbying initiatives to UK-based networks.
GADU now considers working with allies a strategic approach
to the promotion of gender and to working in ways that reflect a
developmental approach. However, the work would be fragile
and unsustainable without an institutional framework and
management support.
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Oxfam's strategic objectives for its
programme on gender, 1992-5
Aim: To make gender analysis and response integral to the
whole of Oxfam's programme in emergencies, development,
and communications, and ensure that Oxfam is proactive
and influential on gender issues.
Objectives:
1 to agree and implement a gender policy for Oxfam;
2 to incorporate gender-awareness into recruitment and
selection in the Overseas and Marketing Divisions and other
personnel procedures and practice, and into management
induction and staff development;
3 to enable staff to assess, monitor, and evaluate work from
a gender-based perspective and to achieve acceptable
standards for implementation;
4 to make managers accountable for improved performance
in incorporating a gender-based perspective into the work
for which they are responsible, whether in development,
emergencies, or communications/advocacy;
5 to promote appropriate gender policies in other donor
bodies and raise the level of public debate on gender;
6 to implement a contract with the Marketing Division in
order to ensure that gender concerns are fully integrated
into Oxfam's communications work.

GADU has recently initiated a linking project with an emphasis
on staff meeting and learning from each other (see Case Study 9a).
The project, which has a two-year life span, includes regional
consultation with partners and women's organisations on key
development issues, and extensive work by field offices in
reviewing their programme and preparing issue-based case
studies to distil best practice.
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Institutionalising gender through management support
Since 1992, the climate for gender work in Oxfam has changed.
The concept of gender-fair development has gained legitimacy
and it forms an important part of programme plans and priorities.
The key to this change has been the support of senior managers,
especially gender-sensitive women, and their commitment to
taking gender issues forward at corporate level. A policy has now
been agreed. This has provided a framework for monitoring and
implementation, and will continue to do so.
Managers at all levels are now responsible and accountable for
policy implementation. This may bring significant changes in
Oxfam's programme and working culture. This process has
ensured the integration of gender-based concerns in the Strategic
Plan for Oxfam's programme overseas and in the Strategic Intent
for Oxfam as an institution.

Conclusion
GADU's experience, like that of many other NGDOs, illustrates
that there is no infallible recipe for integrating gender-fair practice
into all aspects of the institution and its work. We have learned
three major lessons from our approach:
• It is important to work on policy development from the start,
in order to enable gender specialists and managers to have a
guiding framework for the work and to achieve sustainable
changes.
• The process of work on policy development can be
incorporated as part of a strategy of awareness-building and
raising of issues, and should be participatory.
• It is better to combine work on programme issues with work
on gender issues in the workplace, both to strengthen female staff
throughout the organisation and to promote working cultures
consistent with programme policy.

CASE STUDY 4

Structures to promote gender
within MS
Gitte Berg

What is MS?
MS (Danish Association for International Cooperation) works in
the following areas:
•
•
•
•

development in the South;
international understanding;
solidarity;
information/education in the North through development
work in the South;
• cross-cultural solidarity (e.g. with immigrants, refugees).
MS operates in ten countries, mostly in Africa, and also has offices
in Central America and Nepal.
Within a general overall objective of poverty alleviation,
women comprise one of the four priorities chosen by MS as
objectives for its development cooperation efforts. The other three
priority areas are development by people, the environment, and
sustainability.
MS has had an explicit policy on women and gender written
into its official documents since 1981, requiring that women and
men are provided with equal opportunities and access to
resources and benefits, decision-making and power, with an
emphasis on development by people.
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Gender policy in MS: a history
Since 1975 (the date of our first women's conference), groups of
women in MS have been working on a women's policy and
development with women. First there was an informal MS
women's group, which is still operating, and later a more formal
women's policy committee was established. Since 1989 MS has
employed a full-time women's consultant.
The 'accompanying spouse' clause introduced to our staffrecruitment policy in 1977 resulted in work with women's
activities and women's groups, initially informally via so-called
'non-requested development workers'. This work has developed
into specific, requested women's activities. At first these were
undertaken mostly from a welfare and anti-poverty perspective,
for instance by means of income-generating projects. This
approach has now changed and a greater emphasis is put on the
productive role and empowerment of women.
These were some milestones in the 1980s and early 1990s in
progress towards the concretisation of MS's gender policy and the
creation of structures in the organisation to support it:
• In 1981 the MS task force on women published a 'White Paper'
which laid the formal foundation for future work, giving higher
priority to women in development.
• A report published in 1989 by the Danish anthropologist Rie
Odgaard, entitled How do African women benefit from the volunteer
aid programme?, provided the final argument justifying the
creation of a women's consultant post.
• In 1991, the MS programme in Zimbabwe carried out a study
entitled Hello, is gender there?, written by Ellen Farr and Rudo
Chitiga.
• Finally, Half and half: guidelines for development cooperation with
women was published in early 1993, as the official policy
document in MS, approved by the political system. These
guidelines are the fruit of a process of three years' work,
involving Danish development workers and staff in the South and
in Denmark and a four-person working group. Over the next two
years (from 1993), Half and half will be integrated as policy in MS
Denmark and MS in the South.

\
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Problems and constraints
MS thus has a written, officially approved policy on gender-fair
development, forged over many years of work. However,
difficulties arise with implementation, even though people
working on gender in MS have developed or recommended
various tools to raise gender-awareness in the organisation:
gender-sensitive recruitment, gender training, project manuals,
evaluations, etc.
Why do these difficulties occur? Partly, because gender and the
implications of a gender analysis for agency practice in all areas
are still not fully understood by everyone in the organisation; but
also because the structure of a 'normal' organisation, MS
included, often operates as a system of constructed inequality and
marginalisation in which gender consultants or other people
working on gender have unequal access to status, power, the
setting of agendas, and the making of decisions.
This imbalance has come about partly because MS's women
and gender policy was integrated at a late stage in a process
initiated as long ago as 1975, with the employment of a women's
consultant in 1989; and partly because the gender issue is not
regarded as sacrosanct, unlike other development issues such as
environment and people-centred development.
There are two basic elements in the policy on women which
inevitably provoke resistance at all stages:
• it promotes equal opportunities and women's empowerment;
• it challenges male power by potentially undermining
management's accepted values and by cutting across settled
hierarchies.
As with any new policy, the introduction of a gender policy will
always arouse resistance: the need for it will be questioned, it will
be opposed for 'technical' reasons, it will be labelled a 'political'
issue because it contradicts or displaces a previous policy. Indeed
the introduction of policy — and particularly gender policy — is a
highly political undertaking. Moreover, gender issues confront
the political and the personal in a way that forces women and
men to reflect on relationships in their own lives as well as the
larger patterns of gender-relations. Women may be seen as 'too
aggressive' and men may feel the need to defend their own
gender-determined roles. At the broader level, ideas about gender
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are not just about men and women, but also subvert the whole
way in which organisations are run. If gender-fair policies are
fully integrated into an organisation, they change ways of
working, impose more complex analyses (ones that include
feelings, for example), and enforce a new dialogue between
women and men. In structural terms, resistance is closely allied
with problems of top-down management structures at various
points: within the organisation; from North to South; and within
partner organisations.
So how do we 'sell' the gender policy to the organisation? There
are a number of important constraints. The main constraint is a
general one concerned with the hierarchisation of development
objectives. In most organisations, other policies, such as poverty
alleviation and counteracting inequalities due to class or racial
differences, are treated as the primary development objectives. In
this schema the unequal position of women and legalised
discrimination against women are subsumed. Women's unequal
situation is also regarded as an 'internal matter' in the countries
and cultures of the South, in which we have no right to interfere.
Among other problems, this view is based on an erroneous
perception of 'culture' as something static and unchanging.
There is also a constraint related to different levels of
understanding in different areas of the organisation. In overseas
programmes, and with overseas development workers, MS gender
staff talk in terms of 'women', because people have difficulty
understanding 'gender' or the distinction between WID and GAD.
At home, however, in development education work, they do talk
in terms of 'gender', for example in discussing how to get
women's views and values on issues of trade and debt into
development education. This is a strategic choice. The additional
input into discussions of trade and debt obtained by adding a
gender-based perspective can make development education on
these macro-economic issues more interesting by 'humanising'
them.

