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ACORD iscommitted to GENDER EQUALITY. Wewill work
towards this goal by:

» Promoting equal accessto and control over power and resour ces
between men and women.

» Promoting equal opportunities and opposing all forms of

discrimination on the grounds of sex, race, colour, ethnic or

national origin, class, religion, sexuality, age, disability, HIV

status or marital status.

Deepening our understanding of gender and gender relations.

Enhancing organisational capacity to achieve these aims.

Devoting adequate resour ces (including human, infor mation and

time resour ces) for their realisation.

> Living up to the standards and principles we advocate.

YV V VY
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Key Terms

Sex and Gender
While‘sex’ refersto the biological state of being male or femde, gender refersto the
socidly defined aspects of being mde or femde.

Gender roles

Those activities that are considered by a given culture to be appropriate to awoman or a
man. In most societies, men’'sroles are concentrated in the productive and/or
community/political spheres, while women bear the mgor burden of reproductive roles,
including household chores and childcare respongbilities.

Gender relations

This refers not to men or women, but to the socid rel ationships between them; like relaions
of class, ethnicity, nationdity and religion, gender relaions are socidly congtructed. They
vary across time and culture and are not fixed or immutable.

Gender reations are essentidly rdations of power. In dl societies known to us, men and
women have unequa power and men, as a group, enjoy socid and inditutiona power to
command women's bodies, intellect, labour and fruits of their |abour. Therefore, gender
relaions are not necessarily harmonious or co-operative and may, in many cases, be
relations of conflict.

Sources: Mainstreaming Gender and Development in the World Bank, Moser, 1998
Institutionalising Gender in Actionaid, Nandinee Bandyopadhyay, 1998

The Gender and Development Approach

Thisis a comprehensive gpproach aimed at the socid transformation of unequd relations

between human beings, particularly between women and men.

> It concerns relations between women and men in al spheres of society: domestic, socid,
cultura, economic and political.

> It acknowledges that there are unequa relations of power between men and women, as
well as within the categories of men and women.

» It recognises that the roles of women and men are not naturd: they are established in
accordance with societal and cultura choices. They can therefore be changed.

> It promotes women's empowerment, thet is, their ability to participate in decison-
making in al spheres of their lives as a means of achieving such changes.

» Itsamisto bring about equity and equdity between women and men and to diminate dl
obstacles to women' s equitable participation and representation at al levels of society.

Source: Gender and Development Policy, Development and Peace, Toronto, Canada.
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Preamble

ACORD'’ s concern with gender justice dates back over a decade and was formalised with
the adoption of a policy and action-based programme on Women in Development adopted
in 1988.

In the last decade, the world has experienced profound palitical, economic, socia and
cultural changes, which have had both positive and negetive effects on women. The
organised struggles of women around the world have resulted in internationa recognition of
ther rights in the economic, socid and political spheres. These rights have been enghrined in
various UN tregties, conventions and declarations. Many governments have enacted
legidation to promote equdity between women and men and to promote the mainstreaming
of gender perspectivesin dl spheres of society. In some countries, there have been
sgnificant changes in the relationships between women and men, usudly linked to advances
in education for women and an increased female participation in the paid labour force.

Despite these changes, on the whole relatively little has changed in terms of the day to day
redlity of most women’s lives. Gender-based discrimination and women' s powerlessness
and relative poverty remain largely intact. Women il condtitute the vast mgority of the over
1 billion people estimated to be living in poverty'. Disparities between men and women, rich
and poor, have been widening, rather than narrowing and women continue to be excluded
from indtitutions of power and governance. Violence and the sexua exploitation of women
are dso ontheincresse.

Women in Africa are among the worgt affected in globa terms as the countries of sub-
Saharan Africa have been hardest hit by conflict, increasing poverty, indebtedness and
reliance on IMF loans linked with cutsin public expenditure on hedth, education and the
like. Conflict has disrupted households and communities and forced the flight of refugees
and the interndly digplaced in increasing numbers, cregting new pressures on women,
children and men and leading to an ever growing proportion of households headed by
women. Women in Africa are dso among the most vulnerable in relation to the fast growing
sex industry and the spread of sexudly transmitted diseases. The rate of increasein HIV
infection among women and young girlsin sub-Saharan Africaisthe highest in the world.

Globdly, the concern with women's status and rights reached a height with the commitments
meade by 189 countries at the recent Fourth World Conference on Women held in Beijing, in
September 1995.

“Equality between women and men is a matter of human rightsand a
condition for social justice and is also a necessary and fundamental
prerequisite for equality, development and peace. A transformed
partnership based on equality between women and men is a condition

! platform for Action and Beijing Declaration, Fourth World Conference on Women, Beijing, China, 4-15 September
1995, p.23
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for people-centred sustainable development.” (Misson Statement, para.
1)

The Beijing Declaration and Platform for Action upholds the Convention on the
Elimination of All Forms of Discrimination against Women (CEDAW, 1979) and builds
upon the Nairobi Forward-Looking Strategies for the Advancement of Women . It aso
builds on the perspectives and strategies developed at previous United Nations conferences
(Rio, 1992; Vienna, 1993; Cairo, 1994; Copenhagen, 1995

At the same time, concern with men and their gender roles has aso been growing, stimulated
both by changes to family structures and increasing divorce rates and by the ongoing
presence of armed conflict and violence acrossthe world. It isincreasingly being
recognised that gender inequality and gender stereotyping has potentid disadvantages for
both sexes, and that addressing these effectively requires addressing the concerns of both
women and men.

The evolution of ACORD’ s concern with gender equality

Since 1988, ACORD’ s commitment to the promotion of gender equality has become
increeangly firmly rooted in the organisation’ s thinking, discourse and practice. This
commitment was most clearly enshrined in ACORD' s latest Strategic Plan (1997-2001)
which places equa opportunities and the am of addressing the imba ance between men and
women at the heart of ACORD’ s vison. The vison addresses poverty, in not only its
materid but dso its non-materid dimengons, including the denid of rightsto socid judtice,
legal rights and politica power. The plan aso broadens out ACORD’ s understanding of
‘rights to include reproductive hedth and women's control over their own bodies. This
marks an important new departure from ACORD'’ s traditiona focus on economic wellbeing
within the productive sphere.

2 \World Conference on Human Rights, Vienna, 1993; UN International Conference on Population and Development,
Cairo, 1994; World Summit for Social Development, Copenhagen, 1995; and Fourth World Conference on Women,
Beijing, 1995.
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Our Vision
“We areworking towards a world in which all human beings have equal
opportunities.”
The imbaance between men and women in terms of living conditions and services,
economic opportunities, legd rights and politica power, is aworld-wide problem.
Correcting this problem is an important part of action aimed at reducing poverty. The men
and women of Africaare particularly concerned by thisissue. Increasing numbers of women
are faced with the role of the head of the household. In Situations of conflict, insecurity and
violence, women and their children are especidly vulnerable. The economic role of women
needs to be supported, as does their possible role in peace-building and, more generdly,
their basic right to control the events affecting their lives. We must support the rights of
women to sexua and reproductive hedlth care and birth control.
Our values

“We are committed to equal rightsfor men and women.

