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1. Introduction

The Community Programme (CP) of UNDP works with rural communities of Tajikistan. The overall goal of the CP is to reduce poverty and to improve quality of life in the country. The specific objectives of the CP include the following:

(i) Rural communities, including the most marginalized, have greater access to rural finance, infrastructure and employment.

(ii) Rural communities, including the most marginalized have greater governance.

(iii) Public sector transparency, accountability, conducts and participation at both local and national level is strengthened.

(iv) The Government successfully adopts more pro-poor policies, laws and expenditures and receives greater support for this from the international community. 

The CP has undergone several internal and external evaluation processes prior to its moving into the new programming phase. Lack of gender mainstreaming in sectors such as microfinance, participation in community based organizations and poverty reduction has been identified as one of the key aspects of the programs that need greater attention in order to achieve a higher level of efficiency and effectiveness of the program’s outcomes. 

In response to the recommendation of evaluations for gender mainstreaming in the CP, an International Gender Expert is hired to elaborate on a gender mainstreaming strategy for the CP, in consultation with the gender specialist and thematic advisers. The activity is in line with the UNDP Gender Action Plan 2006-2007 that aims to strengthen UNDP capacities to deliver gender responsive policies and programmes in a systematic, visible and measurable way.  The objective and the scope of work of the International Gender Expert include the following:

(i) Review and gender assessment of the following CP projects;

- Zarafshan Valley Initiative

- Strengthening Local Governance in Eastern Khatlon

- Enhancing Agricultural Governance in Tajikistan

- Migrants Wives Project

(ii) Recommendations of a strategy for UNDP CP for effective gender mainstreaming within the results framework including clear targets, resources and timelines developed;

(iii) Capacity of key staff of UNDP CP to mainstream gender throughout programmatic activities built;

(iv) Recommendations for monitoring indicators to assess progress in a clear format.

 2. Methods and Methodology
Participatory and dialogical methods were used to gather information and to seek the views of stakeholders on the status of the gender component of the CP and to identify the priority areas within the gender mainstreaming strategy for the Programme. The field visits to Zarafshan Valley and Shartus were made to get first hand information from the project staff, beneficiaries and the partners. The following methods were used to gather information for the report:

· Literature Review 

· Review and Analysis of Documents related to Community Programme that includes CP Project documents, Projects, Logical Frameworks, Terms of Reference of the CP staff, Monitoring and Evaluation Frameworks used by the CP staff,  Strategies developed within the CP on thematic areas, Progress Reports,  Internal and external Monitoring and Evaluation Reports and the Financial Reports of the CP Projects.
· Field Visits

· Observation

· Focus Group Discussions (FGD) with members of Jamoat Resource Centers (JRCs) and District Development Committees (DDCs)

· Focus Group Discussion with Project Beneficiaries

· Focus Group Discussion with Partners
· Semi-Structured Interviews with CP Managers, Staff and the Partners at the Community and Government Level.

· Meetings with Key Stakeholders in the Government 
· Meetings with NGOs working in the Community Programme’s Areas
· Meetings with Donor Agencies

· Meetings with International NGOs

The initial findings of the gender assessment of the CP projects and the draft of Gender Mainstreaming (GM) Strategy were shared in the de-briefing meetings held separately with CP managers and Staff working in the UNDP office in Dushanbe, Management staff of Programme Unit of the UNDP and with the UN Gender Thematic Group. The feed-back and the comments received on all three occasions have been incorporated in the report of the Gender Assessment and in the draft of the Gender Mainstreaming Strategy for the Communities Programme.  

3. Key Findings of Gender Assessment 

This section on key findings of the gender assessment of CP projects will be divided into two sections. Section one will flag those issues in gender mainstreaming that are found to be common to all four CP projects that had been reviewed under this assignment. Section two will highlight issues that are project specific in terms of mainstreaming gender in their activities and outcomes.   