Strategies for enforcing implementation of the
gender policy
Gender specialists in MS have recognised, therefore, that careful
strategies have to be sought for getting a gender policy
implemented. These strategies need to be targeted on two levels:
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• management and leadership: responsibility for gender-fair
practices must be written into the organisation's power structure,
and management should be accountable in this regard;
• dialogue in daily working life: this involves networking,
communication with activists, desk officers, etc., to make sure that
knowledge of gender issues percolates through the organisation.
More specifically, the strategy involves:
• Integrating gender within the organisational structure.
Restructuring in MS has recently been carried out to incorporate
structures responsible for gender work.
• Making gender-awareness and a gender-analysis methodology
a key tool and professional qualification for programme staff in
the Danish and Southern offices of MS. To be effective in practice,
this depends on the new structure.
• Making gender-linked concerns an integral part of all
development work and policy in MS Denmark. This requires
planned training of management and key people at the top levels
of the organisation.
• Mainstreaming and agenda-setting.
• On-going monitoring. Two country programmes are being
reviewed each year and gender-fair methodology is being
incorporated into terms of reference, review guidelines, and team
composition. Policy papers are produced every second year, and
there are annual reports.
• Networking and lobbying to promote continuous dialogue on
gender throughout the organisation. This needs suitable resource
people. The task force in this respect is the Women and Gender
Policy working group.

The gender unit or gender consultant
MS's gender consultant will in future be working more closely
with the head of MS and with management. However, the job of
the gender consultant is to be a resource, a catalyst, and a lobbyist.
She has competence but not responsibility for integrating gender
throughout the organisation — that is the job of management. The
tasks of the gender consultant (or gender unit) include:
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• raising the issue of gender and lobbying on it within all areas
of the organisation;
• coordinating and networking;
• introducing the gender-analysis and encouraging genderawareness via training;
• introducing methodologies for implementing policy on gender
and women in the organisation;
• developing and introducing tools, mechanisms and procedures
for monitoring and evaluating the gender policy.
Finally, it should be recognised that gender is a professional
specialism, and the gender unit in an NGDO — whatever form it
takes — is a specialist structure. Gender-awareness and a genderanalysis are therefore part of the professional qualifications for
the gender staff, and a requirement of the job.
This has important consequences for staff recruitment and
selection procedures; contracting and terms of contracts; renewal
or otherwise of contracts preceding the introduction of gender
policy; and the selection of trainers if not in-house. However, only
the heads of department or other senior managers can ensure this
and have the power to enforce the fulfilment of requirements and
conditions.

A gender unit or officer, or integration of gender
into all structures in the organisation?
We have found that in order to achieve full integration of gender
into the organisation, special provisions and personnel are
necessary. There is a contradiction at policy level between a
gender policy calling for mainstreaming and an emphasis on
gender as a specific area. This will only be resolved, and our
gender policy satisfactorily integrated into the structure of the
organisation, if there is both acknowledged responsibility at
management level for integration of the gender perspective
throughout the organisation, side by side with a 'special desk
officer' for women, a gender consultant, and a task force for
gender policy.

CASE STUDY 5

North/South dialogue:
the experience of Novib
Adrie Papma
Novib's history of dialogue with partner organisations in the
South on the integration of gender-fair practice is over ten years
old. Over that period we have concluded that it is very difficult to
have a direct influence on partners' policy on gender. For this to
happen, various support structures and mechanisms in the South
are necessary. Novib has been developing work in the promotion
of such structures since the mid-1980s. This method of working
has in turn influenced Novib's policy and led to changes within
the agency itself. Women's organisations, particularly from Latin
America, have challenged Novib's relations with its partners.
Gender policies aimed at the empowerment of women are a
crucial element of Novib's ultimate objective of alleviating
structural poverty. The basic elements of our gender policy
towards partners are:
• providing institutional support on gender-related concerns to
both mixed and women's organisations;
• promoting support platforms, thematic working groups, and
networks for partner/partner relations and exchanges;
• investing in local consultants to accompany partners in
developing their own gender policy and practice;
• working towards more equal relations between partners and
donor organisations via South/North project linkages and
networks.
Some elements in Novib's strategy are described below.
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Developing a gender policy in partner
organisations
Novib encourages the development of gender-fair policies within
partner organisations. Here we operate at two levels: first, in
promoting a gender policy within all partner organisations; and
second, in supporting autonomous women's organisations, both
at the level of the target group — to provide poor women with
increased access to and control over resources and decisionmaking — and the level of political claim-making — to foster the
development of ideas and strategies for addressing more
structural dimensions of women's subordination.
Currently, Novib supports 85 women's organisations — about
10 per cent of all Novib partners. A new strategy is to encourage
women's organisations to build working relations with mixed
organisations and institutions, with the objective of promoting
cooperation and the formulation and implementation of a gender
policy among mixed organisations. For instance, together with the
Dutch Overseas Cooperation Ministry, Novib has recently carried
out an evaluation of the relationships between NGDOs and
women's centres in Peru and Colombia (results forthcoming).
A problem we have encountered in encouraging the
formulation of a gender-fair policy among partners is that of
phasing the process: should all the partners be formulating policy
at once, or in series, beginning with the most gender-sensitive —
or the most resistant? This is both a tactical problem, in terms of
developing a pool of knowledge among partners, and a problem
of capacity for Novib and for local consultants.

NGO platforms
These platforms grew out of policy platforms, which were
organised as a mechanism to increase and organise consultation
processes after Novib was criticised by partners for unilateralism
in its policy definition in the 1980s. The policy platforms grew
into local, national, or regional platforms or networks of NGOs,
including some that were not within Novib's sphere of influence.
Concurrently with this development, the decision was taken in
Novib to make gender and development one of its main lines of
action. Thus the country and regional platforms, at which Novib
partner organisations formulate recommendations for Novib's
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country-specific policy, are important forums at which mixed
organisations and women's organisations can discuss GAD
issues. On the platforms also a space has been created for
women's organisations to meet with senior representatives of
mixed organisations.

Use of local consultants
Local independent consultants provide long-term institutional
support to partner organisations in their work on gender.
Consultants play an important role in the dialogue between
Novib and its partners. However, consultants are not an
intermediary link between partners and Novib, and do not
participate in decision-making on programmes and projects. The
relationship is triangular: a local, independent consultant may be
hired by the partner, by Novib, or by both.
Novib is compiling two pools of consultants with different
skills and orientations. One group are experts on gender and
development: these play an important role in accompanying
partners, mainly mixed NGOs, in their processes of formulating
and implementing a gender-fair policy. Programme evaluation
has revealed that partners are enthusiastic about this strategy,
which offers them more long-term forms of accompaniment by
local GAD experts. In fact, they have said that it makes Novib's
insistence on their integrating a gender-based perspective
acceptable. In 1991, Novib organised a workshop in Managua for
gender experts on the possibilities and limitations of the role of
the outside consultant.
The second group are locally based general consultants or
experts in specific areas of development. Novib expects these
consultants to approach evaluation, monitoring, and
accompaniment from a development perspective into which
gender is integrated. A recommendation from the Managua
workshop mentioned above is that comparable workshops should
be held for this kind of consultant. General workshops in the
Netherlands with local consultants have been held recently.

Thematic working groups of partners
These groups offer a valuable opportunity for partners, frequently
together with local consultants, to discuss their successes and
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failures in mainstreaming gender-fair policies. There are now nine
working groups on gender: four in Latin America, four in Asia,
and one in Africa. These are mixed groups containing experts
from women's organisations and mixed NGDOs, and combining
experience-sharing and policy debate between NGDOs. It is
therefore important that both gender experts and directors or
other senior NGDO personnel are represented on the working
groups.

North/South linking projects
These are informational, educational, and lobbying projects which
focus on making links and comparisons between Northern and
Southern aspects of particular issues. One examples is a
South/North Project on Sustainable Agriculture, in which
research was done in the Netherlands and in Asia into alternative
agricultural production practices and their constraints. Another
example is a linking project with women's organisations in Latin
America which resulted in the Entre Mujeres network, whose
members are Northern and Southern, mixed and women's
organisations. This is a lobbying network aiming to influence the
policies of Southern NGDOs, donor organisations, and
international bodies such as the World Bank, the EC, and UN
institutions.

Support to Southern NGO networks
Novib is encouraging and financing NGO networks in the South
to do work on issues relevant to Novib partners, with a focus on
regional and international lobbying. A major example is Novib's
international networking project on human rights and women's
rights (see Case Study 9c).
All this work with reference to Southern partners must of course
be underpinned by an internal policy of positive action towards
women coherent with Novib's gender policy towards project
partners. This is vitally important for Novib's credibility with
partners. Novib's Contours for Novib's policy concerning women:
work-plan 1991-1993, produced in April 1991, has set out a
timetabled programme of actions for making Novib's policy on
women a reality, both internally and externally.