We are committed to equal opportunities.”

ACORD Strategic Plan 1997-2001,p.3-4

The grategic plan dso implicitly recognises that commitment to gender equdity must be
demondtrated in the management and practices of the organisation as awhole. The Plan
includes a number of specific targets to be atained in the five-year period. These targets are
addressed, both a&t ACORD’ swork with peoplein the region, but dso at the interna
policies and practices of the organisation.

One of the targetsincludes the development of anew policy to promote gender equality
within ACORD. Theinadequacy of ACORD’s existing policy statement and the need for it
to be updated, revised and expanded was one of the conclusions to emerge from the
extensive, on-going organisationd review of gender policy and practice within ACORD that
was initiated in 1994/5. It is within this broad organisationa framework that ACORD has
developed the new gender policy outlined in the pages that follow.

The need for a new gender policy

Since the mid-90s, the need for a new and revised gender policy for ACORD has become

increasingly agpparent:

- Thereisevidence of sgnificant advancesin terms of programme design, implementation
and to alesser extent, impact. However, the gap between ACORD’ s stated aims and
the practice on the ground, in London and the field, remains considerable.

The existing policy, besides being little known or understood, has a number of

weaknesses. it dates back to 1990 and much has changed since then; it does not
provide guidance on implementation; and it does not address the need for internd
organisationa change, nor the need for accountability mechanisms and structures.

In addition to the needs expressed by st&ff in the fidd, the Gender Committee, a sub-
committee of the Board set up in 1998 to oversee policy in ACORD, has given itsfull
backing to the development of a revised policy covering both the organisationd and
programming aspects of ACORD’swork.
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The aims of the gender policy

The gender palicy is not intended to provide a blueprint for practice throughout the

organisation. That would be neither feasible, nor desirable. The key objectives of the gender

policy are asfollows.

- To develop acommon language throughout ACORD based on a common
understanding of the meanings of gender concepts, aims and objectives as they relate to
policy and practice.

To provide aclear vison of what ACORD as an organisation is aiming to achieve,
etting thiswithin the context of ACORD’ s own internd evolution, aswell aswithin the
evolution of gender debates in the internationd arena.
To st out agrategy and lines of respongbility at different levels of the organisation for
redising that vison within a reasonable timeframe and with reference to targets set under
ACORD’s current Strategic Plan (1997-2001)

To provide some targets and indicators against which progress can be measured

Gender relations and the gender dynamics operating in any given place are dynamic and
congantly evolving. This cdlsfor a correspondingly flexible and dynamic approach to the
gods of the policy and the means for ataining them. ACORD is dready taking the lead in
chdlenging the conceptud basis for current approaches to gender and development and will
continue to do s0.®

Accordingly, the proposed new policy framework seeks to balance, on the one hand, the
need for strong and clear direction for the organisation and, on the other, the desire for
flexibility in recognition of the wide variationsin the culturd, socid, economic and politica
contexts in which ACORD operates.* Thus, while the overal ams and objectives of the
policy will be binding, the means of operationdising them are for the most part, in the form
of guiddines.

Where targets have been s, thisis intended to assst and guide the organisation in planning
and monitoring its activities and performance to provide quantifiable indicators againg which
overal progress can be measured. Without such an incentive, thereis a danger that the
organisation will stand till and/or thet there will be no way of knowing whether and how any
progress has occurred. None the less, flexibility and sengtivity in the enforcement of targets
and interpretation of programme performance with respect to these targets will be essentid.

In addition, the targets and policies themsalves will need to be reviewed on a periodic basis
and amended as gppropriate with the benefit of hindsight and in line with shifting prioritiesin
response to changes within ACORD, aswell asin the externa environment.

3 See, for example, Deconstructing Gender: the Sacred Cows of GAD Orthodoxy, paper presented by Judy El-Bushra
(ACORD) at the NGO conference ‘NGOs in a Global Future', January, 1999

4 The importance of ensuring sensitivity to the cultural context emerged as one of the strongest concerns expressed by
programme staff in the field in response to the Gender Policy Consultation (1998)y
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The scope of the gender policy
Ingtitutionalising gender requires political will and thisinvolves shiftsin ways of thinking,
vaues and ideology. ® Thus, the gender policy amsto ded with gender issues at various
levels of organisationd functioning:

Ideology, i.e. rules, vaues and conceptua frameworks which inform the way the
organisation functions

Practices, i.e. the organisation’s everyday behaviour and procedures; and
Agents, i.e. the actors who put the concepts used by ACORD into practice, both
directly and indirectly.

This multi-level gpproach echoes an extensive and expanding body of literature documenting
the experiences of governmental and non-NGO experience of ‘inditutionalisng’ gender.®
Two key lessons can be drawn from their experiences in many different contexts:

1. Organisations must practise what they preach. In other words, organisations must be
prepared to show their own commitment to gender equality in deeds and practices, not
just words and theory.

2. Thegarting point for achieving lasting change is to understand the “gendered’’ nature of
al aspects of organisationd functioning —i.e.“practical, physical arrangements,
management styles, organisational ideologies and the expression of power” . This
understanding then forms the basis for gppropriate organisationa Strategies actively
promoting gender equdity in dl spheres. ’

Gender and equal opportunitiesin ACORD

ACORD is committed to promoting equa opportunities and ensuring that thereis no
discrimination againgt any existing or progpective employee on the grounds of race, colour,
ethnic or nationd origin, class, religion, sex, sexud orientation, age, disability, HIV satus or
marita status. ACORD’ s gpproach to gender involves understanding and addressing al
forms of inequdity and discrimination and not exclusively those based on sex. Recognising
that differences and inegudities exist among women and among men, ACORD views gender
andydsasatool for undersanding al forms of difference and inequality.

Thereisaclear overlgp between ACORD’s commitment to gender and its commitment to
equa opportunities. Since the adoption of the WID programme in 1988, ACORD has
recognised the importance of applying equa opportunities principles to its own recruitment
and organisationd practices. Both in the field and in London, saff have repeatedly
expressed the need to address issues such as sexigt attitudes in the staff, reconciling home
and work responghilities (especidly for femae gtaff), improving the sex baance of gteff,

® |ngtitutionalising Gender in Actionaid, by Nandinee Bandyopadhyay, May 1998

® For example, Gender and Development, VVolume 5 Number 1 February 1997 was dedicated to the issue of Gender and
Organisational Culture; Development and Gender In Brief, May 1997 dealt was on the subject of “Approaches to
Institutionalising Gender” and areview of the experiences of UK NGOs compiled by Tina Wallace was published in
Volume 8, no. 2 of Development in Practice (May 1998).

