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IFAD’s performance with regard to gender equality and women’s empowerment
Corporate-level evaluation
Executive summary

1. Background and objectives The Consultation on the Eight Replenishment oADF
Resources decided in 2008 that the IFAD Office wdilEation (IOE) would undertake this corporate-
level evaluation on IFAD’s performance with regandgender equality and women’s empowerment.
The objectives of the evaluation are to: (i) asgessrelevance of IFAD’s strategy in promoting
gender equality and women’s empowerment; (ii) Ilaom the experiences and good practices of
other development organizations; (iii) assess éisalts of activities funded by IFAD related to gend
equality and women’s empowerment in its countrygpammes and corporate processes; and (iv)
generate a series of findings and recommendatioat will assist IFAD’s Executive Board and
Management in guiding the Fund’s future activiiieghis area.

2. Process Four building blocks form the basis of the evélua (i) an analysis of the evolution
of gender-related concepts and development appesaend a comprehensive documentary review of
the policy and evaluation documents prepared bgrailevelopment organizations; (i) an assessment
of key IFAD corporate policy and strategy documg(it a meta-evaluation of past operations based
on existing evaluative evidence, a review of receatintry strategic opportunity programmes
(COSOPs) and ongoing projects, and five countrytsvito gain insight into the perspectives of
partners in these countries and collect evidenom fthe field about the evolving approaches and
results of IFAD-funded projects; and (iv) a reviefselected corporate business processes that have
implications for IFAD’s performance in promoting rgger equality and women’s empowerment in
partner countries. Section C in chapter | of thanmaport gives a more detailed account of the
objectives and processes related to the evaluatfont building blocks.

3.  Main findings. There has been an evolution globally in approathdsilding gender equality
and women’s empowerment. Pre-1975 efforts were Ipnanidressed to men as producers and women
as homemakers, which ignored the important rolewoinen as farmers and food producers.
Subsequently, there was a shift to women-focus@doaghes and approaches focusing on changing
the relations between women and men. A recent esrdiping gender equality approach promotes the
complementarity of women and men in family prodoectand farmers’ organizations (see paragraphs
11-19 of the main report).

4.  The review of literature on the topic revealed thate are two major constraints to the effective
application of lessons from previous operationglactance to address gender as a major organizing
principle of society and a failure to invest sufiatly. All development agencies with recent
evaluations have revealed, at best, mixed suconasgpiementing gender mainstreaming. There was a
broad consensus among development partners tlsatvds mainly due to the lack of: (i) results
orientation; (ii) consistent leadership and follap-by senior management and executive boards;
(i) staff incentives and accountability througkerformance management systems; (iv) a clear
understanding of how best to address gender iniggu@l) adequate investment in gender equality
expertise in operations; (vi) attention to gendedabce in staffing; and (vii) an inclusive
organizational culture. Some of the findings frdmde evaluations are also applicable to IFAD (see
paragraphs 20-29).

5. Because it was established at a time of signifiggotbal attention to the need for development
to include women, IFAD has always paid attentiorgémder equality and women’s empowerment.
Between its inception and 1992, it did so mainisotlyh women-specific project components; since
then, it has included women as beneficiaries andctsrs more systematically in its projects (see
sections A and B in chapter III).

6. The new millennium marked an increase in efforts“nminstream” gender equality and

women’s empowerment in the design, implementatsupervision and evaluation of IFAD-funded

operations. This was done mainly in connection WHAD’s Gender Plan of Action 2003-2006, and,

subsequently, with the 2008 Framework for Gendembteeaming in IFAD Operations. These are
two of the key documents that capture IFAD’s cogperstrategic approach to promoting gender
equality and women’s empowerment (see paragrapd8yo

\"
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7. IFAD’s corporate strategic approach to genderrigdly relevant and consistent, but fragmented
across numerous documents, including the gendénaptan and gender framework. Moreover,
synergies with other thematic and corporate pdicénd strategies are not clearly articulated.
Interpretations of the terminology and understagsliof the topic also differ widely, which has led t
alternative approaches in COSOPs and in proje@gmesnd implementation (see paragraphs 63-76).

8.  The evaluation found no evidence of systematic toang or reporting on progress related to
gender equality and women’s empowerment by eitlegid® Management or the Executive Board.
Reporting is in fact largely confined to projectéé activities. It is also fragmented across nuragsro
documents, preventing a consolidated picture of rtr@n results, opportunities and challenges
associated with the topic. However, compared widmgarator agencies, IFAD has done better in
instilling a results orientation in its gender wdslee paragraphs 73-74 and 78).

9. The evaluation reviewed older and recently desigitedD-funded projects, five country
programme evaluations, and five COSOPs developstdykar. Overall, the performance of past
IFAD-financed projects is moderately satisfactdyyt this average rating masks significant variance
among projects and countries in attention to genelated dimensions of design and implementation.
Performance in efficiency and promotion of innowasi and scaling up is inadequate. The evaluation
found a relationship between gender achievementaaptoject’'s overall achievements, a finding
confirmed by evaluations in other organizationswieer, the analysis does not reveal a causal
relationship in either direction. Compared withliearones, newer COSOPs and project designs are
paying increasingly more attention across the bdardender issues. On the whole, the evaluation
considers that IFAD’s performance is moderatelys&attory in achieving its first two corporate
objectives related to gender, but moderately usfsatiory in achieving the third objectivésee
sections B-E in chapter V).

10. The review of corporate business processes fouadfdictors that support IFAD’s work on
gender equality and women’s empowerment includscagnition of the importance of the issue at the
most senior levels (in Management and the ExeclBn@rd); operational systems and processes that
have a reinforced quality enhancement and qualggu@nce system; direct supervision and
implementation support; and wider country presedEAD has established an elaborate results
measurement framework including gender indicatas design and implementation, but this
framework consists of multiple layers and systent requires streamlining. Independent evaluations
assess gender as part of the various evaluatitariarapplied (e.g. relevance, effectiveness, ,dbci)

do not have dedicated gender indicators and/ortigmssthat are applied in each evaluation (see
paragraphs 48 (i), 166 and 181-183).

11. Interms of knowledge management, few efforts Haaen made to aggregate results coherently
at the regional or corporate levels, and lessomieg and cross-fertilization of experiences ondgn
issues is limited and ad hoc. Like some of the amampr agencies, IFAD does not invest sufficiently
in learning from its experience and building onstecesses. Some initiatives to ensure learning and
knowledge management are taking place, but theyatresystematic or adequately resourced. Their
analysis of what has contributed to or preventedgm@ss on gender equality and women’s
empowerment needs to be strengthened. The rol®mfmanication in highlighting IFAD’s work
related to gender equality and women’s empowertisegenerally positive (see paragraphs 176, 184-
185 and 189-190).

12. There are some good examples of policy dialoguelHAD on gender issues in partner
countries. However, in spite of this, on the whopddicy dialogue performance at the country level is
variable, but generally unsystematic, with littlealytic underpinning and not backed by the required
human and financial resources. On the other hd&lDlhas played a useful role in selected global
policy and advocacy platforms (e.g. farmers’ ass#omis) by drawing attention to the plight of rural
women and their central role in smallholder agtiod and rural development processes (see
paragraphs 186-187).

! Box 5 in the main report contains the three caaorobjectives for gender equality and women’s

empowerment.

Vi
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13. Partnerships with civil society organizations an@®& working on gender issues are generally
positive. Some good examples of relations with deing-government agencies that deal with gender
equality and women's empowerment were also fouhtd varies considerably from country to
country. Partnerships with donor governments haenlgood in terms of the supplementary funds
mobilized at the corporate level, but generallyitéd in terms of discussion of content issues with
bilateral aid agencies involved in operations. Hesve IFAD representatives actively participate in
the gender networks of the United Nations and tluddbe Organisation for Economic Co-operation
and Development/Development Assistance Committeesityhificant partnerships devoted to gender
were apparent with the private sector, apart fronamdful of initiatives at the project level andiwi
the Farmers’ Forum (see paragraph 188).

14. In terms of gender architecture, the gender degkinithe Policy and Technical Advisory
Division has spearheaded the process of ensuritent@n to gender in project design and
implementation, and supports other corporate psgsesuch as communications and fundraising. In
the five geographic regions covered by IFAD operatj the gender desk has provided support to
leaning and knowledge management, but resourcasifofunction are variable and inadequate. The
contributions of the thematic group on gender wefi@ential in the early years of the gender action
plan, but more recently, there are indications ttle group needs revitalization through the
development of clearer results-oriented objectiaved workplans. The role of gender focal points is
unclear, and their accountability and working lielahips also need review (see paragraphs 168-170
and 177-178).

15. Arguably, the greatest challenge in IFAD’s gendguadity and women’s empowerment work
relates to its human resources management andratepmulture. Historical data reveal that the ratio
of women to men in the organization is rather tradal, with many women in support staff positions
and few in leadership functions, even though in®OAAD hired its first woman Vice-President and
first woman Director of the Office of President aviide-President. There are an encouragingly high
proportion of women in the more junior Professiocategory. Even though there is room for further
improvement, IFAD nevertheless compares well iimgerof its gender balance in staffing with
selected United Nations organizations and inteonati financial institutions. Although IFAD’s
Human Resources Policy explicitly makes referencenisuring gender balance in IFAD’s workforce,
the guidelines for consultants’ recruitment makesuach provision. In fact, the evaluation found tha
few women and gender experts were recruited asuttanss in the teams responsible for COSOP
development and key phases of the project lifeecfelg. design and supervision missions, including
evaluation) (see paragraphs 193-200).

16. IFAD’s human resources policy includes anti-harassnprovisions and a variety of work-life

balance policies. The evaluation found poor uptakéhe options provided in formal policies (e.g.
special leave without pay). IFAD’s informal cultunas not traditionally encouraged the inclusion of
perspectives and ways of working that are womesntliy or family-friendly, although these are

important for building an organization capable dalivkring on gender equality and women'’s
empowerment (see paragraphs 202-204).

17. Similarly, there are no specific incentives foreatton to gender equality in staff, consultant or
divisional performance; and no accountability orgaie/e consequences for lack of attention.
Performance in this area does not figure in indigidworkplans, which tend to be largely activity-
based. In other words, the type of results ori@rathat is strongly advocated in IFAD-funded
operations is not applied to an equal degree inviohaal work planning and human resources
management (see paragraphs 176 and 179).

18. Another shortcoming is that IFAD is unable to trackits loan investments the amounts

allocated to advancing gender equality and womempowerment, and there is no evidence that it
has taken concrete steps to address this problemiafy, there is no indication of the funds al&ted

ex ante for this purpose in IFAD’s annual resulisdd programme of work and budget. The
evaluation also found that there has been a dispiiopately high reliance on supplementary funds
and grants for core gender activities. Access th ssources of funding is not secure — and, for
supplementary funds, specific efforts are requfi@dadditional periodic reporting to the concerned

donors. The Board, on its part, has not asked IEAProvide information on the amount of resources
the organization is investing in promoting gendejuaity and women’'s empowerment (see

paragraphs 165, 172 and 191-192).

Vii



EB 2010/101/R.9

19. Conclusion. IFAD’s strategic approach to gender is relevant, guidance is fragmented in
several corporate documents. The Fund’s effectaeiremeeting one of its three strategic objectives
(improve women’s well-being and ease their workkoag facilitating access to basic rural services
and infrastructure) is moderately unsatisfactoryprédver, results of IFAD-financed operations are
moderately satisfactory on the whole, even thounget is significant variability across projects and
countries. A number of key corporate business [mseE® that are essential for supporting IFAD’s
gender work remain weak. In sum, as far as the gtiom of gender equality and women’s
empowerment is concerned, there seems to be aegeygdn rhetoric and practice, which raises the
question of whether IFAD is indeed “walking thektal

20. Recommendations The evaluation makes the following recommendation

21. Develop an evidence- and results-based corporatelmy on gender equality and women’s
empowerment. IFAD should develop its first overarching corperatolicy on gender equality and
women’s empowerment, for submission to the Exeeuigard in 2011. The policy would be IFAD’s
principal reference document on gender equality @wonden’s empowerment, bringing under one
umbrella the Fund's main strategic objectives aridrities in this area. The recommended policy
should indicate how key corporate business prosesikbe adjusted for better results on the ground

22. The gender policy should include a section on whithiww IFAD Management will be
responsible for implementation, oversight and répor IFAD should produce a consolidated annual
progress report, covering the results achievetiérimhplementation of the new policy, lessons ledrne
and adjustments made to key corporate businesggses that affect performance in gender-related
activities. The policy should also include an ovening results measurement framework for IFAD’s
gender work, and specify how the Executive Boarll fuifil its role in providing guidance and
support, as well as oversight on results.

23. Knowledge management, learning and analytic worklFAD needs to invest in building a
common evidence-based understanding among stdffeoftheory of gender equality and women'’s
empowerment, and its related terminology. Amongepibsues, this should include attention to the
systematic documentation and cross-fertilizatiofee$ons learned and good practices across projects
countries and regions, and at headquarters asawellthe field.

24. Innovation and scaling up as key principles of enggement. The corporate-level evaluation
on innovation recommended that IFAD define an IFAlde innovation agenda at the corporate level
that consisted of a few selected themes or domdine. themes or domains selected, “big bets”,
should be in areas of the agriculture and ruratosewhere there is a proven need for innovative
solutions and where IFAD has developed (or canldpyea comparative advantage in successfully
promoting pro-poor innovations that can be scajedmthis regard, this evaluation recommends that
gender equality and women’s empowerment be incladedne of the “big bets” in IFAD’s corporate
innovation agendantil 2015. IFAD should, however, remain open t@moting gender-related
innovations at the country or project level thadpend to context-specific challenges. COSOPs and
project designs should outline the specific efforéded to ensure that successful innovations can
actually be scaled up for wider impact on gendeiaéity and women'’s empowerment.

25. Policy dialogue.Policy dialogue and advocacy work should focus twn delected “big bets”,
but also on specific thematic areas that might ireqattention in a given country context.
Furthermore, staff competencies and skills willcheebe enhanced for effective engagement in policy
processes, which also requires continued attertiopartnerships with multiple stakeholders for
advocacy at global and country levels.

26. IFAD’s gender architecture. The evaluation recommends that Management conduct
dedicated, comprehensive review of IFAD’s overalhder architecture to ensure that the organization
has the required human resources and funds tovactiie desired results on the ground in borrowing
countries. The review should include not just thegPamme Management Department (PMD) but all
other departments in the organization. The evalnatiakes specific recommendations for the gender
architecture, which may be seen in chapter VI efrdport.

27. Tracking investments and budgetslt is recommended that Management undertake dgsima
of spending on gender equality and women’s empowetrm a regionally based sample of projects
that have good gender equality results. This walltmv it to determine the level of costs incurred i
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the past, which can serve as a guideline for fupmogect designers. In addition, efforts should be
made to indicate the amount of administrative btidgging devoted annually to gender-related
activities.

28. Training. While gender-specific training and awareness-rgisnneeded on key concepts, it is
also recommended that a gender perspective bepm@ted in training events organized by PMD on
operational aspects and by the Human Resourcesi@ivbn core competencies and in staff induction
programmes. A gender training programme shouldeveldped as soon as possible and implemented
from the beginning of 2011.

29. Assessment of gender equality and women’s empowernie in evaluations. It is
recommended that IOE develop specific indicatoslay questions for assessing gender equality and
women’s empowerment in country programme and pr@ealuationg.In addition, it should include

a dedicated section in all evaluation reports ieoto provide an overall account of performance on
this indicator and to highlight the proximate caigé good or less good performance. The same
recommendation is also applicable to the variouspmnents of IFAD’s self-evaluation system.

2 Thatis, in the context of project completionagpvalidations and project performance assessments



EB 2010/101/R.9

IFAD’s performance with regard to gender equality
and women’s empowerment

Corporate-level evaluation

Main report

I.  INTRODUCTION

A. Background

1. A decision was taken during the Consultation onBlgit Replenishment of IFAD’s Resources
in 2008 that the IFAD Office of Evaluation (IOE) would “nduct an evaluation of IFAD’s
performance with regard to gender equality and woshempowerment. Based on the findings of the
evaluation, the Executive Board will decide on theed to develop a corporate policy and
implementation strategy on gender equality.” Thedéor a similar evaluation by IOE was also
recognized in IFAD’s Gender Plan of Action, whiclasvconsidered by the Executive Board in April
2003 within the framework of the Progress ReporthenProject Portfolid.

B. Objectives

2. The evaluation’s objectives are to: (i) assessrétevance of IFAD’s actions in promoting
gender equality and women’s empowerment; (ii) lfaom the experiences and good practices of
other development organizations; (iii) assess éselts of IFAD-funded activities related to gender
equality and women’'s empowerment in its countrygpgmmmes and corporate processes; and
(iv) generate a series of findings and recommeadsatthat will assist IFAD Management and the
Board in guiding the Fund'’s future activities instlrea.

C. Methodology and process

3. The evaluation conducted in 2010 followed the mpiovisions contained in the IFAD
Evaluation Policy (2008)and Evaluation Manual (2009)To achieve its objectives, the evaluation
was based on four mutually reinforcing building dde (see paragraph 5), which included: (i) an
analysis of the evolution of gender-related coreepnd development approaches, and a
comprehensive documentary review of the policy awdluation documents prepared by other
development organizations (i.e. a benchmarkingesg)i (i) an assessment of IFAD’s key corporate
policy and strategy documents; (i) a meta-evatidtof past IFAD-funded operations based on
existing evaluative evidence, plus a review of k@®untry strategies and project designs, and five
country visits to collect the perspectives of inityy partners and evidence on the ground about the
evolving approaches and results of IFAD-funded guts; and (iv) a review of selected corporate
business processes that have implications for IBAiZrformance in promoting gender equality and
women’s empowerment in partner countries. The eyauethods were a mix of document reviews, a

! See annex Il of the Report on the ConsultationhenEighth Replenishment of IFAD Resources, documen
GC 32/L.5, available at http://www.ifad.org/gbdagg82/e/GC-32-L-5.pdf

2 See annex V of the Progress Report on the Préjedfolio, document EB 2003//78/R.16, available at
http://www.ifad.org/gbdocs/eb/78/e/EB-2003-78-Rgili. This progress report has since been merged hiato t
Annual Report on IFAD’s Development Effectiveness.

® The evaluation policy was approved by the ExeeutBoard in April 2003, and is available at
http://www.ifad.org/evaluation/policy/new_policyrht

* The Evaluation Manual was discussed by the EvialmaEommittee in December 2008 and is available at
http://www.ifad.org/evaluation/process_methodolagyéx.htm.

® This term is used for evaluations designed to egae findings from a series of evaluations — Gigssf Key
Terms in Evaluation and Results Based Managementh&yOrganisation for Economic Co-operation and
Development /Development Assistance Committee.
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guantitative and qualitative survey, interviews dodus group discussions with IFAD headquarters
staff and the staff of partners in borrowing coig#y and visits to project activities on the ground

4.  Although the evaluation briefly traces, in chaptigr the history of IFAD’s efforts and key
activities to promote gender equality and womemgpewerment since its establishment, its main
focus is on activities from 2003 to 2009. This pdriwas chosen because 2003 was the year that
IFAD adopted its first-ever gender action plan, #mel evaluation could therefore assess the Fund’s
efforts during the ensuing years to implement tien. To enable the evaluation team to draw
conclusions about results achieved in the fieldydls important to select some projects that had
reached their completion date during this perioghethough most were designed in the 1990s.

5. Four mutually reinforcing building blocks form thasis of the evaluation:

a) An analysis of themain concepts and evolving approaches to gender egity and
women’'s empowerment, and benchmarking.The aim of this building block was to:
(i) provide a synopsis of the main concepts andvawyp approaches to gender equality and
women’'s empowerment; and (i) compare IFAD’s gendeork with that of other
organizations to identify commonalities and diffezes to derive good practices and pointers
for learning. The main selection criteria for tliemtification of comparator organizations
were: (i) the existence of previous corporate-legghluations on gender equality and
women’'s empowerment; (i) the diversity of institmtal background; and
(iif) easy access to the organization to colledadaformation and lessons on its gender-
related efforts. The following organizations wemdested: the Asian Development Bank
(AsDB); the Canadian International Development AgerfCIDA); the Organisation for
Economic Co-operation and Development (OECD); thwis$ Agency for Development and
Cooperation (SDC); the United Nations DevelopmaogRamme (UNDP); the World Bank;
and the World Food Programme (WFP). The methodddéochmarking were largely based
on a documentary review of existing literature frtm organizations covered. A dedicated
working paper was produced during the course of @heluation on the benchmarking
exercise. (See appendix 4 for the full list of doeumts consulted.)

b) An assessment of IFAD's work to promote gender eqlity and women’s
empowerment.The assessment included a review of numerous aigpolicy, strategy and
guideline documents generated by IFAD since 20G3neS older documents were also
considered. The two main purposes of this builditagk were to: (i) assess the relevance of
the objectives and approaches articulated, andgtradity of the results framework, if
available; and (ii) determine whether the documentsmined provided consistent guidance
to IFAD staff for promoting gender equality and wems empowerment. The latter was
particularly important, given the absence of a lsirmyerarching corporate policy document
on the topic.

c) A meta-evaluation of IFAD’s past performance, colletion from the field of evidence
on the performance and perspectives of partners iborrowing countries, and review of
recent country strategies and operationsThis building block consisted of three specific
components: (i) a meta-evaluation based on 50 gr@ealuation reports prepared by IOE
since 2003 using a common methodology, togethdr aviteview of five country programme
evaluation reports, all of the Annual Reports orsl®s and Impact of IFAD Operations
prepared thus far and recent corporate-level etiahsf This exercise allowed the team to
assess the results based on past operations ariilyidkee proximate causes of good or less
good performance; (ii) an assessment of the restitisn additional projects (in Bangladesh,

® This included the evaluation on innovation (2004/42), the joint evaluation with the African Devetoent
Bank on agriculture and rural development in Afr{@08/2009), and the evaluations on the Rural idiea
Policy (2006/7), the Field Presence Pilot Progranfa@6/2007) and the Direct Supervision Pilot Pangme
(2004/2005).
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Egypt, Guatemala, Mauritania and ZamBiand the collection of the perceptions of
stakeholders at the country level; (iii) a reviefvaoselected sample of 22 ongoing projects
approved after the adoption of the gender actian pihd five results-based country strategy
opportunity programmes (COSOPSs) prepared in 2088.2R projects were selected through
stratified random sampling to ensure an adequdssmta among the five geographic regions
covered by IFAD operations. The main purpose o toimponent was to assess the extent to
which lessons learned and experiences from pagtatigpes were being included in new
COSOPs and project design and implementation,@apdovide an indication of the emerging
results, especially of projects approved soon after action plan was adopted. (The
background documentation reviewed for this buildihgck may be seen in appendix 3.) This
building block generated dedicated working paperscomponents (i) and (iii), and five
individual country working papers for componen. (ii

d) An assessment of selected IFAD corporate businepsocesses.This building block
involved the review of key operational and corperhatisiness processes that affect IFAD’s
efforts to promote gender equality and women's emgsment, namely: (i) operational
processes, including quality enhancement and guadisurance processes, direct supervision
and implementation support, country presence, awaly, the results measurement
framework, partnerships, policy dialogue and knalgke management; and (ii) other
corporate processes such as human resources mamdgbuodget processes, communication,
and management decision-making processes relatedemaler equality and women’s
empowerment. The appropriateness of IFAD’s intergahder architecture was also
examined, in particular the functioning of the gendlesk in the Policy and Technical
Advisory Division (PTA) of the Programme ManagemBwpartment (PMD), the role of the
divisional gender focal points and the experierafabe corporate thematic group on gender.
The evaluation also reviewed the role of the ExgeuBoard, given its importance in the
Fund’s overall efforts to promote gender equalitgd &vomen’s empowerment, even though it
plays a governance role and is not an internalazatp business process. The analysis for this
building block was undertaken through documentaiguéy and a combination of individual
and group interviews with representatives of IFARdgement and staff, as well as with
selected Executive Board members. In addition,relin@ survey was conducted with current
and former group members about the work of the #tiengroup on gender and the divisional
gender focal points. A specific working paper waiten about this building block.

6. The evaluation was organized in four main phasesmdeption, during which the methods and
the process were fine-tuned, the evaluation teacon$ultants was contracted, and the evaluation’s
approach paper was produced and then finalizeshgakito account the comments of the Core
Learning Partnership (see paragraph 8); (ii) deskkwincluding a review of documents, a survey
(see paragraph 5 (d)), and interviews and focusgrdiscussions with representatives of IFAD
Management and staff. The various working papemslyred in this phase are listed under the
annexes section in this document’s table of cosidfnt) visits to 10 IFAD-funded projects in five
countries; and (iv) writing of this evaluation reponcluding the preparation of IFAD Management’'s
response to the evaluation.

7.  During the draft final report writing phase, I0Eted a new approach, delivering Power Point
presentations to the Evaluation Committee of theck#ve Board in July 2010, the core learning
partnership in September and the President onvifl@aion’s preliminary findings. The aim was to

provide the Committee, the President and core ilegupartnership members an early opportunity to
express their views on the evaluation’s main result

" The countries were selected on the basis of thewimg criteria: one from each region; diversetémms of
their progress on gender equality and women’s emspment; having at least two projects at differeéagss of
maturity and in different contexts, if possibledamt being in the midst of a major review or eadilon.
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8. In line with IFAD’s evaluation policy, a core leamg partnership was established for the
gender evaluation, with the aim of providing inpatsd reviewing key deliverables, including the
approach paper and this draft final report. Its ipers were also responsible for sharing all
information and documentation with others in ttidiisions. In addition, the evaluation underwent an
internal peer review within IOEThe comments of the core learning partnership, Btialuation
Committee, and the IOE peer reviewers were takienaocount in this final evaluation report.

9. Finally, in accordance with the evaluation polithpse involved in the development and
implementation of IFAD strategies and operationsenwgystematically invited to undertake a self-
assessment during the conduct of independent ei@igaby IOE. In this regard, it is useful to
underline that IFAD Management had already underta&n elaborate process of self-assessment
relative to the gender action plan and the regigealder programmes in 2005-2006. A summary of
the main findings of these self-assessments isacwed in chapter Ill. IOE considers these effoots t
be adequate, given that, in the course of this gerdaluation, Management provided additional,
updated information and data to IOE on issues agaisahat were not sufficiently covered in the-self
assessments.

D. Structure of the report

10. The evaluation report is structured in five chaptém addition to this one. Chapter Il gives a
brief overview of concepts and practices relatmgénder equality and women’s empowerment, and
provides a summary of what was learned from thectmmarking exercise. Chapter Il outlines the
evolution of IFAD’s strategic approach to gendenady and women’s empowerment, and compares
IFAD’s efforts with those of other organizationsdpter IV provides an overview of the performance
of past operations, the evolution in approachesegent COSOPs and ongoing projects, and the
perspectives of partners and results from the cmsnvisited during the evaluation. Chapter V
describes the findings of the analysis of corpobatginess processes, whereas chapter VI contans th
evaluation’s conclusions and recommendations.

8 Members of the Core Learning Partnership consistédthe Associate Vice-President, Programme
Management Department (PMD); the Chief Developnfeinategist; the Chief Finance and Administrative
Officer; the Director, IOE; all directors from tHeMD regional divisions; the Director, Human Res@src
Division; regional economists from the five PMD i@ugl divisions; the Senior Technical Adviser — Genand
Poverty Targeting, PTA; the Senior Portfolio Manad@MD; the lead evaluator for the gender evatumtn
IOE; regional division gender focal points; a reganetative of the thematic group on gender; andrsthe

° The Director, IOE, and numerous evaluation ofosere part of the internal peer review process.
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Key points

<> The Consultation on the Eight Replenishment of IFAResources in 2008 took a decision that IQE
would undertake this evaluation. The need for alaimevaluation by IOE was also recognized fin
IFAD’s Gender Plan of Action.

< The evaluation’s objectives are to: (i) assessréfievance of IFAD’s strategy in promoting gender
equality and women’s empowerment; (ii) learn frame texperiences and good practices of other
development organizations; (iii) assess the resoitdFAD-funded activities related to gendg¢r
equality and women’s empowerment in its countrygpgonmes and corporate processes; nd
(iv) generate a series of findings and recommeadatthat will assist IFAD Management and the
Executive Board in guiding the Fund’s future adi@s in this area.

<> Four building blocks form the basis of the evaloati(i) an analysis of the evolution of genddr-
related concepts and development approaches, auwmarehensive documentary review of the
policy and evaluation documents prepared by otkeeldpment organizations (i.e. a benchmarkjng
review); (ii) an assessment of key IFAD corporatdiqy and strategy documents; (iii) a metp-
evaluation of past operations based on existinduatige evidence, a review of recent coungy
strategies and ongoing projects, and five coungigsvto collect the perspectives of partners fitbm
countries and evidence from the ground about tlidvang approaches and results of IFAD-fundgd
projects; and (iv) a review of selected corporateifiess processes that have implications for IFAP’s
performance in promoting gender equality and womempowerment in partner countries.

<> The evaluation process followed IFAD’s evaluatiasligies, including the establishment of a core
learning partnership, self-assessment by Managenamt an IOE internal peer review. THe
methodology included document review, interviewsicus group discussions, a targetpd
guestionnaire survey, and direct observation afitiets on the ground and at headquarters.

Il.  EVOLUTION OF GENDER-RELATED CONCEPTS AND DEVELOPMEN T
APPROACHES, AND FINDINGS FROM THE BENCHMARKING REVI EW

A. Evolution of gender-related concepts and developméapproaches

11. IFAD’s mandate is to contribute to agriculturaldarural development. In many of the
countries where IFAD works, women produce mosthef food that is consumed locally. One study
calculated that agricultural productivity in subR&@esan Africa could rise by 20 per cent if women had
equal access to land, seeds and fertiliZefs World Bank report concluded that reducing gender
inequality leads to falling infant and child moitgl improved nutrition, higher economic productyvi
and faster growth. For the global community, genelguality is also a commitment, embedded in
international human rights agreements and in thgedrNations Millennium Development Goals
(MDGSs). IFAD needs to address the situation of wonre rural communities, both to end rural
poverty and to increase wealth.

