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FOREWORD  
 
 
Effective gender mainstreaming requires plans, resources and dedicated people to ensure that 
commitments are translated into action and actual change on the ground. The handbook, ‘Gender 
Mainstreaming Made Easy’ is an adaptation and update of the contents and materials used at the 
programme staff gender training under the same title. Held in October 2012, the training was 
tailored to the UNDP Country Programme Document for The Republic of Somalia 2011 – 2015 
(CPD), UNDP Somalia Gender Equality and Women’s Empowerment Strategy 2011 – 2015 (CO 
Gender Strategy) and the gender equality commitments to which all UNDP Somalia staff are 
obliged to follow. The training was further informed by a training needs assessment conducted in 
January 2012, in which the majority of staff members noted that while they were already well 
familiar with gender concepts they felt limited in their ability to effectively mainstream gender into 
their work due to - amongst other things – lack of technical know-how and lack of tools for 
practical application. The training therefore responded specifically to these needs while adhering 
to the broader Country Office (CO) goal of transforming unequal social and institutional structures 
into equal and just structures for both men and women. Following the trainings, colleagues 
expressed the desire to have the tools they had been introduced to at the training presented to 
them in a handy easy-reference format as an ongoing practical resource. This handbook is the 
Gender Unit’s response to that request. 
 
The handbook encompasses a number of gender mainstreaming tools, and is in itself a tool 
designed for individual or group use within a project or programme setting. At the training, the 
tools were accompanied by exercises requiring staff members to apply them to case studies and 
scenarios drawn from projects in the CO; the handbook now provides the tools alongside examples 
of the eventual products that should be achieved if they are applied properly. At this level, users 
are now invited to apply the tools to their real life work as opposed to adapted scenarios. 
 
For colleagues who participated in the trainings in September 2012, this handbook will be a 
welcome and familiar companion as they have already practiced using the tools provided herein at 
the training. The handbook will therefore serve as a useful reminder and a resource to deepen 
their understanding of the different components thereby increasing and improving their efficiency 
at applying these tools in their day-to-day work. For colleagues who did not participate in the 
training, the handbook is equally an effective introduction to the concepts and tools and a user-
friendly guide on how they can be applied. 
 
UNDP Somalia recognizes that gender mainstreaming is not an option but a necessity. Therefore 
this handbook will assists you to: 1) critically review the gender dimension of programmes and 
their monitoring processes; 2) apply gender analysis tools to actual projects; and 3) plan for gender 
responsive results by applying the provided tools accordingly. 
 
At the programme staff training, the Gender Team compared their unit to a ‘Gender Clinic’ where 
colleagues could walk in (or make an appointment) at any stage of their work to check their 
‘gender diagnosis’. This handbook provides the starting point for such discussions and the Gender 
Unit welcomes all colleagues who need further help or guidance in using this handbook to feel free 
to approach them for such help. 
 
I would like to personally thank Suvimarja Vuontela who served an internship at the Gender Unit 
from November 2012 to April 2013 for designing and compiling the materials for the handbook 
with input from other members of the unit.  
 
Marie Dimond 
Deputy Country Director, Programmes 
UNDP Somalia 
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PART I:  INTRODUCTION TO GENDER MAINSTREAMING  
 

 
This section lays the ground for applying gender mainstreaming tools presented in the next 
section by introducing the reader with core gender concepts and international framework 
guiding gender work. In addition, the CO training held autumn 2012 is discussed in brief.  
 

 

SUMMARY REPORT OF THE UNDP PROGRAMME STAFF GEND ER MAINSTREAMING 

WORKSHOP –  OCTOBER 2012   
 
 
In October 2012 gender training for programme staff was conducted, ensuring that UNDP staff 
members have the necessary tools and skills to increase their overall efficiency in gender 
mainstreaming in programmes and thereby contributing to the CPD’s stated gender equality 
and women’s empowerment (GEWE) goals. Training sessions were conducted over two full 
days in Garowe and three half days in Nairobi and Hargeisa. A total of 68 staff members 
participated in the training (Hargeisa: 22, Garowe: 19, Nairobi: 27), of which 60 were 
programme staff. The following presents a summary report of the training. For more 
information on the training, please refer to the full report ‘Gender Mainstreaming Workshops 
for all Programme Staff’ by UNDP Country Office for Somalia. 
 

1.  RATI ONALE  

 The CO Gender Strategy had a specific benchmark on gender trainings for ‘all UNDP 
Somalia staff’;  

 An online survey was conducted in January 2012 to inform the capacity building actions for 
UNDP Somalia's staff; and 

 Three workshops designed and delivered in October 2012. 
 

2.  PA RTIC IPANT S  

N E E D S  

 Addressing stereotyping and cultural bias in the Somali context; 

 Familiarity with practical tools to put gender mainstreaming in practice; and 

 Access to adequate policies and funding.  
 

E X P E CT A T I O N S  

 Application of practical tools for mainstreaming gender in programmes and projects; 

 In-depth understanding of gender issues in Somalia; and 

 Development of a gender responsive work plan in 2013.  
 

P R O F I LE  

Table below presents the profile of participants to the gender training.  
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TABLE 1:  PROFILE 

 Men Women Program- 
mes 

Operations PREP GROLS JPLG Other Tot
al 

Hargeisa 17 5 21
1
 1 3 8 6 5 22 

Garowe 14 5 18
2
 1 2 7 6 4 19 

Nairobi 11 16 21 6 1 14 1 9 27 

 

3.  WORKSHOP OBJE CTIVE S  

 Refer to key gender issues in the Somali context; 

 Critically review the gender dimension of programmes and their monitoring processes; 

 Apply gender analysis tools to actual projects; and 

 Plan for gender responsive results and outcomes, and design action tools accordingly. 
 

4.  TRAI NI NG STRATEGY  

 Methodology: All the sessions adopted participatory methods and took advantage of 
tailor-made activities based on the current programming framework of UNDP Somalia. 

 Contents: Session 1) Contextualizing gender equality; Session 2) The institutional 
framework for gender equality in UNDP Somalia; Session 3) Gender analysis throughout 
the project cycle; and Session 4) Gender clinic on planning 2013. 
 

5.  MATER IALS  

 Tools: UNDP’s Eight Point Agenda for Women’s Empowerment and Gender Equality in 
Crisis Prevention and Recovery, UNDP Gender Marker, Harvard Gender Analysis 
Framework, Checklist for Gender Mainstreaming in Project Proposals, M&E and Reporting 
Guidelines, and Checklist for Gender Mainstreaming in Work Planning. 

 Case studies: Context and Project Document ‘Support to build an inclusive, accountable 
Somalia Federal Parliament’, Context and Project Document ‘Support Programme for 
Restricting Charcoal Export and Provision of Alternate Energy and Livelihoods 
Opportunities for Charcoal Value Chain Beneficiaries’. 

 Presentations: ‘Gender Equality in Somalia’ – by Somali gender experts, ‘Overview of CO 
Commitments to Gender Equality and their Relevance to our Work’, and ‘Gender Analysis 
throughout the Project Cycle’. 
 

6.  EVA LUATI ON  

Tables below present participants’ perception of 1) improvement in knowledge and skills after 
attending the gender training; and 2) training quality. 
 
TABLE 2:  PARTICIPANTS'  PERCEPTION OF KNOWLEDGE AND SKILLS 

 % perception of  
improvement in knowledge  

and skills 

% good or very good 
 knowledge and skills  

before the training  

% good or very good  
knowledge and skills 

 after the training  

Hargeisa 26 22 61 

Garowe 22 29 76 

Nairobi 38 13 86 

 

                                                                 
1
 Of which 2 JPLG partners from UN-HABITAT and 1 JPLG partner from UNICEF. 

2
 Of which 2 JPLG partners from the ILO and 1 JPLG partner from UN-HABITAT. 
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TABLE 3:  TRAINING QUALITY  

(1 to 5 
scale) 

Overall quality Relevance to my work Relevance to my institution  

Hargeisa 3.74 3.95 4.00 

Garowe 4.37 3.95 4.26 

Nairobi 4.13 4.00 4.13 

 

7.  LE SSONS LEAR NED  

 Training design: 1) Shorter surveys with clear support from senior management and 
immediate feedback; 2) Match time available with contents to be discussed; and 3) 
Consider short thematic trainings or informal learning sessions. 

 Attendance: 1) Attendance of sub-offices management positive; and 2) Clear institutional 
message to address resistances, delays and lack of attendance. 

 Contents and materials: 1) map and form a pool of Somali gender experts with policy 
dialogue experience; 2) invest in collecting and systematizing quantitative and qualitative 
information on gender equality, by thematic programme; and 3) take advantage of the 
tested materials for future training events. 

 Organizational learning: 1) identify and tackle resistance strategies with peer dialogue; 2) 
clarify the role of the Gender Unit and attach more responsibilities to programmes; 3) 
ensure sufficient resources (including time) to discuss gender issues; and 4) emphasize the 
importance of gender equality to the institution in order to tackle persistent patriarchal 
values. 
 

8.  WAY FORWARD  

 In six months, conduct an online survey with the participants of the workshop to assess the 
impact of the trainings and the changes in participants' work since.  

 In ‘low season’ periods, promote exchange weeks between the Gender Unit and other 
programme staff. This will enable the gender team to have a more concrete perspective of 
the programmes' work, and other programme staff to put gender related work into 
practice. 

 Promote thematic half-day learning sessions with small groups, with focus on peer 
learning. The Gender Unit can select one of the gender thematic tools developed by UNDP 
at the Head Quarter level, summarize and propose it for discussion on contents and uses. 

 When reviewing project documents, reports and other important documents, the Gender 
Unit can schedule a face-to-face briefing with the colleagues responsible for those 
documents, in the ‘clinic’ format used during the workshops. 

 Senior management should insist that the tools and checklists discussed during the training 
are included as part of relevant meetings (e.g. the work planning checklist should be used 
during the 2013 work planning exercise of all programmes). 

 A catalytic process on institutional practices related to UNDP's operations needs to be 
started. Beyond training for Operations staff, with the adoption of UNDP-developed tools 
as the basis for the training programme, it would be recommended that an assessment of 
current practices takes place. The ILO Participatory Gender Audit Methodology can be a 
useful tool, and can be streamlined to assess the internal operations and the 
organizational culture rather than applied in its entirety. 
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GENDER CONCEPTS  
 
 
Development of an adequate understanding of gender mainstreaming requires clarity on the 
related concepts. Selected concepts below are central to gender and development thinking.

3
 

These concepts are intended to help users of this handbook in exploring some of the key ideas 
and issues in gender mainstreaming and women’s empowerment. 
 

