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Independent Evaluating of the ILO Action Plan for Gender
Equality 2010-15

1. Executive summary

Action Planpurpose
TheL [ Ipdliéyon equalitybetween
womenandmen, callsfor mutually
reinforcingactionto promote gender
equalityin ILO.ThelLOActionPlanfor
GenderEquaity 201015 (ActionPlan)
operationalizeghis ILOpolicy. TheAction
Planwasdividedinto three phases
aligningandfollowingthe ILOP&B
bienniumperiodsbetween2010and
2015.TheActionPlanhastwo main
components:
i) enablinginstitutional mechanismgor
genderequalityin the ILOOffice
i) genderrelatedprogrammatic
outcomes.

Purpose scope clients of evaluation
Asmandatedby the ActionPlan,and
agreedwith the GoverningBody,this
independentevaluationof the Action Plan
requiredat the endof 2015, isto facilitate
internalmanagementearningand
decisionmakingin the ILOaswell asfor
guidanceon the nextactionplanfor
genderequality. Thisevaluationcoverssix
years,andincludesan assessmenpf
progresson resultsbroadlysetin 2010,
includingan analysisof information
containedin ILOimplementationreports.
Alsoassessets whetherfeedbackgiven
by the GoverningBodyon the mid-term
stocktakingon the ActionPlanwasacted
upon. Thesummarizedeport will be
submittedto the GoverningBodyin
March2016.

Methodology

Basedon the questionsoutlinedin the
Termsof Referencethe ActionPlanwas
evaluatedviainterviewswith 62 persons
(57 ILOstaff); adocumentreviewand, a
surveywith 76 randomILOprofessional
staff respondentsThemethodology

includedan analysif progressn
achievinghe resultsrecordedagainst
targets.Quantitativedata comprisedan
analysiof componentsof the ActionPlan
(baselinestargetsand performance
figures)andmultiple choicesurvey
results Qualitativeinformation, obtained
through 62 interviewsandopensurvey
guestionsto 76 ILOstaff, wascontent
analyzedo determinetrendsand
themes Alimitation wastime allocated
(45daysin total) to evaluategender
equalityacrosghe ILOover sixyears with
lesstime /opportunitiesfor interviewing
constituentsor field levelstaff.

Findings

ThelLOActionPlanfor GenderEquality
201015isfully alignedwith the ILO
StrategidPolicyFramework2010-15and
continuesto operationalizethe ILOpolicy
on genderequalityand mainstreaming
TheActionPlanclearlycallsfor agender
responsivedeliveryof the DecentWork
Agendalt cleverlylinksto 2009
International Labour Conference
conclusion®n gender equalityand to the
P&B outcomes statements requiring
accompanying text to include strategies
2y WISYRSNJI SljdzZ £ Ade
RA & ONJ YTheyAktiorAPEy rotes
corresponding indicators in theN
System Wide Action Pldar gender
Sljdz f A&
UN-SWAPRsee Box 2)but in practice only
those within ILO who report on the UN
SWAP are aware of this

Althoughthe majority of ILOstaff
interviewedandsurveyedare awareof
the ActionPlan,manydo not seeit asan
important documentg the document
itselfiscomplicatedto use.Yet,ILOstaff
requirean ActionPlanasthey needto be
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remindedthat genderequalityis part of

L [ dRialjusticemandate reinforcedby
related Resolutionsadoptedby ILOs
highestdecisionmakingbody. Staffcan
sometimesbe confusedasto what or
wherethey are goingwith agender
mainstreamingorocessn their work, and
how to measureit. Someof the 18
institutional indicatorsare appropriate
andhavefacilitated progressn gender
mainstreamingptherswere somewhat
limiting or obsolete AnActionPlanmust
be accompaniedy other measuressuch
asa strongfocuson attitude change
within aninstitution, a capacityamongst
staffto be ableto choosethe appropriate
responsdn a givensituationand perhaps
incentivestructures(rewardsand
sanctions).

ILOcallsfor mutually reinforcingactionto
promote genderequalityin staffing,
substanceandstructurein the policy.
Progressvasmadefor someof the
staffingindicatorsin the ActionPlan,
althoughmore canprobablybe donewith
regardto trainingfor managementgiven
that manyILOstaff mentionmanagement
canbe a bottleneckto movingforward.
Much progresshasbeenmadewith
regardto afocuson genderequalityin

L [ msubstantivework. Forexampleeven
throughtargetswere not met, systems
arein placeandimprovingto appraise
whethergenderequalityisincludedin
DWCR asthe asthe mainvehiclefor
deliveryof ILOsupportto countries On
the negativeside,the numberof ILO
projectsthat includegenderequalityin
outcomes,outputsandactivitieshas
decreasedverthe ActionPlanperiod.
Nearlythree quartersof projectsare
classifiedwvith no or only few objectives,
outcomes,outputs or activitiesto
promote genderequality. Genderequality
cansometimesbe viewedasoptionalin
technicalcooperationor DWCP4i.e.
proposalsare not rejectedif gender
equalityis not addressed)Apartfrom
appraisingDWCRlocumentsand
planningtechnicalcooperationprojects

what the implementationof ILOinitiatives
matters. In this regard,evaluationis really
important to demonstrateresults.
Althoughthe EvaluationOfficedid not
reachthe target of 100 percentof
evaluationterms of referenceto include
anassessmenbf genderdimensions,
from 2016a stronggenderequalityclause
will be includedin all evaluationterms of
reference.Thusmore informationwill be
forthcomingin the next biennium,with
the improvedemphasison addressing
genderequalityin evaluationsThe results
of an independentevaluationon how
genderequalityis addressedicrossa
rangeof ILOevaluationsshouldbe
availablein early2016.

Thereis someconfusionregardingthe
statusof the genderaudit tool amongst
ILOstaffq whether ILOis still promoting
this product,whichappearsto be well
knownand effectivewhere applied.
Improveddisseminatiorof the many
excellentlLOgenderguidelinesandtools
isrequired with better exploitationof
researchinstitution linkagesfor quality
knowledgegeneration(usingmore sex
disaggregatedlata). Within the ILOand
when supportingconsituents, there
shouldbe lessuseof vagueterms suchas

WISYWEBINR of ¥ ¥ P ROE dza A ¥S Q%

and more specificquestionsposedto find
out what actuallyare equalityand non-
discriminationissueghat require
attention. Genderequalitymaynot
alwaysbe the most pressingssuein a
programmeof support,but a non-
discriminationemphasisanbe strongly
linkedto L [ mBdRidljusticeagendaand
povertyreductionfocus

Regardingstructuralpriorities,a number
of issueshavebeenaddressedwith
regardto genderfocalpoints,the ILO
GenderNetwork, andthe role of GED,
manyof whichwereraisedat the lastILO
Inter-RegionalGendelLearningForumin
October2015.Howevermore resources
arerequiredto implementsomeof these
changesThemajority of staffin the



surveyconductedfor this evaluation
reportedthat ILOis doingwell on
addressingenablinginstitutional
mechanismdor genderequality.

Theevaluationfound that ILOis making
progressn ensuringgenderequality
issuesare part of mary initiativesILO
undertakesowardsthe P&Boutcomes,
but this processs uneven.Clearlysome
strategieswere effective,suchassupport
to developprogrammeghat addresshe
differentimpactsof HIVand AIDSon
womenandmen;or the resourceguide
on genderissuesn employmentand
labourmarketpoliciesdeveloped
followinga 24 country reviewanalyzing
national employment policieSome
country basedexamples includan India,
the state hasnow agreedto introducea
genderbalancein socialdialogue
(following supportfrom and collaboration
with genderandalsosocialdialoguelLO
specialisty Anotherpositiveexample
from the Philippinesllustrateshow the
Domestid_abourActwasenforced.

Amongstmanyconstituentsgender
equalityissuesare not often raisedasa
priority soit canbe difficult for atypical
ILOtechnicalspecialisto put the issueon
the agenda particularlyin patriarchal
institutionsand societies Thosewho do
not focuson genderequality are worried
that attention to genderequalitywill be
anextraW 0 dzNtRtBejf @orkload.
Genderequalityconcernsshouldthus be
seenasveryconcreteandlinkedto
povertyreductionandL [ Hal a
globalizatiormandate.lLOprobably
requiresan updatedvisionon gender
equality,outliningwherethe ILOis going
with genderequalityandwhatis
expectedandwhy.

It isdifficult to assesshe extentthe ILO
ActionPlanhasbeenan effective
instrumentto helpensuregenderis
integratedacrosseachof the four ILO
strategicobjectives becauseeportingis
mainlylimited to how important gender

equalty isfor a particularoutcomeor
output, without anemphasion the
impact.ILOshouldimproveits
measuremenbf how ILOactuallyinforms
or influencespolicyand supportschanges
in attitudesamongstconstituerts
involvedin policydialogue,includingfor
genderequality. Somesuggestionsire
includedin the evaluationreport (Box5).

The201617 P&Blacksof an outcomeon
genderequalityand non-discrimination,
whichmanyILOstaff are anxiousabout.
AlthoughgenderequalityisaWLJ2 f A O @&
R NJ i@ tGe\aBxt biennium,manydo not
fully understandhow resourcedor policy
driverswill be allocated;andit is likely
that outcometeamswill primarily focus
on the coreareaof the outcomewithout
necessarilypayingenoughattention to
genderequality. Theformulation of
genderequalityand non-discrimination
markersfor the 201617 P&B isimportant
andrequiresin-housecollaborationas
well asareviewof goodpracticesfrom
other UNagencies.

OtherUNagenciedookto ILOfor
guidancearoundgenderandwork related
areas.Thelaunchof the forthcoming
Womenat Work centenaryinitiative is
important asit will allow afocuson
particularareasin whichILOshouldlead
amongstother UNspecialisecagencies.
Howeverthis initiative requires afunding
assessmernto ensurethe office cancarry
out whatisrequiredto ensureL [ he&da
in thesematters.

Becauseno specificfundingwasallocated
for the ActionPlan,the evaluationcould
not concludeon efficiencyof resource
use.More sharingof relevantinformation
oninnovativeinitiativesand new
publications/toolsis a costefficient
measurethat couldbe improvedviathe
ILOelectronicgatewayparticularly
throughthe gatewaypolicysection

Veryclearly, accountabilitymustbe
addressedn further ILOwork on gender



equalitywith managementeadingthe
way with their respectiveportfolios and
ensuringadequateresourcedor gender
equality. GEDasa branchrequires more
resourcedo be ableto fully implement
the plethoraof demandsplacedon them
from ILOstaff and constituents.

Conclusions

TheActionPlanfits wellwith L [ ISézial
Justiceanda FairGlobalizatiormandate.
AnActionPlanis necessanasit reminds
andconvincedLOstaff that gender
equalityisaninherentvalueof ILOand
shouldremainhighup on all agendas.
Someprogresshasbeenmadewithin ILQ
ILQ genderspecialistand somelLOstaff
(workingon other projects)were
instrumentalin genderrelatedwork
undertakenin-country.

Thenext ActionPlanshouldbe deeply
ingrainedin andlinkedto the ten P&B
outcomes.Gapshat remainto be
addresgd in the next ActionPlaninclude
linkingto the SDGsadoptinga broader
empowermentapproachanda better
focuson ruralwomen particularlywith
two out of ten ILOP&Boutcomesboth
verymuchlinkedto rural areas The
operatioralizing of genderequalityand
non-discriminationasa crosscutting
WLI2 R WIOEStdexXplainedand

fundingallocated.A new policy statement
on genderequalityin the ILOmight create

anew momentumtowardsgender
equality. Sometype of genderanalysis
frameworkis requiredacrosshe ILO.

Recommendations
A Highlevelleadershipon genderequality
isrequired.
A The indicators from the USSWARill

form the bulk of the next Action Plan for

Gender Equality.

A Clarify what is meant by gender equality

as a plicydriverandwhether a budget
will be allocatedto ensuregender
equalityreallydrivespolicy.

A Considethe implementationof gender
budgeting.

A Worktowardschangesat manylevels,

for examplethe attitude and mind sets
of manygroupsof stakeholdes who do
not acceptthe strategyof gender
mainstreamingFocuson what enables
constituentsto becomechampionsof
genderequality,aswell asreviewwhat
supportthey require.

A Tryto deviseindicatorsthat can

improvethe measuremenbof progress
(seeBaxes6) andimprove
measuremenbn how ILOinforms
/influencespolicy (seeBox5).

A Clarifyto allwhat gendermainstreaming

actuallymeans;outliningthat specific
actioncantake placeto redress
inequalities. Avoidlanguageandjargon
that confusesstakeholders.

A DisseminatdLOresourceson gender

equalityparticularlythosethat focuson
genderandpolicy. Developandusea
simplegenderanalysidframeworkfor all
genderrelatedwork.

A Focuson the implementationof the

CollectiveAgreementand Anti-
HarassmenPolicyandensurethereis
broaderawarenes®f it.

A Reviewhow GEDsresourcedandtypes

of competenciesequiredto support
other ILOunits. Discus&nddecide
whether supportcanbe providedfor
the genderaudittool andcommunicate
what is happeningregardingthis tool.

A Communicateo all ILOstaff, why ILOIn

line with UNpolicyshouldbe more
focusedon the appointmentof women
in managemenpositions.

Lessondearnedor good practices
Alessonlearnedwasthe needfor a
simplegenderanalysiframeworkfor ILO.
Thebroaderlinkaged LOADShave
maintainedoutsidelLOwasidentified as
an emerginggoodpracticein termsof
collaboration Anotheremerginggood
practiceisthe collaborationbetweenGED
and EVAL(LOEvaluaton Office).
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Acronyms

CPO CountryProgrammeOutcomes

CTA ChiefTechnicaAdvisor

DAO DeliveringasOne(UN).

DG ILODirectorGeneral

DWCP DecentWork CountryProgramme

DWCT DecentWork CountryTeam

ElIP EmploymentintensivelnvestmentProgramme
EPZ ExportProcessingones

EVAL L [ EevaiationUnit

FoA Freedomof Association

GED Gender Equalityand DiversityBranch

GFP GenderFocalPoint

HQ ILOHeadquarters

HRD TheHumanResourcepartment

ILOAIDS Unit within ILOthat focuseson HIV/AID&ndthe world of work
IR ImplementationReport(for P&B)

ITCILO InternationalTrainingCentreof the ILO(Turin)
LGBTI Lesbiangay,bisexualtransgendermndintersex
NEP NationalEmploymentPolicy

P&B Programmeand Budget

PEPFAR USt NB a A RriergandPianfor AIDSelief
PIR ILObienniumProgrammemplementationReport
QAM Quality AssurancéMechanismfor DWCPs
QCPR UN QuadrennialComprehensiv®olicyReview
SDG SustainabldevelopmeniGoals

SECTOR TheSectoraPoliciedDepartmentat ILO

SMT SeniorManagemenfTeam

TC TechnicalCooperation

ToR Termsof Reference

ToT Trainingof Trainers

UNDAF United NationsDevelopmentAssistancé-ramework
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Independent Evaluating of the ILO Action Plan for Gender Equality
2010-15

2. Background

The ILO seeksthe promotion of social justice and internationally recognizedhuman and labour
rights! The UN and others (includingmore recentlythe businessworld) havelong documentedthe
benefitsof addressinggenderequality. Sociajustice/ equity advocatesstressthat equalitybetween
women and men is a humanrights issueand highlightthe needfor the applicationof principlesof
justiceandfairnessfor womenandmenaccordingo their respectiveneeds.

Box 1: Different points of view

Socialjustice, poverty, equity argumentsand empowerment

Equityargumentsfor a focuson genderinequalitiesmayincludeequaltreatment or treatment that
is different but equivalent An equalityfocusmayalsomeanthat ILOrequire particularactionsto re-
dresssituationswhenwomendo not experiencehe samerightsand equalopportunitiesasmenin
the world of work. For examge domesticworkerswho are often femalg, althoughworkingfull time,
are not registeredasso,anddo not haveworkingcontracts

Anti-poverty argumentsstressthat a risein work incomes(or socialprotection)for womenbenefit
societyandfamily. Anyinitiative that doesnot endeavourto narrow downthe incomegapbetween
menandwomencouldpotentially resultin increasingooverty gapsbetweenwomenandmen.

Efficiencytype argumentshighlightthat inequalityleadsto the inefficient allocationof resources
Resourceshouldbe targetedto wherethey makethe mostimpact.

Empowermenis a processwhere awomanincreasinglyexercisesontrol (power)over her life in
orderto achievegreaterautonomy.Capacitybuilding,information, advocacyandwomencoming
togethercansupportswomenachievinggreaterautonomy.

So how does ILO promote social justice and human rights in the world of Wlotkrovides
technical assistance and provides training apdlicy advisory services to member state
governments, workers and employers organizatiddscentWork CountryProgrammegDWCPare

L [ msttategydocumentat the national level, developedwith governmentand socialpartners.In-
country ILOalsoworks through the UN DevelopmentAssistanceFramevork (or UNDAF) Gender
equalityis one of the five programmingprinciplesthat all UNDAFsnustincorporatein their country

work. Sincethe global economic crisis, there has been a fear that the progress made in the past
RSOl RSa Ay I RJI oAyt werld ¥ SvgriQday Wwithén ferms of promoting
genderequalityandthe world of work, ILOshouldleadwithin the UN system.ILOmay be slippingin

the last decadein coherently showcasingthe extensiveand pioneering work the organization

! Themainaimsof the ILOareto promote rights at work, encouragedecentemploymentopportunities,enhancesocialprotection and
strengthendialogueon work-relatedissues.
2whichisthe strategicprogrammeframeworkthat describeghe collectiveresporseof the UNsystemto nationaldevelopmentpriorities

10
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undertakes on understandingand addressinggender equality and the world of work, as well as
keepingit high on the global agenda.In particular ILOrequires performancemeasuresthat track
how ILO contributed to the developmentor revision of laws and policies that addressboth
employment,andgenderequalityin employment

With the significantstructuralchangesdn ILOin the pastcoupleof years,it isimportant that gender
equality concernsin the world of work are high on the agenda,which will benefit workers,
employers and addressnationalagendagof decentwork for womenand men, or more and better
jobs for women and men). A focus on gender equality will also benefit the ILO as a whole in
reporting on its relevanceand impact on socialjustice and poverty reduction The reduction of
povertyis anoverarchinggoalof UNandof the SustainabldevelopmeniGoalg(SDGS).

Forthe ILOone of the significantbenefitsof a focuson equity issuesis that a genderanalysishelps

to disaggregatesociety,the resultsof which caneventuallybetter demonstratehow ILOis reaching
those who require a developmentfocus. An analysisof ILO technical cooperation evaluatons’

yieldedinterestinginsightsaroundhow many ILOprojects,althoughfocusingon the poor, lost track

of the ultimate goal of addressingconditionsof poverty. Spellingout who is most affected by a

labourrelatedissueor who isreachedby ILOdevelopmentcooperationis of paramountimportance

not only to reassuredonorsand the GoverningBody (GB)that ILOis makingimpacton vulnerable
and exploitedworkerson the ground but alsoto learn and plan aheadto further reachthose who

do not enjoy decentwork. Furthermore,poverty is often concentratedin rural areas;or amongst
indigenousgroups; or amongstthose with disabilitiesunableto secureemployment.Encouraging
ministry of labour and statistics offices to collect disaggregatedstatistics as well as the use of

disaggregatediata in policiesand programmesis of utmost importanceif ILOis to better target

beneficiariesacrossall its ten outcomesin the comingbiennium?

Most ILOstaff and constituentsbelievein the importanceof addressinggenderequality issueswith

only a few who still challengethis humanrights perspective Thereis muchlessvocaloppositionto

genderequality asthere was amongststaff in the 1990s.Yetsometechnicalspecialistanay resist
addingon a seeminglyadditionalconcern(genderequality).In largeorganizationsoth rewardsand
retributions are required to induce behaviourto work on a crosscutting issue such as gender
equality. It is still important to include gender equality issuesin corporate bureaucratic and
organisatiorwide bureaucraticprocedures prompting staff that they must report and addresssuch
issues,but also highlight the improved quality of work, when both women and Y S y i€séiesare
addressedand genderequality issuesare reduced.ThelLOPIlanof Action 20102015, the subjectof

this evaluation,is one suchattempt to ensurethat certain proceduresare followed and progressis
made. The Planof Action probably focusesmore on the proceduresand lesson the rewards of

addressingyenderequality. Intrinsicmotivation and attitude toward addressinggenderequality,are
not yet afocus®

2.1 Context for evaluation

The ILOAction Planfor GenderEquality2010-15 aimsto operationalizethe ILOpolicy on gender
equalityand mainstreamingod YDIGenderPolicyp Asmandatedby the ActionPlan,and agreedwith
the GoverningBody, this independentevaluationof the Action Planis required at the end of 2015,
to facilitate internal managementiearningand decisionmakingin the ILOaswell asfor guidanceon
the next actionplansfor genderequality. This evaluationincludes an asgssmentof progresson the

% Reportedin the 201213 ProgrammemplementationReport-page27

“L [ Hofugon discriminationin the Gender Equalityand DiversityBranchof ILO(GEDprovidethe meansto ensurelLOultimate
stakeholdersare broadenedto includesocialbackgroundgthnicity and disability.

® Asa seniorgenderspecialisstressedduring this evaluation,|LOis very goodon the technicalsidefor genderequality, but not sogood
on the intrinsicmotivationalaspects

11
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18targetssetin 2010(but updatedeachbiennium).Thisevaluationalsoreviewsthe processaround
includinggenderequality concernsand reporting on the genderequality concernsin the outcomes
in the ILOP&B. Alsoassessedre relevantreports and documentation,whether feedbackgivenby
the GoverningBodyconcerninghe mid-term stocktakingreport on the ActionPlanwasactedupon.

Theevaluationreport will be summarizedand submitted to the GoverningBodyat its March 2016
session.

2.1.2 Introduction to ILO Action Plan for Gender Equality

Since1999, the ILO GenderPolicyhas been operationalizedthrough successiveaction plans (see

Annex2). The ILO strategy for promoting gender equality ¢ as describedin the 1999 policy and

operationalizedoby the ActionPlang identifiesthree priority areasfor L [ hn§litutional mechanisms
to mainstreamgender:staffing (parity, and equality of opportunity), substancegenderanalysisand

planning)andstructure (programmingjmplemertation, monitoringandevaluation).

ThepresentActionPlanfor GenderEquality(under evaluation)coverssixyears.TheActionPlanwas
divided into three phasesaligningand following the ILOP&B biennium periods (Phasel 201011,
Phasell 201213; & Phaselll 201415). The Action Plan has two main components: enabling
institutional mechanismgor genderequalityin the Office (whichis outlined in table 1 in the Action
Plandocument)and genderrelated programmaticoutcomes(outlined in table 2 of the Action Plan
document)

Asthe ActionPlanisresultsbased,it usesindicatorswith correspondingraselinesandtargets Table
1 in the Action Plandocumentcontains18 indicatorsand baselinesto measureprogressagainsti)
aboveenablinginstitutional mechanismgstaffing, substanceand structure priorities). Targetswere
originally set in later 2009/early 2010 with indicative activities and the unit with primary
responsibility specified. The Action Plan Coordinator in consultation with the relevant unit
formulated all these targets, indicatorsand indicative activities That dzy” AdireRtar or chief then
formally approvedthesetargets,indicatorsand activities Yearly monitoring exercisesvere usedto
determinewhetherthey were met, exceededr not met.

TheActionPlanis alignedwith the three ILOProgrammeand Budgets(P&B)and the StrategicPolicy
Frameworkbetween 2010-15. The relevant 19 P&B outcomesand indicatorsare reproducedand

compiledin table 2 of the Action Plandocument ILOteamswho formulated these 19 outcomes
were required to include a specific paragraphabout mainstreaminggender equality and non

discriminationinto the strategyfor eachoutcome One of the 19 Outcomesin the P&Bconcerned
eliminatingdiscriminationin employnent and occugation. Thisoutcome (17) allowedfor a definite

focusfor coordinatingwork on W & &sia farm of discrimination whilst alsoprovidingan opportunity

to targetandincludedonor outcomebasedfundingon gender.

TheAction Planalsocontainsin table 2 a columnthat specifiesand alignsrecommendationdor ILO
that emanatedfrom the 2009 International LabourConferencgILC)Resolutiond D S yeRualityat
the heart of decentg 2 NJ he@verningBodyin March 2013requestedcloseralignmentwith key
elementsof the UN Systemwide Action Planon GenderEqualityand the Empowermentof Women
(UN SWAP)ConsequentlySWAHnNdicators were listed under the Action Planindicatorsin Phasdll
of the ILOActionPlandocument.

Theultimate beneficiariesare the tripartite constituents.Theimplementationof the Action Planis
the responsibilityof all ILOstaff at all levels Box4 in the Action Plandocumentoutlinesclearlythe
roles and responsibilityfor enhancinggender equality in ILOwork. Directors (regional, field and
headquarters)are accountablefor ensuring gender equality is included in the outcomes and
indicators within their respective portfolios or within their regional priorities. They are also
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responsible for strengthening capacity of constituents on gender mainstreaming. HRD are
responsiblefor indicatorsrelating to parity betweenwomen and men, and equality of opportunity
and treatment for all ILO staff. PARDE\are accountablefor gender mainstreamingin donor
partnershipand technicalcooperationagreements.Seniorgenderspecialistsare to play a catalytic
and supportiverole in DecentWork Teams Gendercoordinatorsand genderfocal points alsoplay a
catalytic role. The Gender, Equality and Diversity (GED)Branchwithin the headquartersPolicy
Portfolio coordinatethe Action Plan® with one GEDspecialisttaking responsibilityfor coordination

Apart from coordinatingthe Action Plan sheis responsiblefor other outputs and processeswith

GED More broady, D 9 5ralé is of support, providing advise, capacity building and knowledge
sharingas well as oversightand reporting to the respectivebodiesincludingthe GBand the UN
SWAP Regionaland Subregional GenderSpecialistswho are also part of the GEDteam, use the

Action Planas a tool and promote actionstowards genderequality results, through their country
levelwork andthroughthe DecentWork CountryTeams.

Thefollowing monitoringreports havebeendevelopedby ILO:

{1 A stocktakingpaperon the implementationdiscussedy the GoverningBody(GB) March2013.

fProgreson implementingthe 20091LCResolutiorreportedto the GBin Nov2011°

9 Progres®on genderrelated P&Boutcomeswere reportedto the ILC and summarizedn the ILO
programmeimplementationreport 2010;11,2012;13and 201415 reports®

1A paperon the ILOparticipatorygenderauditspresentedto the GB, March2011*°

2.2 Purpose and methodology

The purposeof this evaluationis to assesghe performanceof the ILOin operationalizingits 1999
policy on gender equality and mainstreamingthrough the Action Planfor Gender Equality The
evaluationhighlight progress,gapsand regressionin implementationand its alignmentwith P&B
priorities. Theevaluationwill be usedfor internalmanagementearningand decisionmaking,andas
areferencedocumentfor drafting the next ActionPlan,andfurther alignmentto the UNSWAP

The evaluationcovers 2010to 2015 but is forward-looking towards drafting the next Action Plan.
Both key result areasof the Action Planare covered(i) enablinginstitutional mechanismsstaffing,
substanceand structure;and (ii) genderequalityresult areasin ILOstrategicobjectives(2010-2015)
Overallthe evaluaton assessd the performanceof the ILOagainstintended enablinginstitutional
resultsand strategicoutcomes.The evaluationidentifies challengeskey lessonslearnedand good
practiceswith recommendationgor the next ActionPlan.

Theclientsof the evaluationare: the DirectorGeneral(DG)and the seniormanagementeam; GED
officials,the ILOGenderNetwork line managers(asthey have particular roles and responsibilities
for enhancinggenderequality in ILOwork); HRD;PARDENd EVALA key client is the Governing
Body,whichisresponsiblgor providingguidanceon future actionplans.

® Institutionally, the former Bureaufor GenderEquality(GENDERgportingto the ILODirectorGenerahasadjustedto becomingthe
Gender Equalityand Diversity(GEDBranchwithin the ILOConditionsof Work and EqualityDepartment(WORKQUALITMyuatedwithin
the PolicyPortfolio.

" ILO:Reportof the DirectorGenerak, Third SupplementarReport:Mid-term stocktakirg of implementationof the ILOActionPlanfor
GenderEquality2010-15, Governing?>0dy,31?lh SessionGGenevaMarch2013,GB.317/INS/12/3.