3.1. Generic Issues in Gender Assessment of the CP Projects

3.1.1 Gender Mainstreaming as an After Thought
Promotion of gender equality and empowerment of women is a part of the core commitments of the UNDP to advance sustainable human development and reduction of poverty.  Gender equality is one of the goals and also considered a means to achieve all the Millennium Development Goals (MDGs-3). Gender mainstreaming has been identified as the key strategy to achieve gender equality in the Beijing Platform of Action, and is now globally accepted and reflected in policy regimes.    

The Gender policy and the Gender Action Plan (2006-2007) of UNDP adopt gender mainstreaming as a strategy. Thus GM strategy should be guiding all policy and programmatic development interventions of UNDP. However, gender mainstreaming in the Community Program of UNDP appears to have come as an after thought. 

The review of the project documents of the CP and its sub-project reveals that the most important step in GM that is the pre-planning gender analyses of sectoral/thematic areas which should inform project designs was not undertaken. Pre-planning gender analysis of a specific context provides us with gender disaggregated information and enhances our understanding of gender roles and men and women’s priorities. As this step was skipped in project formulation, consequently, the project documents of CP and its sub-projects with some variation did not adequately mainstream gender concerns in the project design and in the logical frameworks. In some projects such as “Enhancing Agricultural Governance in Tajikistan”, gender concerns are reflected relatively better at the indicator level than in other projects. However, the four component projects of the CP that have been reviewed from a gender perspective are not sufficiently engendered.   

3.1.2. Lack of Gender Performance Indicators in Logical Frameworks

All projects with the exception of one that was “Empowering Migrants Wives” which was working exclusively with women, did not integrate gender at the goal, objectives and the results level in their Logical Frameworks (LFA) at all. At the indicators level, all three projects performed fairly badly too. In the LFA of the project titled “Enhancing Agricultural Governance in Tajikistan” two gender performance indicators were included while in “The Zarafshan Valley Initiative” only one gender performance indicator was mentioned in its LFA and the “Strengthening Local Governance in Easter Khatlon” project did not mention gender at all at the indicator level in its project LFA. 
3.1.3. Gender Neutral Terms of Reference

Gender equality is a part of the core commitments of the UNDP to advance sustainable human development and poverty reduction. Gender mainstreaming as an internationally agreed strategy has been adopted by UNDP to achieve gender equality. In order to translate this commitment into practice, gender concerns need to be integrated in all legislation, polices and programs. Thus the challenge of gender mainstreaming cannot be met without taking a collective responsibility at the organizational level. It has to be a shared responsibility and everyone in the organization must be acting gender responsively. 

It is important for the organizations to hire gender specialists and also to assign senior staff as gender focal points, it is equally important that gender mainstreaming is not seen as the responsibility of the gender specialist only. The responsibility of gender mainstreaming must be reflected in the terms of reference (TOR) of staff. The gender analysis of the TOR of the staff indicates that gender mainstreaming has not been included as part of the job responsibility of management and field staff. In such cases where GM is not mentioned in the TOR, it is often not taken seriously by the staff unless they are motivated at a personal level.( I beg to differ here, it is not a sweeping statement. The statement qualifies that in the absence of GM mentioned in the TOR, only those will ensure GM who are committed at the personal level)   At times they do not know what exactly is expected from them, and when they are asked to ensure gender mainstreaming in program/project activities, they consider it as additional work as it is not reflected in their TORs.  

3.1.4. Lack of Gender Accountability

There are no accountability mechanisms in place in the CP, at the field or at the head office level to report on gender performance of the projects. The staff is not held accountable for working in a gender non-responsive way.  In the absence of reporting requirements administratively, it is highly likely that the commitment to gender mainstreaming will evaporate. 

Currently gender performance is not part of the performance appraisal system of the staff in the CP projects. 
3.1.5. Lack of Gender Capacities

The CP has made no investment so far to build gender capacities of either its own staff or its partners at the government and community level. Presently UNDP CP staff and its partners do not have sufficient knowledge and technical know-how to mainstream gender in their projects/programs.