Box 1. Excerpt from the World Bank’s World Development Report 2008:
Agriculture for Development

“Women play a major, but largely unrecognized, iolagriculture in most countries g
the world. Failure to recognize their roles is dgstt results in misguided policies an
programs, forgone agricultural output and assoathiacome flows, higher levels of
poverty, and food and nutrient insecurity

o -h

12. What is most surprising about this statement i$ ithalosely resembles the well-researched
arguments made by Ester Boserup in 1970, whiclaliyitstimulated the efforts of development

10 paper prepared by C. Mark Blackden and R. Sudhar§tanagarajah for the World Bank/ United Nations
Economic Commission for Africa Expert Meeting orfoor Growth in Kampala, Uganda, 23-24 June 2003.
1 See World Bank, An evaluation of World Bank supgf02-8, Gender and Development, 2010.
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agencies to pay attention to the different roled status of women and men in production systems
and in the household, and to how inequality betweemen and men was generated and perpetuated.
She and other researchers documented that gendsr,neore pervasively than race, ethnicity or
class, is a fundamental organizing principle ofiestyc— and of inequality. Despite development
efforts, the situation of rural women in developioguntries has improved only slightly since that
time. This is related both to the difficulty of amsénsitivity to change in these areas, and to the
reluctance of development agency leadership togengéth these issues seriously.

13. Before Boserup, development agencies often dedt women as an exclusive target group,
and most assistance was for their work as homemafeitrition education, hygiene, childcare,

kitchen gardens, poultry raising). Investments gmicultural production (security of land tenure,

irrigation, improved seeds and new skills in prdgc practices) were directed towards men. This
approach tended to increase women’s workload, &ulveden the inequality between women and
men, as men spent increased income, often witlamguiting their wives.

14. In response to increased awareness of these prebbiwelopment practitioners concerned
about gender inequality began to devise new appesato strengthen women’s decision-making and
economic power. One major approach, today usuallead women’s empowerment (which evolved
from “women in development”), was to assist womanfarming groups that could undertake
economic activities, and serve as a forum for wotmefearn new skills and gain new confidence.
These were primarily intended to increase womeniduyctivity. In more successful women'’s
empowerment projects, or project components, woaisa increased their ability to negotiate for
their wider interests (e.g. safe stalls in the ratigk reasonable prices, more voice in family decss

or public investment priority for health care owedtion). Women benefiting from this empowerment
approach had the added advantage of holding artdotiory the group’s working capital and profits,
and keeping it safe until women needed it, sindeemtise husbands or men relatives might
appropriate either the produce or the profits. Thisnen’'s empowerment strategy has been quite
successful in South Asia and many parts of sub+@ahafrica, when production is tied to viable
markets. It has failed spectacularly when therenareafeguards to prevent men or elites from taking
over profitable activities, or the resulting incaniéis approach requires negotiation with men and
women in communities to persuade them that supgprtiomen is a good idea. These activities are
most often structured as a component of a project.

15. The second approach, usually called gender equbbiy taken two different forms, the second
more recent. Rather than separating women and timemender equality approach is built on women
and men having better opportunities for greatedpectvity and greater influence in decision-making.
It treats women not only as producers, but alsoitggens, and is the approach officially adopted by
the United Nations and by the OECD.

16. In a number of development programmes, the gendealigy approach has been put into
practice by activities such as hiring unrelated womas well as men (for road-building and
maintenance projects, for example); training botbmen and men in improved agricultural
production, in group participation and leadership investing in assets (land, productive equipment
transport, etc.) for women as well as men. This@ggh often requires: (i) awareness-building for
both women and men to increase the likelihoodwmahen will be permitted (and permit themselves)
to participate, especially if the activities propdsare not traditionally undertaken by women; and
(i) skills training, confidence-building or othsupport to help women participate on an equal basis
with men (for example, woman-headed householdscgaating in an activity to improve agricultural
productivity may need to hire ploughing services).

17. More recently, a new form of gender equality apphoan agriculture and small-scale
enterprises has focused on strengthening the complarity of family-based production: helping
husbands and wives become involved in improvingcaljural production, recognizing that when
everyone’s contribution is valued and everyone benedt increases productivity. This has been
especially powerful for quality improvements in iagttural value chains, where women are often
traditionally responsible for post-harvest procegsiand are said, by members of farmers’
organizations, to have a comparative advantagaisiype of work. This approach has had the added
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advantage, some families report, of redistributiogisehold work as needed, to allow both women
and men to take advantage of training and work dppiies, thereby increasing the family’s coping
capacity. When the improved productivity generatigmificant profits, it contributes to decreasing
men’s seasonal or permanent off-farm migrationretbne improving community viability. This form
of gender equality is also likely to require “caighi’ support for women and awareness-building for
women and meft.

18. While both women’s empowerment and gender equalitgroaches can be successful, few
agencies apply them systematically, and most ailnvest in them. The OECD’s Development
Assistance Committee notes that gender equalitynanmden’s empowerment should be treated as an
accountability issue, not an advocacy issue. Inerottvords, it is not whether development
programmers or managers are “persuaded” that gesglgality is important: unless they and the
organization take it seriously, their work will sefff, and they must be accountable for their
performance. This belief led to the developmentoofanizational policies, and the desire to
“mainstream” gender — i.e. to ensure that the geralated implications of an organization’s work
are taken into account and acted on. However, févear 10 per cent of all development resources are
devoted to gender equality or women’s empowermantl accountability for following gender-
related policies is generally weak.

19. An overall conceptual framework to explain the disiens and dynamics of change needed for
gender equality and women’s empowerment is setirofigure 1. It is similar to frameworks for
change for other social dimensions such as raessabr ethnicity. Both the gender equality and
women’s empowerment approaches outlined above easitbated within this framework. Where
IFAD's programming has been successful in contiilgutto gender equality and women’s
empowerment, it has paid attention to activitiegach of the quadrants (or ensured that othersactor
are undertaking complementary activities), andt@tbadequate resources to these efforts. Whether
to use a gender equality or a women’s empowermpptoach depends on the context and the
gendered division of labour, on the nature of ttpecaltural or rural development investment, and on
the response of partner Governments.

12 5ee, for example, the Las Verapaces project irteBnada, the work with Linda Mayou and Oxfam NOVIB i
Uganda, and SDC's programming in agriculture in &ubhis approach merits more systematic analysis an
documentation than was possible during this evianat
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Figure 1. What needs to change for gender equalignd women’s empowerment

Individiual
Change
Women's Access to 4
and men’s resources &
CONSCiousness 7 opportunities
Informal / Formal
»
L 4 Informal cultural Formal
norms and laws, policies,
exclusionary arrangements
practices

Institutional’Systemic
change

B. Benchmarking review

20. The benchmarking review was undertaken with a t@eomparing IFAD’s gender work with
that of other organizations, identifying commone$t and differences in order to derive good
practices and pointers for learning. To the exteat the information was easily available, efforts
were made to collect data on the performance ofatip@s financed by the other organizations
reviewed, to the extent that this information weadily available.

21. Recent gender policy documents and evaluation tgpwom comparator agencies were
reviewed. As mentioned in paragraph 5, the bendkimgreview included AsDB, CIDA, OECD,
SDC, UNDP, World Bank, and WFP. The methods forchemarking were largely based on a
documentary review of existing literature as wedl discussions with key informants in the
organizations covered.

22. What is the nature of comparator agencies’ gender glicies? The reports revealed that all
agencies had, fairly similarly, expended significafforts in mainstreaming gender equality and
women’s empowerment through the development of cdéeldl policies. There were differences
among the agencies, however, as to whether thdisgepdocused on gender equality in the agency’s
development activities (AsDB, UNDP, World Bank), whether they had a more comprehensive
agency-wide focus (CIDA, WFP). Two agencies inctidéention to gender equality in staffing and
creating a culture of inclusion (SDC, WFP) as apdnant dimension of generating results on the
ground. Other agencies may also have human resopalies relating to equality and inclusion
based on gender, race or other dimensions, bué thvese not reviewed by the evaluations. The
rationale for all the policies is similar, combigia development effectiveness rationale and a human
rights rational& (although recent World Bank documents emphasiealévelopment rationale). The
objectives of the policies are also similar, comimnaccess to and control over resources (including
basic services) and ability to make and influeneasions.

3 This is confirmed by the 2006 OECD study.
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23. Agencies differed in their communication effortsdaim the dissemination of their gender

policy. In some agencies, outreach to the field wesk, with evaluations reporting that basic

documents were not available, not translated orread (UNDP). Consistent commitment and

communication by agency leaders was important (WEPC on gender equality in staffing and

culture), although most evaluations noted thatgyoiinterpretation and application varied widely at

the field level. CIDA made a large investment imder analysis training for all of its management
and staff during the 1980s and 1990s, but hasinoé slone much in that area despite a significant
generational turnover in staff.

24. Agencies varied in the efforts they put into depélg results-based frameworks and
programming tools, and communicating and implenmgntihem throughout the agency. The strongest
focus (AsDB, CIDA, World Bank) is on ensuring thligggnder equality and women’s empowerment is
taken into account during the design phase. HowéwerWorld Bank reports that only 59 per cent of
its agriculture and rural development projects adsigender equality and women’s empowerment at
design™* CIDA requires a gender analysis and gender sydimgall its projects, the World Bank
only for those in priority sectors. Reviews of howell this is working over time are not regularly
tracked. Box 2 provides examples of some good igedatitiatives in other organizations to promote
gender equality and women’s empowerment.

Box 2. Examples of good practice found in the benatarking study

CIDA: Policy dialogue and advocacy for gender equality ssgnificant component of th
organization’s work.

11%

World Bank: Increasing the number of girls in school is a majbjective of the World
Bank.

SDC: Increasing the proportion of women at all levelshaf organization and taking steps
to create a culture of inclusion is an importamtu® of SDCs’ work.

WFP: Strong leadership contributed to enhancing sugposattention to gender equality.

25. What is the level of investment in gender equalityand women's empowerment in
comparator agencies?he evaluations undertaken by the organizationsreavin the benchmarking
review did not successfully address this area, girtlybbecause of the complexity in identifying and
extracting the specific amount of resources alletdibr gender-related initiatives. This is a chadie
across the board — including for IFAD — and willdiscussed in more detail later in this report.

26. There are two major types of resources allocateprdmoting gender equality and women'’s
empowerment. The first is related to organizatiardts (sometimes described as administrative or
overhead costs). The evaluations typically desdribe number of regular staff dedicated to gender-
related work in the various organizations coverssk(box 3). However, one challenge in getting a
clear picture is that the organizations covered different titles and locate such staff in differen
organizational units. In all the evaluations rewaelvthe resources spent on mobilizing consulting
expertise related to gender equality and womenigosverment (which is frequently used) is not well
captured.

4 World Bank Group Gender Action Plan: Implementatitatus Update, October 2009, prepared for the
IDA 15 mid-term review.



EB 2010/101/R.9

Box 3. Gender architecture and staffing levels aceding to the evaluation reports

In 2005,the Gender Unit of UNDP had four professional staéimbers. Also, at the
UNDP time of the evaluation, UNDP had a gender adviseaich of the six regional service
centres.

Total gender staff: 10

SDC At the time of the evaluation (2008), SDC had alted two part-time staff (two 8
per cent positions) in the Governance Division ¢ Professional Service
Department to support the implementation of thedgerequality policy. There wer
also gender focal points in regional units and otlepartments at headquarters an
field offices, whose time allocation increased assallt of the evaluation.

Total gender staff in central unit: 1.6

<D O

WFP Not available in the report
Total gender staff: n/a
CIDA Twelve professional staff in the Human Developmant Gender Equality Policy

Unit (not all working on gender), one gender advise each region and department
at headquarters, locally engaged full-time gendeisarsin many country offices.
Total gender staff: n/a

AsDB At the time of the evaluation (2009), there wene¢hgender specialists working fin
Manila and one vacant post. Additionally, six gendad development consultants
were appointed to the resident missions in Bangladmdonesia, Nepal, Pakistan,
Uzbekistan and Viet Nam.

Total gender staff: 9 plus a vacant post
World At the corporate level, 16 staff members were folynappointed as gender staff as|of
Bank May 2009. Beyond this, data on the number of geadecialists at the World Bank |is
difficult to obtain. Furthermore, staff members ertithan gender specialists also
spend time on gender issues, which is very diffitubuantify.
Total gender staff: 16(at corporate level)

27. The second major category of expenditures is irptbgects supported by these agencies. None
of the organizations covered systematically captuitds expenditure, as there is no rigorous
definition of what should be counted (essentialffie@ncial system coding). For example, if a projec
improves a rural road, should half the cost ofrtheed be coded as an expenditure for gender equality
and women’s empowerment, since women use roadsubobgonstitute half the population? Or, for a
communications department, should only messagestingl to gender equality and women’s
empowerment be counted, or also general commuoitathat make reference to both women and
men — and if so, what percentage? Staff in the @ager{CIDA, SDC) commented to the evaluators
that it is seldom a problem to budget for genderaéity and women’s empowerment within projects
and programmes: if there is a need and a justificain the design, the expenditure is generally
approved. Lack of funding, therefore, is not seefe a reason for inadequate performance in this
area.

28. If one does not automatically count every investngenbeing 50 per cent gender-related, since
women constitute half of the population, and indteaunts the additional level of effort needed to
include women (e.g. ensuring that girls go to sthenad that women have identity documents,
building capacity and support for women to lead,)et rough estimate from OECD studies and other
analyses is that agencies allocate less than 1€epéfor gender equality and women’s empowerment
(and many less than 5 per cent). Given the paufityesults, this level of investment is clearly
inadequate.

29. Results. Because IFAD has a more limited sectoral focus tite comparator agencies, its
ability to develop and report on results on theugm related to gender equality and women’s
empowerment — through mechanisms such as the IFASUIE and Impact Management System
(RIMS), the Annual Report on Results and ImpactF#D Operations (ARRI) and the Report on
IFAD’s Development Effectiveness (RIDE) — is amahg strongest. IFAD also has indicators for
gender equality and women’s empowerment resulisn ¢lrough these are not separately compiled
and analysed and are often hidden because theyadliexd up” with other social indicators in the
reports. One of the evaluations (CIDA) noted tltré were “invisible results” the organization’s

10
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systems could not capture. While all evaluationgsewable to point to some positive field-based
results, most found uneven and disappointing implaation of gender equality policies and limited
results. The reasons for this disappointing peréoroe were relatively common, although with some
difference in emphasis, depending on the agencgedan the benchmarking review, the following
recommendations highlight the main areas in neachpfovement:

» Strengthen the capacity and role of senior manageme structures in leading and
overseeing gender equality workThe role of senior management structures in suftdess
gender mainstreaming is discussed in four out ®f reviewed reports. The UNDP
evaluation report summarizes the discussion wekatership is crucial to strengthening
and making effective progress with gender mainsine@ in the organization.” Without
clear and sufficient guidance, vision and knowlefigen the management level, there is a
risk of ineffective mainstreaming. This observatiemot specific to the issue of gender
equality but is applicable to any mainstreamingcpss.

« Develop and include training on gender equality forstaff. All six evaluation reports
highlight the lack of gender training and knowledgaong staff as a key issue. UNDP
finds that there is considerable confusion abouatwthe term gender mainstreaming
means. SDC points out that the lack of a theorghainge, or hypotheses about cause and
effect relationships, leaves staff without evidebesed approaches as a basis for action.
WFP reports that staff collected some gender-digagged monitoring data, but were
unable to use them to shape programming. For ssfttegender mainstreaming, not
everyone needs to be an expert, but testing appesao remove economic, social and
cultural barriers to gender equality and women'peawerment requires an intelligent
understanding of what those approaches are. Witthisit implementation becomes lip
service, or at best, a guessing game.

« Encourage gender balance at all levels of staffirig the agency.Evidence from private-
sector studies indicates that policies promotingdge equality in staffing and building
cultures that sustain their implementation are dithko better corporate performance,
higher employee satisfaction, and ability to attr@ed retain top taleft. Two of the six
agencies reviewed (SDC and WFP) have integratedlegebalance in hiring and
promoting staff as part of their gender equalitgd awomen’s empowerment efforts. Not
only were they convinced that this would contribute the success of their gender
mainstreaming efforts, but they also felt that @samportant to be consistent with what
they were requiring of their grantees and partrieng. two evaluations found that internal
policies and systems to ensure gender equalityadhwvgere not sufficient in themselves:
other efforts were also needed to build an inckisivlture that fully welcomes all staff.
For example, staff members at WFP describe itsi@ilas one where women and men,
with or without family obligations, are expected-toand do — respond immediately to
crises, especially natural disasters. When then® ismergency, it is widely accepted that
staff members will organize their work to balancerkvand family responsibilities, using
telecommuting and flexible working hours and takiimge off against their accumulated
overtime entitlement. SDC has made it a practiceerteure young professionals have
opportunities to rotate positions in order to bibldad competencies and understanding,
while at the same time enabling individuals to ascwdate their personal and family
situations.

< Ensure an appropriate level of effort for integrating gender equality, with clear terms
of reference, time and coordination.A commonly used approach to ensure gender
mainstreaming (in addition to a dedicated policypmygrammatic gender equality unit) is
to assign gender focal point responsibility withirork units. The purpose of these
positions is mainly to strengthen the efforts afidgr equality and women’s empowerment
work in their units, and to be aware of the effats- and coordinate with — other units in

15 http://www.twiinc.com/twi-philosophy.html

11



EB 2010/101/R.9

the agency. In agencies where this has been thtgarahe evaluations found that the role
of the gender focal points was problematic, maibhBcause of the inadequate time
allocation (most commonly 10 per cent); the uncleandate and terms of reference they
are given; and the imprecise accountability refegiops of this function. To be effective,
gender focal points need to have tools, time, nessuand authority. They should have
clear terms of reference, or job descriptions thdicate their responsibilities with regard
to gender mainstreaming. If they report to a regiananager and work with a gender
working group, the accountability and problem-sadyimechanisms should be clear.
Gender focal point responsibility should not be ad-on task that suffers under the
pressure of other work, nor should it be deleg&adgtie most junior woman in the unit.

Another strategy to achieve effective gender megashing is to increase the number of
gender experts available to the agencies. The parpb this investment (in staff and/or
consulting expertise) is to support staff capattymprove design and delivery. Without
expert knowledge, programming is unlikely to meebd) practice standards, and may
inadvertently be ineffectual or even harmful to den equality and women’'s
empowerment.

Improve results orientation, and monitoring, reporting and evaluation to assess
results. All evaluation reports reviewed identified the Raof a results framework to
measure gender equality systematically as a craoraern. Some reports highlighted the
importance of focusing on outcomes rather than wipuws, and setting clear targets for
gender mainstreaming. Evaluation instruments atsaled to be revised to ensure that the
results of gender activities are captured. Thesasares, especially those focusing on
specific targets that can be monitored, make isibtes to retain gender as a “driver” or
cross-cutting issue; without them, there is a tiskt gender will be “invisible” and no
one’s business in particular.

Make adequate financial resources available for geter equality. All of the evaluations
had difficulty in finding reliable information abbuhe volume of investment in gender
equality. This is in part because the investmenteiguired in both programme and
administrative budgets, and there is not an agsystem of coding. Nevertheless, most
evaluations felt the investment was insufficiergpexcially in administrative budgets,
although in two cases (CIDA, SDC) staff consulteld that there was no constraint on the
availability of programme investments.

Address staff accountability. The evaluations found that accountability systefins
gender equality and women’s empowerment were w&hkre is no system for work
planning and staff performance evaluation thatudek attention to gender equality.
Where gender advisers exist, their responsibiltgmpared with that of programme
managers, is often unclear (UNDP). The role of gerfdcal points — who are seldom
specialists — is also unclear in a number of agasn@DC, WFP).
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Key points

« There has been an evolution in approaches to hgilgénder equality and women’s empowermgnt:
pre-1975 efforts were mainly addressed to men aduysers and women as homemakers, whjch
ignored the important role of women as farmersfaond producers.

% This led to the adoption of women-focused approscifmday usually called women’p
empowerment); and approaches focusing on chandiagrelations between women and mgn
(usually called gender equality approaches).

% Arecent and promising gender equality approacmptes the complementarity of women and njen
in family production and farmers’ organizations.

% Two major drawbacks to the effective application le§sons from previous operations aref a
reluctance to address gender as a major organfmiimgiple of society and a failure to inve
sufficiently.

—

% All development agencies with recent evaluationgehaad, at best, mixed success in implementng
gender mainstreaming. There was a broad consensusgathe agencies that this was mainly dud to
lack of:

» results orientation (for impact or for organizaabprocess);

» consistent leadership and follow-up by senior manaant;

» accountability by staff through performance managetsystems;
» aclear understanding of how best to address génelguality;

» adequate investment in gender equality expertis=&D regional divisions as well as if
IFAD-funded projects; and

« attention to gender balance in staffing, and alsefi@an inclusive organizational cultt

. IFAD'S STRATEGIC APPROACH TO GENDER EQUALITY AND WO MEN’'S
EMPOWERMENT

30. This chapter contains an analysis of IFAD’s strategpproach to promoting gender equality
and women’s empowerment. In particular, it aims(fpassess the relevance of the objectives and
approaches articulated, and the quality of thelte&@amework, if available; and (ii) review whethe
the documents examined provided consistent guidemt€AD staff for promoting gender equality
and women’s empowerment. The chapter begins withcapunt of IFAD’s efforts in this area from
its establishment until 2000. Thereafter, it re\gelfAD’s efforts in the first decade of the new
millenium. Its final part compares IFAD’s strategipproach with the approaches of the benchmarked
agencies.

A. IFAD’s experience with gender equality and women’&mpowerment: 1978-2000

31. IFAD started its operations in 1978, at the begigrf the International Decade for Wom@én.
At the time, there was growing global awareness$ wamen perform critical roles in agricultural
production, natural resources management and holdsé&od security in developing countries, but
have less access to assets and services and tésisrdenaking power than men do. One of IFAD’s
basic legal texts, the Lending Policies and Catgriwith its various updates over the years, has

6 The United Nations declared 1975 the InternatioNaimen’s Year to mark the importance of women in
international development cooperation. The globafference that culminated the year was held in beglity,
Mexico, and the United Nations decided that thaedssas of such importance that it declared 197%18&e

the International Decade for Women. It also held further world conferences to review progresst985, in
Nairobi, Kenya; and in 1995, in Beijing, China.

Y The Lending Policies and Criteria were adoptedttiyy Governing Council at its second session on 14
December 1978. They were amended by the Governinonel at its seventeenth session on 28 Januarg 199
(resolution 83/XVII), its eighteenth session on Rfuary 1995 (resolution 89/XVIII), its nineteersbssion
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always included the directive that IFAD loans favéstment projects should benefit women and men
equally. This policy has meant that, even in thdyeE980s, many key IFAD documents stressed the
importance of women in agriculture. Similarly, IFADnded projects had activities/subcomponents
specifically directed towards improving women'’s faed and livelihoods.

32. IFAD therefore began to focus on the situationusl women soon after its establishment and
has devoted increasing attention to issues afigttiam over time. For example, in February 1992, it
organized a major summit in Geneva on the econalmielopment of rural womef.The summit
aimed to promote political commitment at the highlesel, raise public awareness and mobilize
worldwide support for rural women. One of its fings was that stand-alone project components
aimed at “women in development” were generally fieetial because they were often small,
unrelated to profitable production systems and raitl address the unequal relationships between
women and men, or the exclusion of women from systand services such as land ownership and
agricultural extension. Given the greater recognitthat women — and men — did not exist in
isolation, and that ways to address the existirggual relations between women and men needed to
be found, IFAD began, in the early 1990s, to desigthimplement projects that targeted both women
and men. Nevertheless, components in some projeotstinued to emphasize women’s
empowerment.

33. In January 1992, to provide a framework for the &ansummit, IFAD issued a landmark
document on gender equality and women's empowermé&strategies for the Economic
Advancement of Poor Rural Women”. The documentdattong focus on women as producers and
the gender constraints that are frequently assmtiaith their reproductive, social and culturalesol
The premise was that it was essential to understandocially defined distinction between women'’s
and men’s productive responsibilities and actigitie order to allocate resources and servicesogeth
who need them the most and can make the best uisernof The document recommended a shift from
stand-alone “women in development” project compdsiém the integration of women in all aspects
of IFAD-funded operations.

34. Another indication of the importance that IFAD #iitited to promoting gender equality and
women’s empowerment was the establishment, in 1604 Gender Desk in PTA staffed by one
Professional (i.e. a senior technical adviser)hwermarked funding support from donors. The desk’s
main purpose initially was to provide technicalutgpduring project design, but over time it tookaon
significantly expanded range of activities. Todaisiheaded by a “senior technical adviser - gender
and poverty targeting”, with support from two Pisdmnal staff members and one administrative staff
member funded by IFAD. The evolving role, respoiiisigs and resources available to the Gender
Desk will be discussed in detail in Chapter V.

35. The 1992 strategies document did not set targetd-fD to meet, but described an approach
that the Fund could take that was consistent Withibternational thinking of the time on gender
equality. The approach involved empowering womed lamilding IFAD capacity to cater for their
production-related needs, their rights to self-debeation and their effective participation in all
aspects of society. These principles provided thetisg point for IFAD’s efforts to articulate a
gender-equality approach over the following twoatkss. In 2003, IFAD adopted the definitions set
out in box 4, which are consistent with United Hat system definitions.

on 18 January 1996 (resolution 94/XIX), its twethtiSession on 21 February 1997 (resolution 101/>6xXd

its twenty-first session on 12 February 1998 (netsmh 106/XXI).

8 The Geneva summit brought together, among othefgl wives of heads of state or government;
representatives of heads of state or government #@ other countries; the Secretary-General oflithited
Nations; 10 heads of United Nations agencies aprkesentatives of 12 others; and six special guests the
developing world. For more information on the sumsee www.ifad.org/events/past/anniv/mile92.htm.
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Box 4. Gender equality and women’s empowerment deiitions used by IFAD"

Gender

The termgender refers to culturally based expectations of thes@ad behaviours of women and
men. The term distinguishes the socially constdufitem the biologically determined aspects of being
male and female. Unlike the biology of seenderroles and behaviours and the relations betweep
women and mengender relationscan change over time, even if aspects of theles ariginated in
the biological differences between the sexes.

Gender equality

In IFAD's terminology gender equality means that women and men have equal opporturdtidife
chances, to access and control socially valuedgyaad resources. This does not mean that the goal
for women and men to become the same, but it danrthat IFAD will work towards equal life
chances for both sexes. In order to achieve this,sometimes necessary to empower, or "build up
groups that have limited access to resources —-efample, by providing day care for children,
enabling women to participate along with men irnireg workshops, providing credit to rural women
with restricted access to productive resources,asrwas the case in Latin America, establishing
educational programmes for boys because their $cttendance was weak compared with that o
girls.

Gender mainstreaming
For IFAD as an institutiongender mainstreamingis the process by which reducing the gaps in
development opportunities between women and menvandting towards equality between them
become an integral part of the organization's estrgt policies and operations, and the focus o
continued efforts to achieve excellence. Thus gengenstreaming is fully reflected, along with athe
core priorities, in the mindset of IFAD's leadepshind staff, its values, resource allocations, aijrey
norms and procedures, performance measurementsyraabilities, competencies, and its learning
and improvement processes. In IFAD's developmerivites, gender mainstreaming implies
assessing the implications for women and men of plapned action, including legislation, and
ensuring that their concerns and experiences kea ffally into account in the design, implementafio
monitoring and evaluation of all development atitds. The aim is to develop interventions that
overcome barriers preventing women and men froninigaqual access to the resources and services
they need to improve their livelihoods.

Empowerment

Empowerment is about people taking control of the@s. It is about people pursuing their own gpals
living according to their own values, developindf-seliance, and being able to make choices andl
influence — both individually and collectively —etldecisions that affect their lives. Empowermerat is
process that can be long and complex. For womemardto be empowered, conditions have to bg

36. In the second half of the 1990s, IFAD sought targefvays and means to implement the main
provisions contained in the 1992 document. For gienit forged a strategic link between household
food security, which was increasingly emerging asagor objective of IFAD-supported projects, and
women’s empowerment and gender equality issuegiicwdture and rural development. A major
milestone was the development and introductiondf9lof “Memory Checks for Programme and
Project Design — Household Food Security and Géntfawvhich contained a set of questions related
to household food security and gender that neealéx taddressed when designing an IFAD-funded
project. IFAD used this checklist to formalize ésisting strategies on gender in the project caole

to increase consistency, transparency and accdlitytalm decisions concerning the gender
dimensions of its operations.

% These definitions were contained in the Genden BfaAction discussed with the Board in April 2003.
2 The Memory Checks may be viewed at www.ifad.oméige/approach/gender/mem.htm.
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37. As mentioned earlier, other efforts were made toluise gender equality and women’s
empowerment in major organizational documents. IBARending Policies and Criteria (1998), for
example, states: “Within IFAD’s policy and programiic focus on poverty targeting, the poverty
group deserving more particular attention is powalrwomen, who are the most significant suppliers
of family labour and efficient managers of housdHolod security. IFAD, working closely with other
agencies, should pursue its policy dialogue withmder Governments on the issues related to the
economic participation of poor rural women, in tight of its field experiences and in accordance
with the Declaration for the Economic AdvancemehRaral Women, which was adopted by the
Geneva Summit on the Economic Advancement of RiM@inen. IFAD should strengthen its focus
on poor rural women by developing and sharpenirggifip instruments of intervention through the
exchange of experiences with others working in fieéd, and through further deepening the
conceptual understanding of the complex issuedvedo (page 23, paragraph 4).

38. Another example of efforts to apply this strategyfound in IFAD’s General Conditions for
Agricultural Development Financing (1999, revisad2009)** Section 7.13 of the document states:
“The Loan Parties and the Project Parties shallrenhat the resources and benefits of the Prdject,
the fullest extent practicable, are allocated amibregtarget population using gender-disaggregated
methods”.

39. Although no explicit reference was made to gendsués or women in the 1995 statement of
IFAD’s Vision the Strategic Framework for IFAD 1998-2000 (thenéFs first such framework)
highlighted the importance of rural women for suethle agriculture and rural development. One of
the five core thrusts of the strategic frameworknamned gender equality and women'’s
empowerment, emphasizing the need for “ensuringlgiebalance by supporting the development of
NGOs, targeting gender activities and consolidatieigted lessons and experiences from IFAD’s
projects and, where possible, replicating and Upgcthem”.

B. Gender equality and women’s empowerment efforts rm 2000 to 2010

40. In the early 2000s, th#=AD Strategic Framework (2002-200f)cognized that rural poverty
reduction was intrinsically linked to women’s empmowment and gender equality. The framework
articulated, for the first time by IFAD, the roléwomen as “agents of change” for their communities
It acknowledged that powerlessness is a dimensiopowerty and that gender inequality is a
manifestation of poverty. It stated that gendemassshould be addressed as a cross-cutting concern
all aspects of IFAD’s work — in other words, womeempowerment and gender equality should be
“mainstreamed”. It noted the link between MDG3 ptomote gender equality and empower women
— and the achievement of almost all the other MDgasticularly the hunger and poverty goals in
MDGL1. This general directive for mainstreaming citmited to shaping IFAD’s strategies, IFAD-
funded operations, and, as discussed in detail iap@r V, the Fund’'s key corporate business
processes.