CASE STUDY 6

Incorporating gender into
Lome IV projects and
programmes
Dorothee Versteylen, Women's Officer, DG VIII, European
Commission

Formulating a gender-fair policy
The European Community's policy on women in development, as
formulated in various conclusions of the Council, aims to integrate
women as agents and full beneficiaries into the mainstream of development. It focuses on improving women's income-earning capability
and broader opportunities.
The basic principles of the policy are increasingly endorsed by
non-industrialised countries of the South, as witnessed by the cooperation agreements between the EC and the Asian and Latin American
countries, as well as by the Lome Convention itself, which defines the
framework for Community cooperation with 69 countries in Africa,
the Caribbean, and the Pacific (ACP). In the third Lome Convention
(valid for the period 1985-1990) the issue of Women in Development
was confined to one article in the Chapter dealing with socio-cultural
cooperation; in the fourth Convention the WID theme is no longer
isolated as a socio-cultural issue, but is integrated throughout the
texts as an issue which is important for the economy and society as a
whole.
The objectives of the Convention explicitly state that men and
women must be able to participate and benefit on equal terms from
ACP /EC development cooperation. This principle is then elaborated
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in the following chapters, especially those dealing with the sectors of
agriculture, animal husbandry, and fisheries. Not only are the target
populations, such as farmers, differentiated by gender, but the
Convention recognises that for women to participate on equal terms
with men, special measures are required in the framework of the various development projects and programmes. In addition, where EC
support for structural adjustment programmes is discussed, women
are being given attention as a specially vulnerable group.
Apart from this integration of the women's dimension in the chapters dealing with economic and technical cooperation, the special
article devoted to the position of women which existed already in
Lome III has been maintained and further elaborated, in that it discusses — besides the need to improve the economic status of women
— issues such as access to education, health care, family planning,
and labour-saving technology.
So as far as the formulation of policy is concerned, much progress
has been made. Formulating policy, however, is one thing; what
counts is its implementation.

Implementing the policy
If women are to be integrated into the mainstream of development
cooperation, a number of measures are required, both within the
administrative systems of the donor — the European Commission, in
this case — and at the political, administrative, and project levels in
the recipient countries. In this context, I shall concentrate on the ACP
countries.
At project level
To start at the level of projects, we see that the integration of women
requires first of all research into the different tasks, responsibilities,
needs, and opportunities of both men and women. The next step is
that project design and appraisal has to be based on this genderanalysis, and measures have to be planned in terms of project staff,
activities, and inputs, in order to make sure that men and women
will benefit equally from the intervention. It is thus often the case that
female staff need to be recruited, to work with the women from the
target population. The agricultural extension and credit systems
often need to be adapted in order to be made accessible to women. To
enhance the participation of women, special activities should be
undertaken, such as the training of project staff, literacy and technical
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training for women in the target population, and the introduction of
labour-saving technology.
Such measures do, however, require financing — which is not necessarily a problem in the context of bilateral cooperation, in particular
where 'Women in Development' figures among the priorities of the
donor country. But in the framework of the Lome' Convention,
finance can indeed be a problem. The reason is that the Convention
limits the EC's potential for implementing policy — on whatever
issue — and these limitations become particularly acute when it
comes to policy concerning a still-sensitive issue like Women in
Development.
ACP countries
The Lome' Convention is in law an agreement between two equal
partners (the EC on the one hand and the ACP countries on the
other). An important basic principle of the Convention is the right of
the ACP countries to determine their own development models and
strategies. Their cooperation with the EC will then serve to support
their efforts.
Where the position of women is concerned, the Convention
explicitly states that 'cooperation shall support the ACP-states' efforts
aimed at enhancing the status of women ...'. In other words, if an
ACP country does not undertake any effort, there will be little to
support.
What does this mean in practice? To give one example: a couple of
years ago, the Commission received a request for financial support
for an extension of the Ahfad College in Sudan. This is a private
university for women, with a good reputation, training women for
positions in the private sector and in the government administration.
With the government then in office, an agreement was reached to
finance a consultancy study into the physical requirements (buildings
and teaching materials) and the relevance of course contents. A
financing proposal was duly made. In the meantime, however, the
political situation in Sudan had changed radically, with the present
government not altogether committed to promoting women's status;
as a result, the Ahfad proposal was put aside.
We see, therefore, that the political context in a given country
determines, to a great extent, what can be achieved. This is particularly true in the framework of the Lome Convention, which operates
on the principle that the authority to make decisions on the expenditure of the European Development Fund (EDF) rests largely with the
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recipient country. At the start of a Convention period, the EDF is
divided according to certain criteria among the individual ACP countries, who then themselves decide — in consultation with the
Commission and in accordance with the Convention — on the priorities for using the available funds.
This means that the EC cannot decide on its own to add female
expertise to project staff, for example, or to commission a study of
women's needs in a certain area, or to finance an interesting initiative
from a local women's organisation — since this normally requires
dipping into the EDF, which in principle is controlled by the ACP
country concerned.
So funding measures to promote the participation of women is not
straightforward for the EC, even though the participation of women
is an objective of the Convention. The problems which arise, even in
less extreme political situations than in Sudan, may be illustrated by
a small incident which occurred half-way through the negotiations
for Lome IV, during a meeting of the EC/ACP Council of Ministers
in Brazzaville. An official document, reflecting the recipient nations'
point of view, stated that indeed women's roles and interests should
be taken into account — 'as long as this would not slow down the
project formulation'. It is true that this 'slip of the tongue' was quickly corrected, but it does indicate that the practical implementation of
the WID policy will require negotiations in respect of each project,
and that the initiative for such a discussion will usually lie with the
Commission.
The European Commission
And here I come to the third level of development administration
which is important for implementing WID policy: that of the
Commission's own services. How and to what extent can the
Commission ensure the integration of women in EC-financed development operations?
As in most donor administrations, it is the so-called WID Desk
which is the moving force behind the formulation and implementation of WID policy. This desk was created in 1982 within the
Directorate General for Development (DG VIII), which is responsible
for cooperation with the ACP countries, while in 1990 a similar desk
was installed in the Directorate General for External Relations (DG I),
which is responsible for development cooperation with the Asian,
Latin American, and Mediterranean countries.
The staffing of the desks — one person on each — is very limited,
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and has so far made it impossible for the desks to scrutinise individual funding proposals. Ideally, the WID desks should have sufficient
resources to contribute to all stages of project preparation.

WID strategy
In this administrative context, the WID desk in DG VIII has adopted
a pragmatic strategy, taking the line that every official in the department is responsible for the implementation of the Lome Convention,
and thus for the WID policy. It was important to ensure that staff
with operational responsibility — that is, the country desks and the
technicians in Brussels, as well as the staff in the Commission delegations in the ACP countries — should understand the issues of women
in development, and receive training in gender-fair practice.
In other words, the WID desk concentrates on sensitisation programmes for staff, providing information and training, as well as
making tools and expertise available. The desk has regularly organised training sessions with staff in Brussels, and also with
Commission delegates on their visits to headquarters. The desk also
initiated a task force which produces irregular issues of a WID
Newsletter for colleagues in Brussels and overseas.
The WID desk's evaluation of a number of rural development
projects in Malawi stimulated useful discussion and increased
comprehension of women's issues, particularly on the part of
management. The EC was funding several rural projects in Malawi
which were very similar in design, except that one project had
adopted a strategy for the participation of women, but the others had
not. The mission report clearly demonstrated women's great interest
in receiving agricultural inputs and advice, while at the same time it
showed the potential of mainstream development projects to address
these needs, on condition that appropriate measures are taken.
Acting on this mission report, it was decided to carry out a largerscale evaluation of EDF projects implemented in four different
sectors of rural development in eight African countries. This exercise
produced a number of useful recommendations, which
(supplemented by lessons learned from other agencies' guidelines)
formed the basis of a Manual which I drew up in close collaboration
with EC colleagues.
The Manual includes instructions and guidelines for incorporating
women's concerns into the various phases of the project cycle, together with specific guidelines for the sectors of agriculture, animal hus-
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bandry, forestry, and drinking-water supply. In the near future we
hope to add a section on the fisheries sector.
The introduction of this Manual is being followed by staff-training
programmes in Brussels, and regional training workshops in Africa.
The latter target staff in the Commission delegations, as well as highlevel officials from ACP countries, who within the Ministries of
Finance, Agriculture, and other technical ministries are involved in
making decisions on EDF projects. In October 1992 we organised
regional training for the first time for some 40 participants — more
than half of whom were men — from eight African countries.
This first experience has been very positive. The participants are
increasingly interested and motivated to apply a gender-fair
approach to project-cycle management. This type of training, we are
convinced, is a potentially important strategy for the implementation
of WID policy.
We have also provided short-term technical assistance to the
Commission delegations: a number of expert consultants have
screened EDF programmes in several ACP countries — 20 so far — to
identify projects which are in principle relevant to women. In collaboration with EC staff and the national authorities, they make operational recommendations for each WID-relevant project, for the
strengthening of women's participation.