8 |LO:Progres®nimplementingthe 2009 InternationalLabourConferenceesolutionconcerninggenderequalityat the heart of decent
work, GoverningBody,312h SessionGenevaNov.2011,GB.312/INS/12.

? |LO:Reportof the Chairpersomf the GoverningBodyto the InternationalLabourConferencéor year2012-13, InternationalLabour
Conferencel02ndSessionGeneva,June2013, ProvisionaRecordNo. 1, p1/11.

191 O:Reportof the DirectorGenerak ThirdSupplementarReport:Anupdateon the ParticipatoryGenderAuditsand future prospects
Governing_%ody,Sldh SessionGenevaMarch2011.

13



U.Murray 9 February2016

2.2.1 Evaluation methodology

Theindependentevaluationassesseshe (i) relevance (i) validity of design,(iii) effectiveness(iv)
efficiency,(v) effectivenessof managementarrangementsand (vi) impact and sustainabilityof the
ILOActionPlanfor GenderEquality2010-2015.Keyquestionsaroundthesecriteriawere outlinedin
the Termsof Referencg(ToR$ in Annex1. The evaluationhasaddressedhese questionsincluding
guestionsfrom tripartite representativesn pastreportsto the GoverningBody.

This evaluation was based upon the L [ he@xaduation policy and proceduresunder the overall
technical supervisionof ILO EVAL and adheral to international standardsand best practicesas
articulated in the OECD/DA®rinciplesand the Norms and Standardsfor Evaluationin the UN
Systemapprovedby the United NationsEvaluationGroup (UNEG)n April 2005. Theevaluatorused
L [ hEvdluation Policy Guidelines Overall the approach adopted in this evaluation was to
concentrate on the interactions of the institutional system with the expected programmatic
outcomes and how these interactions helped to produce progressin the achievementof P&B
indicatorsand are reported.

Theevaluationappliedmixedmethodsthat drew on both quantitative and qualitative evidencewith
multiple meansof analysis.

T Anextensivedocumentreviewof relevantdocumentsthat relate to performanceand progress
in gendermainstreamingincludingevaluationreports, baselineinformation, policydocuments,
programmeimplementationreports, GoverningBodydocumentsetc.)

9 Reviewingevidenceof follow-up to recommendationdy the GoverningBody

9 Preparationof aninceptionreport, whichincludedevaluationinstrumentspreparedto
documentandanalyzeprogressowardsindicatorsand P&Boutcomes

1 Interviewswith 62 persons(57 ILOstaff members 46 of whom were basedin headquarters)1
from ITCIL@Gnd 3 consultants and 2 constituents See list of thoseinterviewedin Annex3.

1 TheEvaluatorattendedtwo hoursof discussiorduringthe ILOGenderLearning=orumon
October15™. ThisForumallowedILOstaffto discussand exploreideasand opinionswith
regardto what canchangelLOgenderperspectivesand priorities.

Ananonymouselectronicquestionnaireto reacha broaderrangeof randomILOprofessional
staff wassentto 315 ILOstaff membersto anonymoushanswer,andwascompletedby 76 ILO
respondentgAnnex4). Althoughthe responsesepresenta smallsampleof ILOstaff, EVAL
went to greatlengthsto computearepresentativesample. It isimportant to note that their
responsesre basedon their perceptions(whichmaydiffer to facts). Thetotal of ILOstaff
headquartersfield, professionabnd generalservicesncludingnational officer categoryis 2914
(it isunknownhow manyare professionallystaff out of this 2914figure). Surveyresultswere
analysedandsexdisaggregatedalthoughsexdisaggregatedesultsare only shownwherethere
wasa significantdifferencein views.

1 Avalidationworkshopwith GEDon preliminaryresultsfollowinginterviewstook placein
October2015

T Afinal validationworkshopeither by Skypeor in GenevaJanuary2016)

Throughoutthe evaluationprocessthe evaluatortried to put herselfin the shoesof a non-gender
expert when consideringchallengesand opportunities for mainstreaminggender within 1LO and
implementingthe Action Plan Thussome pointsin the evaluationreport are written in the spirit of
an ILOstaff officer attemptingto mainstreamgender,particularlywhenit is not their coreduty.
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Preliminary findings on the Action Plan are shared through the first draft report with ILO
stakeholdersGonsolidatedcommentswere incorporated,and this secondevaluationreport is now
submitted,whichwill be reviewedtowardsa final report, andsummarzedfor the GB

2.2.2 Limitations

A major limitation wasthe short time period (45 daysallocatedin total) to evaluategenderequality
viathe Action Planinstrument, which coveredthe entire ILOover 3 biennium (six yearg. Although
62 personswere interviewed, in total ten were ILO field staff, mainly gender specialists.The
evaluator would have liked to have interviewed more staff (and constituentg in country and
regionalofficesto discusshow non-genderspecialiststaff feel they contribute to the development
or revisionof laws and policiesin countriesthat are ¥ 3 S yNSSSINI2; \6rihawAISOMas through
policy dialoguecontributed to some extent to increasedawarenessof, or changesin attitudes to
gender equality issuesamongstconstituents In essencethe evaluationwas primarily concerned
with changesn institutional gendermainstreamingprocesses.

Only two out of four constituentsselectedby ILOrespondedto a requestfor an interview. The
evaluatorrecommendsa separatesurveyfor national constituentsin particular countriesat some
point in the future to determinetheir view on supportfrom ILOon gende equality in the world of
work. AlternativelylLOcould add a questionto a scheduledsurveyto constituentsto find out what
further supportthey require on genderequalityissues
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3. Findings

3.1 Relevance

Tounderstandhow relevantthe ActionPlanhasbeenin promotinggenderequalityin the ILOandin
the world of work, all ILOstaff must be clearaboutwhy they are promoting genderequalityandthe
relevanceto L [ hh@ridate ILOstaff were askedin the surveyundertakenfor this evaluationto
give their opinion regardingL [ hm@iarole in terms of promoting genderequality. Thisquestion
allowed for open responsesand respondentscould raise more than one issue.Thisquestionwas
answeredby 61 out of 76 respondentsasfollows:

A At least26 responsesoncernedhe generalrole of ILOpromotingdecentwork for women
andmen, equalopportunitiesfor womenandmenaround equalityin the work place.

A 7 respondentscommentedon how ILOis supportingwomenspecifically.

A 8 respondentsmadespecificcommentsaroundL [ hof@ & promotinginternationallabour
standards somementioningthe conventionsspecificallyrelatedto genderequality.

A 9respondentsutlinedL [ mof@ i advocacyandknowledgemanagement

A 9 respondentscommentedon L [ o & supportingconstituentstowardsthe realizationof
genderequalityandthe eliminationof discrimination.

A About8 respondentscommentedonL [ lin@ralin-houserole in promotingequality.

Thusa broad range of opinionswere outlined in responseto the surveyquestionon L [ hrdlzan
promoting genderequality,indicatingthat ILOstaff who respondedto this questionhawe a fair idea
of L [ hrdds albeit different ways of expressingthis with different priorities listed. No one
mentioned the link between L [ hrddii gender and poverty reduction. Annex 5 contains the
commentsmadeby the respondentto the questionnaire.

Anotherkey questionin this evaluationcentred on the relevanceof the Action Planand how well it
operationalizes the 1999 Gender equality policy.'' The evaluator assessed this question by
reviewing documents, interviews and one survey guestidmetwo-pagelLOpolicy callsfor gender
equalityto be addressedand promoted under reinforcingactionsin ILOstaffing, ILOsubstanceand
the structureswithin ILO.The policy also called for an Offiséde action plan, as an operational tool
for the implementation of gender mainstreamirtgThe ILOapproachto gender mainstreamingis
two-pronged:i) awarenesghat the specificand often different needsand interestsof women and
men are integrated into all policy and programmesof ILO;ii) where inequdities are extreme or
deeply entrenched,they should be addressedhrough genderspecificmeasuresinvolvingwomen
and men, either separatelyor together or through measuresdesignedexplicitly to overcome
inequalities.Thusthis current Action Planunder evaluation,asone in a successiveseriesof Action
Planssincel999continuesto operationalisehe 1999genderequalitypolicy.

DespiteD 9 5 dif@rts, not all ILOstaff may be aware that this Action Planis operationalzng the
1999 policy. The surveyof ILOstaff conductedduring this evaluationaskedstaff if they knew that
ILOhad a Planof Action on genderequality. Justover three quartersof respondentsto the survey
indicated that they knew ILOhad a Planof Action, whereas17 out of 75 respondentswere not
aware (12 femalerespondentsand 5 males) Seefigure 1 below. Thosewho were not aware of the

" Circular(no. 564)http://www.ilo.org/gender/Aboutus/ILOandgenderequality/largn/index.htm.

2 TheBureaufor GenderEqualitywassetup to providesupportfor gendermainstreamingandto ensurethe enhanced complementarily
and coherence of ILO programmes in respect of gerdaality. The Bureau hamw beenintegrated into the Gender Equalityand
Diversity(GEDBranch.
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ActionPlanhad neverbeenpart of the ILOGenderNetwork. At least11 who were not awareof the
ActionPlanwere locatedin headquarters.

Figure 1: Awareness of |1 LO6s Plan of

Do you know that ILO has a ILO Plan of
Action for Gender Equality (2010-2015)?

0%  10% 20% 30% 40% S0% 60% 0% B0% 90% 100%

A further questionwas askedto those aware of the Action Planasto whether they usethe Action
Planin their work. The majority of the 70 questionnairerespondents(46 respondentsout of 70)
indicatedthat they rarely or neverrefer to the Action Planin their dayto-day work. Of those that
rarely usethe Action Plan(30 in total) elevenwere males,and 19 were female.Howeverl3 out of
70 sometimesuseit and 3 very often or alwaysusethe Adion Planin their dailywork. Only 3 out of
those 13 that sometimesuse the Action Plan are part of the ILO Gender Network™ Thus the
majority of ILOstaff respondentsrarely or neverusethe Action Plan,so the way the ActionPlanis
operationalzing gender equality in the ILOmay not seementirely relevantto them or may not be
known to them. The Independent Evaluationof Outcome 17: Gender mainstreamingwith the
supportof Swedenand NorwayPartnershipAgreementgHaile,2014)found that the ILOActionPlan
is not widely used though often referencedin passingn projectdocumentsprepared.Not usingthe
Action Plan,does not meanthat staff are not broadly implementingthe measuresoutlined in the

ActionPlan.
Figure 2: Use of Action Plan in dayto day  work

If Yes, how often do you refer to the ILO
Plan of Action for Gender Equality in your
day to day work?

Always
Very often
Sometimes

Hot applicable

0%  10% 20% 30% 40% S0% 60% T0% B0% 90% 100%

In-depth interviews (particularly with senior gender specialistsin the field and GEDHQ staff)

revealedfurther information around the relevance Two senior field gender specialistssaid that

'3 Ofthosethat sometimesor very often usethe ActionPlan,13 arenot part of the ILOGenderNetwork.
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whenworkingwith constituents(suchasTradeUniong the Action Planhelpedto bring attention to
L [ hfdeus on gender equality. Some individuals interviewed argued that they are involved in
advancingthe Action Planwithout makingexplicitreferenceto the Action Planin their day-to-day
work (suchasthoseworkingon wagegaps or maternity protection).

Oneissueraisedwasthat the Action Planlackedsimplicityfor easeof quickuse.A number of those
interviewed (10) found the tables in the Action Plan document difficult to read and stietbait
information could be presented in a more user friendly manner. Others indicated that Tabl&thg
Action Plan documentould be omitted, but a one page on the link to each outcome could be kept
for information and circulated to those working ohe particular outcomeSome interviewed (2)
stressed the simpler layout of the 2015 Disability Inclusion Action PlanP0f4nterestinglylLD &
work on disability is nhowin the same branch as gendeBELD, andthe disabilityAction Plan was
modelled on the Gender Action Plan, buas able tadraw lessons from the Gender Action Pl&@ne
intervieweeclaimedthat thesetypesof detailed Action Plansmake ILOmore bureaucratic. Another
rangeof commentswere on the processe®f gender mainstreamingForinstancefocusingonly on
mainstreamingacrossall outcomes(table 2 in the Action Plandocumen) was mentionedby a few
interviewees as diluting a specific focus on the relevance of gender equality. An ACTRAV
representativestatedthat when genderequalityissuesare mainstreamedthey actuallydisappear A
representative of an ILO Decent Work Team stated that mainstreaminga responseto gender
equality, gets lost in the W LINP (38ndeint@rdiewed advocatedfor standalone outcomeson
equalityin DWCRPpriorities.

The other side of this argument also came forth in interviews. Accordingto many field and
headquartersgenderspecialistsan Action Planis required so that ILOstaff will not resistattention
to genderequality. Resultsshouldbe measuredsothat ILOstaff do not superficiallypay attention to
gender equality and progresscan be plotted. Genderfocal points said that many staff may only
considergenderequalityissuesonceareport or a programmeis completec in other wordsgenderis
addedat the 44il endDf a process An Action Plancanremind staff that discussionsnusttake place
earlier. Indicators help staff rememberthat they must give adviceand prepare programmesin a
different way. ILOstaff at PROGRANEported that the Action Planvisiblypromotesgenderequality
in ILO,andis alignedwith P&B.It is more for managerghan regularlLOstaff. Howeverit is not the
main tool used at the country level to promote gender equality, as it has no direct practical
implicationat countrylevel. Genderspecialistsiseregionaltools. Becausegenderis part of technical
cooperationappraisal,project guidance,or part of the DWCPappraisal(which have indicatorsin
table 1 of the ActionPlan) ILOstaff haveto incorporatea genderperspective.

The Disability Inclusion Action Plan contains clear principles and similar to ILO gender policy, also adotack tagproach
(disability issues being included in ILO activities, and disabjléygific actions promoted as necessary to address sttustdf particular
disadvantage).
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Conclusions: Relevance

Althoughthe majority of ILOstaff are aware of the Action Plan,basedon the surveyand interviews
with ILOstaff, it wasevidentthat manydo not seethe Action Planasan important document,and
the documentitself is complicatedto use.The Action Planmay not be particularlyrelevantto many
for mainstreaminggender,but it is usefulfor genderspecialistsILOstaff often needto be reminded
that genderequalityis part of L [ Isdgialjustice mandateand an Action Planis relevantfor sucha
reminder, provided ILO staff know about it. ILO staff can sometimesbe confusedas to what or
where they are goingwith gencder mainstreamingand how to measureit. Why there is a gender
equalityand non-discriminationfocusin ILOcouldbe articulatedmore clearlyto avoidconfusionand
ensurerelevance®.

ThelLOActionPlanfor GenderEquality2010-15 in theory continuesto operationalisethe ILOpolicy
on genderequality. In terms of how well it doesthis, some of the simplicityin the two page1999
policy on gender equality and mainstreaming in the lo@y be lost, with the detailed tablesand
focuson the linksto the 2009 ILCResolutiorandthe UNSWAR® Lookingahead,a shorterversionof
the Action Planmay be more useful Detailsand linksto resolutionsand conventionscould be kept
in a background accompanyingdocument. The UN SWAP indicators can be used as core
performanceindicatorsfor the ActionPlan(seeSection3.3.3)

3.2 Validity of design

Todevelopthis ActionPlan,an internal reviewof progressand gapsin implementingpreviousAction
Planstook place GEDhas one officer who is the Action Plan Coordinator. GEDexaminedthe

recommendationdrom the previousAction Planevaluation took into accountlessondearnedfrom

genderaudits of ILOfield offices and headquartersunits; and reviewed experiencesof other UN
systemmembersin implementingtheir own action plans.A consultationprocesswasusedto draft

the Action Plan,includingdiscussionsvith headsof relevantunits, who formalizedtheir agreement
on indicatorsandtargetswith GED Thedraft Action Planwasalsosharedwith key membersof the

ILOGenderNetwork '’ The GEDAction PlanCoordinatorwasthe liaisonfor 12 of the indicatorsand

three other specialistawithin GEDare eachthe liaisonsfor two indicators All GEDliaisonswere to

collaboratewith their counterpartliaison in the respectiveunit of focusto help achieveprogresson

the biennialtargetsand provide updatesduringthe annualend-of year monitoring, includingon the

indicativeactivities. The GEDCoordinatorannuallymonitored the indicatorsand targets,along with

indicativeactivities.Priorto the beginningof eachbiennium changegelatedto targetsfor already

agreed indicatorsin the Action Plan were jointly decided when the Action Plan Coordinator
consultedwith the liaison of the relevant responsibé unit for that indicator. Neverthelesssome
staff interviewedin different sectionsof ILOstated that they had not beeninvolvedin the designof

the ActionPlan or staff had changed.

'% |n particularmanystaff fixate on parity in appointments(staffingelement),whichis of significancéut only part of the ambition of
gendermainstreaming.

'8 particularlyfor thosenot alwaysfamiliarwith thesecondusionsand performanceindicatormilestones

' TheGendemetworkincludesfield-basedSeniorGenderSpecialistsheadquartersbasedGenderCoordinatorsand genderfocalpoints.
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Most of the strategiesand expectedresultsof the ILOAction Planfor GenderEqualityare logicaland
realistic,althoughsomewere more relevantin 2010than they are in 2015 (for examplelndicators4
& 17 in table 1 of the Action Plandocumen). Thefocuson the P&Bis still highly relevantin the
preparationof future P&Bs.Howevermore emphasiscould be placedon how policy dialogue(for
P&B outcomes)is a valuebased negotiation process,and requires conviction and commitment
amongstiLOstaff engagedn supportingpolicydialoguewith constituents

The sectionson effectivenessbelow will demonstratehow the intended results of the ILOAction
Planfor GenderEqualityare logicaland realisticand in many casesare leadingto intendedresults

Someresultshavenot howeverbeenachieved.Tables 1 and5 in this evaliation report outline what
hasbeenachievedor not. Someinterviewedfor this evaluation(notablyin evaluation,the research
department, employment,the genderfield specialistsyeported that the intended indicatorsand
resultsfor the 18 WA y & (i Xiididzioksid tfie Action Planare somewhatlimited and do not reflect
the full extent of the work that is being undertakenon gender equality and non-discrimination
within ILO.Noting that some good practicesare highlightedin the P&Bimplementationreport in

relation to the ILO19 strategicprogrammeoutcomes,neverthelesghe full extent of work done on

genderequalitymaynot alwaysbe pickedup.

In terms of designthe ILO Action Plan for Gender Equaktyase Ilivas more closehaligned with

the UN-SWARsee BoxX below)with anasterisknext to the Action Plan indicator &how the link to

the UN SWAP performance indicatar.dractice only those within ILO who report on the -SWAP
understandare aware of this EVAL, HRD, and GED (and perh&®@®&RAM)At the moment the
value of aligning the Action Plalmcumentto the UNSWAP is low, unless more ILO units realize the
context of the UNSWAP However ,LO staff who are aware of the LBWAP find that the link with
the Action Plan has been venseful and allowed ILO to share some progress and compare with
other UN organizationgurrently there are two reporting mechanisms in place:

i) reporting on indicatorsand progressor not in meeting the targetsto the coordinator of the
Action Plan for Gader Equality;

i) reporting on performance indicators to the ILO liaison/focal point for the-SYNAP, who
subsequently reports to UN Women.

These two reporting mechanisms could be streamlirizuplication ofreportingwould bereduced.
It follows that thel5 sets of indicators in the USWAPwill form the basis of the next Action Plan
20162107.

Many interviewed (6) stated that with a RBMAction Plan,ILOis attemptingto quantify what is not
guantifiable. Policydialogueinvolveslinking core ILOvalueson genderequality to the creation of
policiesthat lead to a state servingall its citizensmore effectively and reducing poverty. More
emphasison raising gender equality in negotiationswith constituents may be required. It was
mentioned many times that trying to have transformative changeby checkingwhether data is
disaggregatedby sexof not, checkinghe genderbalanceof delegationspr how manytimeswomen
are mentionedin a publicationis not the only way forward. At least5 ILOstaff reported that there is
too muchemphasison numbersand mention of the word W 3 S yoR @ NAY'iB tfielmeasurement
process.Yetlanguageis an important tool for describingreality. Gendersensitivelanguageclearly
communicatesto, and reminds those down the line that ILO provides a unique platform for
promoting decentwork for both and all women and men. Howeverinterviewsrevealedthat rather
than an emphasison mentioningd ¢ 2 Y ®ny/mentioningd 3 S yRIjSdell bristtidgithat & G K A &
programmeshouldbeimplementdin a genderresponsiver | Y Y, ié&&shouldbe more emphasis
on how to actuallydo it. Howto includean emphasison genderequalityand policy dialogue(related
to P&Boutcomes)in further ActionPlanscoud be debated(seeBox5).
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Genderequalityis about socialtransformation. The Action Planbreaksdown someresultsthat are
requiredif regulationsare put in placethat will ensurethere is socialtransformation,but doesnot
equipindividualsto dealwith socialchange Asoneintervieweestated:

dstbecausea Termsof ReferencéToR)or a specifidLOtaskmentions¥ 3 Sy R S NI
asa competenceor skill,doesnot actuallymeasurethe outcomeof how an
individualundertooktheirg 2 NJ| €

Box 2: Action Pla n for Gender Equality and the UN SWAP

ThelLOAction Planfor GenderEquality2010-2015and the UNSWAP

Since2012the UN is implementing the Systewide Action Plan on Gender Equality and the
Empowerment of Women, or USWAP? The UN SWAP is a unified accountability framework fg
gender equality and the empowerment of women. It contains gradated performance standard
against which progress is measured, with a set of 15 common sysigenperformance indicators
applicable to alUN entities including ILOheSWARsix policyareasof focusare:

1. accountability,
resultsbasedmanagement,
oversight,
humanandfinancialresources,
capacitydevelopmentandcoherence,
knowledgeandinformation management.

=
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UN entities will beexpected to meet all of the requirements by reporting for 281The 15
performance indicators assign common performance standards across the UN entities. For example

Fff SyGAGASE YdAad FR2LWG LRtAOASA 2y I&:MYsRSNI S|j dz ¢
ensure that corporate strategic planning documents commit to achieving at least one gender
equality objective. Table 1 in the ILO Action Rilignsits indicators with the indicators in the UN
SWAP.

Achievingthe resultsin the Action Planis one part of an attempt to measure progressgender
equality in the ILO,but it must be accompaniedoy many other processesand steps, particularly
around changingattitudes (as outlined later under 3.6.1 this includes attitudes of constituents).

Changesin attitudes at one level (ILO staff) can lead to a deeper understandingand inform

awarenesat anotherlevel (suchasamongstconstituentsand thosewho are drafting policy). There
are no right or wrong answersto many genderequality challengesHoweverit might be helpful if

ILOrenewedits sharedvisionon genderequalityin the form of anew and updatedpolicy statement.

Thenext Action Planshould probably be designedin a more flexible manner,and be accompanied
by the means(capacitybuilding)to tacklethe unforeseeableand policy dialogue A focuson the UN

SWARPerformancdndicatorson knowledgegenerationand communicationmay helpin this regard,

aswell as ongoingtraining for all levelsof ILOstaff on what genderequality in the world of work

practicallymeansin terms of day-to-daywork for ILOofficials.

¥ The UNSWAP is to implement the gender equality policy of the UN Chiefifixes Board, chaired by the Secret@gneral. UN
Women coordinate the SWAP.

¥ The UN Systemide Action Plan on Gender Equality and the Empowerment of Women, B3WAP aims to implement the gender
equality policy of the highest executive body, the UN Chief Executives Board, chaired by the S€aetaigy. UN Women has a leading
role in supporting the implementation of the plan. At least 50 UN entities or departments are engaged in-8\WAIRT he performance
standards are based on intergovernmental mandates.
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Indeedthe challengeof trying to measuregenderequality within a particularinstitutional culture is
not uniqueto ILO.Themost challengindN-SWARperformanceindicatorsto measure accordingto
one respondentinterviewed (basedon feedbackat an October2015GenevaJN-SWARNeeting)are
indicatorsrelated to the culture of the orgarzationin question It is difficult to determinewhether
the organizationalculture approachesor meets the requirementsto supportsthe promotion of
genderequality, particularly as organizationalkulturestend to be fluid. It may be slightly easierto
determine whether senior managersdemonstrate leadershipand publidy championthe equal
representationof women, which is one of two performanceindicatorsin the UN-SWAP Another
indicatoristo assesdf there financialallocationsfor genderequalityrather than lip service Fnancial
resourceallocationbenchmarkdgor genderequalitymaybe aninterestingfocusfor ILO.

Conclusions : Design

Interms of how appropriateand usefulthe designof ActionPlanindicatorsare for measuringesults
and progres&’it can be argued that the Action Plan table 1 indicators are appropriate, but
somewhatlimiting asthey do not allow further reporting on genderrelated achievementdor some
sectionsof ILOnNot reporting to the P&B(HRDor Eval) Neverthelessan opportunity was available
eachbienniumfor adjustmentsin targetsin the ActionPlanDocument

With regardto the P&Boutcomes,discussions requiredin ILOregardinghow ILOstaff can raise
gender equality issuesin policy dialogue with constitutions at national levels. Reportingon the
genderrelatedindicatorsin Table2 of the Action Plandocumentwere to be includedor capturedin
the programmeimplementationreport. Howeverasoutlined later, the programmeimplementation
report has condensedover the years, so may not always highlight specific gender related
achievements.ThusILOmay be under reporting on genderrelated achievementsThe indicators
from the UNSWARWill form part of the next Action Plan for Gender Equalfg.Action Plancould
be accompaniedy other measuressuchasattitude changeand a capacityamongststaff to be able
to choosethe appropriateresponsein a givensituation, and find waysto ensurefuture responses
areresponsiveo genderandnon-discrimination

(i) enablinginstitutional mechanismdor genderequalityand (i) gender-related programmaticoutcomes,
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3.3 Effectiveness

The next sections(3.3.1 3.3.2) outline which activities (for the enabling institutional mechanism
resultg and strategies(for the genderrelated programmaticoutcomes)were implementedin a way
that led to the intended resultsin the ILOAction Planfor GenderEqualiy. Section 3.3.1 outlines
resultsfor the enablinginstitutional mechanismg(i.e. table 1 in the Action Plandocument)along
with other issuesraised during the evaluationin relation to these 18 indicators. Section 3.3.2
outlinesfindingson genderequalityin L [ tstfategicoutcomesbetween 201015 (genderrelated
programmaticoutcomesor table 2 in the ActionPlandocument)

3.3.1 Findings : Enabling institutional mechanisms

Thefollowing sectionoutlines resuts related Enablinglnstitutional Mechanismfor genderequality
in ILO (which correspondswith table 1 in the Action Plan document). The GED Action Plan
Coordinatorkept sysematic recordson progressfor table 1 in the Action Plandocument which
were reviewed by the evaluator,alongwith interviews with those responsibleand an analysisof
surveyresults. Tablel in this evaluationreport (on the next page outlineswhether indicatorresults
were achievedor not. More information on each indicator follows this summarytable. Annex6
containsthe sameresultsbut with more detail.

With regardto what has been achievedor progressthat has been made in promoting gender
equality,the surveyquestionnairefilled in by 76 ILOstaff askedthem to outline major changecthey
haveobservedsince2010in relationto genderequality. Most respondentsoutlined changesAbout

5 respondentsobservedno major changesand one commentedthat he/she neverfelt the situation
wasthat badto start with. Respmseswere subsequentlygroupedby the evaluatoraroundstaffing
issues,structural changesand changeswith regardto genderequality in the substanceof L [ h Qa
work. Table6 in Annex12 presentscommentsfrom the survey**

2 A few response®n changeobservedsince2010did not fit under staffing, substancesind structureindicatorsin the ILOAction Plan.
Theseresponsegprovidedsomepositiveexampleqactiveparticipationof ILOIn InternationalWomen'sDay;increasednterest of
constituentsin genderequality; DG'sparticipationin arecentgendernetwork meeting; andILObeginningto discusd GBTissues)and
somenegativeexamplesof changege.g.muchmore needsto be done;or ILOstaff only addressgenderequalityif they arebeing
evaluatedor beingheld accountable).
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mechanism indicators status

Status Dec 31 2015

Indicator 1
% of Professional & higher category positions held by women

Not achieved(parity was the target)
45% target for professional positions met
35% formanagement positions

Indicator 2
% of sections of management and leadership development workshop
materials that incorporate gender

No baseline or targets.
30%is an estimatef achievement

Indicator 3
% of women participants in management & leadergépelopment Exceeded target
workshops
Indicator 4 Met target
No. of opportunities for training offered to General Service staff
Indicator 5 .
Achieved

No. of gendersensitive and/or familfriendly measures that exist

Indicator 6
% of job description vancies that refer to genderelated skills and/or
gender sensitivity

Almostachieved for behavioural competences in TORS
35% for technical competencies

Indicator 7
% of responsible chiefs perceived by reporting staff as creating an
environment thatvalues diversity including sensitivity to gender

Results not available unsbme time in2016.