" A .Goetz, 1995, IDS Bulletin 26 (3):5
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especidly a the higher levels of the organisation.® In response, ACORD hastaken a
number of steps to improve its practices. Examplesinclude a good practice guide to
recruitment, the monitoring of recruitment from an equa opportunities perspective, a Saff
training and development plan, procedures for dealing with al forms of harassment
experienced by gaff. Although there is as yet no organisationd policy on equd
opportunities, thisis being worked on in pardld with the development of the gender policy.

The gender policy and the change process

Sincetheinitiation of the process leading to the development of a new gender policy,
ACORD has embarked on a process of changethat islikely to lead to aradica re-
dructuring. At the conclusion of this process, there will no doubt be a need to review the
gender policy in the light of these changes. However, the basic gods and objectives of the
policy have evolved gradudly from an extensve process of consultation and research,
involving the field, the Secretariat, the Board and Assembly. As such, the policy isrooted in
ACORD’s past experience and future vison and islikely to remain avdid statement of
principles and objectives regardiess of any changes in the compostion and structure of the
new ACORD that emerges from the change process.

The change processislikely to involve ACORD, at an organisationd level, in developing
new drategies for knowledge management (including research, information managemernt,
and their links with operationa programming), socid auditing and organisationa
development. Each of these has broad implications for practice and policy, and will be
informed by a strong gender perspective. Some of the initiatives required to strengthen
ACORD’s gender capacity will be dedt with within the context of this overdl evolution.

How this policy was drafted

This paper is an attempt to bring together the key findings and conclusions of research
carried out both within and outsde ACORD. In compiling the policy, awide range of
internal and externd documents have been consulted:

Internal documents include reports produced as part of the WID policy development and
review, the gender review, the policy consultation process, the minutes of Gender
Committee meetings and various other reports and papers deding with gender issues and
concerns within ACORD.

External documentsinclude the text of various internationa conventions, the policies and
guiddines adopted by various officid organisations (eg. World Bank, the OECD, DFID)
and the policies and guidelines adopted by other NGOs (eg. NOVIB, Oxfam, Action Aid,
International Co-operation for Development and others).

8 See, for example International Women's Day: Minutes of Staff meeting, London Secretariat, May, 1999

F:\RAPP\Themes & projects\Gender\Gender policy\ACORD Gender Policy .doc 12



Chapter 1: The history of gender in ACORD: key developments and
lessons |ear ned

1.1  Theestablishment of a WID (Women in Development) policy

In April 1988, after some years of discusson within the field and the Secretariat and in the
wake of the First UN Decade for Women (1975-85) a WID Policy Statement was adopted
by ACORD backed up by a 2-year Programme of Action. The main am was to enhance
the organisation’ s awareness of and respongveness to the needs of women in the
communities, as well as of women gaff within ACORD. The programme of action included
the establishment of information and exchange networks, training, documentation, the
creation of new WID posts, establishment of WID funds and the development of WID-
oriented programmes. Along with a clear focus on programme support for women, the WID
policy placed astrong emphasis on equa opportunitiesin terms of recruitment and personne
policies and procedures.

A review undertaken in June 1989 found that in the space of one year, a consderable
amount had been achieved. Thisincluded the establishment of national/regiona women
gaff networks for information-sharing and exchange, the creation of a haf-time WID
position in the Secretariat, and a doubling of the proportion of programmes able to access
and andyse basdline data on women and to involve women in programme planning and
design. In addition, areview of staffing within the Secretariat noted that there had been a
noticeable increase in the percentage of femae employeesin the period between 1987
and1990. However, the same review aso noted that the traditiona imbalance at higher
levels of respongbility was ill in evidence with women being heavily represented at the
lower echelons and men retaining the balance at the higher echdons’ However, inahility to
atract externd funding meant that key dements of the plan, including saff awarenesstraining
and the establishment of field-based WID posts, could not be redlised. The review
concluded that while WID aims and principles appeared to have gained wide acceptance,
there was till along way to go to ensure that these were reflected in organisational  policies
and practices.

1.2  From WID to gender

In 1990, following on from the WID review and in line with the shift in wider development
thinking and approaches, ACORD formdly shifted from aWID to a GAD (gender and
development) approach with the adoption of the Gender Policy Statement.” This policy
statement provides a definition of ‘gender’ and related principles and concepts. The
adoption of the Gender Policy Statement was aso accompanied by the upgrading of the
part-time WID Co-ordinator to afull-time Gender Officer within the secretariat. The policy
gtatement itsalf does not include any policy directives, nor any clear guidance on
implementation. However, some degree of accountability was introduced through the
programme annua report, which included a section on gender.

¥ Recruitment and Gender Review, February 1990.
10 For explanation of distinction between WID and GAD see Appendix 1
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The shift from WID to GAD gave rise to some confusion a the programme level and, in
response, a strategy was adopted aimed at providing basic gender awareness training to all
ACORD programmes. The gppointment of Regional Gender Officers as part of the process
of organisationa decentraisation underway at the time was aso intended to promote
acceptance and understanding of the new gpproach at the fied level.™ Other initiatives, such
as support for women's and/or gender staff networks, the production of an ACORD-wide
gender newdetter and the development of ACORD gender training modules were d'so
amed a furthering understanding and enhancing communication and networking within
ACORD.

1.3 The gender review

In 1994, areview of theimpact of the gender policy wasiinitiated, based on a process of
research carried out in severd stages over aperiod of 3 years. A Gender Advisory
Committee was established to guide the research and propose strategies for follow-up. As
part of the overdl gender review, areview of ACORD’s experience of gender training was
aso carried out with aview to ng the strengths and weaknesses of gender training as
adrategy and making recommendations for future policy.™

The find research report identified both strengths and wesknesses in programme
gpproaches and outcomes and included a series of recommendations for strengthening
ACORD’swork inthisarea. A secretariat workshop organised to discuss the report’s
findings concluded that the time was ripe for revising and strengthening ACORD’ s gender
policy with aview to providing aclearer satement of the ams and objectives, dong with
tools and guidelines on implementation, as well as clear management and accountability
structures and procedures.

