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Preface

This paper was commissioned by the Depart-
ment tor International Development (DF1D) in
the UK. Like many othet development orgam-
sations, DFID is concerned to build the capacity
of its staff to analyse and address gender
inequalities in all their work, throughout the
organisation. Capacity building will often take
the form of ‘gender training’,' and focuses on
staff working at the implementation level:

. training will imcreasingly be tailoved lo specific
groups and sitwations. A ... priovity will be to avoid the
‘cvaporation” of gender concerns during project
miplementation. By 2000, we plan io have developed
u cadre of project managers, TCOs and consultants
capurble end effectively moving towards gender equality
in collaboration with local pariners in the field.

Une Year on from Beijing', ODA, September 1996

The ‘evaporanon of gender concerns’ is a
phenomenon whereby projects which may have
been planned to address gender inequalities fail
to do so. There are many varied and complex
reasons for the ‘evaporation’ of gender concerns
at the level of project implementation, and thus
also many different strategies to address this

phenomenon. One of these is gender training.
The objective of this paper is to explore the needs
of development practitioners m c¢arrying out
work that addresses gender inequaliges at the
level of projectimplementation, and to define the
role that training can play in addressing the
‘evaporation’ of gender concerns, By focusingon
gender training, the paper is necessarily limived,
exploring just one of the strategies being used to
address gender concerns.

Much of the informatton needed for this
paper is undocumented.” We wsed interviews
with trainers and members of organisations,
hased on a series of questions that attempted to
get behind the usually factual reports of gender-
training workshops and courses. A list of people
interviewed is contained in Annexe One,® and
the questions for the interviews are contained in
Annexe Two, Other information has come from
reports and evaluations of gender traiming, as
well as internal correspondence. For a broader
picture, we have given examples of how gender
traintng is bemg used by dilferent development
organisations, identifying problems or diffi-
culties that are commonly experienced.!



Introduction

Over the last two decades the failure of
development projects to address gender inequal-
ities has been recognised by many development
organisations, echoing Myra Buvinic’s concern
with ‘project misbehaviour’ in the mid-1980s
(Buvinic, 1984}, Gender trainming has been
adopted as a major strategy to address this
failure, particularly at the implementation level
of the development process, where gender
concerns have been seen to ‘evaporate’.’

The argument of this paper is that gender
training at the implementation level must be
fully informed by and relate to the specific
context of implementers’ lives and work.
Contextual analysis of gender training at the
implementation level addresses several import-
ant elements of training, and these are explored
in detail in partone ol'this paper. Furthermore,
the institutional structure within which gender
training takes place has the potential to support
or subvert the process of gender training, and
gender training is only one of several com-
ponents necessary to ensure that strategies to
address gender concerns are institutionalised
throughout the organisation. The importance
of the insututional context has seldom been
clearly recognised by development organisa-
tions, and yet it is of crucial significance for the
success or ailure of any training. In part two we
identify positive elements ol gender traiuing
thatrecognise and explore this significance,

The way in which implementers experience
gender relations and their ability to understand
and bring about positive changes in gender
relations through their work are controlled not
only by the context in which they are working,
but also by their hierarchical position within this
context. Their posidon in both local and
organisational contexts will 1in some respects
control their understanding of gender analysis,
but even more, it dictates how much change
they arve able to bring about . This has important
and practical implications for gender training.
Itis in this light that elements of gender training
practice can be examined in detail in order to
subject present processes to a fully contextual
analysis.

Gender traiming has had very positive results,
with many development planners and project
officers becoming comfortable with the terms
and concepts of gender analysis, and significant
improvements in work to address gender
inequalitics. Development organisations tend to
sec gender analysis as a technical skill, with the
same status as other technical elements of
development work. To varying degrees organ-
tsations also recognise that people come to
gender traming with atirudes and beliefs chat
are net strictly ‘technical’, so that training needs
t: be at the level of ‘personal awareness raising’.
Training is seen as a tool with which w ensure
that staff are equipped with the skills, and the
awareness, 10 carry out work that positively
addresses gender inequalities.

[Gender] training aims lo increase knowledge, lo
develop understanding, to change behaviowr, and to
offer new shills with which to do this.

Bridgew Walker: 1994: 1496

There is no doubt that professional skills are
nceded to build the capacity of individuals and
their organisations to bring about positive
changes in gender relations. However, there is
also a tendency, when gender training is seen as
a matter of 'skills’ acquisition, to reduce tramning
10 a single session, to ‘give’ people these skills.
This does not take into account the need for
gender training to be located in context and to
be part of a larger process of change, that takes
place throughout the organisation and within
individuals over time,

Many organisations carrying out gender
training on a regular basis, do not locate gender
training within any overall organisational
strategy: they do not set out a long-term
rationale for this training investment and how it
‘fits” with other organisational strategies o build
the capacity of staft to implement work to
address gender inequalities.

Despite this, implementers, in addition to
expressing a need for practical skills in gender
analysis and planning, often express this more
fundamental need to be part ofa larger process
of change. For exampie, in the Kenya ODA



Cender wtaining for development policy implementers

(now DFID) Technical Co-operation Officers
training,’ participants expressed a need to learn
more about the context of DFID policy and
practice, as well as leurning about the elements
of thetr work that can address gender inequal-
ities. Similarly, the need expressed by Oxfam
stafl attending the Ethiopia gender training in
F993* was 1o raise their awareness of gender
issues, partcularly in the context of Oxfam and
Oxfam’s gender policy.

Oxfam has an organisation-wide gender
policy, which is a line-management responsi-
bility. As a result of this, many Oxfam fieid
offices have engaged in discussion and consulta-
tion on gender issues at the field level as part of
broader processes of programme planning.
This is designed to increase the capacity of field
staff to plan and implement work, but it is not
necessarily called “training’.” In DF1D there has
beert a noticeable change of attitude in the
organisation, with regard to addressing gender
incqualities. This has had a positive ellect on
thase in DFID who have ‘picked up’ these
concerns.'

Participants at the Action Aid international
workshop'! expressed the need to share exper-
iences, especially between themselves as field
oflicers and representatives from the office n
London. They hoped to develop an under-
standing of gender relations and a coherent
plan of action for both regional and country
offices and the central office in the UK 1o
address gender inequalities in their work within
the organisation as a whole:

This workshop is not happening in ¢ vacuum, but is
insiead one part of a process of change in our agency
and in owr shared framework of understanding for
anr prrogramones ... I am in no doubt that we ave in the
process of transforming this agency. Nigel Twose™

[n a DFID workshop on gender training, this
was summarised:

Training has to be part of a wider project of
institutional change from the outsel, to be effective ..
we therefore need to find further ways of promoting
institutional change, in addition to training

ODA: 1996"

From these examples icis clear that alongside
any strategy for gender training at the
implementation level lies an urgent need [or
mstitutional  oransformadon. A process  of
vansformation relies on sustained institutional
commitment and support, alongside gender
traiming. These ensure the location of training
within an organtsational strategy ol change,
built on and supported by policy, procedures
and organisational culture {Goetz: 1995:2).

Key issues in gender training

® In recent years many development
organisations have demonstrated a
commitment to training their staff on
gender issues.

m Trainees’ ability to implement change
depends on the way in which their
understanding ol gender relations is related
to their context, as well as their hierarchical
position within their context.

a The primary motivation of development
organisations is the recognition of continued
‘project mishehaviour’, and the failure of
their projects at the implementation level to
address gender inequalities. To counter this
perceived failure, gender training is
generally seen by development
organisations uas a matter of ‘skill
acquisition’.

s Ifgender training is seen as only “skill
acquisition’, there is a danger of instituting
one-off trainings which do not take account
of context and the need for a larger process
of change throughout the organisation.

m The process of organisational
vansformation should take place alongside
gender training, and should affect
organisational policy, procedures, and
culture, This kind of organisational process
has very practical implications for gender
training.




Part one: Training in context

Gender training at the implementation level
must relate fully 10 the trainces” context. This
has important and practical implicauons for
several different elements of gender waining.
50 that these can cach be examined, we have
sub-divided this section to look at the difierent
elements separately: trainees, trainers, approach,
pedagogy and frameworks, documentation,
and difficulties and resistance commonly
encountered in gender training.

1.1 The trainees

Implementers are actors in the local culture as
well as in the organisation they work with and
are therefore located at the cross-section of both
the local and organisational contexts, In both
these contexts, implementers operate within a
complex set of mstitutions, in which they are
involved to varying degrees and with varying
influence, in both their persomnal and prof-
essional capacities." This is very significant both
for their understanding of gender issues and
their ability to address gender inequalities in
their work.

At present, implementation staff employed
by DFID in the UK and, where possible,
newcomers ‘posted’ to regional or country
offices overseas, are given a one-day training
course in gender planning, in London. Oxfam
GB includes gender issues in its ‘Knowledge of
Oxiam’ induction course, which takes place at
Oxfam’s Central Olfice. There is also a manage-
ment induction comse, also held in Oxford,
that usually includes a session on gender issues.
There used to be a specific course on gender
issues For all new emplovees of Oxfam, but this
is no longer provided.

Traiming for implementers (the focus for this
paper) is also oftenn carrvied ouwt in the field.
Field-level training can be complicated by the
diversity ot experience within one parucular
organisational group. That is, within one
project, a group of implementers may share an
organisational culture, but difter in every other
respect. For example, there has been gender

training carried out in the field with DFID stafl
who are cmployed to implement particular
projects (Technical Co-operation Officers —
TCOs), their counterparts, and Hield managers.
Examples of these are the March 1995 training
for TCOs and their counterparts in Kenya
(Kanji: 1996), the courses held in the Caribbean
in 1995 and 1996, and the course held in
Tanzania i 1994.% I these wraining sessions,
stafl are all associared with DF1D projeas, but
this is alt they have in common. The groups are
cehwrally mixed, and have varied levels of
conceprual understanding:

The participants were an ilevesting and challenging
group Lo work with because of their helerageneity in
terms  of levels of gender awaveness, sectorel
experience and personal backgrounds. The main
difficulty in having TCOs and counterparts together
was that of getting the appropriate puce and level of
input  and  discussion.  Although  counderparis
participated well and freely in small groups, TCOs
dominated the plenayy discussions. However, the
advantages of having this mixed growp were clear
when parlicipants came 1o anabysing their oum
projects and formulated strategies for action. Project
groups were able o disenss and build consensus
around analysis and strategies, wheveas a wovkshop
for TCOs alone would imply a “delivery” of knowledge
and strategies lo their counderparts on return lo their
prajects. The advantages of the mix ave thevefore
greater thay the disadvantages. Kanji: 199417

For Oxfam implementation stall, gender
training has taken place primarily in the field'
with famly homogeneous groups of either
Oxfam staff or their counterparts. In 1995 and
1996 Oxfam set up a series of imuatives to tacil-
itate training for held-level managers m
diflerent vegions, often attached tw regional
strategic-planning sessions. One example was
the gender-policy implementation workshop
for the Middle East managers, held in July
1995. In South and East Asia regions, gender
training has been a feature of a staff network:
Action for Gender Relations in Asia (AGRA-East
and AGRA-South). AGRA-East has systematic-
ally carried out ‘orientations to gender’,
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immediately foliowed by thematically focused
gender traming since the early 1990s. These
workshops take place every year.

[AGRA] was crewted by Oxfam project officers, and is
driven by project officers, and Hs focus is on project
officers and thetr smamagers - this is beceuse project
officers fell thet managers showld be requared lo allend
AGRA East to give gender issues the commitmend tiey
deserve, Grady: 19961

Gender training for both Oxfam staff and
their project partners took place in Chad,
October 1996. This was acknowledged to be the
firse time that Oxfam had organised a workshop
for both Oxfam staff and project partmers in
West Alvica, incorporating a mixed group of
participants:

Wiile some of the problems [as mentioned above] were
encoundered heve, the advantages of a joint fritiative
were also noled espectally in lerms of confronting
openly the dowbis and fears of counterparis

In general, gender traming for Oxfam stalfin
the field has not been organised from Oxfam
Central Oflice, but i1s organised and run by
Oxfam stafl ac the held level, sometimes with
support from the centre or from local experts.
The extent and type of gender-training intua-
tives depend on the particular country or
regional office.” One of the characteristics of
the training, therefore, is that the trainees tend
to be homogeneous in terms of their location
within both local and organisational contexts.