Indicator 8

No. of initiatives taken to strengthen or enforce the conflict prevention | Not achieved(2 out of 4)
resolution collective agreement, including on sexual harassment
Indicator 9
% of P&B outcomes strategies that include actioiented gender Achieved
mainstreaming components

Not achieved

Indicator 10
% of P&B outcomes that are reported with 1 or more actionable lessor|
learned on mainstreaming gender

201011: 10% (target 60%)
201213: 68% (target 80%)
201415:? (target 100%)

Indicator 11
% of recommendations of participatory gender audit reports for audite
ILO HQ units & field offices that are implemented.

201011: Not achieved
201213: Achieved target
201415: ?

Indicator 12
% of DWCPs that contain indicators of which at least 35% are gender
inclusive

Not achieved
(target of 1009%By 2015 50% of DWCP contained
WISWIRENIAzZA A SQ AYRAOLF (2 N&

Indicator 13
% of research texts that asubmitted to the Research & Publications
Committee and fulfil requirements of a checklist for gender issues

wSPHAESR (2Y wSaSINOK 5SLI NIYSy
key ILO flagship reports integrate sexOdisaggregated data and analysi

Checklist not adopted

Not achieved

Indicator 14
% of ILO/donor partnership agreements that mainstream gender in bo
policy orientation & operational aspects

Achieved in 2011

Nearly achievedin 201213

Not achievedin 20141567%
(target 0f80%. N=6 partnerships

Indicator 15
% of ILO technical cooperation projects/programmes that are classifie
IRIS with Gender Marker 1 or 2

Not achieved

Progress decreased considerably from 2010 to 2@&ith
almost three quarters not achieving the taty the end
of 2015.

Indicator 16
No. of HQ units & field offices without gender focal points

Achieved

Indicator 17
% of male focal points among HQ units and field offices

Not achieved

2015 Target of 45% not achieved (295 in total with 379
men among HQ units and only 21% among field office
Percentage remained the same

Indicator 18
% of approved ToRs for evaluations of independent strategies, DWCP|

projects that include an assessni@f gender dimensions

Achieved in 201411
Not achieved in 201213 or 201415.
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3.3.1.1 Results for 6 s t a f pridritreg o

BtaffingprioritiesQin the ILOAction Planfor GenderEqualityfocusedon achievingparity amongst
womenand men professionaktaff acrossthe ILO,and equality of opportunity and treatment for all

ILO staff. Another focus was on workplace harassment.The Action Plan had 8 indicators under
Waffing prioritiesQ which were examinedduring the evaluation. The survey conducted for this

evaluationalso askedquestionsabout staffing in the ILO,and the issuewas raised frequently in

interviews undertakenfor the evaluation.Interviewswith five HumanResourceDepartment(HRD)
staff described the 6-year strategy that HRD is implementing, which includes a focus on

accountability,teamwork, leadershipand a conduciveworking environment. Sincethe Action Plan
for GenderEqualitywasinitiated in 2010, there have beenmajor structural changeswithin ILOsuch
asa revisedstructure of headquartersdepartments.HRDmentionedthat former Directorsof both

HRDand the GenderBureau negotiated the results expectedfrom the staffing priorities in the

ActionPlan,possiblyresultingin lesscurrent HRDownershipfor the staffingresultsthan expected

Indicator 1: Professional staff

Genderparity in seniorpositionsis expectedwithin the UN systemunder performanceindicator 10

in the UN-SWAR(genderarchitectureparity). As an important indicator in the ILOAction Planfor

Gender Equality (2010-15), the first resultsexpectedin table 1 of the Planof Action concernedthe
percentageof professionaland higher category positions held by women ¢ essentiallya W3 Sy RS NJ
o I f I typ®iSdizator. Managementpositionsare P5and above. Thebaselinein 2010 was almost

43 percent,with 34 percentof thesein managementpositions(measuredat the end of 2009) Asof
December31 (2015),almost45 percentwere femalein professionabnd highe categoriesof grades.
Femalesat P5 level or aboveare 35.7 percent Onthe whole there hasnot been major progress
since2010,rather incrementaland slow progressin the past12 monthsa noticeabletrend hasbeen
anincreaseof malestaff at seniorlevel (P4& P5).

Staffing \ Indicators Results
Measures are implementeq Indicator 1 Target:Achieve gender parity
to ensure greater parity | o4 of Professional & higher category 2010-11: 43.6% (37.5%f management positions held by
between women and men | ositions held by women women)
in recruitment and . .
promotion Baseline: 42.5% 201213: 44.2% (36.4%f management positions held by
Aligns with UN SWAP indicator 10 women)

201415: 45% for professional positions but only 386 of
management positionéP5 and above held by women)

HRDreports annuallyto the GoverningBody on the compositionand structure of staff. The last
report (the 323% SessionMarch 2015)relatesto staff asat 31 December2014.Part|l of the March
2014 report concernsthe distribution by age, sexand grade of staff, with percentagesof women
amongstdifferent categoriesof staff. Thussexand agediversityare collatedin everyyear.Dataare
summarizedelowfor 2011¢ 2014in Table2 below. ??

# Thesedataare alsodisaggregatedby age.
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Table 2: Data on male/female professional staff

Percentagef Percentagef Percentagef Percentagef Percentagef | Percentageof womenin

femalein this femalein this femalein this femalein this femaleinthis | the UNsystemasof Dec

categoryasof categoryasof categoryasof categoryasof categoryasof 2013with 1year

31/12/2011 31/12/2012 31/12/2013 31/12/2014 31/12/2015 appointment

D2 32% 33% 39% 42% 48% 30%
D1 48% 44% 40% 38% 37% 32%
P5 35% 37% 35% 35% 34% 34%
P4 45% 47% 49% 51% 52% 40%
P3 57% 56% 53% 52% 55% 45%
P2 78% 77% 74% 63% 60% 56-57%
All Profstaff 44% 45% 45% 44% 45% 42%

Insummary

A Thetotal percentageof femaleprofessionaktaff hasremainedmore or lessthe samesincethe
endof 2011 (fluctuatingby 1 percent)

A Thenumberof femalesin the D2 categoryhasincreasedsince2011andhasgoneup from 7 in
2012to 11 (out of 26 D2 staffin total asof the end of 2014,11 were female).However by the
endof 2015the figure hadgoneup to 48 percent.

A Thenumbersof femalesin the D1 categoryhasbeendroppingsince2011.Thetotal numberof
staff in this categorywas74, of which28 were female (asof the end of 2014).

A Theratio of malesto femalesin the P5categoryat the end of 2015 is one percentlessthanin
2011¢ 35percent,whichisjust under90 females(there were 258 P5staffin total in 2014)

A Thepercentageof femalesin the P4category hasincreasedyraduallysince2011with an
overallincreaseof 7 percentby the end of 2015(at the end of 2014N=244.

A Thereasbeena decreasén the percentageof femalesin both the P2and P3categorieq18 and
2 percentagerespectivey betweenDecember2011and2015). Explanationasto why thisis
the casemaybe interestingto investigate

Theright hand columnpresentsthe percentageof womenin the UN systemwith appointmentsof 1
year of more asof December2013 HRDstaff reported that it considersthat ILOis doingrelatively
well comparedto other UNagencies

HRDstated that genderbalanceis takeninto considerationin the hiring processbut stressedthat
the Director General(DG)hasthe final sayin all appointmentsin ILQ Seniorpositionsare appointed
directly by the DG.ILOHRDhave a new recruitment committee system called RAMC.Techical
ranking,gender,geographicatliversityand other issuesare all takeninto accountwith this system
but this evaluationdid not havethe capacityto investigatefurther how this systemworks Whilst
HRDdo not havethe authority to only selectfemae candidatesfor promotion, they statedthey can
support the pipeline of capable strong female candidatesready to take on managementand
leadershippositionsby providingleadershipskillstraining. When advertisingnew positionsat ILO,
the standardstatementis allegedlyincludedin all job vacancyspecifications

GThe ILOvaluesdiversityamongits staff and aimsat achievinggenderparity”>. We welcome

applicationsfrom qualifiedwomenandmen,includingthosewith RA & 6 Af A 1 A Sa ¢

The GED liaison for this indicator found that gender parity was missing from the RAPS
announcementsn 2015.ILOincludea photo of both womenandmenin a genericadvertisementfor
ILO,to emphasisghat womencanbe involvedin the technicalareasin the world of work 2

ZThesentenceaboutaroundachieve¥ 3 § yL&R S\Withi |Dis not includedin all advertisements
#Thephoto hadawomanwith a hard hat anda manlooking professionalith a microphonebesidehis mouth andwearingglasses.
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Surveyrespondentswere askedto outline changeghey havenoted relatedto staffingissuesThere
were 33 responsesout of a possible76 to this question.Most responsegelated to womenmoving
up into higher professionallevelsin ILOand were basedon perceptionsrather than facts Asone
respondentstated:
aThe ILOis slowlyreachinggenderparity, with a majority of womenin gradesP1-P4.With
a largenumberof mostlymendueto retire in comingyears thereishopeaheadfor the P5
gradeasg St f ¢

However others interviewed stressedthat women will not automaticallymove into P5 positions
unlessthere is deliberate strategyin placefor womenin higher positions.About 23 staff members
made positive commentsabout the recruitment of femalesto higher positionsin ILO.Somenoted
that more could be done (related to women not getting promoted, especiallyat the P5or Director
levels). Four respondentsstressedwhat they describedas unfairnessin giving poststo females.
Thereis a growing perception among male staff that they are being left behind or do not get
promoted becausethey are the wrong sex. A typical perceptionis that a majority of appointments
havebeenfocusedon femalesto rectify pastsinsandin doing so, not providingequalopportunity.
More explanaton for a parity focusis clearly required. One detailed commentdescribedhow ILO
lacks a career development strategy that assistsboth men and women in progressingin their
careers.

In summary, there hasnot been major progresssince 2010 for this indicator, and in the past 12
monthsa noticeabletrend hasbeenan increaseof male staff at seniorlevel (P4& P5).Thisindicator
will be measuredin the future through the UN-SWAPperformanceindicatorsrelated to human
resourceswhichaimsfor parity (UN-SWARperformanceindicator10).

Indicator 2: Management training

Thisindicator dealswith the percentageof sectionsof managementand leadershipdevelopment
workshop materials that incorporate gender. HRD hold responsibility for these modules. HRD
indicated to GED(in March 2015) that they have taken steps to ensure progresson gender
awarenessn 2012-13. A worksh@ waspiloted in 2013that looked at incorporatingdiversityvalue
includinggenderfor team building Suggestionsvere providefor thisworkshopfrom the GEDAction
PlanGoordinator. By2013the performancemanagemenimoduleshasallegedlyincludedreferences
to genderrelatedissuesandindicatorsfor the respectfor diversitycompetency.

The GEDAction Plan Coordinatorprovided suggestions for all sectionsof all managementtraining
materialsprovidedby HRDin 2014and againin 2015. TheHRDliaisonfor this indicatorthen shared
the suggestionsvith the relevanttrainerswho mademanyof the suggestedevisions.Consequently
at least30%o0f the sectionsof all the workshopmaterialsnow integrate genderrelatedinformation
and messagesyhichis amarkedimprovementoverthe baselinewhichwaszero.
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Staffing Indicators Results

Measures are implemented to | Indicator 2 No baseline or targets
ensure greateparity between
women and men in recruitment
and promotion

% of sections of management and leadership development | 201011: 26%
workshop materials that incorporate gender 201213 14.5%

Baseline: 0 201415 estimated 30%
Aligns with UN SWAP indicator 13

HRDreported for this evaluationthat they encouragetrainers to include gender sensitivityin the
materialsthey usein training. Whenthey hire trainers, HRDstated that they havea paragraphthat
stressesthat the contractor should ensure that attention is given to gender equality and non-
discriminationin the language examplesand imagesusedin the materialsdevelopedand in the
mannerin which servicesare delivered.HRDplan to strengthenthis paragraphto include specific
examplesasto what this implies. For exampledfacilitators shouldensurethat womenand menare
calleduponequallyfor commentsandresponseso |j dzS & (Thekvakatoronly locateda standard
clausein a samplecontract form for trainers which outlines that subcontractorsrespecta list of
principlesconcerningnternationallabourstandardsandthe ILO.

It canbe arguedthat more could be done with regardto the content of managementraining, due
to the pointsraisedunder Indicator7 below in Section3.5.1in relation to managementupportfor
genderequality. As one commentindicated,it is the older mid-managementstaff that presenta
problems,youngerstaff have no issuewith genderequality, until they becomeembeddedin male
biased ILO organization culture. Another suggestionin the survey response was to have
managementand leadershipdevelopmentprogrammes at a much earlier stageof officials' careers.
HRDarguedthat stronger gender related induction training followed by mentoring from senior
genderspecialistsnight be awayto ensureyoungerstaff adaptsa genderperspectivein their work.

A new e-governanceprogrammewasintroducedwith a gendercomponent(whichis an optionalon-
line module focusedon genderand diversity) The ILOgendermainstreamingonline training was
madeavailableto ILOstaff aswell asthe MLDPselflearningModules.HRDcannottrack how many
staff completedthis module,but cantrackthe number of staff that haveaddedthe MLDPmoduleto
their learningplan. HRDcouldbe askedto providesuchfiguresif suchinformationis required.

In summary, ensuringmanagersaddressgenderequalityissuesrequiresmore focus,giventhat the
implementationof measurego addressgenderequality often dependson the manager of a unit. In
line with the UN-SWAPperformanceindicator 2 (GenderResponsivé’erformanceManagement),
HRDmust ensurethat the assessmentf genderequality is integrated into core valuesand/ or
competenciesof all staff, with a particular focus on levels P4 or above. HRDis responsiblefor
capacitydevelopment.In line with UN-SWARberformanceindicator 13, ongoingmandatorytraining
isrequiredfor all levelsof staff (at headquartersregionaland country offices).
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Indicator 3: Women and leadership training

This indicator concernsthe percentageof women participants in managementand leadership
developmentworkshopsThebaselinewas34 percent. Thetarget hasbeenexceeded.

Staffing Indicators Results
Measures are implemented to | Indicator 3 Exceeded target
ensure greater parity eeen % of women participants in management & leadership | 201011: 56% (target 39%)

women and men in recruitment | yovelopment workshops .
and promotion . p e p: 201213: 51% (target 44%)
Baseline: 34% 201415: 52% (target 49%)

Aligns with UN SWAP indicator 2

HRDreport that they have very positive feedbackfrom femaleswho attend this course,but were
unableto provide a synthesisfrom the confidentialevaluationforms. It wasreported by HRDthat
sometimesthose who attend form informal female networks for sharingadvice.In summary this
indicatorwasachieved.

Indicator 4: Opportunities for general service staff

Thisresult was around expandingopportunities for GenderServicea (i | dafE€@developmentin
ILO.Theindicatar concernedthe number of opportunities for training offered to GeneralService
staff. Theindicatorwasincludedbecausenduction programmesfor GeneralServiceStaffwere only
opento ProfessionalStaff six yearsago. HRDreported that if GeneralServie staff are interested,
they canbecomepipelinecategoriedor JuniorProfessional.

Staffing Indicators Results
Expanded opportunities Indicator 4 Met target
provided for General No. of opportunities for training offered tGeneral Service staff | 2010-11: 10 (target 13)

{ SNDBAOSA adl

development Baseline: 9 201213: 11 (target 11)

Aligns with UN SWAP indicator 12 201415: 12 (target 12)

Onerespondentto the ILOsurvey highlightedhow generalservicestaff are actuallyoverwhelmindy
female.Theextentto whichtraining opportunitieshaveresultedin careerdevelopmentis unknown
In summarythis targetwasreachedin the pasttwo biennium.

Indicator 5: Family -friendly measures

This section of the Action Planfocusedon promoting a family-friendly environment, and set to
measurethe number of gendersensitive and/or family-friendly measurethat exist in ILO. The
baselineof suchfamily friendly measues was seven.One additional measurewas to be added.
Goodresultswere eventuallyachievedfor this indicator. Forexamplea new collectiveagreementon
maternity protection in the ILOsignedin February2015with associatedstatutory amendmentsto
staff regulationsapproved in March 2015 by the GoverningBody. The teleworking policy was
implementedin February2010and allowsstaffto work remotely.
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Staffing Indicators Results

A familyfriendly and | Indicator 5 Achieved
enabling working
environment for both
women & men is
promoted

No. of genderssensitive and/or 201011: 1 (target 1 additionglILO policy on patime working drafted
family-friendly measureshat exist | Oct 11

Baseline: 7 measures 201213: None (target 1 additional)

Aligns with UN SWAP indicator 11 201415: 1 (target 1 additional)LO Collective agreement omaternity
protection signed Feb 2015, GB approved in March 2015

One ILO officer interviewed praised the teleworking initiative and also maternity protection
coveragen ILO.Howevershe cautionedthat muchdependson the sensitivty of managergmaleor
female) to staff with family responsibilities.One survey respondentnoted that flexible working
arrangements,including teleworking policies are discretionallyand erratically implemented, and
very much dependent on managementattitudes. Three respondentshighlighted that childcare
support for working parents, including agreementswith main schools/child care institutes in
Geneva, could be enhanced. Another survey respondent mentioned that support to spouse
employmentfor staff transfersexists,but is not implemented.

A detailed comment in the survey responseoutlined how mobility (to the field) is often more
difficult for females,includingbecauseof their spouse.Two surveyrespondentsmentionedspecial
security arrangementsfor single female staff and female friendly working environment One
respondentfelt that strengtheningg 2 Y S yavdBementin Field RecruitmentActivities has not
been so successfulA further important point noted by one survey respondentwasthat there are
now additionalfunds availableto recruit additional staff to temporaryreplacethe staff who are on
maternity leave(with anothercommenton more equalitywith regardto paternity leave.

In summary, progresswith regad to family-friend measureswas effective during the Action Plan
period. Policies can continue to be put in place and monitored by ILOHRDunder the UN-SWAP
Performancedndicator 11 (facilitative policiesunder organizationakulture). Hereit is expectedthat

ILOimplement promote or facilitative policiessuchas those mentioned above and also work-life

balanceissues.

Indicator 6: Job description vacancy

The GenderBureauin 2010were keento have gendermainstreamingas a competencydevdoped
for all staff, and recruitment to ILO was identified as a likely screeningpoint for ensuringsuch
competency.Indicator6 concernsthe percentageof job descriptionvacancieghat refer to gender
related skillsand /or gendersensitivity. The baselhe was 30 percentof job descriptionscontained
criteria on the need for genderrelated skills and/or gender sensitivity as a competence This
progressedrom 95%to 97%by 2015.

Staffing \ Indicators Results
Competency in Indicator 6 201011: 95% of RAPS (target 40%%refer to gender in behavioural
ger_]der ) % of job description vacancies competencies, 19% refer to gender in irdrection, technical competencies
mainstreaming that refer to genderrelated skills | ©F duties
and/or gender sensitivity 201213: 95% (target 50%) 95féfer to gender in behavioural
Baseline: 30.3% cor(;lpgtencies, 15% refer to gender in introduction, technical competenci
Aligns with UN SWAP indicator 10 or duties
2014-15: 97% (target 60%) 35%refer to gender in introduction,
technical competencies or duties
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Agreementon where gender related skills should be placedin job descriptionswas somewhat
controversialamongstthose interviewed. A senior gender specialistreported that how to address
crosscutting issuesshould be part of everyL [ Ist@fficompetence.The Action Plan coordinator
referredto the manyinstructionsby the ILOGoverningBody,andtripartite constituentsincludingin

their 2009 Resolutionon genderequality at the heart of decentwork, for increasingthe gender

relatedtechnicalcompetenciesaand dutiesin job announcementsSuchcompetenceamonglLOstaff

wasalsoidentified asa need within individual ILOunits who have conductedgenderaudits,and by

the ILOwide genderaudit (2001). HRDreported that they introducedthese skillsin both technical
and behaviouralcompetencies.However the generic template for job descriptionssent to the

evaliator only stressesthe ability to demonstrate gendersensitive and non-discriminatory
behaviourandattitudes underbehaviouralkcompetencies

The Action Plan Goordinator who was also the liaison for this indicator observedthat there is no

systematic medhanism for reviewing whether gender should also be included as a technical
competency HRDoutlined how technicalunits write the technicalaspectsof the ToRgor a vacancy
and many job descriptionsgo from the field to headquartersvia line managersHRDdo not deny
that technical competence on gender can be included, but even through this indicator was
developedjointly by HRDand GED HRDstressedto the evaluatorthat what really matters is that

staff displaybehaviouralgendersensitivity. HRDarguedthat forcing a technicalcompetencyonto

everyjob descriptiondoesnot meanbehaviourwill change.lt is one thing to put somethinginto a

procedure,but it hasto be followed up on. If this is the case HRDmust more clearlydemonstrate
how they include genderequality issuesin the coachingprogrammethey are implementingfor all

managersand how genderequalityis includedin inductiontraining for staff.

Another issueraisedin a surveyresponsewas that gender equality is not alwaysincludedin all
temporarytechnicalcooperationstaff ToRsandthat short term TCstaff often do not systematically
demonstrategenderresponsiveperformancein their work.

In summary, where competencieson genderequality shouldbe placedin job descriptionscould be
further discussed.In order to continue to achieve the UN-SWAPperformance indicators, the
assessmenbf gender equality and the empowermentof women should be integrated into core
valuesand/or competenciesfor all staff, with a particular focus on levels P4 or equivalentand
above Thisisunder UN\SWARnNdicator2.

Indicator 7: Managers and valuing diversity

Thisindicator concernsthe percentageof responsiblechiefsperceivedby reporting staff ascreating
an environment that values diversity including sensitiveto gender. Diversity values (including
gender) were included in staff training workshopspiloted in 2012, which focused on building
effectiveteams.

Sieuilyl] Indicators Results
Competency in gender | |ndicator 7 No targets set. Upward feedback of performance
mainstreaming % of responsible chiefs perceived by reporting mapagement launched in 2014. Results not available
staff as creating an environment that values | Until early 2016.
diversity including sensitivity toender Sensitivity to diversity competency includes reference
Baseline: to be established gender, ands one of competencies evaluated in the

Aligns with UN SWAP indicator 11 upward feedback mechanism
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In 2014 a new upward feedbackcomponentwas launched.Staff anonymouslyappraisetheir line-
manager.Onecompetenceevaluatedin the upward feedbackcomponentis gensitivityto diversityQ
Nodataor informationfrom HRDwere availableto the evaluatoron this indicator.

An output expected in the upward feedback component is that ¥hanagerial / supervisory
responsibilitiesare carried out in line with the L [ hr@as and regulations and established
managementaccountabilityframeworksb@ne of 4 measuresof performancefor this output is that

Yhe official has taken actions to support organizational priorities such as knowledge sharing,
collaboration,mobility, genderbalanceand equitabk geographicaldistributionQThus,this measure
of performancehighlightsgenderbalanceissuesin particular. However,it is worth highlightingthat

a commonmisconceptionis that Q g 2 NJ RX & ©ktksibily@® quotasin employeerace or

gendercaegories.PA @ S Nahithelatesto humanresourceds away of thinkingand operatingthat

encouragesan entirely new and positive outlook among colleagues Diversity in the work

environmentpromotes acceptancerespectand teamwork. An interestingcomment in the survey
undertaken for this evaluation was that middle managersrequire more explanationas to why

genderdiversityis good for the organization.HRDcould probably emphasizemore that managers
that promote diversity can achievegreater productiity, profit and workplacemorale rather than

purelyfocuson numbers.

Another, perhapsmore interestingmeasuresof performancethat is relevantto issuesraised (later
in this report) in relation to genderand managemenis that Wpward Feedbackesultsindicatethat
in general, staff agree that the behaviour associated with managerial competenciesare
demonstratedand that performancein the unit hasbeenmanagedeffectively(Forexample,in the
surveyundertakenfor this evaluationat leastthree respondentssuggestedetter accountalility for
genderequalitywasrequired,andthis issuewasraisedmanytime duringinterviews.

It is important to bear in mind that the ILO appraisalsystemis still at an infancy stage and

confidentialityis key to ensurethe systemtakesoff in comingyears.HRDreported that managers
have opportunities to debrief and obtain coachingif they are not faring well in their upward
feedbackmechanism.The extent to which debriefing on gender equality concernstake place is

unknown HRDcould probablyacceleratetheir work and supportin this area, if they wishto exceed
requirementsunderthe UN-SWAHRnNdicator: genderresponsivegperformancemanagement The UN-

SWAPexpectsaccountabilitymeasuresto include assessmaet in performanceappraisalsof senior
managers promotion of gender equality (including gender mainstreaming, gendertargeted
interventions).Indeedrecentreports on accountabilityin the UN system,stressthat there needsto

be a systemin placefor recagnisingexcellentperformancein promoting genderequality and the

empowermentof women.

In summary, the upward feedback component of appraisal appearsto be a very interesting

mechanismfor assessinglLO managerQattitudes. HRD could share summary information on

sensitivityto diversityfrom the upward feedbackcomponentof the appraisalsystemfor assessing
managersand put in placea reward (and sanctions)systemrelated to staff performance Thereis

probably more scope under the HRDupward feedback componentto refer back to behaviour
associatedwith gender sensitivity where it existsin L [ hrulea and regulations(e.g. harassment
policy) and the managementaccountabilityframework. Thistype of appraisalfeedsinto UN-SWAP
indicators on organizational culture and gender responsive performance management
(accountability).

32



U.Murray 9 February2016

Indicator 8: Conflict prevention and resolution

The last staffingpriority concerned measures taken to strengthen and /or enforce conflict
prevention and resolution collective agreement, including on sexual harassrm@any. 1 or 2
measures were expected each biennium.

Staffing | Indicators Results
Competency in Indicator 8 Not achieved
gender

No. of initiatives or measures taken to strengthen and/{ 201011: 1(target 2)
enforce the conflict prevention & resolution collective | 551213: o (target 2)
agreement, including on sexual harassment

mainstreaming

201415: 1 (target 2)Collective agreement on
anti-harassment policy and investigation

Aligns with UN SAWP indicator 11 procedures adopted by GB and came into effect
January 1 2015.

Baseline: 1

Following negotiations between HRD aihe ILOstaff council the HRD Administrative Circular No.
543 on sexual harassmentas replaced by €ollective Agreement and Affiarassment Policgnd
Investigation Proceduréa November 2014. This new agreement includes sexual harassment a
defines it clearly Previously ILOidl not have a clear issue of broader harassment issues, whereas
there was a sexual harassment policy. Bodinassment and sexual harassmeng incorporated into

one policy nowRoles and responsibilities as well as prevention measures are better oduiliribd
Policy. Approved by the Governing Body, this policy and came into effect from January-201%e
implementation of the harassment policy, and the administration of proper procedures, the staff
union have trained 5 staff to investigate sexual dsment. HRDmay be working on some
accompanying awareness raisimgterials, whichmay be available by early 2016

HRD reported that there were very few reported cases of sexual harassment linQherkplace in

the past years (only 1 recalled by an officer). HRD were keen to point out that this does not mean
that sexual harassment is not assue;rather that it is notformally reported. Anecdotally (and
without being specifically asked) sexual haraent was mentionedluring the course of interviews

for this evaluation and also in survey responsesan issue in some ILO offices agported by ILO

staff strongly featuring inconstituency work placesOne respondent in the ILO staff survey
mentionedthat they have witnessed sexual harassment and two respondents reported sexism (and
chauvinist jokes) among ILO stafinother ILO staff member reported inappropriate behaviour of
constituents when travelling for ILO workexism is anxpression of poweland when it exists
between managers and staff at lower levels, it often makes women uncomfori@ble gender field
specialists and one gender focal point articulate strongly that constituents require much more
sensitization on sexual harassment. It waggested by 2 interviewed that ILO staff should sign a
statement about sexual harassment when they join ILO.