GENDER  

The concept of gender needs to be understood clearly as a cross-cutting socio-cultural variable. 
It is an overarching variable in the sense that gender can also be applied to all other cross-
cutting variables such as race, class, age, ethnic group, etc. Gender systems are established in 
different socio-cultural contexts which determine what is expected, allowed and valued in a 
woman/man and girl/boy in these specific contexts. Gender roles are learned through 
socialization processes; they are not fixed but are changeable over time and between cultures. 
Gender systems are institutionalized through education systems, political and economic 
systems, legislation, and culture and traditions. In utilizing a gender approach the focus is not 
on individual women and men but on the system which determines gender 
roles/responsibilities, access to and control over resources, and decision-making potentials.  
 
It is also important to emphasize that the concept of gender is not interchangeable with 
women. Gender refers to both women and men, and the relations between them. The 
existence of historical gender imbalances have meant that gender programming tends to focus 
solely on empowering women as a means to ‘leveling the playing field’, however promotion of 
gender equality should concern and engage men as well as women. In recent years there has 
been a much stronger direct focus on men in research on gender perspectives. There are three 
main approaches taken in the increased focus on men. Firstly, the need to identify men as allies 
for gender equality and involve them more actively in this work. Secondly, the recognition that 
gender equality is not possible unless men change their attitudes and behavior in many areas, 
for example in relation to reproductive rights and health. And thirdly, that gender systems in 
place in many contexts are negative for men as well as for women – creating unrealistic 
demands on men and requiring men to behave in narrowly defined ways. A considerable 
amount of interesting research is being undertaken, by both women and men, on male 
identities and masculinity. The increased focus on men will have significant impact on future 
strategies for working with gender perspectives in development.  
 

GENDER E QUA LITY   

Gender equality is the preferred terminology within the United Nations, rather than gender 
equity. Gender equity denotes an element of interpretation of social justice, usually based on 
tradition, custom, religion or culture, which is most often to the detriment to women. Such use 
of equity in relation to the advancement of women is unacceptable. During the Beijing 
conference in 1995 it was agreed that the term equality would be utilized. Gender equality 
means that the rights, responsibilities and opportunities of individuals will not depend on 
whether they are born male or female. Equality does not mean ‘the same as’ – promotion of 
gender equality does not mean than women and men will become the same. Equality between 
women and men has both a quantitative and a qualitative aspect. The quantitative aspect 
refers to the desire to achieve equal representation of women – increasing balance and parity, 
while the quantitative aspect refers to achieving equal influence on establishing development 
priorities and outcomes for women and men. Equality involves ensuring that the perceptions, 

                                                                 
3
 The definition of concepts introduced here is from the Office of the Special Adviser on Gender Issues and 

the Advancement of Women, United Nations.  
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interests, needs and priorities of women and men (which can be very different because of the 
differing roles and responsibilities of women and men) will be given equal weight in planning 
and decision-making.  
 
There is a dual rationale for promoting gender equality. Firstly, that equality between women 
and men – equal rights, opportunities and responsibilities - is a matter of human rights and 
social justice. And secondly, that greater equality between women and men is also a 
precondition for (and effective indicator of) sustainable people-centered development. The 
perceptions, interests, needs and priorities of both women and men must be taken into 
consideration not only as a matter of social justice but because they are necessary for 
successful development processes.  
 

GENDER M A INSTREAM ING  

Gender mainstreaming is not an end in itself, but a means to an end. The calls for increased 
gender mainstreaming in the Economic and Social Council (ESCSOC) Agreed Conclusions 
(1997/2) are not for increased gender balance within the United Nations but for increased 
attention to gender perspectives and the goal of gender equality in the work of the United 
Nations. Gender mainstreaming does not only entail developing separate women’s projects 
within work programmes, or even women’s components within existing activities in the work 
programmes, it requires that attention is given to gender perspectives as an integral part of all 
activities across all programmes. This involves making gender perspectives – what women and 
men do and what resources and decision-making processes they have access to – more central 
to all policy development, research, advocacy, development, implementation and monitoring 
of norms and standards, and planning, implementation and monitoring of projects.  
 
It is important to see the linkages between gender mainstreaming in the substantive work of 
the United Nations and the promotion of equal opportunities and gender balance within the 
United Nations itself. Organizational culture and organizational values are important in terms 
of creating work environments which are conducive to gender mainstreaming. Gender 
mainstreaming is easiest to implement in organizational environments which support 
approaches such as multi-disciplinary focuses, teamwork, creative thinking, flexibility and risk-
taking.  
 
Gender mainstreaming was established as an intergovernmental mandate in the Beijing 
Declaration and Platform for Action on Gender Equality and Women’s Empowerment in 1995 
(BPFA), and again in the ECOSOC Agreed Conclusions in 1997. The mandate for gender 
mainstreaming was considerably strengthened in the outcome of the General Assembly special 
session to follow-up the Beijing Conference (June 2000). Gender mainstreaming is not being 
imposed on governments by the United Nations. Member states have been involved in the 
intergovernmental discussions on gender mainstreaming since the mid-1990s and have, in 
consensus, adopted mainstreaming as an important global strategy for promoting gender 
equality.  
 
The mainstreaming strategy does not mean that targeted activities to support women are no 
longer necessary. Such activities specifically target women´s priorities and needs, through, for 
example, legislation, policy development, research and projects/programmes on the ground. 
Women-specific projects continue to play an important role in promoting gender equality. They 
are still needed because gender equality has not yet been attained and gender mainstreaming 
processes are not well developed. Targeted initiatives focusing specifically on women or the 
promotion of gender equality are important for reducing existing disparities, serving as a 
catalyst for promotion of gender equality and creating a constituency for changing the 
mainstream. Women-specific initiatives can create an empowering space for women and act as 
an important incubator for ideas and strategies than can be transferred to mainstream 
interventions. Initiatives focused on men support promotion of gender equality by developing 
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male allies. It is crucial to understand that these two strategies - gender mainstreaming and 
women´s empowerment - are in no way in competition with each other. The endorsement of 
gender mainstreaming within an organization does not imply that targeted activities are no 
longer needed. The two strategies are complementary in a very real sense as gender 
mainstreaming must be carried out in a manner which is empowering for women.  
 

EMPOWERME NT OF W OM EN  

The empowerment of women concerns women gaining power and control over their own lives. 
It involves awareness-raising, building self-confidence, expansion of choices, increased access 
to and control over resources and actions to transform the structures and institutions which 
reinforce and perpetuate gender discrimination and inequality. The process of empowerment 
is as important as the goal. Empowerment comes from within; women empower themselves. 
Inputs to promote the empowerment of women should facilitate women’s articulation of their 
needs and priorities and a more active role in promoting these interests and needs. 
Empowerment of women cannot be achieved in a vacuum; men must be brought along in the 
process of change. Empowerment should not be seen as a zero-sum game where gains for 
women automatically imply losses for men. Increasing women’s power in empowerment 
strategies does not refer to power over, or controlling forms of power, but rather to alternative 
forms of power: power to; power with and power from within which focus on utilizing 
individual and collective strengths to work towards common goals without coercion or 
domination.  
 
As a starting point, it might be helpful to reflect on and discuss the concepts below, using the 
accompanying questions as a guide.  These questions are a good place to start in discussing the 
roles and relations between men and women, and how they affect us all in daily life. 
  
TABLE 4:  GENDER CONCEPTS 

Concept/Questions What does this statement 
mean? 

Give examples from your 
experience 

1. Women and men’s roles 
don’t change over time. 

  

2. Division of labor 
between men and women 
in Somalia disfavors 
women. 

  

3. Men also benefit from 
gender equality. 

  

4. Women’s rights are part 
of Islam/supported by the 
Q’uran. 

  

5. GEWE is always relevant 
in any UNDP Somalia 
project. 

  

6. GEWE is always relevant 
to any government 
legislation/ policy. 

  

7. Development cannot be 
sustainable if women are 
not equal to men. 
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UNDP’S INSTITUTIONAL FRAMEWORK FOR GENDER MAINSTREAMING  
 
 
UNDP Somalia’s work is guided by various contextual documents for GEWE that inform gender 
efforts on global, UN, UNDP and CO levels. These conventions and strategies will inform the 
rationale for the CO’s efforts towards promoting women’s rights, addressing the barriers and 
challenges that constrain women from realizing their full capabilities on an equal basis with 
men, and pursuing an agenda for women’s empowerment. Below is a short presentation of the 
most relevant documents. 
 
BOX 1:  UNDP’S INSTITUTIONAL FRAMEWORK FOR GENDER MAINSTREAMING  

 
Convention on the Elimination of All Forms of Discrimination against Women (CEDAW), 
which is the international bill of rights for women; it spells out the meaning of equality and 
how it can be achieved, and provides an agenda for action by countries to guarantee the 
enjoyment of those rights. Ratification of CEDAW by the Government of Somalia in the 
coming years will be a major achievement towards promoting gender equality for the 
people of Somalia, UNDP and the UNCT as a whole.

4
 

 
Beijing Declaration and Platform for Action on Gender Equality and Women’s 
Empowerment, 1995 (BPFA) which provides the first global commitment to gender 
mainstreaming as the methodology by which women’s empowerment will be achieved.  In 
providing a blueprint for women’s empowerment the Platform includes analysis of 
problems and opportunities in 12 critical areas of concern with clear and specific standards 
for action by all actors. In implementing the suggested actions the PFA requires that, ‘an 
active and visible policy of mainstreaming a gender perspective into all policies and 
programmes should be promoted so that before decisions are taken an analysis is made of 
the effects on women and men, respectively’.

5
 

 
Millennium Development Goals (MDGs) recognize that gender equality is both a goal in 
itself (MDG-3), and a condition for the achievement of all other goals. Achieving the MDGs 
will strengthen the capacities of Somalia for peace and development. It is recognized that a 
constructive post-conflict recovery is essential towards achieving the MDGs and that 
women should take part in its accomplishment.

6
  

 
UN Security Council Resolution 1325 on Women Peace and Security (UNSCR 1325) 
reaffirms ‘the important role of women in the prevention and resolution of conflicts and in 
peace-building, and the importance of their equal participation and full involvement in all 
efforts for the maintenance and promotion of peace and security’. Subsequent Resolutions 
1820, 1888 and 1889 all address sexual violence in armed conflict, which is part of Outcome 
4 of the CPD implementation and proffers special mechanisms to end impunity for sexual 
violence, increase expertise for response to sexual violence in conflict and enhance 
monitoring and reporting of states compliance.

7
 

 
 
UN System-wide Policy on Gender Equality and the Empowerment of Women (CEB 2006)  

                                                                 
4
 See the full document here: http://www.un.org/womenwatch/daw/cedaw/text/econvention.htm. 

5
 BPFA, paragraphs 79 education; 105 health; 123 violence against women; 141 conflict; 189 power and 

decision-making; 202    institutional mechanisms; 229 human rights; 238 media; 252 management of 
natural resources; 273 children and youth. The methodology for gender mainstreaming was elaborated 
and defined by ECOSOC shortly afterwards. See the full document here 
http://www.un.org/womenwatch/daw/beijing/pdf/BDPfA%20E.pdf. 
6
 See more on MDG-3 at http://www.un.org/millenniumgoals/gender.shtml. 