As part of the gender capacity assessment of CP staff, the gender specialist sought self assessment of their gender capacities. Out of 65 members of staff who responded, only 4 of them reported that they had advanced gender capacity. Nine of them rated themselves as having sufficient gender capacity while remaining 53 staff had no gender capacity to fulfill their responsibility to ensure they are working in a gender responsive manner. 

It is expected from the staff to undertake compulsory on-line gender training. Most of them had not undergone this exercise. Also there is no internal system to track the practical use of gender training in the work of CP staff. 

All four projects of the CP studied for gender assessment had been involved in providing capacity support to its partners. However, the training content of various capacity building efforts did not include a gender component. There is no evidence that the staff of the four projects made any efforts to build gender capacity of their partners. 

In the meetings with CP partners from the government sector, the representatives of local Hukumat, the chair of the Committee on Women and Family Affairs, the director of the Center of Strategic Research and the head of the NGO Center for Development who has been contracted by CP to provide capacity support to JRCs has openly admitted to the us that they did not have any gender capacity to ensure gender mainstreaming in their work.  
3.1.6. Lack of Gender Disaggregated Data 

Gender disaggregated data is critically important for gender analysis and gender planning as it tells us about the differences and inequalities between men and women in the specific context or the sector. In the context of CP, gender disaggregated data informs us about the level of participation and involvement of men and women in the activities of various projects and to what extent they have benefited from the projects outcomes. 

The monitoring and progress reports of the sub-projects of CP do not provide sex disaggregated information adequately. The management information systems by and large are not gender sensitized and do not provide gender statistics. For example, none of the staff from all four projects was able to report on the gender breakdown of the participants who attended various capacity building trainings organized by the projects. The projects had been maintaining information on the total number of participants irrespective of their sex. Some quantitative gender disaggregated data on the membership of JRCs, DDCs and on micro-credit was available.    

3.1.7. Non Inter-Sectional Approach to Gender 

The current approach to gender mainstreaming in CP is simplistic and does not account for inter-sectionality. Gender as a category of analysis is not problematized in the community programme. Women are treated as a homogeneous group. Sufficient attention has not been paid to the fact that women are not an undifferentiated category. They are divided by class, race, region, ethnicity, religion and by other social divisions. As gender intersects with social diversities and social location, it is important for the CP to take a more sophisticated approach to gender, vulnerability, difference and gender mainstreaming. For example in the case of India when gender quota policy was adopted to ensure women’s representation in the local government structures, it was ensured that women from various class and caste must benefit equally from quota provision. Within  33% reservation of seats for women in local government, similar percentage was reserved for women from Dalit untouchable class. Intersectional approach to gender deepens poverty focus and ensures that the most vulnerable and marginalized section of society are not left out and equally benefited from development interventions. 
3.2. Gender Review/Assessment of CP Projects
The above mentioned issues in gender mainstreaming were common to all four projects of the CP. This section highlights some additional project specific issues in gender mainstreaming.
3.2.1. Zarafshan Valley Initiative
Gender Imbalance in Community Structures

The project is working through the community based organizations of JRCs and DDCs in Zarafshan Valley. Gender imbalance in these community structures especially at the decision-making level is the challenge currently faced by the project staff. 

The issue of gender imbalance in JRCs has also been pointed out by the mid-term evaluation conducted by DFID. Since then the project has made a successful stride to correct this gender imbalance in JRCs through the institution of gender quotas at the membership and management level. For the gender balance in the membership of JRCs, local communities are encouraged to elect equal numbers of women. At the management level it was made mandatory that out of a three member management committee one has to be a woman. As a result of gender quota policy, women’s representation on average in JRCs in Zarafshan valley has increased to almost 22%. In some JRCs women constitute even more than 33% of the total membership.  However, it is clear that the project still has to go a long way to achieve gender parity in JRCs.  