Results
Altogether, these activities have achieved a marked change in staff
mentality. Where, a couple of years ago, the issue of Women in
Development gave rise to jokes (if not undisguised aversion), and the
conviction that such concerns were the hobby of Western feminists,
the theme is now accepted as being one of the issues that need to be
attended to, even if there is no common agreement yet on the 'how
and when'. In general, there is a willingness to accept good operational advice, and to present this to the respective government
authorities. Increasing attention is being paid to the roles and needs
of women in the framework of feasibility studies or mid-term
reviews, and in some cases this has led to the adaptation of project
staffing, activities, and inputs.
This is the case in an irrigation project in Senegal, where female
community-development workers have been appointed to organise
women to claim better access to irrigated fields, agricultural extension, credit, and other project services.

f
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In the framework of an agricultural project in Benin, the staffing of
the project and the scope of the agricultural extension services have
been adapted in order to respond to the needs of women farmers.
After a WID evaluation of a rural development programme in
Togo, it has been decided to recruit a number of female field workers,
to act as intermediaries in an Islamic context between rural women
and male technical staff.
In an irrigation project in Burkina Faso which aims to improve
swamp rice production, the majority of the participants are women.
This is also the case in a sheep and goat development project in
Botswana.
Women constitute a large part of the target population for several
rural development projects in Nigeria. They do actively take part in
activities like adult education, literacy training, primary health care,
and family planning, and in a support programme for small-scale
enterprises. In this latter field, a special effort is made to avoid conventional income-generating projects for women, and to select real
profit-making enterprises. Various women's cooperatives have benefited from credit for agricultural machinery for the cultivation of rice,
or other crops, on a relatively large scale. Women are trained in the
handling and maintenance of machines, and in the elementary principles of book-keeping and management. The new enterprises and
cooperatives are regularly visited by business management advisers.
In a forestry project, also in Nigeria, more than 4,000 women participate in the establishment of tree nurseries and the planting of
trees. In the second phase of the project, women's groups will be
trained and credit will be made available for animal-husbandry and
agricultural investments.
Many projects in the fisheries sector, and in particular in artisanal
fisheries and aquaculture, have built-in activities aimed at decreasing
women's workload in the processing and marketing of fish through
the introduction of improved technology, credit facilities, etc.
Apart from these cases where attention to women's roles and
needs is an integrated part of mainstream development operations,
specific actions for women are also undertaken. In some cases these
are projects carried out with the Ministry of Women's Affairs,
financed from the EDF, but more often they are co-financed NGO
projects. It is interesting to note that the NGOs are slowly moving
away from the conventional women's projects dealing with cooking,
sewing, and handcrafts to more innovative schemes aimed at
improving the status of women. Indeed, the NGO co-financing
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scheme can constitute an interesting channel, complementary to the
official aid schemes, through which issues can be addressed like the
legal status of women, sexual violence, female circumcision/infibulation, awareness-raising, and networking.

Conclusion and recommendations
Thus we see that in a variety of countries with quite different sociocultural contexts, actions are possible to help women participate in
and benefit from mainstream development operations in various sectors of the economy. But we are only at the beginning of the process,
and unfortunately there are still too many projects which bypass
women.
Certainly much progress has been made in the last couple of years.
To a large extent, this has been possible thanks to a small budget line
made available in 1991 by the European Parliament, which enabled
the WID desk to hire external expertise. Money alone, however, is not
enough: there needs to be sufficient staff in Brussels to implement,
coordinate, and monitor the action programme.
The EC's delegations, usually staffed by an economist, one or two
agronomists, and a civil engineer, need to be strengthened by the
inclusion of staff trained in the area of gender and development. EC
member states might help in this respect, by seconding academics
who have studied gender and development to work with the delegations for limited periods.
A third area where the member states could play an important
role concerns the need for capacity-building. While gender studies do
exist in some member states, there is a need for expansion, particularly in the provision of fellowships to students from the South. Also the
creation of gender-training courses at universities in the South, and
the incorporation of gender issues in other development-related
courses, is essential for the creation of expertise which will eventually
benefit every phase of the project cycle. A more widespread academic
capacity on gender and development within the member states of the
European Community will contribute to better formulation and
implementation of policy in their own bilateral work — which in turn
will contribute to improved policy implementation in relation to
women's needs at the Community level.
(Note: The contents of this paper are the sole responsibility of the
author, and do not necessarily reflect the views of the Commission.)

1

CASE STUDY 7

Monitoring criteria: the
experience of Novib
Ellen Sprenger
This paper will address a series of questions:
• How is monitoring organised within Novib's project
department, and what is the place of gender monitoring within
it?
• What are we monitoring? — Novib's project policy with
partners and the instruments for implementing it.
• How is this monitoring implemented in-house and at partner
level, and what is the interaction between these two arenas?

The context for monitoring: introduction to
Novib
The Dutch NGDO Novib was founded in 1956. Its mandate
included direct assistance to the poor; fundraising in order to
generate the resources to do so; informing and educating the
Dutch public; and exerting political pressure through advocacy.
Its founding group included people from various walks of life:
rebellious priests, academics, and civil servants with links to the
foreign ministry. In countries in the South, Novib worked closely
with staff of Dutch embassies.
Generating sufficient financial resources was a problem in
those early days, and the Department of Foreign Affairs assisted
frequently. This cooperation was institutionalised in 1965 in the
first co-financing agreement between the Ministry of Foreign
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Affairs and Novib. Soon three other co-financing agencies
followed, including HIVOS in 1978. This first co-financing
agreement was based on the awareness that NGOs play an
important role in poverty alleviation. In the early days this role
was predominantly seen as complementary to the more
technocratic and macro-economic approach of the Ministry itself.
In recent years NGOs are also increasingly being valued for their
activities in the field of political advocacy.
In the 1970s, Novib acquired the reputation of being a socialistleaning organisation. It made many links with like-minded
organisations in the North, and its threefold strategy of project
work with partners, development education work, and political
lobbying has been maintained up to the present.
From the late 1970s onwards, Novib has become increasingly
professionalised, employing academics and field-experienced
staff, among other experts, and placing more emphasis on
accountability, the production of annual reports, and other
mechanisms.
Novib's growth over the past 15 years can be gauged from the
following table:

Total staff
Project Department staff
No. of projects
Turnover (Dfl.)

1977

1992

71
20
266
30.2m

255
105
899
160m (c. US$80m)

In 1992, Novib had 800 partner organisations in 45 different
countries.

Monitoring: meeting two core objectives
We carry out monitoring in Novib in order to meet two central
objectives. First, to show what we are doing and how Novib
makes a difference, and to meet our responsibility of
accountability to our constituency and the Dutch public in
general, and to the Dutch Ministry of Foreign Affairs. The
underlying objective here is to emphasise the importance of
development cooperation in general and Novib's work in
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particular, and to promote a constantly growing interest in and
knowledge of development issues and North/East/South
relations among the Dutch public. A further objective here is to
safeguard our sources of income and canvass others, in terms of
co-financing (75 per cent of Novib's financial base in 1992) and
fundraising (25 per cent in 1992).
The second objective of our monitoring is to contribute to a
process of learning within Novib and among Novib's partners.
This has the further objective of facilitating a process of
continuous reflection aimed at operationalising Novib's mission
statement, i.e. the alleviation of structural poverty and the
achievement of sustainable development.

Monitoring, past and present
Monitoring is an activity aimed at understanding what you are
doing: a process of reflection, of following progress made, and of
planning ahead in the light of what is learned. It is a process that
is continually taking place (but not always consciously, or
deliberately) in every individual and every organisation.
However, it is most valuable when it is done in a centralised and
systematic way, bringing together a variety of experiences and
following up on the new insights gained from the process.
Over the last few years, much work has been done on the
systematisation of monitoring activities within Novib, and our
computerised central monitoring system, applying both to Novib
in general and to each department, has only recently become
operational. The development of the central computerised
monitoring system received a strong impetus from the
elaboration in 1990 of an impact study and its recommendations.
The initiative for this study, which involved in-depth studies
by independent researchers of a number of partner organisations,
came from the four co-financing agencies in a joint attempt to
contribute to the general debate on the quality of development
cooperation. A strong point that came out of this study was the
need for improvement of the monitoring and evaluation system in both

co-financing agencies and partner organisations.
In the field of gender and development, the developing of
monitoring initiatives and the quest for a central monitoring
system had been under way since the mid-1980s (see below).
These were considered important instruments for conscientisation
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on gender-linked issues and hence for the implementation of
gender policies. Among the activities carried out were women's
criteria checklists, research on strategies of women's projects, and
an inventory of women's projects. However, the fact that there
was no central system from which to extract information meant
that these activities were very time-consuming. This revealed
very clearly the strategic importance of a monitoring system that
is disaggregated by gender. It was also learned that, apart from
such a monitoring system, a positive attitude among staff
members is needed. This pointed to the more general need to
develop a so-called monitoring 'climate' within the organisation.