7
 See the full text here http://www.unifem.org/gender_issues/women_war_peace/unscr_1325.html?. 
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requires that action plans should include a clear statement in support of gender equality; 
between one third and one half of results statements integrate the production of gender 
equality, and that all data are disaggregated by sex, or specific reasons for not doing so are 
noted.

8
 

 
UNDP Global Gender Equality Strategy 2008 – 2013 (GES), which aims to: 1) Develop 
capacities, in-country and in-house, to integrate gender concerns into all programmes and 
practice areas; 2) Provide gender-responsive policy advisory services that promote gender 
equality and women’s empowerment in all focus areas, including in-country programmes, 
planning instruments and sector-wide programmes; and 3) Support specific interventions 
that benefit women and scale up innovative models.

9
 

 
The Eight-Point Agenda for Women’s Empowerment and Gender Equality in Crisis 
Prevention and Recovery (The 8PA), was developed by UNDP, and has become a blueprint 
for action and advocacy on gender-responsive crisis prevention and recovery focusing on 
eight key areas: stopping violence against women, providing justice and security for 
women, advancing women and decision-makers, involving women in all peace processes, 
supporting women and men to build back better, promoting women as leaders of recovery, 
including women’s issues on the national agenda and working together to transform 
society. The full 8PA is provided on page 14. 
 
UNDP Somalia Gender Equality and Women’s Empowerment Strategy 2011 – 2015 (CO 
Gender Strategy) aligns with the CPD (2011-2015) and describes how the CO will establish a 
system to integrate gender equality and women’s empowerment in its policies, operations 
and programming. The strategy outlines a four-pronged approach: 1) Mainstreaming 
gender equality and women’s empowerment (GEWE) outputs and indicators under 
Outcomes 1, 2, and 3 of the CPD; 2) Undertaking specific interventions to support GEWE 
through Outcome 4: Somali women and men attain greater gender equality and are 
empowered; 3) Mainstreaming gender equality considerations in all institutional and 
organizational practices; and 4) Developing strategic partnerships in implementing gender-
responsive interventions. 
 
UNDP Guideline/Checklist on Gender Mainstreaming. The document can be used both as a 
guide to mainstream gender equality considerations in UNDP country office activities and as 
a tool to assist in monitoring and reporting upon gender mainstreaming the activities. See 
the full guideline/checklist on pages 41-44. 
 

 

  

                                                                 
8
 See the document at: 

http://www.un.org/womenwatch/ianwge/gm/UN_system_wide_P_S_CEB_Statement_2006.pdf. 
9
 UNDP Strategic Plan 2008-2011, ‘Gender Equality and the Empowerment of Women,’ pg.35 
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PART II:  GENDER MAINSTREAMING TOOLS AND EXAMPLES   
 
 
Tools presented in this handbook are designed to assist the CO programme staff to mainstream 
gender into their programmes/ projects. The handbook introduces you to six tools that can be 
used at different times throughout the project cycle. The tools are as follows: 
 
 
 

                                                 
 
 
 
     
 
 
 

            
 
 
 
 

 
 
 
 
 

 
                      

 
 
 

 
  

GENDER MA INSTREAM ING  THR OU GHOUT T HE P ROJE CT CYCLE  

The above listed tools are available to inform you how to incorporate gender considerations 
into each stage of the project cycle starting from planning through to M&E. In this, the tools 
will assist you in delivering against gender sensitive goals set for each stage of the project cycle:  
 

P LA N N I N G  

 Objectives, results and strategies address the gender issues identified in the situation 
analysis; 

 Representation and active participation of women and men from diverse and marginalized 
groups in the planning process is ensured, and their gendered interests are reflected in 
decisions made; and 

 Resources are aligned with objectives. 
 
 
 
 

UNDP Gender Marker: is applied for tracking expenditure towards gender 
mainstreaming. 

 

Harvard Gender Analysis Framework: is a tool for strategic planning informing 
projects which informs projects how to address and alleviate gender differences 
and inequalities. 

 

 
UNDP Checklist for Gender Mainstreaming in Project Proposals: helps to 
review the extent to which gender is mainstreamed into projects. 

 

UNDP Checklist for Gender Mainstreaming in Work Planning: is a tool to 
ensure activities are planned and implemented in a gender sensitive and 
responsive manner. 
 

 
UNDP M&E and Reporting Guidelines: assists in monitoring that outputs and 
outcomes promote equal benefits for men and women and that gender 
inequality is not reinforced in project implementation. 

Reflection Tool derived from UNDP’s Eight Point Agenda for Women’s 
Empowerment and Gender Equality in Crisis Prevention and Recovery: used 
for strategic planning based on eight recommendations for including gender 
considerations into post-conflict reconstruction. 
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I M P LE M E N T A T I O N  

 Appropriate participation of both sexes in project implementation and in decision-making 
is ensured; 

 Measures are being implemented to allow women and men to take advantage of equal 
opportunities; and 

 It is ensured that all stakeholders, including men, understand the reason for these 
measures and support them.  
 

M&E  

 Gender-sensitive qualitative and quantitative indicators
10

 are identified;  

 Use and analysis of sex-disaggregated data is ensured;   

 Achievement of gender related objectives, results and different impact the project may 
have had on women and men, and on the power relations between them is evaluated;  

 Gender balance of staff on evaluation team is ensured; and  

 Evaluating impact on gender equality is included in evaluation terms of reference. 
 

S T A K E H O LD E R  P A R T I C I P A T I O N  

Ensure inclusion of gender related stakeholders into each stage of the project cycle. Possible 
stakeholders are: 

 Women CSOs/CBOs;  

 Government and other national/regional institutions; 

 Universities; and 

 Private sector. 
 

From the following box, you can find examples of when to use each tool. Please note that the 
list is not rigid and the tools can be used at any stage of the project cycle as you find useful.  
 
  

                                                                 
10

 The CPD has a number of gender indicators per outcome. These can provide good guidance on project 
design as well as monitoring and evaluation. 
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FIGURE 1:  GENDER MAINSTREAMING THROUGHOUT THE PROJECT CYCLE  
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TOOL 1:  REFLECTION TOOL DERIVED FROM UNDP’S EIGHT-POINT AGENDA FOR 

WOMEN’S EMPOWERMENT AND GENDER EQUALITY IN CRISIS PREVENTION AND 

RECOVERY  
 
 

WHAT I S  T HE 8PA? 

The 8PA addresses institutions responsible for prevention and post-conflict rebuilding. The tool 
identifies practical, positive outcomes for girls and women in crisis, and has become a blueprint 
for action and advocacy on gender-responsive crisis prevention and recovery. The 8PA covers 
gender concerns related to security, justice, citizenship, participation, leadership, 
peacebuilding, disaster risk reduction, recovery, governance and social change. In UNDP 
Somalia’s programming, the 8PA can be used as a reflection tool in the planning phase. For 
example, when designing a project the 8PA’s recommendations can be used as inspiration to 
bring gender concerns into the planning.  
 
BOX 2:  THE 8PA 

 
1. Strengthen Women’s Security in Crisis: 
Work to end personal and institutional violence against women. Strengthen the rule of law. 
Increase the gender responsiveness of security institutions, disarmament, demobilization and 
reintegration, and small arms reduction initiatives. 
 
2. Advance Gender Justice: 
Increase women’s access to justice. Ensure the protection of women’s economic, social, 
political and cultural rights. Bring a gender perspective into transitional justice, constitutional, 
electoral, legislative, judicial, institutional and security sector reforms. 
 
3. Expand Women’s Citizenship, Participation and Leadership: 
Build women’s skills and confidence. Support women’s representation in the social, political, 
and economic spheres. Develop women’s networks and institutions for conflict prevention, 
disaster risk reduction, peace building, and post-conflict/post-disaster reconstruction. 
 
4. Build Peace with and for Women: 
Ensure women’s meaningful participation in formal and informal peace processes. Bring a 
gender perspective to the design and implementation of peace missions and peace 
agreements. 
 
5. Promote Gender Equality in Disaster Risk Reduction: 
Incorporate gender analysis in the assessment of disaster risks, impacts and needs. Address 
women’s unique needs and value women’s knowledge in disaster reduction and recovery 
policies, plans and programmes. Strengthen women’s networks and organizations to facilitate 
women’s active engagement. 
 
6. Ensure Gender-Responsive Recovery: 
Infuse gender analysis into all post-conflict and post-disaster planning tools and processes. 
Ensure recovery efforts provide equal economic opportunities for women including access to 
assets, such as land and credit. Promote social protection and sustainable livelihoods. 
Prioritize women’s needs in key sectors such as transportation, shelter and health care. 
 
7. Transform Government to Deliver for Women: 
Build capacities and promote accountability within government institutions and processes. 
Engage women and men to foster gender-equitable relations within these institutions. Ensure 
gender-sensitive resource mobilization, aid coordination, budgeting and fund allocation. 
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8. Develop Capacities for Social Change: 
Build the skills and the will of men and women to: prevent and respond to violence; reduce 
vulnerability to natural hazards; achieve equitable post-crisis reconstruction; and build social 
cohesion. 
 
Achievement of this Eight- Point Agenda will require: 
Supporting full implementation of Security Council Resolution 1325; Incorporating gender 
equality priorities into advocacy and strategic planning in the development, humanitarian, 
peace, and security spheres; Strengthening human resources, policies and programmes to 
ensure responsiveness and accountability on gender issues; Building partnerships to 
maximize impact on gender priorities; Developing gender-responsive funding mechanisms 
and resource mobilization strategies; Supporting data collection that counts women, counts 
what women value, and values what women count; and Advancing intellectual leadership, 
knowledge management, monitoring and evaluation on gender and CPR issues. 
 

 

WHY  DO I  NEED THE  8PA? 

The tool assists you in understanding and applying concrete recommendations for 
mainstreaming gender considerations into strategic planning such as design of project 
proposals, particularly as it relates to conflict and post-conflict settings like Somalia.  
 

CAN Y OU GIVE ME  AN EX AMPLE OF HOW T O A PP L Y  THE 8PA? 

The table below examines how the 8PA can be applied to UNDP's programming processes with 
regards to CPD outputs. In the table the 8PA points are aligned with CPD Outputs under 
Outcome 3 ‘Somali women and men benefit from increased sustainable livelihood 
opportunities and improved natural resources management’. This assessment could, for 
example, be used to inform PREP work planning and what kind of gender concerns to bear in 
mind when planning the activities.   
 