At the management level, despite gender quota management, committees of JRCs continue to be male dominated. With the exception of one JRC where a woman was the chair, all other 23 JRCs were headed by men. Women are invariably appointed as deputy/secretaries in the JRC management committees.
The gender gap in DDC structures is even worse than in JRCs at the membership as well as the decision-making level.  
Establishment of Gender Committees

The Project has also made an attempt to ensure gender concerns are fully integrated through the establishment of Gender Committees in JRCs. The Gender Committees consists of three people of whom one has to be a man. This is relatively a new initiative of the project and is already implemented in a few JRCs.  

In view of the social context and the smaller structure of the JRCs, it is felt that the establishment of GC may not be able to contribute positively towards promoting gender equality. (The GCs were not operational in the field areas that we had visited. We had discussion on the possible risk of further marginalization of gender issues due to the formation of GC with local staff and the members of JRCs. The majority of them agreed that there was a strong possibility that in this case the entire responsibility of gender mainstreaming will be shifted to the committee and others will be abdicated from this responsibility. The provision and strict implementation of gender guidelines to JRCs would serve the concern of GM better than establishing a separate structure within JRCs for this purpose) Normally dual policy of gender integration and a stand alone gender initiative is recommended. However, in the context of JRCs which is relatively a smaller structure consists of not more than 20-25 members, there is a greater risk that separate GC may undermine or gender issues and abdicate other members from taking equal responsibility for gender mainstreaming in their working. Therefore, it is recommended that project staff should revisit this initiative in the light of concern raised by this mission.(the very approach of gender mainstreaming has emerged due to the failure of women specific structures and machineries to promote gender equality around the world. The issue of marginalization of women’s specific machineries, ministries/divisions, and commission was discussed at the World Conference in Beijing. Based on the global experience shared in that forum, the old approach was replaced with gender mainstreaming approach. However, this does not mean that we should abolish all women specific structures without thinking. We can have a dual approach i.e. GM as well as keeping separate structures for women where it is needed. However, in the case of JRCs, it is not considered appropriate to establish separate structure of GC due to the above mentioned reasons). 
Gender Neutrality of Development Project
The gender assessment of the development initiative undertaken by the project reveals that all community infrastructural projects are either gender neutral or benefit men more than women. We were told that the needs of local communities are assessed through Participatory Rapid Appraisal (PRA) techniques. Men and women are consulted to determine their needs, however the priority of these needs are determined by the members of JRCs. As women are not represented in JRCs in equal numbers and chairman of JRCs are often influential men from the community, they dominate the process of prioritization of community needs and identification of infrastructural development projects. Therefore, there are hardly any women-focused infrastructure projects such as crisis center; kindergarten, women’s sexual health etc. are implemented that cater for women’s special needs.(Surely drinking water projects benefit women more than men. However one cannot say that these are women specific projects as these benefit men, women and children equally. The point we want to underscore here - there is a need to invest in infrastructural projects that cater to women’s special needs. This is a fast track approach to reduce existing gender disparities/discrimination and would lead to women’s empowerment).  
Gender Imbalance in Micro-Credit  

The experience of micro-credit organizations across the world has proven that women are credit worthy. The micro-credit activity of the project did not have sufficient focus on women earlier.  The gender gap in micro-credit is increasingly closing now. Out of 7157 borrowers 2925 are women. 

However, there is a huge gender imbalance in the employment of credit officers in the project. Currently out of 68 credit officers hired by the project only 9 of them are females. This may have implication for women’s access to information and credit facility. 
It is argued during the discussion with credit officers that in the socio-cultural contexts of Zarafshan Valley, it may not be feasible for women credit officers to out reach far flung areas or to move around freely and go from village to village. Therefore, men can perform the job of credit officer better than women. This may be true; however, we must be working towards changing the realities of women on the ground by providing them equal opportunities. In this regard it is suggested that a mapping of the project areas in terms of population density should be conducted. Where population density is more in those areas women should be given preference to be hired as credit officers. Moreover, Micro-Loan Fund (MLF) and male credit officers should be given clear gender disaggregated targets for disbursement of micro-credit.       
The project has also established Business Advisory and Information Centers. There was no gender disaggregated data available with the project to inform us how many men and women had approached these centers to seek business advice.
Lack of Gender Component in Capacity Support

The project has been organizing various training activities with its community and government partners to build their capacity in various fields. However, the project did not make any effort or investment to build the gender capacities of its partners. 