The projects department: building bricks of our
policy
Novib's mission statement declares that:
Novib's core objective is to contribute to sustainable
development by means of structural alleviation of poverty
and injustice, especially for marginalised groups in the
South. In order to reach this goal of sustainability, Novib
focuses specifically on the relationship between poverty and:
• access to and control over natural resources;
• gender-relations;
• human rights.
We do this by strengthening autonomous partner
organisations and through the promotion and facilitation of
networking and alliance-building with other organisations.
In its work Novib has opted for three priority themes, or rather
lines of action: the environment, women, and human rights. A
further important characteristic is that over the years a shift in
policy has taken place, from a focus on the target-group level and
project support towards a focus on partner organisations. In
addition to this there is a focus on regional and national
specificity. This policy is built basically on two convictions: first,
the belief that projects and programmes need competent, strong
organisations to ensure better and more sustainable performance
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— hence the need for organisational strengthening; and second,
the belief that strong NGOs and NGO networks play a key
political role in strengthening civil society by facilitating
processes of democratisation — hence the need for institutional
development.
Within the projects department, important policy instruments
are:
• platform meetings; seminars (issue-based and occasional);
working groups on a more continuous basis; consultancies,
particularly on priority areas; project monitoring and
evaluation systems (PMEs); financial reporting; discussions on
regional or country-specific issues (e.g. income generation,
AIDS, etc.);
• conferences with consultants and partners in order to promote
dialogue;
• national, regional, and international lobbying activities;
promotion of strategic alliances; networking;
• building and strengthening structures for consultancy in the
countries where we are active.

Monitoring instruments for project (partner)
policy
Novib currently has an array of instruments for monitoring the
implementation of policy at project or partner levels. These
operate within the institution and as part of our on-going
dialogue with partner organisations. These are some of the
instruments:
Internal
• Multi-year planning, yearly planning, and quarterly reporting
on progress made.
• A central, computerised monitoring system.
• Project and partner evaluations, at the end of a (usually) threeyear time-frame of financial support. Also a yearly progress
report from partners.
External
• Country and regional policy documents: these are drawn up
and monitored during partner platform meetings.
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• Partner profiles: in the process of implementation. The main
objectives of a partner profile are: to facilitate the monitoring of
stronger and weaker points and the effectiveness of partners; to
strengthen the partners through dialogue with Novib and
among partners; to strengthen the quality of the decisionmaking process concerning possible support of partners on a
multi-annual perspective; as an instrument to increase the
transparency of Novib's view of partners.

Monitoring gender and development: a brief
history
Pressure to establish a more systematic approach and policy on
what was then called WAD (women and development) dates
back to the early 1980s. There was a strong internal lobby for it,
but also pressure from partner organisations, particularly in Latin
America. The change in the international climate as a result of the
UN Decade for Women (1976-85) also played an important role.
This was the period that saw the birth of Taskforce Women, at
that point very much an advocacy group aiming for the
institutionalisation of gender-fair practice, and the first policy
document on gender and development was written (1983).
In the mid-1980s important steps were taken, with the
establishment of a WAD officer in the projects department in 1986,
a second general policy document, and research on women's
projects. This study revealed that there was not enough
information on the impact of programmes and projects on women
in the target groups. Information about the position of women in
partner organisations was also found to be lacking. Moreover, there
were not enough women-specific projects. This too pointed to the
need for developing a central and standardised monitoring system.
In the late 1980s, the WAD officer introduced a women's checklist, but did not succeed in getting it implemented. This was a list of
issues raised by the involvement of women in projects, intended to
facilitate discussion during the phase of project identification and
approval. Although project officers generally agreed that the checklist was a useful instrument, it never really took root, because the
checklist was extensive and the general monitoring activities of the
department were not yet well enough developed to be able to use it
adequately. In the end the list was reduced to four key issues to be
considered when approving a project proposal:
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• What are the main obstacles for women indicated in the
analysis provided by the counterpart?
• Is there a separate women's section within an integrated
project/programme? If not, chances are that the participation of
women and the promotion of women's interests will be limited.
• Are the activities and the means of the project/programme as
accessible to women as to men? If not, emphasise greater access
and/or other means.
• What are the expected effects of the project/programme on
women? Think of: division of labour; workload; access to
production factors and information. If the position of women is
made worse, turn down the project in the form presented.

Monitoring gender and development in-house
Since 1990 active in-house monitoring has been established. It was
felt that visible targets were needed, rather than another policy
document; thus for the 1990-93 period a practice-oriented threeyear work-plan, aimed at implementation, was developed. The
result was the formulation of Contours for Novib's policy concerning
women: work-plan 1991-1993. The document has been adopted by
Novib's board of directors, with whom, together with the heads
of regional desks, ultimate responsibility for implementation rests
in the final instance.
In the work-plan, a number of targets are formulated. These
are the targets for the projects department:
• Terms of reference for projects will include gender-relevant
issues.
• Missions (identification, scouting, monitoring, and evaluation)
should include gender-sensitive people and at least one
woman with gender expertise.
• Evaluation and project-approval memoranda should answer
four main questions (these are the four questions summarising
the previous women's checklist).
• Affirmative action should be taken in order to engage new
female consultants.
• Novib should strive to increase the number of women's
organisations as partners, aiming for a target of 10 per cent of
all partners by the end of 1992.
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At present (May 1993), it can be said that the first four of these
targets are on-going and will be included in Novib's general
monitoring criteria and procedures. In addition to this, the target
of 10 per cent autonomous women's organisations has been met:
in 1992 Novib supported 85 autonomous women's organisations
(11 percent).
Contours turned out to be an influential document, because of its
practical orientation. In addition, it made the issue of gender clearly
visible within the organisation and among partner organisations.

Monitoring gender and development at partner
level
In Novib's relationship with its partners, monitoring is perceived
as an essential element in a learning process whereby Novib acts
as a facilitator, either directly, by participating in monitoring
activities, or indirectly, by providing financial support for the
recruitment of local consultants.
We have found that partner organisations increasingly express
a need for guidance or other forms of support to strengthen them
in their gender policy and implementation. Novib asks partner
organisations to reflect and report on progress made in this field,
and in that sense they are under a certain pressure to answer to
these questions. At the same time, processes of change are also
taking place among target groups, among individual NGO staff
members, and in the national climate. NGO platforms, which
provide a forum for discussion and consultation for NGOs in a
country (not necessarily all Novib partners) and in which
women's organisations have a high profile, are now being set up
in a number of countries, and are also a catalyst in encouraging
partners to seek guidance and advice on their gender policy.
A variety of responses from partners is encountered, forming
successive stages in a learning process:
• Avoidance/defence mechanisms are aroused. This occurs in a
very few cases.
• Women are put on the agenda and some women-specific
activities are initiated. The focus here tends to be on short-term,
immediate needs (first-step learning). (There is a danger, however,
that at this stage gender issues are being paid lip-service only, for
reasons of ensuring continued funding.)
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• Women are on the agenda, but, more importantly, the shift has
been made towards identifying gender-relations, as the source of
imbalances of power between men and women, as the core issue
to address. The organisations are in the process of making
internal changes, such as introducing affirmative action or
making the connection between short-term immediate needs and
long-term strategic interests. They are often in need of support
and backing, such as help from consultants (second-step learning).
We have developed one successful format that contributes to
the development of a gender-based perspective and policy: gender
working groups, in which representatives of partner organisations
participate. The objective of these partner groups is to strengthen
mixed organisations in particular. Representatives of women's
organisations and other gender experts act as facilitators in the
working groups. The idea is to promote exchange among partners
and cross-fertilisation between gender agents and others, and
thus generate a multiplier effect. In some cases lobby activities
were taken up collectively. The workshops focus on three levels:
internal policy development; analysis and planning; project
implementation and relationships with target groups. Currently,
nine working groups are active on a more or less continuous basis
(in Indonesia, Thailand, the Philippines, India, Mexico, Peru,
Colombia, Southern Africa, and Burkina Faso).
Working groups and workshops of this kind also take place on
other issues: the environment, project monitoring and evaluation
(PMEs), and financial reporting. They not only contribute to
organisational strengthening and institutional development, but
are also a forum where partners can discuss policy issues that
result in regional and country-specific policy documents.

Three monitoring instruments
Below we describe briefly three of the instruments which Novib
has developed for monitoring, both in-house and overseas.

Classification forms
This monitoring instrument is used in-house only. It is filled in
after formal approval of a project, and the objective is to be able to
classify partners into specific categories. With regard to gender,
these are:
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• autonomous women's organisation (both intermediary and
target group);
• partner organisation with a gender component (those
described earlier as having arrived at first-step learning);
• partner organisation with an integrated gender-based
perspective (those that have arrived at second-step learning).
At project level, a distinction is made between women's projects
and projects with an integrated gender-based perspective.
Country/regional policy documents
These focus on planned gender-related activities which have been
discussed and agreed upon during a partner platform meeting.
The objective is to have such platform meetings in all countries
where Novib is active, in order to develop a multi-annual policy
in dialogue with partners. In a number of areas these platform
meetings take place in each (sub)region.
Issues related to gender planning may include building and/or
strengthening consultancy networks by increasing the number of
women in them or emphasising the need for gender-sensitive
participants; setting up working groups on gender and planning
activities around them; running other seminars; identifying new
partners active in the field of GAD.