TABLE 5:  THE 8PA ALIGNED WITH OUTCOME 3  OUTPUTS 

  
 
 

CPD Outputs under Outcome 3: Somali 
women and men benefit from increased 
sustainable livelihood opportunities and 
improved natural resources management 

8 PA 

Sub-Outcome 3.1 MDG planning, programming and policy 
implementation capacities developed among 
partners for robust, participative analysis 
including human rights, gender equality and 
HIV/AIDS 

 

Output 3.1.1 Strengthened capacity of Ministry of Planning 
to collect MDG data, analyze it, create 
baselines and monitor progress in collaboration 
with relevant line ministries and development 
partners 

7 

Output 3.1.2 MDG and gender awareness, planning and 
budgeting enhanced at the local, district, 
regional and national levels 

6, 7 

Sub-Outcome 3.2 Strategic economic development policies 
formulated and implemented with focus on 
small and micro-finance for inclusive growth 
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Output 3.2.1 Participatory development of macro and micro 
pro-poor policies, institutional mechanisms & 
regulatory frameworks supported at all levels 
to increase business and other livelihood 
opportunities to promote inclusive 
development 

3 

Output 3.2.2 Relevant national and local institutions 
supported to undertake market surveys 
including labour and value chain analysis and 
identify potential new markets 

6, 7 

Output 3.2.3 Local economies revitalized and sustainable 
livelihood opportunities provided to women, 
youth, ex-combatants and other vulnerable 
groups through micro-finance, vocational skills 
training, small and micro-enterprises and other 
identified opportunities to establish and 
enhance cooperatives and business 
associations  

3, 6 

Output 3.2.4 Measures identified and initiated to reduce the 
negative social and economic impacts of Khat 

6, 8 

Sub-Outcome 3.3 Environment and natural resources utilized in a 
sustainable, equitable, gender- and conflict-
sensitive manner through the formulation and 
implementation of strategic policies 

 

Output 3.3.1 Relevant ministries supported to develop 
natural resources management policies and 
regulatory frameworks, with focus on climate 
adaptation and disaster risk reduction 

5 

Output 3.3.2 Strengthened protection of environment 
through public awareness, use of appropriate 
technology and conservation of natural 
resources 

5 

Sub-Outcome 3.4 Local communities empowered to analyze, 
participate in and advance recovery and 
development, local enterprise, conflict and 
sustainable environment management 

 

Output 3.4.1 Community capacities enhanced to identify and 
manage local economic development needs 
and priorities  

6 

 

WHAT ADDED V ALUE  CA N  I  EXPECT T O GAIN FROM  APPLYI NG T HE 8P A? 

The 8PA provides innovative strategies for all areas of UNDP Somalia’s programming that can 
be adapted to governance, poverty reduction and environment, peacebuilding and HIV/AIDS 
work to ensure inclusion of women and gender transformative outcomes.  
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TOOL 2:  UNDP GENDER MARKER  
 
 

WHAT I S  T HE UND P GE ND ER M AR KER? 

The UNDP Gender Marker
11

 is a tool that rates gender mainstreaming and equality at the 
activity level on a scale from zero to three. The Bureau of Peacebuilding and Recovery (BCPR) 
under UNDP recommends/requires that all country offices allocate 15% of expenditure towards 
gender mainstreaming. For this purpose, a Gender Marker requires projects to rate all project 
activities in terms of how they contribute to gender equality and women’s empowerment. This 
is done in the work planning and budgeting phase, and can also be used for 
monitoring/reporting. The tool has been incorporated into the CO master work plan template 
for 2013.  
 
Each activity must be allocated a gender rating of 0, 1, 2 or 3, as follows: 

 Activities that have gender equality as a principal objective should be rated 3; 

 Activities that have gender equality as a significant objective should be rated 2; 

 Activities that will contribute in some way to gender equality, but not significantly, should 
be rated 1; and 

 Activities that are not expected to contribute noticeably to gender equality should be 
rated 0. 

 
Below is a screen shot of what the Gender Marker looks like in the work plan template. This 
example is taken from PREP’s draft 2013 work plan. 
 
FIGURE 2:  GENDER MARKER IN PREP DRAFT WORK PLAN 2013 

 
 
 

WHY  DO I  NEED THE  UND P GENDE R M AR KER? 

Correct application of Gender Marker allows you to accurately manage, monitor and report on 
how much of overall programme costs is directed towards promoting gender equality and 
women’s empowerment on a yearly basis. In practice, the tool helps the CO projects and 
programmes to: 1) Track and monitor how gender-responsive each financial allocation and 

                                                                 
11

 The tool is adapted from OECD/DAC Gender Marker. For more information, see UNDP (2009). Guidance 
Note: Tracking Gender-Related Investments and Expenditures in ATLAS. 
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expenditure is; and 2) Analyze trends by region, outcome and focus area of the CPD.   This is 
also useful for different reporting requirements, including, for example, the Results Oriented 
Annual Report (ROAR), submitted by COs each year. 
 

CAN Y OU GIVE ME  AN EX AMPLE OF HOW T O A PP L Y  THE U NDP GE NDER M A RKER? 

The box below presents you with two examples of applying the UNDP Gender Marker rating at 
activity level.   
 
BOX 3:  EXAMPLES OF UNDP GENDER MARKER RATINGS  

 
EXAMPLE 1: This set of examples illustrates how activities related to preparing a national 
human development report would be rated: 
Gender Rating 3: The report is fully dedicated to one or more gender issues: for example, 
the report is on gender and climate change. 
Gender Rating 2: The report is not specifically dedicated to gender, but gender issues are 
discussed in all sections of it, with inclusion of sex-disaggregated data where relevant. 
Gender Rating 1: The report has one or two sections on gender equality and women’s 
empowerment, but has many other sections that do not discuss gender issues at all. 
Gender Rating 0: Gender is not discussed at all in the report, or is mentioned only once or 
twice. For example, the report at several points adds ‘including women and children’ when 
discussing an issue. The report uses the words ‘women and men’, but does not specify how 
women’s needs and interests differ from those of other groups. 
 
EXAMPLE 2: The following examples illustrate the possible rating given to various activities 
by GROL’s work plan for 2012, and the motivations provided for this rating. 
Gender Rating 3:  
Activity: Capacity building of MoLSA, through the provision of Somali technical consultants, 
to promote women participation in local government. 
Motivation: The project aims at enhancing gender equality in political sphere of life in 
Somalia through increasing women’s participation in local decision-making. It will develop 
the capacities of the relevant ministry for gender in Somaliland, MoLSA, to promote 
women’s engagement and leadership in the governing processes. This transformative 
participation of women in local government is the principal aim of the activity.  
Gender Rating 2: 
Activity: Pilot establishment of a business development center to carry out demand driven 
gender sensitive enterprise development. 
Motivation: The business development center will be designed considering the needs of 
both women and men. Gender sensitive enterprises contribute significantly to women’s 
empowerment. However, GEWE considerations are not the principal objective of this 
activity.  
Gender Rating 1: 
Activity:  Officer cadet training: Newly recruited male and female cadets. 
Motivation: The training includes men and women, but does not specify whether it 
includes gender considerations, such as ensuring that the female cadets are deployed for 
functions they are trained for and there is a plan for their future career prospects or that 
there is gender content in the training for all officers male or female.  
Gender Rating 0: 
Activity:   Support the Chamber of Commerce to produce 2012 Business Directory. 
Motivation: The activity is not expected to contribute to gender equality in a noticeable 
way. 
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WHAT ADDED  V ALUE  CAN  I  EXPE CT  TO GA IN FR OM  APP LYI NG  THE  UND P GE NDER 

MARKER? 

Effective application of the tool should lead to increased investment in gender equality issues 
as you become more aware of and interested in how to undertake gender-responsive planning 
and budgeting. In addition, the tool is linked with UNDP Results Oriented Annual Report (ROAR) 
enabling the CO to effectively and cumulatively track the gender-responsiveness of its 
allocations and expenditures on a yearly basis and report this precisely in the ROAR.  
 
Below is a screen shot of how the Gender Marker Rating looks in the draft ROAR 2013 
template.  The example is taken from Outcome 2. 
 
FIGURE 3:  GENDER MARKER IN ROAR 
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TOOL 3:  HARVARD GENDER ANALYSIS FRAMEWORK  
 
 

WHAT I S  T HE HARVA RD G ENDER A NALY SI S  FRAME WORK? 

Gender analysis is a type of socio-economic analysis that assists programmes and projects to go 
beyond simply tentative gender mainstreaming to sustainable gender mainstreaming. This is 
done by being both sensitive and responsive to problems linked to women and men. The 

Harvard Framework
12

 is a tool for gender analysis that represents one of the earliest efforts to 

systematize attention to both women and men and their different positions in society. Many 
frameworks thereafter are adaptations, extensions and improvements of this tool. It 
emphasizes gender-awareness and is based upon the position that allocating resources to 
women as well as men in development efforts makes economic sense and will make 
development itself more efficient. Key to the Harvard Gender Analysis Framework tool is 
adequate data collection. Ideally, a gender analysis should be conducted using participatory 
methods and obtaining qualitative information as well as quantitative data disaggregated by 
sex. The analysis can be performed at any stage of the development cycle. However, timely 
gender analysis at the beginning of project design is important because it informs either 
mainstreaming procedures or specific measures directed to women or to men.  
 

W H E N  D O I N G  G E N D E R  A N A L Y S I S ,  O N E  S H O U LD  L O O K  A T  W O M E N ’S  A N D  M E N ’S :  

 Different roles/division of labour: Who does what? Who decides? 

 Access to and control over benefits/assets/resources/opportunities: Who has access to 
which resources? Who has control over which resources e.g. land, money, credit, skills, 
time, etc., and decision making power? Who benefits more? 

 Priorities, needs and responsibilities: What are the practical needs of women and men in 
the sector/context? What are the strategic needs of women and men in the 
sector/context? What is the socio-economic context? How do the elements identified in 
questions 1 (roles) and 2 (access to and control over resources) above are shaped by 
structural factors (demographic, economic, legal, and institutional) and by cultural, 
religious, and attitudinal ones? 
 

T H E  F R A M E W O R K  I N C LU D E S  T H R E E  LE V E LS  O F  A N A LY S I S  T H A T  S H O U L D  B E  T A K E N  I N T O  

CO N S I D E R A T I O N :   

 Micro: The micro level analysis helps to identify major constraints faced by women at the 
household and community level, which will have repercussions on the meso and macro 
levels.  

 Meso: The meso level deals with gender sensitivity of specific local structures; it focuses on 
institutions and organizations and their delivery systems. It investigates whether they 
reflect gender equality principles in their structure, in their culture, in the services they 
provide and in the way these services are provided. 

 Macro: The macro level deals with the overall institutional environment and interrelations 
between actors. This can relate to for example legislation, policies and budgets.  
 