A stmilar sitvation exists in ACTIONAID, as
the whole structure of the organisation is
decentralised, with regional offices and repres-
entatives holding significant decision-making
power. While some ACTIONAID offices have
done a lot of gender training, others have donc
none. No central divective on training cxists as
yet, and it is up to the discretion and interese of
the counury divector and the stafl. However,
where traming is taking place, it is generally
with a fairly homogeneous group.*

Similarly, gender training for ACORD
implementation staff is very much focused at
programnie level, and will involve all the project
staff ol a particular ACORD programme, based
together in a generally isolated field office. They
will often be from the same region of the
country, or even the same community (which is
often the community within which ACORD
bases its work). They are therefore a very
homogeneous group, with strong links 1o each
other through their work and their relationship
with the local community.®

For the Development Planning Unit (DPU)*
training courses, held in London, a group of
trainees can include technical consultants,
counterparts (gencrally from governmemt
ministries or other national wmstituuon stalT,
such as university deparument stafl), and
management stall’ from the institutional head
offlice or field offices. Groups are very mixed,
but generally from ceriain bilateral develop-
ment agencies (such as GTZ or SIDA). The
courses use the extreme heterogeneity of the
participants to bring out concepts of gender
roles and identities as social constructions.
Participants then re-contextualise their under-
standing of gender issues in thewr own cultures
as they work on practical application to ‘live’
prqicctsl'l:'r

The complexity of implementers’ contexts
does not just depend on their location between
the local and organisational structures; another
impottant factor concerns their hierarchical
position. Trainees’ hierarchical positioning in
the local cultural context and in the organisa-
tional context is paramount in understanding
how they are able to accept gender issues, and
vitally, how eflectively they are able to use the
concepts in their work,

The position that implementers occupy 1n
the hierarchies ot both their cultural and organ-
isational contexts allects not enly their under-
standing of gender, buct also their influence and
power in addressing gender issues in their
work.

The varying influence that diffevent ‘sites of
power’ within institutional landscapes have on
development work helps to  explain  the
‘evaporation’ of gender concerns atthe implem-
entation level. Caren Levy has developed a
‘web’ to explain the links within organisations,
and their influence on the cross-cutting issue of
gender inequalities:

Gender relations and their intersection with other
soctal velations , are located at a variety of different
siles of power m any particulay imstitutional context
and ils ovgantsational landscape ... the expression of
power in each of these siles is understood not only as
vistble products and practices of organisalzons, nd
also in the invisible values and wmolivations which
influence and shape these more langible outpruts of
organisations. Levy: 1996:478,

Thus the choice of wainecs and the training
that is given needs to reflect both the limitations
and the opportunities inherent in the trainees’
location and position within the institutional



hierarchy of the local context and ol the
organisation itsell.

In recognition of the influence that the
mnsttutional lierarchy has within development
organisations, it has alrcady been identified
within Oxfam that gender training lor mana-
gers in the field and at Oxlam Head Office is
needed if lield stafl are to be given adequate
support in their attempts to address gender
inequalities in their work. Shinilarly, within
DFID, there has also been a clear move to
prioritise training in gender issues for senior
managers, rather than only for development
advisors and rechnical staff, who are further
down in the hierarchy.

Who and where are the trainees ?

a8 lmplementers are at the intersection ol an
enormously complex set of social relations,
within which they operate and have
influence both as individuals and as
development professionals.

m Training in context must acknowledge and
addvress the hierarchical position of traiees
within both their caltural and organisational
contexts.

1.2 The trainers

Local wrainers and co-trainers in field-level
gender training are alread y widely used to form
a fink with the local cultural context, with
enormously positive effect, by all the organisa-
tions examined in this paper. The choice of local
co-trainers is often strategically based on the
conceptual needsotthe group tobe trained. For
example, several Kenya-based groups were
considered by Nazneen Kanji for the Kenya
ODA TCO training of March 1995. Femnet was
chosen to provide the co-trainer because their
professional approach would be accepted by the
trainees, and matich the level of understanding
of the group to be trained,”

In many Oxfam offices, gender training is
carried out by local gender erainers, sometimes
alonc and at other times in partnership with
international trainers. In many field offices
Oxfam stalThave themselves taken on therole of
gender wrainer with their local counterparts.

Part one: Training i context

There 1s also demand for Oxlord-based stafl for
basic training, although these will generally ery
to use local co-trainers.

Training s not systematic or widespread in
ACTIONAID, but wheve it is taking place, it
draws on local trainers. In some olhices, there
has been a recent emphasis on ‘Training of
Trainers', to build a core group of staftf who are
confident in taking forward the process with
other stafl, and with counterparts. Other
training workshops are held with local trainers in
a particular country or regional context {some-
times using vainers from dilferent countries in
the region).*

Local trainers are a vital link with the local
coutext, both in orderto relate concepts of gender
w it, and to build lecal capacity to support work
that addresses gender inequalitics. Alongside
this, the presence of a trainer or co-trainer from
the central office of the organisation can help w
position gender issues as of integral concern in
the organisation. When local wainers work
wgether with trainers from the central office |
this enables them to communicate 1o the
trainees concepts and experiences which are
both relevant te the context in which the
implementers live and work, and to the
pricrities of the organisation.

It is important o note here that gender
trainers do not only represent a context, but
also a hierarchical position within that context.
The age and the sex of the trainer or co-trainer
will, in many cases, dictate her or his position
within a hierarchy, and wmay influence the
effectiveness of the training. Many gender-
training courses use male trainers where
possible. The use of local male co-trainersin the
ODA Kenya traming was considered an
essential element in the success of the training.=

The calibre of the trainers is a vital element in
the success or otherwise of gender training.
When presenting complex and  difficult
concepts, trainers’ skills must be ol a very high
standard in order for the trainees to understand
and feel comfortable using what are sometimes
very new ideas and tools. There are no formal
professional standards or qualifications for
gender trainers, and organisations employing
outside consultants have w wvely on the
‘reputation’ of a particular trainer. It is for this
reason that organisations often build up a
relationship with two or three individual
trainers whom they know and trust.

Gender trainers from the DFID cenural office
will often be professional trainers, hired for a
specific gender-training course.¥ Whlst this



Genler mraning for development policy implementers

ensures prolessionalism, it can also reinforce the
one-off nature of gender training, as the trainers
are not based within the organisation and so are
not i a position to carty out continuous
monitoring or support for the mplementation of
the concepts and skills trainees have learned.
For DPU, gender tratning makes up part of
the regular work ol the insttution. Where
traiming is conducted abroad, the DPU trainer
will be part of a team carrying out DPU training
work on a more or less regular basis, for
particular organisations, This s a similar
arrangement to DFID's relationship with
regular training consultants; DPU wainers act
as consultants with particular organisations, but
with diffcrent groups of trainecs cach tiine,
Some organisavons such as Oxfam and
ACORD rely heavily on stafl, generally called
‘gender advisers’ or ‘gender officers’ *' Although
these roles enable trainers to develop training
within a particular organisation, they have not
generally been roles of authority or power.
These staff have not had the time or resources to
monitor and support the implementation of
gender analysis within the organisation as a
whole and in the programmes. Any progress
that is made has relied wpon individual
‘champions’. Despite the considerable success
so far {mainly thanks to the commitment and
vision of individuals), gender wraming has not
yet been systematically respected and
appreciated within development organtsations.

Who trains ?

a The trainers used in gender training should
be representative of both the local context
and the organisation.

Trainers should carry enough authority
within the hierarchies of both the local and
the organisational contexts to ensure that
the importance of gender concevns is fully
recognised by the tramees.

Trainers should be ofa high personal and
professional calibre, ensuring that concepts
and tools are understood and vsed by
partcipants.

Trainers should be in a position within the
organisation which enables them to monitor
and support the implementation of work
addressing gender inequalities after the
trammg.

10

1.3 Approaches to training

The approach taken to gender training will
olten reflect the culure of the orgamsanon
iself. While this provides coherence, diflerent
approaches can strengthen or weaken the
capacity of the gender training to relate
concepts to the reality of gender relations at the
implementation level. Furthermore, some of
the approaches are more "wranslormative’ than
others.

Skills {or tools) acquisition: As we have seen,
gender training is often understood by devel-
opment organisations as the acquisition of
professional skills. The gender-training frame-
work used by DFID in their UK training is based
on the ‘Moser framework’.’® This has been
modified to include more personal under-
standing of gender relations, and the use of
practical examples. In the beld, the framework
used 1s more flexible and tailored ro the needs of
the group to be trained, but cencentrates on
professional ‘skills acquisition’. Gaining practi-
cal skills is often cousidered to be particularly
important by proponcnts of this approach,
which is focused on changing the work practices
ol participants, rather than personal awtitudes:

It s mmportant W emphasise the compelence
development aspects of training since stopping at
awareness and conunitment can he very counder-
productive. It can create considerable frustration if
personnel and consullants are aware and commitied,
but lack the necessary skills lo move forward.

Hannan Andersson:1996:2, quoted in Stewart: 1997: 5

In a recent review, gender training within
DFID in the UK has been seen to be very
cffective in raising awareness among partici-
pants of the need to address gender concerns in
their work, but less eflective in providing the
skills needed 1o do so.

Awareness iraining can be provided in o ome-duy
course bul skill developonent requires move time so that
¢ runge of practical exevcises can be underiaken with
enough time to consider and discuss these.

Jones, Kanji and Male quoted in Stewavt: 1997:17

For the ODA training in Kenya, the trainers
used the DPU framework. This is primarily a
‘planning approach’, focusing on the practical
needs of men and women and how they are
differentially affected by a particular ‘technical’
project. More political aspects of gender rela-
tions, focusing on women’s strategic interests,%
were presented as issues to be considered by the



group, rather than as part of the formal training
framework. Gender issues in the workplace
were handled towards the end of the training, as
these were expected to be more problematic.™

The content of this kind ol waining will often
have a surong practical component, with partici-
pants working on ‘live’ projects. It is intended
that with the guidance of the facilitator, they will
be able 10 begin to apply the concepts they have
learned, integrating an analysis of gender
relations into the existing logical frameworks or
implementation strategies with which they are
familiar. This practical orientation is very much
appreciated by participants:

Alwost all the participents said thai the workshep had
provided them with « usefulfrigorous framework for
gender analysis and a logical and practical approach
to integreting gender in the planning of their projects.
Sevierad commented thal thetr wnderstanding of gevnder
issues and for gender azoaveness had increased but in
gencral, participanis emphasised the usefulness of the
methodology to mahe practwal  assessments  and
changes within. their eurvent project work.

Kanji: 1994%

This approach was designed to be non-
conlrenaational;

These twols provide o common language thal allows
practitioners from different disciplines, of different
persuastons and positions on. WID/GAD issues, o
conunicate with each other wnon-threateningly.
Moser, C, 1993:176 (sec also p. 179-180)

Anon-conlrontational approach is often used
in heterogeneous groups since people in mixed
groups will often feel more insecure than those
in homogencous groups, and therefore non-
threatening, non-confrontational approaches
will allow them to explore the issues more easily.

The approach is appreciated by DFID swafl

interviewed by Sheelagh Stewart in 1997:

The non-threatening pariicipatory natwre of the
course is highly effective. (Stewart: 1997: 16) and
The siyle of the Social Development Division was seen
as important i creating change. They are never
confrontationel, they just get alongside people and
assist in making change easy and making it happen.’
{Stewart: 1997; 29

Personal awareness-raising: Oxfam’s basic
traming is primarily based on this more
personal approach. It is Oxfam's belief that
gender relations are part of every individual's
personal experience, coloured by the cultural
context in which they grew up and now live.
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Awareness raising  branung  addresses  attiludes,
perceptions and beliefs; unless people are sensttive lo
gender tnequalities, gender analysis traming s
wnlthely tn the long run to change plansny and
practice i development and relief agencees’ work, We
belicve that unless people’s emotions ave tonched , and
their practices in their pevsonal lives ave bronght into
the discussion, there is a visk that gender awareness
will vemain mevely an intellectnual construel, and will
be timited m ils power to bring abont meanmgful socral
change. Williams: 19947

Only after this personal exploration of the
issues do the workshops start analysing the
particular projects from which the participants
ave drawn, and develop tools and skills for par-
ticipants to use i their ongoing work (Williams:
1994).