Asafirgt step, a consultation process was initiated in order to provide a field perspective on
awide range of issues, from the conceptua to the practica and management aspects of the
gender policy. While there were differences of opinion in terms of priorities, the field
response reveadled a generd consensus on the importance of gender issues. A number of
programmes expressed the view that gender should be treated as atop priority Since women
gl tend to lag behind men and, in many cases gender inequdiities are widening, not
narrowing. Othersfelt that poverty, rather than equality should be the main focus and that
issues such as health and access to technology must not be neglected. The responses dso
highlighted wide variations in the interpretation of ACORD’ s policy, particularly the extent to
which the policy should chalenge existing norms and practices as opposed to a Strategy
based on avoiding tensions and conflict and promoting harmony and reconciliaion of
interests.

One issue on which there was generd consensus, was on the need for more guidance and
support for programmes, particularly in the areas of research, the formulation of strategies,
the development of gender impact indicators and other aspects of monitoring and evaluation.

n Regional Gender Officers were appointed in 3 out of 4 regions. However, these posts eventually disappeared following
the abandonment of the decentralisation plan and the demise of the regional structures established as part of the plan.

12 Gender Training in ACORD: Progress Report and Critical Assessment, Judy El-Bushra, October, 1996

F:\RAPP\Themes & projects\Gender\Gender policy\ACORD Gender Policy .doc 14



The find component of the organisationa gender review was a gender audit based on 1996
programme annua reports. The audit looked at a number of performance, aswell as
organisationd indicators. Some of the findings were quite encouraging, others less o.

On the pogitive Sde, it was found that in over 50% of programmes, there are an equd or
greater number of women beneficiaries with respect to the activities undertaken. Six out of
ten programmes are engaged in some form of gender awvareness raising at the community
level; 30% of programmes have gppointed a staff member with specific responghility for
gender in thelr title and 28% of programmes undertook or commissioned research amed at
enhancing their understanding of gender issuesin the reporting yesr.

On the negetive sde, the range of programme activities is rdaively limited with amgjor
focus on support for production - only six out of atota of 40 programmes do any work in
the area of family planning, for example. A sizeable minority of programmes (42%) failsto
provide consstently sex-disaggregated data. In generd, M& E isawesk areafor most
programmes and few have been able to develop gender impact indicators that adequately
reflect programme priorities and community perspectives.

In conclusion, the various dements of the gender review reveded clearly, that while the
principles of the existing gender policy are being trandated into field practice in many
ACORD programmes, thereis till alot of room for improvement, both in terms of
programming and organisationa practice. There is aso a need for more comprehensve
information about current practice, as abass for developing effective Strategies for
addressing weaknesses and building on exigting strengths. In the following chapters, an
attempt is made to spell out in more detail the goals and objectives and the steps required
for medting them.

1.4 The Gender Committee

Following the adoption of the strategic plan by the Board in 1997, and in accordance with
itstargets in relation to the respongibilities of governance structures, the Gender Advisory
Committee was replaced by the Gender Committee, which was formaly condtituted as a
sub-committee of the Board. The committee congsts of both ingtitutiona and independent
members. Its mandate isto review al ACORD policy documents, assess their conformity
with the gpproach to gender spelled out in the strategic plan, and make recommendations to
the Board through its chairperson, an ex officio Board member.  The first two mesetings of
the new committee have been devoted to advising staff and reporting to the Board on the
progress of the gender policy consultation.
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Chapter 2: Goalsand principles

This chapter outlines ACORD’ s basic god's and principles relaing to the gender dimensions
of itswork, in order to ensure a common understanding of the vison and overdl intent of the
policy. These have been developed gradudly through a process of consultation and
research, as described in the preceding chapter. These god's and principles condtitute the
core of the gender policy and are to be seen as an integral and non-negotiable part of
ACORD’s identity and vaues.

21 Goals

ACORD is committed to promoting gender equdity and views this as a universa principle.
Thisreflects the views of its members and staff and isin line with the fundamenta principle
enshrined in the Beijing Dedlaration and Platform for Action:™

“Equality is a matter of human rights and a condition for social justice
and is also a necessary and fundamental pre-requisite for equality,
development and peace” (Mission Statement, para.l)

ACORD will work towards the achievement of this overdl god asfollows.

211 Promoting equal accessto and control over power and resour ces between
women and men

The disproportionate poverty experienced by women world-wide is directly related to the
absence of economic opportunities and autonomy for women, lack of accessto economic
resources, education and services and to their minima participation in decison-making.

In order to tackle poverty and promote greater equaity, ACORD will promote programme
interventions aimed at enhancing equa access to opportunities and resources and increasing
women’s control over key assets and decison-making. In particular, interventions aimed a
empowering women to chalenge their subordinate status in the home, the community and
society at large will be encouraged and supported. The critical importance of empowerment
emerged srongly from the Beijing conference:

“Women' s empower ment and their full participation on the basis of
equality in all spheres of society, including participation in the
decision-making process and access to power, are fundamental for the
achievement of equality, development and peace.” (Bdjing
Declaration, para.13)

ACORD'’s programming prioritieswill fall broadly in line with the mgor areas of concern
highlighted in the Beijing Platform for Action:

B For afuller understanding of the evolution of gender aims and objectives in the international arena, see Appendix 1.
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Feminisation of poverty

Unequal accessto resources

Unequa access to education and training

Unequd access to hedlth care and related services
Violence againg women

Effects of armed and other kinds of conflict

Inequality in decison-making and power structures

Lack of respect for and protection of women's human rights

Thislist is not intended to be exhaudtive and ACORD will deal with other aress of concern
in line with the overd| gods of gender equdity and non-discrimination.

In promoting gender equdity, ACORD is not denying the obvious differencesthat exist
between men and women. As noted in guidelines produced by the Development Assistance
Committee (DAC) of the Organisation for Economic Co-operation and Development
(OECD):

“ Gender equality requires equal enjoyment by women and men of
socially-valued goods, opportunities, resources and rewards. Gender
equality does not mean that men and women become the same, but
that their opportunities and life chances are equal. (DAC Guiddinesfor
Gender Equdity and Women's Empowerment, p.13)

2.1.2 Promoting equal opportunities and opposing all forms of discrimination on
the grounds of sex, race, colour, ethnic or national origin, class, religion, sexual
orientation, age, disability, HIV statusor marital status.

ACORD recognises that equaity between men and women cannot be achieved without
addressing discrimination on any of the above grounds. Thus, ACORD’ s commitment to
gender equdity goes hand in hand with its commitment to equa opportunitiesin generd.

In accordance with the vison and values outlined in the Strategic plan, ACORD is
committed to promoting equa opportunitiesin al spheres: in its own recruitment procedures
for new employees, in the terms and conditions of employment for existing employees and
through our gaff training and development policy. In addition, we will promote
organisationa structures and management styles conducive to thisaim.