Partner profiles
An important function of a partner profile is to systematise the
information necessary for organisational and institutional support
and the strengthening of partner organisations. Focal points from
a GAD perspective are:
Institutional development
• Strategic alliances or other linkages with autonomous women's
organisations and/or women's networks.
• Participation in lobbying activities on gender-related issues.
Organisational development
• Affirmative action for women.
• Special facilities for women, such as (access to) training for
women's officers and women staff; maternity and childcare
facilities; flexible labour conditions such as part-time and/or
job-sharing arrangements.
• Presence of GAD expertise, either in-house or via consultants,
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at various levels in the organisation. Structures for ensuring
gender-fair practice within the organisation should be
systematically utilised, planned, and budgeted for.
• Activities contributing to the general gender-sensitisation of
staff (staff development).
Programme level
• Analysis of gender-relations among target group.
• Active participation of women in programme design and
implementation.
• Women's access to and control over programme benefits.
• Consideration of arguments to opt for either a gender-specific
or a gender-integrated approach.
• Monitoring and evaluation of impact of gender policies on the
target group.

CASE STUDY 8

Ibis' partner organisations
Diana Vinding

Who are Ibis' partners?
The Danish NGDO Ibis works with approximately 70 partner
organisations overseas. These embrace a wide variety of bodies:
government ministries (four in Namibia, two in Nicaragua);
municipalities (one in Namibia, two in Nicaragua); popular
organisations, such as peasants' organisations, trade unions
(approximately 20 in all, covering all countries where Ibis
cooperates, except Chile); NGOs (40, covering all countries).
Among these partners are women's organisations. Ibis works
with three independent women's organisations, all in South Africa,
and several women's sections affiliated to peasants' organisations
and trade unions in a number of countries. Women's organisations
are also among Ibis-supported small-scale projects (defined as
those with a maximum funding level of US$45,000).
A breakdown of Ibis' partners in terms of their attitude to
gender reveals the following pattern: two (both in Chile) are
feminist-oriented; two or three are gender-aware; \9 are fairly
gender-aware; 46 are not gender-aware.

Ibis' criteria for choosing partners
In choosing partners, Ibis operates on the principle that
collaboration should be built on the partner's own strategy and
objectives. This principle has entailed the establishment of a
number of important criteria. In the organisation's first phase,
political likemindedness was important, considered necessary
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from the point of view of active solidarity. Nowadays the most
important requirement is that partners should have a
participative approach, integrating target groups into every stage
of project design, planning, and implementation. To a lesser
extent (because these are supposedly included in these more
general criteria) Ibis looks for positive attitudes and good practice
in certain concrete areas, namely: human rights, the environment,
and women. In this last aspect, Ibis now looks for partners with a
positive attitude towards gender-fair development.

Critical issues
Conditionality or not?
DANIDA has a policy of conditionality as regards human rights
when proposing programmes and partners to the Danish
government, making reference to the UN Convention on Women
(CEDAW). DANIDA's thinking is that gender should be given the
same importance as respect for human rights in this regard.
Ibis, on the other hand, operates no policy of conditionality, for
the reasons indicated above: Ibis seeks partnership on equal terms
and with a strong emphasis on the participative approach and
processes of dialogue.
Attitudes of partners
Given that the majority of Ibis' present partners cannot be
classified as gender-aware, partners' attitudes to gender-fair
development often constitute a constraint. A variety of attitudes
and tactics of indifference and resistance is encountered,
including a total lack of interest or understanding; paying lipservice to gender in project applications and neglecting or
boycotting it at the point of implementation; manipulation of
personnel in charge of the women's aspect of a programme or
project, either by paying a lower salary or even by making open
or covert threats of dismissal; labelling as 'feminist' (with a
pejorative connotation) everything that challenges male
domination/influence (usually invoking fears of jealousy and
infidelity, liable to lead to divorce and family breakdown).
Recommended strategy
What strategy can be used to counter these forms of resistance?
Ibis has found that the most effective strategy is to establish
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dialogue with partners, and to offer institutional support in the
form of training or consultancy on gender issues.
It can also be helpful to use concepts of human rights as a lever
to make the partner organisation admit the legitimacy of women's
strategic needs and to see them as true rights: the right to work,
the right to leisure, the right to personal freedom (such as a
woman's right to decide for herself whether to go to a meeting),
the right to control her own body and decide the number of
children she will have, and the right to a life free from violence.
Another strategy is to develop a trust-building approach, for
instance through encouraging non-threatening activities for
women, in order to dispel myths about the dangers to family life
if women become active outside the home.
Although Ibis has sometimes found it counter-productive to
work with a directly feminist approach, feminist organisations
can be important as critical, innovative sources of ideas and
inspiration, and a future strategy will be to consult them when
overall policies and similar issues are being discussed.

CASE STUDY 9(a)

Networking to improve our
practice: Oxfam's South/South
Women's Linking Project
Candida March
This account concentrates on the experiences gained from the
Women's Linking Project, a three-year project coordinated by the
Gender and Development Unit of Oxfam (UK and Ireland). It will
attempt to give a glimpse of the methodology of the project itself,
its rationale, and some of the lessons we have learned from it.

Rationale
Very broadly, this project tries to respond to the need for greater
understanding and communication of gender as a development
issue; for a closer dialogue between South and North; for
alternative strategies for gender-fair development and
North/South cooperation; and for gender-fair policies and
programmes in Northern funding agencies, ones that incorporate
Southern women's perspectives.
More specifically, the Women's Linking Project is consulting
Southern women, in order to build gender-fair practice and policy
that are sensitive to Southern women's experiences. It also tries to
produce a basis on which to lobby Southern and Northern NGOs
for change in their gender policies.
Oxfam works through a large number of field offices, some of
which are fairly distant from the women's movement, while
others are leading with examples of best or near-best practice.
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This project is using networking to promote and explore
examples of best practice and to increase Oxfam's contact with
Southern organisations working on gender-fair issues. The project
also sets out to create solidarity and information-sharing
exchanges and informal networks for Southern NGOs, Oxfam
staff, and like-minded NGOs, in order for them to learn crossregionally and break through the isolation that many feel.
Finally, through communication and exchanges, the project is
promoting gender as a development issue to the British and Irish
public.

Stages of the project
The project is being implemented by a core group and advisory
group of Southern women and Oxfam and through our field
offices, promoting closer work with partners.
The South/North visit, March 1992
Eight women from Southern countries came to the UK and
Ireland to communicate to the public, forge solidarity links, and
build alliances around key issues: violence; health and
reproductive rights; poverty and sustainable development; and
culture. They met with a range of organisations and groups across
Britain and Ireland.
The rationale behind the visit was to identify commonalties
and differences as the basis for forging alliances; to promote
Southern women's perspectives of aid and other macro-issues; to
communicate to the public women's roles as agents for change.
Considerable spontaneous follow-up has taken place between
the participating groups and the Southern women, including the
development of joint initiatives and concrete solidarity actions.
But follow-up would undoubtedly have been greater if we had
had a more concrete strategy.
The consultation process
This is taking two forms: firstly, consultation by our field officers,
in-country, to produce case studies and an internal review of our
work; and secondly, regional meetings with women from
Southern NGOs to identify their priority issues and strategies and
the role that agencies like Oxfam can play.
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International meetings
A major international meeting is planned for February 1994. The
conclusions of the second stage of the project will be brought
together on a global basis. Delegates from the regional meetings
will come together to consolidate their findings. They will then
attend an international conference with Oxfam staff, where they
will meet to identify possible strategies around the theme of
North/South cooperation and Oxfam's role.
Communication
Finally, we will do communication and follow-up work,
including networking, advocacy, and preparation for the Beijing
conference.