ACORD uses a very similar approach to
gender training:

Gender concerns us primavily m our frivate lves, and
only secondly as a professional concern. I lhis respect
it is unlthe many other aveas of shill or knowledge
which develofrmend workers receive training i (such
as report-writing or agricultural lechnology), im which
participants ave undikely to have such o fugh degres of
enmotional involvemeni. El-Bushra: 1996

This kind of tratning can be threatening,
because it challenges many basic assumptions.
But if it is facilitated carefully it can be non-
confrontational, and a process ol discovery,
with the participants themselves bringing out
otherwise difficult elements of gender relations:

The role play generated a lot of discussion........ the
other issue velated to the gender perspective which
aroused a lot of comment was the issne of the gender
perspective with vegard lo leadership, porticularly as
the elders were nol only taltking on behalf of the women
lndt were also talking as if the men were a homogenous
group...... fwas genevally fell that the workshop had
been useful, interesting and challenging.™

We all found ihese questions brought up a lot of very
deep feelings. fust answering them was quite an
emotional experience. Dealing with the questions
cabmly was bike holding a river buck. A purdcipan,
South Aftica, April 19925

Oxfam field stall in the Philippines have
worked with local gender experts (the A-Team)
to develop a modular grass-roots gender
training that presents concepts of gender as
they apply to areas of the participants’ personal
and professional lives (in this case as handicrait
workers), The issues explored included health
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and sexuality, vinlenee, decision making, and
organisational leadership. This exposed the
‘rendered’ nature ol the participants lives and
their work, as well as some more political issues
ol ‘gendered’ power and control both at home
and at work™ This is ambitious, as issues of
gender and power are perhaps the most
difficult element of gender relations to address
int traintng workshops. They arc the subject of
the last approach to gender training to be
mentioned here,

Challenging power relations:

Gender s a political issue, becanse it is about power. It
is a political issue becavse it seeks to bring the private
sphere inio the public arena. of debate and action.
MacDonald: 1993: 17+

In the first section, we identified implem-
enters as being the people who are required to
apply theoretical concepts of gender planning
to complex and dynamic social situations, of
which they themselves are a part. We also
identified the necessity of using local trainers to
place concepts of gender in the local culwral
context and in the context of the organisation
itself. In this section we can wdently a [urther
way in which gender training can be context-
valised, through exploring gender relations as
relationships of power.

If the purpose of ihe training is o expose participants
to @ professional tool for use by all ODA staff then that
s an endively technical objective. If it is alse to
conlextualise the use of the lool, that is political. The
warriage of the two vequives some more shifts and
changes in the structire of the training ... [lo one]
which has space for the feminist and political stance
even if i does produce some adverse reaction. ™!

The above quote is from the UNIFEM co-
trainer, Audrey Ingram Roberts, in the ODA
Caribbean training. She strongly suggested
introducing the more political elements of
gender in the training, and was particularly
concerned to:

-..atlow enough space for the political aspects of gender
analysis to enter the debate, Further, that the strategic
responses laken by women of the Caribbean in response
to policy vapacts cannol be fully appreciated using
merely a sterile, technical approach when the issues are
political.

However, her stance was perceived as more
‘feminist’  and ‘produced some adverse
reaction”.”® This can create barriers to gender
awareness among participants.
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Challenging gender relations is a far longer
and more demanding process than acquiring
protessional skills, But it is not necessarily a
negative process:

[Gender training ] is a lool, a stralegy, @ spece for
reflection, a site of debate and possibly of struggle.
Training & a transformative process: i aims lo
increase knowledge and to develop understanding as a
weey Lo change behavianr, and to offer new skills with
which to do this. MacDonald:1593: 32.

Approaches to gender training

® The skills acquisition approach is non-
confrontational and non-threatening. This
approach 1s best used in heterogeneous
groups, and it is often used in short, one-off,
trainings. This approach can succeed in
giving trainees very important skills, but it
does not allow for the time and space to
address the more personal clements of
gender relations, nor the reality of gender
relations as relatonships of power.,

The personal awareness-raising approach
addresses peoples’ attitudces, perceptions
and beliefs, This is a more ‘threatening’
approach to gender, but it is not necessarily
confrontational. It takes more time and
requires sensitive facilitation; itis also best
achieved with a homogeneous group. It
does not explicitly explore the political
nature of gender relations as relationships of
power.

Challenging power relations is a political
approach to gender. This can be threatening
and confroncational, creatng increased
resistance to gender concerns. However, if
handled sensttively, it equips the trainees
with an understanding that fully addresses
the realities of gender relations; their basis
in people and the relationships of power
that exist between people in both the local
and the organisational contexts.




1.4 Pedagogy and frameworks

The principles of pedagogy concern how
people learn, as opposed to what people learn.
The pedagogy behind gender training is often
weak. 6o particular framework? for gender
anatysis is Deing taught, how it is taught has the
potential to make it relevant to the reality with
which implementers will enguge it their personal
and their professional capacities. This in turn
has wmplications for the potential of gender
training to enable implementers to carry out
work that fully addresses gender inequahues.
Training ol adults is not the same as teaching;
adults will often learn best by ‘doing’, in an
active and relevant learning environment.

In the ACORD gender training report,®the
pedagogy of training is based on four principles:

* Freirian principles of learning, ‘which holds
thatcducation (using the word in its broadest
sense) is essentially a political process which
validates the existing knowledge and expe-
rience of participants.” El Bushra: 1996

* The principle that ‘adults learn best by
actively engagming with the subject-mater
through all their senses. A training process
which does this will, for example, make use of
song, drama, mime, poetry, drawing, team-
work, personal reflection, and the explo-
ration of questions about the world around
it.” El Bushra: 1996

* The principle that there are stages 1o
learning and they need to be followed
through in sequence:

- mind state {getting yourselfinto a
relaxed and stress-free state, believing
in yoursell, having a vision of success)

- gathering information

~deepening and appropriating
information

- recognising key elements

- showing you know
(to yourselt and others)

- reflecting on this knowledge.

* Finally & principle ‘related not to aduilt
learning theory but to gender: that gender is
not an extraneous body of knowledge but is
‘lived” by everyone throughout their lives.
Thereare noexperts on gender, and no right
answers about how people should live their
lives. The basic material on which training
should be based is therefore the experiences
which participants bring with them.’

El Bushra: 996,

13

-

Part one: Training i comext

The pedagogy developed by Sue Jones for
the one-day planning course for QDA swall
involves two mam  components ol adule
learning: the participants’ wse of their own
matertal (brouglht with them) and the vse of
visual stimuli (including video, slides/photos,
children’s drawings)."* The successful use of
varied presentation methods is also noted by
Sheelagh Stewart in her review of gender
training in DFID, with one mraining parucipant
commenting: ‘I'm a trainer and 1 didn't realise
that you could use so many methods so
effectively in one day.” (Stewart: 1997: 16)

Pedagogy used in the DPU methodology can
be inferred from the brieling decument by
Nazneen Kanjiin the ODA Kenya TCO gender-
training workshop. The training course was
mainly based on presentation und discussion in
plenary sessions, and work in small groups on
applying concepts to 'live’ projects.’’

An example of the pedagogy used in the
Oxfam mcthodelogy is the wraiming carried out
in South Sudan:

The format of the workshop ... was based on «
progression from the presentation and discrssion of
basic concepls, to the itroduction of Ppracticul
methodologies for gender analysis and comnuni-
cation, and finally and most importantly, activities
which would lead to the identification of practicu!
strategies for the integration of gender concerns in the
prograguies. Smyth: 1997+

The participants of the AGRA-East gender
orientation workshop in the Philippines gave
some useful ideas on improving pedagogy in
the training. For example:

Sessions designed for the forr slages of learning to
occur — theory, prachice, rveflection and action. For
example for the ‘practicad versus strategic needs’ session,
Lot participants first mention a project they have support-
ed which addresses women's practical needs. Discuss.
then have them think about what activity might be done
Lo address @ strategic need ™ {scc previous note 33
on practical and strategic needs)

Thereis very little wricten on the pedagogy of
teaching various ‘frameworks’. All too often, the
framework being taught {ie. what is being
taught} is assumed to be the same as the
pedagogy (ic. how it is being taught). This lcads
o misunderstandings about frameworks, and
how they can be used. For example, there is
often confusion about whether the framework
that is used should be considered also as the
‘approach’ taken to gender issues, and more
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specilically the approach taken to gender train-
ing. Frameworks are only tools. A particular
framework can be used with dilterent peda-
gogies, and is often uvseful when used with
different approaches.®™ Above all, frameworks
are not the answer to the problems of carrying
forward work 1o address gender inequalities:

Gender planning fravievorks ave seductively uni-
versal, presented as providing universally applicable
tools. Experience has shown however, that they are nol
wniversal and cannot be unrversally applied. GAD s
as much about applying the insights of feminism to
development studies, as it is about gender sensitive
project planning. Pcarson: 1996°

The pedagogy wvsed in the training should
enable the participants to understand issues of
gender relations, both as they can be applied
wsing a framework, and outside the framework
that they have learned. For example, partici-
pants in the Oxfuam South Sudan training raised
the issue of limiting one’s understanding of
gender velations to a particular framework:

The discussion highlighted that m using such frame-
works i i anportant o be aware of theyr limitations.
These are tmportant consideralions, given the unerili-
cal way v wiach these frameworks ave often proposed
... most seriousty they vun the risk of being equaled with
the tong-term work of developing and vaplementing
appropriate gender stralegies. Smyth: 1997: 2-3%

Pedagogy and the standard of craining given
o implementers will be crucial in determining
how effective the training is in increasing their
capacity to carry out gendered work.

How do people learn?

® Pedagogy refers wo how people are taught,
which mustbe based on how they learn.

With some exceptions, the lack of clear,
documented, pedagogy in much of the
existing gender training is a limiting factor
in its success in building the capacity of
devclopment organisations to address
gender incqualitics.

m The over-reliance on the ‘frameworks’ being
taught can lead to problems of over-simplifi-
cation of gender issues, and ultimately the
failure to adequately address the complex
reality of gender relations in development
nitiatives.
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1.5 Training materials,
documentation, and institutional
learning

Materials used in gender waining will affece not
only what is learned, but also how it is learned.
Materials are not only ‘inputs’ into gender
training, they are also a vital element in the
decumentation of gender training over time, as
gender training is adapted and developed
according to different contexts and traineces.
There ismuch good gender training material
that 15 being used creatively and effecuvely by
many different organisations in a variety of
contexts. The Oxfam Gender Trainmg Manual has
become a leading resource, used by gender
trainers and deveclopment practitioners all over
the world. There are many other gender-
training manuals that have been recentdy
produced by other development erganisations,
which focus on the specilic needs of their stafl
and  parmers.® Devclopment  organisations
recognise that gender-training material cannot
be static, but must be adapted and developed:

Even very good training nalerial becames stale, lmited
in effectiveness and dislocated from the needs of the
group when vepeated ardomatically in all cirewmstances.
Helen Derbyshire and Sarah Ladbury, Febroary 19u5

Developing specific gender-training material
in diferent contexts ensures that the matenial
reflects the dynamic nawure of the contexts in
which implementation swafl are required to
understand and apply concepts of gender
analysis. This is a constant creative process, and
much learning can take place between gender
trainers and development agencies as the
material develops in relation to each specific
context in which it is being used.*

ACORD has developed its gender-training
material specifically in the field, emphasising
the cultural context in which stafl are working:

.. the emphasts on the cultural context in which gender
relations are defined is partly to undertine the basic
definition of gender as the cultuvally conditioned
difference between men and wonen, aned to enable
participanls to explore what this means i their own
environment.  However, it also  prowdes  an
opportunity to deal with one of the principal fears that
participanis may have aboul dealing with gender
issues in their work, ie. that gender is an imposed
agenda, and one which may create dangers for the
programme and jfor endividual staff members when
promoting this agendi in the local community.

El Bushra: 1996: 4%



Similarly, participants in the ACTIONAID
Internationad Gender Workshop saw the need
for the development ol training material to be
continuous, and built on the experiences of the
participants.”