41. To make its 2002-2006 strategic framework operatiolrAD developed the Gender Plan of
Action?? for implementation between 2003 and 2006. Thi®agilan was not submitted separately to
the Executive Board for approval but was discuse the Board in April 2003 during presentation
of the then Progress Report on the Project PatfdliThe minutes of the Board session state:
“Directors expressed interest in........ the Gender @kctPlan, whose implementation was being
launched. It was also noted that future portfoiparts would provide information on the experience
in implementing this plan.”

42. The action plan primarily aimed at internalizingnder issues in the project cycle by ensuring
gender-sensitive design and identifying specifitions, with related performance indicators at
different stages of the project life cycle. Therpldentified 25 actions, accompanied by time-bound

% The revised General Conditions for Agriculturalv@lpment Financing was approved by the Executive
Board in April 2009 (see www.ifad.org/gbhdocs/eB¢IEB-2009-96-R-3-Rev-1.pdf).

2 hitp://lwww.ifad.org/gender/policy/action.htm#poa.

% Available at http://www.ifad.org/gbdocs/eb/78/e/2B03-78-R-16.pdf.

16



EB 2010/101/R.9

and verifiable indicators, with which to monitorogress. The actions were procedural and related to
the project cycle, policy and partnerships, leagnamd innovation, accountability and monitoring.
They were clustered in three blocks, namely (i)actpachievement in the project cycle; (ii) IFAD as
a catalyst — policy and partnerships, learning iandvation; and (iii) accountability and monitoring
For monitoring purposes, a baseline survey wasrtetcen in 2003, identifying the pre-plan situation
with regards to the established indicatdrs.

43. The preparation of the gender action plan was ¢oateld by PTA and developed by the IFAD-
wide staff Working Group on Gender in Projects a@bgramme$® The plan also specified
implementation responsibilities of units/positiomghin and beyond PMD. At the highest level, the
then Senior Management was made responsible fgidmés implementation and monitoring, and for
allocating the human and financial resources necgsfor these purposes. Moreover, Senior
Management was required to “include progress indgemainstreaming as agenda items in senior
management meetings twice a year.” In fact, thesetimgs did not take place regularly, and, indeed,
many commitments made under “implementation redpiities” (as reflected in the gender action
plan, which may be seen in annex V of the ProgRegsort on the Project Portfolio) have not been
met. The list of implementation responsibilitiesiso reproduced in appendix 6 of this document.

44. The gender action plan did not require additioredources from IFAD’s administrative
budget, which constrained its implementation. lowdd have included at least resources for
awareness-building and training of IFAD staff. Tdetion plan was eventually funded by earmarked
resources from supplementary funds and from fimgnanobilized from IFAD’s grants envelope. In
this regard, over the last decade, all PMD regiainakions have implemented grant-funded regional
gender programmes for capacity-building, technicsalistance, research and support to gender policy
and advocacy. Regional divisions developed specdmgional gender strategies, or implemented
regional and country-specific grant programmes fgender mainstreaming and women’s
empowerment. The results of these efforts werearatly assessed in 2006 (see paragraphs 49-50
below).

45. The action plan's overall objective was to systemeatand scale up ongoing efforts to
mainstream a gender perspective in different aspafctFAD's work and to comply with the many
United Nations commitments, in particular the Uditdlations Economic and Social Council
(ECOSOC) agreed conclusions 1997/2002 on gendensineaming at the United Nations and
intergovernmental levels, most recently with thedBDOC resolution E/2002/L.14, “Mainstreaming a
gender perspective in all policies and programmethé United Nations system”. The plan was not
intended as a policy document, but as an instrurtemhainstream attention to gender in IFAD-
funded projects and other business processexadliad the principle, set out in the Lending Peci
and Criteria, of gender-equitable access to benefitl services. The plan also distilled from IFAD’s
established approach and experience in the fidlisket overarching objectives towards which it
intended to contribute (see box 5).

Box 5. IFAD’s gender equality and women’s empowerntd objectives, 2003

« Expand women’s access to and control over fundaahessets — capital, land, knowledge ahd
technologies;

% Strengthen women’s agencies — their decision-makiote in community affairs ang
representation in local institutions; and

< Improve women’s well-being and ease their worklodxys facilitating access to basic rurgl
services and infrastructures.

46. The gender action plan set minimum standards atableshed a common framework within
which IFAD’s regional divisions would develop spécistrategies and approaches, appropriate to

4 |n fact, this was the first time IFAD conducteduli-fledged baseline survey for a corporate policyplan of
action.
% Later known as the Gender Thematic Group.
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particular regional and country contexts. Eachgiivi had to determine how, with what resources,
and within what time frame it would achieve theablished targets, and incorporate these measures
into its divisional workplan and budget. Progresghie plan’s implementation was to be reported
annually to the Executive Board in the contexthaf Progress Report on the Project Portfolio (later
called Portfolio Performance Report, which has eibeen merged into the RIDE). However, the
space and attention provided in the Portfolio Rerémce Report to the coverage of gender issues was
limited.?® The Board, on its part, did not request more cefm@nsive annual reporting on the topic
until it called for this evaluation by IOE.

47. Attention to gender-equality issues, as an elernétEAD’s poverty targeting approach, was
reconfirmed in the IFAD Policy on Targeting, appedvby the Board in September 2006. The policy
states: “In any given context, IFAD will, togetheith its partners, identify the target groups trgbu

a gender-sensitive poverty and livelihood analgsisl have a special focus on women within all
identified target groups — for reasons of equitieaiveness and impact — with particular attention
women heads of household, who are often especiaihdvantaged.”

48. Over the past decade, following the adoption ofgéeder action plan, IFAD has incorporated
gender-related indicators in its internal guiddirfer the design, implementation, supervision and
evaluation of its strategies and the projects ppsuts. It also included gender indicators in its
corporate results measurement framework. Thesedacl

(@ In the internal guidelines issued in December 2006 the preparation and
implementation of results-based COSGPthe whole of appendix VIl is devoted to a
“checklist for inclusion of gender issues in COSOPnulation”.

(b) In the guidelines for project design issued in Deoer 2007, project designers are
required to ensure that gender equality and womemipowerment issues are treated
under the section on “poverty, social developmertt targeting” within the maturity
assessment template and in other places spedifige itemplate. In addition, IFAD has
developed a “checklist for gender-sensitive desigm’support staff and consultants
during the design process.

(c) The framework for RIMS for IFAD-supported countryogrammes (approved by the
Executive Board in December 2003) requires all ltesand impact indicators to be
disaggregated by gender where relevant. In practielevant first-level (output)
indicators do have requirements for gender disaggian; the only second-level
indicator (outcomes) that is disaggregated by geisd&omen’s leadership; whereas in
the third level (impact) neither the main indicaighange in malnutrition) nor the
additional indicator (change in assets) is disagmper by gender. Moreover, there
should be at least one second-level RIMS indicipeach of IFAD’s gender-related
corporate objectives.

(d) The guidelines for supervision and implementationppert® of projects and
programmes funded from IFAD loans and grants stthtats “targeting and gender” is
one of the special issues to be treated in thergigmm process. Annex 9 of the
aforementioned document provides guidelines orevewig targeting and gender issues
during supervision and implementation support, vetiditional questions to ask and
information to obtain.

(e) The template of the project status reports inclyatesision for a rating and space for
comments on the “gender focus” of the operatioreurdnsideration.

% For example, a specific section on gender isswssincluded in the 2004 and 2005 editions. An anmas
included in the Portfolio Performance Report in @0But there was no section on gender issues ir2@6&
document (the year the last edition of the Podf&lerformance Report was discussed with the Board).

" The revised framework for the preparation of rsshhsed COSOPs was adopted by the Board in Septemb
2006.

% The guidelines issued in September 2007 were pedpfallowing Executive Board approval in December
2006 of the IFAD Policy on Supervision.
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()  The guidelines for project completion reports, ébun June 2006, states under the
section on assessment of impact, that the evidehageater “gender equality and
empowerment of poor rural people” should be broumht under the various impact
domains. There is however no dedicated indicataotdel to gender equality and
women’s empowerment.

() The results measurement framework for reportingporgress achieved against the
IFAD Strategic Framework 2007-2010, approved byHERecutive Board in December
2006, includes “gender equity” as an indicatorrapact on poverty among the target
group with targets at entry, during implementatiand at completion of projects
financed by IFAD.

(h)  The results measurement framework for the Eightblddéshment period (2010-2012),
approved by the Board in September 2009, inclugesdicator to measure “gender
equality” in country programmes and project outcenvéith a baseline and 2012 target.
There is however no explicit, dedicated indicator gender equality and women'’s
empowerment in the Fund'’s results-based annualanmoge of work and budget.

()  Finally, gender equality and women’s empowermeset @so treated in independent
evaluations carried out by IOE, even though notenily assessed individually. Instead,
gender equality and women’s empowerment are comgldas integral dimensions
within the various evaluation criteria adopted IYEI (e.g. relevance, effectiveness,
etc.). This follows the logic that gender is a srostting theme mainstreamed in IFAD-
funded operations. However, IOE has decided to rkpgs evaluation manual by
developing dedicated indicators/questions to pme\ad overall assessment of gender
equality and women’s empowerment. This task willcbenpleted by the end of 2010,
and all evaluations from 2011 will be requiredriolude a more comprehensive analysis
and reporting on the topic. In the meantime, IOE hikeady recently introduced a
specific section on gender equality and women’s@aagpment in its evaluation reports.

49. In 2005-2006, PMD undertook a progress review arsglaassessment to take stock of the
variety of experiences in promoting gender equalitd women’s empowerment and to draw lessons.
This self-assessment included:

(@) A mid-term review of the Gender Plan of Action 005;

(b) Surveys of IFAD-supported projects, cooperatingditimsons and IFAD consultants
regarding gender issues in IFAD operations;

(c) Self-assessment of the regional gender-equalitgrpmmes; and

(d) A global workshop to bring together the resultgtaf assessment in a forward-looking
exercise in 2007 in Ronfé.

50. The self-assessment concludes that: (i) in gengmhder support has improved project
outreach to rural women, and made project staff tedparticipating households more aware of
gender issues and mainstreaming; (i) some pildivides to empower women have been
mainstreamed in IFAD-supported projects; (iii) theowledge produced and the dissemination
activities have provided significant learning tAF; (iv) the gender equality programmes have had
the greatest overall impact on project staff (faiaraple, in terms of their understanding and
knowledge of gender issues), a promising overghaich on end-beneficiaries (poor women), but only
a moderate overall impact on IFAD staff (mainly ®dese of the limited direct involvement of many
country programme managers in project activitiagy] (v) most programmes have been less effective
at the policy level, that is, in exercising infleenor in playing an advocacy role on gender equalit
issues.

29 | ooking for new directions: Gender mainstreamand women’s empowerment”. The workshop report is
available at www.ifad.org/gender/workshop/reporft.pd
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51. IFAD’s 2007-2010 Strategic Framework reiteratesor‘éevelopment efforts to be effective,
differences in gender roles and responsibilitieedn® be taken into account; and across all these
(target) groups IFAD will focus particularly on wem, not only because they have significantly less
access than do men to assets and services — angbles in public decision-making, but also because
addressing these inequalities, and strengthenieg cdpacity of rural women to perform their
productive roles more effectively, has a major iotpan poverty reduction and on household food
security.”

52. A new framework for gender mainstreaming in IFAD operations. The gender action plan
was a time-bound initiative (from 2003 to 2006) nhaito operationalize attention to gender relations
in the 2002-2006 Strategic Framework. Howeverofeihg Management self-assessments and as a
follow-up to the action plan, a new document, tlesitts Framework for Gender Mainstreaming in
IFAD Operations, was issued by the Associate Viessident, PMD, in July 2008. This was an
internal management document and was not discugiethe Executive Board.

53. The gender framework reiterates the principlesndiefns and key responsibilities contained in
the gender action plan. It confirms that attentiorgender issues is a permanent feature in business
processes related to the life cycle of IFAD-fungkedjects, and establishes the basic parameters and
indicators against which the performance of IFADdad operations in this area will be monitored
within its regular reporting and monitoring systeftigat is, through the RIDE). The specific results
indicators may be seen in table 1 of the gendendmork® It is also reproduced in appendix 7 of this
report.

54. In terms of reporting to Management and to the Htiee Board, the RIDE, produced annually
since December 2007, treats gender issues in rheckaime way as the Portfolio Performance Report
did. The evaluation found that, in general, therenention of gender issues in a variety of corgorat
management documents, including the RIDE and ARtel,Annual Report on Quality Assurance of
IFAD’s Projects and Programmes, the progress repottuman resources reform, and the progress
report on the implementation of IFAD’s strategy kmowledge management. At present, however, it
is difficult to give a comprehensive or in-deptheoxiew of the organization’s achievements in
promoting gender equality and women’s empowerment.

55. Unlike the gender action plan, the gender framewef&rs only to gender mainstreaming and
women’s empowerment in the context of IFAD-fundeemtions and thus to actions that fall directly
under the responsibility of PMD. It emphasizes thit#tntion to gender equality will be addressed in
the departmental results framework and in key perémce indicators. The results against all
indicators were to be reported through the RIDEthistis not the case at the moment.

56. The gender framework reiterated the three objestomntained in the gender action plan (see
box 5 above). In pursuing these objectives, IFADitiemed to include proactive measures and
activities specifically directed at gender equadibd women’s empowerment in its approach.

57. The Eighth Replenishment: gender equality and woméa empowerment. IFAD
Management presented a dedicated paper on thettofie October 2008 session of the Consultation
on the Eighth Replenishment of IFAD’s ResourteBuilding on this document, the final report on
the Eighth Consultatidh adopted by the Governing Council in February 2Diuded five actions
for IFAD to take: (i) build the capacity of IFADisorkforce — both Rome- and country office-based —
to better analyse the causes of gender inequakitiesaddress effectively gender issues in IFAD
country programmes and IFAD-supported projects,policy dialogue, and in areas such as
innovation, knowledge management and communica{ignensure that gender specialists and/or
representatives of women’s organizations partieipatthe design of COSOPs and projects, and that
projects give particular emphasis to training aapacity-building as a vehicle for the empowerment
of women and girls; (iii) strengthen capacity tahga sex-disaggregated data at project level, and
report annually on its performance on gender imjisrations; (iv) join the multilateral development

% The new gender framework is available at www.ifagigender/framework/index.htm.
31 This document may be seen at www.ifad.org/ghdepi8/iv/e/REPL-VIII-4-R-8.pdf.
%2 This report is available at www.ifad.org/gbdoc#8g¢e/GC-32-L-5.pdf.
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bank working group on gender and through the RIDEBerever appropriate providing sex-

disaggregated data; and (v) review both IFAD’s txis Results Framework for Gender

Mainstreaming and state-of-the-art indicators, aadsult with the African Development Bank and

other partners to identify the indicators for maieaming gender that are most useful and apprepriat
for inclusion in the Results Measurement Framevforkhe Eighth Replenishment. It also requested
IOE to conduct this evaluation of IFAD’s genderfpemance.

58. Some of the above commitments have been met, withers have not yet been fully
accomplished. For example, some training activitige been undertaken (e.g., security training for
women travelers), but there has been no IFAD-widaing on gender issues. IFAD has joined the
multilateral development bank working group andipgrated in three meetings thus far. Projects are
increasingly collecting sex-disaggregated datansuee participation of women as well as men but
this varies from project to project. More effortsud be made to ensure the participation of gender
specialists in the design of COSOPs and projedisshawill be discussed in chapter V.

59. Gender sourcebook.In 2008, IFAD together with the Food and Agricuéudrganization of
the United Nations (FAQO) and the World Bank, iss@hder in Agriculture — Sourcebookhis is

an important achievement and a useful instrumegutde COSOP development and project design.
The sourcebook combines descriptive accounts admealtand international experiences in investing
in agriculture with practical operational guidarmrehow to design agriculture strategies and prsject
involving both women and men. The guidance is amghby the nature of the intervention, for
example, rural finance, water and value chains.

60. The sourceboolprovides guidance to practitioners and technicaff $h addressing gender
issues and integrating gender-responsive actiorthandesign and implementation of agricultural
projects and programmes. Its purpose is not to getler specialists improve their skills but todgui
technical experts in finding ways to integrate gamimensions into their operations. The sourcebook
delivers practical advice, guidelines, principlasd descriptions and illustrations of approaches th
have worked so far to achieve the goal of effectiynder mainstreaming in the agricultural
operations of development agencies. It captures exmhnds the main messages of Werld
Development Report 2008: Agriculture for Developmand is considered an important tool to
facilitate the operationalization and implementatad the report’s key principles on gender equality
and women’s empowerment

61. The MDG3 gender torch.On 4 October 2009, the President of IFAD agreddke the gender
torch (in support of MDG 3, see box 6) from the BanMinister for Development Cooperation,
committing IFAD “to do something extra” to promajender equality and women’s empowerment.

62. One early outcome of this commitment was a jointoadcy effort with other Rome-based
agencies, which contributed to the unanimous adoptif a declaration by the 2010 High-level
Segment of ECOSOC unequivocally reaffirming geretpuality and the empowerment of women —
especially rural women — as essential for econ@nit social development and for the achievement
of the MDGs. This is a further indication of IFAD&mMmitment to gender equality and women'’s
empowerment in the 21st century.

Box 6. MDG3: Promote gender equality and empower women

The main target for MDG3 is to eliminate gendermpdisty in primary and secondary educatign,
preferably by 2005, and in all levels of educatimnlater than 2015. The three main indicatorg to
track progress are: (i) ratios of girls to boypimary, secondary and tertiary education; (ii)rsh
of women in wage employment in the non-agricultsedtor; and (iii) proportion of seats held ly
women in national parliaments.

5%

C. Analysis of IFAD’s strategic approach to gender eqality and women’s empowerment

63. The Gender Plan of Action (2003) and the Resulgriework for Gender Mainstreaming in
IFAD Operations (2008) articulate IFAD’s main op@vaal objectives for promoting gender equality
and women’s empowerment. To recall, these incl@@expanding women’s access to and control
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over fundamental assets — capital, land, knowlealyd technologies; (ii) strengthening women’s
agencies — their decision-making role in commuaiffiairs and representation in local institutions;
and (iii) improving women’s well-being and easirigeit workloads by facilitating access to basic
rural services and infrastructure. The numerouerathbrporate policies on different themes examined
during the evaluation (e.g. targeting, rural firgnwral enterprise) do not contradict these objest
although they vary in their attention to and inmuasof gender equality and women’s empowerment
dimensions.

64. In general, the evaluation finds that IFAD’s genddated objectives are relevant to the needs
of poor rural people and coherent with the Fund/erarching mandate of addressing rural poverty
through sustainable agriculture and rural develogm&he objectives recognize the central role
women play in agriculture and non-agricultural atgs; the importance of investing in women
proactively in order to improve their individual ifigge and livelihoods, and the food security ofithe
households; the need to expand women’s role insggemaking at both the household and the
community level; and the need for better publiziees for women and men in rural areas.

65. The objectives are consistent with the commitmesitsthe international community in
achieving MDG3 (see box 6 above), even though,rgthe nature of the activities it funds, IFAD is
likely to have a direct impact only against theosetindicator under MDG3, the creation of non-
agricultural employment for women. IFAD’s gendewuality and women’s empowerment activities
are, however, likely to contribute indirectly tesudts in the other two MDG3 indicator areas as well

66. The three IFAD objectives (as captured in the gerdgon plan and the gender framework)
relate to women’s empowerment, but do not state gbgder equality is important. Women'’s
empowerment cannot be addressed without considdhiagrelations between women and men
(including the division of labour, resources, powad influence). The absence of this explanation as
a preamble to or context for these objectives mg®itant programmatic implications. In practices th
evaluation finds that the most successful IFAD-ohgrojects engage both women and men in
renegotiating traditional roles and relationshipghe benefit of both parties and the increased wel
being of their families and communities — a win-wolution. However, this is not given as a ratienal
for the objectives, and, as a result, some projgotaot reach their potential for integrating women
and men in agricultural and rural development, géisy& highlighted in chapter IV of this report.

67. Based on a review of the gender policies of otfemetbpment organizatioridsix dimensions
are considered to be positive characteristics dfrganization’s gender policy. Such a policy should
specify the desirable ends (the what) and how pssEywill be measured (accountability), but leaves
the strategy (the how) to be developed by managedsstaff. This section provides an analysis of
IFAD’s corporate gender-related actions acrossetlseskey dimensions as follows:

» There is one overarching normative document thistits readers what is important, why
it is important, and how it fits with other corptegolicies and priorities;

* The document sets goals or objectives with meakugaogress indicators, especially in
terms of programmatic and organizational results;

» It states who is responsible for ensuring thafpiblecy is followed;

» It sets out who is accountable for implementing ploticy, including development of a
strategy and how accountability will be assessed;

» There are mechanisms to review progress, whichcansidered by the organization’s
senior management and governing bodies; and

33 See: B. Plewes and R. Stuart, Developing An Omgdininal Gender Policy, Match International, Ottawa
1990.
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e Subsidiary operational strategies and guidelineg beadeveloped from time to time to
provide details about the mechanisms for ensutiagthe policy goals are met in a timely
manner.

68. The evaluation notes that IFAD has an operatiomdicy on gender equality and women’s
empowerment, as captured in the various corporateurdents, rather than an overarching
organizational corporate policy on the topic. Tisatalthough the various documents provide useful
guidance to staff responsible in PMD for designimgplementing and supervising COSOPs,
investment projects and grant-funded activitiegytdo not underline the adjustments required to
fundamental corporate business processes (e.g.rhesaurces, budgeting, communication, etc.) for
ensuring the policy’s effective implementation &hd timely achievement of results on the ground.
Therefore, in the absence of an overarching orgéoizal corporate policy on gender, when other
new corporate policies or strategies are develapedifferent topics (e.g. such as te&A\D Vision
statement, strategic frameworks, human resourcbsypar other corporate policies), there is no
mechanism to ensure that these core documents areremt with and include appropriate
consideration of IFAD’s gender equality and womesrigpowerment objectives.

69. One other concern raised by the evaluation is thgniented nature of IFAD’s strategic
approach to gender equality. Elements of its giratapproach and guidance are found in different
documents, which have been developed at differemst so that it is not always easy to appreciate
the positioning of the guidance and the variousrumsents used to ensure implementation, or gain an
overview of results achieved. For example, as roaatl earlier, the 2003 gender action plan sets out
clear and relevant development-related gender gyguaid women’s empowerment objectives and
rationales, but was mainly concerned with orgaiopal processes and related indicators. The 2008
gender framework included attention to developmelatted results and indicators, maintained the
programme cycle processes and measures, but deasizgth the objectives and the rationale, and
dropped attention to non-PMD issues. This can ydrd explained by the limited support to
accountability by the management at the time f& gender plan of action. The replenishment
document(s) and strategic frameworks also inclugeatives and statements as well as actions that
the Fund should undertake to contribute to gendemlldy and women’s empowerment. All this
makes it difficult for staff to find the entiretyf the guidance provided, and for Management to rensu
that necessary follow-up is done in terms of COS@®elopment, project design and implementation,
and monitoring and reporting. There is, in fact, eodence of systematic monitoring of either
processes or results by Senior Management or theufixe Board.

70. IFAD has ensured that gender equality and womenigposverment are addressed
comprehensively throughout its COSOP and projéetclycle through a set of well-defined checklists
and guidelines. For example, Memory Checks (seagpaph 36) were used for project design, and
more recently, dedicated indicators are includedhan quality enhancement and quality assurance
processes. Specific indicators are also includedhe self-evaluation instruments used during
implementation — for example, in the preparationpojfject status reports and project completion
reports, even though the evaluation found thatecdkffit indicators were used in different self
evaluation processes (see paragraph 48). Indepeedatuations also treat gender equality and
women’s empowerment in their methodology, and IG@Enow developing specific indicators on
gender that will be assessed in each evaluatiocelfierth.

71. While IFAD uses the standard United Nations defing, there is a varying understanding of

the concepts of gender equality, gender equitydgemainstreaming and women’s empowerment.
Often the documents reveal that the terms are ugedchangeably. This is because there is no
explanation of how the concepts and definitionsduie together and relate to other aspects of
development programming. This makes it difficult # non-expert to understand and apply the
definitions and strategies in a meaningful wayislttherefore also difficult to see whether the

assumptions that underlie the gender equality ammdem’s empowerment strategic approach adopted
by IFAD are coherently applied in COSOPs and ptajesigns.

72. As examples of differing interpretations, in the aBmala country programme, there are
significant investments in building the value ofnfaproducts, organizing activities for coffee and
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other crops and products, facilitating meetings aedotiations with buyers at various levels of the
value chain, building capacity for grading and isgrtand providing branding and marketing support
(e.g. coffee “cupping” competitions). The programimeensuring that farmers’ associations discuss
opportunities with women as well as men, and deééegark and resources fairly to both women and
men producers. In Sri Lanka, proposed value chatimithes will include some products that are made
or processed by women. Elsewhere, in recent pejeatcerned with value chains, no mention is
made at all of attention to gender equality and @i empowerment. This misses opportunities and
risks inadvertently marginalizing women further Bangladesh, one project staff member felt that the
priority was to improve women’s productivity andtnm ascertain whether women derived any
benefit from increased income or had any say in lhovas spent.

73. On another issue, there is little systematic répgrat the regional level and beyond on how
IFAD is progressing on gender equality and womesrigpowerment, even though there is some
coverage in the ARRI and RIDE. Most commonly, hogreguch reporting is at the project level, and
to some extent at the country programme level. Sorf@mation is collected (for example, the
number of women in associational or community lesitip positions, a second-level RIMS indicator)
but it is used to tell stories — about a particsl@man who successfully ran for municipal office in
Mauritania, for example — rather than analysedtf®nds, problems or lessons learned. As a result,
Management has little basis for adjusting its agneents in promoting gender equality and women’s
empowerment, and the Executive Board has evendess basis for assessing whether IFAD is
meeting its objectives and what the associatedroppities and challenges are.

74. As mentioned earlier, there is little evidence tle@ther the Executive Board or Senior
Management systematically monitors progress. Thay im part be because where monitoring or
research reports do exist (e.g. research on effoitighten women’s workload), they are difficutt t
find and are often not framed in ways that are @asyct on. Monitoring (and reporting) is further
complicated because IFAD has more than one remdtsurement framework (see paragraph 48).
The incentives system and accountability mechanigmsthe consequences of non-compliance) on
monitoring and reporting results are largely ahsent

75. There is also little indication of how the IFAD’smorate gender objectives (i.e., as contained
in the gender plan of action and/or gender fram&jvéits with other content-related thematic or
sectoral organizational and operational policies jmorities, and the risk of proliferating prioes is
that they give staff carte blanche to ignore thepomate thematic priorities they feel are less
important. No formal system exists for reviewingwpolicies or directions to ensure they address
issues related to gender equality and women’s erapuent. In terms of thematic guidance, while
there is guidance on microcredit and gender, fetaimce, there is much less on natural resources
management and women. Similarly, IFAD’s significanfpport to land registration could include
directives to ensure that women are included aghi@iders in the registration system (for example, i
communication strategies or policy dialogue). Imtpthis is one of the dilemmas inherent in the
concept of “mainstreaming”: by ensuring the issuiéouind in every relevant process and system, it
becomes difficult to retain the same type of cohemverview possible with a stand-alone policy,
such as a rural finance policy.

76. On another issue, the evaluation finds that thehargisms available for building IFAD’s
knowledge and expertise in the area of gender iygaald women’s empowerment are largely absent.
Due to weaknesses in cross-cutting informationgatly and analysis, it is very difficult to have a
systematic overview of the extent to which gendguadity and women’'s empowerment are an
integral part of IFAD operations. There are, howewe large number of IFAD publications that
document experiences in different countries andorsgy but these are done largely on an ad hoc
basis. This is because there is no systematic ggofmer determining an institutional agenda and
priority for publications on gender issues. Morapvwmost of the publications do not necessarily
capture less positive experiences that can alss wvffluable lessons for the future, but rather tend
build on successful examples and case studies.
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D. How IFAD compares with other agencies in terms oftsategic guidance

77. IFAD compares well with other agencies in a numbgrareas. The objectives of IFAD’s
gender equality and women’s empowerment strategysamilar to those of other agencies. IFAD
(like CIDA) also states these objectives in a weat thakes progress measurable.

78. IFAD’s greatest strength, in comparison with théweot agencies, lies in its clear results
orientation (although, with some limitation) and &doption of indicators both for gender-related
field-level results and for internal systems resiifor example, the number of loan agreements that
include explicit references to gender mainstreandang women’s empowerment, the attention to
gender equality and women’s empowerment in sugeryi®tc.). The RIMS is stronger in concept,
application and usefulness than most of the systesed by comparator agencies — both for gender
equality and for other results dimensions. This rbaybecause IFAD’s work is more focused than
that of these agencies. Most stop their investriregender equality and women’s empowerment at
the design or appraisal stage, and their monitasingupervision systems do not include attention to
implementation.

79. Neither IFAD nor the comparator agencies have dgerl a clear statement about their

understanding of how to bring about gender equality women’s empowerment in different country

contexts. This contributes to uncertainty and latkconfidence in programming staff, and may

promote “lip service” and disappointing uptake amdults. On another issue, IFAD resembles the
agencies evaluated in the lack of accountability iacentives for staff performance on gender.

80. In comparison with the other organizations studiEdD does not seem to mobilize sufficient

gender expertise in COSOP formulation, projectgiesind implementation, and evaluation work.
This will be further elaborated in chapter V. Fomample, consultants with expertise on gender
equality and women’s empowerment are often hiredpfaticular assignments or on limited-term

contracts to meet a specific need. This constritA®’s capacity to pull together its field-based

learning systematically, and to build on its expece.
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Key points

Because it was established at a time of signifigéottal attention to the need for development to
include women, IFAD has always paid attention todgr equality and women’s empowerment.

Between its inception and 1992, this was mainlyeditmough women-specific project components, gnd
since then through attention to including womebeseficiaries and as actors more systematicalig irj
projects.

The new Millennium marked an increase in effortsmainstream” gender equality and women'’s
empowerment in the design, implementation, superviand evaluation of IFAD-funded operations.
This was done mainly under the auspices of the &eRtan of Action 2003-2006. The PMD shift to
results in recent years is reflected in the resottators set out in the 2008 Results Framework f
Gender Mainstreaming in IFAD Operations. IFAD'sider-related objectives allow programmers to
adopt either gender equality or women’s empowerrsgategies, depending on the context. With eitper
strategy, programmers need to generate the awarandsonsent of women and men, and of the
relevant community authorities.