 
TABLE 6:  GENDER ANALYSIS FRAMEWORK  

                                                                 
12

 The information is retrieved from USAID’s (2008) publication ‘Gender Analysis Frameworks’ (available 
from 
http://www.devtechsys.com/gender_integration_workshop/resources/review_of_gender_analysis_frame
worfr.pdf) and ILO/SEAPAT's (1998) Online Gender Learning & Information Module (available from 
http://www.ilo.org/public/english/region/asro/mdtmanila/training/unit1/harvrdfw.htm). 
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 MICRO  
Communities/ 
Households/ 
Individuals 

MESO 
Services 

MACRO 
Legislation/Poli
cies/ Budgets 

1. ROLES/ ACTIVITIES 
Who (women/men) does what in 
terms of: 
 
Who does what? Who decides?  
 
Reproductive and human resource 
maintenance activities? 
 
Community work, community 
organization and activities? 

   

2. RESOURCES 
Who has access to which resources?  
 
Who has control over which 
resources e.g. land, money, credit, 
skills, time, etc., and decision 
making power over? 
 
Who benefits more? 

 
  

  

3. PRACTICAL / STRATEGIC NEEDS & 
CONTEXT 
What are the practical needs of 
women and men in the 
sector/context? 
 
What are the strategic needs of 
women and men in the 
sector/context? 
 
What is the socio-economic 
context?  
How do the elements identified in 
questions 1 (roles) and 2 (access to 
and control over resources) above 
are shaped by structural factors 
(demographic, economic, legal, and 
institutional) and by cultural, 
religious, and attitudinal ones? 

   

 

WHY  DO I  NEED THE  HA R VARD GE NDER A NA LY S IS  FRAME WOR K? 

In the context of development assistance, gender analysis is intended as a tool for you to 
illuminate links between development problems and existing gender relations in a particular 
society. The gender analysis identifies types of gender differences and inequalities that might 
otherwise be taken for granted – such as how men and women have different access to and 
control over resources, carry out different social roles, and face different constraints and 
receive different benefits. Once highlighted, the gender differences and inequalities can be 
addressed and alleviated by carefully designed programmes.  
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CAN YOU G IVE  ME  A N EXAMPLE  OF HOW T O  APPLY  THE  HARVA RD G ENDER  

ANALY SI S  FRAME WOR K?   

The example below summarizes group work results from workshops in Hargeisa, Garowe and 
Nairobi. In this example, participants of the gender training applied Harvard Gender Analysis 
Framework, to an imaginary PREP project based on actual context, in order to analyze the 
project through a gendered lens. In the table, ‘M’ refers to men, ‘W’ to women and ‘O’ to 
other.  
 
TABLE 7:  GENDER ANALYSIS APPLIED TO PREP PROJECT:  ‘SUPPORT PROGRAMME FOR RESTRICTING CHARCOAL 

EXPORT AND PROVISION OF ALTERNATE ENERGY AND LIVELIHOODS OPPORTUNITIES FOR CHARCOAL VALUE CHAIN 

BENEFICIARIES’ 

PREP MICRO LEVEL MESO LEVEL MACRO LEVEL 

1. ROLES/ 
ACTIVITIES 
 

M: felling trees, 
harvesting, selling, 
wholesales, transport, 
export 
W: retail charcoal sales, 
charcoal users 
W:  owners of small 
businesses and have a 
limited range of 
businesses available to 
them 
M: decide on project 
features  
W: decide on end use 
of charcoal 

M:  intermediaries 
(whole sellers) 
M:  own big profit 
making businesses 
 

M:  over represented in 
decision-making 
O: No enforcement of 
the ban on tree cutting 

2. 
RESOURCES 

M: own land (trees), 
equipment and other 
assets, manpower and 
transport 
W: own and control by-
businesses at the 
charcoal sites 

W: have limited access 
to credit provided by 
local associations, NGOs 
and banks  

M: Male-dominated 
practice of having 
‘government’ check-
points to pay ‘taxes’ on 
charcoal bags 

 Levy on charcoal 
exports 

 Brokers at the 
international market 
influence decisions 

3. 
PRACTICAL 
/ 
STRATEGIC 
NEEDS & 
CONTEXT 

M & W: Education, 
literacy 
M & W: Health  
O: Diversified grants & 
subsidies schemes 
O: Awareness-raising on 
alternative energy 
sources (LPG, biogas, 
solar) 
O: Traditional leaders/ 
religion can play a role 
in promoting good 
environmental practices 
and sound use of 
environmental 
resources 

 W: NGOs/Women's 
cooperatives exchange 
programmes boosted 

 W: Gender analysis to 
be conducted  

 M & W: Better health 
and cleaner 
environment 

 M & W: Training and 
education opportunities 
for stakeholders 

 O: New businesses and 
entrepreneurship 
initiatives 

 O: Capacity building for 
financial institutions 

 W:  empowered in the 
afforestation process 

 Enhanced capacity of 
Ministry of Commerce, 
Ministry of Finance 
and the Central Bank 
to address gender 
inequalities and 
opportunities for 
women and men in 
the implementation of 
the project 

 W: women's roles as 
part of the agenda 
involving religious 
leaders 
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   O: Enforcement of UN 
and government ban 
on charcoal 

 O: Policies for 
sustainable grants, 
subsidies and 
incentives for 
alternate energy and 
businesses 

 O: Environmental 
policy on export bans 

 O: Self-regulation 
awareness 
 

 

WHAT ADDED VA LUE CA N I  E XPECT T O GAIN FROM A PPLY ING T HE HA RVARD  

GENDER A NA LYS IS  F RAME WORK? 

The case study on vanilla bean production in Uganda
13

 is a clear example on how lack of proper 
gender analysis in project/programme design can sabotage effective results or even widen 
gender inequality gaps as well as increase women’s burden. Thus, the case illustrates how 
attention to gender differences is necessary for a successful outcome, as the women in this 
case refused to continue shouldering multiple burdens without reaping their equitable 
benefits. Applying gender analysis allows you to design context sensitive projects/activities and 
avoid unintended results due to differences of roles, resources needs and between men and 
women.  
 
In 1996, the Government of Uganda put in place a policy to promote cash crops, with vanilla 
bean as the target crop. The government gave incentives to farmers in Mukono district close to 
Kampala, to plant vanilla, provided agricultural extension workers to train farmers, and gave 
the farmers necessary inputs, including seeds, fertilizer, and credit. The results were 
outstanding the first year. The second year, the vanilla output was less than targeted. During 
the third year, output dropped significantly. To determine the causes of the failure, the 
government contacted various agricultural research entities to undertake an investigation on 
the quality of input and the extension services. However, they were unable to detect any 
problems with crop management or extension services.  
 
Makerere University’s Women Department was requested to investigate the cause of poor 
vanilla production. The department changed the research questions, respondents and the way 
questions were asked.  It looked into the gender division of labor, responsibilities and benefits 
by conducting participatory research methods among male and female vanilla growers 
separately. In the process, the department learned about men’s and women’s different roles, 
responsibilities, and rewards in vanilla bean production. Men owned the crop and did the initial 
planting; they marketed the vanilla and kept the cash. The women of the household provided 
the labor for the intensive vanilla crop cultivation, neglecting their subsistence crops. However, 
the women could not manage all the work and were losing their subsistence crops and not 
getting the benefits of the vanilla bean production. So the women took action and sabotaged 
the vanilla crop.

14
   

                                                                 
13

 For a PP presentation on the case study, visit http://www.docstoc.com/docs/76386480/Vanilla-bean-
case-study---NGOforum---Dialog-om-dansk-ulandsbistand.   
14

 Information is derived from Professor Theodora Hyuha at Makerere University who carried out the 

study. Gretchen Bloom (2012) discusses the study in her article ‘Global Institutions Try To Get It Right: An 
Insider’s Perspective’ as part of edited book ‘Women Reclaiming Sustainable Livelihoods: Spaces Lost, 
Spaces Gained’. 
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TOOL 4:  UNDP CHECKLIST FOR GENDER MAINSTREAMING IN PROJECT PROPOSALS   
 
 

WHAT IS  T HE U NDP CHECKL IST  FOR G E NDER  MAINSTREAMI NG I N P ROJECT  

PROPOSA LS? 

The Checklist for Gender Mainstreaming in Project Proposals
15

 is a tool developed by UNDP to 
review the extent to which gender is mainstreamed into projects. The tool can be used at any 
point in the development of a project proposal. However, it is most beneficial when applied at 
the very beginning during preliminary consultations and kept in view to identify gaps in 
situation analysis, project strategy, outputs and indicators, budgeting, etc. 
 
BOX 4:  UNDP CHECKLIST FOR GENDER MAINSTREAMING IN PROJECT PROPOSALS 

 
Points to take into consideration when drafting project proposals/documents: 
 

1. Does the situation analysis take into account the different social, economic, 
cultural and political situations of men and women? 

 
2. Does the analysis reflect an awareness of the gender-differentiated impacts of 

socio-economic and development processes? 
 

3. Have data and statistics provided as background and/or justification for 
intervention been disaggregated by sex? 

 
4. If not, has a reason (e.g., unavailability of such data, inappropriateness of 

desegregation against a particular indicator) been given for the omission? 
 

5. Is it proposed to address gender gaps in data under the project? 
 

6. Has collection of sex-disaggregated data been specified in the proposal for baseline 
survey? 

 
7. Does the proposed strategy appropriately address the dimensions of gender 

inequality described in the analysis? 
 

8. If not, where are the gaps? 
 

9. Do the proposed activities include action on gender issues identified in the 
strategy?  Are they appropriate and adequate? 

 
10. Do the activities include any interventions to advance women's empowerment 

(e.g., formation of women's collectives, support to these groups, capacity-building 
for women, gender training with men, creation for opportunities for women to 
participate in decision-making, increased access to resources, support for entry 
into non-traditional roles and spaces)? 

 
 

11. If yes, are these appropriate to the intervention and do they build on advances 

                                                                 
15

 You can access the checklist at: 
http://www.undp.org.ir/DocCenter/gender/CHECKLIST%20FOR%20GENDER%20REVIEW%20OF%20PROJE
CT%20PROPOSALS%28EN%29.pdf. 
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under other interventions?  If not, are there opportunities for such action? 
 

12. Are success and impact parameters and indicators appropriately gendered? 
 

13. Does the monitoring framework include measurable gender indicators appropriate 
to the intervention? 

 
14. If only general indicators have been included, are there any specific indicators that 

could be suggested? 
 

15. Have adequate resources been provided for the proposed gender activities? 
 

16. Are there opportunities under the 'general' activities in the project where a 
gendered approach could be introduced or specific activities suggested? 

 
17. Have specific actions for gender equality been mandated under the project (e.g., 

specified percentage of women members in decision-making bodies, training 
programmes, study tours and other learning opportunities, economic 
opportunities)? 

 

 

WHY D O I  NEED T HE UND P CHE CKLI ST  FOR G E NDE R MAINSTREAM ING IN P R OJE CT 

PROPOSA LS? 