However, one of the limitations of present
gender training is that there is a distinct short-
age of material that is produced from gender-
training conrses or workshops; i.e. document-
ation of gender training. For example, there is
very little documentation available centrally on
the gender traming that Oxfam Project Officers
carry out with partner organisaticms, ts success
or fatlure. Documentation of gender traiming
remains one of the ‘weak spots’ recognised by
the AGRA network, ™

Documentation of gender training should
specifically include the material that is used in
the training, but also ether aspects of training,
such as the pedagogy and the approach used,
and the success of the training isel{, One report
that docs record the context and process of the
workshop, and a list of the training materials used,
is a report of an Oxfam ‘Health programming
and policy’ workshop held in Caivo. This includes
a section on gender and health, but the work-
shop was nota gender-training workshop as such.™

Existing documentation of gender waining
will seldom mclude any reports of failure: the
failure of workshop material to address certain
issues or aspects of gender training, or the
failure of the training to reach the participants
in the way that was intended. Recognition of
failure js vital o institutional learning. Although
failure may be shared internally and informally,
the reluctance to document and share failure
constrains a wider sharing of experiences and
longer-term development of gender-training
strategies.

For example in Oxfam, the material used in
gender training has been criticised in reports
and evaluations:

Case studies offering examples of other programme
experiences were considered @ good way lo proceed.
Here, however the Indonesia example (Forestry in
Indonesia, adapled from The Oxfam Gender
Training Manual) proved boih loo remote tn the
cultural sense and difficult to grasp. The document
concerning the Lebunon case, on the other hand,
addressed issues of considerable velevance lo the South
Sudunese situafion. Ines Smyth: 109750

Similarly, in the ODA Nepali gender train-
ing, case material wasidentified asa weakness in
the course.®' However, these comments are not
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common in reports. Generally, the material used
in a gender-wraining course is not documented,
and neither s ies success or lailure.

Thereis also evidence thattherve s a shortage
of dear institntional material o be used in
gender training. This is important, because
participants need to be able to understand not
only concepts of gender as they upply in the
focal context, but also why and how gender
concerns ave being adopted and incorporated
by their organisation at other levels:

While the ODA WID policy is very clearly staled m
ODA key docrments, the findings of the study indicale
thai this policy is not widely dissenitnated wmongst the
vmplemeniers of ODA projects in Nepal ........ Priorlo
the lraining, none of those interviewed had seen a
wrtbten version of the ODA WID policy ... and twoo-
thirds of them were nol aware of QDA support for
gender planning. ™

Training material therefore needs to be
placed not only in the local cultural context, but
also in the institwtional context, as was discussed
in yespect of the trainers. Documentation of the
material used, as well as other aspects of tramn-
ing, and its level ol success, is essental for
further institutional learning on geuder waining
as part of an organisational process of change.

Documentation: a mechanism
for learning

8 Uselul training material does exist,
and is being used effectively.

Material such as case studies will help to
relate gender issues more closely to the
local context.

Material should also contain concrete
references to the organisation itself (through
published material or other case studies),
setting out clearly how its policies and
practice reflect its commitment to
addressing gender inequalities.

There is a lack of material produced from
gender training, documenting its
development, and its success or [aillure

in different contexcs.

This lack of systematised documentation
constrains the process of learning that should
be an integral part of gender training.
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1.6 Resistance to gender training

Many difficulties that arise in gender rraining
have already been covered in the previous
sections on contextualisation. However, there
are still problems thatoccur because ol trainees’
personal resistance to concepts of gender.
There may be emotional reactions from men
and women who have much mvested in the
patriarchal system, the legitimacy of which s
being questioned in the process of gender
training. In some cases this problem is intract-
able and there is very licle that can be done
through gender traming to reverse such
attitudes:

11 is probably fair to say that this growp constitudes a
pocket of velatively intraciable gender-resistances
hostility which existed prior o the training cowrse, and
to which a training course is a red rag o a bull.
Stewarc: 1997: 17%

Yowever, there is also resistance that is not
intractable and must be dealt with. Resistance
inevitably restricts participants’ understanding
of gender analysis. When participants do not
understand concepts of gender analysis, they
cannot understand where it fits into their work
{(both culturally and institutionally), and this
makes cthe implementation of gender analysis
almost impossible. In addition, partcularly at
the implementation ievel, there may be
problems with language and logistics which can
contribute to resistance to gender training. Itis
important to understand the roots of this kind
of resistance in order to begin to overcome it

The concepts of gender analysis have often
been developed in other cultures to those of the
trainees. Interpreting concepts of gender across
cultures will frequently inspire negative emo-
tional reaction, expressed as cultural resistance
to the idea of feminisim, as occurred, for example,
in the ODA Caribbean waining.® A similarly
negative reaction was experienced in the Oxfam
South Sudan gender-training workshop:

Some particthunts feaved that the wovkshop would
jrromote ideas and praciices contrary and insensitive lo
the communities’ cultural norms. Smyth: 1997,

The same reaction was also voiced by some
participants in the ACTIONALD International
Workshop on Gender as ‘concern about impos-
ing gender, interfering in and desiroying
culture: fear of western feminism’.%

Implementing agents are particularly fearful
that their own legitimacy within the community
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will be negatively aflecied by their espousal of
gender concerns that have been developed in
another culture. Implementing gender analysis
will mean directly confronting gender relations
in a community. This can upset a careful bal-
ance of power and bargaining, and leave people
who should have benefited from a project in a
worse position. Implementation of work to
address gender inequalities is sensitive, and can
inspire great anxiety in those who are in close
contact with the local situation.™

Fear of gender approaches betng associaled wnth
[eminism which may compromise the confidence placed
in ACORD workers by the commainitics they work with.
El Bushra: 1996G: 149

At the other end of the spectrum is the
negative reaction within the feminist movement
to the idea of gender wraining, and indeed
gender analysis in development. This reaction is
based on the belicf that talking about ‘gender
issues’ and carrying out ‘gender training’ is a
way of de-politicising and co-opting the political
feminist struggle for equality in some contexts:

For femenists struggling lo achieve equality for women
in theiy societies, the asswmptions [coniained in the
analysis of gender relations in development] are af best
unfunuliar, and al worst appear to lack legitimacy in
the fight for equality. %

Other problems with understanding concepts
of gender analysis arise from a perception that
the analysis is considered as a priority technical
expertise in development work, rather than asa
‘lens’ through which to question and change the
focus of the whole development process. Some
DFID technical stafl feel they are being made
into ‘mini-Social Development Advisors’. One
of the aims of the gender planning review day
was ta tackle these concerns, and ‘broaden the
“owncrship” of ODA’s (DFID) approach to
gender analysis and planning’:%

Muany training models attempted to turn all staff into
render experts’ in a short period of time. Yet experi-
ence has demonstrated that people do not acquire all
the necessary skitls in o short workshop and in fact, this
type of focus may have coniributed to an under-
estimation of the skills required to work specifically on
eualily isstees.

Sue Jones, quoted in Stewart: 1997: 20

Underlying many of the difficulties outlined
above is the fundamental question of what
concepts of gender relations do we or should we
expect people to understand. The foreignness



of concepts involved in analysing gender rela-
tons can be the basis of the resistance of
trainees. The ACORD stall’ in Gulu, Northern
Uganda, have overcome this problem by creat-
ing their own deflinition of gender relations in
their own funguage.™ However, there may sull
be couflice between the organisational under-
standing, and different local understandings.
When two contexts meet and interact, as happens
at the implementation level, it is the staff on the
ground (the ‘tmplementers’) who have the oppor-
tunity to negotiate and resolve the conflict.

Language problems make understanding
concepts of gender analysis particularly severe
at the level of implementation. This is because
training at this level is olten targeted at people
for whom English (or French, Portuguese etc.)
is not their first language. There is a real lack of
training material in local languages, and this
compounds difficulties with conceptual under-
standing:

Workshofrs and related activities condueted in g mulli-
Lingual environment alwans present difficullies of
commnericalion ... the question of language and
comnrunication should be explicitly addressed in all
frogravme activities. Ines Smyth: 199771

However, atempts at translation can also bring
thewr own problems, as many of the fundament-
al concepts of gender analysis simply do not
translate casily into other languages, which are
themscelves rooted in a particular context.™

Gender training at the level of field staff can
also have logistical problems. Ficld-level train-
ing will often be in relatively isolated areas, with
poor infrastrucwure. This can create a logistical
nightmare, with nothing being predictable. It
also means that participants can suiler problems
in attending the training. Logistical problems can
alsooccurinthe UK— videos break down, rooms
are changed, people get lost in London — and
they all add to the strain of gender training.
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Logistical problems have different implica-
tions for men and women. I gender training 1s
designed to give a clear message about gender
relations, the constraings of the trainees produc-
tive and reproductive lives must be incor-
porated in the waining itsell. The idea of
‘gendered time and space’ has clear implica-
tions for the way in which gender training is
organised for menand women, as well as for the
way in which gender is integrated into
implementing development projects.

The way development  organisations  siructire
everyday work through space and through time veflect
the physical and social capabilities of those wio
dowmnale organwsations. These praclical, vveryday
aspects of the way organisalions structure their work
are a featwre of the oganisabion’s culture.
Goetz: 19977

Resistance

m Many trainees find concepts of gender
analysis threatening, both personally and
professionally, and in terms of the position
they occupy 1 a communiry. This often
leads to emotional resistance to gender
training, and a failure 1o understand or
implement concepts of gender analysis,

Problems with language can often
compound trainees’ ditficulties with
understanding concepts involved in gender
analysis.

Logistical difficulties also have different
implications for women and men, and
should be given due attention in the
planning of gender-training couyses.




Part two: Institutionalising gender training

To ensure that gender training is adequately
contextualised is not enough. Training,
however well carried out, is not sufficient in
itself to build the capacity of staff to implement
positive change in gender relations. Other
cssential elements in implementing work to
address inequalities in gender relations must
also be present, and located within an instiw-
tional strategy of change. A supportive organ-
isutional context (and not just that of the feld
ollice) is vital in order to ensure that gender
concerns do not ‘evaporate’ at any point in the
development process:

{Lis also clear that training itself is most effective when
# 15 part of and supporied by a pro-training
organtsational stralegy. What this means for treining
as part of a change strelegy @ that i i most effective
when the strategy both wses training and endorses s
importance. Slewart; 1997: 6

The scope of this paper does not allow for a
full discussion of all the elements of institutional
wansformation. Here we will only address insti-
witional aspects that have practical implications
for gender training.

2.1 Needs assessment and
institutional analysis

Before any wratning takes place, it makes sense
to know where it ‘fits’ with other strategies for
change, and what it is expected to achieve.
Needs assessments can and should Al this role.
An assessiment of needs allows the trainer time
to find out what participants need, and to
discuss training materials and so on. Further, it
allows time and opportunity for the trainer to
locate the participants within an institutional
structure and identify the hmitations and
opportunities presented by their position. Full
and accurate needs assessments will allow the
trainer to contextualise the traming, and can
also pre-empt many of the difficulties associated
with it.

Needs assessments have sometimes been
carried out prior to gender training by trainers,
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but this is by no means systematic within any
organisation. Where they have been carried out
they have found to be essential to the success of
the taining.™ In ACTIONAID a ‘training
needs analysis’ has been found to be very useful,
o build awareness and support {or the whole
process of training at decision-making levels.”

Needs assessment can also be used 10 match
the group being trained. It is recognised that
different groups require different approaches
to gender training. If gender training is being
planned with an extremely heterogeneous
group,” the urainer may opt for a non-confron-
tational approach to gender. However, it may
actually be better to separate the group into two
(or more) homogeneous groups, with some of
whom the trainer could consider more personal
and political approaches to gender training.

With an accurate picture of the group w be
trained, it ts also possible for the trainer two
develop an appropriate pedagogy. For example,
for a group of trainees that are working in a
particular thematic sectoer of development
(health, agriculture, sanitation ete), a modular
approach to training will be more appro-
priate.” Thematic training has been developed
by agencies such as FAQ and UNFPA, concen-
trating on gender issues in agriculture or in
population activitics, using spedalised training
materials. The Oxfam ‘Healdh Programming
and Policy’ workshop, held in Cairo in
December 1997, is another exampie of how
thematic waining on gender issues can be
incorporated. In this workshop, gender issues
were incorporated by examiing implications of
gender inequalities for health.”

Good needs assessment will also enable a
trainer to develop training material in consult-
ation with the trainees. As mentioned above,
relevant material is essenuial for trainees 10 be
able to understand the concepts of gender.
Ideally, full needs assessment will enable a
trainer to find out what general material exists
in the country, as well as material that relates
directly to the work of the trainees (for example,
project case studies). In addition to developing
appropriate material, needs assessment can also



identily appropriate co-trainers lor a particular
group of trainees.