IFAD’s corporate strategic approach to genderrgdly relevant and consistent, but fragmented acrdqs
numerous documents. Moreover, synergies with dttematic and corporate policies and strategies pre
not clearly articulated. There is also differeriempretation of the terminology and understandifithe
topic, which is leading to alternative approacime€OSOPs and project designs.

There is no evidence of systematic monitoring afgpess on gender equality or women’s
empowerment by either Senior Management or the xecBoard, and reporting is largely confined
to project-level activities. Reporting is also fragnted across numerous documents, preventing a
consolidated picture of the main results, oppotiesiand challenges on the topic. However, compargd
with comparator agencies, IFAD has done better @salts orientation, and on monitoring throughot
the project life cycle. There is however opportyritr further streamlining the indicators related t
gender in the overall self evaluation system.

Few efforts have been made to aggregate resuleseotty at the regional or corporate level, and
lessons-learning and cross-fertilization of exp@és on gender issues is limited and ad hoc. lokees
of the comparator agencies, IFAD does not invelficgntly in learning from its experience and
building on its successes.

There is no incentive mechanism and accountalfiitmework for promoting gender equality and
women’s empowerment in COSOPs and IFAD-financedasjmns. These issues, including knowledde
management, will be treated in detail in chapter V.
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IV. GENDER EQUALITY AND WOMEN’S EMPOWERMENT RESULTS AND
EVOLVING APPROACHES

A. Overview

81. This chapter sets out the findings of three bugditocks of the evaluation, namely the meta-
evaluation, the five country case studies (BanglhdEgypt, Guatemala, Mauritania and Zambia) and
the review of recent COSOPs and ongoing projedis. dhapter’s overarching objectives are to: (i)
provide an account of the results achieved by IFgtDthe ground in terms of promoting gender
equalty and women's empowerment in past and omgoinoperations; and

(i) comment on the extent to which IFAD is incorpting in the more recent COSOPs and projects
both the lessons from past IFAD-funded operatiansthe emerging results from ongoing activities.

82. The chapter begins with a brief overview of thepgcand methodology of each of the three
building blocks. (Greater detail can be found ia torresponding working papers produced by IOE
during the evaluation, as listed in the table afteats of this report.) Part B reports on the fgdi of

the meta-evaluation. Part C contains the resubts fihe five country case studies. Part D discusses
the results of the review of recent COSOPs and iaggarojects. Finally, part E summarizes findings
on effectiveness by the three main gender equality women’s empowerment objectives found in
the gender action plan and the gender framewore @pendix 3 for the full list of projects and
countries covered in the three building blocks.)

83. Meta-evaluation. The meta-evaluation was based on 50 project evafuegports prepared by
IOE since 2002 using a common methodology. Thirtg-groject evaluations were conducted
between 2002 and 2005, and 19 between 2006 and. Fafteen project evaluations covered
operations in Asia and the Pacific, 12 in West @edtral Africa, 9 in Near East and Northern Africa,
8 in Latin America and the Caribbean, and 7 in Bast Southern Africa. All 50 projects evaluated
were approved between 1987 and 2001. Forty-eighteet of the sample was approved between
1995 and 1997, 30 per cent between 1998 and 266122 per cent between 1987 and 1994. Twenty-
six of the 50 projects closed between 2001 and 20064 each in 2005 and 2006, and six each in
2007 and 2008. Two projects are still ongoing. Titiiplies that even if the projects were designed
between 1987 and 2001, several of them were stileuimplementation in the second half of this
decade and therefore do not represent the dishait p

84. In addition, the evaluation team reviewed all thBRs prepared thus far, five country
programme evaluation reports and selected recemoiaie-level evaluatior’$. This allowed the
evaluation team to assess the results based oropasitions and discern the proximate causes of
good or less good performance.

85. The 50 project evaluation reports were examined lmnene in their entirety. A common
framework was developed by IOE to ensure that eapbrt received the same careful assessment.
The framework included more than 50 specific questibased on IFAD’s corporate gender-related
objectives. The questions were grouped accordingh® internationally recognized evaluation
criteria® that form the basis of the evaluation manual, Whitowed the evaluators to assign ratifigs
for the projects in terms of their gender-relatedfgrmance. Applying a common framework across
all evaluation reports facilitated the aggregatwémesults from the 50 projects reviewed. The revie

3 This included the evaluations on innovation (2@090), the joint evaluation with AfDB on agriculeuand
rural development in Africa (2008/2009), the rufadance policy (2006/2007), the Field Presence tPilo
Programme (2006/2007), and the Direct Supervisitot Programme (2004/2005).

% Relevance, effectiveness, efficiency, impact, ainability, innovation/scaling up, and overall arément.
Ratings for the performance of partners (IFAD angegnment) were not assigned, due to limited infiiom

in the evaluation reports, which precluded a rigsrassessment of this evaluation criterion. (Seeragix 2 for
definitions of these evaluation criteria.)

% As per usual practice, a six-point rating scales waed for the projects across the different evialua
criteria: 6 — highly satisfactory; 5 — satisfactofy— moderately satisfactory; 3 — moderately usfsdtory; 2 —
unsatisfactory; and 1 — highly unsatisfactory.

27



EB 2010/101/R.9

of the ARRIs, country programme and corporate-lexalluations was conducted to identify cross-
cutting issues and lessons learned relating toegezgliality and women’s empowerment.

86. Country case studiesThe objectives of the five country case studieshich included visits to
the concerned countries, were to: (i) collect tieespectives of diverse partners in the concerned
countries; (ii) see project activities on the grduand (iii) assess the performance — using IOE’s
standard project evaluation methodology (as alsm us the meta-evaluation) — of a total of ten
projects (two in each country) in terms of gendquadity and women’s empowerment. The 10
projects were approved between 1999 and 2006, lahdtaone (in Zambia) are still ongoing. Six out
of 10 will close between 2011 and 2013, two in 2@hd one in 2016. Therefore, it can be stated that
this cohort of projects represents a relativelyenécvintage of the IFAD portfolio globally, as
compared with the projects examined in the metduatian. The results from the country case
studies were used to supplement the findings fltemteta-evaluation and to highlight differences in
performance among projects, by building block.

87. Review of recent COSOPs and projectsA total of five results-based COSGPsonsidered

by the Board in 2009 and 22 projects approved b=tw2003 and 2089 formed the basis of this
building block. All projects examined were approadter the adoption of the gender action plan in
April 2003 and were still ongoing in 2009 at theaei of this evaluation. The projects were selected
through stratified random sampling to ensure amaate balance among the five geographic regions
covered by IFAD operations.

88. The main purpose of this component was to assessuvblving approaches to gender equality
and women’s empowerment in recent COSOPs and psojébe same key questions used for the
meta-evaluation were used to assess the 22 projextest whether there were differences between
earlier and more recent projects, the evaluatiouged the projects into three roughly equal groups
covering three time periods: 2003-2005 (six praecR006-2007 (seven projects); and 2008-2009
(nine projects). In addition to analysing projeppeaisal reports, the evaluation reviewed supemisi
reports and project status reports, where availablgain an appreciation of emerging resultslso a
reviewed the five COSOPs, inter alt® assess the extent to which they included geradared
objectives and approaches and results-based indicat

B. Findings of the meta-evaluation

89. Relevance.Under relevance, the evaluation assessed whéetbarhjectives of the 50 projects
analysed took into account gender equality and vimsnempowerment, and whether gender-related
objectives were aligned with the policies and ptis of the Government, IFAD and poor rural
women and men. In addition, the evaluation asseabkgedoherence of each project’s strategy — that is
whether design arrangements were adequate to acthieobjectives defined. Table 1 shows that 88
per cent of the projects evaluated rated modera@igfactory or better for relevance. However, of
these, 44 per cent were merely moderately sat@faaend only 4 per cent were highly satisfactory.

37 Individual country working papers were produce@ach case, after the country visits were completed

¥ The Congo, Malawi, Pakistan, Peru and the Sudan.

39 Eight projects were approved in 2009, one in 2G@8&en in 2006, one in 2005, two in 2004 and timee
2003.
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Table 1. Rating of relevance

Rating Number of projects Percentage
Satisfactory
6 Highly satisfactory 2 4
5 Satisfactory 20 40
4 Moderately satisfactory 22 44
Unsatisfactory
3 Moderately unsatisfactory 5 10
2 Unsatisfactory 0 0
1 Highly unsatisfactory 1 2
Total 50 100

90. Of the 50 projects reviewed, 15 (30 per cent) weassified by IFAD as rural development
projects. These were found to be particularly ratevio women: although they did not usually state
specific gender objectives, they often resultedubstantial physical benefits to women as well as
men. For example, in th&mallholder Livestock Rehabilitation Project irebanon, women’s
empowerment was not a specific project objectivin@appraisal document. However, because of the
success of the cooperatives it supports, the pgroge empowered women and enhanced their social
status. More women are now able to work outsidé themes; they are more self-reliant; and as
income earners, their decision-making role in tbedehold has been strengthened.

91. Only 28 per cent of the projects had an overt ptaimcrease women'’s leadership skills. In 61
per cent, there was some evidence that increasetbrighip by women was an expected project
output, but the strategies for achieving that aierewneither clearly stated nor carried out in a way
that was relevant to the project context.

92. In some cases, activities for women were steredtyp@d the women involved expressed
dissatisfaction with the types of activities proeabby the project, considering them irrelevantiirt
needs. For instance, in the Belize Community lt@taAgriculture and Resource Management
Project, the types of activities offered to womeereavsewing and keeping livestock. The evaluation
found that, although the women’s groups still keptving machines, they rarely used them. The
women expressed a greater interest in agriculttmdugtion and credit activities, yet there was no
attempt to achieve gender balance in the projeatisculture training or credit programmes.
Similarly, in the Lebanon livestock project, womenactivities almost always revolved around
handicrafts, food processing and raising smallslieek rather than herd development. Mechanisms
for marketing women’s products are rarely includeda design feature in the projects, constraining
the potential enhancement of women'’s livelihoods.

93. Ownership of land seems a clear case where equlatisrior men and women would be a
relevant objective. However, little effort seemshave been invested at the design stage in past
operations to identify whether there was a desirarfdividual or collective ownership, for example,

in tribal groups, or whether women and men considdand ownership for women a relevant
investment.

94. Effectiveness.The assessment of effectiveness relates to tlemtetd which the objectives of
gender equality and women’s empowerment were aedigvthe projects under review. About 76 per
cent of projects in the sample were rated modsrataisfactory or better, although close to 40 per
cent were merely moderately satisfactory, and nea® highly satisfactory in terms of effectiveness
(see table 2).
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95. The most effective activities Table 2. Rating of Effectiveness
appeared to be the targeting of women Number

well as men for capacity-building an of

training (90 per cent). The least effectiy Rating projects | Percentage
concerned the inclusion of  sex-satisfactory

disaggregated performance and impa® Highly satisfactory 0 0
indicators: only 10 per cent of projectss satisfactory 19 38
showed clear evidence of disaggregated moderately satisfactory 19 38

indicators; 32 per cent showed no evidencggatistactory
at all; and 58 per cent had limite

b3 Moderately unsatisfactory 6 12

disaggregated data for only a few, Unsatisfactory 5 10
indicators. A robust monitoring system thail Highly unsatisfactory 1 5
provides disaggregated results data for Total 50 100

consideration by project management ‘s
critical for effectiveness in gender equality. Tlisonsistently raised as an area of weaknesost m
projects in the meta-evaluation.

96. When practical economic and human capacity benefgsachieved, some evaluations also
report greater effectiveness in improving women&us and capacity to influence. This is because,
with project benefits, women become more self-amft and financially independent and are often
more involved in local decision-making. For instanén the Peru Southern Highlands project,
women's status within the household and commumigroved as a result of project-supported
training that increased their capacity to managel$u Because of their higher visibility and prestig
and their greater contribution to household welféiney are now more respected. Similarly, in the
Tunisia Siliana project, activities to create anmersgythen women’s, and particularly girls’,
management skills have generated new revenue soumce an enabling environment for the
emancipation of girls. Nevertheless, the link betweractical benefit and empowerment cannot be
assumed and should be fostered through projectiteesi The Argentina rural development project
helped bring about significantly improved food s#guwhich women appreciated, but there was no
evidence that better food security led to theiratge empowerment. Although household income
improved, few women were direct recipients of Igadespite project staff having received extensive
gender training.

97. Microfinance initiatives have generally shown piesitgender benefits in most circumstances,
even though it is not always possible to easilgealis results given the lack of sex-disaggregatea da
in past IFAD-funded projects. In the Ethiopia Rurahance Project, a study comparing the women
clients of four microfinance institutions with nafients found that microfinance services brought
about changes in women’s decision-making and maation, helped them to become involved in a
greater range of income-generating activities, gheen more control over land, and developed their
self-esteem and involvement in positions in thealoadministrations. Moreover, due to their

involvement in group discussions, women become raaare of HIV/AIDS and family planning.

98. In other situations, the steps forward in genderaéity are more tentative. This does not mean
they are not effective, but they are realistic gitlee context of the project area. In the Nepakbioy
and Forage Project, for instance, mixed groupglhittended to include one or two women members
only. After gender training and orientation, thelexation team found, forest rangers began to irclud
more women in new groups. This project in the erad wonsidered a good example of women’s
empowerment and ‘gender-inclusive’ forestry.

99. Effective progress depends both on realistic expects of what can be achieved within the
project design and the resources available to ggroFor instance, the evaluation of the Yemen
Tihama project concluded: “The use of a quota fendgr-sensitive targeting in the highly
hierarchical rural social structure of Raymah, wihvery high gender-gap in education and
representation, without any precedent experiende eommunity mobilizations and with partners
unprepared to accept participatory principles, lmamonsidered beyond reasonable expectation.” Yet,

30



EB 2010/101/R.9

greater access to water brought about by the promutributed gradually to improving women’s
involvement in income-generating activities. Th®ws that, even in difficult contexts, it is podsib

to take some steps forward, through setting amistlout realistic goals: but steps may be slower and
smaller at this time than elsewhere.

100. A major factor in achieving effectiveness was thpantment of gender specialists and women
officers, where appropriate. For instance, the @hdpper East Region Project has employed a
gender officer on a contract basis to ensure tiatspecific objectives of the appraisal report were
met, and this has been an effective strategy. Womsga not traditionally landowners in this region,
but the project has given them direct access igated land. As a result, women play a much greater
role in irrigation management and are highly visibk meetings where they speak up to represent
their own views.

101. Still, major gaps in effectiveness were also evidamoss the sample of projects evaluated. In
the Paraguay Eastern Region Project, for instatheesjnclusion of women in the target group was
considered to be “excessively limited”. Experienitethe Mongolia Arhangai project show that there
is a more worrying side to ineffectiveness: thejgmbactually had a negative impact on women
because when men were forced by drought to emigreteen were left behind with no way to pay

back loans except their social welfare stipends.

102. Efficiency is a measure of how Table 3. Rating of efficiency

economic resources/inputs are converted Number

into results. It is difficult to assess th of

efficiency of gender-related initiatives, inte Rating projects | Percentage
alia, because of the limited informatiof Satisfactory

avallabl_e in the reports covered by the mefgs Highly satisfactory 0 0
evaluation. Nevertheless, there are so "E Satisfactory 15 30
indications as to whether project ,

. L0714 Moderately satisfactory 16 32
investments supported the gender initiativ, anati Sactor

and whether the resources allocated were y .

sufficient to meet the stated gender outpui-Moderately unsatistactory 11 22
targets and objectives. Of the 52 YUnsatisfactory 2 10
evaluations, 62 per cent were rated [p&Highly unsatisfactory 3 6
moderately satisfactory or better, with none Total 50 100

rated highly satisfactory (see table 3).

103. The meta-evaluation concluded that most projeatisilifact devote adequate resources to
gender-related initiatives. However, resources wetealways well used because insufficient thought
had been given to their suitability for the reqdieetivities. In both the Argentina Rural Developrne
Project in the North East and the Ethiopia Ruralahce Programme, gender training was provided
but no favourable results from the training werkiewed. Based on this finding, the evaluation noted
the importance of strengthening the links betwemfept design, implementation strategies and how
resources are deployed. Monitoring gender-disaggeegoutputs alone is not enough.

104. There were a number of examples where lack of tnvest resulted in barriers to achieving
targeted outputs. In the Ghana Upper West profectjnstance,despite women’'s empowerment
being a stated project component for which a sjpebifidget was allocated, the project failed to
appoint specific (adequately qualified) staff ajiomal or district level. Activities for women wenet
optimized and targets were not reached. The evaiua¢port concluded that, in the case of livestock
activities, “women were the last to benefit”. Ew@hen adequate investment was made, as in the case
of the Yemen Tihama project, which had a budgeetouit women staff members and duly did so, it
was found that the women’s work was “restricted doethe lack of supplies, equipment, and
transport, a lack of leadership at the central llered lower financial incentives than their male
colleagues”.

105. Rural poverty impact. There was insufficient gender-disaggregated infoionafor all of the
domains in which IOE rates poverty impact to aséenivhether projects had differential impacts on
women and men. For example, although 39 per cetiteoprojects increased household income and
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assets, these may accrue to men (land ownershipxfomple), or physical assets may help women
(collection of rainwater for kitchen gardens) ormrm@loughs). Income may be spent by men, by
women or jointly, but there is little informatiomdahis in the evaluations. Improvements in water
supply benefit the whole household, but benefit worand girls the most because their work fetching
and carrying water is lightened.

106. In terms of building human and social Table 4. Rating of rural poverty impact
capital, the successful performance ratin Number

of many projects were undermined by t of

very low ratings in 9 of the 50 project Rating projects | Percentage
evaluated, which missed targeting womersatistactory

altogether. With regard to food security and Highly satisfactory 0 0
agricultural productivity, 78 per cent of thes saisfactory 38 16
sample was rated moderately satisfactary vioderately satisfactory 27 54
and above. The results were particular%nwisfactory

positive for food security, which proved to, Moderately unsatisfactory 12 oY)
be of special interest to women. The, Unsatisfactory 3 6
positive impa_ct of better foqq security weuE1 Highly unsatisfactory 0 0
beyond the improved nutrition and health Total 50 100

benefits: women had to spend less time “in
food production and therefore had more time forome-generating activities. Domestic water
provision also eased women's work burden and dmuted to food security. With regard to
agricultural productivity, significant improvementsuld be made by increasing attention to women.

107. Very few projects in the sample dealt with natuedource management, and none provided
gender-disaggregated information, so it was nosiptes to rate this dimension. For institutions and
policies, performance of the entire cohort in gahevas moderately satisfactory. Although little
evidence could be found of policy engagement ordgemquality and women’s empowerment, a
number of projects did engage with project sta#tviee providers and communities to raise
awareness about the importance of these gendearsissud how to take them into account. Some
examples of these efforts contributing to policamete can be cites. In India, for instance, women’s
self-help groups were recognized as instrumentsrdcal poverty reduction in nationally funded
schemes. Often, however, such achievements aretadtiee individual initiatives and efforts of
country programme managers, rather than resulissthitegic and coherent approach.

108. Sustainability relates to the likelihood that the benefit streamierms of gender equality and
women’s empowerment generated by the investmehtuwiltinue after project closure. Some 70 per
cent of the 50 projects covered in the meta-evalnawvere considered moderately satisfactory or
better and above (see table 5) for sustainability.

Table 5. Rating of sustainability
Rating Number of projects Percentage

Satisfactory
6 Highly satisfactory 1
5 Satisfactory 7 14
4 Moderately satisfactory 21 54
Unsatisfactory
3 Moderately unsatisfactory 6 12
2 Unsatisfactory 6 12
1 Highly unsatisfactory 3 6
Total 50 100

1\

rd
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109. On the whole, the practical benefits that have wextito participants of both genders, and to
women in particular, seem likely to be continuetie Tprojects that seem most likely to act as a
positive catalyst for lasting change, however, dr@se where women are included in decision-
making. Improving learning and input to nationabltedge-building on the inclusion of women in

agricultural and rural development would providepmingboard for broader policy dialogue, more
gender-relevant project designs and longer-lassitrgctural change in gender equality in the
concerned countries.

110. The changes brought about in gender equality anchems empowerment show relatively
good signs of sustainability. Intuitively, once wemare empowered, it is unlikely that they will
return to their previous condition of powerlessn@gsdess the economic dimensions of empowerment
generated by the project depend on continued ea{tsubsidies or support). One critical factor is th
provision in the project for maintenance of phykfaailities that benefit women, in order for them
continue to be useful in the long run. This incleid®mth capacity for maintenance and repairs, and
affordability of repairs.

111. The criterion ofinnovation and scaling upis rated moderately unsatisfactory or below for 70
per cent of the 50 projects reviewed during the arestaluation (see table 6). Performance in

innovation in  gender is therefore T5pje 6. Rating of innovation and scaling up

significantly lower, as compared to th Number

overall results of IFAD-funded projects fo of

innovation. Rating projects | Percentage
112. Innovation. The approaches tq Satisfactory

gender equality and women’s 6 Highly satisfactory [0 ¢

empowerment were generally similar acros§ satistactory
different regions and types of project
Activities for women focused mainly or :
microfinance, livestock and the provision gfUnsatisfactory

°4 Moderately satisfactory 1B 26

public facilities like schools, health posts3 Moderately unsatisfactory 23 46
and domestic water supply. Gender equality unsatisfactory 7 14
aCtl\./lt.leS mainly . occurred _th“’%‘gf 1 Highly unsatisfactory 4 10
participatory planning. There is little

evidence that informaton on any'o@ 20 100

innovations has been communicated outside of tbgegis. An exception is Viet Nam’'s Ha Giang
Development Project, which reports that “establishtrof the Women’s User Groups for irrigation
have been replicated by the province for all sreedle irrigation schemes throughout the province.”

113. In only a few projects do innovative methods stamd. Senegal’s microenterprise project
introduced two innovative tools: a technical suppfoind; and a commercial support agreement
allowing the project to take over some of the fizkthe technological innovations (for equipment or
packaging) being proposed by women and men paatitsp Research has shown that women tend to
be more risk-averse than men, so tools that he&lmthddress risks are very relevant innovations for
women. As another example, the IFAD-funded IndianiTdNadu Women’s Development Project,
approved in 1989, very successfully pioneered thaf-help group” approach to empowerment,
thereby improving women'’s livelihoods and incomasdetermining factor of the project’s success,
as reported in the IOE project evaluation, was feadlitation that allowed women to have direct
access to credit from private commercial banks. gitmgect thus recognized some 20 years ago that
rural poor women were indeed “bankable”.

114. In spite of some successful examples of innovatamd improving results, the promotion of
innovation in general, including innovation thateated gender equality and women’s empowerment,
was unsystematic. The meta-evaluation confirmdittténgs of the recent corporate-level evaluation
on innovation, which stated that “IFAD’s approachthe innovations journey, which includes the
critical steps of searching (or scouting), explgricommitting, realizing (piloting) and optimizing
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(scaling up) is not yet as systematic and effedivé should be. Far too much is left to the atitie
and individual entrepreneurial skills of countryogramme managers, who act without concrete
incentives and accountability.”

115. Scaling up For scaling up to occur, the lessons learnedrdéfept implementation need to be
effectively captured, documented and dissemindtedery few cases (6 per cent of the sample), do
the evaluations report that strategic efforts waaele to capture learning and reinvest more ressurce
in scaling up. Similarly, the recent corporate-lesealuation on innovation found that pathways to
ensure scaling up were not well defined in receBOPs and project design. About 56 per cent of
the projects show some efforts to capture learnimg, the extent to which those lessons are
communicated, scaled up in subsequent activitiesed to facilitate policy dialogue is, on the whol
poor (only 2 per cent of projects). For instanae,Viiet Nam, because of significant legislative
changes in recent years, land and housing titlgsnmoe be issued jointly to a husband and wife. The
Ha Giang project therefore had a good opportunitgromote this information, test the process in the
project area and, if this initiative was successfetommend scaling up in future IFAD-funded and
other projects in Viet Nam. Yet the women involiedhe project, and even the staff of the women'’s
union in the communes visited by the evaluatiormgwmaware of these changes.

116. Like the corporate-level evaluation on innovatidine meta-evaluation underlines that
innovation alone cannot achieve a decisive redudtiorural poverty among women. For broader
impact, innovation at the local level must becontevar for change on a larger scale. Thus attention
to scaling up is essential for ensuring a widerdatmn rural poverty — for example, in terms of the
number of poor rural women reached. Examples caitée of innovations favouring gender equality
and women’s empowerment that have been successtdlgd up by Governments and other donors,
but the evaluation concludes that these have bessilppe largely due to individual initiatives and
commitment, rather than to systematic IFAD proces$tis raises an important question about the
ultimate usefulness of the gender-related innowmatimtroduced in IFAD-funded operations, since
scaling up is essential to achieving a wider immactural poverty. Moreover, limited attention and
resources were devoted to scaling up in COSOP flation and project design and implementation,
as compared with the scouting and piloting of iratmns. Although interrelated and mutually
reinforcing, these are distinct aspects of the wation journey that require dedicated resources,
approaches and attention.

117. Overall gender achievement.The overall gender achievement ratfhgrom the meta-
evaluation reflects the variable performance acprsgects, although very marginal improvement
over time is apparent (see chart 1). An analysialldhe meta-evaluation ratings reveals that divera
gender achievement for all past projects examisedroadly the same across the five geographic
regions covered by IFAD operations, even though rielatively less satisfactory in the Near East an
Northern Africa region.

0 The overall gender achievement evaluation critisria composite of the various evaluation critenamely
relevance, effectiveness, efficiency, impact, soatality, and innovation and scaling up.
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Chart 1. Overall gender achievement by date of pract approval
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118. Relation between overall project achievement and geler achievement.The evaluation
undertook an analysis to see if a relationship ¢dog discerned between a project’s overall
achievemerit and its gender-related achievement, based on @hprdjects covered by the meta-
evaluation (see chart 2).

119. The analysis reveals that there appears to beatiorethip between projects that perform well
overall and those that perform well on gender étyuahd women’s empowerment (although gender
equality achievement is generally slightly lowearioverall project achievement). However, there is
not necessarily a causal relationship in eithezdtion?? These findings corroborate the findings of
similar evaluations in other agencies (notably CARternational). More specifically, the hypothesis
emerging from this analysis is that, when projezsign and implementation are attentive to gender
equality and women’s empowerment, a project is nli@edy to be successful. Among other factors,
this is because of: (i) the central role women ftagromoting sustainable agriculture developmant i
developing countries, especially in rural areag] éi) the importance of taking into account the
dynamics of society at large including the inteatieinships between men and women in broader
development interventions.

1 Overall project achievement is one of the mostdrtgnt evaluation criteria. It is a composite of tfatings
for project relevance, effectiveness, efficienayal poverty impact, sustainability and innovation.

2 The dip in gender achievements in the 2004-20@@geeflects the more rigorous process followed D

in assessing gender equality and women’s empoweyrfaiowing the introduction of the 2003 gendetiac

plan.
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Chart 2. Projects’ gender achievement and overallipject achievement, by year
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C. Country case studies

120. The objectives of the five country case studiesewautlined in paragraph 86. In terms of

process, the country case studies involved revigwie COSOPs available together with all

documentation on two projects in each country.dditon to collecting perspectives from partners in
the field, the evaluation team rated the gendefopeance of the projects based on IOE evaluation
criteria, as also used in the meta-evaluation. Sprogects could not be rated fully, either because
they were not mature enough to be rated at thigestar the information available was inadequate for
generating a reliable rating. Moreover, the teamiccmot rate the efficiency of the projects visited

because the lack of relevant information, coupleth wnethodological complications, made it

impossible to gain a proper appreciation of perfomoe in this evaluation criterion.

121. Table 7 shows the aggregate results based on theojets reviewed and compares them with
the results from the meta-evaluation. It is worthalling that the projects reviewed during country
visits are of a more recent vintage than thoseuded in the meta-evaluation.

Table 7. Gender performance of the 10 projects regived during country visits, compared
with results from the meta-evaluation
(percentage of projects considered moderately safétory or better)

Criterion Meta-evaluation Projects assessed through the
(sample size 50) country visits
(sample size 10)

Relevance 88 90
Effectiveness 76 90

Efficiency 62 -

Rural poverty impact 70 88
Sustainability 70 75

Innovation and scaling up 30 100

Overall gender achievemént 76 100

122. As can be seen from table 7, the projects covardtie country visits outperform the older
projects in the meta-evaluation in every criteH@wever, as in the meta-evaluation, five of the 10
projects were merely moderately satisfactory foerall gender achievement and three were

*3 This criterion is a composite of the ratings felewance, effectiveness, impact, sustainability, ianovation
and scaling up.

36



EB 2010/101/R.9

satisfactory. The best-performing project of thept@jects in terms of gender equality and women'’s
empowerment was the Rural Development Programme.derVerapaces in Guatemala, the only
project to receive a highly satisfactory rating.affpfrom this project, no other project had highly
satisfactory ratings in any of the seven evaluatiiteria assessed. In fact, many of the ratingshfe
remaining nine projects were in the moderatelys&attory range.

123. Therefore, the country visits confirmed that moeeent projects are performing better on
gender equality and women’s empowerment than earties. Nevertheless, the importance given to
gender concerns, the approaches applied, and bezarwe of the strategy adopted continue to vary
widely.

124. To illustrate, in terms of differences in prioritgpth the Guatemala and Mauritania projects
consider including women as well as men as rurdlagricultural leaders and actors to be a core part
of their strategy. In Mauritania, this is activelypported by the policy of the new government, &hil
in Guatemala it is viewed as an accepted part ADIE approach, even though it is not necessarily
well understood or adopted by government agenhbieBangladesh, while the Government officially
supports gender equality, social norms are lesgressive, and government capacity is weak, so that
IFAD’s targeting of women, while a priority, suflesome weakness in implementation (see below).
The Egypt programme is only recently becoming merggaged in women’s empowerment
programming through a range of support for incoreegating activities in upper Egypt with the
objective of improving incomes, having previouskvdted major efforts to irrigation investments
that did little for women’s empowerment or gendguaity.