What are the lessons?
What are the lessons from this mainly face-to-face networking,
and what is its potential impact on our gender work? What I am
describing here is mainly WLP's direct experience, but it is similar
to other initiatives undertaken by Oxfam, particularly in its
fiftieth anniversary year.
First, this is a high-risk, high-reward process. It is a process
fraught with contradictions and sometimes conflict; but at the
same time it can be a very empowering process which allows and
encourages alliance-building and information-sharing. It is a very
powerful and energising way of learning, expanding analysis,
picking up new ideas.
Successes
The North/South visit provided an excellent platform for
Southern women to speak, and good opportunities for dialogue
and a better understanding of each other's situation, North/South
and South/South. It also succeeded in raising interest about
Southern concerns in development in the British and Irish
women's organisations and community base groups visited. And
it helped to put gender-fair development more clearly on the map
in Oxfam itself. Interestingly, it provided opportunities for Oxfam
outreach workers and other organisations to strengthen, and in
many cases initiate, contacts with community-based organisations
and groups that had not seen working with "Oxfam as a prime
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concern. The visits increased Oxfam's credibility with, and
relevance to, community-based groups who, because of the WLP,
began to see Oxfam as an agency with something to say on
gender issues. This generated a lot of interest and sometimes
surprise.
Unresolved issues
But at times this type of networking and consultation can be
difficult. It is a process which brings to the forefront many
unresolved issues for development agencies, such as:
• The meaning and nature of partnership, of cooperation, of control
of decision-making processes. In particular, working with a core
group of Southern NGOs has been problematic for Oxfam. This
was a project whose primary aim was to influence Oxfam, which
was funded by Oxfam, and which needed to adhere to very rigid
Oxfam procedures. Yet the majority in the decision-making group
were non-Oxfam people. Where should decision-making lie in a
case like this? Where in reality does power lie?
In addition, different views of what the project should be
trying to achieve, and South/North mistrust, continue to surface
at times.
• Representation: whose voice? What legitimacy? For example,
should we be consulting NGOs or the grassroots; feminists
(concerned to develop new roles for women) or 'womanists'
(concerned to make their traditional roles easier to fulfil)? It was
made clear that there is no one Southern voice; but we should be
wary of using this concept of 'no Southern voice' to deny
Southern voices.
• The complexity of the women's movement: while women may have
a common agenda, they often have very different ways of
addressing the issues and different constraints placed on them.
• The different identities involved: there were times where tensions
made things very difficult.
The most valuable lessons we learned
We learned the dangers of assuming a common agenda or
underestimating the barriers to be overcome. Such barriers
include cultural barriers, different styles of communication;
differing priorities; hidden agendas, or suspicion of them; the

Oxfam's South/South Women's Linking Project 203

whole history of relationships between the South and the North;
and the use of power and influence.
At times these barriers can be higher than any common
agendas such as feminism or North/South cooperation. A
particularly high hurdle appears to be the South/North divide. In
Oxfam we have learned the dangers of underestimating the
degree of mistrust and antagonism that can exist towards
Northern funding agencies. In trying to build South/North
cooperation, both sides in the equation need to recognise their
limitations and the different constituencies to whom they are
accountable.
Another valuable lesson was the importance of time and space.
If barriers are to be overcome, the process needs to allow plenty
of time and lack of pressure for people to come to understand
each other and for reflection. This has important implications for
the number of concrete outputs that should be built into any such
programme.

Conclusion
Feedback from the consultations we have undertaken so far has
shown that Southern women's groups and local organisations are
keen to be involved in these areas of Oxfam's work, and
enthusiastic about networking and working with each other.
We believe that the project has taught us all much about the
nature of partnership between North and South; about the need
to provide a platform for Southern voices; and about the value of
networking as a legitimate tool of development and a powerful
tool for the marginalised.

CASE STUDY 9(b)

WIDE: a European network
for lobbying
Helen O'Connell, Chair, WIDE
Women in Development Europe (WIDE) is a European network
of women and development national networks, nongovernmental organisations, and individual women who are
active on women and gender and development issues. It was
founded in 1985 following the Nairobi Women's Conference. At
present national platforms in around 14 countries are involved,
mainly members of the European Community, but also non-EC
countries; women from Austria, Switzerland are members, for
example, and the network is building links with Eastern Europe.
WIDE receives funding from the European Commission, from
non-governmental organisations, and from some governments.
We have a small secretariat in Brussels with a new full-time
coordinator, Mieke van der Veken. WIDE's Steering Group
consists of one elected representative from each country, and it
meets three times each year. We also have a small Bureau which
meets more frequently. At present, WIDE has two main working
groups: one on environment and population issues and the
follow-up to the Rio conference; the other on WIDE's analysis of
development and on preparations for the 1995 UN Women's
Conference. We have an annual assembly where as many
members as possible meet to exchange information, discuss
issues, and decide on WIDE's priorities.
WIDE has four main aims:
• To exchange information and build up more expertise on
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issues of importance to women's development needs in
developing countries, with a view to deepening and extending
public awareness of these issues.
• To encourage and strengthen the national networks,
development policies, priorities, and programmes of European
countries which are directed towards Southern countries, with a
view to improving support for women in the South and Southern
women living in the North.
• To promote purposeful contacts with women in partner
countries, so that their development priorities will become the
guiding principles of WIDE's activities.
• To lobby European and international institutions.
For WIDE, lobbying is an essential role. As a European
network we are in a better position than Southern women's
organisations to press for changes in the policy and programmes
of those institutions which determine development choices for
most Southern countries, such as the World Bank, the IMF, the
European Community, and our bilateral development
cooperation agencies. WIDE focuses primarily on the European
Commission and European governments, with a view to
informing and influencing their policies towards the South in
general and towards Southern women in particular.

Lobbying work
Our lobbying work contains several key elements.
Clarifying our analysis
WIDE is committed to explicitly addressing issues of class and
race, alongside gender issues. We are giving high priority to
clarifying and deepening our analysis of European societies from
a feminist and a gender-based perspective. We are seeking to
redefine a development approach which includes the North.
Strengthening North/South alliances
A key part of WIDE's activities since 1985 has been building links
with Southern women's networks, especially DAWN
(Development Alternatives with Women for a New Era). We have
taken every opportunity to talk with DAWN members, to invite
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them to our meetings, to participate in theirs. WIDE regards
North/South alliances as extremely important in creating greater
understanding and trust between North and South; in creating
the potential for greater solidarity and for a strong international
voice on the issues of women's rights.
In 1991/92, WIDE and DAWN worked together on environment
issues and shared a platform at the Rio Conference. The process
leading to the UN Women's Conference in 1995 is now providing
WIDE, DAWN, ALT-WID (a US women's network), and others with
a framework in which to work together. It has been agreed that
WIDE, DAWN, and ALT-WID will share a platform at the 1995 conference, that we will work towards putting forward a shared view,
including a critique of 'development' policy as we know it North
and South, and perspectives on alternative development approaches.
Strengthening alliances in Europe
We are strengthening our alliances within Europe in order to
break down the divisions that exist between women's
organisations who work on international issues and those who
work on national issues, like health care, equal opportunities, or
violence. Thus we want to work much more closely with
women's organisations and networks who focus on domestic or
national issues. We are building strong links with organisations
of Southern women who live in Europe, and now that we have
moved our office to Brussels, we aim to establish close
collaboration with other European networks, such as EUROSTEP,
APRODEV, and EURODAD.
EC and European government policy
In addition to work on human rights, population issues, and the
1995 conference, WIDE will place particular emphasis in the
coming years on European Community and European
government relations with Southern countries. We will focus on
both policy and practice. For example, we want to support and
strengthen the progress already made within the Commission on
women and development policy, monitoring and evaluation, and
gender training of EC officials and delegations.
WIDE is a small network with limited resources, so we arevery
keen to work with others to strengthen our collective voices on
gender and development issues.

CASE STUDY 9(C)

Networking for human
rights: Novib's experience
Mirjam van Reisen

First steps: the human rights conference
In April 1992 Novib organised the 'Maria Elena Moyano'
conference in Holland on the inter-relationship between human
rights, democracy, and development, named in commemoration
of a Peruvian community women's organiser murdered by the
Sendero Luminoso guerrillas. The conference was a first step in
preparation for the World Conference on human rights in Vienna
in 1993; and it also had the intention of improving the human
rights policy of Novib itself.
There were difficulties in treating gender as a special issue in
the conference, since the whole debate on human rights,
democracy, and development was already very large and
complicated. So, after discussion, we decided to integrate gender
into the whole programme, rather than make it a special topic, but
to ensure a 50:50 gender balance in both speakers and
participants. Our regional bureaux were asked to send us a
selection of people to be invited to the conference, and it was
made very clear to them that delegates would be selected on the
basis of a 50:50 division. We achieved this in terms of both
participants and speakers.
At the conference itself, women raised spontaneous demands:
first, for their own forum in the conference where they could
address the issue of human rights, democracy, and development
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from the basis of gender; and, in parallel with this, to have
women sitting in all the other discussion groups so that
considerations of gender would be integrated into all the
conference topics. The results were very positive: there were
specific recommendations on human rights, and gender was
included in the various topics of the conference. This meant that
women and human rights featured explicitly in the conference
report; and this had the further result that Novib management
was encouraged to respond.

Integrating gender into the multi-annual plan
Between July and September 1992 Novib's multi-annual planning
was discussed. Since there had been so much emphasis on
women at the human rights conference, it was a good moment to
include an integrated approach to women, human rights, and the
environment in the multi-annual plan, which is in force up to
1996. This was approved later in 1992, for the project, education,
and lobby departments.

Getting women on to the human rights agenda
In October 1992 I attended a meeting in New York to prepare for
the 1993 World Conference on Human Rights to be held in
Vienna. Based on the multi-annual plan, the mandate was
formulated so as to include specifically a gender-based dimension
within the general human-rights and development debate. The
meeting in New York was not expected to focus on gender; but
together with some other women in the meeting we were able to
raise the question of gender as a possible main focal point of the
preparatory meeting for the organisations who were present at
the meeting, and get this agreed.