For example, Nazneen Kanjp carried out an
extensive necds assessment exercise in Kenyain
preparation for a subsequent gender-training
course.’” This identified the level of under-
standing and the expectations of the trainces
(both TCOs and their counterparts), both
culturally and within the particular organi-
sational context. This then helped toidentify an
appropriate approach and co-trainers. The
time and resources given to carrying oul needs
assessment also allowed for the collection of
material relating to the Kenyan siwation.

Good needs assessiment also gives an oppor-
wunity for the trainees themselves to have an
input into the planning of a training course.
This helps to loster a sense ol ownership of the
issues by the wrainees, and will pre-empt many
difficulties associated with the perceived ‘foreign-
ness’ of the concepts, alveady referred to.

Perhaps most importantly, needs assessment
must also locate traimees within their organisa-
tional structure so that the gender training
acknowledges the limitations and opportunities
inherent in their positions. Staff nominated o
undergo gender training may have little real
power to implement change within the
organisation. If this is the case, needs assess-
ment can lead to the recommendation that
senior stafl are also trained.

Institutional analysis carried out beforehand
is also important for assessing the impact of
gender waining on the organisation. An
understancling of the institutional structure of
an organisation will give an indication of its
capacity for change, and how gender training
can hit into strategies to bring about that change *
Gender training must fit into a longer-term
institutional strategy to implement change,
facilicating learning and ownership of gender
analysis across the organisation, at every level.

Needs assessment is theretore wital if the
trainer is to understand the institutional
structure of both the local and organisational
contexts*'within which trainees are werking.
This will ensure that the training itself contains
relevant gender amalyses ol the institutional
structures surrounding implementation scaff,
and develops tools to enable trainees to seize
every opportunity for change in their work.

19

Uart two: Instimionalising gendey iraiming

Nee.ds assessments .:md
institutional analysis

a Needs assessments have proved to be
essential and contribute greatly to the
success of training. However, needs
assessments are by no means systematically
carried out in the context of gender training
within development organisations.

Needs assessment allows trainers to gain an
understanding of the rainees so the
approach, the pedagogy, the tramers and
materials can be tailored to their needs.
More importantly, needs assessmentallows
tramers to understand trainees’ hierarchical
location within the organisation and the
local context, and prepare training that
acknowledges both the opportunities and
the limitations of the trainees’ position to
addvess gender inequalities.

2.2 Equal opportunities

Gender waining 1s generally seen by develop-
ment organisations as a set of skills and tools of
analysis that relates to planning, implement-
ation or evaluation of their projecs and
programmes. Gender training will very seldom
reflect back on the working relationships within
the organisation itself.

Gender and Development (GAD) policy initiatives
have, at teast in principle, been accepied by the devel-
opent establishment, yet the fact that social insti-
tutions and development organisations continne o
produce gendered awteomes which can be constraining
or melright disedovuntageons for wowen means thel e
mast tniervogate patterns of adwinisiration and ride
SJraw a feminist perspective, and Wsist on accotnba-
bility to women as a serious issue in development
nmanagement and politics. (Goetz: 1995:1)

In formal terms, equal opportunities policies
implemented by government and non-govern-
ment organisations reflect the laws in existence
ina particular country. In the UK, forexample,
theve is an Equal Pay Act and a Sex Discrimina-
tion Act, as well as Race Relations legislation.
However, sex discrimination legislation in some
countries simply guarantees women “equality of
opportunity’ i.€. ensures as Far as possible that
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women have access to all opportunities {of
employment, earning, eic); in others countries,
special treaument may be prescribed — positive
discrimination or affirmattve action — with the
aim of equality ol outcome. (Cockburn 1991).%
In the UK. legislation has avoided positive
discrimination; creating an environment that
works towards decreasing sexual inequality ts
left o employers.

Employers who have a stated commitment to
social justice — as in the case of organisations
working for development — have an especially
strong obligation to undevtake appropriate
initiatives. This concerns not only matters of
recruitment, promoton, training oppor-
tunities, and adequate physical facilities (toilets,
changing rooms}, but also moves to establish a
physical environment free from sexual harass-
ment, and a work culture which allows both
men and women to contribute fruitfully to all
aspects of work.

Comnmonly wsed Levns such as ‘mainstreaming gender’
or ‘laking a gender perspective’ are often undersiond to
be key stralegies for the implementation of the gender
policy within. Oxfam. Howevey, what are the para-
meters of mainstreaming gender within an oxganisa-
tion? Is it aboul mainstreaming vesources and gender
issues m our development discowrse, or is i abowl
Sfundamentol changes o transform existing asym-
wetries and inequalities? ... Questions such as where
does Oxfam’s staled principles on gender stand
relatione lo the proposed stralegies for promoting
diversily and ils policy of equal opportunities need lo be
clarified to pave the way for interventions necessery
[for the implemeniation of the gender policy.

Rahman: 19976

The Oxlam equal opporwmities policy
(established in the late 1980s) and connected
procedures apply to the whole organisation.
But in field offices they ave mitigated by local
national law, Oxfam also has a gender policy
{established in 1993). It has been necessary to
separate these two policies (although they
appear in the Oxfam Policy and Procedures
Manual in one section), and it s clear that hoth
of them are needed. But this must not obscure
the connections between them. The two policies
are structurally connected and between the two
there is considerable transformational potential
for both the organisation and its work.

However, this connection is at best unclear,
and certainly not brought out clearly in gender
training. Oxfam’s gender training has, like that
of other development organisations, concent-
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rated on programme and project work, not on
its intevnal functioning as an organmsation. This
reinforces the separation between the gender
policy and the equal opportunities policy: die
equal opportunities policy being more focused
on management issues, monitored by personnel
and corporate human resources departments;
and the gender policy being more focused on
programme issues, monitored by desk and field
staff in the international division.

ACTIONAID alse has a Human Resource
Development pelicy which strongly endorses
gender concerns in the workplace. In order to
develop links between gender awareness in the
workplace and in development programmes it
is important that connections are explored by
staff and management, not only in training
‘courses’ but also in other fora, such as staff
meetings.

When issues of gender relations in the
workplace have been brought up in some
ACTIONAID  gendcr-training  workshops,
participants have described the work environ-
ment as ‘more conducive to men’. The gender-
training workshops are designed to encourage
staff to reflect on their attitudes and the way in
which they relate to each other both proles-
stonally and personally. This is clearly one way
in which gender training can be used to build
professional capacty in gender analysis, and
can coutribute to changing the orgamisational
culwre and making the workplace an environ-
ment where both women and men can achieve
their full potential. It is also recognised, however,
that raising awareness of gender issues in the
workplace must be backed up by efforts to
encourage women to apply for posts and remain
in the organisation, such as family-friendly
work policies, and investment in women staff
through consistent capacity building.

The Oxfam staff network AGRA (Acuon for
Gender Relations in  Asia) was originally
conceived (under the name of the Women in
Development Group) as a support network for
women programme officers in India, who at
that time (mid- 1980s) were a minority in a male-
dominated environment. This kind of support
became an important part of AGRA’s role as it
evolved, addressing issues of gender relations
within the workplace, as well as building up an
understanding of gender relations in Oxfam’s
programme work in Asia.®

Implementation stalt employed in the UK
and working overseas for DFID will often be
either Technical Co-operation Officers, or



project managers. Both of these roles carry
considerable responsibility. ftis importanc that,
whilc encouraging project stalt and counter-
parts to understand and work for gender
cquality, DFID stafl, in their role as managens,
accept similar responsibilities in their own working
practices. Further, it is gencrally accepted that
in order to address gender inequalities success-
fully through project work, the organisation
isel{ must also be committed to gender equality
in its own operation. This means {ollowing
policies and procedures of equal opportunities,
not only as a legal requirement to guarantee
‘equality of opportunity’, but also to create a
warking environment conducive to challeng-
ing, and ulttmately changing, gender roles.
Training can have a very important role in
mforming trainees ol their rights, and explor-
ing the way in which they themselves {as men
and women) experience gender relations in
their work 5¢ Clearly, legal frameworks will vary
in diflerent countries, and training should
reflect the specilic situation. Gender training
can also be the ideal occasion to learn more
about the priorities of male and lemale trainees
im relavion to their weorking environment.
Finally, training can be used to highlight the
connections between a commitment to gender
fairness in the work an organisation does, and
gender fairness within the organisation iself.

Equal opportunities in gender
training:

m Equal opportunities issues and legal
requirements are structurally linked to
gender analysis. This needs to be clearin
any gender training.

Equal epportunities issues are often not
included in gender eraining.

Equal opportunities issucs are particularly
rclevant o these implementation staff who
arc alse managers in the field, and who will
need to understand and put in place
procedures and lacilities in different cultural
CoOMexts.

Addressing equal opportunities issues
clearly during gender training can help to
create a working culture thatis conducive
to chailenging and transforming gender
relations.
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2.3 Impact assessment and
evaluation of training

Evaluations of gender-training courses are
gencrally carried out immediately at the end ol
the course, with feed-back vom the participants
and the tainers. The conwibution ol these
evaluations to developing the potental of
gender training is undoubted.

For exumple, evalvanons of the DFID
gender-traming  courses in  London have
resulted in suggestions that training should be
carried outon a more thematic or sectoral basis,
and that problems of negative emotional
reaction should be tackled . * At the level of field
othices, the DFID gender-planning training
courses in the Caribbean held in November
1995 and April 1996 used lessons learnt from an
earlier training to improve on the course.

However, this kind of evaluation tends to
refllect the specific training courses in them-
selves, not the process of increasing the capacity
of staff in the hield of gender. There arve indica-
nons that gender trainmg has led to an
increased commitment to addressing gender
mequaliges in programme work, but it is difficult
to observe and assess the lasting impact of values
communicated through gender training

One exception to this is Oxfam Brazl. The
Brazil office carried out a full gender-focused
evaluation of their work over a period of three
years, assessing the institutional capacity of the
Oxfam Brazil field office to address gender
issues in their work., The evaluaton includes,
but is not restricted to, gender training:

The evaluation avmed to assess the appropriateness
and success of Oxfam’s programme strategy belween
1990 and 1993, particularly the integration of
gender into the variows dimensions of its work. The
evaluation also iniended to contribute to institutional
learning, lo further staff braining in gender, and to
propose futiire strategies for Oxfam in Brazil

Blaker and Rexchmann: 1994,

In the recommendations, further training is
mentioned along with many other suggestions
for better incorporating an analysis of gender
relations inte the work of staflfl {Blaker and
Reichmann: 1994:3). The evaluation of Oxfam
Brazil is supposed to be part of a world-wide
effort 1o assess Oxlam’s work on gender issues:

This evaluation is part of Oxfam’s world-wide
intliative o review gender approaches m all of ils
offices, in light of a recently approved Gender Policy.
Blaker and Reichmann 15945
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A recent ‘Gender Review of the Oxfam
Uganda Programme™ aimed to:

.. exnitie the existing gendey practices of the Oxfam
Uganda programme, and look atwhere and ke these
conild be improved. The emphasis of the Review was
wiech less on makmg fudgemend about the impact of the
gender aspects of the Uganda programme and move on
learning logether which approaches had been adopted,
in theory and in practice, and how these could be
improved apon. Smyth and Payne: 1998: 5

However, there has been litdle evidence of a
systematic worldwide effort to implement a
review of Oxfam’s work on gender issues until
the recent ‘mapping exercise’ that is taking
place at the moment:

{The mapping exercise amns lo] provide a baseline
against which actions und non-aclions can be mea-
swred; taking tio account ongoing and past mitia-
trves, the process will analyse the goals sel out by the
country offices, vegional desks and dimsions o
iplement Oxfen's policy on gender, and achieve-
nents and obstacles of such initiatives.

Rahman: 1997:3

A similar year-long ‘stock-taking exercise” has
recently been suggested tor ACTIONAID. This is
primarily designed to take stock ol how gender con-
cerns are being incorporated intoe ACTIONAID's
work. In evaluating this work there is alse oppor-
[LNity tO carry out awareness-raising of gender
issues and come oanorganisation-wide understand-
ing of what ACTIONAID understands by ‘gender
and development’, and how to address gender
inequalities more effectively in the future

A review of the impact of gender training in
DFID was carried out by Sheelagh Stewart in
1997. This comprehensive analysis of the effects
ol gender training within DFID has been
queted hrom already in this paper. Itisbased on
the gender waning carried out in the United
Kingdom, which can include implementiers
such as Technical Cooperation Officers and
other staff employed from the UK o work for
DFID in parmer countries, but will rarely
include natonal staif or partner organisations:

The initial assessment s extremely positive. Firsily a
sound cove knowledge about gender itself and about
the importance of gender to DFID is widespread in the
organisation. There is very little overt hostility o
gender. ... Finally the gender training courses have
been extyemely successful both in professional and
adult learring terms, and on their own leyms, te. they
have communicated gender tdeas in a clear and non-
threatening fashion.
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Lhe mportance of the ‘wix’ of stralegies which
includes training, managemant support, the Social
Develofanent Division and the Project nformation
Marher System cannot be overeuephasised.