125. In terms of variance of approaches, some projeft &.g. one project in Bangladesh) seem to
view increasing women'’s economic activity as an initself, regardless of whether women benefit
or not. In other contexts (e.g. Mauritania, ongjgnbin Guatemala), traditional women’s handicraft
activities are still being pursued regardless efrtcommercial viability. By contrast, the Guateenal
Las Verapaces project has a leading-edge stratedyweell-managed implementation of gender
equality activities in a successful value chainardement project for vegetables, spices, coffee and
cocoa. The employment of a full-time gender advisethe Las Verapaces project has contributed
significantly to the inclusion and advancement ofwen in the project. Mauritania is mapping out its
women’s empowerment strategy with the active suppbthe Ministry responsible for women and
ensuring their participation in decentralized plagnand decision-making processes. This promises
to be another leading-edge strategy with potefaigbolicy-related learning and scaling up.

126. In Egypt, (and in Guatemala, as well as in othemtdes reviewed by other elements of this
evaluation), IFAD project staff assisted women ibtaining identity documents, which are a
prerequisite for accessing government servicesningebank accounts, or benefiting from other
commercial services such as cell phones. Literaggcepts of accounting and group management,
technical skills and other “catch-up” services weffered to women in Guatemala and Mauritania as
an integral part of project services, and to somgrek, in Egypt and Bangladesh. There was very
little attention to lightening women’s workload fygypt or Bangladesh, and some evidence that their
workload was actually increased by project actgitor transferred to other women.

127. None of the projects visited or their country sgss had articulated a set of objectives or
strategies specifying their contribution to genéguality and women’s empowerment. Where a
strategy could be said to exist (the strongestgogirGuatemala and Mauritania), it was implicitdan
could therefore be ignored or contested (as instmation in Guatemala where some staff felt it was
important to help very poor women, even thoughkihd of support provided by IFAD was a poor fit
with their needs}?

** There is much more detailed information availahléhe five country case study reports, which arailable
on request from IOE.

37



EB 2010/101/R.9

D. Review of recent COSOPs and ongoing projects

128. COSOPs.The recent COSOPs reviewed (the Congo, Malawi,deaki Peru and the Sudéf‘n)
pay significant attention to gender equality andmea’s empowerment, in line with design
guidelines, and their gender equality dimensiomsrasults-oriented. The analysis of gender-related
dimensions of rural underdevelopment shows impreram over those in earlier COSOPs. For
example, the Malawi COSOP recognizes that the prolik not that women do not know how to
farm, but that they lack decision-making power. rEfigre, the COSOP states that IFAD-funded
projects need to tackle this issue. Most currentSOBs show more explicit, systematic and
sophisticated logic about IFAD’s potential conttibn to women’s empowerment and gender
equality. While there is limited evidence about lempentation of this logic in the COSOPs, since
they are high-level documents, some recent IFAQMahprojects (see next section) serve as good
examples in terms of gender: building positivelytba traditional rights and status of women (the
Gambia); allowing women-only groups to ensure thetefits remain under the control of women
(Pakistan); and using positive reinforcement of waie improved capacity in communication to
promote adoption by other women and support by (Bangladesh).

129. IFAD staff increasingly situate the COSOPs in tlomtext of aid effectiveness. This forces
them to make an adequate analysis of what otherdang. The results framework for COSOPs also
asks staff to collaborate with women’s ministrigsdepartments. The COSOPs for Peru and the
Sudan describe the links IFAD staff are forminghathiese ministries, and such links are also evident
in some of the projects approved in 2009 reviewethb evaluation team.

130. Several recent COSOPs had gender equality-relatadts, indicators and resources explicitly

set out in their frameworks (e.g. those for Malaakistan and the Sudan). This will provide a gjron

benchmark for measuring whether there is follovetigh on these objectives. Finally, the COSOPs
are more focused, with fewer and often clearer mmie realistic objectives; they illustrate the

connections among different operations; and thppear to be stronger links with country priorities

and institutions than in the past. This makes #iezato look at the gender dimensions of each
intervention — and more difficult to ignore them.

131. Projects. To recall, 22 ongoing projects were reviewed imigiof their attention to gender in
design. All 22 projects were approved by the ExgeuBoard after the adoption of the 2003 gender
action plan.

132. The gender dimensions of the project designs variediderably. In general, the more recent
project designs (e.g. the nine projects approveaDid8 and 2009) were significantly more attentive t
the project’'s gender dimensions. Some designergrstwbd in considerable detail the gendered
agricultural division of labour — what work womendamen did on various kinds of crops, who made
which decisions, and how decisions about incomeeweade (see Box 7), and designed their
intervention to meet poverty reduction targets weag that also increased gender equality.

4 All these COSOPs were considered by the Boar@@92
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Box 7. Household economy in the Gambia: A colles® purse with separate purses

The excerpt that follows formed part of the pretiary analysis for an IFAD-funded project in the Gan
approved in 2009. It is indicative of the greaéatton some project designers pay to gender issues:

The head of the household, usually a man, mustigedire cereals base and this carries the rigtaltan the
labour of all household members. Wives, who aresetqul to provide the ingredients for the saucetél®gs,
spices, animal protein), are assisted by childespecially daughters. This basic division of resuilities
masks an enormous capacity for flexibility in respe to circumstances. All household members arectsgd
to collaborate towards collective well-being, uspddy working on the “family fields” managed by the
household head. They are also entitled to undedaersonal activity and to keep the earnings eis tdwn.
However, everyone is expected to renounce thesgngarwhen times are hard.

This interlocking system of separate purses withinollective purse has evolved over time, but thsid
principles remain valid. As in any human societygedry may not be put in practice and factors sueh a
precedence (first wife, co-wives), age (eldest smunger sons), favouritism and personal inclimatimme
into play. The experience of most NGOs and projdantduding those financed by IFAD, indicates tbaty
local people will know who is truly vulnerable amého is not and that outreach to particularly vudize
categories can be improved by getting the localroanity both to identify those categories and touemghat
they also benefit from the supported activities.

133. Others project designers made no analysis at dHeoflifferent responsibilities of women and

men farmers, or of the social and agricultural iogilons of this allocation. Sometimes it was merel

noted that woman-headed households were poorerntlaamnheaded households (except in Liberia,
where woman-headed households were better-off).nWhere is no gender analysis of agricultural
production systems, there is no basis to concloaltethe design took gender equality into account.

134. Only seven of the 22 projects described the gestiategies and institutions of the borrowing
Government, and connected with these institutiaméng the design phase. Four of those projects
were among the 2008-2009 cohort. Most Governmeans ministries or departments responsible for
the advancement of women. Although they may noehexpertise in agricultural development or
rural poverty, they are in a position to convinbeit colleagues in other departments to support
gender equality and women’s advancement. Furthentbey are usually knowledgeable about the
women’s organizations active in the project aredmay have useful suggestions about effective and
appropriate ways to involve women in leadership decision-making. With regard to the latter, the
evaluation found that project designs were increggi paying attention to enhancing women'’s
decision-making role — see chart 3.

Chart 3. Attention to increasing women'’s decision-raking in project design
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Rating scale: 6 — highly satisfactory, 5 — satisfact4 — moderately satisfactory,
3 — moderately unsatisfactory, 2 — unsatisfactang 1 — highly unsatisfactory

Source: Evaluation data 2010
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135. The design documents seldom indicated that wonene wonsulted about the project design,
or would be consulted as part of implementatiomipiag. None of the 2003-2005 projects made
mention of such consultation, and only one of 68522007 projects did. However, in the 2008-2009
cohort of projects, three did mention that projgesigners had met with women who were intended
project beneficiaries to discuss their interestsideas, or planned to do so as part of the preject-

up. Of the 22 project designs reviewed, only foulicated any consultation with women about their
needs, interests or ideas.

136. Ten of the projects did not include gender-disaggred results or indicators in their logical
framework. In a few cases, these were absent etierevthe text made specific reference to women'’s
participation in project activities and presentegeader analysis of agriculture in the project afée
lack of gender-disaggregated results or indicatorgd influence project achievements and possibly
even worsen the situation of poor rural women, vain® most likely to take a prominent role in
agricultural production. In other cases, the lolgfameworks were weak from a gender perspective
because (i) again, indicators were not gender+aiffiiated (despite an explicit mention of women
beneficiaries) or (ii) gender-differentiated indima were linked only to outputs, rather than &utes.

A results-orientation forces the design documentshé more specific about the strategies and
activities that will produce the desired resultsor® recent projects have improved their results-
orientation, ensuring that gender-disaggregatea @t collected (see chart 4). However, therdlis st
a “design-implementation gap” in terms of monitgriend reporting — in a sex disaggregated manner
— of results on poverty. This is due to a varidtyeasons, including the relatively weak accouitgbi
and incentives framework for CPMs to actually fallap during implementation.

Chart 4. Rating of projects with gender-disaggregad results and indicators
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3 — moderately unsatisfactory, 2 — unsatisfactang 1 — highly unsatisfactory

Source: Evaluation data 2010

137. Fewer than 20 per cent of the projects reviewedenmaention of any strategy or plan for how
their gender-related objectives would be met. Taosld indicate either that the objectives were set
mechanistically, in response to IFAD’s internaluiggments, without any clear analysis or strategy t
meet them; or that the presentation of even thesbamutline of a gender-related strategy was not a
prerequisite for project design approval. Thirtedrthe 22 projects reviewed mentioned allocating
resources for gender equality: for women staffiningg for women and support to implementing
partners in addressing gender equality issues. qimity enhancement process notes these
shortcomings, but has limited capacity to follow-ap their recommendations during the ‘arms-
length’ quality assurance process.

138. Lightening women’s workload was the least promirgsmder-related aspects in project design.
In the earliest group of projects (2003-2005), woimeworkload was mainly a consideration in
components for water provision, and in literacynireg. More recently, the design document of an
irrigation project noted that a previous markeidgaing scheme had required too much hand-carrying
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of water and proposed putting the tanks closehéogrowing beds. Women’s workloads were also
considered in a project component requiring plonglof fields in households where no male labour
was available, and provision was made to provigedérvice for hire. However, most often, the extra
work required for increased production was not wered as an opportunity cost, the assumption
being that women had time to spare or could detegtter tasks. It may be important to consider
opportunity costs explicitly, since if work is dgkged to younger women or children, it may reduce
their educational opportunities. In eight projeix in the 2008-2009 cohort), the design explcitl
mentions the need to promote the re-negotiatiowtwdt traditionally is defined as “men’s work” or
“women’s work” in order to achieve the project goal

139. There is significant regional variability in theved and quality of attention to gender equality
and women’s empowerment in IFAD design documenitgs Was noted in the 2006 self-assessment
of the gender action plan and remains true todagndhough the meta-evaluation found little
variability in results. The quality assurance rg#ififor new projects designed up to March 2816r
gender, shown in table 8, are evidence of thisabdiiy. In fact, the second consolidated annual
quality assurance report to the Executive B&ardDecember 2009 noted, with reference to projects
designed in 2008/2009, that “targeting includingidgr” was one of the five thematic arBathat
needed attention before Management could consiaeptojects feasible for loan negotiation and
submission to the Board.

Table 8. Rating of new project design for gender eglity and women’s empowerment

Rating for West and East and Asia and the Latin America Near East and
gender equality Central Africa | Southern Africa Pacific and Caribbean North Africa
Number of
projects reviewed 16 13 18 11 11

Percentage rated
4 or above 94 10( 88 100 64

Percentage rated
5 or above 63 62 39 9L 0

Mean score 4.9 4.8 4.8 5|4 3.8

Rating scale: 6 — highly satisfactory, 5 — satisgfact 4 — moderately satisfactory, 3 — moderatelgatisfactory, 2 —
unsatisfactory, and 1 — highly unsatisfactory
Source: Evaluation data 2010

140. While there are some good-quality gender-relategjepts in Chad and the Sudan, where
gender inequality is very high, projects in EastBurope, where inequality is relatively low but
important in rural areas, seem to pay little attanto this issue. This reinforces the findingst thee
level of commitment and importance given to gendequality by country programme managers and
regional division directors is an important deteramt of IFAD’s performance in this area. Staff
interviewed told evaluators that some governmemtnpes became more receptive to the idea of
gender equity components in projects when showntligy can successfully be financed by a grant.
When government partners are resistant, pilotirgngiinancing efforts to demonstrate the potential
of investing in gender quality and women’s empowantis used by some CPMs successfully to win
over government partners. The determining fact@mseto be whether the country programme

“ These ratings are given by independent reviewiees Iby the “Quality Assurance Team” in the Offiaiethe
President and Vice-President, as part of IFAD’sasgled quality assurance mechanism.

*" This includes data since the Quality Assuranceu@siarted its activities in 2008.

“8 See document http://www.ifad.org/gbdocs/eb/98/e2BB9-98-R-57.pdf.

%9 The other four areas were implementation arrangé&nemonitoring and evaluation, institutional
arrangements/analysis, and technical issues.
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manager or the PMD regional division director idfezg gender equality and women’s empowerment
as a priority and mobilizes technical advice inEmup of advocacy efforts to have these aspects
accepted in the project. The Associate Vice-PraesjdeMD, also has an important role to play in

terms of both advocacy and oversight, ensuringefample, that there is follow-up to the common

gender-related issues identified during the qualithancement proce¥s.

141. The evaluation made attempts (by reviewing supiemvigeports and project status reports)
gain an appreciation of emerging results from tBAgijects. It should be noted, however, that nine
of the 22 projects were approved in either 2002@9 and eight in 2006, which means that the
majority of the projects reviewed had been undeslémentation for a relatively limited period of
time and some had not yet been declared effectitreedime of this evaluation.

142. Based on a review of 12 of the 22 projects thatileesn under implementation at least for a few
years, the evaluation found that only five had eosnments to support the gender ratings included in
their respective project status reports. In pregarproject status reports, country programme
managers are asked to rate the gender dimensiadiaties, monitoring arrangements, and results
achieved in terms of gender focus. Of the five grtg, only one (the Gash Sustainable Livelihoods
Regeneration Project in the Sudan) commented omlegeequality and women’s empowerment
results and what strategies would need to be addptenprove these results (in this case, landgtitl

in the name of women heads of household). The dthar projects only noted the gender-related
activities that had been undertaken. Except fordfiaet-up year, only four projects changed their
rating on gender dimensions (i.e. the CommunityedaRural Development Project in Burkina Faso,
the Southern Nyanza Community Development Projed¢tdnya, the Sudan GASH project, and the
Decentralized Programme for Rural Poverty Reductiohla Giang and Quang Binh Provinces in
Viet Nam). In all these cases, with the exceptibBurkina Faso, the ratings improved slightly over
time. In Burkina Faso, the 2009 project status mepated performance in this area as moderately
unsatisfactory, after all previous reports had giviea moderately satisfactory rating. The report
commented on the need for improved communicati@specially about gender equality. It is
interesting to note that the only project that caented on gender equality results (i.e. the Sudan
GASH project) gave itself a lower rating than die tproject status report that was only looking at
activity-level indicators. This finding indicatekatt it is important to cross-check these ratings fo
consistency, and also to ensure that projectséaftetmore effectively results-oriented get positive
recognition, even if their ratings are lower thhnge that measure only activities or outputs. éséh
measures are not instituted, IFAD risks rewardiogttle-free implementation more than contribution
to results, and also risks over promising in theglephase.

E. Effectiveness in relation to IFAD’s gender equalityand women’s empowerment objectives

143. First of all, it is important to clarify that thenalysis presented below differs from the analysis
of project effectiveness presented earlier (seagvaph 94). The earlier analysis is based only on a
desk review of 50 project evaluation reports cdroet by IOE as part of the meta-evaluation. The
analysis of effectiveness against the three IFApa@te objectives on gender equality and women'’s
empowerment that follows (paragraphs 144-153) issncomprehensive, as it is based on the findings
of meta-evaluation of 50 projects, the ten projdotshe five country visits conducted by the
evaluation team, the review of ongoing operati@ssyell as feedback from key informants within
IFAD including country programme managers, the gemlisk and PMD directors.

144. The first of IFAD’s three gender-related objectivésxpand women’s access to and control
over fundamental assets — capital, land, knowledgand technologie$ has received the most
attention in both design and in terms of result®ss all projects, most likely because it is where
IFAD has traditionally had most experience anddf@e an area of specialization and comparative
advantage. For gender equality and women'’s empoemtrnthis has included access to microcredit,

0 Quality enhancement process is internal to PMOJ precedes the more arms-length quality assurance
process led by the Office of the President and ¥icesident.

> Project status reports (for each project finankogdFAD) are usually produced once a year (in soages
twice). They are expected to be updated after dieht supervision and implementation support roissi
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access to income-generating opportunities and gimviof “catch-up services” such as literacy,
numeracy and basic entrepreneurship to increasdikitldhood that women will be able to take
advantage of development opportunities offered &0 programming. Over time, more projects
have focused on improving women’s productivity tigh better capacity-building efforts and access
to rural financial services in agriculture for boiticome-generating activities and food security
(especially through horticultural and market gardgrprojects (e.g. in Bangladesh, Burkina Faso,
Mauritania and Zambia) and investment in small lstfgoats, chickens). Some recent value-chain
work (involving agroprocessing of fruits and vedi¢s) has deliberately planned to integrate women
into high-value agricultural production and pro@egsactivities that are usually restricted to mée (
case in Guatemala).

145. A significant level of activity has focused on hamdfts associated with women’s traditional
roles (pottery, sewing, embroidery, weaving, bakihgirdressing, etc.), but in most cases — as
evidenced by the country studies in Guatemala amdirithnia — these efforts do not generate
adequate income and may barely cover the costsatdrial, much less labour. Since they do require
significant effort, it is important to ask why tleeactivities persist. Part of the reason may beursz
they are familiar to the women beneficiaries angjqut designers, do not generate any conflict, and
are relatively easy to start up. Theoretically, diarafts could be a springboard for other more
remunerative or non-traditional activities, butrh&as no indication of this in the projects rewéelw
for this evaluation.

146. IFAD has made special efforts to ensure that mredit is available to women, and the
majority of its microfinance loans are made to wanhenders. This can be a mixed blessing. The
Zambia country study reports, for example, thatabee loans to women have lower requirements
than those for men, men get access to credit throlwgr spouses. Similarly, in Bangladesh, some
women reported to the evaluation team that eveagihoheir husbands use the credit, the fact tteat th
loan is in their name gives them more say about ihdsvused. However, if the loan is misused, or if
it cannot be repaid, this potentially leaves thenan in a worse financial situation than before, and
may increase domestic conflict. Several evaluatfeng noted that while women have easy access to
microcredit, their ability to get larger loans isited, even if they have an excellent repayment
record: there is therefore little potential for wamto “graduate” from microcredit. There was no
evidence that efforts to provide commercial creditrural areas were specifically addressing this
issue.

147. Despite the importance of increased access to meEs®@and assets, there is less emphasis on
women’s control over the income that results frdmase investments, or even over the resources
themselves. To some extent, this control is praVitteough projects that are managed by women'’s
groups themselves (a common approach used in Adrichin South Asia), although generally these
projects are in less profitable domains. Women ntefiat they use the benefits they control for
improved household nutrition and for children’s ealion. If the level of income increases
significantly, they also report improvements to siog (e.g. Guatemala).

148. Women’s access to agricultural extension servisesfien problematic. In Guatemala, for
instance, it is generally easier for men to trdeesee demonstration farms using improved varieties
In Bangladesh and Mauritania, some agricultura¢msion departments do not reach out to women,
and alternative service providers for women needbé¢o identified and contracted, or trained.
Frequently, training is not provided at times aadations convenient for women. These difficulties
have limited women’s ability to improve their pradivity in agriculture-related areas that have the
potential for greater remuneration than handidsgde projects.

149. IFAD is increasingly investing in entrepreneurstigining to ensure that a greater share of the
value-chain remains with primary producers. No noenis made in the projects reviewed that efforts
are being made to ensure that this training islavi@ to women as well as men. Entrepreneurship
training could be particularly important for womegiven their generally limited exposure to markets

outside the local milieu. The Guatemala experiesuwggests that women have a “good eye” for
guality control and consistency in products andkpging, as affirmed by the men interviewed. In

conclusion, on the whole, the evaluation asse$s8B’s performance in terms of effectiveness as
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moderately satisfactory in expanding women’s acdessand control over fundamental assets —
capital, land, knowledge and technologies.

150. IFAD’s second objective is tostrengthen women’s agency — their decision-makingote in
community affairs and representation in local instiutions”. The earlier projects examined in the
projects reviewed paid little or no attention tastlobjective, but as IFAD’s work is increasingly
focused on strengthening producer and user asmomsgagand as the RIMS includes an indicator to
assess women’s leadership role in such organiztibiis objective is more visible both in design
documents and in the field. The meta-evaluatioadrdt6 per cent of the projects as satisfactory in
increasing women'’s participation in decision-makamgl 58 per cent moderately satisfactory. In some
cases, the objective of women’s agency seems tadbpted in a tokenistic way, as a response to
conditions set by IFAD for project investments, ubther cases (Guatemala and, in some instances,
Mauritania), there is a significant increase ndiyon the number of women members and leaders in
organizations, but also in their ability to artiatd their own interests and perspectives, and atle v

to the organization’s decision-making. For examphben in Guatemalan organizations reported that
the women’s attention to how the association mash#igemoney resembled their care with household
income: this money should not be spent frivoloualyd the returns should benefit all fairly. While
IFAD has documented its successes in this areaRerg), there is less information available on how
these successes were achieved — information thiaidor both project managers and implementers.

151. The meta-evaluation points out that strengthenimgmen’s involvement in associations is
closely linked with project success, and is alse area where IFAD could significantly improve its
performance. While the RIMS indicator on womenadership in associations is adequate for overall
progress monitoring, project operational manualddccgo into more detail on how to strengthen both
women’s participation and the associations as alevhan terms of building women’s and men’s
capacities to address, prevent and resolve ca)flidentify, analyse and resolve problems; or
negotiate and build useful partnerships both withie association and externally. The manuals can
address what can usefully be done to shift wompaiticipation from tokenism to a meaningful and
valued involvement. Understanding how and whenuitdithese types of capacities efficiently and
effectively is an area where IFAD would benefitajhe from documenting and sharing experience,
rather than leaving each project to experimenttenown. The country visits indicated not only
increased attention to this issue, but also gresdhistication in the analysis of why this was
important and how it could be approached. Relatilitle work is being done to connect women’s
regional and national federations with local groupsplaces where this does occur (e.g. Indid)agt
been assessed as helpful. Effectiveness in stramgth women’s agency is rated, like the first
corporate objective, moderately satisfactory.

152. IFAD’s third gender-related objective is taniprove women’s well-being and ease their
workloads by facilitating access to basic rural sesices and infrastructure’. Work in this area has
included provision of water for domestic use, teyent women and girls from having to walk long
distances to procure water. Building health cenhas also been described as contributing to this
objective, although there is less information ababether the centres continue to be adequately
staffed, and the extent to which the services #mrdmble. In at least one situation where women
were gathered for training or literacy, projectffsiarovided reproductive health information and
services (Guatemala). Some projects (West Africsgt@€nala) have provided improved stoves, which
have health benefits for the entire household a&dless fuelwood as well as reducing the time that
women or men have to spend searching for fuelwdtaoke recently, a very limited number of
projects consider the ergonomics of agriculturtistructure — making sure that the height or weigh
of water transfer facilities can be handled by wonj@&ambia) or that woman-headed households
have access to ploughing services. In the documewviswed for this evaluation, there was no
reference to what efforts were easiest or most wsadseful for improving well-being and easing
workloads, although IFAD has produced a recentysturdthis subject.in a few instances, there were
reports about discussions with men about sharingsétmld work as women’s earning capacity

3 See “Lightening the Load”, http://www.ifad.orgfuter/pub/load.pdf .
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increased (e.g. Guatemala), but no information awedlable about how successful these efforts have
been.

153. Some women report hiring extra household help wihefr incomes increased (Guatemala).
IFAD’s work on rural roads has also made it eakeiwomen to access services and sometimes to
transport goods and crops. In a few cases, theegidence (in Bangladesh and Peru) that women
have been consulted on the design and mainten&nice mads. Better roads may facilitate women’s
mobility, as it may be considered safer for wonetravel, but may not be sufficient to increasedrthe
freedom of movement in culturally conservative arekinally, the evaluation concludes that
effectiveness has improved but is still moderateigatisfactory in terms of increasing women'’s well-
being and easing their workloads by facilitatingess to basic rural services and infrastructures Th
third objective has received relatively less attambecause it is less clearly articulated, ancabse
the “well-being” part refers to access to servi@amarily health and education) that are not antr
to IFAD's mandate.

Key points

performance rating was only moderately satisfactbiyt the average masks significant varia
among projects and regions in attention to genelated dimensions of design and implementati
in approach and in follow-through during impleméiatia.

% The review covered 82 projects, five country progme evaluations and five COSOPs. Ove:fll

« The weakest performance is in innovation and sgalip, largely because there is very limit¢d
investment in systematic cross-cutting analysesiimg and performance feedback.

% There is little evidence of policy dialogue relatedyender equality and women’s empowerment, put
such dialogue has been significant where it has baen serious attention, no matter at which stage
of the loan cycle.

% The largest emphasis in IFAD-supported operatisnsni increasing women’s access to resourges,
but less systematic attention is devoted to whefiksrfrom their increased productivity and skills.

% Together with IFAD’s emphasis on strengthening frshand users’ organizations and commuryty
groups, there is also evidence of an emphasis@easing women'’s participation and leadershig in
these associations.

% Women’s workloads and well-being have been adddes®ugh project infrastructure to ensufe
household water provision or through constructibhealth posts, and by introducing items such|as
improved stoves. Women'’s workloads are less ofrsideration in agricultural work, although thefe
is evidence in a few projects that the manageglafiequipment is a consideration.

% The overall finding is that there appears to beslationship between gender achievement angl a
project’s overall achievements, a finding confirnisdevaluations in other organizations. Howevr,
the analysis does not reveal a causal relationshefiher direction.

% Nevertheless, variability in the importance givergender issues by individual country programine
managers and divisional directors makes a differeinc success levels in this area — a seripus
accountability gap. This confirms the finding fromider evaluation experience from othér
multilateral development organisations that leddprds essential for achieving results on the
ground. That is, things tend to move when manadensonstrate the importance they attach to the
issue and lead by example.

% Recent COSOPs and project designs show more cemisidetailed and thorough attention to gen(l:er

equality and women’s empowerment, attention to genelated partnerships, and the benefits df a
strong results orientation. There is however opputy for further streamlining IFAD’s overal
results and reporting system on gender equalityaen’s empowerment.
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V. ASSESSMENT OF CORPORATE BUSINESS PROCESSES

A. Overview

154. This chapter reviews numerous corporate businegsesepses that affect IFAD’s efforts to
promote gender equality and women’s empowermerdrel re two main reasons why an assessment
of corporate processes is important: (i) some @ pnocesses and functions that influence an
organization’s ability to contribute effectively ¢ender equality and women’s empowerment through
its projects lie outside the purview of operatiowith human resources and communications being
two important examples; and (ii) the results achiewn the ground can only be fully understood
when the processes (both formal and informal)shape what is possible in the field are examined.

155. In particular, the evaluation reviewed the follogiiprocesses and functions of IFAD for their
coherence, interrelationships and their influenedFAD’s work in the area of gender equality and
women’s empowerment: (i) corporate business presesrectly related to operations including
quality enhancement and quality assurance procesisest supervision and implementation support,
country presence, evaluation, the results measuntefreeEmework, knowledge management, policy
dialogue and partnerships; and (ii) other corpofaigsiness processes such as human resources
management, financial management and administtatiod communication. It also examined the
appropriateness of IFAD’s internal gender architest in particular the functioning of the PTA
gender desk, the role of the divisional gender lfgmants and the experiences of the corporate
thematic group on gender.

156. The evaluation also felt that it was important talgise the roles of the Executive Board and
IFAD Senior Management. The Board, among its maspaonsibilities, determines what areas will be
given priority by IFAD (and in fact decided thatrgker equality and women’s empowerment would
be a priority area). Management is responsibleefmsuring that adequate resources, systems and
processes are put in place so that the desirettsesun be achieved on the ground. Both therefore
play important roles in determining the nature BAD’s gender activities and ensuring that these
activities are carried out in an effective and tyngay. Figure 2 illustrates the responsibilitidstioe
Executive Board, Senior Management, middle manageara staff in IFAD’s gender work.
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Figure 2: IFAD’s gender-related systems and respoitslities
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157. This assessment entailed a review of documents,iratividual and group interviews with
representatives of IFAD Management and staff. Befeviewing the work of each unit, division or
department, the evaluation team circulated a sepeh-ended interview questions and determined, in
collaboration with the senior staff concerned, televant source materials and the individuals who
could best respond to those questions. The teathrhete than 40 individual interviews with the
senior management and staff, and nine interviewls lxecutive Board members. It also organized a
series of focus group discussions, including whid thematic group on gender. Some key informants
were interviewed more than once, or further infaiora was collected through follow-up
correspondence. An on-line survey was also conduat®ut the work of the thematic group on
gender and the divisional gender focal points, whhinvolvement of both current and former group
members.

B. Major findings

158. The Executive Board.Over the years, the Executive Board has underlihedheed for IFAD

to pay due attention to gender equality and womenipowerment. The Board members interviewed
felt that these objectives were not contested cawse of division within the Board. They affirmed
that the Board attached great importance to gecwiererns. As one example, it was pointed out that
some women Member State representatives to the Roene-based United Nations agencies had
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formed an informal group to discuss issues relatedyender, improve their own capacity as
representatives, and exchange views of the maamsing efforts and results of gender equality and
women’s empowerment in the respective United Nategencies.

159. In 1992, the Executive Board supported the proptsa IFAD should shift from a narrow
focus on women in IFAD-funded operations to a mategrated approach to treating gender issues
within the overall development objectives that thend pursued. Consequently, IFAD-supported
projects began to pay attention to the needs aedests of both women and men, and to how these
needs and interests were interrelated. In 2003Bted provided its overall support to the Gender
Plan of Action, which allowed IFAD to “embed” attem to gender equality and women'’s
empowerment in each part of the project life cy@lem design to supervision and monitoring and
evaluation. However, the Board did not spend mirmie in considering the mid-term review of the
Gender Plan of Action, which could be partly atitdd to the fact that the mid-term review was
presented merely as an appendix in volume twoef006 Portfolio Performance Report.

160. With Executive Board support, donors committed ia &nount of dedicated supplementary
funds for gender activities, even though the Baaad not directly involved in the negotiations of th
supplementary funds agreements. These funds allé&40 to hire professional technical staff on
gendet (initially on a fixed-term basis), cofinance op@was, undertake studies and capacity-
building, and organize conferences and workshopthenopic. The Board also authorized resources
from IFAD’s grants envelope to support various ggnaainstreaming activities. More discussion on
the use of supplementary funds and grants for geardwities can be found later in this chapter.