In summary,this indicator linksto the UN-SWARberformanceindicatoron organizationakulture in
relation to the implementing policies for the prevention of discriminationand harassment.The
existenceof this harassmentpolicy shouldbe much more widely disseminatedamongstILO staff.
Bearingin mind that formal and informal values, attitudes, norms, rules and regulationswithin
organisationssuchasthe ILOaffect the promotion of genderequality, ILOshouldbe more careful
abouttolerancetowardsstaff projectinganimagethat mayreinforcegenderstereotypesor sexism.

Staff survey on how ILO has performed in improving gender equality and staffing

ILO Staff were askedin the surveyfor this evaluation,to rank how well they through ILO have
performedin relation to staffingissuesin total 63 staff answeredthis question. Thegood news,as
outlined in Figure3 isthat nearlytwo thirds of ILOstaff who answeredthis questionfelt that ILOwas
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doingwell or YoodX39 out of 63). AnequalnumberrankedL [ Ipe&férmanceon staffingissuesas
either very goodor poor (12 each).Thusthe majority perceivelLOto be doingwell, with 24 people
havinga differencein opinion with regardto ILOdoing either very well or poorly on staffingissues.
More males felt improving gender equality in relation to staffing issuesis going well, and
proportionallymore femalesthan malesfelt that ILOhad performedpoor in this regard®

Figure 3: How has ILO fared on gender equality and staffing priorities

From your experience, how has ILO
performed in improving gender equality in
relation to staffing issues (e.g. equality of

opportunity/ parity in professional
positions)?

Very good
Good
Poor

Very poor

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Thesurveyallowedstaff to makefurther comments.Positivecommentsfocusedon the recruitment
of femalesto higher positionsin ILO.Therewere a range of commentsabout a greater positive
attitude toward genderequalityandthe perceptionthat womennow havegreatercareerchancesat
ILO.Trainingavailabilityand genderaudits were also mentioned as good for progress Takinginto
account the number of women and men participating in meetings and training activities was
consideredprogressand a good starting point. The ILOTrainingCentrein Turin tracksthe sex of
workshop participants, but whether HRD systematicallydoes so or not is unclear. Only one
respondentmentionedimprovementsin terms of maternity/paternity provisions.

Fourstaff made negaive commentsabout hiring practicesand promotion, one male saidthat there
are too many female recruits and the other three comments related to women not getting
promoted, especiallyat the P5of Directorlevels.

In terms of surveyNB & LI2 y RiGygstioasdr improvement, there were 26 responsesA few
comments related to working arrangementsincluding teleworking practices being erratically
implemented are outlined under Indicator 5 above. Another detailed comment explained how
recruitment parels require solid training to be effective. Fiverespondentsmade commentsabout
HRD two positive about efforts towards organizationalwide policies.Negativecommentsstressed
that HRprocesscouldimprove, or more leadershipon genderis important, emanating from the DG
(it was perceivedby somerespondentsthat the previousDGwas more positivelyinclined toward
genderparity issues) A different questionthat genericallyaskedILOstaff to outline changesn ILO

% About 25 malesand 38 femalesanswerecthis question.Interestinglya third of femalerespondentsnoted that ILOhasperformed¥ 3 2 2 R Q
(26 0ut of 38females)andonly 2 ratedL [ Ipef@rmanceasverygood,whereasover half of malerespondentsatedL [ Ipeférmance
asgood(14out of 25)andoverathird asverygood(8 out of 25).Nearlya quarter of femalerespondentg10out of 38) statedthat ILO

had performedpoor in staffing issueswhereasonly an eight of males(3 out of 25 male)describedprogressasverypoor. Thus
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since2010inevitablybroughtforth manyresponseg33)in relation to staffingissuessummarizedn
the Table5in Annex12.

Conclusions : Staffing priorities results

Progresss clearfor someof the staffingindicatorsin the Action Planfor genderequality,but more
could be done with regard to others. The UN system is strongly calling for strengthered

accountability systems for both managementand staff, through, inter alia, the inclusion of

objectivesand resultsrelated to gender mainstreamingin personnelwork-plansand appraisals A
reward and sanctionssystemsrelated to staff performanceon genderequality could be considered
by HRD .Strategiesfor ensuringgender parity in managementpositionsinternally should continue
(bearingin mind that femalesmay not alwaysarticulate gender equality and non-discrimination
goals). More can probably be done with regard to training for management(given what was
reported aboutmanagementrolesandresponsibilitiesn Section3.5). Qarity is required with regard
to where HRDconsidercompetencieson genderequality shouldbe placedin job descriptions and
discussionshould take place with regardto how this fits with UN-SWAPperformanceindicators
Attention shouldbe paidalsoto temporarytechnicalcooperationstaff TORsjf not alreadythe case.

HRDcould probablydo more explainingfurther the UN parity goalsand the underlyingreasonsfor
these targets. The existenceof this harassmentpolicy should be much more widely disseminated
amongstlLOstaff by HRDand a strategyput in placeto ensureits implementation
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3.3.1.2 Results for 6 gbstance dpriorities

The Wubstanc&priorities in the Action Plan aimed to ensure commitment to gender equality
becameinternalized through the ILOand reflectedin all technicalwork, operational activitiesand
support services.This included W1 y 2 ¢ fY$ 3 I S.Yr8ligwing a review of the progress
achievedin the Action Plan indicators related to W& dzo & issugsBe®®, survey results are
presentedwhere ILOstaff outlined positivechangeswith regardto L [ suDstantivefocusandmade
suggestions

Indicator 9: P&B preparation

Indicator9 concerngthe percentageof P&Boutcomestrategiesthat includeactionoriented gender
mainstreamingcomponents.Table4 in Annex8 providesindicationthat all P&Boutcome strategy

textsin 201213 and 201415 containeda sectionentitled Yenderequality and non-discriminationQ
Section3.3.2 of this report coversthe P&Bin more detail. The developmentof the P&B follows

rigorous instructions from the ILO section that is responsible(PROGRAM Minute sheets with

timelines and instructionsfor the preparationof the 19 outcomesand reporting on the outcomes
were sent by the head of to all Directors (regional, departmental, country office directors..)

ACEMPACTRX DecentWork Teamsand OutcomeCoordinators.

Substance ‘ Indicators ‘ RESIIS

Increased competence of | |ndicator 9 Achieved
ILO staff in conducting

gender analysis & planning % of P&B outcomes strategies that | 2010-11: 100% (target 100%)

related toemployment & |ncl_ude acthﬂorlented gender 201213: 100% (target 100%)
mainstreaming components

decent work 201415:; 100%(target 100%)

Baseline: 94.7%

] ) o Guidance given by PROGRAM and peer review feedback
Aligns with UN SWAP indicator 3

outcomes strategies

It seemsthat it is necessaryfor the terms of referencefor OutcomeCoordinatorsto alwaysstress

the importanceof genderequalityto remindtheseGoordinatorsto alsoassesshe likelyimplications

of initiativesundertheir outcomeon both womenand men. In the instructionsfor the 201213 P&B
proposals PROGRAMXxplicitly stated that the GenderBureauhad a role to provide feedbackand
supportto eachoutcomecoardinator on the gendercomponentof the outcomestrategy.Oneissue
raisedwas the ILOis alwayschangingts focusor strategywith regardto genderequalityin the P&B
from being a crosscutting activity to a policy driver etc. (see Box 3 below). In 201617 gender
equalitywill one of three crosscutting ¥ LJ2 R NJO BERQEBAMMDas introduced a genderand non
discriminationY'  NJ SNJ 2 aasSaa I ff -12 daBGERisdggedryhRt S NliaivK S
of how the marker criteria has workéad other agencies is necessary, and are willing to collaborate
with PROGRAM in this regaadd in the roll out of the policy driver
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Box 3: Thechanging f ocus of gender in the I

Thefocusof genderinthe L [ HP&Bhasevolvedover the yearsfrom:

=A =4 =4 =4

viewinggendermainstreamingasa crosscutting activity of generalrelevance(P&B2002;03)
identifyinggenderasone of sixsharedpolicy objectives(P&B2004-05)
recognizinggenderasone of five mainstreamedstrategies(P&B2006:07)

acommonprinciple of action on genderequalityanda joint immediate outcome on advancing
genderin the world of work (P&B2008;09) whichrequireda strategicand coordinated
institutional response.

the systematicallyntegrate genderinto the outcome strategytexts for eachof the 19 outcomes
(P&B201011,P&B201213,P&B201415)with 1 specificoutcomeon discrimination(which
helpedto fund genderequalityoutcomeinitiatives)

There isno specificoutcomeon genderequalityor discriminationin the 201617 P&B. It views
genderequality and non-discriminationasone of three policy driversthat shouldadvancethe
all 10 outcomesin the P&B(the othersare socialdialogueandinternationallabour standards).
Theseshouldbe promotedand appliedin actionsunderall the 10 policyoutcomes Asfurther
outlinedin Box9, at the requestof the GoverningBody,the draft P&Bwasrevisedto include
someindicatorsspecificallyreferencinggenderequalityand non-discrimination.

In summary gendercomponentswere included in all the P&B outcomesstrategiesfrom 2010 to
2015and this indicator was achieved Gendercomponentswere not initially strongin the 201617
P&B, but following GoverningBody requests, strategieshad to be revisedto ensure improved
attention to genderequalityissuesacrosshe 10 outcomes.

Indicator 10: P&B reporting

Indicator10is linkedto Indicator9 abovec and expectsP&B outcomesto report actionablelessons
on gender mainstreaming.Guidancewas given by PROGRANMN the approachto be followed in

preparingreporting information for all outcomesin the ProgrammelmplementationReport (PIR).
Capturingoutcomeson the knowledge generation, policy advice and technical services,capacity
building, policy dialogueand advocacyis tricky enough,giventhe rangeof labour related areasILO
work on, andthe needto condensenformationin reports.

on mainstreaming gender work plans.

employment & decent

work Baseline: 21% 201213: 68% (target 809%8)o guidance given
Aligns with UN SWAP indicator 4 201415:? (target 100%)

Increased competence of | |ndicator 10 Not achieved
ILO staff in conducting
gender analysis &
planning related to

Substance Indicators Results

% of P&B outcomes that are reported 201011: 10% (target 60%3uidance given in March & July
with 1 or more actionable lessons learne| 2011 to outcome coordinators for preparing outcoshased

The ILO Programmelmplemertation Report (PIR)cannot capture each and every country result
Rather the report provides aggregatedresults, sometimes highlighting important achievements
arounda focuson women The 2010-11 PIRcontainedcondensedcountry specificresultsin eachof
the 19 outcomes The 201213 PIRwas more analytical,without outcomeslevel detail. Theon-line
versioncontainsthe country levelresults.The 201415 Reportis setto be more readerfriendly.
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Guidanceon P&B reporting for Outcome Coordinaors for the 201011 period outlined that the
analytictext accompanyinghe reporting on outcomes,shouldcontainelementsexplainingwhether
or not the delivery of the strategy was effective in addressinggender equality and non-
discriminationissues.Achevementsor pitfalls should be explained.Thiswas one of five separate
sectionsto be includedin the outcometext, which had a maximumof 1000words? In reporting for
2012-13the narrativetext with lessondearnedcouldonly be 200wordsmaximum.

Gudancefor OutcomeCoordinatorsfor the 201415 period alsoemphasizedhat the outcometext
(thistime 1500words)shouldassesschievementsand challengesn relation to the genderequality
and non-discrimination (but amongstone of 4 areas).In 201415 a template for outcome text
reporting included a question for coordinatorsto answerin their reporting on gender as one of
three questions®’

In summarythe P&Breporting systemis not well set up for reporting on achievementson gender
equality.Otherreportingmechanismmay be better, giventhe needto condensethe PIRand country
results.Formainstreaming)LOstaff mustbe ableto integrategenderequalityunderreportingon all
outcomesasrelevant.More detailsare providedin Section3.3.2

Indicator 11: Gender audit follow -up

ThelLObeganconductingParticipatoryGenderAudits (PGA)n 2001. Theaudit useda participatory
and selfassessmenapproachto promote organizationalearningabout gendermainstreamingAn

output from a PGAis areport for an ILOunit or a branch, with actionareasfor follow up. Asthe aim

isto supportorganizationalearningon how to implementgendermainstreamingit is up to the unit

to follow up themselves.Thisindicator concernedthe percentageof recommendtions from PGA
reports for ILO headquartersunits and field officers that are implemented. The baselinewas 20

percentof recommendationsare implemented The targetfor 2013was40 percent. ThreelLOoffice

GenderAuditstook placeduringthe Planof Actionperiod (SECTORNTERPRI&&dthe ILOCountry
Officefor CentralAmericain SanJo®). Accordingto GED this number (3) was low becausebefore

2010a criticalmassof genderauditshadtakenplace.

Substance ‘ Indicators RESIIS

Attitudes & working | Indicator 11 201011: 1 of 2audited confirmed ove20%implemented
habits support % of recommendations of participatory (target 20%)
gender gender audit reports for audited ILO HQ unit{ 201213: 45% (target 40%) achieved

mainstreaming & field offices that are implemented. 201415: ? (target 50%)

Baseline: 20%
Aligns with UN SWAP indicators 2, 6

{ 9/ ¢ yemde&ocal point reported that 76 of the 86 recommendationdrom the PGAwere in
place. ENTERPRI®E&d 64 recommendationswhich they condensedinto 6-8. At the ENTERPRISE
Branchretreat these recommendationsvere discussedvith a work plan put in place.Forexample
staff in ENTERPRI®E&d to follow a short gendertraining, and their name is placedon a Wall of
fameQif they finish the training. Genderchampiors were identified within the unit. GEDprovideda
shorttrainingwith ILOstaffin ENTERPRISEhfortunatelyone negativeresultduringthe ActionPlan
period wasthat the seniorgenderspecialistpostin ENTERPRI®&sdowngradedn levd.

% Theotherswere overallperformance Jinkagesto other outcomes puildingthe capacityof constituentsand lessondearnedandthe way
forward
" Theother two questionsrelatedto supportto constituentsand how externalpartnershipshelpedin deliveringthe strategy.
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With regard to reporting on the PGAin Central Americanregional office, the Senior Gender
Specialisbasedin the SanJoséoffice reported that the gender audit recommendationsvere very
useful when she beganworking there. The audit recommendationshelped create a momentum
aroundgenderequality. Shecautionedthat the recommendationdrom the genderaudit were very
good on technical side, but helped less on institutional behavioural aspects. Institutionally
addressingyenderequalityis still a chalenge.

Twopoints of view on the PGAwere found duringthis evaluation.Onthe one hand, GEDstatedthat
auditsandgenderaudit training are very expensivefor them to finance,anda criticalmasshasbeen
reachedin the ILOoffices. A numberof GEDstaff indicatedthat if stakeholdersand constituentsare
interestedin conductinggenderaudits,they shouldbuild it into their own programmesand budgets
Forexamplein the CentralAmericaregionthe Confederatiorof AmericasTradeUnionhaveincluded
gerder auditsin their work plan. In recentyears,GEDhasmovedfrom implementinggenderaudits
in ILOofficesto concentratingon training of trainers(ToT)includingtraining other UNcountryteams
to conductaudits(e.g.Ghanaf® GEDpublisheda guideon the relevanceand useof the genderaudit
for the UN and its agenciesin 2011. The ILOTrainingCentrein Turin also offers ToT courses on
genderaudits. Onthe other hand, interviewswith ILOstaff revealedthat there is muchinterestin
the ILOgenderaudit methodology,andin conductinggender audits (evenmini-audits)and ILOstaff
require supportand information on the genderaudit. Thegenderaudit undertakenin Kyrgyzstann
collaborationwith UNWomenwasreported (by a serior specialistfo havebeenhighlysuccessful.

In summary,interviewswith ILOstaff affirmed that manyin ILOthink that the genderaudit is an
extraordinarylLOproduct Overallit wasnoted that fundingis requiredto disseminatethe gender
audit materialsfurther. Many ILOstaff would like to know more about GEDandL ¢ / LpJams®@ith
regard to gender audits. Further attention to gender audits may help to achieve UNSWA
performanceindicators (under Oversigh}, in particular indicator 7 (Programme review). Gender
auditshelpto ensurethere isa planin a unit to better integrategenderanalysis.

Indicator 12: DWCPs

Decent Work Country Programmes (DWCPs) are the wetiicle for delivery of ILO support to
countries. They link to national development strategies in a resadted framework. DWCPsa

often compriseL [ h Qa 02 y (i Davelarhent2Agsistéanze Framework (UNDAF) fmomntry
programmes and are anstrument to better integrate regular budget and extbadgetary technical
cooperation.This indicator in the Action Plan tracks the extent to which DWCPindicators are
WYenderinclusive At least 35 percent of the indicatorsmust be genderinclusivefor a DWCP40

qualify as such GEDand PROGRAMollaboratedwell on this result. Agreedcriteria for W3 Sy RS NJ
Ay Of uwicatdgf@ DWCRoutcomes)are thosethat contain amongany other obviousgender
relatedaims

an equity measuretargetedat one sexor specificmention of females

and/or buildinggendermainstreamingcapacity

and/ or promotinggenderequalityor dismantlingbarriersto it

and/ or promotionof g 2 Y S ghfpdwerment

and/ or addressingnenand masculinitiesssuedrom a genderperspectve

refersto the four fundamentalprinciplesand rights at work (GnventionNos.100,111 156
or183

refersto domesticworkersor the relevantConvention

corresponds to a country programmepriority that is genderinclusive

=A =4 =4 =4 -8 =9

= =

% pgenciesansubsequentlyaudit eachother.
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Substance Indicators Results

Improved level of Indicator 12 Not achieved

knowledge & % of DWCPs that contain indicato] BY 2015509 F 52/ t 02 y dAlyAQ/ Sda AUESXY RSN
methodologies of which at least 35% are gender | Was 100%

address gender inclusive 201011: 17% (Target N/AReviews of draft DWCP through QAM all
dimensions in Baseline: 17% NBEOASsa LINBOARSR 3dARLYyOS 2y NI

technical work Ay Of dzar@sQ
201213: 29% (target 30%9f 23 reviewof draft DWCP through QAM
HM LINPGARSR 3IdzZARIyOS 2y NSRS
Gender included in DWCP guidebook version 3

201415: 50% (target 1009%3eviews of 8 draft DWCP through QAM a
LINE GARSR 3dzARIyOS 2y geNdesk ¥ ONIdza 3

Aligns with UN SWAP indicator 7

The Quality AssuranceMechanism (QAM) provides an opportunity to formally appraise and
commenton DWCPswith specificquestionsrelatedto gender A seniorgenderspecialistreported

that QAM really helpsthem in their work, asthe serior specialistdoesnot alwayshaveto W6 I R3S NI
about the inclusion of gender equality. During the Action Plan period, two GEDstaff members
providedcommentson DWCHdrafts that were sharedwith them. Thestaff membersalsogathered
commentsfrom specialsts within GEDon disabilitiesand indigenouspeoples.Amongother things,

the reviewschecled for W 3 S yAR/SONJ dmdickt@sRi$a shareof the total number of indicatorsin
eachDWCPApart from commentingon one specificgenderrelated questionin the DWCPappraisal

matrix, the two GEDreviewersalso respondedto other questionssuchas on links with national
frameworksincludingon genderwithin the relevantUNDAFThusGEDis appraisingDWCHRIrafts. In

2015, D 9 5 $2@n of DWCPsduring the current biennium found that 50 percent were W3 Sy RS NJ
Ay Of .driswés S markedimprovementon the baseling althoughit did not reachthe target for

201415, whichat 100%mayhavebeentoo ambitious

Thelatest versionof t w h D w !gaidarie on developingDWCRB, to which GEDhad contributed
suggestedrevisions highlights that gender equality and non-discrimination concernsshould be
addressedin DWCPduring formulation. The Action Plan Coordinatoralso participated in some
PROGRANEd teleconferencesin February 2015 with regional and field offices about specific
DWCP4o identify both good practicesand lessonslearned Duringthe Action Plan2010-15 she
prepared several examplesof W3 S yARYSIND d2SVERBEafegy texts, outcomes, targets and
indicatorsfor disseminatiorto DWCRlraftersand membersof the ILOGenderNetwork.

In summary, a methodologyand systemis in placeto ensureDWCPsare W3 S yAR/SONJ drdhge @S Q
appraisalstage.Howeverit may be more efficient to try to get DWCPdraftersto alsoensurethat

earlier drafts pay better attention to genderequalityissues.Thismay require that ILOincludemore
genderequalityoutcomes suchasW 3 S yegu8lityand the employmentof womenwill be promoted
through a focuson xxxin this 2 dzii O 2Andi€a@rsmust move beyondphrasessuchasWA y Of dzRA y 3
attention to gender S |j dzI farddstév@ © be more specific. For example rather than stating

Wi { G $oygénderSylj dzi- theADIVERould specifythat Wn increaseof xxxin the number of work
related issuesfaced by women workerswill be evidentat the end of two & S I dtEJ6vernment
developsa policy or strategy to strengthenenforcementand preventiveinterventionsfor sexual
harassmentin the ¢ 2 NJ LJFdr @i§tQ be in motion, earlier points about regional and field
directorsand other managementakinggenderequality seriouslymustbe addressed
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Indicator 13: Research texts

During the Action Plan period, the original responsibleunit for this indicator, the Researchand
PublicationsCommittee(who were an oversightbody), becamea ResearciDepartmentand the
target for improved level of knowledgein researchtexts was revised Initially a comprehensive
checklist of mainstreaming gender isaues in research texts was drafted by the Action Plan
Goordinator and shared by the then-GENDEMirector, who forwarded it to the Researchand
PublicationsCommittee members Althoughagreedbetween Directors,this checklistnever gained
traction with thoseinvolvedin Researh. It may havebeenviewedby the Researctand Publications
Committeeasa bureaucraticountingthe mentionof womer(in text exerciserather than linkingto
empirical based detailed researct?® Interviews revealed that those working on researchwould
prefer more of an emphasison substantialaspectsof genderinequalities,usingevidence/data.Ther
preferredmethodologyisto highlightgenderrelatedissuesasthey arisein the existingevidenceand
date. After consultationbetween GEDandthe headof the Researcibepartmentat the end of 2013,
the Action Planindicator was revised. The revised indicator is that the terms of reference and
outlinesof the four keyILOflagshipreports, integratesexdisaggregatediataandanalysis.

Substance ‘ Indicators Results
Improved level of Indicator 13 Checklist not adopted
knowledge &

% of research texts that are submitted to the Research & 201011: 33% fulfils all requirements,
Publications Committee and fulfil all the requirements of a | 28% partially fulfils requirements(target
comprehensive checklist for mainstreaming gender issues N/A)

Baseline: 33% 201213: 14% (target 50)%

Target6 GA a4 SR (2Y wSasSlk NDK 5§LJ| 2014157
and outlines of 4 key ILO flagship reports integrate sex
disaggregated data and analysis.

Aligns with UN SWAP indicator 14

methodologies address
gender dimensions in
technical work

Theevaluatordid not find evidencethat the terms of referenceand outlinesfor the flagshipreports
stressthe needfor sexdisaggregatediata and analysis. Specificwomen focusedpublicationswere
mentioned by those interviewed, rather than the ILOflagshipreports specifiedin the Action Plan
indicator*® Anexamplecited throughinterviewsandin the surveyconductedfor the evaluationwas
the 2014/15 ILOGIlobalWage Report.Chapter10 examinedwhich workers earn lessthan others,
andwhy, with a focuson women, migrants,and informal workers. Thefocuson womenis followed
through in the policy approachessection,with the report highlightingthat equal pay betweenmen
and women needsto be promoted through strong policiesto promote genderequality, including
combatinggenderbasedstereotypesabout ¢ 2 Y S yolesiand aspirations,strengtheningpolicies
on maternity and paternity, and advocacyfor better sharingof family responsibilities GEDofficials
highlightedthe lack of sexdisaggregatedtatisticsin for examplethe World Employmentand Social
Outlookreport. This lack of sexdisaggregateds one reasonwhy there is a needto researchand
publisha separateWomenand World Trendsreport (2016version).

® Thisis despitethe factthat amongstother resourcesthe GEDCoordinatorbasedthe draft checkliston & L y i N2 tB gz@iéranalysis
andLJt I y yfdmyig OWomen2 2 NJ RighEscModular TrainingPackageand on the AustrianFederalMinistry for Scienceand

w S & S I iedddesgendergain a footing in research?

* Forexample:

A The2014International LabourReview(Volumel53)wasa specialissueon? 2 Y S VaQdurForceParticipation:GenderedPatterns
and Trends.

A Maternity and paternity at work: Lawand practiceacrossthe world (2014)- Thestudyreviewsnationallaw and practiceon both
maternity and paternity at work in 185 countriesand territories includingleave,benefits,employmentprotection, health protection,
breastfeedingarrangementsat work andchildcare.

A Womenat work: Trends2016,report will be releasedn March2016,asajoint collaborationbetweenGEDandthe Research
Department
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More broadlythroughoutILO,there hasbeencollaboratorwork in the past,which consolidatedLO
researcharounda theme, suchasin Women,genderand the informal economy:An assessmenof
ILOresearchand suggestedways ¥ 2 NI IINfReChext biennium, GEDwill be makinga call for
researchpapersfor the Womenat Work Centenaryinitiative (SeeBox8).

Onanothernote, intervieweesrevealedthat if ILOofficialswishto interact more with academiafor
peer reviewed discussionpapers,or journal articles there is inadequateincentivesor emphasis
within ILOon encouragingyuality peerreviewedpapers.Often time to completeresultsdrafting and
finalisationis outsideworkinghours.

In summary,this indicatorwasnot achieved Giventhat ILOis strivingto ensurethat policydialogue
activitieswith constituentsare led by evidence and analydisQ shald be taking the lead tsuggest

and promote innovative policies and programmit address gender in the world of woranjong

the donor and multilateral communi}y This work requires commissioning or presenting research,
and communicating the results through policy briefs and seminars, sharing the results with decision
makers. Thus it follows that ILO flagships should be able to highlight evidence around gender
inequalities in the world of work. Sgmints raised irBox5: Challengen measuringaws, policies&
programmesin P&Bindicators The UN-SWAPindicator expectsthat data is sexdisaggregatedor

there isa specificreasonnoted for not disaggregatinglata by sex.

Indicator 14: Donor partnership agreements

Donor partnership agreementscan be describedas having lightly earmarkedthematic funding,
provided at the level of ILO Outcomes.Accordingto ILO officers in PARDEVsome donors are
particularly focused on gender in project documents.Others do not raise it as an issue at all.
Whether an agreementis gender sensitiveis judgedby whether the agreementcontainsa gender
component. In the past 6 years 4 out of 6 partnership agreementswere labelledas W3 Sy RS NJ
a Sy a ASivédenar@ Morway in particular were noted as paying specific attention to gender
specificprojects(supportingdomesticworkers; BASIG@nd a componentto mainstreamgenderinto

the other Swedistand Norwegiancomponents).

Substance Indicators RESIIS

Improved level of Indicator 14 201011: 67% (target 60%) achieved

knowledge & methodologieg
address gender dimensions
in technical work

% of ILO/donor partnership agreements that| 201213: 67% (target 70%) not achieved

mainstream gender in both policy orientation| »01415:- 67% (target 80%) not achieved
& operational aspects

Baseline: 46%
Aligns with UN SWAP indicator 7

N= 6 partnership agreements

So how does the processoperate in practice and where are the entry points to ensure gender
equality forms parts of partnership agreements?It is unknown whether PARDE\bfficers raise
genderissuesin their negotiationswith donors.When outcome basedpartnershipfundingis being
negotiated PARDE\¥endsa minute sheetto ILOOutcomeCoordinatorsto invite them to submit
proposaldor fundingunder proposedpartnershipagreementsor in line with the particularfocusthe
donorisinterestedin. Ashortlistof CPOs$s requested.