The review of the contents of various training shows that all capacity building training in planning; management; budgeting; participatory monitoring and evaluation;  project cycle management, participatory rural appraisal; strategic planning and social partnership etc. organized for various local partners such as JRCs,  DDCs,  Hukumat and  Jamoat authorities lacked gender component. No gender sensitization training has ever been organized for project partners. 
The project supports participatory processes to develop a shared District Development Plan. Gender budgeting is one of the most needed and relevant skills in this regard. 
Gender budgeting is an approach to ensure that gender dimension is mainstreamed into all stages of the budget cycle. It is a tool to analyze the differential impact of budgets on men and women. Gender budgeting skills takes into account different needs and priorities of men and women and results into more Gender Responsive Budgets.  However, the project has not made any effort to facilitate representatives of Hukumat and Jamoat authorities and the civil society organizations to learn this highly needed skill for an effective District Development Planning.  
3.2.2. Enhancing Agricultural Governance in Tajikistan

Lack of Gender Analysis of Agriculture Sector
In the backdrop of male migration, feminization of agricultural labor is a phenomenon in Tajikistan. Fifty six percent agricultural laborers consist of women. Despite women’s extensive participation in all agricultural activities, the agricultural land entitlement and control is mainly with men. Women are highly disadvantaged section of agriculture labor as they lack access to land, water, credit, technology, extension services, agriculture research and information. The government of Tajikistan (GoT) despite its State Program (2001-2010) and the supplementary document “ Access of Rural Women to Land” and the article 14 of the CEDAW section (g) (to which GOT is signatory) which states women have the right: “to have access to agricultural credit and loans, marketing facilities, appropriate technology and equal treatment in land and agrarian reform as well as in land resettlement schemes” has not been very successful in removing gender equality in the agricultural sector. In view of the disadvantaged status of women in agriculture sector, all development intervention may need better targeting of rural women specifically to promote gender equality and sustainable agriculture and rural development.   
The design of the agricultural governance project clearly shows that no sector analysis was conducted from the gender perspective prior to the project formulation. Most of the project activities are with male farmers. Although the project acknowledges the role of women in agriculture, it does not include them as farmers in most of its activities. The project goal and the purpose make no reference to gender. In two expected results it is mentioned that 50% women are expected to be the beneficiary of all efforts. However, the project staff has conveniently forgotten about it as no one is holding them accountable to deliver on the gender performance indicators mentions in the LFA of the project.

Exclusion of Women from Project Activities

The project is primarily working with head of Dehkan Farms and with the Association of Dehkan Farms. While women constitute the majority of agriculture labor, there are only 13% of them who are the head of Dehkan Farms. It is also the fact that the membership of Dehkan Farms is dominantly female. (I could not find the exact percentage) All the training support that the project has provided to build educational, informational and technical capacity of the farmers in this project has been provided to the head of Dehkan Farms who happen to be men. Therefore, the project needs to readjust its focus from male farmers to female farmers. 
Lack of Gender Disaggregated Data

There is lack of availability of gender disaggregated in the project which makes it very difficult to analyze gender impact of on-going activities of the project. The project is offering tool banks service to the farmers. The project does not maintain gender disaggregated information on beneficiaries. Similarly the provision of extension services is another important area in which the project has been contributing. Again the project staff failed to give us any information on the people who were outreached by the extension services. How many of them were women. However, the staff was able to tell us about the number of women who were given agriculture input. We were informed that 50% women are using the facility of agricultural inputs. 
Lack of Gender Awareness reflected in the Communication Strategy

The Government of Tajikistan has issued the decree 111 in March, 2005 to address the issue of heavy indebtedness of cotton producing units (US$4.2 million) in the country. To implement the resolution, the GOT has established an Independent Commission on Farm Debt Resolution (ICFDR) that is primarily responsible to manage the debt resolution in the country. The first step toward the implementation of 111 resolutions is that everyone in rural areas have access to information on agricultural reforms and the decree on Debt Resolution. The agricultural reforms concern at least two million people in the country.  