Steware: 1997: 2

This review is part ol an effort to review the
‘Gender Equality Strategy’, which is now
looking specifically at the operationalisation of
the strategy. The role of gender training at the
level of policy makers in this scrategy has also
been examined in some detail ™

ACORD has carried out a progress report
and cridical assessment of gender training {exten-
sively quoted already in this paper).® This
report locuses specifically on gender training
within ACORD as a whole — both for the
secretartat and for field-based programme stafF:

Evaluation of programme-based trainimg workshops
shows that they have had a large measure of success in
demysitfving gender, troducing wsefud analylical
tools, and indicating ways in which gender training
wmight be approached at commauenity level. The wse of o
comnon terminology acress ACORD has facilitated
exchange of expevience belween programmies. RAPP
[-...] has also gained a mass of experience nol only in
training lechnigues bt also in developing « common
language’ of gender across different cultures and
acgtiring aceess o a vich source of understandng and
insights. The experience has shown up some of the
weaknesses of conventional approuches 1o gender
which ACORD can brild on in future.

El Bushra: 1996 — summary.

All evaluations are useful. The main weak-
ness of evaluations of gender traming is that
very few of ther systematically link togetherthe
impact of training {or other capacity-building
activities) within the organtsation at different
levels, Nor do they take account of the impact of
other gender training carried out in other
organisations, for example, those operating in
the same country or region.

Assessing the impact of gender training on
project implementation can be virtwally imposs-
ible within established suructures of monitoring
and evaluation. This has been recognised by
many development organisations, and it has
been suggested by evaluation tcams that
developing specilic indicators for the impact of
their projects on gender relations should be
part ol future actions w be taken aher the
training.™

A "Guide to Gender-Sensitive Indicators” has
been developed by the Canadian International
Development Agency (CIDA)® which ‘shows



how gender-sensitive indicators can and should
be used in both gender integrated and WID-
specilic projects, and in combination with other
evaluation techniques’.

For gender training to be evaluated for its
impact on the capacity ol implementers to carry
out work which addresses gender inequalities,
the indicators used should focus on the work
that the traiminyg is designed to allect. These
indicators can be developed as parc of the
training itsell. A successful example of this is the
Kenya ODA gender training for TCOs. After six
months, the training course was evaluared for
its impact on the participants” work, and the
participants were given the chance to demon-
strate how they were using the skills they had
learned in the traiming.* Because the partio-
pants were able to {formulate their own object-

ives at the training, there was a leeling of

ownership, and a large degree of success in
achieving these objectives. The limitaton of the
training  however, was that the objectives
developed by the participants tended to concen-
vate on practical gender needs, rather than the
more strategic gender interests that come with
deeper understanding of the issues.”’

Impact assessment and
evaluation: a longer-term view

m Evaluation of gender training is generally
carried out at the end of the course, and so
will evaluate the course iself, not its effect.
Though useful, this tendency reinforces the
one-off, short-term basis of field leve)
training.

There is a luck of systematisation of
evaluation and impact assessment
exercises, across and between organisations.
Institutional learning on the impact

of gender training is thus limited.

2.4 Follow-up to training

Follow-up to gender training is a vital element
of its long-term success, and of its transformational
potential. In the terms of refevence for the ‘Gender
Review of the Oxfam Uganda Programme’, one
of the questions to be answered was:

Part twer Institwtionalising gender trining

After iraiing an gender issues, how do you ensuwre
that they use their knowledge in the hrogranomes they
manage? Some of them might not have agreed with
you, some find i difficult to overcame prejudice, some
Jiudd it difficrdt to implement gender analysis,

Smyth and Payne: 1998: 5

The failure o implement the ideas of gender
analysis  introduced during  gender-training
‘courses’ illustrates the limitations of gender
training when carried out on a one-off, isolated
basis:

{Some] staff mterviewed described a gendey-Iraining
waorkshop held in 1994 as part of thelr induction as
exciting”, but it was never followed-up. Often what
has been prut in place is goodd but limited. The ground
has been laid but if peaple do not understand the
principles behind it, theve is a risk that the staff will
work wmechanically. The fuct that there was wo follow-
upio the raining, that there was no altempt Lo monitor
Hipact, or to build on gains ov extend the coverage in
other staff ave all Hlustration of the one-off nature of
many mpuls Lo date. Smyth and Payne: 1998 18

This 15 also the case in ACTIONAID, where
there is a need lor a ‘continuous push’ in order
to ensure that an understanding of gender
relations is deepened amongst trainees.® This
might involve regular follow-up gender train-
ing, an idea that has also been discussed in other
organisations:

Follow-up after workshops has genevally been inade-
quate. A short raming workshop is enough simply to
give parlicipanis a lasie of whal they wight be able to
do. Without further support — possibly meluding
other workshops — the interest shown will not he
transformed mio praciical changes.

El Bushra: 1996G: 1%

Follow-up can be identified therefore on two
levels: essential support at the local level w
guide implementers through the process of
gender-aware work; and support within the
organisation itselt, in the form of guidance and
clear policy, and procedural changes.

The frst form of follow-up can involve
continued collaboration with local wainers, This
provides a basis on which development organisa-
tons can engage with and support local capacity
in gencler analysis and acuivities. It is also worth
noting that this ‘accompaniment’ is also “capacity
building” in gender analysis, even where a formal
training workshop has not taken place.'®

In some countries, where local expertise in
gender is well developed, there are already
long-term» and productive relatonships between
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Oxlam tield oflices and local trainers.'*' One
exampie of this is the chain of training that was
developed from one Oxfam training in
Mozambique. The co-trainer for this course was
a South African, who then went on to train
Mozambican tramers, who were then able to ke
their expertise to Angolx and train there. Theoret-
ically, the Mozambican waining will have laid
the basis for continuing local support for
practical work.'"” Wichin Oxfam there is colla-
boration with local expertise in some contexis
(eg. AGRA South and AGRA East), but seeking
and building up this cotlaboration has not been
systematic across other regions.

Extended co-operation between local gender
wrainers and the ODA Social Developmient Advisor
(SDA) in Kenya has also recently been more
formalised as u divect resule of the local-level
training.'” In the Caribbean training, it was
suggested that a ‘gender clinic” might be set up,
a collaborative structure to give more continued
practical help to technical stafll in assessing
projects for their gender implications. '™

Similarly, the ODA gender training in Nepal
stressed the use of local expertise as a key
element in the success of work to address
gender inequalities;

The creation of a local training capacity is a critical
element i making gender planmng more sustainable
in Neped. The participants and a nuomber of trainers,
mn varions NGOs, who provide {raining n gender
planning and other gender methodologies conld be
regarded as a nuclews avound which could be buill wp
a network of gender planning trainers, Given support,
pasticularly from experienced specialists, such «
network could be wused lo spread gender planning
lechniques widely throughout Nepal "%

Coupled with the need forlong-term support
at the local level, there is also a need for strong
and insutudonal encouragement from the ‘cencral’
decision-making parts of the organisation. The
collaboradion between the (then) Oxfam Gender
and Development Unit (GADU} and staff from
the Middle East regional office highlights this:

It has to be noled that these ... opportunilies have been
made possible, facililated, murtured und followed-up
by the two Lebanon staff currently on secondment in
Oxfam House. While ihese circumstances have
presented o momentous avenug for pushing gender
Jorward both at the ME vegional and field levels, they
also provide food for thought as lo the importance of
Oxfam House bused support and ils calalyst role.
Abu-Habib: 1996:10'%
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Institutional support can also come w the
guise ol a number of different procedural
initiatives, for example, impact assessment and
monitoring procedures. The evaluation of the
gender training in Nepal indicates an already
clear recognition of this need within DFID:

While training, adwisory inpuds and strengthening
local tratning capacily ave necessary elements m the
inplementaiton of new policy, such staff development
is ol sufficient to ensure ¢ change i practice. The
process of imstitutionalisation of mew praciice also
requires & clear and wnambiguous policy framework as
well as procedures which reflect this policy in the day-
to-day praciice of practitioners.'V

This is echoed in the ACORD gender-
training report:

The experience of gender training lo date &s that its
effectiveness has been curiniled & a number of
institutionad faciors, as well as by s own weaknesses.
By and large these fuctors velate to the fnstitutional
culticre of ACORD, which puys insufficient atteniion
to creating an enabling emvivonment in which the
impact of gender traving could be maximised.

El Bushra:1996: 21'%

But despite some positive examples, the need
for structured and continuous follow-up of
gender training is not yet clearly recognised and
articulated in the long-term plans of any of
these development organisations. This is prob-
lematic as it indicates the tendency to regard
gender traming as an ‘add on’ element to
existing work, and not as a continuous process
of change.

This is also true of institutional follow-up
structures. Although their necessity is recog-
nised by developmentagencies, they are seldom, if
ever, implemented. For example, in 1996 ac the
ACTIONAID workshop on gender it was noted
that corporate actions must be put in place, with
mechanisins and procedures, in order to
support training.""However, without adequute
follow-up and attention these intentions flound-
ered and hittle progress was made to implement
the recommendations of the workshop. A
renewed commitment has been made in 1998,
and the understanding that gender mequahties
are a fundamental axis of poverty has been re-
affirmed in the ACTIONAID corporate strategy.
This strategy also recognises that resources
must be made available and proper structures
put i place for carrying forward work and
institutionalising the experience that exists in
addressing gender issues in their development
work, including gender training.'!?



As with training itself, (ollow-up w gender
training should focus on both the orgunisaton
and the local context where the development
initiagive is taking place. Above all, adequate
lollow-up to gender training locates it as part of
amulti-bevel, long-term strategy of development.

Follow up to training:
a vital missing element

® The provision ol long-term, local supportin
applying skills in gender analysis should be
an essential component of gender training.

m Strong institutional support is a pre-
requisite for the long-term success ol any
follow-up activity.
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Conclusions and recommendations

This paper has looked at how gender training of
implementers can and 1is being used by some
diflerent development organisations. It has
looked spedifically at training as a response to a
perceived failure of development projects to
[ully address gender concerns at the implem-
entanon level. An analysis of gender training
shows that waining addvesses part of the
‘evaporation’ of gender concerns at the level of
implementation. However, it has been noted
that well-planned gender training can ondy have
impact if it i5 carnied out as part of an overall
organisational strategy of change.

Implementers have been identified as
occupying a complex contexcual place in the
development process. They are players in
various local institutions — as individuals, and
as development workers. Their position is at the
mtertace of the development organisation and
the local context. Training for project implem-
enters, among other initiatives for increasimg
the capacity to address gender inequalities in
their work, therefore needs o reflect their
positioning in this complex and sometimes
conflictual reality. Further o this, implem-
enters arc positioned hierarchically within both
the local context and the organisational context.
Gender training should relate to the oppor-
tunities and limitations that are presented by
the tranees’ hierarchical positioning.

Gender wraining has been examined for i
potential to refate to the context of implem-
enters in six areas: the trainees, the trainers, the
approach, the framework and pedagogy, the
materials wsed and documentation of training,
and resistance to training. These have been
found to be crucial not only in relating the
gender training o the complex reality of
implementation, but also in establishing a basis
on which it can be carried out and developed
over time. Gender-training strategies must also
he developed as part of the institutionalisation
of gender concerns within organisations. This
process raises a number of practical peints that
should be addressed as gender training 18
developed. These are: needs assessments and
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nstitutional analysis, issues of equal oppor-
tunities, follow-up, and full impact assessment
and evaluation of training.

Gender training for implementers can
ncrease the capacity of organisations to address
gender concerns. However, it cannot achieve
this aum outside of a planned process of change
taking place throughout the organisation as a
whole.

Many of the recommendations that can be
drawn from this paper are already being
implemented in many development organisa-
tions, The over-riding need now is 1o build on
the progress that has been made.