L [ lud@linesfor resourcemobilisation(PARDY¥) do indicatethat respectfor genderequalityand
non-discriminationis part of ILOquality requirements.Somegender specialistsreported they are

% Chant,S.& Pedwell,C.(2008)LondonSchoolbf Economics
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unsure how PARDEMllocate funding to outcome basedwork plans. When CPOsare shortlisted,
project documernts developed with country deliverablesare appraisedby PARDEWvithin their
existingappraisalrules. Thequality assessmenprocessfor technicalcooperationprojectsexamines
crosscutting issues(genderand disabilities,tripartite partnersand socialdialogue). Two questions
areasked:

i) Doesthe backgroundanalysisontaina genderanalysis?

i) Isgenderequalitymainstreamedn the logicalframeworkof the project?

Input budgetsfor eachactivity to leadto the expectedoutput are now requestedby PARDEMWyhich
presentsan opportunity for projectformulatorsto planfor genderequalityconcerns Forexample
9 if the knowledgebasearounda particulartopicisto be expandedjsthere provisionto
provide on the job trainingon sexdisaggregatediatacollectionof statistic®
9 if capacity is to be developed on the application of a specditvention,are gender
specialists or national gender expe(iscludingg 2 Y S go@ritteesthat are part of
g 2 NJ SWNRYCLI 2 arganikRtionsstaff from ministriesfor genderequality;gender
specialistand UN systemfocal points; or academiaand civil societygroupsadvocating
g 2 Y S gigirsincluded in workshopa

Budgeting for gender inputs is something that lisGnandated teencourage.

In summary, efforts to put genderon the agendain ILO/donorpartnershipagreementscould be

improved. Donorsreceiveprojects proposalsonly after the internal ILOappraisal.Thusin reality it

seemsthat PARDENS in a strong positionto put genderequality or gendermainstreamingon the

agendalndeedalackof genderequalityconcernsshouldhavebeenalreadypickedup by the quality

assurancemechanismoperating in PARDEVWhen PARDEN\Ss inviting proposal submissionfor

fundingunder this funding modality, they could alwaysspecifythat gendershouldbe mainstreamed
in ideascontainedin the proposalsand specificallyincludedin input budgets It is unknownwhether
or not this occurssystematicallyor whether the focusis donor driven. Thisindicator could ensureit

is line with the UN-SWARperformanceindicatorsaround Oversight In other words, PARDE¥ould
systematicallyensurethat quality control systemsfor donor partnershipagreementsfully include
gendermainstreamingand genderanalysids automaticallyincludedregardlesof donor priorities.

Indicator 15: Gender Marker

The gender marker methodology ¢ initially developedby GEDand PARDE\oncerningtechnical

cooperation(TC how calleddevelopmentcooperation)is:

Gendemarkerl: projectinputinto IRISILOcomputersystem)containsno objectives,outcomes,
outputsor activitiesthat aimto promote genderequality.

Gendemarker2: projectdoesnot includegenderequalityasan outcome,but someoutputs and/or
activitiesspecificallyaddressgenderissues

Gendemarker3: projectincludesgenderequalityin the outcome(s) and someoutputs/activities
specificallyaddressgenderissues

Gendemarker4: LINR 2 rBai &tddadi objectiveisto promote genderequality,and outcomesand
activitiesare designedo promote genderequality.

Thisindicator concernsthe percentageof ILO TCprojects that are classifiedin IRISwith Gender
Marker 1 or 2*It is unknown to GEDwhy markers one and two were put together as a

#|n June 2006 at the 95th session of the International Labour Conference, the Conclusions of the Committee on TechniabCooper

identified gender equality as a cresatting issue in all such cooperation. Among other things, the committee said thatitath

O221LISN)I GA2Yy aK2dzdZ R &aidl 18 Ay |002dzyii (KS ySSR F2NJ A3SYyR&MI | yIfeara
men to participate in the programmes and provide equal access to the benefits. This will give full weight to equahdgsoand
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measurementriteriain the Planof Action, asthis wasnot how it wasoriginallyconceived It might
be better to havetwo separateindicators.As of 2015 almost 75 percent of technicalcooperation
projectswere considerednot to be genderresponsive(i.e. they were rated under gendermarker 1
or 2), indicatinga regressionn progresssince201213. Thisis a finding that requiresattention and
action

Substance ‘ Indicators ‘ Results
Improved level of Indicator 15 201011: 69% (target 65%)
knowledge &

0, i i . 0, 0,
methodologies address % of ILO technical cooperation 201213: 64% (target 40%)

gender dimensions in projects/programmes that are classified | 201415: 73% (target 15%) thus almost % of TC projects

technical work IRIS with Gender Marker 1 or 2 classified as Marker 1 or 2.

Baseline: 72% Progress has decreasing even with the Hovguide on
Aligns with UN SWAP indicator 7 mainstreaming gender in TC. 75% of GED inpate
incorporated into latest TC manual

Although a genderfield specialistreported that the gender maker systemis really helping remind
ILO staff about gender equality when projects are being formulated in the field, clearly project
formulation could be improved, asthis indicator is getting worse As somereported in interviews
the formulation stageis the critical time. The ILOGoverningBody (at its 292" sessionin March
2005) instructed ILOto mainstreamgender throughout all such cooperatbon the ILO Governing
Body* Meeting RBM and ILO quality requirements are the other two principles of ILO TC*
Accountabilityfor promoting gender equality and gender mainstreamingin technical cooperation
agreementsprogrammesand projectslieswith PARDEVeld structure Directorsor HQunit chiefs
are accountablefor ensuringoutcomesand indicator that enhancegenderequality are includedin
technical cooperationdocuments,prior to their appraisaland approvalfor funding. Earlier meta
evaluations of ILO technical cooperation stated gender is often not a standard element of situational
assessment of interventions, nor is sex disaggredatata or analysisthat highlights the likely
implications of initiatives separately on women amden, part of the toolset for managing
programmes (Sept 2013)It would be expectedthat following earlier meta evaluationsof ILO
technicalcooperation,improvementswould havebeenmade.

L [ ArQgaiidelinesstressrespectfor genderequality and non-discrimination A quickreview of the
TCguidelinesby this evaluatorfound that the guidelinesthemselvescould be more specificabout
what attention to gender equality means in practice (see LessonsLearned. Basicallythose
formulating projects must ask a seriesof genderrelated questionsand the Guidelinescould pose
suchquestions Thesequestionsshouldcome from a simple ILOframework on addressinggender
equality and non-discriminationissues,basedon what is relevant for policy level questionsfor
gender equality and intermediarieswho implement policy, and questionsfor field or workplace
level. Althoughmany suchchecklistshave been developedin the past(e.g.the SubRegionalOffice
for SouthEastAsiaand the PacificManila developeduseful ILO GenderChecklistsn 2009, that are
still very relevani),*® this evaluationconsidersthat the questionsin Box4 may be usefulfor ILOstaff
to consider

GNBIFGYSyYyld F2NJ 62YSy FyR YSy Ay ILDdilldhatdaghthayasbetiedin208aidy§oactivepfdiecte O O dzL G A 2
atthe onetime.

% Minutesof 292nd sessiorof ILOGoverningBody,GB292/PVThedecisionwasbasedon the

Thematicevaluationreport: Genderissuesn technicalcooperation,GB.292/TC/1

*the other two are: resourcesare alignedwith DWCRand P&Boutcomes;|ILOconstituentsattain technicalandinstitutional capacityto
successfullgngagen developmentplannng through DWCPén the contextof UNDAFand UNreform

% Whenreviewingsomeevaluationreports, it wasnoted that someevaluatorsreport that genderequalitymaybe stronglyemphasizedn
the programmedocumentsandthat datadisaggregatedby sexis not alwaysavailable Evaluationsometimeshighlightthat the number
womenbeneficiarieds often lower for someprojectthan that of men. Thereis sometimesthe needto proactivelyboostthe participation
of women.E.g.Skillsprojectsfor youth employmentandrural developmentoften needto stronglyencourageemaleparticipation.

% philippineHarmonizedsenderand DevelopmentGuidelinesor ProjectDevelopment/mplementation,Monitoring and EvaluationThe
ILOGADCheKilists.
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Box 4: Possible gender equality questions for technical cooperation proposals

A short one pagenote couldincludethe following questions:

A Issexdisaggregatedataavailable?

A Whatarethe different experience®r rolesof men/womenwhichmight haveeffect on how they
may benefitfrom changedegislation getinvolvedin awork relatedinitiative or how maymen
andwomenbenefitfrom ILOand constituentsproposas ?

A Whatarethe implicationsof thesedifferences?

A Giventheseimplicationswhat doesILOneedto do when pursuingthe objectivesof this technica
cooperationinitiative to ensureequality of outcomefor women/men?

How do the implicationof differencedink or relate to policyadviceprovideby ILOstaff?

Howcanthe implicationof differencesbe reflectedin constituencyor mesolevelimplementation
plans?

How are the implicationsreflectedin work placelevelreality for womenandmen?
Whoisresponsiblgor implementationand how canlLOmeasuresuccess?

> >

>~ >~

Someinterviewees(3) stated that TCprojectsthat are genderblind shouldnot be approved.One
interviewrevealedthat acommonflaw in TCdocumentsisthat genderis mentionedascriticalin the
project narrative,but not included in the logicalframework (or budget).Allocatingfundsfor gender
activitiesrequires some knowledgeof how budgetsare devised.A suggestionfrom at least4 ILO
staff wasthat ILOshouldbe implementinggenderbudgetingconceptsin TCprojects.

Asmentioned,the evaluatorreviewedmeta-analyse of project evaluations Onesuchevaluation -
Decentwork resultsand effectivenesof ILOtechnicalcooperationwas from 20112012 Page 26
highlightsthat the genderdimensionis now generallyacknowledgedy technicalcooperation.The
evaluationunfavourablystatedthere is still somewayto go before initiatives plainlyaddressgender
as a force for development. At that time, gender analysiswas not a standard element of the
situationalassessmenof interventions,and genderdisaggregatediatawere not part of the toolset
for managingprogrammes Themeta-analysishighlightedthat the participationof womenislow in a
numberof interventions,especiallyin someof the more male-dominatedsocieties pointed out that
ait will take ingenuityto overcomedeeprooted cultural obstacles Thusthis evaluatoralsostresses
that projectsneedto continueto be carefullyadaptedto the operationalenvironment,becauseof
culturalissuesin different parts of the world. Oneof sevenrecommendationsn the metal analysis
of project evaluatiors is that ILO need to take gender issuesbeyond simply ensuringg 2 Y Sy Q&
participationin its technicalcooperation.

One of the outputs of the October 2015 ILO Inter-regional Gender Learning Forum, where key
membersof the ILOGenderNetwork cametogether, was a proposalfor training and webinarsfor
units/officeswith the greatestnumber of genderblind or weak developmentcooperationprojects.
The proposalis currently being finalized within GED The Action Plan Coordinator has already
developeda training module on mainstreaminggenderinto technicalcooperationprojects.Webinar
trainingswere held for all ENTREPRISRecialistan five regions.Shealso developeda module on
genderresponsiveDWCPSncluding indicators, which was piloted during an ITCgender equality
conceptsandtoolstraining coursein 2014.1t is not possiblefor GEDto coverall ILOunits. Sobeyond
GED urgent action is required amongst headquarters,regional and field directors, to ensure
adequatehumanand financial resourcesare allocatedto supportgenderequalitywork in technical

¥ publishedn September2013.
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cooperation,if ILOis to addressthis alarmingsituation (that the share of genderblind technical
cooperationprojectactuallyrosein 2014-15).

In summary, attention to gender sensitivity in technicalcooperationneedsto improvein ILOsothat
it becomesa major vector of developmentcooperationeffectivenessApart from programmeshat
target specificgender issues,the developmentand implementation of inputs and budgets that
addressgender equality could be much improved for the majority of interventions A series of
guestionsto askfor different levelswould be helpful for ILOstaff involvedin formulating projects
(policylevel, intermediarieswho link to the policy and also to the work placelevel and workplace
level questions).It is much better to have strongerattention to genderequality issuesbefore the
appraisalstageor before assigneda gendermarker. The UN-SWAPperformanceindicatoron RBM,
expect at the very least data is sexdisaggregated,unless a specific reason is noted for not
disaggregatinglata by sex.

Staff survey on how ILO has performed in reflecting gender equality in
substantive work

Fifty-four ILO staff rated how they felt ILO has performed in reflecting genderequalityin L [ h Qa
substantivework in the surveyconductedfor this evaluation On a positive note, almost three
quartersof respondents(40 out of 54) rated ILOas havingperformed W 3 2 @rRvall). FivesaidILO

had performedverywell. Onlya sixth of respondenty9 out of 54)rated L [ Ip&f@rmanceaspoor.
Therewasa very positiveresponseo this questionfrom surveyrespondents

Figure 4: How has ILO fared on gender e quality and substantive priorities

In your opinion, how has ILO performed
in reflecting gender equality in ILO’s
substantive (technical work, operational
activities & support service including
knowledge management?)

Very good

Good

Poor

Very poor

0%  10% 20% 30% 40% 50% E0% T0% B0% 90% 100%

Twentysevenrespondentsprovided commentson what hasworked in terms of reflecting gender
equalty in L [ msubstantivework. Thefollowingis a summaryof commentsprovidedby ILOsurvey
respondentsas examplesof what hasworked to reflect genderequalityin L [ tsubstantivework.
Sixrespondentsmentioned the inclusionof genderequality in technicalcooperationprojects and
gendermarkers Forexampleit was noted that tools to include genderequality in TCprojects are
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now more used(howeverthis view is basedon perception,giventhe evidencethat a large number
of TCprojectsare rated low usingthe gendermarkers) Fourrespondentsmentionedthat there is
now more discussiorabout the needto take into accoun genderequality in substantivework and
knowledge sharing, with more reports visibly highlighting gender throughout. The appraisal
mechanismwas mentioned by a few respondentsas it encouragesdisaggregatedindicators,
outputs, etc.. Two respondentsmentioned gender specific projects. One of these respondents
stated, & 3 S y $&cNd projects are innovative on knowledge 3 S y' S NJ-(hutk had é&o be
shared/absorbedy others). One personsuggestechavingfemale CTAsasa way forward. Ornly one
respondent mentioned gendermainstreaming guidelines. The guidelines for evaluations were
consideredto be useful (Indicator 18 below). Two respondentscautionedthat more is requiredon
knowledge management.Two respondentsmentioned that there are W3 2 8t&¥fh GED,one
highlightingthat substantivework hasbeengoodwhen there hasbeen $tal cooperatiortbetween
GEDandanothertechnicalunit.

Belowis a summaryof commentsprovidedby ILOsurveyrespondentswith regardto askedwhat has
notworkedinL [ suDstantivework, or what couldbe improved
1 ThelLQis strongon principles but weakerwhenit comesto provingthat gende equality
actuallyworksin practice.Lesgroficientin explainingto policymakersanddecisiontakers
what mix of genderequalitypolicies,approachestools andincentivesactuallymakea
different for womenand menin specificcountry contexts(SeeBox 5 in section3.3.2.11LOfor
a analysisof this key point).
1 Lackof consistencyn passingvork messageso UNDAFand Deliveringas Onetools
1 Genderequalityconcernsoften remainan afterthought. Sometimedip servicewithout atrue
genderanalysisSomesectionsof ILOdo not seemtake gendermainstreamingseriously.
1 Genderanalysids often a bureaucraticexercise
1 Onoverideologicaffocus- needto examinediversecountry contexts

1 Unlesgdedicatedresourcesare allocatedto genderequalitylittle canbe achievedandwill
dependon individualstaff or managerinitiatives.

1 Needfor more sexdisaggregatiomf results
1 Reflectinggenderissuesand opportunitiesfor changeslimitedto ¥ 3 S ysReSifitfizojects
1 Genderequalityis still perceivedasaW g 2 Y A ¥ @ 8zS Q ®

1 Furtherencouragemenbf mento participatein activitiesfocusingon genderissuege.g.
genderpaygap)isrequired

A different questionthat genericallyaskedlLOstaff to outline changesin ILOsince 2010 brought
someresponse®n changeswith regardto the ILOsubstantivefocus.Theseare summarizedn Table
5in Annex12.
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Conclusions : Substance focus results

Progresshas been made in the ILOwith regardto internalizinga commitmentto genderequality
throughout the ILQAR dubstantivework. ILO staff themselvesreport that ILO is doing well, but
improvementscould be made.Genderequality is included in sometechnicalwork, and reflectedin
operationalactivities. More discussioron genderequality and the outcomesof the P&B follow in
section3.3.2below. Recentwork (November2015 on a markerfor the crosscutting policydriveron
genderequality and non-discriminationmay help ensurethat genderequality is better reflectedin
P&Boutcomes.GEDand PROGRAMhouldcollaborateon this, and ensurethat a systemis in place
to implementit (i.e.trainingfor ILOstaff, reportingon its implementationetc.).

Theinclusionof genderin donor partnershipagreementscould becomemore systematic Although
the TCGuidelines are muchimprovedin terms of attention to genderover the years,the 2015TC

guidelinescouldbe more specificand avoidgeneralstatementsaboutbeing® 3 S YAR/SONJdzkey @ S Q

are to help ILOstaff in formulating projects. Key questionsto remind those formulating projects
outlined within an overallgenderanalysisrameworkwould be useful.Attention to culturalissuesn
developmentcooperationand amongstconstituentsis important. Evenwhen gender equality is not
the most pressingissuein a programme of support, equality concernsmust alwaysbe presentand
linkedto L [ hsdzialjustice agenda The 2009 ILCResolutionby the tripartite constituentsclearly
highlightsgenderequality and non-discriminationas a crosscutting issuefor all ILOwork. Beyond
formulation, the keyissueis commitmentamongstthosewho manageimplementation.All technical
cooperation staff and consultants,regardlessof how short their contractsare should know that
alongwith their technicalcompetenciesthey are expecedto alsoimplementL [ ly€hderequality
mandate.

Asystemisin placeto ensurethat genderequalityis includedin DWCRand in appraisalf technical
cooperationdocuments Howeverthe appraisalstageis too late, as evidencedby the poor results
for TCprojectswith gendermarkersl or 2. All ILOstaff are accountablefor mainstreaminggenderin

their work. All staff are supposedo supportconstituentsto promote genderequality.Headquarters,
regional,field and decentwork teamsmust step up to this responsibility and play a more catalytic
role to ensurethat attention to genderequalityis in preparatorywork and planningdocumentsfor

substantivework. Althoughthe appraisalsystemfor DWCPsappearsto be workingwell to highlight
a lack of attention to gender equality, it would be more efficient to ensure attention to gender
equality by those involvedin formulating projects programmesand DWCPsrior to the appraisal
stage Theresponsibilityfor attention to genderequality at formulation stagelieswith regional field

and headquarterdirectorsand chiefs. PARDE¥Nd PROGRAIhust continuouslycommunicatethe

importanceof attention to genderequality early on, rather than havingto waste precioustime and

money revisingproposals GEDhas and can provide a range of support and advicein this regard.
Furthershort training sessiongonductedoy PROGRAMr GEDmayrequirefurther resources

Thereis someconfusionregardingthe genderaudit amongstnon-GEDILOstaff¢ whether ILOis still
promoting this product, which appearsto be well known and successfullyapplied. Clarificationis
requiredfor ILOstaff. It maybe importantto pNB2 GA RS AYF2NX I GAZ2Y 2V
GED does not have resources to currently offer supfmo@ender Audi. Exploitinglinksto research
institutions for quality knowledge generationon gender issuescould probably improve as could
ensuringflagshippublicationshighlightrelevantinequalities.Evidentlylinks to researchinstitutions
is ongoirg and will continue particular with the forthcomingwomen at work centenaryinitiative.
The ResearchDepartment should consider how publishing sex disaggregateddata in flagship
publicationscanbe usefulfor guidingandinforming policyresponses.
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3.3.1.3 Results for 6 s t r u catramgemmdnt Jpriorities

The $tructural arrangemensQpriority indicatorsin table 1 of the Action Plandocumentcontain 3
indicators Indicativeactivitiesfor achievinghe targetssetarelistedin the ActionPlan Indicators 16
and 17 are designedto contribute to the result of a well staffed and resourcedGEDBranchand
genderspecialistsn the field supportinggender mainstreamingacrossthe Organization Indicator
18 is designedto contribute to an accountability framework for gender equality and improved
mechanismdor genderresponsivgprogrammingmonitoringand evaluation

Indicator 16: Gender focal points

Indicator 16 measuresthe number of headquartersunits and field offices without gender focal
points and was achieved Positive resultswere achieved Howeverinterviews revealedthat there
wassomeconfusionwithin units regardingwho is their genderfocal point.

Structural Indicators Results
Well staff and resourced GED| |ndicator 16 Achieved
Branch & gender specialists

- . No. of HQ units & field offices without 201011: 2 in HQ and none in fiefthrget 0)
field supporting gender ender focal points

mainstreaming across the 9 _ P _ _ _ 201213: 0 (target 0)

organization Baselines 1 HQ unit & 2 field offices 201415: 0 (target 0)

Aligns with UN SWAP indicator 10

The ILO Gender Network (GenderNetwork) is made up of the GenderSpecialistdn HQ and the

field, GenderCoordinatorsin ILOheadquartersand genderfocal points in different ILOunits in HQ
andthe field. Sixsurveyrespondentsmentionedthe systemof focal pointsin a positivelight. Some
are enviousof the GenderNetwork that wasset up andis in placeg asit wasan excellentexample
of a crosssectoral network, that broke down silos in previous years and promotes a collegial
atmosphere A few (5) remarkedthat the genderfocal point systemwas more effectivein the past
and now it is unclearwho genderfocal points report to. Strongefforts haverecentlybeenmadeto

rejuvenatethe GenderNetwork, but these efforts were not reflected yet in commentsfrom some
staff interviewed. For example GEDrevisedthe TORsof the GenderCoordinatorsand the Focal
points, and contactedall the relevantDirectors. TheDDG/P(on the SeniorManagementTeam)was
involvedin this process.Yetone intervieweestill stressedthat there shouldbe greater clarity with

regardto GFPsole.

Politicalsupport for the GenderNetwork within ILOmay be lessenedIlt is unclearwhether this is

becausethere are fewer human resourcesto run the GenderNetwork, or whether there is less
higher managementsupport for havinga network. For example5 intervieweesallegedthat in the

past, there used to be more meetings between network coordinators and a newsletter. GED
indicatedthat the PSlusedfor a personwho prepareda newsletterwascut. GEDwho facilitatesthe

GenderNetwork indicatedthat they have far fewer staff resourcesthan in previousyears.Human

resourcesn particular,arerequiredto keepa genderfocal point network going.

Thefollowing pointswere noted in interviewsin relationto the ILOGenderFocalPointSystem

f Departmentheadsare not alwaysfully supportive of their & i | ifv@\@raent

1 Eventhoughappointmentsare madeby the managerf relevantunits or offices,who
inform GEDsome ILOstaff (2) who havea lot of expertisein genderin a technicalareanot
includedin the GenderNetwork, evenif they workedextensivelyon genderequality prior to
joiningILO.
FormerGFP®r gendercoordinatorswould still like to feel included.
SomeFieldGenderSpecialistseportedthat they would like more technicaldetail discussed
at inter-regionalGenderNetworkmeetings Theywould like to learnfrom their gender
specialistolleaguesandshareexperience®f challengege.g.in implementinginternational

=a =4
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standardsor taxincentivesfor afocuson informalworkersor the latestresearchon
measuringunpaidlabour).

1 Two seniorgenderspecialistsand a few genderfocal points mentioned in interviewsthat
gender focal points require capacity development,and this point was also made in the
survey undertakenfor the evaluation. Two commentedthat GFPsrequire more support
such as short training sessionsperhapsmore brown bag luncheson gender, (suchas a
recent one held by GEDwas in Novemberon gender equality and cooperative$, or side
events at larger meetings For exampleit was mentioned how ¢ 2 Y S grpawerment
featuresin the SDGsand linksto L [ hm@raate would be useful information for gender
focal points. Thismay occurwhen GEDin collaborationwith MULTILATERAILSish a brief
on genderequalityandthe SDGs.

In summary, this indicatorwasachievedlf both more humanandfinancialresourcesvere available,
much couldbe doneto revivethe Gender Network. Annex7 containsa rangeof suggestion®n the
GenderNetwork, gleanedfrom interviewsandthe surveyundertakenfor this evaluation

Indicator 17: Male gender focal points

Theindicatoron the percentageof male focal pointsamongheadquarteraunits andfield officeshad
a baselineof 31 percentprior to the ActionPlan201015. At the end of the 201011 biennium 41%
of focal points at headquarterswere men, while they comprisedonly 20%of focal points in field

offices. As part of the indicative activity for this indicator, the formal minute to managerswith

missingfocal points wasrevised so that they are encouragedo appoint more men. GEDsent this

minute to all units and officesthat were identified by the ActionPlanCoordinatorduringthe annual
monitoring exercise.By end-2015 there were 27 percent male focal points among headquarters
units and 25 percentamongoffices. In summary, resultsindicate that the combinedtarget of 45

percentwasnot reachedandthe baselineof 31 percentremainedunchanged.

Structural Indicators Results
Well staff and resourced | |ndicator 17 201011: 29%(Target 35%%1% HQ & 20% among field
Si%;lr;zcl: f;egl;;nder % of male focgboints among HQ units | Offices

P : and field offices 201213: 31% (target 40981% among HQ & 22.5% among
supporting gender field offices

mainstreaming across the| Baseline: 31% _
organization Aligns with UN SWAP indicator 10 201415: 29% (target 45%) Not Achievegll% among HQ
units and 21% among field offices

Indicator 18: Evaluation

Thisresultexpectedwasthat the percentageof approved4erms of referenc&ToRsJor evaluations
include an assessmenbf genderdimensions.EVAL(the ILO Evaluation Office) did not reachthe

targets for these indicators. Sixtyfive percent of the ToRsfor evaluationsat the end of 2013, and

just under half of TORg49 percent)in 2015containeda clauseaboutincludng genderdimensionsn

the evaluation.ILOdid not reachthe UN SWARjenderrelated UNEGnormsand standardsin 2011
evaluationssampled.Thisdespitethe variousjoint efforts undertakenbetween EVAland GEDover

the lastcoupleof years®. Howeverthere havebeenmanyrecentimprovements.

% Including:i) updatingof the secondversionof 9 + | §uida@ncenote on genderequalityin evaluationin March 2014expandingon the
2007versionandbenefitted from collaborationwith the ILOBureaufor GenderEquality aswell asthe United NationsEvaluationGroup,
ii) specificreferenceto the needto includegenderin 9 + ! Ui @hecklistl on Writing ToRfor an evaluation(updatedin May 2015),iii)
amplereferenceto the needto reflectgenderissuesn ILO9 + ! Chacklis6 on Preparinghe EvaluatiorReportin March2014,andiv)
the mainstreamingsince20130f the assessmentf genderin 9 + | fw@ygarlyexternalquality control assessmentsf independent
projectevaluations.
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GEDandthe EVALfocd point worked closelyto improve attention to genderin ILOevaluationsand
developeda strategyto work together on this, which was identified as an emerginggood practice
(see Section5). Followingdeliberationsover whether all ToRsshould include an assessmentof
genderdimensionsand consultationswith GEDa note from EVALn November2015,indicatedthat
from early 2016,this genderparagraphwill appearin the revisionsof guidancenotesfor: midterm
evaluation; evaluation lessonslearned and emergng good practices; engagingstakeholdersin
evaluation; data collection methods for evaluation; self and internal evaluations;the ILO policy
guidelinesfor resultsbasedevaluations;and the ToRchecklist. EVALnow insertsa standardgender
mainstreamingclauseinto the ILO EvaluationPolicy Guidelines GuidanceNotes, Checklistsand
Templategdevelopedin consultationwith GED. Theclauseis asfollows:

Thegenderdimensiorshouldbe consideredhsa crosscutting concernthroughoutthe
methodologydeliverablesandfinal report of the evaluation.In termsof this evaluation,
thisimpliesinvolvingboth menandwomenin the consultation evaluationanalysisand

evaluationteam. Moreoverthe evaluatorsshouldreviewdata andinformationthat is
disaggegatedby sexand genderand assesshe relevanceand effectivenes®f gender
relatedstrategiesand outcomesto improvelivesof womenand men All this information

shouldbe accuratelyincludedin the inceptionreport andfinal evaluationreport.