Forming a reference group
One point of concern was that in this group meeting for the
preparations for the World Conference, there were no women's
organisations or people who had worked on gender and human
rights. I was worried that this would become an isolated exercise,
especially as women's organisations in the United States were
already working on a big campaign to include women's rights on
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the World Conference agenda and to focus on violations of
women's human rights. So we formed a reference group, and
invited on to it two key lobbyists on women and human rights,
both partner organisations of Novib: the International
Commission of Jurists, based in Geneva, and the International
Human Rights Law Group, based in Washington/New York —
both professional human rights organisations that include social
and economic rights in their work. We further invited onto the
network six regional networks working on women and development and also working within a human rights framework. In
this way we were able to connect within our lobby:
• human rights networks, who could contribute professional
human rights expertise on how to work on the World
Conference;
• the women's organisations, who could specifically raise the
women's agenda and experience from the women's lobby
itself;
• the development organisations, who could bring in the
development perspective, the Southern perspective, and could
link the lobby to more general development organisations and
to Southern women's groups.
The first meeting of this reference group was held in the
Netherlands and organised by the Women's Council of the Dutch
development organisations, which was focusing on preparations
for the World Conference. This meeting produced a strategy for
further work. The group would take on two activities. First, it
would collect information from the networks, exchange
information via fax, etc. Every network would take responsibility
for faxing information on to national or local human rights,
women's, and development organisations. This proved to be very
useful, because the professional international human-rights
organisations were working on issues about which the Southern
groups knew nothing, and vice versa. There were many common
strategies, but they were not in touch with each other.

The statement for the final PrepComm
The reference group's other task was to prepare a statement for the
final PrepComm in Geneva in April 1993. We decided this would
be the best time to lobby, because most issues would be discussed
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in Geneva and brought to Vienna only for approval by delegations.
The International Human Rights Law Group was asked to prepare
a statement, which they did in consultation with the women's
coordinating networks in New York and the women's networks
from the South in the reference group. Novib took on the job of
preparing a list of organisations which could be asked to endorse
the statement as soon as it was ready. The completed statement
was faxed to all our EUROSTEP partner organisations and to all the
participants at the previous year's Novib conference (including
human rights organisations, development organisations, and
women's organisations), and to international human rights
organisations. This meant that a whole new network of
organisations was now included in the women's agenda.
The response was very good. The international organisations
sometimes took up to four days to discuss whether or not they
should endorse the statement and whether or not to take a
position on gender and human rights, which was an important
process. From some of the Southern organisations we received
very encouraging responses. One women's organisation wrote to
us that with this initiative we had passed beyond the era of
donor-recipient relations and had become real friends! About 90
organisations endorsed the statement, including many
EUROSTEP members.
One result of the lobby was that after very long debates among
the delegations, it had been decided that the conference would
give special attention to 'vulnerable groups': women, children,
indigenous people, workers, etc. The chair of the meeting, a
woman, announced just before lunch that this point would be
included in the draft, but under the wording 'special attention to
women and children and vulnerable groups, such as indigenous
people, workers, etc.', because it had already been agreed that
women are not a vulnerable group.

What have we learned?
We have learned that it is very important to define your own
position as an organisation very clearly, so as not to create
tension, distrust, false competition. You have to define yourself as
additional and as a facilitator, and that is not always easy.
There is tension between our engagement in lobbying and in
funding. Sometimes it is hard to know whether organisations are
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working with you because you share the same vision of a lobby,
or because there might be some other benefits from cooperation.
You must be flexible. If you are integrating gender, human
rights, and development, you must be able to take on board other
issues which might come up, which could be important; in this
case it was the universality of human rights, which needed a very
urgent response.
One thing we didn't succeed in doing was including women
from Eastern European countries, and I think that is very
important. Eastern Europe is a 'blind spot' and a region that we
must begin to incorporate in our work.
Finally, this experience has led us to think about how to
contribute to the Beijing conference and to the Social Summit,
which will take place just before the Beijing conference, in
Copenhagen, and which will probably divert a lot of attention
away from the women's conference. How can we work from a
specific gender-based perspective and also integrate our concerns
into the mainstream? Should we focus on the Social Summit, or
Beijing, or both? This is one of the questions we are debating at
the moment.

CASE STUDY 9(D)

Networking: the experience
of the GOOD group in
APRODEV
Gerlind Melsbach, Brot fur die Welt
What is GOOD?
The GOOD working group is a group working on gender and
development within the APRODEV network of European
Protestant NGOs. GOOD stands for Gender Orientation on
Development.

The GOOD working group and the GOOD process began in
1990. The initiative came mainly from the Dutch NGO ICCO.
ICCO does not have a women's desk, but a desk which they call
the 'emancipation desk', which is a name I like because it refers to
the structures in our own society and worldwide. The first
agencies to get involved were ICCO, together with member
organisations of AG-KED — a rather complicated structure
grouping our Protestant development agencies in Germany, to
which Bread for the World and EZE also belong — and Christian
Aid. A group consisting mainly of women engaged in gender
work or WID work came together with the initial objective of
exchanging information about what was going on with regard to
gender in each individual agency. We also cooperate very closely
in other areas, with many co-funded projects.
As a process slowly developed, objectives and goals changed. I
will simply summarise them, without going into details about the
process. One objective was gradually to enlarge the GOOD
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working group and include in the process the Scandinavian
agencies, with whom our contact was more tenuous, and the
Swiss agencies, mainly HEKS. We are still growing slowly.

Structure
Our structure is basically a core-group structure, with a core
group consisting of one representative each from the four
agencies from Holland, Christian Aid, Germany, and the
Scandinavian agencies. We also cooperate very closely with the
women's desk of the World Council of Churches and the
Lutheran World Federation, which are both based in Geneva; but
they are not directly members of the GOOD process.

Objectives and goals
Our main goals are to exchange information and learn from each
other, with the purpose of strengthening the gender-linked work
in our organisations; to work for change in our development
cooperation so that it contributes more to empowering women in
the South through our funding; and to learn from each other's
policy and its implementation.
A wider objective, towards which we are moving only slowly,
is that of questioning the current prevailing development
paradigms and contributing a gender-based perspective to the
development of new concepts. This is extremely difficult at this
time, because so many concepts have broken down, and we are
all feeling a lack of direction now, not only women.

Coordination and linking
Subsequently, we decided to make close links with APRODEV,
although this was not an initial objective. This has the advantage
that, if the EC level becomes more important, we can put our
ideas forward through APRODEV, encouraging it to work more
strongly and meaningfully from a gender perspective.
We coordinate with Southern networks, partners, and
umbrellas, not necessarily all partner organisations, but also
networks beyond our immediate partner networks; as well as
coordinating and exchanging with other European networks like
EUROSTEP, WIDE, and Euro-CIDSE.
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The process as it has evolved so far
Our first idea was to have a North/South exchange. However,
this was not possible immediately, because we first needed to
become clearer among ourselves about our concepts and also to
develop a common language. At the beginning there was a lot of
misunderstanding, because terms were understood differently by
different people, and experiences were different. As a result we
replanned the GOOD process in a series of phases: first, a
North/North process; second, a South/South process; and third,
a North/South process. But this does not mean that in the
North/North process only Northern agencies are represented: we
have always consulted with Southern women, too,, and they have
been present at our meetings whenever possible. At the moment
we are somewhere between the N o r t h / N o r t h and the
South/South phases.

Achievements so far
In terms of exchanging information and strengthening gender
work in our own organisations, the experience has been very
valuable. Our normal experience of doing work in our
organisations is that you are isolated, you have no working
partners, and you get somehow caught up in the mainstream.
Networking has proved extremely useful, for instance, in terms of
gender training. The Dutch and English agencies were much
further advanced in training than we were in Germany: we had
nobody who could conduct gender training, nor any idea how to
develop a framework or a concept for gender training. So the
process was hastened by these contacts through the gender
working group.
In general, working with GOOD has had a very positive effect
in advancing and strengthening our work in our own
organisations. Sometimes we also find that individual desks in
our organisations are cut off from important developments at the
management level and from conceptual work; they are not so
fully integrated organisationally. Networking helps us to get a
clearer picture of these developments: sometimes you can get
information from outside the organisation which you should get
from within it!
The biggest step our whole process has taken up to now was a
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conference we organised last year in Germany, where the
Scandinavian agencies participated for the first time. Resource
people from Southern countries were present — from India, the
Caribbean, and a representative from Femnet in Africa. Exchange
was mainly on gender training as a tool; we exchanged lessons
from our very short experience of working in this field in the
North, and heard of the experiences and roles of the Southern
women.
The outcome of the conference was very positive. It enhanced
and intensified the GOOD process, and helped to institutionalise
it. We now need greater capacity and also a coordinator at the
European or APRODEV level. We are in the process of getting
approval of a proposal for a coordination office, with a specific
remit to facilitate the South/South process and organise a
North/South conference in three years' time.
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