Recommendations

I Gender training lor implementers should
continue; it is an important contribution to
building the capacity of staff to work on
gender issues. Adequate resources should
be allocated to gender training for project
implementers, to ensurce that this process
continves and is augmented as necessary.
The rationale for gender training should
continue to reflect the need for skills-
acquisition, but also reflect its contribution
to an essential overall process of change
within the organisation.

Trainees selected for gender training
should be posinoned within local and
organisational hierarchies in ways which
represent real opportunities to carry out
gender-aware work, and to influence ether
implementers and fellow workers.

Both men and women traimers should be
used.

Trainers should, as far as possible, have
personal and professional characteristics
and qualifications  which give them
authority and status, so that their training
will have greater impact.

Time and resources should be available for
trainers to carry out a full and accurate needs
assessment belore all gender-traming courses.
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Traimng at implementation level should be
tailored to the specific needs of a particular
group, perhaps through modular training,
and scctoral or thematic training,

New, imaginative approaches to teaching
gender analysis should be developed and
shared. The pedagogy of gender training
should be more developed, and recorded in
the documentation of training.

Some of the materials for gender training
should be developed from the participants’
own expericnce, and writen in local lan-
guages. Gender training and the develop-
ment of materials must be considered as a
continuing process.

Documentation from trainers and develop-
ment organisations should be improved
and systematised to facilitate recordmg and
sharing of experiences and lessons learned.
There is a need o document and learn from
failure as well as from *best practice’.

Links between development organisations
and academic institutions should be used to
develop materials for training,.

Priority should be given to putting logistical
arrangements in place well in advance of the
training, preferably in consultation with the
trainees.

lmpact assessment should focus on evalu-
ation of the effect of waming on stalf's
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Conclusion and reconumendations

subsequent implementation of work
address gender inequalities.

Impact assessment of the vaiming can be
built into larger ‘gender evaluations’, and
uscd for mcreased mstitudional lcarning,
and also shared with other collaborative
networks.

15 Systems should be put in place o provide
ollow-up, support and guidance [or those
trained, as well as adequate procedures.
Collaborative links should be systematised
to build coherent networks both at the local
and regional tevel, and throughout the organi-
sation to provide follow-up, and increase
sharing ol experiences and lessons learned.
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Above all, we need to ensure that a concern for
gender equality is institutionalised nto all
structures of the organisation. Gender concerns
must be an integral part of policy-making and
stmtegic-planning processes, project assessment
and evaluation proceduves and mechamsms,
and allocation of resources. Training, as a part
of this institutionalisation of gender concerns,
can contribute a great deal to building the
capacity of development organisations to curry
out work which effectively addresses gender
inequalities. Flowever, it cannot operate suc-
cessfully outside of the process.



Annexe one: List of people interviewed

Judy El Bushra
Gender Officer, Agency for Co-operaticn and
Research in Development (ACORD)

Sue Smith
Resources Officer, Gender and Learning Team
Oxfam GB

Sue Jones
Consultant, Gendey Trainer for DFID

Nazneen Kanji
Consultant, Gender Trainer lor DF1D

Fra Von Massow
Associate, Development Planning Unit (DPU)

Margaret Legum
Consultant, Gender and Planning Associates
Gender Training for DFID (ODA Nepal)

Tina Wallace
Development Administration Group

Georgina Ashworth
CHANCE

Phil Evans
Senior Social Development Advisor, DFiD

Nandinee Bandyopadhyay
Consultant, ACTIONAID

Joanna Hill

ACTIONAID, Asia Regional Gendev Working
Group, ACTIONAID Nepal
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Annexe two: List of questions asked

1 Why train implementers?
* Organisational rationale
* Neceds of project implementers

2 Who are the implementers bemg trained?
* Project Ofticers
* Counterparts

3 Who does the training?

4 What kind of naining is given?
* Whatapproach/framework is used
* Length, location and language
* Format
* Pedagogy

5 What are the problems/resistance to gender
training?
* ldeological resistance
* Logistical probiems
* Other weaknesses

6 What exists in terms of unpact assessment
and evaluation?
* Ofthe training
¢ Ofgendered work

29



Annexe three:

Summary of commonly used frameworks

Harvard Analytical Framework

A diagnostic and analytical approach, used by
some donor agencies such as USAID, 1DRC,
and CIDA. 1t s designed to promote equitable
allocation  of resources m  development
planning. This reflects the WID approach to
gender. ltis based on a recognition of women’s
economic role, and a desire to build onthatrole,
rather than a desire to change or manipulate
women’s multiple roles. [tbrings out the idea of
differenual access and control over resources,
but it does not address issues ol power, which
can complicate the idea of access and conurol.
This is because it does not include the idea of
relationships between women and men.

Moser Framework or Gender Roles
Framework

Professionalises gender planning with the aim
of simplifying complex concerns for practical
implementation. It was designed specifically to
intreduce the idea of women’s empowerment
and enhance skills in addressing gender issues,
without provoking confrontation. It was first
used by Moser and Levy with institutions such
as DPU and LSE. Since then it has been widely
used by Moser and Field with NGOs such as
Oxfam, Christian Aid, and VSO, and by bi-
lateral organisations such as SIDA, NORAD,
and DFID. The Moser Framework, like the
Harvard Framework, concentrates on women's
roles, rather than the more complex issues of
power and rclationships. 1t addresses issues of
women's condition and position through the
concepts of practical and sirategic gender needs
and interests. Furthermore, in linking certain
analyses with particular pohcy approaches
through this framework, it is possible to address
the link between policy and implementation.

30

Women’s Empowerment Framework
Developed by Sara Longwe, this framework
prioritises women’s empowerment, and examines
how interventions can support that process. It
brings outissues of participation and control in
a political framework, hnking them with
women's power o change their own condition
and position in society.

Social Relations Framework

A more complex framework developed by Naila
Kabecr. The approach aims 1o analyse gender
inequalities in the disuibution not only of
vesources and respounsibilities, but of power as
well. The complexity ol the approach reflects
this, looking primarily at the relationships
between people and how they are expressed
through various institutions that impact on
their lives directly or indirectly. When used
sensitively it can produce a full and dynamic
picture of gender roles and relationships in a
particular context. It has been useful to
governments and NGOs for planning purposes
in a number of different countries and on a
number of different levels, as it allows for
different levels of analysis from community to
region.

Other frameworks have heen developed for
various situations. These include the Capacites
and Vulnerabilities Framework, designed for
use in emergencies, and grassroots frameworks
developed o fit other contexts. Frameworks
have been adapted from one of the above, for
example, the People-oriented Planning Frame-
work, adapted from the Harvard Framework.



Notes

4 }

Generally understood to be a course ol
seminars  or  workshops w  introduce
concepts mvolved in understanding gender
relations in society, which can be formal or
informal and last anywhere between one
day and two weeks —but are usually two to
three days in duration,

Information was needed not only on
gender training (ov project implementenrs,
but also on problems emerging in project
implementation processes that contribute
to the ‘evaporation’ of gender CONCErNs,
and how these could be addressed by
gender training.

Our thanks are due to these people, who
gave their time generously 1o answer these
questions. The usuwal disclaimer applies
that the analysis of the questions and thar
responses are the vesponsibility of the
authors.

The praciice of organisations mentioned in this
report is intended only as examples of present
practice of gender training. They are in no way
intended as comparisons lo each other, or as
examples of ‘good’ or had’ practice in and of
thewselves. As we  comcentrale on  specific
elements of gender iraiming at the level of
intplemeniation, examples we ofien ‘oul of
context” and should not be regarded as a full
represeniation of the organisation in guesiion,
nor of its work on gender issues,

One Year on from Begiing, ODA, 1996.

‘Staft development and gender training in
Oxlam (UK/Y, In Gender Planning in
Developnnens Agencies: Meeting the Challenge,
edited by Mandy Macdenald, Oxfam 1994,
This gender training was carried out in
three stages: a pre=planning visit in January
1995, the waining visic, in March 1995 and
{ollow-up meetings held in October 1995,
The training was for the ODA Technical Co-
operation Officers (TCOs) and their counter-
paris. Information included in this paperis
taken from the reports prepared by
Nazneen Kanji following her visits.
‘Report of the Oxfam gender workshop in
Addis Ababa, Ethiopia, January 1993’
Report prepared by Bridget Walker.
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17

19

Sue Simith, Oxfam Gender and Learning
Tea, personal communication

This is emphasised in Sheelagh Stewart’s
report “The contribution of Gender train-
mg in DFIDY; see p.18, p. 22-23, p. 30

The ACTIONAID international gender
workshop, held 16-19 April 1996, in Jmja,
Uganda

Quoted from the report
ACTIONAID gender workshop
Taken from the report of the ODA work-
shop "Towards the design ol a post-Beijing
traiming strategy’, held 4 March 1996.
Naila Kabeer (1994), has developed an
msticutional wanalysis of local contexts and
of development orgamsations, which is
useful when examining the gender-train-
ing nceds of project implementers.

Two gender-training courses were held in
the Caribbean with ODA staff’ and thair
counterparts. The firse course was held in
November 1995, and the second in Apyril
1996. The second course included partic-
pants from BDDC/DTRS the Caribbean
Development Bank {CDB). A self-evalua-
tion report of these two courses was
submitted in May 1996,

The ODA workshop on gender issues and
gender planning, held in February 1994,
Dar-Es-Salaam, Tanzania. The informa-
tion from this workshop is taken from the
consultancy report preparved by Dr. Nazneen
Kanji, who was one of the co-facilitators
during the workshop.

‘Report of the ODA workshop on gender
issues  and  gender planning, Dar-Es-
Salaam, Tanzania, February, 1994°.

The descriptions contained here are by no
means a comprehensive pictwre of the
gender training that takes place in Oxfam
field offices, which is widespread bt
seldom documented centrally.
Information on AGRA is rtaken from a
presentation on AGRA East by Heather M.
Grady, Deputy Country Representative,
Vietnam, at the gender policy implement-
ation workshop, Oxfam UK/, 28 April-I
May 1996, in the UK. .

of the
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The objectives of AGRA are: ‘to raise
awareness of gender issues among Oxfam
in Asia; enhance staff's capacity in the area
of gender (on a practical and theoretical
level); sharpen the tools of gender analysis,
especially as applied to specific themcs;
enhance stalff’s ability to train and facilitate
i the area of gender, and strengthen the
commitment of all stall' and managers to
gender issues’,

0 Ines Smyth, personal communication

Sue Smith, Oxfam Gender and Learning
Team, personal communication

‘Report of the international gender work-
shop, April 1996, Uganda’; and Tina
Wallace personal communication.

Judy El Bushra, ACORD, personal com-
nunicatron.

The Development Planning Unitis different

from the other examples used in this paper,
as it is not strictly a government or non-
government organisation with development
projects per se. “The Development Planning
Umit 15 an nternational centre specialising
in academic teaching, practical training,
research and consultancy m the hield of urban
and regional development, planning and man-
agement.’ (Taken from DPU publications.)
Fra Von Massow, DPU, personal commun-
ication

Taken from Caren Levy, DPU Working
Paper 74, "The process of institutionalising
gender in policy and planning: The “Web”
of lnstitutionalisation’, March 1996,
Report prepared by Nazneen Kanji of the
pre-planning visit to Nairobi, January
1965, for the gender planning workshops
to be held for ODA TCOs and counterparts
in March 1995,

‘Report of the ACTIONAID international
workshop on gender, held in Uganda,
April 1996’; and Joanna Hill, ACTIONAID
Asia Regional Gender Working Group,
personal communication.

Phil Evans (ODA Social Development Advisor
in Kenya), personal communication
Nazneen Kanji, Sue Jones, Helen Derby-
shire are all UK-based consultants, regularly
hired by ODA to carry out gender training,
and other gender consultancy work.
Gender training for ACORD is generally
carried out by RAPP, with Judy El-Bushra,
the ACORD gender officer taking on the
bulk of the responsibility. Oxfam’s Gender
and Development Unit (GADU) included
anin-house gender trainer from 198910 1991.
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See Annexe 3 lor a summary of the Moser
framework, and other gender training frame-
works commonly used. All these frame-
works are included in the forthcoming
Oxfam book by Ines Smyth and Candida
March, which summarises and explains
gender planning frameworks, their uses
and their limnations.