EVAlhasencouragedregionaEvaluationofficers,DepartmentalEvaluationFocalPoints,Evaluation
Managersand all those who use its guidanceto take specialnote of the gender mainstreaming
clauseto be includedin all ToRdor evaluation.Theywere alsorequested by the Directorof EVALto

do everythingto help improve the quality of gender mainstreamingin the L [ he¥aBuationwork,

demonstratingstrongmanagementcommitment.

Structural \ Indicators Results
An accountability framework for| Indicator 18 201011: 50% (target 50%)chieved
gender equality % of approved ToRs for evaluations off 201213: 65% (target 709ot Achieved
Improved mechanisms for independent strategies, DWCPs & 201415: 49% (target 100%)ot Achieved
gender responsive programming projects that include an assessment of ber 20 . .
monitoring and evaluation gender dimensions In November 2015 EVAL Director sent a minute to

] Regional/Country Office Directors, regional evaluatio
Baseline: 30% officers, senior gendespecialists and focal points
Aligns with UN SWAP indicators 4 & 5 outlined a strong gender equality clause for evaluatig
terms of reference.

In 2015 in addition to completing the indicative activities for this indicator, EVALundertook
additionalonesin order to better integrate genderinto the monitoring and evaluationprocessedgor
whichit is responsible Aspart of reporting to the UN-SWAPsince2013,EVALncludedcompliance

with the SWAPIndicator on evaluationinto the two-yearly external quality control exercisesit
commission®f its independentevaluationreports.. An Wxternakasopposedio anWA y i Quilidg  Q
control assessmenis a step beyondwhat is requestedby the UN\SWAPand L [ hm@thod will be
reported asa goodpracticein the UN-SWAREvaluationPerformancdndicator2015CycleReporting
Oneofficer workingon evaluationsreported that they now find that the ActionPlanindicator, which
EVAldevelopedwith GEDas fairly limited in that it doesnot allow EVALto report other results.

Furthermore,an assessmenbf genderdimensionsin ToRswas reported not to demonstratean
endpoint. This evaluator concludesthat an indicator to considerin the next Action Planis the
managementesponseo genderrelated issuesraisedfollowing an evaluation.Another point raised
wasthe mid-term reviewsand final TCevaluationsshouldlook at the gender marker allocatedto a
project (Indicator15) and remarkon them. Whetherthere is a managementesponseto commens
in evaluationsthat note attention or a lack of attention to genderequdity could alsobe monitored
better.
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In summaryThisindicatorwasnot achievedduringthe course of the ActionPlanperiod. YetILOhas
improvedconsiderablythe extentto whichnormsandstandardson genderin evaluationshavebeen
integrated into EVALprocessesand guidance,which has been identified as an emerging good
practice

Staff survey on how ILO has performed in putting in place structures that help ensure gender
equality isincorporated

Fifty-six (out of 76) ILOstaff rated how effective ILOhasbeenin putting in placestructuresto ensure
genderequalityis automaticaly incorporatedin ILOactivities.Well over half (32 out of 56) rated ILO
asW 3 2. ZdRreated ILOhasW¥ @ S 1212 Fhsthe majority of ILOsurveyrespondentsfelt that 1LOis
doingwell in putting in placesystemshat ensuregenderequality is incorporated in ILOactivities. A
third (19 out of 56 responsesjated ILOaspoor, with only one respondentindicating¥ @ $J2282 NI ®

Figure 5: How has ILO fared on gender equality and structures priorities

In your opinion, how effectively has ILO
put in place structures (systems in place)
that ensure gender equality is automatically
incorporated in ILO activities?

Very good
Good

Poor

Very poor I

0% 10% 20% 0% 40% S0% 60% 70% B80% 0% 100%

Onthe negativeside

A 1 respondentmentionedthat initiativesfundedthroughthe regularbudgetare not
consistentlygender'sensitive’'.

A 1 respondentremarkedthat althoughguidelinesexists complianceremainsanissue.

A 1 respondentcautionedthat the samepoints about genderequalitycomeup againandagain
in evaluationsjndicatingthat learningdoesnot occurafter evaluations.

A Beingoverlybureaucratiovasregardedasnot working. Tworespondentsnoted this, 1
outliningthat ILOhasbecomeoverly procedural.Structures systemsand checklistsare
important, but to truly promote genderequalityyou needto engagemotivate andinspire
colleaguesvasanothercomment.

A Anotherrespondenthighlightedthat genderequalityis regardedasW 2 LJG i Btiyidtutal)
arrangementslf there isa separateboxfor reportingon genderequality, (i.e. in the lastILO
PIR ILOstaff assumadt is not mandatory Otherthanwith PARDEVCreviews,thereisnoreal
procesof ensuringthat ILOstaff are gendersensitiveaccordingo anotherrespondent

Interms of suggestiongo improvestructuralarrangementdor office-wide gendermainstreaming
A It wasalsohighlightedthat genderbudgetingshouldbe takenmaore seriouslyin ILQ
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A Havinga directorthat is gendersensitivewasmentionedasof paramountimportance,
stressinghat whenleadershipis on board,genderequalitymeasuredake place.

A Accountabilittowardsgenderequalityis requiredin structuresaccordingo 2 responders.

A Genderauditswere consideredagoodW¥ (i a2 ifnovingstructures.

A Requestdor representationboth of womenandmenin activitiesis regardedaspositive

A 1 respondentnoted not havingan effectivegenderdepartmentwasa constraint

A Theneedfor the integrationof genderequalitywith other form of discrimination(whichhas
in fact happenedsinceGEDwasformed)wasnoted by 1 respondent with anotherstatingthat
genderequalityshouldbe more contextual,dependingon the situationand the nature of the
interventions.

A different questionthat genericallyaskedILOstaff to outline changesn ILOsince2010inevitably
broughtforth responsesn relationto structures,summarizedn the Table5 in Annex12.

Conclusions : Structural priori ties results

The focus on strengtheningstructural arrangementsfor effective gender mainstreamingin the
ActionPlanonly contained3 indicators¢ two on genderfocal points and one on evaluationterms of
reference.A numberof issuesand a rangeof viewswere raisedwith regardto focal points, the ILO
Gender Network and the role of GED(see also later section under managementof Action Plan)
Generallythroughthe GenderNetwork, ILOstaff would like to be updatedon new trends, new tools,
new objectivesand how they canbetter integrate genderin a particularsector. Genderfocal points
require training from time to time. Theidea of brown bag lunchitime seminas on a genderrelated
issue was appealingto many and should continue Substative gender expertise is required in
supportprovidedfrom headquarters.

Guidelinesthat reflected the UNEGnhorms and standardson gender equality were disseminated
through a joint EVALand GEDstrategy. Managementsuppot for ensuringterms of referencefor
evaluationsincludean assessmentf genderdimensionsmprovedconsiderablytowardsthe end of
the actionplan period.
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Conclusions : Results for 6 eabling institu tional mechanisms &

Evidently progresshas been made with regard to the 18 enabling institutional mechanismsfor
gender equality in the ILO. Someindicators worked well; some are no longer relevant and the
impact of others are impossibleto measure.Theview of the evaluatoris that there is not enough
focuson changingattitudes of manages who appearto be the lynchpinfor many genderequality
related initiatives. Someindicatorssuchasthe indicator on evaluationterms of reference,and the
indicator on DWCPhave been or will become instrumental in moving forward gender equality
measuresand reminding staff of gender equality. More examplesthat demonstratethe value of
including gender concernsin ILO initiatives, linked to L [ hséreljustice mandate are required
Exampes of where a lack of attention to genderequality was a problem and hindered policy or
programmeimplementationcould alsobe provided. Staffwho do not considerthemselves? 3 Sy R S NJ
S E LIJSaneBom&imesafraid that attention to genderequalityissueswill complicatetheir technical
issue Although designinginitiatives that addressboth women and Y S y @eé&ds and concerns
requires use of sexdisaggregateddata and analysisbasedon it, the benefits of this are more
equitableoutcomes In addition to the obviousrights-basedjustificationfor this, suchinitiativesare
more efficient and effective and contribute to L [ HalX dlobalisationmandate. Genderequality
concernsand ¢ 2 Y S gnipawermentwill feature more and more in international development
giventhe strongfocusin the SustainabldevelopmeniGoals.

Apart from progressor not towards specificindicatorson gender equality from the Action Plan,
many other related initiatives may have taken place. The focus on the P&Bin the next section
outlinessomesuchinitiativesrelatedto L [ Ist@t&gicoutcomes.
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3.3.2 Findings : Gender equality & ILO P&Bs 2010-2015

Thisevaluationexaminedgenderequality resultsareasin the ILOstrategicobjectivesof the three
correspondingProgrammeand Budget (P&Bs)20102015. ILOpresentsthe P&B proposalsfor each
biennium, which are subjectto debate/revisionsby the ILO GoverningBody and adopted at the
InternationalLabourConferencegILC) TheStrategidPolicyFrameworkin 2010had four objectives:
(i) Crede greateropportunitiesfor womenandmento securedecentemploymentandincome;
(i) Enhancehe coverageand effectivenesof socialprotectionfor all;
(i) Strengthertripartism andsocialdialogue;
(iv) Promoteandrealizestandardsandfundamentalprinciplesand rightsat work.

Thel19 outcomeswere mainlyrelatedto the policylevel. Toevaluategenderequalityresultsareasin
ILO strategic objectives, in-depth interviews with gender coordinators and others working on
different outcomes provided information along with a review of the three programme
implementationreports (201011; 2012-13; & draft 2014-15). The evaluatoraskedrespondentsto
an ILOsurveyto specifyhow well they felt ILOhasperformed in promoting genderequality for a
particular outcome, to give positive examplesof change, highlight any challenges,and make
suggestiongor improvements.Thus the evaluationof genderequality and ILOP&Bsis basedon the
recall of intervieweesand survey respondents,and information gleanedfrom reports as well as
progressowardsindicators9 and 10 in table 1 of the ActionPlandocument Resultgfor indicators9
and 10 in table 1 of the Action Plandocument have already been analysed(see Section3.3.1.2
above).Somepoints havealreadybeenraisedabout policydialogueunder Section3.2 on Desig.

3.3.2.1 ILO strategies and indicators  for P&B outcomes

The P&Bdocumentsstated that genderequality is central to all four strategicobjectives® In the
P&Bdocuments,eachoutcomestrategywasto explainhow genderequality and non-discrimination
would be mainstreamedin achievingthe outcome. For example under objective (i) greater
opportunitiesto secureemployment,promoting equalopportunitiesfor womenand menwasto be
achievedincluding through the application of existing tools such as the gender checklist that
encompasseshe Global Employment! 3 Sy Rdli® dreas. Takinganother example, under (ii)
socialprotection, with the framework of the GlobalCampaignon SocialSecurityand Coverageor
All, ILOwasto developguidelinesfor rapid genderresponsivesocialsecurityextensionand promote
existingstandardshrough a basicbenefit package.

Table 2 in the ILO Action Plan for Gender Equality document reflects the genderrelated
programmaticoutcomesfor eachbiennium(updatedeachbiennium).GEDusefullylisted key gender
equalityand non-discriminationoutcomesstatementsand accompanyingtrategytext that included
genderrelated terms. GEDlisted where genderequality and non-discriminationwas presentedin

the introductory tests for the four strategicobjectives.More importantly the P&Bindicatorsthat

includedgenderrelated terms are presentedin a separatecolumn Thisis a very usefulresourcefor

managersworking toward the indicatorsfor the strategicobjective (aswell as gendercoordinators
andgenderfocal pointsworkingon eachstrategicoutcome).

The Stocktakingeport on the Planof Action (March 2013)includedan indicativelist of outcomes
mainly from the 201011 P&Bincludinga range of activities that were ongoingfrom table 2 of the
ActionPlan.

¥ Genderequalityand non-discriminationwere stressedascriticalto achievedecentwork for all.
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Examininghe P&Bfor 201213, it wasstatedthat no outcome is expected to be a standalone item
and the orientation of eachof the 19 outcomes were rooted in international labour standards,
tripartite social dialogue andender equality and nordiscrimination. Each of the 19 Outcomes
contained a paragraph specifying how they will address gender equality andisenmination.
Table5 in Annex8 contains a summary of th&trategiesfor each of the 19 outcomes in 2013 @nd
201415). The P&B 20123 also contained a section under the headidivering results on gender
equality (pages 8384). This section of th€01213 P&B highlighted the ILO Action Plan, the
resolution adopted by the 98session of the ILC in 2009 and issues around the causes of gender
inequalities in the labour market.

The P&B for 20145 was developed against a backdrop of change and reform. Apant thie 19

ILO strategic objectives, eight areas of critical importance were detailed for priority action in 2014
15. These combined work from across several of the 19 outcomes, and linked to them through their
indicators. Gender responsiveness was to beeature of work pursued in all areas of critical
importance. The P&B for 2046 contained a shorter section ogender equality and nen
discrimination(about 1 page) compared to the previous P&B. Emphasis was placed in this section on
advancing the ratifidgon and implementation of Conventions linked to gender equality. Other areas
outlined in this 201415 strategycentered on labour inspection systems / courts to monitor the
application of gender equality and natiscrimination legislation at work. Work was to be
undertaken to sensitize ILO constituents on the benefits of genglgponsive job creation policies

and programnes. Gender related products were to support country outcomes (gender agdits,
disaggregatediata and genderresponsiveanalyses)The GenderNetworkwasto play a supportive

role.

Table5 in Annex 8 containsa summary/abbreviationof the strategiesrelated to genderequality
that were includedin the overall strategiesfor the 19 Outcomesin the last two biennium P&Bs.
Reviewingthis table in Annex8, evidently many strategiesrelated to targeting particular excluded
groups:there is considerabldocuson O 2 y & (i AabilitySoycdllécBexdisaggregatediataandthe
developmentof tools. A number of strategiesrelate to accessibilityto ILOinitiatives. Asit stands,it
is difficult to track whether these strategieswere actually implemented, becausemost of the
strategiesare general,and are not resultsfocused someare vague(e.g.genderresponsivenes$o
be reflection in all or country basedwork to take accountprinciplesof non-discrimination). No
strategy specifically mentions allocating resources (financial or human) for gender equality.
Moreover, it is impossiblefor this evaluationto assesswvhether the indicatorsoutlined in the P&B
link directly to the strategiesand whether the indicatorsassessedhe implicationsfor both women
and men of the ILOinitiative to be counted as reportable. Indeed the extent to which gender
equality is reported within the P&BImplementationReportcould be measuredby merely counting
the incidenceof the word W 3 S y WitBdu&aatuallyexaminingoutcomes.Thiscandisguisethe fact
that no concretestepsare in placeto ensurethat sucha 3 S ysBriSitN@2 dzii O 2 actSallyoccur
(seeBoxb).
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Box 5: Challenges in measuring laws and  policies in P&B indicators

Somechallengesin measuringgenderequality outcomesthrough the P&Bindicators

Thisevaluationstresseghat gendermainstreamings best describedas a processor a strategy
towards genderequality. Theindicatorsin the P&Bmay not be the only or bestway to measure
achievementsn progresstowards equality under the 19 P&Boutcomes.P&Bindicatorspurport
to measure for instance, numbers of member States that with ILO support, for example,
improved the applicationsof basic standards(sometimesin a ¥ 3 S yaRSyNI inankiad) rQ
member Statesthat, with ILO support take significantaction to introduce something.What "
gendersensitivemanneactuallymeansis very difficult to determine.ILOmaywishto consider
the following challengeghat arise

A Policy dialoguecanbe to introduce somethingin relation to the world of work or develop
joint positions. Developingoint positionsina¥ 3 S yséh&tNaY | Y yrehidthat the
possibledifferingimplicationsfor womenand menareidentified in advancewhichrequires
ILOstaff with the ability to considersuchimplicationsalongwith their own technicalareaof
expertise(whetherit is supportingemploymentintensivesectorsor examiningthe impactof
fiscalpoliciesby economicsector,or differentiatingaccesgo financialservice$. Thelessons
learnedfrom the ILOPIlanof Action Stocktakingreport preparedfor the GoverningBody
(March2013)stressthat discriminationrequiresconstantknowledgebuildingsoappropriate
strategiescanaddressthe complexitiesof discrimination.

A Policydialoguecanalsobe for advocacypurpose to createawarenesswith the aim of
influencingthe thinkingand beliefsof the other actorsinvolved.Thisimpliesthat those
engagedn policydialoguefrom ILOalso attemptsto createawarenes®f the genderrelated
challengeghat haveto be addressedr the likely different implicationsfor womenandmen
or discriminatedgroups Againthis requiresa particulartype of ILOstaff with their technical
competencyaswell asother skills.ILOstaff require an ability to think laterallyand W LJ2 & dzKiJé Q
genderequalityon technicalareas.

A Somepolicy dialogue canbe to map out areasor themesof mutual commoninterest sothat
aconsensuganbe developedtoward reform to existingpolicies.Thisimpliesthat areasor
themesof commoninterestaroundwomenandmenin the world of work mustbe discussed
andrequireslLOofficialsthat canframe suchdebates,includinggettinggenderissues on to
the political agenda.

A ILOpolicy dialoguecanbe both formal and informal. ILOpolicy adviceand dialogueneedsto
be coordinatedstrategically supportedby policyrelated researchoutlining variousoptions
with evidenceof genderinequalities.Thusthe information containedin the ILOflagship
publicationsis extremelyimportant (see Indicator13in Section3.3.1.2) sothat ILOstaff can
suggesteferenceto genderrelatedevidence The Stocktakingreporton the Planof Action
stressedhat knowledgebuildingshouldincludequalitativeinformation and quantitative sex
disaggregateddata.

A BeyondlLOofficials,policy changerequiresa strong capacityamongstconstituentsand
othersengagedn policydialoguethemselvedo keepgenderequalityissueson the agenda.
Similarto the lessondearnedin the (March2013) StocktakingReport continuouscapacity
buildingis crucialfor constituents,jmplementingpartnersand ILOstaff. Apartfrom the
existingP&Bindicators,|ILOmayalsobe advisedto track increasedawarenesson gender
equalitiesissuesamongstthose engagedn policy dialogue

A Consultationbeyondtripartite partner could help ILOstaff themselvesensurenational
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policies/ action planscanmore meaningfullyincorporate genderequality. ILOmaywishto
considernow to involveof civil societyorganisationor nationalNGOsadvocatingor gender
equalityissuesandinvite them to measurepolicy changesThe StocktakindReport(March
2013)highlightedthe multitude of potential partnersthat couldbe consulted:s 2 Y Sy Q &
committeesthat are part of g 2 NJ| é®idNSBYQLIE 2 cg&niditiGns ministriesfor gender
equality;genderspecialistaand UN systemfocal points;and academiaand civil societygroups
advocatings 2 Y S ggftsand/or promotingY S geRgagemenin genderequality.

A Evenif anindicatorsstatesthat for examplea memberStateadoptsgendersensitivelabour
policiesand practicesor supportsg 2 Y S Wideasedaccesto socialprotection servicesthe
actualimplementation on the groundis alsodifficult to measureasmanypeopledo not
understandthe term W 3 S yaFSS/NU Anidl ik nngeandifferent thingsto different actors
ILOcanhoweverencouragehe measuremenbf increasedconstituentresourcesallocated
for genderequality, in particulargovernmentresources.

A Giventhe complexityof genderinequalties, policy changeoften takesyearsand is usually
incremental, requiringalongterm perspectiveowardsattitudinal change TheP&Bindicators
areunableto attribute historicalinputsthat leadto changedattitudes on genderequalityor
the contribution of ILOstaff and constituentsto addressinggenderequalitieswithin the policy
dialogueprocess Howeverspecifyinggenderequalityoutcomesin the P&Bindicatorsis
definitely strategicallyymportant andis part of alongterm process.

Overallthis evaluationconcludedthat more emphasisis required on policy dialogue.It would be
useful to have a list of different types of argumentsand strategiesthat can be usedin policy
dialogue towards gender equality (build on previous work GED has done, framing different
argumentsfor different audiencessuchasin Box1). ILOalsorequiresa simpleoverallframeworkfor
genderequalityinthe L [ hvéXka Sucha frameworkcouldrelate questionson policylevelsuppot or
to includein policyadvisorywork, mesolevelimplementationissuesand questions,and a workplace
levelfocus.

Furthermorea rangeof indicatorsfor mainstreamingmay be usefuloverallfor the ILQ Thesecould
aim to ensure they go beyond automatically tracking ¥ 3 S yoR-StNI igsQeSt0 analyzingthe
significanceand implicationsof progresstowardsgenderequality. Someexamplesof indicatorsthat
may track progressin the process(mainstreamingtowards genderequality are includedin Box 6
below.
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Box 6: Possible types of indicators to measure progress in mainstreaming

Pointsof discussiorregardinghow to measureprogressin mainstreamingin L [ werk&®

A Frequencyof mention of genderequalityin W LJ- NJtofis$itNdRtpolicy operationaldocuments

Verificationcouldalsobe indirect, thoughfrequent mention of the causef genderinequalities
ascontributingto the non-achievemenbf decentwork outcomes

A ThelLOgenderpolicy (or anew genderequality policy)is widely quoted outsidelLO.ILOpolicyis
disseminatedwvidely andfrequently mentionedin other ILOprogrammedocuments

Financialresourceshavebeencontributedor budgetaryallocationsmadeto genderequality
strategiesfor policyimplementation

Increasein funds availablefor genderspecificactions:an improvementin the resource
allocationsfor genderfocusedwork is evident.

Increasein funding for reducinggenderinequalitiesfrom donors Thepercentageincreasen
earmarkedfundswithin budgetsfor the elimination of genderinequalities

ILOfundsallocatedtowards capacityof policy level staff to addressgenderinequalitiesin P&B
outcomes

Increasein attendanceof ILOstaff at any HRDtraining that hasa strongfocuson gender
equality (andconstituents) Sharingdata on who attendstraining. Specificallynvitingand
involvingconstituentswho haveattendedtrainingin their nationalpolicydialogueor when
devisingnew technicalcooperationprogrammes.

A Widespreadacceptanceof the importanceof mainstreaminggenderverified throughthe
demandfor capacitydevelopmenton how to include genderequality in policy advicefrom
regionalcountryoffices constituents or requestsfor resources.

Extentto whichgenderrelated information is availableto all ILOstaffin electronicformat such
asthroughthe IRISand PIRprocessFrequencyof use.

Numberof additional partners enlisted and wider networksestablishedo supportgender
equalityinL [ hvérld Additionalpartnersthat canwork effectivelyon genderinequalitiesin
labourrelated areasprovide bottom-up countrydemandfor afocuson genderequalityandform
part of ILOnetworksfor supportto constituents.

A Sexdisaggregatediata availableandincludedautomaticallyin ILObaselinestudies andreports

Baselinedata used Baselinedataon genderinequalitiesusedand updated,verifiedin
monitoring reports. Equality statisticsfor work relatedissuesegularlyquotedin ILOwork.

More activity aroundidentifyinggenderinequalitiesin researchpublications More evidence
demonstratingnequalities andvisiblein all ILOflagshipdocuments.

Representationof ILOat nationalhigh-level genderequality steeringgroupsfor joint
programmesin-country. ILOstaff invited to genderfocusedmeetingsfor programmesaround
employmentandwork.

Increasein interagency,crosscountry, or inter-regionalinitiatives. Measurethe numberof
interagencyinitiativesthat will alsocontribute directly or indirectlyto genderequalityasaratio
of the overallnumberof in-countryinteragencyinitiatives.

“ Note theseindicatorsare put forward assuggestionsndfor discussionevidentlythey mayrequireadditionalhumanandfinancial
resourcedo put in place.
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3.3.2.2 Assessment of progress on gender  -related outcomes and indicators

In the 20102011 ProgrammemplementationReport(PIR)eachof the 19 strategicoutcomeshasa
short paragraphwith detail on specificinitiatives to addressgenderconcernsin the outcome. In
many casesthis paragraphis not written asa W NB &rdzlessdd learnedon how the strategywas
implemented for the outcome, rather a statement of how gender and non-discrimination was
important for the particular area of the outcome focus. For example éthe promotion of gender
equality continuedto feature prominertly in ILOtechnicaladviceon xxxX ® Eoflsomeoutcomes,an
examplefrom a specificcountry is given, particularly where large numbersof women have been
reachedor where there was successaroundthe ratification or implementationof a genderrelated
Corvention. Lessondearned for each outcome did not specificallyhighlight lessonslearned with
regardto implementinggenderequalityand non-discriminationissues.

The 201213 PIRwas set out in a new format to provide more accessiblenformation on progress
made against key performance measures.In the 201213* ILO action for gender equality is
highlightedin two areas;trackingthe proportion of women delegatesand advisersat the ILC;and
how genderequality hasfeaturedin a number of productsand tools. Somecountry-level activities
are alsohighlightedsuchas capacitybuildingand training for judgesand membersof civil courtson
genderequality and discrimination in Africaandthe CaribbeanFemalepercentagesare highlighted
for specificsectorsand areasof ILOfocus(domegic workersor migrantworkers).An analysisof ILO
technical cooperationevaluationsis outlined in the 201213 Programmelmplementation Report
This reporthighlightedthat genderhasalongwayto goin technicalcooperation **

The 201415 Programmelmplementation Report containsa section on gender equality and non-
discriminadion, outlining how ILOadvocatedfor genderequality and non-discriminationin the SDGs
and was active in UN and other multilateral processeson gender equality. The Action Plan for
genderequalityis describedasthe operationaltool for implementingfor implementinglLOpolicyon
genderequality. Thewomenat work centenaryinitiative is describedasestablishingan overarching
frameworkfor advancinggenderequality and non-discriminationin the world of work. The201415
Reporthighlightssome selectedexamplesof country resultsachievedwith ILOsupporton gender
equality and non-discrimination (e.g. from Jordan Vietham the former YugoslavRepublic of
Macedonia Bangladesh Senegal South Africag Costa Rica Guatemala,Peru, El Salvadorand
Pakistan.

1 PIR201213 page46 Section7.3
“ reportedin the 201213 ProgrammemplementationReport-page27
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3.3.2.3 Survey results, interviews & document review -gender & ILO outcomes

Progress across the four objectives of the ILO policy framework is difficidnatyse During
interviews, many achievements were noted. The employment sector in particular provided rich
detail on progress within the sector to mainstream genderetobnomic policies, employment
intensity of growth, labour migration, skills and employabilitgtezprise development, value chain
analysis and so ofAnnex 10. Box 7 outlines a review of national employment strategies from a
gender equality perspectivand how this led to advice for constituenfBhis work was led by the
employment gender coordinat and undertaken in collaboration with GED

Two openended questions asked ILO respondentsto describeL [ hp@f@rmancein promoting
genderequality for the 19 strategicoutcomes.For instancethey were askedto give any positive
examplesof changewith regardto genderequalityfor a particularoutcome outline any challenges
and makesuggestion®n how to addressgenderequalityfor this outcome.Table5, whichis 8 pages
long, summarisegshe commentsfrom ILOquestionnairerespondentsand providesrich information
on what ILOstaff themselvesthink about genderequality in the ILOstrategicoutcomes.However
time allocatedfor this evaluationdid not allow for a more systematicreview. Becauseof its length,
Table5 is placedin Annex9. TheFourthcolumnin Table5 containsa summaryof further key points
found by the evaluatorduringinterviewsand the documentreview on genderequalityin respective
strategicoutcomes.

Lookingat the manyoutputs/activitiesoutlined in Table5, evidentlylLOis makingstridesin ensuring
genderequality issuesare part of many initiatives ILOundertakes.Yet, it is difficult to assesghe
extent the ILO Action Plan for Gender Equality been an effective instrument to help ensure
mainstreaminggender acrosseach of the four strategic objectivesof ILO as mainly outputs are
reported, rather than reporting on for instance% xx countrywe usedxx materialsconsistentlyover
4 yearsand eventuallythe trade uniontook on board genderequality and wagesand brought it to
the attention of tripartite discussionsgradually ensuringit appearedin the negotiating i S E i X Q
Measurementis difficult, as outlined in Box 5 above. Eventhough some outcomesdo not have
specificindicatorson genderequality, it doesnot necessarjl mean that nothing was undertaken
toward this goal.lt is difficult to assessvhether outputs reported were effectivein achievingmore
gendersensitive policy advice, research, technical cooperation or Decent Work Country
Programmesbecausethe majority require extensiveknowledgeabout the environmentin different
cultural contextswhere the output/indicators were achieved.Resourcesvere required for many of
the actions planned and the extent to which resourceswere allocated for genderin each P&B
outcomeis unknown(with the exceptionof the Swedishand Norwaygendermainstreamingunding
giventowardsoutcomes5, 9,10,11,14,& 17).