The tool not only poses specific questions that guide you to examine the gender sensitivity of 
different components of a project document, but also offers some pointers as to what specific 
information should be included and how these can be tested for their adequacy in promoting 
gender equality and/or women’s empowerment. 
 

CAN Y OU G IVE ME AN E X AMPLE OF HOW T O AP PL Y  THE U NDP CHE CKLI ST  FOR  

GENDER MA INSTREAM ING  IN PR OJE CT P ROPOSA LS? 

This example summarizes group work results from workshops in Hargeisa, Garowe and Nairobi.  
In the example, participants of the gender training applied Checklist for Engendering Project 
Proposals to an imaginary GROL project proposal: ‘Support to Build an Inclusive, Accountable 
Somalia Federal Parliament’.  
 
TABLE 8:  APPLYING THE CHECKLIST TO A GROL PROJECT PROPOSAL  

PRODOC SECTION COMMENTS/ RECOMMENDATIONS BASED ON THE CHECKLIST 
 

Q 1-6. SITUATION 
ANALYSIS 
 

 Disaggregate data provided by sex / identify gender gaps in the data 
available 

 Clarify the priorities to be enacted as laws 

 Define the gender division of labor, and include information on the 
supplier/beneficiary representative identity and composition 
(men/women; boys/girls), and assess the participation of women in 
politics 

 Include a gender impact assessment 

Q 7-9. PROJECT 
STRATEGY 
 

 Refer to the 8 Point Agenda 

 Bolster strategy to reference against outputs (which include a stronger 
gender dimension), e.g. gender aspects of conflict analysis in relation to 
approaches, priorities and implementation 

 Clarify how political inclusion is designed in relation to Parliament, 
political parties, strategies, etc. 
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 Include groups relevant to promoting gender equality in the partnerships 

Q 10-11. 
MANAGEMENT 
ARRANGEMENTS 

 Include female beneficiaries' representation in the project board (e.g. 
female MPs and women's groups) 

 Ensure gender expertise is available among suppliers 

Q 12-14. GENDER 
SENSITIVE 
OUTPUTS AND 
INDICATORS 
 

Output: Parliament’s capacity supported to ensure timely 
implementation, review and/or amendment of the Constitution to 
support inclusive peace-building and nation-building 
 
Indicators: 

 Key legislation to include gender policy / women's empowerment 
provisions 

 Public consultations include women's groups and the National 
Machinery for gender equality 

 Disaggregate 2
nd

 indicator by sex 
 
Output: MPs and all members of the public, understand their roles and 
the role of their MP’s in a participatory & representative democracy 
 
Indicators: 

 Number of women and youth represented in political parties 

 CSO capacity to establish women's groups (types of CSOs) 

 Involvement of media 

 Number of women/youth advocating for democratic processes 

Q 15. M&E 
 

 M & E Plan to include sex-disaggregated data 

 Reports and annual assessments completed with specific regard to 
gender impact 

 Disaggregate the baseline data by sex 

 Reflect gender analysis elements in the indicators, reporting, etc. 

Q 16. ACTIVITIES 
 
 

 Prioritize technical assistance on gender equality/mainstreaming 

 Gender training for MPs 

 Support public awareness activities that include a gender component 

 Identify and support gender equality and women's empowerment in 
legislation 

 Support the implementation of the constitutional provisions on equality 

 Identify ways to reach women, beyond those already interested. 

 Trainings targeting women/youth on advocacy and lobbying 
 

WHAT ADDED  VA LUE  CAN I  EXPECT  TO GA IN FROM  AP PLYI NG  THE  UNDP  

CHE CKLI ST  FOR GE NDER  MAINSTREAMI NG IN P R O JECT PR OP OSALS? 

The checklist allows you to have an overview of the efforts needed to gender mainstream a 
project proposal. This insight informs you how to build synergies with other projects and actors 
by widening the scope to include all of the relevant stakeholders and target beneficiaries more 
inclusively and effectively.  
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TOOL 5:  UNDP CHECKLIST FOR GENDER MAINSTREAMING IN WORK PLANNING  
 
 

WHAT IS  T HE U NDP CHE CKLI ST  FOR GENDE R  MAINSTREAM ING IN  WOR K 

PLANNI NG? 

This tool, developed by UNDP,
16

 is divided into three sections: preparation/consultations, work 
plan and budgeting, and implementation. Actions proposed in these sections can be used to 
ensure activities are planned and implemented in a gender sensitive and responsive manner. 
The tool should be used at the very beginning of the development of work plans and kept in 
view to identify gaps in budgets and implementation.  
 
BOX 5:  UNDP CHECKLIST FOR GENDER MAINSTREAMING IN WORK PLANNING  

 
Points to consider when drafting a work plan: 
 
Preparation/Consultations 

1. Will women stakeholders be consulted equally with men stakeholders during the 
work plan formulation process, especially female beneficiaries? How? 

2. Will there be partnerships with local women’s NGOs and CBOs? How will these be 
built? 

3. Are there/will there be consistent mechanisms in place to ensure that women and 
men participate equally in capacity development activities (training, workshops, 
study tours, secondments, conferences, etc…) and are equally consulted during 
preparations and follow-up? What are these mechanisms? 

 
Work Planning and Budgeting 

4. Does the work plan include activities contributing to GEWE (rated two or three on 
the Gender Marker)? 

5. Are your baselines, targets and indicators disaggregated by sex? (for example: 35 
civil servants trained on HIV AIDS in the workplace of which 30% are women). 

6. Will the activities in the work plan build capacities of national and local actors to 
promote gender equality and women’s empowerment in a culturally-sensitive 
manner? How? 

7. Are the suggested gender-specific or related activities clearly identified with specific 
timeframe and responsible party in the work plan? 

8. Are funds allocated for gender analysis or a gender responsive situation analysis, as 
well as for the collection sex-disaggregated data? 

9. Do the gender-specific activities identified have a sufficient budget? Will these be 
linked with at least one specific output and a corresponding output indicator, in such 
a way that expenditures on gender and actual output can be monitored by using 
Atlas? (BCPR targets a minimum of 15% of the total budget on gender-specific 
activities). 

10. Does the work plan foster synergies on gender equality with other projects and 
programmes, as well as with other agencies' initiatives? How? 

 
Implementation 

11. Will the potential impact of the work plan on gender equality/inequalities be  
 
 

                                                                 
16

 The checklist is developed by the UNDP Somalia CO, adapted from UNDP Guideline/Checklist on Gender 
Mainstreaming, the Guidance Note on Gender Mainstreaming (UNDP 1997) and the Terms of Reference 
for the UNDP Country Office gender focal point function (UNDP 1998). 
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assessed during the Project Board's reviews and other dialogue spaces? By which  
mechanisms? 

12. What kind of risk mitigation actions will be adopted to avoid the project/programme 
impacts negatively on the status of women? 

13. Are monitoring mechanisms gender responsive? How? 
 

 

WHY D O I  NEED T HE UNDP C HECKLI ST  FOR GE ND ER MAINSTREAM ING IN WORK 

PLANNI NG? 

The preparations/consultations section will help you to ensure that women as well as men are 
equally represented and consulted before the work plan is drafted; the work plan and budget 
section helps you to examine adequacy of activities and allocated budgets in contributing to 
UNDP and the project’s gender equality commitments, while the final section on 
implementation invites you to anticipate how the work plan will be implemented, consider 
whether monitoring mechanisms are gender-sensitive and the potential impact the project 
implementation will have on gender relations.  By following this checklist, you will be able to 
plan appropriately and in a way which will also allow you to report more effectively on your 
project addresses gender. 
 

CAN Y OU G IVE ME AN E X AMPLE OF HOW T O AP PL Y  THE U NDP CHE CKLI ST  FOR  

GENDER MA INSTREAM ING IN WOR K P LANNI NG? 

The example below illustrates how a work plan has strengthened the way it addresses gender 
according to recommendations from the checklist. Please note that the example is one 
application among many, as the checklist refers to everything from partner consultations to 
implementation.  
 
TABLE 9:  APPLYING THE UNDP CHECKLIST FOR GENDER MAINSTREAMING IN WORK PLANNING  

NON-GENDER SENSITIVE GENDER SENSITIVE 

Activity A: Implement rural infrastructure 
interventions that will contribute to the 
improvement of living conditions of 
people in the project area. 
 

Activity A: Implement rural infrastructure 
interventions that will contribute to the 
improvement of living conditions of people in 
the project area, with a special focus on 
benefitting the poor, including poor women 
farmers. 

Indicator A: Time spent transporting 
goods to/from markets. 
 

Indicator A: 1) Time spent transporting goods 
to/from markets (disaggregated by sex); 2) 
access to health and education services rates 
for men/women, boys/girls; and 3) % increase 
in income for men and women farmers. 

Activity B: Engage poor and vulnerable 
groups to actively participate in 
determining development priorities for 
infrastructure investments. 

Activity B: Engage society in inclusive manner, 
targeting especially groups formed by poor 
women and men to actively participate in 
determining development priorities for 
infrastructure investments. 

Indicator B: Number of common interest 
groups formed and functioning. 
 

Indicator B: 1) Number of common interest 
groups composed of a balanced 
representation of women and men formed 
and functioning; and 2) Ratio of women in 
decision-making positions in the common 
interest groups. 
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WHAT ADDED  VA LUE  CAN I  EXPECT  TO GA IN FROM  AP PLYI NG  THE  UNDP  

CHE CKLI ST  FOR GE NDER MAINSTREAMI NG IN WOR K P LANNING? 

The checklist allows you to get an overview of the gender mainstreaming in work planning and 
track implementation so you can hold partners and yourself accountable for working towards 
GEWE goals.  
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TOOL 6:  UNDP M&E AND REPORTING GUIDELINES  

 
 

WHAT ARE T HE  U NDP M&E AND  REP ORTI NG GUI DELINE S? 

The M&E and Reporting Guidelines
17

 ensure that project outputs and outcomes promote equal 
benefits for men and women and that gender inequality is not reinforced. The tool relates to a 
process of regular collection and analysis of key data (indicators) to identify shifts or progress 
achieved from a gender perspective. The tool should be put in use regularly, from drafting a 
work plan to implementing it, as well as for filling out the quarterly reporting template. The tool 
introduces you to key issues in monitoring gender mainstreaming during the process of project 
implementation. In addition, a brief introduction to gender sensitive indicators as identified in 
UNDP Country Programme Document for Somalia (CPD) 2011 – 2015 is provided, in addition to 
recommendations for formulating gender sensitive indicators. 
 
BOX 6:  UNDP M&E AND REPORTING GUIDELINES 

 
Some issues to consider in M&E processes: 
 

1. Does the evaluation’s terms of reference specify gender issues and questions to be 
addressed in the evaluation? 

2. What was the proportion of women and men’s participation in the project activities 
(as beneficiaries, decision-makers or change agents) during the reporting period? 