2.1.3 Deepening our under standing of gender and gender relations

ACORD recognises that gender as a concept is not gatic, nor have we attained a definitive
levd of understanding of what we mean by this concept and what we hope to achieve.
Gender should be seen as an integra part of awider search for degp understanding of
human behaviour, including both physicd and emotional needs, perceptions, mativations,
relationships and structures.  ACORD will support and promote efforts to deepen
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understanding of the meaning and relevance of gender concepts at dl levels of the
organisation. Thiswill require collaboration and networking across programmes and with
other agencies, and indeed with cross-disciplinary academic specidigs.

Gender andyssin ACORD, asin much of the development professond in generd, has
tended in the past to focus on women's economic and productive roles. An expanded
understanding of gender differentiation will need:
to move away from the previous concentration on women and instead embrace the
gendered dimengons of men’'s as well aswomen'slives, and
to match a concern with production and community with a concern with persona
development, persond rdations, and the emotiond dimengion (including issues of
sexudity and sexud and reproductive health)

2.1.4 Enhancing organisational capacity to achieve these aims

ACORD will am to maximise its own organisationa capacity to achieve these aims by
ensuring that adequate support, guidance and training are provided to staff.

In addition, organisational structures, working practices and management styles that reflect
the principles of gender equality and equal opportunities will be promoted throughout
ACORD. In particular, ACORD will promote management styles that work against
gtereotyping, give emphasis to teamwork and joint decision-making, promote transparency
and good communications practices and provide opportunities for persona development.

2.1.4 Devoting adequate resour cesfor ther realisation

ACORD will am to ensure that adequate materia and human resources are made available
a dl leves of the organisation for trandating these gods and principlesin practice.

2.1.6 Living up tothe standards and principleswe advocate

ACORD recognises that the promation of gender equality in the organisation’s interna
policies, structures, procedures, and in the values and standards it sets itself is an essentid
pre-requidite for the achievement of greater gender equality in the communities where we
work. All staff will be respongible for reflecting ACORD’ s valuesin their behaviour and
ACORD will strive to apply and adhere to the same basic principles and sandards insgde
the organisation as those promoted outside it.

2.2  Principlesfor theimplementation of gender equality goals

In committing itsdf to the achievement of these basic gods, ACORD will be guided by the
following principles:

2.2.1 Acknowledging variety in cultural contexts

Programmes operate within different culturd, political and legd contexts and therefore sart
towards the goal of gender equality from different departure points. Each context will require
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andysis, problem identification and the development of gppropriate methodologies for
reaching the god. It isnot expected that each context will necessarily generate identical
problems or that the path towards the goa will proceed in the same way or at the same
pace.

2.2.1 Recognising diversity

While many aspects of women's experiences unite them, their living conditions and socid
datus vary widely across different cultures and different socia, economic and politica
groupings. ACORD acknowledges the full divergity of women's and men's Situations and
conditions. It isimportant for ACORD to deepen its understanding of differences, aswell
as Imilarities, and to work in ways that promote unity within diversty.

2.2.3 Equality and participation

ACORD is committed to developing and applying participatory methodologies, asthe basis
of dl itswork with communities. ACORD is aso committed to the principle of participation
in relation to its own decision-making structures and management style, as a prerequisite to
promoting gender equdity within its own sructures.

2.2.4 Involving men in the process of change

ACORD recognises that ‘gender’ and ‘women’ are not synonymous and that degpening our
understanding of gender relations necessarily entails finding out about how societd
conditioning, norms and traditions, impact on the behaviour of men, aswell as women.
Smilarly, the achievement of gender equdity implies a redefinition of the rights and
respongbilities of women and men in al spheres, and its achievement requires women and
men to work in partnership.

2.2.5 Addressing conflict and resistance

The god of gender equdlity isatransformatory one, and, like al processes of change, is
likely to threaten the entrenched interests of individuas and groups (both men and women).
The conflictua nature of such change needs to be acknowledged frankly, and skills
developed within the organisation to handle the resolution of conflict carefully without
diluting the god itAf.
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Chapter 3: Implementing gender equality

This chapter spells out the specific respongbility of each part of the organisation for the
achievement of gender equdity. Guiddinesfor good practice are implementation targets are
provided for each part of the organisation. The targets represent measurable indicators of
progress as currently envisaged and practicable; they are subject to review and are
expected to lead on to the design of further, and perhaps more comprehensive, targets at a
later stage. It is expected that all the targets identified can be achieved within a 3-year
period. However, some targets can be implemented dmost immediately.

3.1 Implementing gender equality at the level of governance

The trustees of ACORD (the Board of Directors) hold fina responsibility for the setting and
implementing of policy and have a duty of supervison, to ensure that mechanisms arein
place to further policy and that these mechanisms are actively in use.

At present, members of ACORD receive a briefing pack on joining the Consortium. It is
expected that this briefing will be expanded in future as the nature and composition of
membership changes. This expanded briefing will include an induction covering dl policies
and on ther dutiesin relaion to these policies.

The membership and Board of ACORD are expected to promote gender equdity amongst
themsdves, for example by ensuring parity between men and women on the Board of
Directors and its sub-committees and by adopting anti-discrimination measuresin
recruitment to the membership.

STRATEGIC PLAN TARGET
Wewill -
Encourage the Board and Assembly to appoint equal numbers of men and women
as members
Strategic Plan 1997-2001, p.19

GENDER POLICY TARGETS
By the year 2003, all members of the Assembly will have been offered gender
training as part of their induction into ACORD and a majority (over 50%) will have
completed such training.

By theyear 2003, at least 50% of Board memberswill be women.

3.2  Implementing gender equality at programme level

3.2.1 Programme plansand strategies

Programmes are the foundation of ACORD and reflect ACORD’ s vaues through their
implementation. They are the main means through which ACORD’ s gender policy isgiven
force.
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Gender equdity isagod towards which al programme activities should be designed to
contribute. Programmes will be required to be explicit about how each activity is expected
to contribute towards gender equdity.

Gender equality isan integral component of the three strategic gods identified under
ACORD’s current grategic plan, namely: to reduce poverty and vulnerability, to help people
win their basic rights and to help people cope with conflict and build peace.

Good Practice Guidelines
All programmes should identify and seek to respond to the aspirations of specific
disadvantaged categories within the generd categories of women and of men. This
means addressing issues of disadvantage on the basis of, for example, economic class,
ethnicity and sexudity asan integra part of its gpproach to gender equdity.
Programme gender strategies will seek to address not only economic but also socid,
physica, reproductive and emotiona needs.
Strategies will include gender awareness-raising for men and women aimed at the
promotion of dialogue, co-operation and more sharing of power, resources and
responghilities.
The formation of Strategic aliances and networksin pursuit of strategic ams and
objectives will aso be promoted.