The Canadian International Development Agency (CIDA) funded the UNDP to develop the communication strategy for the Commission. The main objective of the Communication Strategy is to provide the Independent Commission on Farm Debt Resolution with an effective and sustainable means of conveying information to all stakeholders on relevant information pertaining to agricultural reforms, the resolution 111 and the farm debt resolution in Tajikistan,. Independent consultants were hired to develop the communication strategy. The gender analysis of the communication strategy for agricultural reforms shows that although the Strategy identifies women farmers as stakeholders and as one of the category of audience who must also access the information, most of the communication channels and the methods of delivery of information proposed in the strategy are not women friendly. There is no information in the Strategy that tells us how the proposed methods of information delivery were selected. Whether there was any consultation with stakeholders to find out the most effective means of information delivery. It appears women farmers are not consulted as most of the proposed methods of information delivery are not accessible to women farmers such as website, hotline, television, newspapers etc. 
The logframe of the Communication Strategy does not have gender performance indicators. In such cases when logical framework is not engendered there is always a greater risk that women stakeholder may miss out in accessing information. It is important that the logframe of the Community Strategy is reviewed and verifiable gender performance indicators are included  to ensure that women have equal access to the information. 
3.2.3. Strengthening Local Governance in Eastern Khatlon
Lack of Gender Perspective on Poverty and Governance

The project has dual focus on poverty reduction and good governance. Both sectors have strong gender dimensions. Feminization of poverty and male domination of governance structures and non-responsiveness of governance processes to gender needs are issues which have been raised time and again in various country contexts. However, the project did not undertaken any gender analysis of both poverty and governance sectors.

Lack of Gender Input in Capacity Support

Some of the expected output of the project such as participatory development planning and monitoring of poverty reduction required specialized skills to analyze and integrate gender in the project activities such as gender sensitive planning, gender budgeting, gender impact assessment. However,  these areas of capacity support are not included in training activities with local partners and local authorities. Moreover, it was also noted that the capacity building trainings delivered by NGOs and the National Association of Political Scientists on the governance system and the role of local governance; financial management and the process for budget preparation, organizational management and development did not have gender component in the training programs they delivered to partners of the project. 
Male Bias in Citizen Report Cards System
The project developed a mechanism of citizen report card system to enable communities to provide feed back on the access and quality of service provision in order to assist public agencies to improve the local governance. The project had given out these cards to the households in the project area with instruction that it should be filled by the male head of the family. Women were allowed to fill these cards only in the case of absence of male head of the family. 

Men and women often have differential access to public services and their view on quality of services and level of satisfaction also varies. The Citizen Report Card System has completely ignored the gender perspective on the access and quality of essential public services such as education, health, water and sanitation as approached only male head of the family to give their views on the service provision. 
A small number of women who filled these cards due to absence of male head of the family, no effort was made by the SRC to conduct gender analysis and see whether there was any difference male and female view on the access and quality of services. 
The Socio-economic baseline survey did not have sufficient number of female respondents (380 women and 2,308 men).

Lack of Women Participation in Project Activities  

The project has been organizing training, conference and roundtable meetings. The level of participation of women in these activities remained weak. Only 59 women had participated so far in these activities. The project has to come up with more effective strategy to involve more women in these activities.
3.2.4. Empowering Migrant’s Wives

The “Empowering Migrant’s Wives” was a multi-donor project working exclusively with women. The main expected outcome of the project was  “Migrants’ Wives empowered in selected rural area through enhancing their health and socio-economic status”. Two components Health and Socio-economic status were identified as important aspects to improve through project intervention in order to empowerment migrant wives. 
Lack of Documentation of the Project

The project has come to an end without proper documentation of its results achieved. The final report of the project is still awaited. There was only one project report for phase one available to review the progress made by the project.   
Lack of Focus on Empowerment