161. In 2009, in approving the IOE annual work programmige Board commissioned this
corporate-level evaluation, which is a furthersthation of the importance it attaches to the sibje
The Board’s Evaluation Committee has also playedngortant role in raising attention to gender
issues on numerous occasions in the context of &&uations, for example, in 2009 while
considering the joint IFAD/AfDB evaluation on agriture in Africa.

162. However, there is no systematic review by the Badrkley corporate documents submitted by
Management in terms of their coherence with IFABtsategic approach on gender equality and
women’s empowerment. As a result, major documesush( as new policies or strategy documents)
may vary considerably in their attention to thisuis’

163. All Board members interviewed consider gender aguand women’s empowerment to be
central to progress in achieving IFAD’s mandateeylfeel, however, that they lack a good overview
and systematic information about how well IFADaskling these issues in its operations. Apart from
coverage in the ARRI and RIDE, there is no spegfimcess through which the Executive Board can
review progress on IFAD’s work in gender equalitgdavomen’s empowerment on a regular (annual
or biennial) basis. Several Board members pointgdtimat this information gap is not unique to
gender issues: the Board faces similar constraingh dealing with other issues and themes.

164. However, it is fair to note that, with the exceptiof its decision to commission this corporate-
level evaluation, the Board has largely played spoesive rather than proactive role in relation to
IFAD’s gender activities. It has not exercised katiip in this area by requiring IFAD Management
to submit comprehensive and systematic annual temor gender-related results, and it has not
allocated core administrative resources (includioghan resources) to gender equality and women'’s
empowerment. Furthermore, it has never requestéddOManagement to treat gender as a central
learning theme in the ARRI or RIDE, which would kagiven it the opportunity to understand in
depth the proximate causes of good or less goorpsnce in this thematic area. Although the
Board did, when considering different agenda itessje general statements about the importance of

* Initially, the post of the senior technical advism gender in PTA was financed through supplenmgnta

funds. The two staff posts in the division dedidat® gender are now part of IFAD’s administrativelget.

> For example, although the new IFAD Rural Finamugicy approved in April 2009 includes various
references to the role of women, there are mevadyreferences to gender equality and women’s empoesst,
one of which is in a footnote. In contrast, the IFRolicy on Engagement with Indigenous Peoplesrasal
by the Board in September 2009, treats gender ibgaad women’s empowerment comprehensively.
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gender, it has not explicitly requested policy gehee across the organization on gender equality an
women’s empowerment, nor has it outlined its ptiesi for IFAD’s gender work. Finally, the Board
has at times tended to focus its scarce resourck®forts on inputs and details (e.g. defining the
indicators for assessing gender equality and wosnenipowerment) and not on results and lessons
learned.

165. The Executive Management CommitteeEstablished in 2009, the Executive Management
Committee is the highest internal management deeisiaking body within the Fund. The committee
is chaired by the President of IFAD, and its merabeclude the Vice-President; the Associate Vice-
President, Programmes; the Chief Development Sistfethe Chief Financial Officer; and the
General Counsel. The Director of the Office of Bresident and Vice President is the Committee’s
Secretary. The committee normally meets once a \aadk to ensure transparency, minutes of these
meetings are posted on the Intranet.

166. Committee Members, who were interviewed separatilying the evaluation process,
consistently shared the Executive Board’s viewghenimportance of women’s empowerment. This
was demonstrated, among other things, by the Rmsédacceptance of the MDG3 Gender Torch and
his support for this independent evaluation. Theskient’'s speech to the 2010 annual IFAD
Governing Council also underlines the importantebaited to the topié.

167. At present, however, no one in the Executive Mamagg Committee is specifically charged
with ensuring that gender equality and women'’s emngvment are appropriately integrated in major
IFAD policy documents presented to the Executivalpthat adequate resources are allocated by
the Fund to further these objectives and thateleired accountability and incentives are in place.

168. The Programme Management DepartmentPMD was a major component in this evaluation.
The starting point for the analysis was to reviéwe work of PTA, which is responsible for leading
and coordinating gender equality and women’s empaowat efforts within IFAD. PTA’s gender
desk currently consists of two Professional staéfmhers, one of whom is also responsible for
poverty targeting in IFAD-funded operations. To glgment its existing capacity, the gender desk
makes use of interns, consultants and — wheneeanitmobilize their services — volunteers. The desk
is supported by one General Service staff membez.iore junior of the two professional positions
is relatively recent, and, like the senior techhiadviser position, was initially financed through
supplementary funding from IFAD donors. Both pasis are now funded through IFAD’s
administrative budget.

169. The gender desk has, over the years, played alusédiin designing and rolling out IFAD’s
strategic approach for gender equality and womenipowerment, including the gender action plan
and the gender framework. The desk has providedtsngnd advice for COSOP development and
project design during the quality enhancement m®cim order to ensure that gender concerns were
duly reflected. It has undertaken numerous selesmsaents and also made efforts to share
information, lessons and experiences across dngsimore, however, could have been achieved in
this area had resources been available and coticimaandated by PMD Management. Externally,
the desk organized an international learning wasgsim Rome in 2007 on “gender mainstreaming
and women’s empowerment”, which allowed for cramgifzation of good practice and raised
attention to state-of-the art approaches in adirgggender concerns. During interviews, many staff
in operations expressed appreciation for the inpots advice provided by the desk. However, in
some cases, the staff member considered thesesinmetessary merely to satisfy internal

®  “Women remain a primary target of our country pesgmes and projects and | gladly accepted last

October the MDG3 Gender Torch from Minister Ullarfi@es, of Denmark and committed to do something
extra. Internally, at IFAD, gender equality at thierkplace is not just words — 75 per cent of relyergcruited
professional staff in the Office of the Presidemd &ice-President are women, including the VicesRient and
the Director of the Office.”

" One at the P-5 level and the other at the P-dl.lev

8 This includes, for example, five regional assesgmen 2004-5, the review of gender equality and
women’s empowerment in IFAD’s portfolio in 2000 dagther activities.
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management requirements and procedures in COSOParption or project design and
implementation.

170. The gender desk has supported, and been suppariegender focal points (designated by
most IFAD divisions) and by gender advisers (pedaltly appointed, discontinued and then re-
appointed within the five PMD regional division3he focal points were instrumental in setting up
IFAD’s Thematic Group on Gender, which was extrgmattive in the early 2000s, providing the
intellectual energy and drive behind the genddobagilan and its implementation. Some members of
the thematic group — which is the oldest such giaufpAD established in 1998 - feel that the group
has now become less relevant especially in thetpasyears and needs to be rethought. Currently, it
mainly serves as a network for sharing informatoil for contributing to organization-wide events
on gender-related issues. The group has no formaaldate, no specific workplan and no budget;
participation is voluntary, and, in the case ofdmmnadvisers who are in decentralized locations, by
virtual communications only. There is very littleepsure on regional division directors to suppoft c
ordination or agency-wide learning on gender e¢yald women’s empowerment.

171. No dedicated resources are allocated for the getelgk’s non-staff costs (for example, for
hiring consultants for knowledge management, spstugies and workshops), but this holds true for
other PTA thematic desks (such as the desks fal furance or for natural resources and the
environment). In fact, the thematic desks are megluio “apply” to the Director of PTA for available
non-staff resources, providing a detailed workptasupport of their application. Because resources
are few and allocated on a first-come, first-servasis, the gender desk has tended to rely mamly o
mobilizing and using IFAD grant resources and sem@ntary funds for conducting its core business.
This is a cause for concern, especially since adoethese resources is not assured.

172. IFAD has managed since 1996 to secure a total ofitabS$14.8 million in supplementary
funds for pursuing gender-related activities, witipan and Norway being the largest donors (see
chart 5). In addition, around US$6.2 million hagmenobilized from IFAD's grant resources for this
purpose. Therefore, in total, extra-budgetary resesi(supplementary funds and grants) of around
US$21 million have been raised for gender-relatetiviies since 1996. Unfortunately, these
resources have not been evenly distributed oveydhes, with most being received in the late 1990s,
which has led to stops and starts in some regionsattention to gender equality and women'’s
empowerment. Resources specifically earmarkedlier gender desk have amounted to around
US$3.7 million since 1996 (or 18 per cent of théaltcextra-budgetary funds mobilized). The
remaining funds were earmarked for use by the PK@onal divisions, the then External Affairs
Department and other organizational units. It is fa note that the gender desk has played an
important role in mobilising supplementary fundenfr donors for gender, which are then shared
among and used by IFAD’s regional divisions.
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Chart 5. Supplementary funds raised for gender-relted activities (by source): 1996-2009
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173. To summarize, the following may be considered sasheghe main achievements and/or
strengths of the gender desk:

Development of the gender action plan and gendandwork, self assessments, and
formulation of coherent procedures, checklists guidelines for addressing gender
concerns in all parts of the programme cycle arsdigng their adoption;

Collaboration with other divisions in IFAD in suppiag their respective gender activities.
This includes profiling and communicating IFAD’s #kaon gender equality and women’s
empowerment internally, with other Rome-based WhiNations agencies and in other key
bilateral and multilateral forums; and

Advocacy in many key platforms within and outsid/AD (e.g. at the Farmers’ Forum
held in conjunction with IFAD’s Governing Councih 2010, which included a special
session on women’s leadership in farmer organisstior at the 2010 ECOSOC High-
level Segment (by supporting IFAD’s North Americhiaison Office in New York) to
ensure that gender equality and women’s empowerrrerdgriculture and in rural
development are promoted as appropriate.

174. Areas where the gender desk’s performance hasvbegkare:

Its lack of consolidated annual results-based warlg which would guide its choice of
priorities and its allocation of time more effeetiy;

Its “even-handed” approach, spreading resourcesllgqacross IFAD, when it might
make more sense, in some instances, to offer nmelextve support to examples of
excellence, innovation and scaling up, or to ssctorareas where performance in gender
equality and women’s empowerment is weak; and

Its facilitation role in cross-fertilization of Issns learned, good practices and experiences
across projects, countries and regions, includmfpcus on disseminating success stories,
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rather than on also learning from failures. Thiglie to the fact that information comes
mainly from regional divisional reports, rather tha learning agenda that is jointly
defined by PTA and the regional divisions.

175. ThePMD regional divisionsvary in their level of attention to, and intere@stgender equality
and women’s empowerment. However, the evaluatiomdahat leadership at both the departmental
and divisional management level is a critical sascéactor. The performance of IFAD-funded
projects in promoting gender equality and women'p@werment is generally better in those regions
(e.g., Asia and the Pacific as well as Latin Amerand the Caribbean) where regional division
directors have consistently paid significant aitento the topic, for example, in the IFAD regional
strategies of 2002 and related operational prosesse

176. In terms of knowledge sharing, real learning atghaect or country level is seldom transferred

to other countries or regions, in part becausen®i® tasked with this on an ongoing basis. Theze a

some good initiatives — particularly the productioha wealth of useful publications on gender-

related issueSwhich serve to document and share experiences! masease studies and research.
However, on the whole, these efforts are ad hoclefihdo individual initiatives rather than pursued

systematically. It is, however, fair to underlineat weaknesses in cross-fertilization of lessons
learned, good practice and knowledge managemegariaral are systemic concerns within IFAD and
are not confined to the Fund’s gender work. Fomgx®e, the internal management annual portfolio
review reports could include a well spelled-outtisec on progress achieved by the concerned
regional division in advancing gender equality armnen’s empowerment.

177. Gender focal points in the regional divisions as¢ working full time on the topi€ and
therefore have limited time available for it. Theguld potentially have a key role in sharing
knowledge; ensuring quality assurance of projee@SOPs and self-evaluation documents prepared
by their divisions; capturing lessons from outdiB@&D and keeping the Fund up-to-date on state-of-
the-art techniques on gender equality and womemgog&verment. However, three quarters of the
focal points report that they spend less than 2&eet of their time on gender-related work, androv
one quarter spend less than 10 per cent. They maap not have the time or capacity to influence
their regional colleagues (e.g. country programna@agers, regional economists, portfolio advisers),
particularly since many are relatively junior. Tgender focal points’ mandate is not clear, and only
14 per cent of the gender focal points had workplanspecific terms of reference for their gender
work agreed with their managers. They have notthmae to collaborate sufficiently with the gender
desk in PTA or with other gender focal points. Saoe®sons for this are outlined above, but the main
reasons are that PMD gender activities are notgiated into one coherent plan across the
department, and the funding mobilized (e.g. throsighplementary funds or grants, but also from the
administrative budget) is normally earmarked speddify for use by regional divisions. Among other
issues, this has constrained learning and sharfngxperiences, and limited opportunities for
aggregating results and reporting beyond the regienel.

178. Attempts have been made in the past to invite ¢géonal divisions to work with the gender
desk in building an IFAD-wide gender implementatgirategy, and to agree on common criteria for
using a fund that would be pooled and then manabadionally when allocated. These attempts
have not been successful, in good part becauseegfienal divisions tend to work in “silos”. This
may be understandable to some extent given thesitivén contexts across and within regions, but
ways and means can be found to pursue both a rspexific and departmental-level agenda.

179. One consequence of the above is that mistakespeated, and successes are not built on as
well as they might be. There seem to be few coresemps for inattention to, or poor performance in,
promoting gender equality and women’s empowermeatttinvor among the regional divisions. This

®  Gender and Water (2007), Gender and Non-Timbezst@roducts (2008), Polishing the Stone: A Journe
through the Promotion of Gender Equality in Devehemt Project (2007), Lightening the Load; Labouwrisg
Technologies and Practices for Rural Women (204/), many others.

1 For example, some gender focal points are couptogramme managers, regional economists or
knowledge management officers.
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may be because individual work planning and perforoe management systems are not results-
oriented or considered binding.

180. On a related issue, while a number of projects etk consultant or staff gender advisers or
officers, this is not a regular feature across phefolio examined. Recently, however, with the
support of PTA gender desk, the regional divisibase hired regional gender advisers, who are
located in the respective regions. They are findrtheough supplementary funds and their contracts
are time-bound (one year). This is a move in thbtrdirection, and it may be worth reflecting on
whether these positions need to be institutiondllae IFAD in the future — especially since thighe
second time donors have invested in regional geadeisers through earmarked funds (the first
investment was made in 2003-2006 as part of thelegeaction plan’s implementation, but the
positions were not institutionalized).

181. In terms of operational processes, as mentiongdhapter Ill, gender-specific indicators are
assessed at entry during the project design pramedsreported upon in the maturity assessment
template used for quality enhancement and quadisyi@nce. However, various staff members across
PMD considered that too much emphasis was beirggglan design in contexts where projects often
changed significantly between design and implentemta" “Slimming down” the design process,
they felt, would free resources for better impletagan support, which is also an essential ingnedie
for impact achievement. This issue is worth furtbensideration. Although PTA gender desk is
cognizant of the importance of supporting CPMs myrproject implementation, they have not
traditionally been able to sufficiently participatesupervision and implementation support missions
This is largely due to the limited time at theisglbsal, compared to the number of ongoing progcts
any given time.

182. There was broad agreement among interviewees kwmatshift to direct supervision and
implementation support was increasing attentiothoquality of implementation in general and the
coverage of gender issues in particular. Includijggnder expertise on supervision missions and
including attention to gender equality and womeaspowerment in the resulting reports would
further reinforce this trend. The RIMS indicatons gender equality and women’s empowerment,
when they are used, seem to be having an influendenproving attention to gender equality. The
inclusion of gender-related indicators in corporegsults frameworks, project status reports and
project completion report guidelines are a furtimglication of the growing importance attributed to
gender aspects during project implementation. THadlenge, however, is to ensure that the gender
indicators established within the different proesssare mutually reinforcing and facilitate
aggregation and reporting. In fact, the multiplgels of results measurement frameworks and
indicators within IFAD’s overall self-evaluationst¢m is a broader concern and one that will need to
be addressed in the future.

183. Country presence is also serving to further IFA@ender agenda on the ground. Some country
offices (e.g. India) have appointed technical staifh gender expertise who are responsible for
mainstreaming gender across the portfolio, progdiechnical inputs to project staff, facilitating
knowledge management on the topic, and so on.

184. Learning and knowledge managementiFAD has much valuable experience in successtully
and less successfully — contributing to gender iguand women’s empowerment in its
programming through a wide range of approachestategies. Unfortunately, this knowledge is not
easily available to staff, and as already statesl gender desk could have played a wider rolean th
process. However, it is fair to note that whendbader desk has tried to draw together this legrnin
it has had very few resources at its disposal faking this a participatory process that could feed
collective reflection and learning back to the @piens and partners in the field and information in
existing reports is often too superficial to befuseMoreover, many of the communication materials
tell stories about successful results; theflect less on the strategies, activities or atésithat made
the results possible, and hardly at all on thdtit&inal or structural arrangements that undethi

1 The meta-evaluation and the five country casdissuundertaken in this evaluation found eviderme t

support this contention, including major changesganding categories.
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strategies. There is also little evidence that lgesd practices and negative experiences are
documented and debated, although the insightdfieae could provide into what does not work and
why would be equally valuable.

185. It is worth reiterating that weak knowledge managetris a wider issue and does not only
affect IFAD’s work on gender. The same finding egeel from the recent corporate-level evaluation
on innovation and the joint evaluation with AfDB aagriculture in Africa. Recognizing the
importance of developing a solid knowledge functionagriculture and rural development, IFAD has
recently devoted more time and attention to knogdedhanagement across the board. This has
included adopting a knowledge management strategigblishing a knowledge management core
team, which is supported by a knowledge managensamhmunity of practice including
representatives from different IFAD divisions; dgwiting the chief development strategist as the
knowledge and innovation champion; reconfiguring @ffice of the Chief Development Strategist
into the Office of Strategy and Knowledge Managetmemd organizing a knowledge fair on
community-driven development. While these are sieplse right direction and the results are slowly
emerging, much more should be done to captureg,gpackage and disseminate knowledge based on
the Fund’'s rich field experience, including knowded on gender equality and women’s
empowerment.

186. Policy dialogue.There are some good examples of policy dialogud~B¥) on gender issues

in partner countries. In Brazil, for example, basedthe experiences of the IFAD-funded Dom
Helder Camara Project, the federal Ministry of Agra Development agreed to promote a national
campaign for providing rural women with identityrda, which are essential for securing access to
credit, land and other resources.

187. In India, building on the experience of numerdu&D-financed projects, the Government has
now included women’s self-help groups as instrumdat rural poverty alleviation in major rural
development schemes financed through domestic resauHowever, as stated in chapter IV and in
spite of some good examples, on the whole poli@lodue performance at the country level is
variable, but generally unsystematic, with littlealytic underpinning and not backed by the required
human and financial resources. This is not a nadifig, as weaknesses in IFAD’s capacity to engage
in policy dialogue in partner countries has repgigtbeen highlighted by the ARRI and other recent
corporate-level evaluations (e.g. on innovationi e other hand, as pointed out in chapter I,
IFAD has played a useful role in selected globdicgoplatforms (e.g. Farmers’ Association) on
gender equality and women’s empowerment by drawitgntion to the plight of rural women and
their central role in smallholder agriculture andat development processes.

188. Partnerships. IFAD’s most consistent partnerships in its genderkahave been with peers —
with the gender networks of other multilateral depenent banks and Rome-based agencies —
supported through the PTA gender desk. PTA is atsactive member in the United Nations inter-
agency network on women and gender equality, th€Bevelopment Assistance Committee
network on gender equality and plays a role wittOFén advocacy for rural women and agriculture
in these bodies. IFAD reports on gender-related drumesource issues to UN Women, the new
United Nations entity for gender equality and tingpewerment of womergnd the gender desk has
relations with the United Nations Development Fdiod Women, now part of UN Women. These
connections have not necessarily been translategh@rallel field-based relationships for the regio
divisions. In addition, some country programme nggnsa have supported links with gender-related
NGOs (e.g. in Argentina and Guatemala), and PMDsbaported some links with women leaders of
farmers’ organizations (e.g. the women delegatebda2010 Farmer’ Forum). Donor Governments
have mostly been important sources of funding,thete has been only some partnership with them
on content issues. Relationships with borrowing €&oments on gender issues have been weak. Only
a few outstanding examples can be cited of couptogramme managers building relations with
departments of borrowing Governments to promotelgeaquality and women’s empowerment, both
as a matter of principle or as a demonstrationhef link between women’s advancement and
successful rural and agricultural development. &hex, however, little evidence that regional
directors more generally or IFAD Senior Managemdmtve systematically cultivated such
relationships.
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189. Communication. IFAD’'s Communications Division and IFAD’s Liaison fi@e in
Washington, D.C. works closely with the gender deskproactively profile and promote gender
equality and women’s empowerment dimensions of IBAvork, and to support internal
information-sharing and advocacy. The developmdntwiodening consensus around international
norms related to women'’s rights has been a crifabr in advancing gender equality and women'’s
empowerment around the world. The Liaison Officeldethat international policy outreach and
engagement on gender equality and women’s empowernas been among the most successful of
its international advocacy efforts overall. Comnuation has been strategic, systematic, and linked
closely with programme experience and perspectivdsas created opportunities for the voices of
women farmers and built on coalition efforts led BBAD. The high quality results of these
collaborations could be examined by other divisitmst are mainstreaming gender as a model for
how to mainstream gender equality and women’s erepoent. This collaboration also extends to
the global advocacy functions of the Liaison Officehich is well coordinated with both
Communications and the gender desk to seize adyaqguortunities at the global level.

190. The IFAD website, for which the Communication Diuis is responsible, frequently features
gender-related news and information on its frorgepand also contains substantial gender-related
information, both on programming and on IFAD praess and systems, in its sections. The
information in the sections is not very visible waver, and must be sought by using the search
function, which sometimes makes finding materialeatter of chance. Also, there is little weeding
out of dated information or different versions loé tsame materials.

191. Finance and budgeting. Another corporate process reviewed during the eigin concerned
the work of the Financial Services Division. Theimasue identified was that the Loans and Grants
System (LGS) maintained by the division does natkrexpenditure in IFAD-funded investment
projects on gender equality and women’'s empowermémrefore, IFAD has no way of knowing
how much it spends cumulatively on gender-relatedkvand whether the level of investments is at
all adequate. There are two main reasons for {fjistFAD-funded projects no longer include
dedicated components for “women in development” gedder is mainstreamed across project
components and activities, which makes it extrerdéfcult to quantify the proportion of loan funds
allocated in design for gender work; and (i) th&3. does not record expenditures by project
component or activity, but rather by “category mpenditure” (e.g. vehicles, civil works, incremdnta
operating costs, technical assistance). Reasoim (ig§ct has wider implications: IFAD cannot know
how much it actually disburses at project comptetio any major thematic area, including gender
equality and women’s empowerment. The situatiosinglar in other agencies reviewed during the
benchmarking exercise. As an alternative to tragkinwould be possible to analyse gender-related
expenditures in a sample of projects highly ratdHeir gender equality and women’s empowerment
results to determine a reasonable level of experadfor delivering gender strategies, and offes #g

a budgeting guide to country programme managers.ekercise could be repeated from time to time
to provide updated information.

192. Similarly, it is not possible to quantify ex arftew much of the annual administrative budget
IFAD is devoting to gender-related activities — ®xample, in terms of allocation for thematic
studies, workshops, knowledge-sharing activitiesrkforce training, communication, and other core
business processes — nor is this information detband analysed ex post. In fact, gender is not
explicitly part of the indicators included in IFAB®'results-based programme of work and budget
document, even though it may be covered under sdriee corporate management results (e.g. CMR
5, better human resources management) specifitae idocument.

193. Human resources.The evaluation reviewed in detail some issueseadl& human resources
and whether/how they contribute to gender equaliy women’s empowerment. There is compelling
evidence in development literature that just havirage women in the total workforce leads to better
performance on the ground in gender equality anchévds empowerment. There are two rationales
supported by studies that explain why attentioggnder balance at all levels of staffing is impaita
The first is that as an organization puts in plexternal gender equality measures, it becomes more
credible as an advocate in its relations with goments and other partners, and has relevant
experience to offer. The second is that a divergarozation which is able to respect and effectyivel
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include men and women'’s perspectives (or diffepetiural perspectives) is more robust, innovative
and successful.

194. IFAD has an overarching Human Resources PUliepproved by the Executive Board in
September 2004. It states: “The recruitment of ggsibnal staff will result in the selection of the
individual judged to be the best person for theitimrg taking into account the criteria of equitabl
geographical distribution and gender balance.” &lae no further references to the topic or sgecifi
targets that the Fund aims to achieve to ensurdegdralance in its staff cadre. Management issued
the Human Resources Procedures Manual in 2005hwehitlines the importance of gender issues in
several key procedures, such as in staff recruitraed the determination of benefits, and also has a
section on sexual harassment.

195. Data supplied by the Human Resources Division (HRID}his evaluation reveal that the ratio
of women to men in the organization remains traddi: many women are in support positions (i.e. in
the General Service staff cadre) and few are imdeship positions (senior Professional and
Managerial posts). There have been some improveniethis ratio from 41 per cent to 46 per cent
women professional at all grades between 2003 &@idD.2In this regard, IFAD has recently
committed to increase the proportion of women riéeduto management positions (D1 and above) to
50 per cent by 2014, in accordance with the pdiecidopted by the governing bodies of the Fund
taking into consideration the criteria of equitatdgraphical distribution and gender balance.

Table 9. Gender representation in the regular IFADstaff cadre, 2003-2010

General Service staff
Comparing the years 2003-2010, by grade and sex

. G-1 G-2 G-3 G-4 G-5 G-6 G-7 T | %

F M|FIM|FIM|FiIiM|FIM|[FiM|FiM F
2010 | 3 i 1 |78i11| 67 i 12| 54 10| 14 11| 131 6 | 13 7 |300] 81
2009 | 10 4 [13{10| 14 {10 | 47 | 8 |67 12| 79 11| 3 {1 |289|81
2008 | 7 ; 4 | 9111|191 6 | 49; 9 |65 10| 79 13| 4 | 2 |287]|81
2007 3 13 |11, 7|24 6 | 5212|667 ;11|76 ;12| 5 ;2 |291|82
2006 | 4 ! 3 |16i11] 17! 7 | 49! 14 | 68! 8 | 68! 13| 5 ! 2 |285] 80
2005 | 3 | 2 |161 8|19 8 | 541 14|67 1 9 | 671 11| 6 | 2 |286]|81
2004 | 6 i 5 |15i13| 271 8 |51 113|701 9 |58i 12| 9 i 3[299]79
2003 | 4 i 5 |21i5| 201 9 | 5211066 11|55 10| 11 3 |282] 81

Professional staff
Comparing 2003-2010 by grade and sex

Ve -1 | P2 P-3 P-4 P5 | D1 | D-2 | APR ' AVP | VP | Pres.| .

FM|FIM[FIiM[FIM[FIMI[FIMI[FIMIFIM| M Fim| ™
2010 312|29119|46/18|28/40/20{59|5!{9 |2!7|1|1] 1 |1|0] 1 |292)|46
2009 | 213 |26117|48/19/28139|21/59|5!9|3{7|1|1] 0|00/ 1 |289|46
2008 |31 2| 26113|42116|27/44|19i58|6! 7 |2i8|1|2| 0 |0 |1 1[278]|45
2007 |21 2| 24113|43/15|24/44|19!55|6/8|1/6 /0|11 0 |o0|1]| 1[265]|46
2006 | 11 |24111|35!15|24137|17146|/9!8|0!6[0! 0! 0| 0|0 1[235[47
2005 |1/ 1|24111|36!19]22!33|19!45|/9!9]0i6|0!1! 0 |0|1] 1[238[47
2004 | 21|28/ 9 |25/18|22i32|16!46|6! 7 |1:6|0i 1! 0 |0 |1] 1|222]45
2003 (24|21 7 |18115|21128|14!146|4i6|217]0i1! 0 lo!l1! 1]197[41

196. Among the professional staff, there is greater egpntation of women in more junior
professional grades. For example, around 60-7@eetr of staff at P-2-P-3 level and around 40 per

12 The policy may be seen at http://www.ifad.org/otsleb/82/e/EB-2004-82-R-28-REV-1.pdf.
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cent at the P-4 level are women. In absolute nusaleAD hired the largest number of women in the
P-2-P-5 categories during 2009-2010. This is promidor the future, provided that this cohort
advances in the organization.

197. There has been little change in the proportion ofnfen and men among professional staff at
senior levels (D-1 Vice-President), although in ld&t year the new President appointed IFAD’s first
woman Vice-President and its first woman Directothe Office of the President and Vice-President.
IFAD has recently issued vacancy announcementdiiersenior positions (including three at the
Assistant Secretary General and two at the Dire@tok), and has a further opportunity to enhance
the representation of women in the senior leveth®forganization.

198. IFAD compares well with the United Nations Systetrlaage. On the whole, on average, the
United Nations System has 39.9 per cent women ofepsional and higher categories, as of
December 2009 (as compared to 46 per cent in IFAD). This dattalen from the 2010 Report of
the Secretary General to the General Asserfiihich illustrates that the Fund ranks fifth am@ig
organizations from the United Nations System ca¥érethe analysis. The two other Rome-based
food and agriculture agencies record a lower ptigoiof women professionals compared to IFAD
(31.8 per cent for the Food and Agriculture Orgatian and 40 per cent for WFP). Table 10 below
presents data from the United Nations System, elsided in the 2010 Report of the Secretary
General on Improvement of the status of womeneénthited Nations System.

13 See Annex |, document A/65/334, Report of the &ecy-General to the United Nations General

Assembly: “Improvement of the status of women ire thinited Nations system’http://daccess-dds-
ny.un.org/doc/UNDOC/GEN/N10/500/50/PDF/N1050050. pdf

14" The agencies which record higher percentages afemostaff in professional and higher categories tha
IFAD are the International Court of Justice (53¢t pent), the United Nations Population Fund (5f2cent),
United Nations Children’'s Fund (50.2 per cent), adwited Nations Educational, Scientific, and Cudiur
Organization (49.5 per cent)
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Table 10. Representation of women in the Professiahand higher categories with appointments

of one year or more in the United Nations system ding the period 2000-200%°

Average annual chemge

Percemtage point N PeErceniags poinis

Level 31 December 2000 31 December 2008 change (2008-2009) {(2000-200%)
Ungraded 17.4 278 104 1:2
D-2 182 26.0 78 0o
D-1 214 202 73 09
P35 235 323 8.8 1.0
P4 310 378 6.3 0.8
B3 114 441 27 03
P2 5435 574 29 03

P-1 62.6 548 (7.5 (0.9
Total EER 30.9 6.5 0.7

b

199.

See CEB/2002/HLCM/3. table 11C. Available from http://www nnsceb.org/ceb/stats/hr/ps/
vears/2000.

Prepared on the basis of data submitted by United Nations entities.