3.2.2 Toolsand methodologies

Good Practice Guidelines
Programme methodologies will be drawn from abroad range. They will promote the
participation of men and women in programme design, implementation and evauation,
and will be such asto actively create opportunities for debate and transformation among
partner communities.
Programmes will be encouraged to use the Longwe empowerment framework based on
the 5 levels of equdity: wefare, access, conscientisation, participation and control —as
the basi's for developing strategies and monitoring outcomes.™

3.2.3 Research, monitoring and evaluation (M& E) and reporting

Good Practice Guidelines

Programmes will build their internd capacity to describe and analyse in what ways they have
succeeded and/or failed in their attempts to achieve the gender equality goas set in their
gender policy and drategies. Thiswill require:

Carrying out a gender baseline survey at the programme identification stage to provide a

¥ This framework was used as part of the Gender Review and will be adopted for the second Gender Audit (based on
1998 Annual Reports) for assessing programme performance in relation to gender goals and objectives. This framework
is used for measuring and assessing progress towards equality and is better for this purpose than the practical
needs/strategic interests framework highlighted as part of ACORD’s original gender policy statement.
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basdline againgt which to measure subsequent progress.

Ensuring that al programme records are sex-disaggregated to alow both quantitative
and qudititative andyss of programme activities and impact.

Setting gender impact indicators related to the overal gods and specific objectives and
putting in place systems for regular monitoring and review of these indicators.

Ensuring that research is carried out into the specific gender-related problems
encountered in programme areas and into the gendered impact of programme activities.
Ensuring that programme reports provide a full record of programme activities and of
other kinds of inputs, such as research, staff training and devel opment, undertaken with
aview to promote equality.

3.2.4 Programme management

Good Practice Guidelines
Programme managers (including those based in programmes and those based in the centrdl
office) are accountable for the implementation of the above and of the gender policies and
drategies defined by the programme teams. They should:

Ensure that due priority is given to activities in support of gender equdity in terms of
gaffing and budget dlocations and of the availability of materia resources such as
access to vehicles and equipment.

Ensure that adequate intellectua leadership and technica support are available to al staff
from within the staff team, supported if appropriate by loca externd advisers.

Ensure that personnel and staff development policies a programme level follow those
st by ACORD generdly, having due regard to variationsin the legd environment.
Ensure thet effective channels of communication exigt within the staff group, and
between the programme and the community in which it works, to permit the fearless
expression of views, comments, problems and concerns and to ensure that these are
given full congderation.

Means through which programme managers are accountable include annua reports and the
gender audit, and appraisals conducted between them and their managers.

3.2.5 Respongbility for gender within staff teams

Some programmes may fed the need to identify gender officer posts or give designated
respongbility to specific individuas in other ways such as through a* gender committee’.
Such designations are intended to ensure that the staff team as a group receives adequate
technica support in carrying out their individua workplans. The post-holders are not to be
seen asthe repodgitories of al knowledge on gender, nor should they be expected to take
regpongbility for implementing gender policy, sncethe latter is shared by dl eff.

The existence of staff members with designated responsbility for gender equality should not

be regarded as essential. Indeed, to the extent that it leads to the shedding of responsibility
on the part of other staff, it may in some cases be viewed as a negative step.
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3.2.6 Role of country/regional offices

Country/regiond offices, where they exigt, have a particularly important role in the
implementation of the gender policy. They will be the main point of information monitoring
and review, and will contribute to programme performance by providing advice and
information about nationd leve policies and initiatives in the state and voluntary sectors as
well as about externa sources of support such as consultants, research ingitutes and training
resources.

GENDER POLICY TARGETS

By the year 2003 —

- All programmeswill have developed a gender implementation plan in line with
the overall ACORD gender policy and taking into account any existing national
gender policies. Planswill be founded on a basdline gender analysis and include
programme goals and obj ectives, impact assessment indicators and staff
development and per sonnel\equal opportunitiesissues.

All programmes will have identified the responsbilities of all staff for
promoting gender equality.

All programmes will have monitoring and evaluation systems which will show
how gender equality goals are being achieved.

At least 50% of programmes will be able to provide verifiable evidence of
positive impact of programme intervention in reducing strategic gender
inequalities.

All programmeswill include gender -awar enessraising for staff and
beneficiaries.

All programmeswill include resear ch specifically aimed at promoting

under standing of gender issues

All programmeswill have at least 50% of women in their staff overall, and 50%
of women in senior level positions, or will be ableto produce evidence of their
effortsto meet thistarget.

3.3  Implementing gender equality in the London office

As the body which provides day-to-day co-ordination of ACORD’s activities and, at
present, management and stewardship of its resources, the London office has a pivotd role
to play in theimplementation of policy. Thisroleis shared equaly between the different
departments, which are currently the the Executive Director’ s Department, the Programme
Department, the Research and Policy Programme (RAPP), Finance, Funding, and
Personnel. The following guiddines assume the current structure.

3.3.1 TheExecutive Director (ED)

The ED provides strategic leadership to the organisation as awhole and is responsible for
enauring aclimate of organisationa culture which will be conducive to the sound
implementation of policy.

Good Practice Guidelines
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The ED will take a pro-active role in promoting the policy and will assume overdl
respongibility for ensuring thet policy is adhered to by:

Ensuring that periodic reviews of programme performance, such as the gender audit, are
undertaken, discussed and acted upon as appropriate.

Communicating and promoting the godss of the gender policy within the governance
Sructures and ensuring adequate commitment and understanding of the goasin al the
committees involved in programme identification, approva and/or evauation.

Promoting gender equdity externdly to ACORD through developing networking and
dliancesinternationaly.

Ensuring that the policy continues to reflect the priorities and aspirations of the intended
beneficiaries by periodicaly reviewing and updating it through the Gender Task Force
(see Chapter 4) and through participatory processes of discussion and consultation.
Ensuring that enabling mechanisms, such as the development of management information
systlems, are in place and are functiona in terms of advancing the gender policy

STRATEGIC PLAN TARGETS
Cresgting a new policy to promote gender equdity in our own organisation
Training in the London office in how to promote gender equdity
Increasing the number of programmes which include policies on gender equdity
Defining the gender equality ement of each of the other srategiesin the plan by the end
of 1997 (Strategic Plan, p11)

GENDER POLICY TARGETS

Bytheyear 2003, the ED will ensure that
The policy and action plan as approved by the Board is adopted and monitor ed
throughout the or ganisation.
Theaction plan isimplemented and a Task Forceis set up to promote
organisational under standing and implementation of the policy and to review
progressover time (see Chapter 5‘Action Plan’).
An organisational audit iscarried out and new organisational systems and
policies conducive to gender equality and equal opportunity goalsare
introduced.