3. Were specific activities or components targeted at women? What was the objective 
and was this achieved? Specifically, how did the activities impact on women’s 
empowerment (self-esteem, capacity for leadership and self-organization)‏ 

4. Do project reports identify gender gaps and gender-related project success? Are 
indicators of success clearly defined and applied? How can negative impacts be 
mitigated or eliminated (lessons learned) and positive impacts increased? For 
example:  

 Increased work load;  

 Incidents of violence or other forms of backlash;  

 Statement/declaration in support of women/women’s rights; and  

 Change in gender stereotypes and discriminatory attitudes toward women 
and girls, and commitment of men to support women’s empowerment.  

5. What is the perception of men and women about the impact of the activity on 
gender relations? 

6. Are there any internal and/or external factors contributing to the success/failure of 
gender mainstreaming within the project?  
 

Other issues to consider include: 
 

7. How women and men have different needs, access and control over resources; 
8. How women and men face different constraints and opportunities in participating in 

economic, political and community life; and 
9. How women and men face different forms of stereotypes and discrimination and 

the impact this has on project results. 

                                                                 
17

The checklist is developed by the UNDP Somalia CO, and adapted from UNDP Guideline/Checklist on 
Gender Mainstreaming, the Guidance Note on Gender Mainstreaming (UNDP 1997) and the Terms of 
Reference for the UNDP Country Office gender focal point function (UNDP 1998).  
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G E N D E R  S E N S I T I V E  I N D I CA T O R S  

Gender-sensitive indicators
18

 are indicators disaggregated by sex designed to demonstrate 
changes in relations between women and men in a given society over a period of time. These 
indicators are a tool to assess the progress of a particular development intervention towards 
achieving gender equality. The CO has mainstreamed GEWE output indicators under Outcomes 
1, 2, and 3 of the CPD, and includes GEWE specific indicators under Outcome 4. ‘Somali women 
and men attain greater gender equality and are empowered’ (See Annex ‘Gender Sensitive 
Output Indicators identified in the CPD’ on pages 39-40).  
 
In addition to the CPD indicators, the project staff can also formulate their own indicators used 
to signify changes in specific conditions or progress towards particular objectives. To be 
meaningful and illuminating, indicators need to be derived in consultation with local people, 
and to reflect the gender context of a particular region, country or community. Key 
recommendations when formulating gender specific indicators include the following: 
 

 Identify the objectives and goals – your ‘vision of change.’ This should be the basis for 
choosing appropriate gender sensitive indicators against which to track progress. 

 Consider a combination of qualitative (opinions, perceptions) and quantitative (numbers, 
facts, pointers) indicators to generate richer data. Please refer to a list of examples of 
gender sensitive indicators from Box 7 below. 

 Use participatory approaches wherever possible in defining gender indicators. 
 

BOX 7:  EXAMPLES OF GENDER SENSITIVE INDICATORS  

 

 Qualitative indicators: 

 Level of participation as perceived by stakeholders through the different stages of the 
project cycle (disaggregated by sex); 

 Level of increase in the capacity to incorporate gender approach as perceived by 
stakeholders; and 

 Degree of participation of an adequate number of women in important decision 
making (adequacy to be mutually agreed by all stakeholders) - to be measured through 
stakeholder responses and by qualitative analysis of the impact of different decisions. 

 
Quantitative indicators: 

 Number of women’s organizations the project partners with; 

 Increase as measured by percentages in the ratio of women to men among 
beneficiaries; and 

 Number of stakeholders trained and advised in gendered risk prevention, budgeting 
etc. 

 
 

 

WHY  DO  I  NEED THE  UND P M&E A ND RE PORTIN G GUIDEL INE S? 

Ongoing and regular project monitoring is required to reveal any imbalances and the need for 
any project revisions, so that inequality is not perpetuated. The monitoring tool also allows for 
the measurement of impact, including unintended consequences, pertaining to meeting project 
goals and objectives. 
 

                                                                 
18

 This section was developed based on material derived from FAO’s publication ‘Gender sensitive 
indicators: A key tool for gender mainstreaming’. The publication is accessible from 
http://www.fao.org/sd/2001/PE0602a_en.htm. 
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CAN YOU GIVE  ME A N EX AMP LE  OF  HOW TO APP L Y  T HE  UND P M&E AND  

REPORTING GUI D ELI NE S? 

The table below showcases how the M&E and Reporting Guidelines can be used to ensure that 
gender is properly monitored and reported on throughout project implementation.  
 
TABLE 10A:  GENDER MAINSTREAMING MONITORING AND REPORTING  

ACTIVITY 1: Formulate joint programme document and begin implementation to support 
sustainable solutions to international ban on charcoal trade and use. 

Non-gender 
Sensitive 
Reporting  

Gender Sensitive 
Reporting  

Non-gender 
Sensitive Indicator 

Gender Sensitive 
Indicator 

Mission members 
for the joint 
programme have 
been selected. The 
team members will 
be completing the 
programme 
document during 
the following 
quarter. 

Mission members for the 
joint programme have 
been selected (x men, y 
women; gender expertise 
available in the team). 
The team members will 
be completing the 
programme document 
(including situation 
analysis responsive to 
cross-cutting issues) 
during the following 
quarter. 

1) Mission 
 members selected; 
2) Joint programme 
document 
formulated; and 
2) Number of 
recommendations 
implemented. 

1) Selected 
mission members 
disaggregated by 
sex; 
1)  Gender 
sensitive joint 
programme 
document 
formulated; and 
2) Number of 
recommendations 
implemented with 
a focus on 
accommodating 
the needs of 
women. 

 
TABLE 10B:  GENDER MAINSTREAMING MONITORING AND REPORTING  

ACTIVITY 2: Technical assistance to the process of establishing and supporting the 
Traditional Elder Electing Body. 

Non-gender 
Sensitive Reporting  

Gender Sensitive Reporting  Non-gender 
Sensitive 
Indicator 

Gender 
Sensitive 
Indicator 

A team of 135 
Traditional Elders 
Electing Body has 
been established. 
Technical Support 
will continue to be 
provided. 

A team of 135 Traditional Elders 
Electing Body has been 
established. Technical Support 
will continue to be provided, 
with special attention to 
sensitizing the elders for the 
need to increase women's 
participation in public decision 
making bodies. 

1) Establishment 
of Traditional 
Elders Electing 
Body; and 
2) Technical 
support 
provided. 

1) 
Establishment 
of Traditional 
Elders 
Electing Body; 
and  
2) Technical 
support 
provided, 
including 
number of 
GEWE 
sensitizing 
activities 
held. 
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WHAT ADDED VALUE CA N I  EXPECT T O GAI N FR OM APP LYING THE UND P  M&E 

AND REP ORT ING  G UIDE LI NES? 

With successful gender mainstreaming in M&E processes, quarterly reports will move beyond 
tracking numbers of beneficiaries or documenting activities that target women, to contain 
sound gender analysis of the project context and show the longer term gendered impacts of 
project initiatives. In particular, application of gender sensitive indicators can be used to reveal 
barriers to achieving success, and can help make the case for action by highlighting key issues, 
backed up with statistics and other evidence. 
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ANNEXES  

 
 

GENDER SENSITIVE OUTPUT INDICATORS IDENTIFIED IN THE CPD  
 
 

OUTCOME  1:  ‘SOMALI  WOMEN  AND  MEN  ARE  BETTER  ABLE  TO  MANAGE  

CONFLICT’  

Sub Outcome 1.1. South-South, regional and cross-zonal partnership, studies and policies 
developed that contribute to peace, cooperation and development 
1.1.2.2. Women’s organizations develop a shared agenda for women’s rights 
1.1.3.2. Number and ratio of male to female participants 
 
Sub Outcome 1.2. Capacities of authorities, women’s groups, civil society and the private 
sector strengthened for conflict management, peacebuilding and human development 
1.2.2.2. Level of women participation in formal and informal peacebuilding processes is ‘high’, 
‘medium’ or ‘low’ 
 

OUTCOME  2:  ‘SOMALI  WOMEN  AND  MEN,  GIRLS  AND  BOYS  BENEFIT  FROM  

MORE  INCLUSIVE,  EQUITABLE  AND  ACCOUNTABLE  GOVERNANCE,  IMPROVED  

SERVICES,  HUMAN  SECURITY,  ACCESS  TO  JUSTICE  AND  HUMAN  RIGHTS’  

Sub Outcome 2.3. The capacities for parliamentary and civil society actors strengthened for 
effective and accountable government oversight 
2.3.1.3. Percentage of officials that have positive attitudes towards women’s contribution to 
decision-making in parliament and the executive 
2.3.1.4. Affirmative actions are taken to increase women’s representation in executive and 
parliament 
2.3.3.1. Level of progress on establishing human rights institutions, safeguards, and oversight 
arrangements with a focus on enhancing women’s security is ‘high’, ‘medium’ or ‘low’ 
 
Sub Outcome 2.4. Technical assistance provided to improve security, establish a functioning 
judiciary, access to justice, a constitutional and legal framework and protection of human 
rights under the rule of law 
2.4.1.2. Number of women in the police service, disaggregated by operational and senior 
decision-making roles 
2.4.2.1. Number of legal professionals that have received training on sexual and gender-based 
violence 
2.4.2.2. Number of citizens receiving legal aid, disaggregated by gender 
2.4.2.5. Number of rape and SGBV cases, disaggregated by dismissals and convictions 
 
Sub Outcome 2.5. Mechanisms in place to support improved access to equitable prioritized 
basic services, particularly for women and vulnerable groups 
2.5.2.2. The decisions of the various legal and dispute resolution systems uphold women’s, 
girl’s, and IPDs human rights 
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OUTCOME  3:  ‘SOMALI  WOMEN  AND  MEN  BENEFIT  FROM  INCREASED  

SUSTAINABLE  LIVELIHOOD  OPPORTUNITIES  AND  IMPROVED  NATURAL  

RESOURCES  MANAGEM ENT’  

 
Sub Outcome 3.1. MDG planning, programming and policy implementation capacities 
developed among partners for robust, participative analysis including human rights, gender 
equality and HIV/AIDS 
3.1.2.4. Percentage of allocated and disbursed funding at district, regional and national level 
that is spent on Gender Equality and Women’s Empowerment (GEWE) related initiatives 
 
Sub Outcome 3.2. Strategic economic development policies formulated and implemented 
with focus on small and micro-finance for inclusive growth 
3.2.3.1. Number of women and youth engaged in micro, small and medium enterprises and 
have access to micro-finance 
3.2.3.2. Number of functioning cooperatives, MFIs, and business associations established or 
strengthened, disaggregated by gender 
3.2.3.3. Number of women trained in business management and entrepreneurship 
 

OUTCOME  4:  ‘SOMALI  WOMEN  AND  MEN  ATTAIN  GREATER  GENDER  EQUALITY  

AND  ARE  EMPOWERED ’  