Indeedgoodwork on genderequalitymay be underreported. ForexamplelLOin Indiais supporting

the development of a methodology/curriculumon time use ¢ working with the Centre for
DevelopmentAlternatives.Thisis being developedfor building capacityin time use surveysfor a
completemeasurementof the economyto promote GenderJustice’® Thismoduleis for produces

of statistics so that they can better value unpaid household services work and include time use
statistics in macro modelling.

3 Commissionedby Thelnternational TrainingCentreof the InternationalLabourOrganizatiorandthe InternationalLabourOrganization
office at Geneva
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Box 7: Example of review and study for the Employment Strategic Objective

Summary of Employment 24 country review on tigender dimensions of National Employment
Policies (NEPSs).

Previous guidelines and policy briefs on Gender in Employment Policies had provided the fraf
to mainstream gender equdy into employment policy area\ 24 country review used a matrix to
andyse NEPwith regard to gender dimensions. The revishowed that globally, there is often a

mework

separation of economic and social policies, with gender issues often relegated to under prioritized

social policy. There is an assumption that-growth employment policies will have, as a fmroduct
of growth, an implicitly social agenda that will benefit the poor /marginalizadhich is not always
the case. Many mechanisms used to promote employment fail to take into account the specifi
different needs ofvomen and men and gender concerns. For instance:

AEmployment data is often not salisaggregated

AGender blind macroeconomic policies do not recognize the gendered division of household
nor do they value unpaid care work

AEducation, skills and humaasources development do not necessarily result in increased
participation of women in the labour market

A Social protection, especially old age pension and health insurance, remain mostly linked to
time, regular and longerm employment, significantlgisadvantaging women who often work in
short-term, precarious or informal jobs, and cumulatively less time in their lives than men

AWomen are more constrained by unequal access to productive and other resources, as wel
employment services

AGenderbased dscrimination in the labour market persists, both in terms of access and pay
AWomen continue to bear the brunt of unpaid care work, bearing and caring young children.

The data from the review showed that it is imperative that employment patiaking includes a
gender lens. The data showed that the promotion of gender equality and social dialogue are |
and mutually beneficial, for policfhemain ILOGuideto the NEPFormulationcontainssectionson
how genderequalityand non-discriminationissuesshouldbe reinforcedin NEPformulation.** This
studyinformedthe developmentof resourceguideon genderissuesn employmentandlabour
marketpolicies®

c and

work,

ull

as

nked

“ http://www.ilo.org/wem sp5/groups/publici--ed_empk--emp_policy/documents/publication/wcms_188048.pdf
5 NaokoOtobe2014
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This evaluationaskedILOstaff in the surveyconductedduringthis evaluation,to assesfiow ILOhas
performed in promoting gender equality for the particular outcomesthey worked on. Not all
respondents answered this question, but of those that did (51 persons), the majority (35
respondentsout of 51) felt that ILOhasperformedwell 6 ¥ 3 2ir? pRo@dting genderequality for
their outcome. One respondentto the questionnaire said that the gender equality and non-
discriminationaspectof the P&Bneedsto be further strengthenedand not to seeman add-on that
can easily be disregarded.Thus, if gender equality is to be a policy driver, then it should be
mandatoryin all processeslt is recommendedby the evaluatorthat at somepoint in the future, a
surveyis conducted(or a questionincludedin an schedulerelated survey)to askconstituentswhat
support they require from ILO on gender equality and non-discrimination issues. ILO staff
themselveslainlybelievethat progresss beingmadeand ILOis doingwell.

Figure 6: Gender equality progress in strategic outcomes

Q6 In your opinion, how has ILO performed
in promoting gender equality for this
outcome?
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Conclusions: Gender equality in ILO strategic outcomes

Globally, ILOis leadingon policy advicefor maternity protection, equal pay, domesticworkersand

genderwagegaps.Work around ¢ 2 Y S gnfeépreneurshipis EastAfricais gainingmomentumin

policy advicearenas.However,in generallLO could improve its measurementof how it actually
informs or influencespolicy. Better measuremets would help to explainthe many complementary
processinvolvedin eachcountry. Thismay help to demonstratehow dialogueleadsto increased
awarenessand changearound genderequality issues(suchas major changesn attitudes amongst
constituents) Box 5 of this evaluation contains some points to consider. ODI (February2011)
providesa useful note/guide to monitoring and evaluatingpolicyinfluence?® A 2015 evaluationon

policydialogueasaninstrumentin SwedishDevelopmentCooperationreport focuseson the gender
equalityand canprovidesomeusefulideas®’

This evaluation concluded théitOlacksa simpleframeworkto position genderequality concerns.
The evaluatorsuggestghat ILOorganisei (ig&n@erequalityand non-discriminationconcernsunder
3 levels(i) policy related issues (ii) institutional or implementationof policy related issues(which
coversconstituentssuchasemployersandworkersorganizationsynd (i) workplaceor field related
issuegwhichis where sexdisaggregatediatawould inform, andworkersneedswould be assessed).
Theevaluationalsosuggestghat ILOcould collate information on achievementsn genderequality
for these different levels which can be shared acrossthemes Gender focal points, Gender
Coordinatorsor GEDcouldframe questionsfor eachof theselevels,that are easilyincludedin other
guidelinesand processesavhich support or remind ILOstaff when providing policy advice,working
with constituentsto implementlabour standardsor collectingdata at the workplacelevel.

Many guidesand proceduresexist for ILOon gender equality issues including those focusedon
gender in particular work relatedreas. Eventhrough materialsor guidelinesexist®, they are not
alwaysmentioned or further pushedin policy dialoguenegotiationsonce published.What is now
needed is detter strategy to promoteand disseminatevhat exists Given that many efforts in ¢

past compiled compendiums of resources that quickly went out of date, a suggestion from the GED
coordinator is to betterfeature all genderresourceson the ILOknowledgemanagementgateway
particularlythe gatewayportal sectionon policy.

Similarto what wasdonefor the portfolio of policyguidancenoteson the promotion of decentwork

in the rural economy?®, Outcomeoordinatorsand Outcometeamscould be encouragedby senior
managemento collateexistinggenderresources, tools and guideline§relevanceo each of the 10
outcomes (which could befurther categorized intatheir relevance to policy advice, institutional
implementation strategies or field/workplace level data collection or assessment of rieedsat
outcome) GEDhas alreadystarted to prepare guidelineson issuesthat could be reflected under
each of the 10 outcomes. Finally,it would be important that GEDor a Gender Coordinatoris
representedon all of the outcome teamsthat are responsiblefor preparingthe work plansunder
eachof the 10 outcomes.

“® http://www.odi.org.uk/resources/download/5252.pdfl. Jones

Reisman,.,A. Gienappget al. (2007)alsohavea usefulguideto measuringadvocacyandpolicyavailableat:
http://www.hfrp.org/evaluation/the-evaluationexchange/issu@rchive/advocacand-policy-change/aguideto-measuringadvocacy
and-policy.

" SeealsoSidaevaluationof policydialogueasaninstrumentin SwedistDevelopmentCooperatiorreport- the caseof genderequality
(2015) http://www.sida.se/contentassets/0a9b1260442d41349a7fad3b3f40c868/1714&RH4e11-876956b262c9d010.pdf

“8 Forexample a seriesof bookletsexiston genderequalityand collectivebargaining preparedby S.Olney,E.Goadson,K.MalobaCaines
& F.h Qb @dlldbérationbetweenthe LabourLawand LabourRelationsBranchandthe Bureaufor2 2 NJ Achivitie®).Updatesare
currentlybeingprepared.

“® http://www.ilo.org/global/topics/economicand-sociatdevelopment/ruratdevelopment/WCMS_436223/largn/index.htm
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3.3.3 What could be stressed in the next Action Plan?

The following suggestiongor the next action plan are elaboratedin this section: a new policy
statementon genderequality, or an update of the 1999 policy; designingand aligningmost of the
next Action Planto the UNSWARHRnNdicators, with responsibilityfor reporting on each indicator
placedon the relevant technical ILO unit; building on the Women at Work Centenaryinitiative;
continuingthe emphasison mainstreaminggencer in the 10 P&Boutcomesfor 2016-17; a stronger
focus on empowerment (see Box 1), linking with the SDGsand national partners who work on
empowerment; and a stronger focuson rural women. In addition, the next Action Planmust be
supportedby capacitydevelopmentfor ILOstaff on genderequalityissues.

3.3.3.1 A new policy statement

Aview reflecteda numberof ILOstaff interviewedwasthat ILOshouldhavesometype of document
on gender equality endorsedby senior management,whether this is a new policy statement or
another Action Planwith strong endorsementby the DG. The ILODirector-Generalappearsto be
sincerdy committed to gender equality as he pledgedto be an International GenevaGender
Champiort? Beinga GenderChampioris very positivefor ILO,asthe DGpledgedto:

1 In the context of thdLO women at work centenaitiative, undertake a global survegn
the situation of womenwith a view to identifying aspirations, obstacles, and action.

f LYGNRRdzOS | 3ISYRSNJ YIFIN] SN G2-1rmRBSaa | tf 2 dziL
1 Putin place an implementation plan for the ILQha context of the 203(GBDGAgenda that
mainstreams gender into ILO work under SD@n8lclearly addresses SDGs 5 and 10.

Theenthusiasmfrom the DGwill likely be filtered to the ILOleadershipteam, to get directorsand
middle managers to understand and promote gender equality or at the very least be
enablers/facilitatorsHoweverensuringthat staff are held accountableand therefore haveto report
backasto why genderequality was not taken into accountis still necessarywith in the ILOand
requiresattention.

3.3.3. 2 Aligning next Action Plan to UN SWAP indicators

Thoseinterviewed that are closelyengagedwith the UN-SWAP stated that it is an excellentUN

Systemwide tool. Sane UN agenciessuchas WFP apparentlyalreadyusethe SWARnNdicatorsfor

implementingtheir genderpolicy. The UN-SWAPruns until 2017 and it is very likely that it will be

replacedwith performanceindicatorsthat are somewhatsimilar. TheUNhopesto ensurethat those

with responsibilityfor different indicatorsof the SWAPtake full responsibilityfor reportingon those

particularindicators.Forexampleindicatorsrelatingto genderparity becomethe full responsibility
of the human resourcesdepartment, or the indicator related to evaluation (meeting the UNEG
genderrelated norms and standards)are reported directly by ILOEVALAt presentHRDand EVAL
provides figures to GEDwho compile them and submit to UN-SWAP.These and other units

(PROGRAMS)ould in the future contribute automatically to the yealy report on UN-SWAP
progress Different ILOdepartmentsor branchesfor example,could obtain a passwordfor the UN-

SWARandinput the indicatorswithin their responsibility.

* GenevaGenderChampionsvaslaunchedin September2015by the UNandthe U.S Permanent Representative to the UN and other
International Organizations in Genevidis a new network of decisionmakersin Genevao leadby exampleandthrough actionsthat lead
to changeboth in organizationatultureandin programming
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3.3.3.3 The Women at Work Centenary initiative

TheWomenat Work (W@W)Centenaryinitiative will probablyalsoprovide a goodfocusfor ILOin
the comingyears. The W@ W initiative will includea major stocktakingof the statusand conditions
of women in the world of work, with a view to identifying innovative action that could give new
impetusto the L [ hw@rk to fulfil its constitutional mandateto promote full and lasting gender
equality and non-discrimination®* Theglobalcomponentof W@Wencompasses) a global women
at work survey;ii) globalwomen at work dialogues;ii) mediaand advocacycampaign;v) a global
tripartite forum on womenat workin 2017.Aninitial publication,Womenat Work: Trends2016,will
be releasedin March 2016, and a major women at work report will be releasedin 2017 bringing
together the outcome of the variousprocessesjncluding policy-oriented research.Thiswill more
than likely leadto a specificfocusfor equity measuresvhere discriminationis evident. Thefollowing
four thematicareashavealreadybeenidentified for a specificfocus:

Ag 2 Y S sc€eago work

A makingwork pay

A women,work andcare

A violenceandthe world of work.

The specific focus in these four areaswill give visibility to ILO and they crosscut many P&B
outcomes.Forinstancea focuson decentwork for domesticworkersgivesgreater visibility to ILO,
andallowsfor a focuson the informal economy ILOhadin the past(1995)a strongtraining package
on Genderlssuesin the World of Work (and a briefing kit). It will be interestingto review how
relevantsomeof the exercisesare 20 yearson.

Box 8: Women at Work Initiative

Women at Work Initiative

¢KS L[h /SYGSyYyINE LYAGAIFIGAGS 2y 22YSy G % 2NJ
100" anniversary in 2019. The aim is to help ILO to take up successfully the challenges of its mandate
. 52 . .. . . .

in the future ™. This will involve a major assessment of women in the world of work in the year
leading up to its Centenary in 20lificluding examiningolicies that have worked in addressing
decent work deficits form women, perceptions related to gender gains, gaps, obstacles and
discrimination at work, and innovative action needddhigh level panel began discussion on thig on
AYGSNY I (A 2y inMarch204&ayiddke coRverdation continued during the panel on
AYUSNYFGAZ2Y T &2 YAnaOrzonferenge isapladl Kvith-Omfarg University with
highlevelacademics, and a publication from Oxford University Press.

1*2)

3.3.3.4 Potential i mpact of the new P&B framework

Althoughthe 201617 P&Bstressesthe women at work centenaryinitiative, the forthcoming P&B
lacksof a specificoutcomeon genderequalityand non-discrimination.Thisview wasraisedby about
a quarter of ILO staff interviewed for this evaluationand also in many different sectionsof the
surveyundertakenof ILOstaff.

* Reportof the DirectorGeneral GB.322/INS/13/2September2014; SeealsolLO:Reportof the DirectorGeneral Towardsthe ILO
centenaryRealitiesyenewalandtripartite commitment ILc102 SessionGeneva2013,paragraphl54.

*2 Reportof the DirectorGeneral:Towardsthe centenary:realities,renewalandtripartite commitment, Reportl(A), InternationalLabour
Conference102™ Session2013.AlsoGB.319/INS/3/1at para.30-33.; GB325/INS/15/2 paras18-20.
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TheforthcomingP&B(201617) viewsgenderequality and non-discriminationasone of three cross
cutting policy drivers® that shouldadvanceall outcomes(whichwere reducedfrom 19 outcomesto
10)in the P&B.However that said,it isimportant that all understandclearlywhat a policy driver is
and how outcome teams can work inclusivelywith each other (SeeBox 9 below). Interviews
revealedthat it was challengingto ensurefocuson crosscuttingissuesin the documentsproduced
for the P&B2016-17. Interviewswith GEDandwith gendercoordinatorsrevealedthat it isimportant
that there is amemberof the outcometeam who consistentlyremindsand placesgenderand non-
discriminatoryissuesin relevantand strategicareasof the preparatoryguidelinesof eachOutcome.
With the 10 outcomesof the forthcoming P&B,PROGRAMVill require a mix of competent staff
involvedin planningfor the outcome.

3.3.3. 5 Working with more partners, SDGs and empowerment focus

Linkingto the SustainabléDevelopmentGoals(SDGsjs essentialffor the comingyearsand canhelp
ILO become more visible and recognisedon the global gender equality scene. As one survey
respondentindicatedILOshoulddead the globalinitiative to achieveSDGarget 8.5 on equal pay
for work of equalvalue,and be fully involvedin the achievemenbf Goal5 on3 S y R\ dxkingwith

other UN agenciesto focus on genderin employmentand livelihoodsrelated programmesmay
synergizaesourcesand efforts. Formore donorresourcesit isimportant to alsokeepa spotlighton

the issuesraisedin Workingout of Poverty(ILO2003),which had a focuson work and the life cycle
of povertyincludingthe lifecycleof girlsi'womenandpoverty.

ThelLOActionPlanlackeda focuson g 2 Y S ghtpéwerment2 2 Y S gripawermentis a central
theme of the UNNSWARaNd SDG$. Somefield staff are dealingwith nationalfeministorganizations
and other UN staff who havea strongerempowermentfocus,whereasmany ILOstaff are applyinga
Y3 2 |ppdatlEconomicempowermentis easierto graspfor many working in development
cooperation. The 2 2 Y S yEtéepreneurship Development Programme in ENTERPRIS#bes
howeverhave an economicempowermentfocus. A strongerand important focusfor ILOlinkingto
SDGb would be to supportthe empowermentof women(seeBox10).

* Theother crosscutting policydriversare socialdialogueandinternationallabourstandards.
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Box 9: Potential impact of the 2016-17 P&B framework on gender equality

Potentialimpact of the new P&B framework for 201617 on genderequality

Genderequalitywasnot initially systematicallyncludedin the March2015DGProgrammeand
Budget(P&B)Proposaldor 2016-2017,demonstratngthat without a spotlight,non discrimination
canfall off the agerda

A memorandumfor the P&Bproposalghat providedguidancefor 201617 programmeproposals
(August2014)askedthe Directorsfor eachunit to prepare500wordson how crosscuttingissues
would be takeninto account.Theywere askedto providethe keyelementsof the strategyto be
followedto ensurethat crosscuttingssueis addressedn the strategiesand outputs of eachof the
10 outcomes.Theyalsolisted criteriato assesprogressn the implementationfor the crosscutting
issuedn eachstrategicoutcomearea. Thesenoteswere to be usedby the Programmeand Strategic
BudgetPeerReviewto assesprogrammeproposals Forexampleeachoutcomestrategytext
shouldoutline problemaddressedghangeto be achievedpartnershipsneeded;risks;indicators;
target countriesand makereferenceto howto supportconstituentsmakingreferenceto howthe
proposedinterventionaddressand/or uselnternationallabourstandards;socialdialogue;or gender|
equalityand non-discrimination

Interviewsrevealedthat it wasdifficult in outcomeformulationteamsto get crosscuttingissueson
the agenda.Thereis strong ownershipof the outcomeindicators,with limited accesgo outcome
coordinatingagendador some.Thereis atendencynot to specifyand highlightcrosscuttimg issues
in the beliefthat the ILOsystemwill automaticallymainstreamthe issuesasthe structuresarein
place.Evidentlyfor someoutcomes genderequalitywasseenasanoptiono & 2 NE 0 @

Whenthe P&Bproposalfor 201617 waspresentedat the 323¢ Sessiorf the GoverningBodyin
March2015,genderequalityanddiscriminationwere raisedin discussiongsnot beingprominent
enough.TheNordiccountries,the Netherlandsthe Workersspokespersonthe International
Maritime EmployeréCounciland governmentrepresentative of the United Statesand Canad&’ all
statedthat genderequalitycouldbe better reflectedand more systematicallyntegrated,especially
in the resultsframework>°

Consequenthgenderequalityconcernswere better articulatedin the revisedMay 2015P&B.ILO
managemenstressedhat the womenandwork initiative, one of the sevencentenaryinitiatives
approvedby the ILGin 2013, is centralto the genderequality crosscutting driver. Howeverit should
be notedthat thisisin facta genderspecificactivity and shouldnot be conflatedwith
mainstreaminggenderequality concernsacrosshe 10 Outcomes.

Box 10: The need for a strong focus on the SDGs in coming years

TheSustainableDevelopmentGoals gender,empowermentand ILO

* FordetailsseeGoverningBody323 SessionGenevaMarch 2015.GB.323/P\http://www.ilo.org/iwecmsp5/groups/publict--ed_norm -
--relconf/documents/meetingdocument/wcms_370572.pdf

*® |LOmanagementesponsevasthe eachpolicy outcomeswould be implementedwith full regardto the genderequalityasone of three
crosscuttingissuesA representativeof the DGrespondedthat the budgetfor genderequalitywasincludedin the operationalbudgetof
the Conditionsof Work and EqualityDepartmentand of the regionswhere genderspecialistavere located.A statement by the DGto the
ProgrammeFinanciabnd AdministrativeSectionof the GoverningBodyindicatedthat eachpolicy outcomewill be implementedwith full
regardto what are now three crosscutting policydrivers(labourstandards socialdialogueand genderequalityand non-discrimination),
whicharerelevantto themall.
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ILOis gearingup to work with nationalgovernmentsand nationalagendaon their Sustainable

DevelopmentGoals(SDGspriorities. Thel7 SDGsvith 169targetsoffer manyopportunitiesto

concentrateand mergewith ILOpriorities, whilst focusalso on poverty reduction,sustainabldiving

andcombatingclimatechange. Specifically:

A Achievegenderequalityand empowermentandempowerall womenandgirlsis Goal5

A Promotesustained jnclusiveand sustainableeconomicgrowth, full and productiveemployment
anddecentwork for all is Goal8.

A Reducenequalitywithin andamongcountriesis Goal10.

SDdAmplementationwill be countryfocusedor implementationwill be througha nationalplan.
IndeedsomelLOofficersinterviewed(2) stressedhat ILOmustlook more to nationalvisionsfor a
particularcountry.|ILOcan¥ LJ2 & dzKeeRtwork to manyother goals.However thereisa
tendencyto approachthe formulation of internationalpoliciesprogrammesonly vialLOlens.
Capacitybuilding,training, researchactivitiesto advancdabourpolicyor standardsshouldalsobe
approachedviaa nationalmindset.ILOAIDSvork with other agenciesvasidentified asan emerging
goodpracticein this regard.

Genderequalityis one of the five programmingprinciplesthat all UNDAFsnustincorporatein their
countrywork. Theothersare the humanrights-basedapproach,resultsbasedmanagemen{RBM),
capacitydevelopment(tailoredto the country context)and environmentalsustainability In terms of
followingthe UNDAFstrategicprogrammeframework,the ILOwork underan overallmandatefor
socialjustice(rightsbasedapproach)lLOis progressingvell with RBM,havea persistentfocuson
capacitydevelopmentin all their work and are recentlymovingmore towardspromotingdecent
workin agreeneconomyaddressinggreenjobs. Forexamplethe ILOGreenJobsProgranmein late
November2015 outlinedten stepsthat canfacilitate a transitionto a greeneconomy.Asmentioned
ILOmustleadon genderequalityand employmentrelatedissueswithin the UNsystem.Forinstance
ILOmustbe ableto respondto afocuson land, rights, property rights,tax policy,rightsto finance,
andthe fiscalmeasurethat needbe put in placeto ensurethat womengainmarketrelatedrights.

If an ILOstaff memberis not part of the UN CountryTeam they will missout on UNjoint
implementationmechanisns.*® GenderSpecialistgovermanycountriesand cannotbe membersof
all UNGenderThemeGroups.Sometimesnitiativescango aheadwith a genderfocal point
attendingUN GenderThemeGroupmeetings.Othertimesthe genderfocal point for a projectwill
be a specialistin that area,will not havethe policy backgroundor their donorsmaywishthem to
focusexclusivelyon the projectthat is beingfunded.

OveralllLOstaff will require mainstreamingskills,sothat they canintegrate decentwork throughout
all countrywork increasinglyfocusedon the SDAmplementation Thiscouldbe of advantageto
genderrelatedwork. ILOis currentlyworkingtoward identifyingthe skill set of staff requiredto
ensureofficialscanbe mobile, be able to quicklylatchon to opportunities collaborate,
communicateand network widelyandwith other UN agenciesandwho are alsospecialistsn their
particularfield. Suchtraining of staff, and gearingup for the SDGwill alsosignificantlyhelpto
identify opportunitiesfor ensuring¥ a Aof vk @be brokendown, genderequalityis addresses,
whilst alsorespectinghe specializatiorof manylLOexperts.

% |LOhasa presencein about60 countries.
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3.3.3.6 Rural women focus

Anothergapthat may be addressedn the next P&Bis the focuson rural women. Both constituents
interviewedspecificallymentionedthe needto havesituationaldataon the lackof acces®f women
to labour marketsin rural area. Ruralwomen and those from particularethnic backgroundgend to

face majar challenges A member of the DWCTfor Easternand SouthernAfrica echoedthis view,

wherethe importanceof organizingrural womenworkers(for examplearounddomesticwork) was
mentionedasparticularlychallengingFAO |JFADand othersstressthat poverty affectsmore women
than men particularlyin rural areas.Climatechangein many countriesis affectingrural livelihoods.
Indeeda focuson rural women,and energyfor householdand entrepreneurialactivitiesare likely to

becomeincreasinglyimportant in many developingcountries policies and planning Strategiesto

orgagiserural womenisimportant for ILOandshouldbe addressedinder Outcome5 in the 201617
P&B:

33.37Capacity t o unpack O6mainstrdevwelopmang 8 and st aff

Mainstreamingis chdlenging. A major frustrationis ensuring thatwith gender mainstreaming
G2YSYyQa MRIEKWXIRBBAYyGAaAaAO0f SQd {2YS g2dzZ R I R@2 0l
women worker's rights, as they believe gender mainstreaming is too soft and not leading to
fundamental changefor womenin world of work.A genderspecialistand somefield staff felt that
genderexpertisewasmissingin supportprovidedfrom headquarters.

With mainstreamingmany ILOstaff still do not fully understandwhat to do, as evidencedby field
gender specialistooverwhelmedwith requestsfor help; and TCprojectsrated with gendermarker1

or 2. It isa continuedchallenge to make sure that gender equality becomes areisgdundamental
socioeconomic andpolitical assessment Many interviewed stressedthat I1LO colleaguesare
generallyresponsiveto gender,but would alwaysrequire more training. Someheadquartersstaff
reported that somemen still resistgenderequalityor W i K ti@r @yesdzLdden the issueis raised.
GenerallylLOstaff would like to be updatedon new trends, new tools, new objectivesand how they
can better integrate gender in a particular sector. Providing good examples of performance
measures (indicatordyaselines, milestones, targ@tfor countries to use in their DWCPs does help
staff,and PROGRAM could probably do more in this regard.

Simpletraining distinguishinggender mainstreamingand focused activities would be helpful for
ensuringthe implementation of the next Action Plan Any training materials should contain no
jargonon genderequality, rather start with 3-4 bullet point rationaleasto why genderequalityand
non-discrimination is imperative (for a particular outcome or sector). A positive example of
addressinggenderfor the issuecould be listed, outlining why it improved an indicator or result.
Different types of argumentscan be stressed(e.g. both the social justice importance and the
businesscase for diversity). Ratherthan provide answers,training can help to provide critical
reflection and the types of questionsthat can be askedbefore an initiative is plannedand during
implementationor during policy dialogue Suchquestionsshouldlink to the SDGGoal5 and 8; or
could be simply categorizedinto policy related questions,institutional implementationissues,and
field levelquestions Linksto ILOConclusionsResdutions, SWARand other detail couldbe included
but couldform abackdroprather thana corefocus.

In conductingthis evaluation,the evaluatorreviewedrecommendationsheprovidedover a decade
anda halfagoto the ILOon gendercapacitybuilding,and believesthat manyare still relevant™®

% SeealsoSections2.1.2and Sections3 & 4 in a DFIDTopicGuideby this evaluatoron rural womenandempowerment.
http://www.evidenceondemand.info/topieguidewomensempowermentin-a-changingagriculturatand-rural-context
%8 GenderCapacityBuildingand Mainstreamingwithin ILOReport(basedon surveyof 166 staff)and RecommendationdJnaMurray 2000.
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Conclusion s: The next Action Plan

A new or renewed policy statemerimanatingfrom the highest level of ILO is requirethe next
Action Planshouldlink to the SDGsand align with the UN-SWAPperformanceindicators Broader
collaborationwith a wider range of partners may be necessaryWhen gender mainstreaming is
linked to substantive topics, non gender specialist ILO staff tend to understand what they should be
doing and the consequences iofction. Apart from covering all the P&B outcomes, the next action
plan could focuson specificsubstantivetopicswhere ILOhasa comparativeadvantageand where
progresscan be seen. The women at work centenaryinitiative will provide evidenceof what is
needed and women specificfocus on such topics. A stronger focus on rural women is probably
required giventhat two of the P&B outcomestentatively relate to rural women (formalizingthe
informal sectorand rural decentwork) andthe recognitionof rural g 2 Y S plighéi

Therelevanceof genderequality asa policy driver in the new P&Bframework must be elaborated
more. It was also obviousluring the evaluation that many interviewees faftat mainstreaming
genderin an outcomeoften dependson the willingnessand sensitivityof the specialistin chargeof
the outcome. Robustand jargon free one page briefs on how gender crosscutseach of the 10
outcomesand the financialimplicationsof genderequality asa policy driver for that outcome are
required. Theoutcome coordinatorin collaborationwith GEDcanlead on the developmentof such
briefs.