3.3.2 TheProgramme Department (PD)

The PD has overdl responshility for the management of field programmes. It ensures that
programme design, monitoring and implementation are carried out effectively and in
accordance with ACORD’ s values and policies, and oversees organisationa functions such
as recruitment and financid management.
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Good Practice Guidelines
The Programme Department will ensure that the aims and principles of gender equdity are
pursued in programme design and management by:
Integrating gender equdlity criteriain al programme identification, planning, design and
eva uation procedures.
Ensuring that implementation of gender equdity godsisincuded in the respongihilities of
al programme managers.
Ensuring that adequate training and materia backing is provided to fidd staff and
programmes.
Setting up adequate systems for monitoring progress with policy implementation.

GENDER POLICY TARGETS

By the year 2003, PD will have -
Reviewed and amended the programme guidance manual to ensureit isin line
with the goals and principles of the gender policy (in collaboration with RAPP)
Reviewed therole descriptions of field managers, in consultation with Per sonnel
Developed a gender training plan, in consultation with Personnel, RAPP and
field staff and as part of the organisational development plan currently being
designed by Personnel
Developed systemsto allow systematic monitoring of programme performance
with respect to gender policy goals and tar gets.

3.3.3 Research and Policy Programme (RAPP)

Good Practice Guidelines
RAPP srolein ACORD islikely to dter as aresult of the change process, taking on greater
responghility for the development and management of research and information and for
Setting up gppropriate systems, and intensifying its collaboration with programmes. RAPP
will ensure the creation and dissemination of knowledge, expertise and experience relevant
to gender palicy research and implementation by:

Facilitating and/or co-ordinating research within ACORD, taking alead both in
identifying strategically important themes, and in developing appropriate research
methodologies.

Ensuring that ACORD’ s conceptud understanding of ‘gender’ is kept under permanent
review

Keeping abreast of current thinking and practice in the state, NGO and academic
sectors and ensuring that ACORD draws on awide variety of internal and externa
sources in order to enrich its understanding of gender in development and through which
to communicate its own experience

Ensuring that the gender dimenson of ACORD’s 3 drategic gods (dleviating poverty,
promotion of basic rights and coping with conflict) iswell understood and trandated into
programme and research planning and design

Contributing to the development of policies, practica guidelines and/or training materids
for use by L ondon-based and/or programme staff as gppropriate, and providing training
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and other kinds of support as appropriate

Contributing to the monitoring of the implementation of the gender policy and overal
programme performance in relation to set targets through the co-ordination of a two-
yearly gender audit.
Ensuring that knowledge and experience of the gender dimensions of organisationa
management and organisationa change are recorded, disseminated and applied.

STRATEGIC PLAN TARGET
We will use our understanding of gender differencein particular and of people’s
diversity in general to work out in greater depth our position on poverty and
vulnerability, basic rights and peace-building...(and) we will take gender differences
asour starting point, and focus on equality as our aim.”
ACORD Strategic Plan, p.5

GENDER POLICY TARGETS

Bytheyear 2003, RAPP will have
Assisted in the establishment of the Gender Equality Task Force
Provided support to departmentsand programmesin drawing up and putting
into practice gender implementation plans
Contributed to the development of Good Practice Indicator s based on the Good
Practice Guidelinesto be used asa basisfor ranking programme performance
in relation to the goals and principles of the Gender Equality Palicy.
Carried out research and developed thinking leading to ACORD’ s deegper
under standing of the gender equality dimensions of the strategic plan directions
Collaborated with Personnel and the PD in the development of staff training and
development policies

3.3.4 Financeand Accounts

STRATEGIC PLAN TARGET
By 2001, at least 75% of our programmes will budget 50% of funds towards supporting
female participants. The 25% of programmes not reaching this target will be expected to
show that they are spending increasingly more of their budgets on achieving gender equality.

The improved management information system required to monitor and assess progress
towards the gods of the gender policy will include information about resource dlocation,
including financid resources. The Finance Department will ensure that financid structures
and resource management practices facilitate gender equality by:

Contributing to the development of budgeting and financid monitoring sysemsto

provide information about the level of resources dlocated to activities aimed at

srengthening ACORD’ s gender competence

Carrying out periodic audits of programme budgets for the purpose described above

3.3.5 Funding

F:\RAPP\Themes & projects\Gender\Gender policy\ACORD Gender Policy .doc 26




The Funding Department heps to identify suitable sources of funding for individud
programmes and other organisationd initiatives. The Department represents one of the main
mechanisms whereby ACORD communicates its knowledge and experience to externd
audiences, pecificaly the mgor inditutiona donors. 1ts main role in supporting the
attainment of ACORD’ s gender godswill be to ensure that the equdity god, and the
experiences of programmes in furthering it, are reflected in communications with donors. In
addition, it is able to contribute to the process of pooling information about field experience
because of the programme overview it holds.

GENDER POLICY TARGETS
By theyear 2001 the Funding Department will have
Started up a database compiling infor mation about a range of sources of funding
for the promotion of gender equality work in thefield and the London office.
Ensured that ACORD’s policy on gender equality is highlighted and explained
in all funding applicationsthat go through the Department.

3.3.6 Personnd/Administration

The Department of Personnd and Administration ensures consistency and good practicein
gaffing, administration and organisationd developent. It will ensure that saffing policies
reflect and promote the goals of gender equality and equa opportunities by:

Ensuring that dl existing and new Saff are aware of ACORD'’ s vaues, including those
specificaly related to the gender policy

Devdoping a gaff training and development policy aimed at enhancing the gender
equdity gods of the organisation and liasing with RAPP and the Programme Department
to ensure that an adequate level of gender awarenessis attained and retained amongst al
the gaff in the London office

Ensuring that the respongibility of al saff for the promotion of gender equdity objectives
is dearly communicated and understood, in particular, through the recruitment and
induction procedures

Devdoping araft of enabling palicies, including an equa opportunities palicy, and
providing support and advice on their implementation (see next Chapter 4.1
Implementing Equa Opportunities).

STRATEGIC PLAN TARGETS
Provide more advanced training for men and women so that there is greater equdity in
job opportunities between them; and
Providetraining for al staff so that they can handle gender inequdlities in the most
effective way (Strategic Plan 1997-2001, p.16)

GENDER POLICY TARGETS
By the Year 2001, Personnd will have
Callaborated with PD and RAPP in the development of a staff gender training
plan
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Chapter 4: Promoting equal opportunities

Asdready stated, ACORD’ s policy on gender equality and equa opportunities go hand in
hand, the one complementing the other. ACORD’ s Equa Opportunities Policy is il inthe
process of being developed, but in this chapter, the main principles and objectives of that
policy and the way they relate to the Strategic Plan are outlined.