Sub Outcome 4.1 Gender Equality and the Empowerment of Women implemented through 
Advocacy Initiatives in Partnership with Civil Society and Public Institutions  
4.1.1.1 Number of women that complete leadership training programmes  
4.1.1.2 Number of women that participate in decision‐making bodies  
4.1.2.1 Number of targeted advocacy campaigns implemented  
4.1.2.2 Number of people reached by advocacy campaigns (est.)  
4.1.2.3 Number of dialogue spaces created to discuss women’s rights and role in Somali society  
4.1.3.1 Number of ‘champions’ identified among boys/men as a direct result of gender equality 
advocacy and training  
 
Sub Outcome 4.2. Women’s Participation in Peacebuilding, Representation, Civil Service and 
Public Life increased at all Levels  
4.2.1.1 Number of women’s groups actively participating in local, district and national forums 
and influencing policies and practices  
 
Sub Outcome 4.3. Women are Empowered in Social and Economic Development   
4.3.1.1 Number of women that have access to economic assets (property, land and inheritance)  
4.3.1.2 Number of cases brought to courts to protect women’s economic assets  
4.3.1.3. Number of cases that women win in courts or traditional mechanisms to protect their 
economic assets 
 
Sub Outcome 4.4. Women Supported by appropriately designed, implemented and enforced 
Legal and Policy Frameworks in line with CEDAW and Security Council Resolutions 1325 
(2000), 1888 (2009), 1889 (2009) and 1820  
4.4.1.1 Level of progress in revising and implementing existing gender policies and laws is 
‘high’, ‘medium’ or ‘low’  
4.4.1.2 Somalia government ratifies CEDAW  
4.4.1.3 Level of CEDAW & UNSCRs compliance of laws and policies is ‘high’, ‘medium’ or ‘low’  
4.4.2.1 Number of reported incidences of sexual and gender‐based violence  
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UNDP GUIDELINE/CHECKLIST ON GENDER MAINSTREAMING  
 
 
The following guideline/checklist can be used both as a guide to mainstream gender equality 
considerations in UNDP country office activities and as a tool to assist in monitoring and 
reporting upon gender mainstreaming the activities. 
 

PROGRAMME  

 

A .  C O U N T R Y  P R O G R A M M I N G ,  I N C LU D I N G  P R I O R I T Y ‐S E T T I N G  

1. Has relevant gender information, especially socio‐economic information been identified and 
collated in such a way as to be included in country programming planning discussions? 
2. Is background data/situation analyses disaggregated by age, sex and ethnic origin? 
3. How far have gender specialists and representatives of women at all levels been consulted 
throughout the process? 
4. How far have programming missions been briefed on gender issues? 
5. Has attention been paid to the inclusion gender equality concerns in macro‐economic and 
public administration programming in particular, including the linkages between micro, meso 
and macro levels of analysis and policy‐making? 
 

B .  P R O J E CT  A N D  P R O G R A M M E  F O R M U LA T I O N  

1. Have gender issues relevant to each project/programme, including gender impact and 
anticipated outcomes, been systematically identified, and updated as appropriate? 
2. How far have UNDP staff members informed themselves substantively of the gender 
dimensions of the development problem(s) to be solved? 
3. How far have individuals and women's NGOs with knowledge and experience of gender 
mainstreaming participated in project identification, formulation and appraisal? 
4. Do the terms of reference of project/programme formulation missions reflect a requirement 
of relevant gender knowledge and experience? 
5. Have women been consulted equally with men during the formulation process, especially 
female beneficiaries? 
6. Have mission members been briefed on gender issues? 
7. Has the proportion of TRAC allocated to the attainment the advancement of women been 
clearly indicated? 
8. Have gender‐related linkages with other projects and programmes been identified and 
incorporated in documentation? 
9. Has all background information been disaggregated by age, sex, and ethnic origin? 
10. Have relevant gender issues been raised at project appraisal meetings, ensuring discussion 
of the impact of the project on gender equality in the programme country? 
 

C .  P R O J E CT  A N D  P R O G R A M M E  I M P LE M E N T A T I O N  

1. Have all possible steps been taken to ensure gender balance in project staff (including full 
briefing of UN Office of Project Services on gender balance priorities)? 
2. Has gender balance in project training been ensured? 
3. How far has gender balance among participants in all project meetings been attained? 
4. Do UNDP staff raise relevant gender issues in project monitoring meetings and Tri‐partite 
Review meetings? 
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5. Do Programme and Project Evaluation Reports (PPERs) reflect gender issues, and is all 
information disaggregated by sex? 
6. Do programme staff include gender knowledge and experience as a requirement for all 
mission terms of reference? 
7. Are all backstopping missions briefed on gender issues? 
8. Do final project reports systematically identify gender gaps and gender‐related project 
successes? 
9. Do programme staff monitor project disbursements to ensure that inputs are used in such a 
way as to ensure equality of outcome for both women and men project/programme 
beneficiaries? 
 

D .  G E N D E R  S E N S I T I V E  P R O J E CT/P R O G R A M M E  E V A LU A T I O N  

1. Do evaluation mission terms of reference require relevant gender expertise and experience? 
2. Are evaluation mission members briefed on relevant gender issues and provided with 
documentation? 
3. Do programme staff review the draft evaluation report to ensure that gender‐related 
omissions and successes in the project/programme are reflected? 
4. Do programme staff understand and apply process indicators of success? 
 

E .  P O L I CY  A D V I CE  A N D  D I A L O G U E  

1. Is Country Office documentation reflecting UNDP core messages on gender equality issues 
and analyzing local gender‐related priorities available to contribute to policy dialogue? 
2. Has all information used in policy dialogue been disaggregated by age, sex and ethnic origin? 
3. Do UNDP staff participate actively in policy dialogue meetings as requested, raising gender 
equality concerns as appropriate? 
4. Has a strong collaborative relationship with the Government regarding gender equality 
considerations been established, including with, but not limited to, the national machinery for 
the advancement of women? 
 

F .  CO U N T R Y  O F F I CE  R E S O U R CE  M O B I L I Z A T I O N  A C T I V I T I E S  

1. Has specific information on the gender equality policies of Government and donors been 
identified and shared, particularly in the context of follow‐up to global conferences? 
2. Is summary information on the gender dimensions of UNDP activities, systematically 
prepared and distributed as appropriate? 
3. Are governments and donors informed on UNDP’s core messages on gender equality? 
4. Do all project/programme briefs and summaries reflect the relevant gender equality 
dimensions? 
5. Do UNDP staff members actively interact with government and donor personnel, including 
gender equality dimensions appropriately in all discussions? 
 

G .  C O U N T R Y  O F F I CE  M E E T I N G S  O F  A L L  K I N D S ,  A N D  I N T E R ‐A G E N CY  A N D  NGO  M E E T I N G S  

1. Are UNDP staff members consistently aware of the relevant gender issues when attending 
meetings of all kinds? 
2. Do UNDP staff members consistently raise the relevant gender issues at meetings in a 
concise, effective and relevant manner? 
3. Do UNDP staff members consistently support colleagues when they raise gender issues at 
meetings? 
4. Do UNDP staff members, especially senior management, seek to ensure gender balance in all 
committees, sub‐committees and decision‐making? 
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5. Do UNDP staff members systematically network and get briefed on gender equality issues 
prior to a key meeting in order to facilitate the positive outcome of the meeting with regard to 
these issues? 
6. Do official responsibilities at meetings (chair, agenda setting, minutes, rapporteur) rotate 
among staff on a systematic basis? 
 

H .  G E N D E R  T R A I N I N G  A N D  B R I E F I N G  S E S S I O N S  F O R  CO U N T R Y  O F F I CE  S T A F F  

1. Have the needs of UNDP staff members for training or information on gender mainstreaming 
been identified? 
2. Have these needs been analyzed so as to identify the most effective means of meeting them 
(training, briefing, weekly consultation, one‐on‐one discussion, etc.)? 
3. Has training or capacity building been provided to meet these needs? 
4. Have relevant documentation and training materials been identified and provided? 
5. Is gender equality information systematically prepared and presented at meetings, in order 
to ensure productive discussion of gender issues and learning by participants? 
6. Have appropriate monitoring mechanisms to measure the impact of training on improved 
performance been established? 
 

I .  U N D P ‐ CO N V E N E D  S P E CI A L  E V E N T S  (W O R K S H O P S ,  S E M I N A R S ,  P R E S S  CO N F E R E N CE S ,  

LA U N CH I N G S ,  R E CE P T I O N S ,  E T C . )  

1. Have gender equality priorities been reflected in the selection of topics and agendas for 
special events? 
2. Are there consistent mechanisms in place to ensure that women and men participate equally 
in special events as speakers, chairpersons, decision‐makers etc. and are equally consulted 
during preparations and follow‐up? 
3. Are all participants made aware of the gender dimensions of the special event, through 
background documentation, presentations, agenda‐setting and through the discussions at the 
meeting? 
4. Is the press routinely informed of the gender dimensions of UNDP special events? 
 

J .  R E P R E S E N T A T I O N  O F  U N D P  G E N D E R  E Q U A L I T Y  A CT I V I T I E S  I N  T H E  P U B LI C  A R E N A ,  

E S P E CI A LLY  I N  T H E  LO CA L  M E D I A  

1. Have contacts with members of the local press corps who are sympathetic to gender equality 
been systematically built up? 
2. Has the press been fully briefed on UNDP's gender equality priorities and gender‐related 
activities? 
3. Has a briefing note or brochure on the Country Offices gender mainstreaming priorities and 
activities been prepared and distributed to the press? 
 

ADMINI STRAT ION  

 

K .  G E N D E R  B A LA N CE  I N  CO U N T R Y  O F F I CE  A N D  I N  P R O G R A M ME/P R O J E CT  N A T I O N A L  S T A F F  

R E CR U I T M E N T  

1. Do the terms of reference for all posts include require gender sensitivity and/or gender 
expertise? 
2. Do all staffing advertisements indicate that UNDP is an equal opportunity employer? 
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3. Do recruitment, promotion and Management Review Group meetings, and the training 
committee, include the appropriate gender concerns in their discussions, especially with regard 
to the career development and promotion of female staff members? 

L .  G E N D E R  E Q U A LI T Y  I N  CO U N T R Y  OF F I CE  A D M I N I S T R A T I O N  B U D G E T  A LL O CA T I O N S  

4. Does the annual Country Office budget exercise take into account the relevant gender 
equality considerations in planning for staff training, both with regard to gender balance 
among staff trained, and the substantive content of training provided? 
5. Are gender equality issues taken into account in local procurement of goods and services? 
Examples include: procuring only from firms that practice gender equality, that apply ILO 
conventions with regard to the employment of women and children, that have maternity leave 
policies in place or provide crèches for their employees? 
6. Do DSS disbursements and those of other facilities controlled by the Resident 
Representative/Resident Coordinator reflect gender equality? 