ILO staff probably require more capacity development on gendeuakty and gender
mainstreaming, Wether organisecby HRD GED GenderCoordinatorsGFP®r ITCILOTheideaof a

brown baglunchon different genderrelated topicsis appealingto many and GEDalreadyconvene
these
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3.4. Efficiency

Similarto the evaluation result for the 200809 Action Plan, managementsupport is often a
stumblingblockfor ILOindividualswho are strivingto move the mainstreamingagendaforward in
ILO. For improved efficiency more emphasismust be placed on the accountabilityof ILO senior
managerswho often subtly keep the Action Planfor GenderEqualityoff the agendaor low down
the priority list.

3.4.1 Use of resources for gender mainstreaming

It was reported by GEDthat no specific resourceswere allocated for the disseminationand

implementation of the Action Plan. The previous Action Plan had some resources($100,000)
althoughthis amountalsofunded genderauditsviaa DFIDpartnership TheAction PlanCoordinator
organized four knowledgesharingworkshopson the Action Plan(with 90 attendeesin total). She
engage agenderandhumanresourcesconsultantto providean assessmenandrecommendations
for HRDto achieveprogresson $taffingxesult areaof the ILOAction Planfor GenderEquality.This
ActonPlanhadno fundingassociatedwith it.

EarmarkedTechnicalCooperaton funds for specificcountriesfacilitate genderequality initiatives
For example specific projects that focus on women and cooperatives;pay equity; wage gapsin
particular sectors; women in business (with employers); or projects focused on women
entrepreneurs.Specificfunds often allow ILOgenderspecialistso commissionnational studiesto
provideevidenceof inequalities.JointUN programmeson econorric empowermentof womenhave
been undertakenin some regions. It was reported by Gender Specialistshat they have more
negotiation power regardingthe direction of suchjoint programmeswith their UN country teams
when they have their own funds to contribute. Ireland allocated one of four of its partnership
agreementcomponentsto ¢ 2 Y S gh@apreneurshipdevelopmentwhich allowedglobalproducts
to be producedandinitiativesin three countriesto take place.

Norway and Swedengenerouslyprovided funding through their ILO Partnership Agreementto
support gender mainstreamingin ILO. Thesetwo partnership agreementscovered a range of
countries and outcomes™ Both partnership agreementsoffered opportunities for mainstreaming
genderin outcome basedfunding. The funding was channeledthrough GEDand allowed outcome
coordinatorsin collaborationwith GED{o plan entry points for mainstreamingand obtain funding
via GED Many initiativeswere undertaken.Takingone example,under Outcome19, GEDwasable
to supporthow genderequality could be consideredin the body of the coursework for the Labour
Market Statisticsand AnalysisAcademyin November2015. Expert gender statisticians/analysts
assistedwith the designof the coursework.the preparationof the pedagogicamaterids delivered
throughout this two-week Academy .GEDalso contributed sponsorshipo female participants.The
IndependentEvaluationof P&BOutcomel7 GendeMainstreamingwith the Supportof Swederand
Norway PartnershipAgreementsoutlined how decentralizel funding for gender mainstreaming
activities can be most effective when funds under Outcomesto be mainstreamed are also de-
centralized. It was recommendedthat, what the evaluator called an essentiafipance driven
collaboration should be underpinned by a GED unit work plan and a clear mechanism farmitoss
collaboration.

% ElSalvado(Outcomel4); Zambia(Outcomess and9); PhilippinegOutcomess, 10 and 14); SouthAfrica(Outcanes11 and 14);
IndonesigOutcomesl 1, 14); Nepal(Outcomes and 10); CambodigOutcomes) and 10); Arab States(Outcomesl1 and 14); BASIC
fundinglinkedto Outcomel7 in Brazil Angola,SouthAfrica,Indiaand ChinaJater expandedo coverMozambique Zimbabwe Mongolia
andNepal.
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How sources ofundingare allocated is ofterconfusingfor field staff, striving tancorporategender
in their work, o orgarise specific activitiesObtaining funding fromun-earmarked voluntary
contributions such athe Regular Budgesupplementary Account (RB®%)rom the public supert
income (PSI, PSC, or PSlis) were reported by two gender specialisfical to getfor gender
equality related initiativesMany interviewed stressed that it woultée important for RBSAo be
allocated to gender specifimitiatives, such as th&Vomen at Work Centenary Initiative. The
outcome of this initiativewill be a significanand importantglobal product ILO is expected within
the UN family to leathe way on women at worglobally, with many looking to ILO for guidance.

Not all countriesare eligiblefor RBSARBTGs often usedto directly supportconstituents.Toobtain

an RBSAallocationwithin ILOunits must provide a good estimateof extrabudgetingfundsrequired.
More collaborationis essentialin the next biennium given the reduction in P&B outcomes. An

efficient approachwould be to askILO staff to integrate one or two gender equality goalsand

indicatorswithin individualwork plans Thisrequiresdirection from Cabinet top-level management
and PROGRAMN policy driversto different sectionsof ILO.ILOstaff could be encouragedto be

more pro-active¢ and promote a socialjusticemandateto memberstates.

Conclusions: Efficiency

It is difficult to concludewhether resourcesfor the Action Planwere usedefficiently, asthere did
not appearto be any specificfinancialresourcesfor the indicatorsin Tablel of the Action Plan,
althoughconsiderableesourceswere availablefor mainstreaminggenderin the P&Boutcomesvia
the ILO Norway and Sweden partnership Whether Partnership Agreement funds were used
efficientg%/ is coveredin another evaluationand it is worth looking at this evaluationfor lessons
learned

As reported by those interviewed for this evaluation more sharing of relevant information on
innovativeinitiativesand new publicatiors/tools is a cost efficient measurethat could be improved.
Asmentionedearlier aninventory of genderrelated guidelinesand tools could be preparedfor use
with eachlLOoutcomefor the nextbiennium.

3.5. Effectiveness of management arrangements

A survey guestion was askedto ILO staff about roles and responsibilitiesfor gender equality.
Responsibilitiesvere also raised at nearly all interviews during the evaluation. The two sections
below outline arangeof view on the effectivenesof managemeat arrangements.

3.5.1 Survey respondents view on responsibilities for gender equality

Seniormanagementsupportfor genderequality wasfrequently mentionedby those interviewedas
critical for attention to gender equality issuesthroughout ILO. Many mentioned that much still
dependson middle managerswho canwere often a stumblingblock.Onthe other handalot canbe
done when there is a very supportivemanager(Pakistanand Macedoniawere givenas examples)
and fundingis available.In this regard ILOseniormanagemenineedto stressagainand againthat

€ A summaryof the evaluationis availableat: http://www.ilo.org/wcmsp5/groups/publict--ed_mast--
eval/documents/publication/wcms_342383.pdf
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all staff are accountablefor mainstreaminggender in their work and suppot constituents to
promote genderequality.

Regional field and headquartersdirectors and chiefs are responsibleand should be held more
accountablefor implementingand monitoring genderequality in their respective portfolios. At the
moment this does not seemto be the caseand this issuewas raised by many interviewed and in
survey responsesfor this evaluation. ILO Directors must also ensure that adequate human and
financialresourcesare allocatedto achieveoutcomesthat addressthe needsand rights of both
women and men. It is managementgesponsibilityto ensurethat genderin L [ substantivework
doesnot only fall on the shouldersof the genderspecialistsor the genderfocalpoint.

It would appear that ILO senior and middle managementstill require short, targeted capacity
building. HRDmust play a role in this regard Howeversuchtraining should really be about the
added value of maintaininga genderequality and non-diversity focus, and how it will enrich the
work of the managerssection, rather than coveringtheory or focusingon sensitivityto diversity
issuegqor parity in posts).SeeSection2 Background.

The survey answeredby 76 ILO staff members asked specificallyabout whether the roles and
responsibilitiesof ILO personnelare clearly defined/understood with regard to mainstreaming
gender.Usinga multiple choiceoption, 62 ILOstaff membersrespanded. Figure7 below

Figure 7: Roles and responsibilities for gender mainstreaming

Are roles and responsibilities of ILO
personnel clearly defined/understood with
regard to mainstreaming gender?

No\

/ Yes

Toalesser extent —
(explain below)

\ To a considerable
extent (explain

halaw

Well over half of respondents felt that roles and responsibilities with regard to gender
mainstreamingare clearlydefinedor understood(36 out of 62 responses)More malesthan females
(11 malesand 7 females)reported rolesand responsibilitiesvere clearlydefinedand understood.A
guarter of respondentdid not feel roles and responsibilitieswere clearly defined or understood

Thosethat felt roles were clearly understoodimplied that even if roles and responsibilitiesare

understood,activitiesmay still not be implemented.Only8 of these 18 responseghat felt rolesand

responsibilitiesvere clearlydefined and understoodare locatedin headquartes. Elevenout of the

15 respondentswho answeredno to this question(i.e. that rolesandresponsibilitiesare not clearly
defined or understood)were female. An openended questioninvited commentsparticularlyfrom

thosewho did not feel rolesandrespmsibilities were clearlydefined Twenty-nine ILOstaff provided
commentson roles and responsibilitieswhich are summarizedbelow (9 out of 15 who answered
werelocatedin headquarters)
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Commentsabout roles and responsibilities of ILO staff with regard to gender equality from

guestionnaire.

Positivecommentsincludedthe following points. Many ILOregularbudget staff have beentrained

on gender equality concerns(but maybe fewer technical cooperation staff).. Genderaudits have
beenof greathelp. Another perceptionof surveyrespondentswvasthat the existenceof the DWCP
Quality AssurancéMechanismand ProjectAppraisaMechanismsequiringthat genderconcernsare

taken into accountare contributing to changingresponsibilities.Thisis an intereging comment,
given that the indicator on the percentageof ILO projects that are gender blind via the gender
marker, tells us that two-thirds of technicalcooperationprojects are genderblind. Within ILOit is

becomingclearer that gender equality is a crosscutting objective and should be factored into

everything. Yet accordingto this evaluation,the challengeis that progressis uneven and often

dependson the managemenbf a particularunit or branch.

Accountability

Roles and responsibilitiesmight be clearly defined but the consequence®f not following through
are largely absentaccordingto 2 respondents Thereis little motivation and even lessincentives.
Middle managerscan be facilitators of the promotion of gender equality as they are the direct
‘thought leaders'. However,unfortunatelythey are often the bottleneckto the promotion of gender
equality.It appearsto be up to the discretionof managersasone respondentstated that in his/her
departmentgenderequality is neverdiscussedAnother stated that in many casesgspeciallyin ILO
publications,many considerthat simplyusing she/heis sufficient. Many W 2 yum@A yowhatever
is politicallyadvantageouso their careers.

Nearly a third (9 out of 29) who providedcommentson roles and responsibilitiesnentionedissues
around genderfocal points. Althoughthere are genderfocal point, it was highlightedthat gender
mainstreamings everyone'sresponsibility.Yetcommentsrevealedthat genderequalityis generally
still mainly perceived as a responsibilityof the gender specialist/focalpoint. One respondentfelt

that unlesspart of the genderunit or a genderrelated project, ILOstaff would not automaticallybe

consciousof promoting gender or mainstreaminggender. There was a negative comment about
focal points not doing much, except passingon websiteswhen information is requested.On the

other hand one respondentfelt that it seemsinstitutionally that only the genderfocal point can
have a say. If someonejoined the ILO in mid-career and has a lot of gender mainstreaming
experiencethey canbe ignoredand not askedto contribute. Additionaltraining on genderequality
and gendermainstreamings neededso gendermainstreamings not just be the job of genderfocal

points &

Roleof HRD

About 10 comments(out of 29) on roles and responsibilitiesrelated to HRDsrole. It was stated
genderequality is not an issuethat the ILOpersonnelare exposedto when they cometo the ILO.
Often new staff may not understandwhy this issueis important in the world of work. Another
respondentstated that gender equality is not describedfully in their technical cooperation job
description. Another said that if all staff hired were trained on gender equality and/or asked
guestionsin their selectioninterview, capacitywould be better spreadthroughoutthe organisation.
Yetanotherreportedthat althoughinductiontraining takesplace technicalstaff could be givenone
yearto gettrained up in genderequality promotion if they were missingthis elementin their career
portfolio. Thereis no accountability no rewardfor gendermainstreamingaccordingo others.

®11n 2012 three onlinemodules- whichwere intendedto be requiredfor all ILOstaff aswasa similaronline UNsecurityin the field
module,were developedby ITCincludingone on genderequality. Thegendermodulewasforwardedto HRDin April 2013to be uploaded
on anintranet-accessiblavebsite.
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Deliberatelyrecruitingwomenin positionasrepresentativesor leaderswasnot enoughaccordingo
one respondent¢ conducivework environmentsmust be created Middle managersshould be
evaluatedaswell on how they enablestaff to promote genderequality and how they themselves
managetheir female and male staff aswell as how resourceswere allocatedor staff devdopment
opportunitiesencouragedOverallit wasstatedthat staff developmentactivitieson genderequality
couldhelpto better understandrolesandresponsibilities.

More staff realized that a focus on gender equality means that they are dealing Idiraat
specifically with equal rights and discrimination. A focus on gender equality also leads tofficess
collaboration. However it is easier to see how specific activities work (because of the often low
status of women, and some women facing doubidriple discrimination) and how mainstreaming

as a process does not wotlk.was stated thatn theory genderis mainstreamedn ILO,in practice
manypeoplethink genderis justaboutwomenW Y | {niosé@2 A 4 S Q

3.5.2 Effectiveness of current arrangement for ILO Action Plan

Althoughthe rolesandresponsibilityare laid out clearlyin the ActionPlan(201415)on pages8 & 9,

the current arrangementdor implementingthe Action are not effective becausenot all units take

the responsibility themselvesto monitor and measure progresstowards their gender related

indicators. GEDtakes overall responsibility with an Action Plan coordinator who keeps very
systematiaecordson baselinesandindicator progressamongstother correspondentfor Tablel in

the Adion Plandocumentitself (the 18 indicatorsin Tablel). Shealsoactsas GEDliaisonfor 12 of

the Table 1 indicators while three other GEDstaff are responsibleas liaisonsfor another two

indicatorseach.Within GED which staff member follows-up on which indicator is clear. The GED
liaisonsare to follow up with their counterpartliaisonsin the correspondinggrimary responsibility
unitsQMuch dependson theseliaisons.

Sncethe ActionPlanwasinitiated in 2010,ILOhasundergonemajor restructuting at headquarters
TheBureaufor GenderEqualityhasnow beenintegratedinto the new Branch the Gender Equality
and Diversity (GED)Branchin the PolicyPortfolio Departmentunder the Conditionsof Work and
Equality Department Thus GEDabsorbedseveralformer units and now coversbroader diversity
issues,ncludingindigenouspeoplesand personswith disabiliies SeniorGenderSpecialistseport
to either the country directors or the regional director, as well as to the chief of GED Gender
Specialistavork through the DecentWork Team Directors,to organisetechnical support in the

region.Howeverthey do not all particularlycoverbroader diversityissues(apart from perhapsthe

specialisthasedin Bangkok)Oneof sevenregionalgenderspecialiss hasnot beenreplacedsothat

there is no specialistcovering South Americanor Central Asig and in Europethe former senior
& LIS O Atitld \kad exgaddedto Emditions of Work and Empbyment/Gender Equality® About
once a year dependng on funds available,GEDholds an interregional genderlearning forum, to

which the seniorgenderspecialistsand other membersof the ILOGender Network are invited. In

October2014,GEDheld awork planningsessiorspecificallywith the regionalgencer specialisteand
the GEDream ¢ this wasthe first time that the regionalgenderspecialisthad beeninvolvedin such
aplanningprocesswithout beingfoldedinto the broaderGenderNetwork.

TheActionPlanwason the agendaof the 2011interregionallearningforum, alsothe 2013one and
during a strategicmeetingat headquarterswith the seniorgenderspecialistheldin May 2015.The
Action Plan Coordinator provided a short briefing sessionon during the most recent forum in
October2015.

Arangeof viewpointson supportprovidedby ILOstaff workingon genderequalityissueswvasfound

during this evaluation.In generalmost field basedgenderspecialistavork was appreciated.Some
interviewedwere very pleasedwith the support advice funds,and networkingthey receivedfrom
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GED Othersstronglyarguedthat GEDstaff working on genderequality shouldfocusmuchmore on

substantiveissues,improve their coordinationand collaboration and have lessof a bureaucratic
watchdogfocus They felt that GEDstaff shouldunderstandwhy sometimesit is not yet possibleto

have sexdisaggregatediata on wagesfrom some countries;the difficulties in actually measuring
equalwagecompliance;and be more interested/knowledgeablen for exampledetailswith regard
to tax incentives and minimum wages for domestic workers. Yet in D 9 5 @efence, survey
respondentsmay not know the rangeof requestsfor support GEDget on a day-to-day basisor the

extent of work that isin the pipeline ForexampleGEDworked closelywith INWORKon wageissues
andrelated policies,trying to triangulatelabourmarketindicatorsand policies.Thiswill be afocusin

forthcomingGlobalEmploymenfTrendsand EqualPayreports nextyear.Muchof D 9 5récéntwork

maynot be visible.

Another comment was that GED requires someone who can support work on econometric
analyses/statisticsThreeintervieweesstressedthat disaggregatedlatais only a starting point, and
requiresfurther steps.Linkagesbackto national literature will help those interpret the data and
understandwhat is going on, but this takes time. The IndependentEvaluationof Outcome 17
GenderMainstreamingalso stressedthat some of the intervieweesfor that evaluationwould like
GEDto provide more substartive technicaladvice and leadershipsayingthat it was now neither
necessarynor sufficient to be advised that both women and men should be mentioned in
documents,and sexdisaggregatediata used. Thisis part of the reasonwhy GEDabsorbedseveral
former units and now covers broader diversity issues.GEDhas now addeda maternity and work-
family family specialist.

Other commentsstressedthat GEDstaff shouldbe innovativeand flexible in approachego gender
equality and knowledgeableabout new trends suchasthe circulareconomy,greenjobs,womenin

businesdeadership Againit isimportant to highlightthat support GEDprovidesmay not be known

by all. Forinstance,GEDworked closelywith ACTEMBN the women in businessand management
symposiumandthe developmentof policybriefs.Onthe other hand,somearguethat a genderunit

isnevermeantto do everything,rather be aninspiration,and monitor for ILO.Duringthis evaluation
the GenderNetwork held a retreat where many of theseissueswere discussedand stepsforward

agreed.The need for a rural women focus was mentioned by a few interviewed The effects of

climate changein rural areaswas only mentioned by one person, even though decent rural

employmentis one of the 10 critica areasof concernand climate changeis known to effect rural

womenand mendifferently.

Conclusion s: Management arrangements

Thecurrent arrangementis neither effective nor sustainable as oversightis largelyleft to one ILO
official in GEDto follow up and monitor progress.Clearly accountabilitymust be addressedin
further ILOwork on gender equality. Highlevel statementsfrom ILO managementmay act as a
catalyst. On the other hand GEDcould work with colleaguesmore intenselyto bring forth this
substantialfocus and stresswhere emphasisis required, but this may require more resourcesfor
GED(e.g.someonewho hasa strong statisticaland macroeconomidackgroung. OverallGEDas a
unit require more resourceso be ableto fully implementthe plethoraof demandsplacedon them
from ILOstaff both in headquartersandin the field and upgradeskillsin someareas.Headquarters
staff may benefit from examiningin more detail how to measurepolicy influence includingmore
knowledgeon how issuesare actuallyput on the agenda(the political contextwith partners)sothat
they are better placedto adviceon howto includegenderequalityissuesn all policycontexts
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3.6 Impact and sustainability

Althoughthe ultimate beneficiariesf the ILOActionPlanfor Gender Equality are women (andmen)

that experiencegenderinequaliies, its key target audienceare ILOstaff and its stated beneficiaries
arethe tripartite constituents.

3.6.1 Reaching ILO Constituents

Becauseof the GoverningBody stressedthe importance of constituentsand the Action Plan, a
specificquestion was askedin the survey questionnaireto ILO staff on how effectively ILO has
supported gender equality with the tripartite constituents Figure8 below outlines the range of
response. Howeverit wasnoted by a few respondentghat this resultis biasedin the questionnaire
asit wasassumedhat eachof the constituentwould not be at a similarranking.Notingthis caveat
support to governmentswould appearto receivethe highest ranking with regard to consistent
supportin implementinggenderequalitymeasuresEmployersorganizationseemto fare the worst.

Figure 8: How has ILO fared on gender equality su  pport to constituents

How effectively has ILO supported the
tripartite constituents in implementing
gender equality measures?

3=
consistently...

2=
substantivel...

1=toa
limited exte...

0= not at all

0%  10% 20% 30% 40% S0% 60% 70% 80% 90% 100%

Government ‘Workers' organizations Employers' organizations

Duringthis evaluation,only two of the four constituentsrespondedto a requestfor aninterview - a
representativefrom Employersin Montenegro and the State Councillorfor Equal Opportunities
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(government)from the FormerYugosla Republicof Macedonia.Both interviewed were extremely
positive about the support they obtained from ILO on gender. For examplein Montenegro the

Employers~ederationsaidthat ILOsupportwasa real trigger for many activitieson genderg such
as g 2 Y $ ¢rirepreneurship,using ILO conventionsto addressgender discriminationat work,

practical guidesfor their memberson addressinggender discrimination,and providing guiding
principles and checklistfor their members®® In fact the Montenegro EmployersFederationwas
showcasedn eventson womenin businessnmanagementlLondon,2015)(under Outcome9, Annex
9). Apartfrom thesetwo interviews,ILOstaff were askedto give examplesor list issueswith regard
to working with ILOconstituentson genderequality issues.The following are some of the issues
raisedby 33respondents

A range of commentsfocusedon the mindset and attitudes of constituents.A few respondents
noted even with specificprogrammesdevelopedover the yearsto assistconstituentson gender
equalityissuesit is difficult to knowif it haschangedO 2 y & (i AadtiorS.y (i & Q

Akey challengeraisedby three questionnairerespondentss that many of ILOconstituents(like the
generalpopulation) are only vaguelyaware of genderequality and are quite WaditionalQn their
viewson genderequality. Somegenderfocal points interviewed (3) highlightedthat they are led by
their constituents.If genderequality doesnot feature stronglyin constituentsrequests then the ILO
unit or country office may not prioritize gender equality. On the other hand, a senior gender
specialistreported that skillson how to changethe mind set of constituentswith regardto gender
equality concernsis an important considerationand shouldbe a focusof attention. Field staff are
deliveringdaily to ILOconstituents,workingwith other ILOcolleaguesand attemptingto dismantle
patriarchalattitudes.

OWe needto work moreon understandingconstituentsmindsetson genderequalityand
nudgingthem for changesn their mindsets¢

Constituentsmay be duty bound to promote and advocatebut come from backgroundswhere
genderrolesmay be rigid and globalgender equality goalshavenot yet gainedtraction amongstall
concerned Whilst they do recognisethat genderinequalitiesare anissuein the world of work, they
will excludeit if resourcesbecome an issue.In some regions,there is little interest on gerder
equalityandif so, it is often to receivefundsrather than believingin the needfor genderequalityto
be promoted. Asa surveyrespondentcommented:

oBudgetspreparedby the tripartite constituentsare veryoften not responsive
to genderequality€.
Howeverresourcescanprovide spaceand meansfor womento organisetheir position prior to social
dialoguemeetings.Yet,it wasnoted that the languageof ¥ 3 S YSHES J8iid¢iding¥#hainstreaming
Yendersensitivegenderaudit<bften doesnot appealto constituentsand canbe difficult for them
to understand.ILOcouldtry to simplifythe languagehey use.

Changes more effective if constituentslead. Nationalleadersmay emerge(womenand men) and
ILOcouldget more impactworkingwith them on the areaof genderequalitypromotion.

& ¢ K hsidSthe countrymustwantto changell KSYa St ¢S a o

#’Promotionof Equalityand Preventionof Discriminatiorat Workin Montenegro- LegaFramework.
http://www.poslodavci.org/biblioteka/dokumentaupcg/promotionof-equality-and-preventionof-discriminationat-work-in-montenegre

legaHramework GuidingPrincipleshttp://www.poslodavci.org/biblioteka/dokumentaipcg/promotionof-equality-and-prevention-of-
discriminationat-work-in-montenegroeguiding-principlesPracticalGuidefor Employers
http://www.poslodavci.org/biblioteka/dkumentaupcg/promotionof-equality-and-preventionof-discriminationat-work-in-montenegro
practicatquidefor-employers Assessmentf the environmentfor womenentrepreneurshipn Montenegro.September2013.
http://lwww.poslodavci.org/biblioteka/dokumentaipcg/assessmentf-the-environmentfor-women-entrepreneurshipin-montenegro
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& D S yegualityineedsto includemen,andthe decisiormakersare generally
moremale orientedamongour constituents We needto work morewith menin
orderto advanceli 2 3 S K S NXp ¢
A constituent reported that evenwith gender equality in their DWCPwith a specificoutcome or
priority, what matters most is whether the ILOnational coordinator is gender sensitiveand puts
issueson the governmentsagenda.He/shemust be alwaysopento workingon equalityissuesand
invite national stakeholdersvorkingon equalityissuesto labour related meetingswith government
and other constituents. In particular the ILO representativeor coordinator must raise gender
equalityissuesn dialoguewith the ministry of labour. SeeBox5 for challengeshange.

Othersuggestionginterviewsand surveyresponsesjor movingaheadwith constituentsincluded:

A ITCILOurin'scourseshelpto focuson mechanism®f socialdialogueandgendet

A Collectgoodpracticesin additionto sharingthem amongmemberstates

A Onerespondentnoted that March8" usedto providea goodopportunity for visibility

A Verymuchappreciatedby constituentsin interviewswasadviceon g 2 Y S gh@eapreneurship,

in particularfor rural women

A third of respondentswho provided commentson constituentsraised gender balanceissuesin
tripartite delegationgelevenrespondentsrom atotal 33). Specificommentsincluded:

1 Genderbalancein socialpartnerinstitutionsis important (particularworkersorganizations)
for DWCRPpriorities. FYROMnd Montenegroprovideexamplesvhere ILOencouraged
balancein consultationswith constituentsand others, includingrepresentativedrom the
socialpartnersand governmentresponsiblgor genderissuesAll were fully involvedin
planningandidentifyingthe DWCRoutcomeindicators.

1 ThelLOshouldinsiston parity of representationin its ILCand governingbody meetings and
avoiddthe dreadedall malepanelg.

1 ITUCand IOEwere mentionedto be headedby women.

Thusit iswidely believedthat encouragingemaledelegatess gradualy havingeffect, hencelLO
shouldcontinueto invite unionsto nominatewomensendinga signalthat ILOis seriousaboutthis
focus®®

Conclusions : Constituents

Both constituentsinterviewed during this evaluationwere extremelypleasedwith the supportthey

got from ILOand ITCILOTheefforts beingmadeby ILOto increasethe representationof womenin

ILOdelegationsis havinggradual effect and should continue Supportingconstituentsto address
equality concernsis a step towards genderequality on the ground. It will not makethe problems
that womenworkersfacego away,but will underlinethat ILOconstituentsare seriousabout solving
them. Thusfor long-term impactmore focuson constituentsis required, particularlywith respectto

gettinggende equalityissueson policyagendasit would be important to keeptrack of constituents
who have been trained in gender equality issues,and use them for further ILOrelated activities
(evenif on a different work related topic). ILOcould review some useful materialsfrom the Inter-

ParliamentaryUnion (IPU)and gender sensitivity in representationand more importantly how to

pursuegenderequalitythroughlegislationanddebate®

% Onerespondentmentionedthat in somecountries there hasbeena feminizationof the publicservice resultingin more femaleGB
representativesin others,and particularlyamongthe socialpartnersand ministriesof labour,we are still far awayfrom genderequality.
® GenderSensitiveParliamentsA GlobalReviewof GoodPractice Reportsand DocumentNo. 65 -2011.IPUGeneva.
http://lwww.ipu.org/pdf/publications/gsplzte.pdf
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