IFAD also compares well, for example, with the AsQvhich has a current ratio of only 27.8

per cent women at the professional and highersé¥ahd with the AfDB, which has a ratio of 26 per
cent!” In the World Bank, women account for 52 per cehial staff and hold 33 per cent of
managerial position$. Overall, it can be concluded that IFAD compared| wth others, even
though there is room for improvement, particulanyterms of the representation of women at more
senior levels.

200.

IFAD issued new “Guidelines for the Recruitment @bnsultants” in April 2010. The

guidelines make no reference to gender balancea (@tated issue, in the context of this evaluation,

IOE

assessed the proportion of women and gendesrsxfhired as consultants) that took part in

COSOP preparation and project design. Diversitgagign teams is important. With more women in
the team, one could expect a wider consultatiooge® with women at different levels in borrowing
countries. The analysis is based on the five 20086QGPs reviewed by IOE and the 22 projects
designed between 2003 and 2009 (see list in app8hdihe analysis is revealing:

The five COSOPs involved a total of 23 consultaofsyhom six were women (26 per cent

of total). Only two of the 23 consultants speciiceserved as gender experts, but other
consultants who were part of the COSOP developmmyt have covered gender issues as
part of their broader terms of reference; and

The 22 projects involved a total of 124 consultanfsvhom 24 were women (19 per cent).
Only six of the 124 consultants specifically senasdgender experts. As for the COSOPs,
however, other consultants who took part in profiastign may have covered gender issues as
part of their broader terms of reference.

> Source: Table 5, document A/65/334, Report of Smeretary-General to the United Nations General
Assembly: “Improvement of the status of women ire thinited Nations system” http://daccess-dds-
ny.un.org/doc/UNDOC/GEN/N10/500/50/PDF/N10500507%ifenElement

6 AsDB Annual Report 2009, page 93

17

AfDB, Bank Group Result Measurement Frameworlylg

18 World Bank, Annual Report 2010
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201. On another issudFAD’s training budget has tended to be small ie gast, but has recently
increased somewhat. Most of the budget is usedRIy Fbr corporate training programmes covering
issues such as performance management, infornmtatbnology, communication and language. Very
little funding is devoted to technical training different thematic areas, although some training wa
financed two to three years ago through the budbetated to the Action Plan to Enhance IFAD’s
Development Effectiveness. IFAD has not investedraning staff on gender-related concepts,
approaches or strategies in the COSOPs and thecplié¢ cycle. To date, there is also no trairfioig
new staff on IFAD’s approach to gender equality emotnen’s empowerment in the induction process
or in the leadership training programme (althoudas been discussed), and knowledge and skills in
this area are not normally a criteria for selectionprogramme-related professional positions. Last
year, however, as part of its corporate traininggpemme, the Fund organized a training course on
enhancing awareness, aimed specifically at wonaelling to the field. Finally, IFAD supports the
participation of two or three women staff in thenSualtative Group on International Agricultural
Research (CGIAR) women'’s leadership programme.

202. As mentioned earlier, IFAD has formal policy measuin place to encourage both women and
men to contribute their best to IFAD. These inclgdader-sensitive recruitment and promotion, anti-
harassment policies, and a variety of work-lifeabae policies. But staff members seem to have littl
confidence in these policies and therefore use them sparingly. For example, there have been no
formal complaints about harassment, however evalsarere informed that staff had no confidence
in the complaints process, for example, becausdah@ssment committee is chaired by a relatively
junior staff at a P3-level. Based on HRD data, @il per cent of staff make use of work-life baknc
policies (see table 11).

Table 11.Uptake of professional development and work-life bance policies in IFAD

31 December 2008 31 December 2009
Options available™ No. of participants as at Percentage No. of participants as Percentage
* data not available 31 December 2008 of total staff at 31 December 2009 | of total staff
Men Women Men Womer Men Women MenWomen
Staggered working hours * * * * * * * *
Compressed work schedule — * * * * * * * *
Scheduled break for o o 0 o 0 0 o 0 0
extended learning activities
Work away from the office . . . . . . . .
(teleworking)
Leave without pay 3 2 1.55 0.63 2 3 1.04 0.94
Part-time employment 0 12 0 3.75 0 11 0 3.45
Phased retirement NA NA NA NA 0 3 0 0.94
Financial support for
mothers travelling with a NA NA NA NA 0 0 0
child

203. The evaluation team realized that an examinatidnfofmal culture and practices was likely to
provide some understanding of why there was suadhn pptake of these formal policies. Therefore,
during interviews and the group discussions it dskéerviewees to explain this phenomenon; it also
reviewed the findings of staff surveys conducted”AD. According to the officer-in-charge of HRD
at the time of this evaluation, part of the exptamis that there is a lack of accountability faow
managers manage their staff, at all levels of lyamization. The type of results orientation tlsat i
strongly advocated in IFAD-funded operations is aygplied to an equal degree in work planning and
human resource management. Other staff members lod¢ many people who manage staff at

¥ |FAD also offers paternity leave and has an oe-dfitildcare centre.
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IFAD, at different levels, have had little trainimg managing people and therefore have insufficient
or ineffectual management practices, many of whielve become ingrained in IFAD. As an
illustration of this disconnect, box 8 reveals stafinion about the relevance of some of the pedici

204. Given the disjuncture between policy and practicis, important to explore those elements of

organizational culture which are not gender-inalesiThere are a number of frameworks and tools
available to diagnose and address ways of workheg tiscourage women’s integration and

advancement. It was beyond the scope of this etiatudao address these issues in depth, but
interviews indicate the level of concern among ypprofessionals (women and men), and mid-level
women is significant.

Box 8. Findings from the IFAD Staff Survey, 2008

Some 16 per cent of respondents across IFAD saydinector is unsupportive of work-life balancehifity
five per cent stated that work pressures are nat@ptable levels.

About 30 per cent responded that their job doesthotv them to take care of their family and peaon
responsibilities as they would like.

An average of 32 per cent consider that women agl ¢ho not have the same career opportunities @IFA
Similarly, 28 per cent declare than women and niemat treated equally. However, only 16 per ctate
that IFAD does not encourage the advancement ofemoifhe difference seems to suggest that, while in
principle this support exists, the practical measuo make it happen are not in place or well imgleted.

About 22 per cent of staff say that they would Imetcomfortable in reporting a situation of discnation or
harassment in their divisions.
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Key points

Factors that support IFAD’s work on gender equalitygd women’s empowerment include
recognition at the most senior levels (in Managaraed the Executive Board) of the importance|of
the issue.

Divisions with leadership consistently demonstgttommitment to gender equality and women’'s
empowerment have greater chances of achievingrlvettelts on the ground.

However, there is no regular, dedicated reportingllBAD’s performance in this area at the
Executive Board or Senior Management level. They aldcuments that report in a somewtfat
limited manner on gender are the RIDE and the ARRI.

Strengths in operational systems and processasdmgrogramming tools for design, supervisign,
country presence and monitoring and evaluation.OFBas established an elaborate resylts
measurement framework including gender indicat@ampared with its peers, IFAD performs
better on a results orientation, and on monitotimgpughout the programme cycle. The resyits
framework in general, however, consists of multiglgers and systems, and therefore is of brogder
concern across IFAD.

In terms of gender architecture, the relationsiepmeen the gender focal points, regional genfler
advisers, and the PTA gender desk is not cleamaarits to be revitalised. The PTA gender desH is
providing satisfactory inputs even though its cimition to knowledge management has bden
insufficient. The contributions of the thematic gpoon gender and gender focal points has bpen
important but not consistent.

IFAD recently hired its first woman Vice-Presidemtd woman Director of the Office of Presideht
and Vice- President, but, in general, relatively fgomen occupy leadership positions.

Weaknesses include lack of accountability by staffl consultants for their performance in tlis
area, weak performance management systems, angaate culture that does not support gender-
inclusive ways of working.

Some initiatives to ensure learning and knowledg@magement are taking place, but they are hot
systematic and are inadequately resourced. Thef@emmunication in highlighting IFAD’s work
related to gender is generally positive.

It is not possible for IFAD to know ex ante or exsphow much is spent on gender-related activifes
in investment operations or through the administeabudget. This however is a challenge also
faced by other development organizations.

There are some good examples of policy dialogugemder at the country level, but in genefal
policy dialogue on the topic is left to individualitiatives and interests. Good efforts have bgen
made in global-level policy and advocacy work.
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VI. CONCLUSIONS AND RECOMMENDATIONS

A. Conclusion$®

205. The importance of gender equality and women's emposyment (see chapter Il, sections A
and B) A majority of the world’'s poor people are women dhd gap between men and women has
been widening in recent years, which is leadingh “feminization of poverty”. Women living in
poverty are often denied access to critical ressustich as rural finance, inputs, land and inherga
Their labour goes unrewarded and unrecognizedr Hegilth care and nutritional needs are not given
priority; they lack sufficient access to educatiand support services; and their participation in
decision-making at home and in the community isiméh. Caught in the cycle of poverty, women
have no access to the resources and servicesékeytm change their situation. Given the seriousnes
of the problem, the international community agrée®000, to set MGD3, which focuses exclusively
on promoting gender equality and empowering women.

206. Numerous evaluations and studies provide compedlindence that attention to gender equality
and women’s empowerment is essential for impro¥argily assets and incomes, livelihoods, health
and education. Gender equality and women’s empoemgrrare mutually reinforcing, as both men
and women’s needs are analysed and addressed sdirtleetime, taking into account their specific
socio-cultural, ethnic, traditional and economituaiion, and context. Development actions that
promote both gender equality and women’s empowetrhane provided better results on rural
poverty reduction than actions addressed solelyoimen or to men.

207. Evaluations and studies also reveal that developengtivities that ignore half of the potential
workforce have little impact on rural poverty retian. “A society which tolerates inequality is
blocking its own social and economic progress. liikdootball, you will not win if you only play
with half of your team?! The links between rural poverty reduction effontsl gender equality and
women’s empowerment are intrinsic and widely redogph Despite this, policy makers and
development planners and implementers often faitldwote adequate resources and attention to
tackling issues related to gender inequality aedrtihe of women in particular.

208. It is also a fact that rural women play a promineh¢ in agriculture and rural development in
developing countries, especially in low-income doies where agriculture accounts for a major share
of GDP. Women produce most of the food crops thatonsumed locally in developing countries.
They also fulfil a pivotal function in food secwitdairy development, natural resources and
environmental management, water conservation, ageepsing and marketing, and off-farm income-
generating activities. It is therefore fair to cluale, on the basis of wide-ranging literature oa th
subject, that women are instrumental in the advaecé of the agriculture and rural sectors in
developing countries.

209. IFAD’s leadership role and comparative advantage dee chapter Ill, sections A and.B)
IFAD is the only multilateral development organieat with a mandate to focus exclusively on
combating rural poverty by promoting sustainablelémlder agriculture and rural development. Its
operations extend to all geographic regions glgballoviding opportunities for cross-fertilizatiarf
lessons learned and good practices on gender ifsmes diverse range of contexts and situations.
Against that backdrop, and given that agricultusean important pathway out of poverty in
developing countries, IFAD can potentially play eadership role globally in promoting gender
equality and women’s empowerment.

210. IFAD has long recognized that investing in womenessential for ensuring sustainable
smallholder agriculture and rural development, dwad developed a comparative advantage and
specialization on the topic. Since the early 198dsas played a prominent advocacy role in briggin
the plight of rural women to policymakers’ attemtieespecially at the global level. The Fund shifted

2 The paragraph reference for each major conclusiigtts the reader back to the relevant poinhérhain

text where the main analysis and findings for theesponding topic were presented.
2L Terry Davis, Secretary General of the Council effdpe, at the United Nations High-level Event on
MDGs, September 2008.
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its focus from “women” to “gender” during the 199@¢hich implied placing emphasis on the social
context of women’s and men'’s roles and on theioglahips between the two sexes. This shift was a
critical turning point, since, as research and evag show, better results can be achieved by fogusi
on women, while also recognizing that they do riee lin a vacuum and that the dynamics
surrounding them, including the role of men, alsmds to be considered as part of any overall
development package.

211. The fragmented and limited nature of IFAD’s stratedc guidance(see chapter lll, sections C
and D) IFAD’s strategic approach and corresponding guidamt gender is fragmented and found in
different corporate policies and various other doents (strategic frameworks, the gender action
plan, gender framework, etc.) developed at diffetenes and for a variety of audiences (e.g. the
Executive Board, IFAD Management and staff, pagnerthe field). While the objectives and main
thrusts advocated are broadly consistent acros®allments, this fragmentation makes it difficolt f
staff at headquarters and in the field, not to manpartners in developing countries, to know which
document should be considered the main refereneésd leaves room for alternative interpretations.
In fact, the evaluation found evidence that mamajf shembers are not fully clear about the strategic
approaches advocated and how to turn these apm®ado action through COSOPs and operations.
One result has been inconsistent approaches a@bmpsrtfolio of projects supported by the Fund.

212. Furthermore, the evaluation concludes that IFADRfategic guidance on gender is limited in
scope to operational policy — that is, it focusesapproaches and processes for ensuring that gender
is duly included in COSOP development and the ptdjte cycle, but does not sufficiently consider
the adjustments needed in key corporate businegegses such as human resources management,
budgeting and communication. Yet, these businessegses are crucial to ensuring the effective
implementation of the strategic approach and tielti achievement of corresponding results on the
ground.

213. The relevance and effectiveness of IFAD’s corporatstrategic objectives(see chapter lil,
sections C and D, and chapter IV, sectionlEAD’s first gender action plan, adopted in 20034 és
revised gender framework of 2008 set out three roarporate objectives that the Fund is committed
to pursue in its efforts to promote gender equaliBnd women’'s empowerment:
(i) expanding women’s access to and control ovadé&mental assets — capital, land, knowledge and
technologies; (ii) strengthening women’s agencyeirtdecision-making role in community affairs
and representation in local institutions; and (improving women's well-being and ease their
workloads by facilitating access to basic ruraviees and infrastructure. The evaluation concludes
that the three main corporate gender objective® welevant at the time they were first explicitly
introduced in 2003 and continue to be relevantyoda

214. Based on the review of IFAD’s past and ongoing afiens, and of its non-lending activities
(policy dialogue at different levels, knowledge rmgement and partnership-building), the evaluation
concludes that IFAD’s effectiveness in achievingatglgic objectives (i) and (ii) is moderately
satisfactory, whereas its performance with respectstrategic objective (iii) is moderately
unsatisfactory. IFAD has paid relatively less ditento the third objective because it is less iijea
articulated, and because the “well-being” part nef®® access to services (especially health and
education), which are not central to IFAD's mandate

215. Results from past IFAD-financed operations(chapter 1V, section BRecent evaluations of
gender mainstreaming in other major developmenarzgtions have shown sporadic, small and
disappointing results on the ground. The experietdéAD has been more positive. The Fund has
made good efforts to improve operational processatrengthen its gender-related work and results.
For example, the quality enhancement and qualisurasice mechanisms, direct supervision and
implementation support, the self-evaluation systemgeneral with some streamlining, and country
presence are processes that are particularly ismmtoand contribute to achieving more significant
results on the ground in gender equality and womenipowerment.

216. This evaluation concluded that the performanceFéfd-financed operations is better than its
peers. However, on the whole, the overall gendeiesement of IFAD’s past operations is only
merely moderately satisfactory. There is significaariability in performance among projects within
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countries and across countries. Performance instefmefficiency and the promotion of innovation
and scaling up is particularly weak in IFAD’s pagnder activities. There are multiple reasons for
this including a limited common understanding inAF of gender terminology; a focus on
compliance rather than a results orientation; pourentives and accountability frameworks;
underestimation of the role of consistent commithiesm managers to lead by example; insufficient
knowledge management, and limited staff traininghentopic.

217. Recent operations reveal improved performancéchapter 1V, sections C and DA review of
selected COSOPs introduced in 2009 and projectsooé recent vintage illustrate that performance
on gender equality and women’s empowerment is b#ten in older operations. The same review
revealed that IFAD is learning from past experiead fine-tuning its approaches and instruments on
the basis of this new understanding. The more te€&8OPs pay more attention to gender, and their
gender dimensions are more results-oriented. Ngwajects more often include gender-specific
objectives; provide increased attention to ensuttegcollection of gender-disaggregated data; make
provisions for increasing women’s decision-makiagd have better institutional analysis, which
allows them to include the capacity-building measurequired to ensure that partner organizations
can adequately provide support for gender actasitldowever, insufficient attention is devoted to
ensuring women’s control over resources, and taeéiging their workloads so that they can become
more engaged in development activities. Also, sorae/ projects lacked a gender analysis of
agricultural production systems. Few projects neeig@ have an explicit strategy or plan articulating
how their gender-related objectives will be met.

218. The importance of corporate business process for tier results (chapter V, section B)
IFAD’s strategic approach to gender did not makevigions for adjustments to key corporate
business processes that affect the Fund's genéedeperformance on the ground. As a result,
various key corporate business processes remaik, weduding those related to human resources
management, monitoring and annual reporting, kndgde management, policy dialogue, and
partnerships (especially with the private sector).

219. Arguably, the greatest challenge in IFAD’s gendguadity and women’s empowerment work
relates to its human resources management andrateprulture. Historical data reveal that the ratio
of women to men in the organization is rather tradal, with many women in support staff positions
and few in leadership functions, even though in@RFAD hired its first woman Vice-President and
first woman Director of the Office of President avite-President. There are an encouragingly high
proportion of women in the more junior professiocalegory. Also, IFAD compares well with other
United Nations organizations and IFls in terms It gender balance in its staffing, even though
further improvements can be achieved. Although dbigporate human resources policy makes an
explicit reference to ensuring gender balance DB workforce, the guidelines for consultants’
recruitment makes no such provision. In fact, thalwation found that few women and gender
experts were recruited as consultants in the teasgonsible for COSOP development and key
phases of the project life cycle (e.g. design amsrision missions, including evaluation).

220. IFAD’s human resources policy includes anti-harassnprovisions and a variety of work-life
balance policies. The evaluation found poor uptakéne options provided in formal policies (e.g.
leave without pay). IFAD’s informal culture has ntaditionally encouraged the inclusion of
perspectives and ways of working that are womeamnétly or family-friendly, although these are
important for building an organization capable @livkring on gender equality and women’s
empowerment.

221. Similarly, there are no specific incentives foreation to gender equality in staff, consultant or
divisional performance assessments; and no acdalityteor negative consequences for lack of

attention. Performance in promoting gender equalitgd women’s empowerment is not a part of
individual workplans. In other words, the type ekults orientation that is strongly advocated in
IFAD-funded operations is not applied to an equedrde in individual work planning and human

resources management. For example, gender cormeymst part of the objectives or competencies
of the staff annual performance evaluation systama, there is little dedicated training of staff and
consultants on gender issues.
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222. IFAD has introduced gender-related indicators angets in key corporate results measurement
frameworks in recent years — notably in the resoisasurement frameworks for the 2007-2010
strategic framework and for the Eighth Replenisnhmeommitments, but not in the corporate
management results contained in the annual relsatisd programme of work and budget. The RIDE
and the ARRI cover gender issues, but neither hdedicated section on the topic. More generally,
three issues related to indicators, monitoring @pebrting merit highlighting: (i) reporting on gesrd

is fragmented, as there is no single dedicated deatithat provides a comprehensive overview of
IFAD'’s corporate gender work, including performanake operations and other critical corporate
business processes (such as human resources mamhgeaining activities, budgets and financial
progress); (ii) IFAD has included gender-relatedidators in its overall self-evaluation system, but
the challenge is to ensure that the gender indigatstablished within the different results
measurement frameworks (e.g. at the corporate,level in COSOPSs, supervision reports, project
status reports and project completion reports) camsistent and build on each other to facilitate
aggregation and reporting at different levels; @iidalthough independent evaluations assess gende
equality and women’s empowerment as a cross-cuttiegne within the evaluation criteria in the
IFAD Evaluation Manual, there are no specific gendguality indicators or a dedicated section
summarizing a project’s or country programme’s @eniance and achievements on the topic in IOE
evaluation reports.

223. In terms of knowledge management, inadequate aitenvas devoted in the past to
systematically analysing, documenting and sharkgegences and good and less good practices on
gender equality and women’s empowerment across IFRdzently, more effort is being invested in
corporate knowledge management. No mechanism existwever, for building on successful
approaches to gender equality and women’s empowgrmér example, those in Guatemala, India
and Senegal that effectively brought women intonstaéam economic activities by involving them in
the production of high-value crops and facilitatthgir access to sustainable rural finance forawrt
off-farm activities.

224. On the whole, policy dialogue at the country leve gender equality and women’s
empowerment has not been successful. Even in COS®Ee gender concerns are part of the
planned policy dialogue agenda (e.g. Peru), almostupport has been provided to CPMs in terms of
resources, workplans and targets. Policy dialogas &lso tended to be constrained by weak
knowledge management and insufficient analytic wolkAD has, however, made useful
contributions to the debate among policy makers deklopment practitioners on gender equality
and women’s empowerment in key international forums

225. Partnerships with civil society organizations an@®s working on gender issues are generally
positive. Some good examples of relations with @@ing government agencies that deal with gender
equality and women's empowerment were also fouhd; ¥aries considerably from country to
country and depends on the initiative of individuabuntry programme managers and the
encouragement of the regional division directortigaships with donor Governments have been
good in terms of the supplementary funds mobiliaedhe corporate level, but generally limited in
terms of discussion of content issues with bildtard agencies involved in operations. However,
IFAD representatives actively participate in thendgr networks of the United Nations and
OECD/Development Assistance Committee. No significpartnerships devoted to gender were
apparent with the private sector, apart from a hdraf initiatives at the project level and witheth
Farmers’ Forum.

226. Another shortcoming is that IFAD is unable to trattle amounts allocated in its loan
investments to advancing gender equality and wosnemipowerment, and there was no evidence that
it has taken concrete steps to address this proflearefore, apart from being unable to reporthen t
amount of money spent by country, region and glgbah gender work, IFAD cannot determine
whether the amount of funding or its allocationoasr countries and projects is adequate to tackle
these concerns. The evaluation recognizes thatishiguite a challenging task — which other
development organizations also face — especialgrgithat gender is mainstreamed across the
components and activities of IFAD-financed projects
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227. Similarly, there is no indication of the funds aled ex ante in IFAD’s annual results-based
programme of work and budget. The evaluation atgamd that there has been a disproportionately
high reliance on supplementary funds and grantsdoe gender activities. Access to such sources of
funding is not secure. And, for supplementary funefforts are required for specific periodic
reporting to the concerned donors.

228. The gender-related architecture of IFAD systenapjzropriate on the whole. However, it needs
review with the aim of achieving better clarity aactountability. The gender desk in PTA has played
a useful role in designing and rolling out IFAD’srgler approach. But, management has not played a
proactive role in providing an architecture thagjias the responsibilities and relations of the gend
desk with the regional and other divisions, and matsreviewed the adequacy of the gender-related
human and financial resources. The gender deskmtmesave a results-based annual workplan, and
no resources are allocated in advance for implestient of its activities. IFAD’s thematic group on
gender has increasingly become less relevant:vit mainly serves to share information among its
members and has no coherent workplan or budget. divisional gender focal points could
potentially have played a wider role in gender rsigaming within regional divisions. For this to
have happened, however, they would have needed weas of reference; the divisional staff
designated as focal points should have been maiersand the focal points should have devoted a
larger share of their time to the topic.

229. The role of the Board(chapter V, paragraphs 158-16%he Executive Board has a central role
to play in fostering an overall positive environrhdar promoting gender equality and women’s
empowerment. Although a number of its members fatige advocate the importance of these
objectives, the Board has not on the whole takemstitutionalized and consistent approach to the
subject. For example, it has never asked for degtigaeriodic progress reports on the implementation
of the gender aspects contained in the 2004 hupsaurces policy, nor has it asked for evidence that
adequate resources are invested in IFAD’s gendet.wo

230. Conclusion. IFAD’s strategic approach to gender is relevant, ¢guidance is fragmented in
several corporate documents. lts effectiveness @etimg one of the three strategic objectives
(improve women'’s well-being and ease their workkdag facilitating access to basic rural services
and infrastructure) is moderately unsatisfactorgsitts of IFAD-financed operations are moderately
satisfactory on the whole, even though there isiognt variability across projects and countrids.
number of key corporate business processes thagssential for supporting IFAD’s gender work
remain weak. In sum, as far as the promotion ofdgerequality and women’s empowerment is
concerned, there seems to be a gap between rhetadigractice, which raises the question of
whether IFAD is indeed committed to “walking thékta

B. Recommendation&

231. The following recommendations aim to strengthenDFAperformance in promoting gender
equality and women’s empowerment. The recommena&atawe organized into two main blocks —
strategic and operational.

Strategic

232. Develop an evidence- and results-based corporately on gender equality and women'’s
empowerment (see paragraphs 211-212 and 218-220MD should develop its first overarching
corporate policy on gender equality and women’s @mggment, for submission to the Executive
Board in 2011. The policy would be IFAD’s principaference document on gender equality and
women’s empowerment, bringing under one umbrella Bund’'s main strategic objectives and
priorities in this area. It should be an overarghpolicy of the organization, covering not just
operational aspects but also the key corporate nbssi processes (e.g. finance, budget,
communication, human resources management) thataanbute to making IFAD a more gender-

22 The paragraph numbers next to each recommendatierence the reader back to the relevant texten t

preceding section on conclusions.
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friendly and effective multilateral development anjzation. The policy should clarify how it fits in
with other corporate policies and emphasize itstaiMrole in furthering IFAD’s overall mandate.

233. The three core strategic objectives set out ifGbreder Plan of Action and Gender Framework,
((i) expand women’s access to and control over domehtal assets — capital, land, knowledge and
technologies; (ii) strengthen women'’s agencieseif ttecision-making role in community affairs and
representation in local institutions; and (iii) impe women’s well-being and ease their workloads by
facilitating access to basic rural services andasifuctures), continue to remain valid and should
therefore be at the heart of the new policy. Theyutd also be reflected in IFAD’s next strategic
framework (for 2011-2015). Building on IFAD’s comp#ive advantage, track record and
specialization, the gender policy and the nexttegia framework should also emphasize the
importance of wealth creation for poor rural wome&his will require specific attention to including
women as an integral part of IFAD’s work on valdsios and market access in order to ensure
women are fully integrated as economic and entreqaneal actors within the rural economy.

234. The recommended policy on gender equality and warampowerment should indicate how
key corporate business processes will be adjustelditer results on the ground. In this regard, th
evaluation makes a series of strategic recommendatielated to human resources issues, annual
reporting and results measurement, knowledge mamage learning and analytic work, and policy
dialogue. There are some operational recommendaijon IFAD’s gender architecture, tracking
investments and budgets, and evaluation), whichlmaseen in paragraph 243 onwards.

235. The evaluation recommends that, to achieve bedteits in the area of human resources, IFAD
should:

. Strengthen the capacity and role of the Executigar®, Senior Management and Directors in
leading and overseeing gender equality and womemigowerment efforts of IFAD. This is
essential for gender mainstreaming throughout tgarosation and its work;

. Include performance on gender equality and womemipowerment in the job descriptions and
work planning/performance management of all sféffis would address staff incentives and
accountability, which was found to be weak. It wbuaiake it possible for work performed and
contributions made in this area to be recognizetlsupported, and performance strengthened
through feedback. It would also help bring abougradual culture change in IFAD, from
perfunctory compliance with gender directives teager results orientation;

. Promote gender balance at all levels of staffingluiding in IFAD country offices. In
particular, make specific provisions to hire ormuoie more women in senior professional and
managerial positions and increase the proportiowarhen working as consultants in different
stages of COSOP preparation and the project lidecyAt the project level, efforts should be
made to increase the number of women project direcand include provisions for hiring
gender advisers during implementation; and

. Ensure that the existing human resources policyigians related to work-life balance (flexible
working hours, teleworking, etc.) are adequatelypligg. This would contribute to staff
motivation and underpin other efforts to build agamization capable of delivering results on
gender. This could be considered as one core imdicaassessing the year-end performance of
directors, who are responsible for fostering a ceng environment in their divisions.

236. The policy should include a section on who witHitAD Management will be responsible for
implementation, oversight and reporting. IFAD shibpfoduce a consolidated annual progress report
for the Board’s consideration, covering the resattsieved in the implementation of the new policy,
lessons learned and adjustments made to key coeduouainess processes that affect the performance
in gender-related activities. The cost implicatidoisthe effective implementation of the new policy
will need to be determined as well.

237. The gender policy should include an overarchinglltesmeasurement framework for IFAD’s
gender work. It should articulate the synergiehwitisting results measurement frameworks of other
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IFAD corporate policies that include gender indicat The cascading effects of the gender policy
results framework on the Fund’s annual results-dbgsegramme of work and budget, COSOPs and
project results frameworks will also need to besidered, together with any adjustments needed to
IFAD's overall self-evaluation system to ensure tiivmely capture, analysis and reporting of
necessary data. Finally, the policy should spebifyv the Executive Board will fulfil its role in
providing guidance and suppOreis well as oversight on results (e.g. by the pésioeview of a
progress report on achievements gender equalityanten’s empowerment).

238. Knowledge management, learning and analytic worKparagraph 223)FAD needs to invest

in building a common evidence-based understandimyng staff of the theory of gender equality and
women’s empowerment, and its related terminologyedquate staff and financial resources will need
to be earmarked for the purpose. Among other isghisshould include attention to the systematic
documentation and cross-fertilization of lessorsried and good practices across projects, countries
and regions, and at headquarters as well as ididlte More attention and resources need to be
devoted to analytic work on gender as a basisdanty strategy preparation and project designs Thi
will ensure that objectives and activities are meadistic in the country context concerned.

239. Innovation and scaling up as key principles of enggement(paragraph 216)n line with the
main recommendation of the corporate-level evadmatin innovation, and given the relatively weak
performance of past projects in this area, gendewrldy and women’s empowerment should be
included as one of the “big bets” in IFAD’s corpiarannovation agendauntil 2015, which is the
year that the international community will comedtiger to take stock of MDG implementation, and
beyond. The inclusion of gender equality and wommearhpowerment as a “big bet” would be one
way of fulfilling the commitment IFAD made when a&gting the MDG3 gender torch “to do
something extra” in this area.