4.1 Recruitment

ACORD is committed to a policy of promoting equal opportunitiesin recruitment and
employment practices generdly. To thisend, ACORD is committed to developing an Equa
Opportunities Policy based on the following principles:

Equality of opportunity requires not only policy statements but aso mechanisms for
implementing, monitoring, adjusting and learning from policy implementation.
Achieving equality of opportunity between men and women depends on dismantling al
kinds of stereotyping and discriminatory practices.

Equdity of opportunity in recruitment involves syslematic planning of dl stages of the
recruitment process - from defining job descriptions, person specifications and
advertisements through to making the find decision and the setting of sdlary levels - to
eiminate bias.

ACORD’sam isto improve the gender baance in recruitment a dl levels. A key dementin
thisisidentifying strategies for advancing women into senior posts. This requires ACORD
to be pro-active in seeking out recruitment sources for quaified women, including
networking with like-minded organisations,

Women are often disadvantaged in recruitment because of their generaly lower levels of
education and experience, and because of their reduced mohility in terms of moving to new
places of work. Careful consderation needs to be given to the person specificationsfor a
role and hence for the qudifications required: setting high qudificationsislikely to
discriminate against women, and may mask an undue emphasis on technica knowledge as
opposed to other qualities.

STRATEGIC PLAN TARGETS
Our targetswill include:
Aiming for equal numbers of male and female staff and consultants over time

We must make sure that:
The number of women at management level increases. (p.15-17)

ACORD dso has aduty to provide opportunities for training and work experience with an
emphasis on women’s access to them, in order to contribute to expanding the pool of
women wishing and able to enter the senior levels of the development profession.
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4.2  Termsand conditions

Terms and conditions should be set with due regard to the need to attract greater numbers
of women gpplicants for dl posts. Thiswill include a careful andysis of specific problems
relating to each recruitment site, by setting appropriate targets and by designing benefits and
drategies amed at reducing them (eg housing, childcare).

Terms and conditions of service will reflect the god of gender equality by recognising the
importance of the family in the lives of saff members, by respecting staffs partnerships and
family structures including non-conventiond ones, and by pursuing family-friendly policiesin
relation to working hours, staff facilities, and parenta leave.

43  Harassment

Effortswill be made to enhance saff awareness of ACORD’ s existing policy for deding
with sexud harassment and the policy itself will be periodicaly reviewed to ensure it
provides adequate protection to staff againgt this form of abuse.
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Chapter 5
ACTION PLAN

Policy approval and dissemination

The proposed policy will be discussed at the Board meeting scheduled for February 2000
with aview to securing gpprova of the broad gods, aswell as genera backing for the
targets and approaches outlined.

Once gpproval has been secured, the new policy should be disseminated and discussed at
al levds of the organisation.

Policy Implementation

1. Equal opportunitiesplans
The Personne Department will draw up a draft Equa Opportunities policy which will
include the wider areas of discrimination.

2. Gender equality plans

Every department and country office/programme must meet to discuss the policy and to
develop a departmenta/programme plan for its implementation, founded on a basdine
assessment of issues and problems and including plans for monitoring progress. These plans
should be ready within a year of the adoption of the policy and submitted to the Gender
Equdlity Task Force.

A Gender Equality Task Forcewill be established.

Composition of the Task Force

It will include the Executive Director, a representetive from each of the four regions where
ACORD works, arepresentative of the London office, amember of the Gender Committee
and a Board member.

Functions of the Task Force

1. To ensure common understanding of the policy throughout the organisation and enhance
co-operdion in itsimplementation.

2. To comment on and provide advice as appropriate on plans developed at different
levels of the organisation for the implementation of the policy.

3. Toreview progress with implementation and make recommendations for changes to the
policy.

4. To review and monitor the progress of the equa opportunities policy

To achieve the above purposes, the Task Force will be required to meet three times:

The first meeting will take place within ayear to review the plans developed by the
London office and field programmes, and to comment on the equa opportunities policy
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The second mesting will take place one year following the first in order to review
progress and make recommendations for changes and\or revisions needed

The third will take place within 3 years of adoption of the policy in order to further
review progress and make recommendation for changes and/or revisions needed.

The Task Force will work closaly with the Gender Committee and will report formaly to it

on an annud bass. An e-mall network will be set up linking members of the Task Force
and the Gender Committee in order to facilitate communication.
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APPENDIX 1

WID or GAD

Women in Development (WID) identifies women as a specid, or separate, interest group.
Under Gender and Development (GAD), gender isidentified as an integrd part of a
development strategy and the Situation of women is no longer analysed independentlyof, but
rather in relation to that of men.

WID/GAD Policy Approaches

Approaches Description

Wedfare Earliest approach, 1950-70. Itsoriginal purpose
was to bring women into developmen as better
mothers. Women are seen as passive beneficiaries
of development. It recognises the reproductive
role of women and seeks to meet practical gender
needs/prioritiesin that role through top-down
provision of food aid, measures against
malnutrition, and family planning.

Equity The original WID approach, used in the 1975-85
U.N. Women’s Decade. Its purposeisto gain
equity for women, who are seen as active
participantsin development. It recognises
women'’ striplerole, and seeks to meet strategic
gender needs/priorirites through direct state
intervention, by giving political and economic
autonomy and reducing inequality with men. It
challenges women'’ s subordinate position.

Anti-poverty The second WID approach, atoned down version
of equity, adopted from the 1970s onwards. Its
purposeisto enhance the productivity of low
income women. Women' s poverty isseen asa
problem of under-development, not subordination.
It recognises the productive role of women and
seeks to meet their practical gender
needs/prioritiesto earn an income, particularly in
small-scal e, income-generating projects.

Efficiency The third WID approach, adopted particularly
since the 1980s debt crisis. Its purposeisto
ensure that development is more efficient and
effective through women’ s economic contribution,
with participation often equated with equity. It
seeks to meet practical gender needs/priorities
whilerelying on all threeroles and an elastic
concept of women'’ stime.

Empower ment Thefirst post-WID approach, articulated by
women in developing countries. Its purposeisto
empower women through greater self-reliance. It
recognises the triple role, and seeks to meet
strategic gender needs/prioritiesindirectly,
through bottom-up mobilisation of practical
gender needs.

Equality The most recent GAD approach, emerging from
the Fourth World Conference on Women (Beijing,
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1995) and widely adopted by governments and aid
agencies. It introduces equality as a human rights,
and emphasises that power-sharing and more
equitabl e partnerships between women and men
are political, social, and economic pre-requisites
for sustainable, people-centred development.

Source:
Mainstreaming Gender and Development in the World Bank, Moser, 1998, Box 1.1

and Box 2.2.
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