‘Women's pracuical needs’ are the timme-
diate needs of food, shelter, income etc,
that relate primarily to women’s subordi-
nate position in society. Practical needs can
be met through income generating or
subsistence agriculture projects, or projects
that relate to women’s reproductive role.
‘Women's strategic interests’ relate to
changing women's subordinate position in
society, and challenging rigid gender roles.
Development projects that address women's
strategic interests will be those that chal-
lenge or allow space to actively change
gender roles. This distinction is used in the
Moser framework, and is now commonly
used i gender planming training.

Taken from the pre-planning visit report,
prepared by Nazneen Kanji, February 1995
Nazneen Kaniji, ibid.

Suzanne Williams, ‘Preface’ p. xii/xiv, The
Oxfam Gender Traming Manual, 1994
‘Report on the Oxfam gender training
workshop, Addis Ababa, Ethiopia, 1993".
Taken from the ‘Report from the national
gender and development workshop, Africa
Enterprise, South Afica, March/April 1992’
compiled by Michelle Friedman, Institute
of National Resources, sponsored by HIVOS.
‘Gender sensitivity training pack lor grass-
roots women and men’, prepared by the A-
Team and Oxfam UK/, Manila Philip-
pines, November 1996,

MacDounald M, Gender Planning in Develop-
ment Agencies, Oxfam, 1993

Ibid.

Fax from Audrey Ingram Roberts, co-trainer
BDDC/DTRS/CDB training, July 12, 1996
Evaluation report prepared by Suc Jones.
‘An analytical framework sets out different
categories of factors to be considered in any
analysis: it draws attention to the key issues
that have to be explored. A framework may
outline a broad set of beliefs and goals, or it
may be more prescriptive and give a set of
tools and procedures’, Candy March: 1996:1.
‘Gender training in ACORD: progress and
critical  assessment’, Judy El-Bushra,
October 1996
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Ann Coles, Social Development Advisor,
ODA, personal communication

Brieling document for the ODA gender
planning workshopsin Kenya, prepared by
Nazneen Kanji, February 1995.

‘Gender in South Sudan: the personal, the
pracucal, and the pohey, report of an
Oxfam workshop, Akot, South Sudan,
February 1997, prepared by Ines Smyth.,
‘Report of the gender orientation work-
shop, AGRA East, held in Manila, Philippines,
13-14 November, 1993". Report prepared
by Center for Women'’s Resources, Quezon
City, Philippines.

Although a certain framework will often be
associated with a particular approach, with
which it is found to be useful.

Quoted [rom the report of the ODA
workshop ‘Towards the design of a post-
Beijing wraining strategy’, held 4 March
1996.

‘Gender in South Sudan: the personal, the
practical, and the policy, report of an
Oxfam workshop, Akot, South Spdan,
February 1997°.

For example, thematic traiming materials
have heen developed by FAO and UNFPA
Comments on gender training in a memo
from Sarah Ladbuwry and Helen Derbyshire,
6 February 1995, copied to Judy Walker,
Resalind Eyben and Ann Coles.

Suzanne Williams, in The Oxfam Gender
Trammg Manual, ‘Preface’ {p.xiv) states: “as
we are engaged in a process of constant
renewal of our ideas and revitalisation of
our experience, we would welcome hearing
from you, as users, with your feedback on
the manual, as well as your discoveries and
new msights in the field of gender training.
‘Gender wraining in ACORD: progress
report and critical assessment’, prepared
by Judy El Bushra, October 1996.

‘Report of the ACTIONAID International
gender workshop, held in Uganda, Apri[
1996°.

Presentation on AGRA East by Heather M.,
Grady ac the Oxfam UK/1 gender policy
implementation workshop, 28 April-1 May
1996,

‘Health programming and policy: issues
for Oxfam: report of the workshop held in
Cairo, December 1997

‘Gender in South Sudan: the personal, the
practical, and the policy, report of an
Oxfam workshop, Akot, South Sudan,
February 1997, prepared by Ines Smyth,
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Notes

‘Gender planning training and its impact
on prejects in Nepal', from Judy Walker to
Dr. Eyben, including a summary of the
evaluation carried out by consultmts

ihd

Stewart adds a caveat on to this comment,
that is worth noting as it surely rings wruc
for many organisations and trainers who
come across such resistance to ideas of
gender analysis: ‘Although the resistant
group was small overall, thew opposition
was enurenched and a large proporuon of
them in a suffidently powerful position
affect project outcomes in a gender-
negative fashion’ (Stewart p. 17).

Fax from Audrey Ingram Roberts, co-trainer
BDDC/DTRS/CDB training, 12 July 1996
‘Report of the ACTIONAID international
gender workshop, held in Uganda, April
1996'.

Sue Jones, personal communication
‘Gender mraining in ACORD: progress
report and critical assessment’, by Judy El
Bushra, October 1996.

Sue Smith, personal communication (see
report of Oxfam Beirut gender workshop,
forthcoming).

Sue Jones, personal communication
‘Gender training in ACORD: progress
report and critical assessment’, by Judy El
Bushra, October 1996,

‘Gender in South Sudan: the personal, the
pracucal, and the policy, report of an
Oxfam workshop, Akot, South Sudan,
February 1997", prepared by Ines Smyth.
Ines Smyth, personal communication

In Gender und Development, 5: |, February 1997,
Oxftam preparatory workshop 1o develop
training on the mterconnection between
human rights, gender, partiapation and devel-
opment, held in Addis Ababa, Ethiopia, 6
November 1996. This workshop was itselfa
needs-assessment exercise which conwibuted
greatly 1o the success of the training,
Joanna Hill, ACTIONAID Asia Regional
Gender Working Group, petsonal
communicagon.

For example, the ODA workshop on
gender issues and gender planning, in
February 1994, Dar-Es-Salaam, Tanzania,
was held with an extremely heterogeneous
group (sce earlier note),

An example of this is the ‘Gender sensitivity
training pack for grassroots women and
men’, prepared by the A-Team and Oxfam
UK/L, Manila Philippines, November 1996,
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85
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‘Health programming and policy:  issues
for Oxfam: report of the workshop held in
Catro, December 1997°, Gender and
Learning Team,

Pre-planning  visit report, prepared by
Nazneen Kanji, February 1995, in prepara-
tion for the gender planning workshops to
be held for ODA TCOs and counterparts in
March 1995,

Caren Levy's ‘web’ of institutionalisation of
gender shows citearly the interconnection
between different ‘sites of power’ in any
one organisation. 1t real change is to be
achieved, the concepts and tools of gender
analysis must be found throughout the
organisation, within each chifterent ‘site ol
power’, and in the relationships between
them. Gender awareness should permeate
the whole structure of the organisation,
and its work.

Kabeer: 1994:309 shows an analysis of the
mstitutional structuves of the household,
state, community and market that make up
the differenc levels ol gendered relations of
a local context.

Cockburn, C: In the Way of Women: Men's
Resistance to Sex Equolity in Organiselions.
Macmillan London, 1991.

Taken from the ‘Dralt concept paper on
mapping of gender policy implement-
ation’, Tahmina Rahman, February 1996
Joanna Hill, ACTIONAID Asia Gender
Regional  Working  Group, personal
communication.

Similar regional groups have emerged in
ACTIONAID, through the need of women
stafl committed te gender equality to come
together and support one another’s work.
These groups have recently been recog-
nised more formally within ACTIONAID
as resources lor developing work on
gender equality, but they also have the
potential to enable stall to bring up issues o
gender equality in the workplace.

Clear gender disparities appeared in
Sheelagh Stewart’s review of gender train-
ing, with women move prepared to relate
gender analysis to their own lives, and men
regarding it as a professional tool. (p. 19).
‘Report on the ODA gender training
planning review day, 19 November 1996,
prepared by Helen Derbyshire

Joanna Hill, ACTIONAID Asia Regional
Gender Working Group, personal com-
munication,
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Taken from the ‘Report of the Oxlam
Brazil gender evalvation 1990-1993%,
prepared by Candida Blaker (Oxfam) and
Rebecca Reichmann (CEPLA), May 1994
‘Soft things and liner details: report ol the
Gender review of the Oxlam Uganda
Programmie’, Ines Smyth and Lina Payne,
Oxfam, forthcoming 1998.

Nandimee  Bandyopadhyay, personal
communication
Phil Evansg, personal communication and

Nazneen Kanji “Traiming for gender-aware
policy making’.

Cender training in ACORD: progress
report and critical assessment, by Judy El
Bushra, October 1996,

For example, the ODA gender waining
course [or BDDC/DTRS/CDB stafl in the
Caribbean (April 199G). In the veport pre-
parcd by Sue Jones itis suggested that ODA
‘Devclop monitoring mechanisms for measur-
ing the impact on different social groups,
including gender specific criteria’ (p. 5).
‘Guide to gender-sensitive indicators’,
prepared for Rajani Alexander, Women in
Development and Gender Equity Policy
Branch of C1DA, prepared by Tony Beck
and Morton Stelener, December 1995,
‘Follow-up report to the ODA gender
planning workshops held in Kenya in
March 1995°, prepared by Nazneen Kanji,
October 1995

Phil Evans, ODA Social Development Advisor,
East Africa, personal communication
Joanna Hill, ACTIONAID Asia Regional Gen-
der Working Group, personal communication.
‘Gender training in ACORD: progress
report and critical assessment’, prepared
by Judy El Bushra, October 1996.

In this paper there is not sufficient scope
for a tull discussion ol other forms of
‘capacity building’ such as accompaniment
or exchange visits. However, these other
forms can be just as important as traming
courses in raising awareness of gender
relations and their implications for devel-
opment. The potential of such forms of
capacity building is being exploved by
organisations such as ACORD, on the basis
thac although they are perhaps more
difficult to plan and evaluate they are more
integrated into continuous daily routines
and less marginalised from the day-to-day
reality of saaff (Judy El Bushra, personal
communication).
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An cxample of this is the gender sensitivity
training for grassroots women and men,
which took place in the Philippines in 1996
in which the field staff of Oxtam UK/l in
Manila worked with local gender experts
called the ‘A-Team’.

Swzanne Wilhams, personal communication
Nazneen Kanji, personal commumication
Taken from the sell-evaluation of the
gender plaunming training course held for
BDDC/DTRS/CDB in April 1996, in
Barbados; report prepared by Sue Jones.

t05 ‘Gender planning training and its impacton

projects in Nepal’, from Judy Walker to Dr.
Eyben, including a summary of the evalua-
tion carried out by consultants
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Noes

From Appendix 1 of the ‘Lebanon strategic
planning document, 1996, Phasc one,
October/November 1996'.

‘Gender planning training and its imypact
on projects in Nepal', from Judy Walker to
Dr. Eyben.

‘Gender training in ACORD: progress
report and critical assessment’, prepared
by Judy El Bushra, October 1996.

‘Report of ACTIONAID international work-
shop on gender, held in Uganda, April 1996,
Nandinee Bandyopadhyay and Tina Wallace,
personal communication.
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The Oxfam Gender Training Manual

Suzanne Williams with Janet Seed and Adelina Muwau

The Oxfam Gender Training Manual is a unique resource
for gender and development trainers which draws on the
work of gender trainers all over the world. It offers field-
tested training actvities and handouts, drawn from a wide
range of sources and shaped into a coherent training
programme.

Contents: Foreword; Preface; A guide to this manual;
Key concepts; Facilitators’ guidelines; Training techniques;
Introductions; Expectations; Sharing work experience;
Consensus on development; Gender awareness and self-
awareness; Building gender awareness; selfawareness for
men and women; Gender roles and needs; Women in the
wonld; Gender and development; Gender-sensitive appraisal
and planning; Analytical frameworks; Case studies;
Gender and global issues; Gender and conflict; Gender
and environment; Gender and economic crisis; Gender
and culture; Working with women and men; Listening;
Communicating gender; Strategies for change:
Evaluations; Resources.

The Oxfam Gender Training Manual is primarily intended
as 3 resource for trainers and organisations concemed with
development and relief, in the North and in the South.
fewill alse be of value to any organisation akempting to
incorporate a gender perspective into its work.

1995 | 085598 267 5 | 630pp Mustrated | £30.00 | $45.00
Also awaitabie n Spanish | 085598 380 9 | 3 vol, set | £24.95 | $39.95
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The Gender Tragining Manuol
contains ‘everything required to
run a gender troining programme
that will he refevant, foscinoting
ond transferming ... well preserted
and easy to follow

Develgpment Studies Network

‘ceuld be used not only by
experienced trainers [ooking
for new ideas, but also by those
with an interest in gender who
gre uncertain where and how to

begin the process of raising

gender awareness’

tegrning for Heolth
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