240. The following are areas where there is a clear rfeednnovative solutions that could be
considered as gender-related “big bets”: (i) insigawomen’s access to and control over productive
assets (land, water, capital, technologies); (ipp®rting women’s economic graduation (moving up
the value chain, from micro enterprises to smatl aredium, from micro enterprises to borrowing
from formal institutions); (iii) advancing womenlsadership role in mixed farmer and rural producer
organizations; and (iv) facilitating culture charngegender relations. In all these areas, thereldho
be a strong focus on young rural women. The selectf gender equality and women’s
empowerment as one of the “big bets” should beecedld in the new corporate strategic framework.
At the same time, however, IFAD should remain ofgepromoting gender-related innovations at the
country/project level that respond to challengexcsjz to the context.

241. The choice of gender equality and women’s empowstras a “big bet” would require the
Fund to define — in each COSOP and project desigow-it intends to pursue innovations in this
area, the resources needed, and the monitorindeanding measures that will be implemented to
document the corresponding experiences. Scalingugt be treated as “mission critical”. COSOPs
and project designs should outline specific effahat will be needed to ensure that successful
innovations can actually be scaled up for wider dotpon gender equality and women’s
empowerment. In this regard, attention and reseungk need to be devoted specifically to gender-
related initiatives in IFAD’s non-lending activiie (policy dialogue, partnership-building and
knowledge management), where performance in thehpasgenerally been inadequate.

242. Policy dialogue (paragraphs 224-225Better knowledge management, learning and analytic
work will also contribute to IFAD’s policy dialogugnd advocacy efforts on gender. Policy dialogue

% For example, by ensuring that clear provisiomsraade for training in the Fund’s results-based@mme

of work and budget on gender issues.

2 The innovation evaluation recommended that anDif#ide innovation agenda be developed at the
corporate level, consisting of a few selected tteoredomains. The themes or domains selected —tsig’ —
should be in those areas of the agriculture ara sactor where there is a proven need for innegatolutions
and where IFAD has (or can develop) a comparativamtage to successfully promote pro-poor innovatio
that can be scaled up.

68



EB 2010/101/R.9

and advocacy work should focus on the areas odtlingparagraph 240 above, but also on specific
thematic areas that might require attention in &emi country context. Furthermore, staff
competencies and skills will need to be enhanceeffective engagement in policy processes, which
also requires continued attention to partnershis mwultiple stakeholders for advocacy at global an
country levels.

Operational

243. IFAD’s gender architecture (paragraph 228). The evaluation recommends thatgeanent
conduct a dedicated, comprehensive review of thedBuoverall gender architecture that includes
PMD and all other departments, to ensure that st the required human resources and funds to
achieve the desired results on the ground in bangveountries. This evaluation makes some
recommendations related to IFAD’s gender architectwhich may be seen in paragraphs 244-246.

244. The gender desk in PTA should develop a resultebasaual workplan and budget. They could
pilot results-based (rather than activity-basedjkwmanning for potential roll-out throughout IFAD.
The workplan needs to be supported by adequateinesofrom IFAD’s administrative budget for
core activities, in addition to any supplementamds and grants that may be mobilized from time to
time forad hocstudies, workshops and other activities.

245. Management should carefully assess the relevaragtéeasibility of re-galvanizing the gender
thematic group and whether it should be formaliasdan institutional structure, with clear terms of
reference, reporting lines and allocation of anuahadministrative budget. Based on past experjence
participation of staff in such a working group neew be governed by a clear incentives and
accountability framework.

246. The role of the gender focal points in each rediaffigision at headquarters should be
strengthened and clearly defined, and have an atee¢june allocation to accomplish the designated
work. Among other tasks, the gender focal pointsildi@articipate in the thematic group on gender
(subject to the findings of the assessment refaoedove), ensure gender mainstreaming in COSOPs
and projects, and be responsible for tracking perémce, distilling lessons and good practices, and
sharing them outside the division. The regionalgsdd gender advisers whose positions are
dependent on limited-term earmarked donor fundsulghde included in the regular staffing
complement, if need be, combining their gendenteelavork with other responsibilities.

247. Tracking investments and budgets(paragraphs 226-227Across the donor community,
tracking gender-related spending when it is “ma@smned” across all expenditure categories has
proved to be too costly and inefficient to be ukeflevertheless, IFAD needs to have a better grasp
of its investment in this area. Therefore, it isammended that Management undertake an analysis of
spending on gender equality and women’s empowerimentegionally based sample of projects that
have good gender equality results. This would aktetermination of the level of costs incurred for
gender-related analysis in COSOPs and project mes@s well as the loan amounts invested for
gender development activities by these projectsa gsiideline for future project designers. IFAD
should repeat this sampling every two or threes/@aorder to ensure efficient monitoring of chasge
in its investment levels. In addition, efforts slibbe made to indicate, within the framework of the
Fund’'s annual results-based programme of work adohirastrative budget, the amount of
administrative budget being devoted annually todgemelated activities.

248. Training (paragraphs 211 and 21&)is also recommended to incorporate a gendeppetive

in training events organized by PMD on operaticergpects and by HRD on core competencies, as
well as in staff induction programmes. This regsliiee strengthened gender desk and HRD should
consider building IFAD staff competencies on thgidpand if required hire a “Gender and Diversity
Officer’, who would be involved in the planning stich events. Attention to gender issues in all
training programmes should be developed as sopossble and implemented from the beginning of
2011, even before the corporate policy is introduée this regard, IFAD should continue existing
staff development programmes like the IFAD Sprirggdothat can promote women up the ranks
within the organization.
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249. Assessment of gender equality and women’s empowernién evaluations (paragraph 222)

It is recommended that IOE develop specific indiceatand key questions for assessing gender
equality and women’s empowerment in country progneanand project evaluatiosIn addition, a
dedicated section should be included in all evauateports, in order to provide an overall account
of the performance and the proximate causes of goddss performance on the topic. The same
recommendation is also applicable to the varioumpmments of IFAD’s self-evaluation system.

% Thatis, in the context of project completion repalidations and project performance assessments.
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Criteria

Definition®

Project performance

* Relevance

* Effectiveness
* Efficiency

Rural poverty impact®

* Household income and assets

* Human and social capital and empowerment

* Food security and agricultural productivity
* Natural resources and the environment

* Institutions and policies

Other performance criteria

* Sustainability

* Promotion of pro-poor innovation, replication
and scaling up

Overall project achievement

Performance of partners
e IFAD

¢ Government

* Cooperating institution

e NGO/CBCJ
“community-based organization

The extent to which the objectives of a developnietervention are consistent with
beneficiaries’ requirements, country needs, instihal priorities and partner and
donor policies. It also entails an assessment ofeptr coherence in achieving its
objectives.

The extent to which the development interventiasbgectives were achieved, or are
expected to be achieved, taking into account tiedative importance.

A measure of how economically resources/inputsd$urexpertise, time, etc.) are
converted into results.

Impact is defined as the changes that have occarede expected to occur in the
lives of the rural poor (whether positive or negatidirect or indirect, intended or
unintended) as a result of development intervestion

Household income provides a means of assessinglaieof economic benefits
accruing to an individual or group, whereas asestge to a stock of accumulated
items of economic value.

Human and social capital and empowerment includassessment of the changes
that have occurred in the empowerment of indivisusgthe quality of grass-roots
organizations and institutions, and the poor’svitlial and collective capacity.

Changes in food security relate to availabilitycess to food and stability of access,
whereas changes in agricultural productivity arasneed in terms of yields.

The focus on NRE involves assessing the extenthizhwa project contributes to
changes in the protection, rehabilitation or dépiedf NRE.

The criterion relating to institutions and policiesdesigned to assess changes in the
quality and performance of institutions, policigsdahe regulatory framework that
influence the lives of the poor.

The likely continuation of net benefits from a deyenent intervention beyond the
phase of external funding support. It also inclualesssessment of the likelihood that
actual and anticipated results will be resilientiss beyond the project’s life.

The extent to which IFAD development interventitrave: (i) introduced innovative

approaches to rural poverty reduction; and (ii)ek&ent to which these interventions
have been (or are likely to be) replicated andestaip by government authorities,
donor organizations, the private sector and othgesicies.

This provides an overarching assessment of theegrojirawing upon the analysis
made under the various evaluation criteria citea/ab

This criterion assesses the contribution of pastrter project design, execution,
monitoring and reporting, supervision and impleraéioh support, and evaluation.
The performance of each partner will be assessezhandividual basis with a view
to the partner’'s expected role and responsibititthe project life cycle.

Definition of Evaluation Criteria used by the Office of Evaluation
a. These definitions have been taken from the Orgtiaisor Economic Co-operation and Development/Depgeient
Assistance CommitteBlossary of Key Terms in Evaluation and Results @8a4anagemerand from the IFAD Evaluation

Manual (2009).

blt is important to underline that the new manuabaleals with the “lack of intervention”. That & specific

intervention may have been foreseen or intendeal nepect to one or more of the five impact domdmspite of this, if
positive or negative changes are detected andeaitiibuted in whole or in part to the projectaing should be assigned
to the particular impact domain. On the other hé@mp changes are detected and no interventionfevaseen or intended,
then no rating (or the mention “not applicable”pisigned.



Evaluation Framework

Objectives

Key activities

Key questions

Assess the relevance and
adequacy of IFAD’s strategig
guidance on gender
mainstreaming, gender
equality and women
empowerment (first
objectives page 7)

- Benchmarking IFAD’s strategic guidance on Gendger e

in relation to comparators (other agencies androthe

IFAD policies)

- Desk review of IFAD'’s strategic guidance on
gender-all documents related to Gender approved
EB, GC and Executive Management Committee,

- Self assessment of PMD

- Desk review of other agencies gender
policies/strategies (World Bank, AfDB ,UNDP,
WFP,FAO, DfID, SDC, CIDA)

- Interview with IFAD staff

- Interviews with other agencies informers

by

Is IFAD’s strategic guidance on Gender relevant
IFAD'’s rural poverty reduction mandate?

Is it relevant to the diverse institutional and taral
circumstances of IFAD’s country partners (borrowi
member countries)?

Is it consistent with the practices of other depebent
assistance agencies?

Is it appropriate to the changing features of IFA
operational modalities within the new developm
assistance architecture and the emerging globaéssim
agricultural and rural development?

What are the experiences of other organizationsrms of
corporate processes and instruments to support €Bé
objectives?

What are the determinants of performance in pramo
gender objectives in other organizations?

What are the good practices and successful appeeaut
other organizations in promoting gender objectives?
To what extent does IFAD’s strategic guidance ondge
provide the institution with a clear, coherent (&g
corporate policy and guidelines), results focused waell
resourced framework to promote gender equality
women empowerment?

What are the recommendations for future IFAD gen
strategic guidance?

for

D’
ent

end

and

der

Assess the performance and
results of IFAD’s efforts to
promote gender equality and
women empowerment in its
country programmes (secon
objectives page 7)

- Desk review (existing evaluations - selected cotigate
reports- COSOPs and design documents of the ongoing

- Review specific section on gender n existing OE
- ldentify good practices and constraints faced onmting

- Interview with relevant IFAD staff

- Review annual division and corporate-level portfoli

portfolio )
evaluation reports and the sample of ongoing plistfo

gender objectives

Is IFAD Strategic guidance on gender well refledted
IFAD’s Country Programmes (COSOPs- project design
and implementation- non lending operations)?

Do IFAD projects set monitorable objectives for wemand
men beneficiaries?

Does the M&E system include measurable indicators f
progress in gender objectives?

11 xipuaddy
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Evaluation Framework

Objectives

Key activities

Key questions

review reports related to gender

- Self assessment by PMD

- Consolidate performance

- Country visits and structured discussions with key
policymakers, key partners, government officiatejgcts
staff, implementing agencies, NGOs and represeetati
from civil society , in country international dorsor
advocacy groups, IFAD country representatives

- Preparation of briefing notes /ppp and final report
including ACP

« Are baseline gender disaggregated data availatbadgh
RIMS or otherwise?

» Have the gender objectives (equal access to emsetisasic
services, stronger decision making and representati
better knowledge and well being) been achievede®r a
likely to be achieved?

» Do country partners have a buy- in for gender dbjes in
IFAD supported projects?

« Has IFAD forged partnerships for gender equalitgatntry
level?

* Is policy dialogue used to promote gender objestine
IFAD country programmes?

< What are the factors affecting project performance
achieving gender objectives?

* What is the influence of the regional/country cahia
achieving gender objectives?

« Have the Regional Gender Programmes been relemdnt a
effective?

* What are the actual results being achieved onritweng
relating to Gender?

* Are the achieved Gender results likely to be spatale?

* What are the key lessons and insights from IFABferes in
Gender pre and post Gender mainstreaming?

< Based on the above, what are the key recommenddtion
the future of IFAD’s gender efforts?

11 xipuaddy
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Evaluation Framework

Objectives

Key activities

Key questions

- Assess the performance
and results of IFAD’s efforts
to promote gender equality
and women empowerment
in business processes

- Interviews and document review of the following
departments or units:
- Board of Directors,
- Executive Management Committee ,
- Human Resources,
- External Relations and Communications,
- Programme Management Department,
and the
- IFAD Office of Evaluation

- To what extent do programmatic and non programnsystems
in IFAD effectively promote gender equality and wem's
empowerment?

- Are the accountability systems for implementing D*# strategic
guidance on gender equality adequate?

- Are gender-equality related results and outcomesjaately
included and measured in IFAD’s Corporate Managemen
Results?

- Are IFAD’s human resources policy and practicesdemive to
the promotion of gender equality and women’s empoveat?

- How aware and supportive is IFAD staff of genddiqies?

- Have capacities to mainstream gender been adeguatel
developed? Is there encouragement of leadershiparallence
in promoting gender equality and women’s empowetméthin
IFAD?

- Does IFAD’s culture promote the achievement of geretjuality
objectives?

- Is there appropriate recognition of effort to aghiéFAD’s
gender-equality goals?

- Do the resources to achieve IFAD’s gender equafiigrts match
what is needed to achieve the desired results?

- Are the systems and processes aligned and colterachieve
the desired results?

11 xipuaddy
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List of Projects and COSOPs Covered by the Buildinglocks

1. Meta-evaluation Projects and Country Programme Ealuations

COUNTRY EVALUATIONS Region | Year included in ARRI | Project Type
PROJECT EVALUATIONS
Bangladesh Netrakona Integrated Agricultural Prédacand Water Management Pl 2002 AGRIC
Chad Ouadis of Kanem Agricultural Development Ribje PA 2002 RSRCH
Haiti Small-scale Irrigation Schemes Rehabilitat®tnoject PL 2002 IRRIG
Mauritania Oasis Development Project-Phase PA 2002 AGRIC
Morocco Livestock and Pasture Development Projethié Eastern Region PN 2002 LIVST
Namibia Northern Regions Livestock Development €bj PF 2002 LIVST
Peru Management of Natural Resources in the Southerhlétigls Project (MARENASS) PL 2002 RSRCH
Philippines Rural Micro-Enterprise Finance Project Pl 2002 CREDI
Tanzania Kagera Agricultural and Environmental Mgeraent Project (KAEMP) PF 2002 AGRIC
Yemen Tihama Environment Protection Project PN 2002 AGRIC
Benin Income Generating Activities Project (IGAP) PA 2003 RURAL
Burkina Faso Special Programme for Soil and Watarsérvation and Agroforestry in the Central Plat@hase | and 11) PA 2003 AGRIC
Ecuador Indigenous and Afro-Ecuadorian People's®@gwment Project PL 2003 RURAL
Guinea Smallholder Development Project in North Eo@uinea PA 2003 RURAL
Lebanon Smallholder Livestock Rehabilitation Prbjec PN 2003 LIVST
Nepal Hills Leasehold Forestry and Forage DevelayrReoject Pl 2003 RURAL
Venezuela Support Project for Small ProducersénSbmi-Arid Zones of Falcon and Lara States P 2003 AGRIC
Ethiopia Special Country Programme Phase |l PF 2004 IRRIG
Gambia Rural Finance and Community Initiatives &eb{RFCIP) PA 2004 CREDI
Jordan Agricultural Resource Management Projecs®HaARMP) PN 2004 AGRIC
Lao Northern Sayabouri Rural Development Project PI 2004 RURAL
Paraguay Peasant Development Fund Credit Profgastern Region (PDF) PL 2004 CREDI
Senegal Rural Micro-Enterprise Project PA 2004 RURAL
Tunisia Integrated Agricultural Development Projecthe Governorate of Siliana (PDARI) PN 2004 AGRI
Vietnam Ha Giang Development Project for Ethnic Mities Pl 2004 RURAL
China Southwest Anhui Integrated Agricultural Deyehent Project Pl 2005 AGRIC
Ghana Upper East Region Land Conservation and Bohddlr Rehabilitation Project Il (LACOSREP II) PA (003 AGRIC

11 xipuaddy
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1. Meta-evaluation Projects and Country Programme Kaluations

COUNTRY EVALUATIONS Region | Year included in ARRI | Project Type
Ghana Upper West Agricultural Development ProjeBVADEP) PA 2005 AGRIC
India North Eastern Region Community Resource Mamamt Project for Upland Areas Pl 2005 AGRIC
Mongolia Arhangai Rural Poverty Alleviation Project Pl 2005 LIVST
Mozambique Niassa Agricultural Development Project PF 2005 RURAL
Georgia Agricultural Development Project PN 2006 CREDI
Niger Special Country Programme - Phase |l PA 2006 AGRIC
Philippines Cordillera Highland Agricultural RescarManagement Project Pl 2006 AGRIC
Romania Apuseni Development Project PN 2006 CREDI
Tanzania Participatory Irrigation Development Peagme PF 2006 IRRIG
Albania Mountain Areas Development Programme (MADP) PN 2007 AGRIC
Belize Community-Initiated Agriculture and ResoulManagement Project (CARD) PL 2007 AGRIC
Burkina Faso Community Based Rural Developmentdetoj PA 2007 RURAL
Pakistan Dir Area Support Project (DASP) Pl 2007 RURAL
Philippines Western Mindanao Community Innitiatieject Pl 2007 RURAL
Argentina Rural Development Project for the Nortistern Provinces (PRODERNEA) PL 2008 RURAL
China Qinling Mountain Area Poverty Alleviation ot (QMAPAP) Pl 2008 AGRIC
Guatemala Rural Development Programme for Las \é@ep(PRODEVER) PL 2008 RURAL
Korea DPR Uplands Food Security Project Pl 2008 AGRIC
Madagascar Upper Mandraré Basin Development Proplease I PF 2008 RURAL
Ethiopia Rural Financial Intermediation ProgramiR&JFIP) PF 2009 CREDI
Benin Roots and Tubers Development Programme PA 2009 RURAL
China West Guangxi Poverty Alleviation Project Pl 2009 AGRIC
Yemen Raymah Area Development Project PN 2009 RURAL
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arwdE

2. List of Projects Reviewed by the Desk Review Sty

2009 The Federative Republic Of Brazil, State Qfitma Cariri And Seridd Sustainable
Development Project (Procase)

2009 The Arab Republic of Egypt On-farm Irrigatioevelopment Project in the Oldlands
(OFIDO)

2009 The Republic Of The Gambia Livestock And Huaitture Development Project (LHDP)
2009 Georgia Agricultural Support Project

2009 The Republic Of Liberia Agriculture Sector Rbititation Project (ASRP)

2009 Desarrollo Comunitario Forestal en los EstagdsSur (Campeche, Chiapas y Oaxaca)
2009 Nepal High Value Agriculture Project In Hilhd Mountain Areas

2009 Sri Lanka National Agribusiness DevelopmengPammegNADeP)

2008 Ethiopia Pastoral Community Development Ptdjec

. 2006 Argentina Proyecto De Desarrollo Rural De htaBonia (PRODERPA)

. 2006 Madagascar Projet d’Appui au Développememeeabe et du Melaky (AD2M)

. 2006 Niger Initiative De Réhabilitation Et De Démepement Agricole Et Rural (IRDAR)
. 2006 Tanzania Rural Micro, Small And Medium Entesgs Support Programme (MUVI)
. 2006 Zambia Rural Finance Programme

. 2006 Sudan Butana Integrated Rural Developmene&roj

. 2006 Vietnam Decentralized Programme For Rural BpWweduction In Ha Giang And

Quang Binh Provinces

. 2005 Bangladesh Microfinance For Marginal And SrRalfmers Project

. 2004 Republic of Kenya Southern Nyanza Communityelmment Project

. 2004 Burkina Faso Programme De Developpement Runable (PDRD)

. 2003 Sudan Gash Sustainable Livelihoods Regenertigect

. 2003 Ethiopia Pastoral Community Development Ptdie€DP)

. 2003 Burkina Faso Programme d’Investissement Corantaire en Fertilité Agricole

3. List of 2009 COSOPs Reviewed by the Desk Revi&tudy

Democratic Republic of the Congo
Islamic Republic of Pakistan
Republic of Malawi

Republic of Peru

Republic of the Sudan



4. List of Projects Reviewed During the Five County Visits

Project Name Country Approval Effectiveness Closing Previous Evaluations by
Date Date Date IOE

1. Las Verapaces Rural Development, o 08 Dec 1999 | 06 Sep 2001 31 Mar 2012 intavaluation

Programme

2. National Rural Development | o o010 11Sep2003| 20 Oct 2006 30 Jun 2013

Programme Phase 1: Western Region

g'r(\)’}/eecstt Nabouria Rural Development .. 23 Apr2002 | 09 Apr 2003 31 Dec 2011

‘F‘,'réjsger Egypt Rural Development| .\ 14 Dec 2006 | 24 Sep 2007 31 Mar 2016

5. Microfinance and Technical Bangladesh | 10 Apr2003 | 20 Oct 2003 30 Jun 2011 IBdlagh CPE

Support Project

6. Sunamgan Communlty—Based Bangladesh 12 Sep 2001 14 Jan 2003 30 Sept 2014 glaBash CPE

resources Management Project

7. Maghama Improved Flood Mauritania | 05 Sep2002 | 23 Jul 2003 31 Jan 2011

Recession Farming Project Phase |

8 Oasis Sustainable Development | v\ iiania | 17 Dec 2003 | 18 Nov2004 | 30 Jun 2013

Programme

9. Smallnolder Enterprise and Zambia 09 Dec 1999 | 07 Nov2000 | 31 Dec 2008

Marketing Programme

10. Rural Finance Programme Zambia 02 Dec 2004  ep72807 31 Mar 2014

III Xipuaddy
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Excerpts of the Report of the Chairperson of the Ealuation Committee on the Corporate-level
Evaluation on IFAD’s Performance with regard to Gerder Equality and Women'’s
Empowerment

(for subsequent inclusion)
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RESPONSIBILITIES FOR IMPLEMENTING THE PLAN OF ACTIO N?*

Unit/Position Implementation Responsibilities

Senior management * Ensure POA is implemented and monitored by allogatiecessary human and
financial resources.
« Include progress in gender mainstreaming as agiewiain senior management
meetings twice a year.

Office of Evaluation and Studies (OE) < Includes gender equality as impact domain in newluation methodology.
Requires evaluations to disaggregate impact infaomand analysis by gender.

Office of the General Counsel (OL) ¢ Fully utilizes Schedule 3A (additional covenants)describe actions for gender
mainstreaming within the limitations of project apisal report.
« Recalls section 7.13 as actions binding for borroweder Article 3 of loan
agreement.
« Ensures that letters of agreement and appointmihtGis specify tasks related
to gender issues.
¢ Monitors POA with reference to above.

External Affairs Department (EAD) ¢ Catalyses partnerships with other donors and obdlety groups for advocacy

and policy dialogue of gender issues and womenjsosverment.

« Advocates gender and development issues and woraerpswerment in global
and regional policy forums.

« Contributes to strengthening dissemination of gemelated knowledge.

« Maintains and expands gender subsite, with techsigaport of Gender Focal
Point, Technical Advisory Division (PTGFP) and WG&P

« Mobilizes external resources to support impleméoradf POA.

Assistant President (AP)/PMD Ensures that POA is implemented and monitored bgcating mentioned
responsibilities, and necessary human and finanesalurces.

Ensures that divisional workplans and budgets pa@te gender-mainstreaming
responsibilities.

Includes progress in implementing POA as agenda itePMD meetings every
six months.

Recognizes WGGPP as thematic group.

Allocates responsibility to PT to review existingFAD reporting formats
(including supervision and key files) to ensurecadge and consistent reporting
on gender mainstreaming.

Ensures that letters of agreement with Cls speagig related to supervision of
gender issues.

Regional Division Directors Ensure that POA is implemented and monitored bgcating the mentioned

responsibilities, and necessary human and finanesalurces.

Incorporate gender-mainstreaming objectives andvites into divisional

workplans and budgets and individual staff scordsar

Increase efforts to ensure implementation supgatailable where needed.

Include progress in gender mainstreaming as agiewhain divisional meetings

every three months.

« Ensure, in collaboration with OL, that letters gf@ement with Cls specify tasks
related to supervision of gender issues.

Nominate staff members to participate in WGGPP.

% Mainstreaming a Gender Perspective in IFAD’s Opena, Plan of Action 2003-2006, see Annex V of the
Progress Report on the Project Portfolio, page6®%B 2003/78/R.16.
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Country Portfolio Managers

Ensure that COSOPs include GEM and GDI informatiamefe available)
Ensure that COSOPs identify gender-related conssraimd opportunities. Ensure
that project design complies with standard deségiures.

Ensure that start-up workshop discusses genderegyreand is substantially
attended by women.

Ensure that AWP/Bs address gender as cross-cuttingeon. Ensure that PMU
monitors gender mainstreaming.

Ensure, in collaboration with OL, that letters ppaintment specify tasks related
to the supervision of gender issues.

Expand on partnerships and cofinancing arrangemenggaisure implementation
support for gender.

Ensure grant funding is used as a catalyst to inggender-related field impact.

Regional gender focal pointsregional
economists

Provide guidance, advice and assistance on polktsted issues in gender
mainstreaming to regional directors and CPMs.

Strengthen knowledge exchange with external sourees gender and
development. Participate in WGGPP and in externaings.

Manage time-bound activities in support of gendamstreaming.

Assist in integration of gender issues into regladivities.

Represent IFAD on gender issues to external audgenc

Technical Advisory Division (PT)
Director

Ensures that gender concerns are taken into acoouwlt aspects of division’s
work, specifically TRC, PDT and review of grant prepls.

Includes progress in gender mainstreaming as agésrdan division’s meetings
every three months.

Ensures that key files are revised to address geasleross-cutting concern.
Incorporates gender-mainstreaming objectives anivitees into divisional
workplan and budget.

PT Gender Focal Point

Advises senior management on issues related toiRPkmentation.

Ensures that project design meets gender-sensitigsign prerequisites.
Undertakes baseline survey to identify benchmark&®OA.

Assists in monitoring POA, as requested by AP/PMD.

Assists in revision of letters of agreement to ffigdasks related to supervision
of gender issues.

Assists in revision of supervision report formattaver gender issues.
Establishes, maintains and expands internal anérredt gender networks,
including gender subsite.

Strengthens its knowledge exchange with externalrces on gender and
development.

Chairs WGGPP.

Advocates gender and development issues in glotthiegional policy forums.
Represents IFAD on gender issues to external augienc

Working Group on Gender in Projects
and Programmes (WG)

Provides policy advice related to gender mainstiegm

Maintains and expands internal and external genel@vorks.

Meets regularly for learning and information exop@anon gender and
development.

Contributes to gender subsite through collectiondafsemination of ‘best
practices’ across regions and sectors.
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Table 1. RESULTS FRAMEWORK FOR GENDER MAINSTREAMING IN IFAD OPERATIONS?*

Narrative Summary

Results Indicators

Data source

Goal: Improve gender
equality/women’s empowerment

Percentage of projects rated 4 or better for (projected) impact
on gender equality (IFAD Results Management Framework
2007-2010, Result Indicator 4, sub-indicator 4)

Annual Portfolio Performance Report (PPR)

Objectives

Results-based Country Strategic
Opportunities Programmes (COSOP)
integrate gender concerns

Percentage of COSOPs rated 4 or better on gender under
Results Based Country Strategic Opportunities Programme (RB-
COSOP) MAT KSF 2

COSOP MAT KSF 2 - question on gender 2.43

Project design fully integrates gender
concerns according to the Key features of
gender sensitive design and implementation

Percentage of project design reports rated 4 and above on
gender as per ‘Pre-Key features of gender-sensitive design and
implementation” Maturity Assessment Template (MAT), Key
Success Factor (KSF) 2 sub-score at QE

KSF 2 Sub-scores on gender as per QE Panel report Summary

Assessment Sheet) summarized in PPR47
Departmental Management Plan, Programme Management
Department (as a key performance indicators KPI). from 2009

Grant design fully integrates gender
concerns according to the Key features of
gender sensitive design and implementation

Percentage of grant design documents scored 4 and above and
for gender focus

Gender-sensitivity score in grants assessment template
following grants TRC

Project implementation ensures gender-
equitable participation in and benefit from
project activities

Percentage of projects scoring 4 and above on gender focus in
implementation

Annual Portfolio Performance Report (PPR)

Grant implementation ensures gender-
equitable participation in and benefit from
project activities

6
Percentage of grants scoring 4 and above on gender focus

Annual Portfolio Performance Report (PPR)

Supervision/implementation support gives
attention to gender mainstreaming and
women’s empowerment

Percentage of supervision reports reflecting Guidelines for
supervision and implementation support of projects and
programmes funded from IFAD loans and grants (2007)",
Annex 4,

(http://www.ifad.org/operations/projects/supervision/guideline
s.pdf)

Baseline to set benchmarks (2008)
Bi-annual reviews

Project completion reports give attention to
gender mainstreaming/women’s
empowerment

Project completion reports (PCRs) ratings factor in attention to
gender equality/women’s empowerment?

Rating by PMD Front Office

% A question will be added under KSF 2 “Poverty, &bEievelopment and Targeting” of the COSOP MAT.\ttioat extent does the COSOP promote gender eqaalityempowerment of women”; in responding to the

question reference is to be made to the RB-COSO&mmd RB-COSOP Guidelines which make referendgtp://www.ifad.org/operations/policy/cosop.hamd Guidelines

http://www.ifad.org/operations/policy/cosop/quides/index.htijinclusion of gender sensitive Baseline Poverty I§sia in Preparatory studies (Para 35), gendembelén participation (Para. 40) , inclusion of at&e on

gender issues with GEM and GDI data, gender disagdged data and indicator (Para. 43).

*Project design ratings (as per QE or QA) will bedified in line with the PPR. QE scores are expettenke used in PPR 2008, and QA scores for theviilig years. Pending revision of TRC Panel Reperjilate, QE

project scores against the Key features will bévddrfrom RRN gender checklist scores.
°PPR Guidelines for 2009 will update guidance farisg on “gender focus” in line with the “Key feaés”.

5As above

"Revision of PCR Guidelines will detail scoring eria for ge/ve

27

http://www.ifad.org/gender/framework/frameworkf pd
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