Empowerment is a complex and a multi-dimensional concept. The empowerment of women is a process as well as an outcome. The project set itself to bring a qualitative change in migrant’s wives lives by empowering them through improving their health and socio-economic status. However the project could not maintain the balance in its activities to achieve the goal of improvement in the economic and social lives of migrant’s wives.
The project focused more to improve the economic status of women through the provision of credit, engaging them in infrastructure development projects and providing them opportunities for skill development to generate income. The component of improving social and health awareness was relatively weak. It was also raised in the meeting by the UNFPA staff that the project was more of a success in terms of alleviating the poverty of migrant’s wives then improving their awareness on health and social status issues.

Nevertheless, the project was viewed positively by the migrant wives as they highly valued the opportunities created by the project to improve their income and to improve infrastructure in their areas. 
Sustainability

Currently, the project is facing tremendous difficulties to continue to function in the absence of donor funding. It appears without the funding support, the project will  not be able to sustain itself.

Impact Assessment
 The project has not made any impact assessment on women’s empowerment so far. It will be highly useful if such an assessment is conducted. This can also be used to mobilize fund for the continuity of the project. 

4. Lessons Learnt
· Gender mainstreaming should be the integral part of the project management cycle. Pre-planning gender analysis of the relevant sector of the project should have been undertaken and should have informed the project identification and design of CP projects.

· Financial Resources for the gender capacity support to the staff and the partners should be budgeted and reflected in the project cost.
· Gender Quotas has worked as a successful strategy to bridge gender gap in descriptive representation of women in community structure.
· Gender integrationist approach instead of agenda-setting approach to gender mainstreaming does not help in moving women beyond numbers.

· Project Interventions to achieve gender equality should also address structural barriers to women’s empowerment.
· Greater focus on Inter-agency coordination and collaboration among UN organizations especially with UNIFEM and FAO that are working for similar issue as the CP. 
· In view of the problems faced by the project on Migrant’s Wives to sustain itself after the expiry of the project period, the exit strategy must be the essential part of the project design to ensure that it continues even after the project period and stoppage of funding support from the donor agency.  
· Intersectional approach to gender ensures that the issues of women from the marginalized sections of the society must get addressed. 

5. Gender Mainstreaming Strategy for the Community Program
The Community Programme has been working without gender strategy which has resulted in the oversight of gender issues in the CP projects. In the absence of clear guideline, direction and milestone, the loss of focus on gender is understandable. There is a realization and recognition at the management and frontline staff level that gender focus of the program was weak and unsystematic. This has led to the hiring of gender specialists for the CP which is a clear indication of senior management’s commitment to the issue of gender mainstreaming. The placement of gender specialists has brought the gender focus back in the program. There is a willingness on the part of field staff and the management of community programme and projects to integrate gender concerns fully in their activities. This creates a positive environment within the CP to work towards developing a more systematic approach to gender mainstreaming. The development of Gender Strategy is the critical requirement of the CP which should be adequately backed with leadership commitment, resources and budgets.
5.1. Rights-based and Agenda Setting Approach to Gender Mainstreaming

Gender mainstreaming is a strategy to promote gender equality and women’s empowerment. Those who argue for gender equality either use an intrinsic or an instrumental rationale.  Intrinsic rationale for gender equality has been evolved within the context of women’s movements and struggles. Gender equality is seen and promoted as a basic value and as an issue of human rights. Whereas the instrumentalist rational evolved in the context of development. It has been argued that development cannot be fully achieved if the potential of half of the female population is not fully utilized. Gender equality is seen as a mean to achieve ‘public goods’ i.e. good governance, poverty alleviation, demographic transition, child welfare, reduction in the incidence of HIV-AID, efficiency in economic growth, and sustainable development. Although the instrumentalist argument for gender equality is equally valid, it is important to take a rights-based rationale to gender equality and gender mainstreaming. 
Similarly two approaches are discussed in the literature i.e. (i) integrationist approach and (ii) agenda setting approach. The integrationist approach work within the given development context. The overall development agenda is not transformed but each issue is adapted to take into account women and gender concerns. Whereas the agenda-setting approach promotes women’s participation in decision-making in a manner to determine development priorities. In agenda-setting model, the emphasis is on reshaping the mainstream rather than adding activities at the margin. Therefore, the gender strategy for the CP will be developed within the framework of agenda setting approach.
Moreover the Strategy will combine elements of practical and strategic gender interests. As CP operates within the broader social and institutional context where gender inequalities are produced and reproduced through structural and functional mechanisms that discriminate against women in their private public lives, therefore, the strategy will combine practical and strategic gender interests.

5.2. Key Elements of Gender Mainstreaming Strategy
Gender inequalities are the results of discursive gender ideologies as well as the gendered institutions. Sexual difference of male and female are converted into masculinity and femininity through the processes of social construction of gender. Gender dualities are created and maintained through the ideology of sexual division of labor. Women are assigned roles and responsibilities within the private sphere of home and men’s roles in the public sphere. This discursive dichotomy of public-private, productive- reproductive creates conditions of subordination by low investment in women’s human capital, giving them unequal control and access to resources and opportunities in education, training , employment. 

The discursive frameworks shape legal and regulatory frameworks of institutions that create patriarchal ideologies and perpetuate male privilege. Therefore, Gender Mainstreaming Strategy will work at three levels:
· Discourse 
· Institutions

· Program/Projects
The key elements of the Gender Strategy for the Community Programme will include:

· Engendering of Institutions

· Building Gender Capacities

· Building Transformative Communities through creating Gender Awareness and removing Structural Barriers to Gender Equality

· Creating Critical Mass of Women Leaders at the Community and Local Government Level.

· Involving men as partners and establishing male gender support groups at the community and local government level.

The road map to the implement the gender mainstreaming strategy is elaborated in the following section.  
5.2.1. Engendering of Institutions
The Communities Programme operates within the institutional context of UNDP and its newly established community based institutional structures such JRCs and DDCs and MFL. If the institutional context is not gender sensitive and gender responsive, mainstreaming of gender in development programs is highly unlikely to take place. It is critically important that the commitment to gender must be reflected in the internal structure, procedures and culture of the organization. Engendering of institutions is the necessary condition for the implementation of gender responsive development programs/projects. In view of the organizational analysis conducted during the field visit following steps are recommended to engender the institutional structures of CP and its related institutions:
5.2.2. Gender Balance in Organizational Structures
Gender parity in the workforce of CP at the UNDP and at community level organizational structures is highly desirable and should be considered as the necessary step toward achieving gender mainstreaming. 
As far as UNDP is concerned, the United Nations is fully committed to gender equality. The General Assembly of UN has repeatedly reminded UN system organization to achieve 50/50 gender balance in the managerial posts. However, the status of gender parity in workforce in UN systems varies across UN Organizations working in different countries around the world. As the policy of gender parity in workforce is already in place within the UNDP office Tajikistan, there is a need to consciously work towards bringing gender parity in recruitment at the management positions in the UNDP as well as in the community program.  

At the community level, the CP has already adopted the strategy of gender quota has to bridge gender gap in the community based structures of JRCs and DDCs. However, gender quota policy needs to be formalized by the CP and timeframe should be given to field offices to achieve gender parity in community structures.
With the introduction gender quota policy more women have been inducted as members in JRCs structures. However, gender mainstreaming is not about integrating women in mainstream structures alone. Although women’s mere presence in mainstream structures is important but we need to move beyond numbers. We should ensure their substantive participation in mainstream structure and activities. As mentioned earlier that management structures of JRCs continue to be male dominated. Therefore, it is suggested that the CP may consider introducing the concept of rotational top management position of JRCs between men and women. If a man has served as a chair of JRCs for one term, for the next term the chair has to be a woman. This idea may be resisted by the community leaders or the chairs of JRCs who are dominantly men belonging to elite background. They will use cultural argument that women have social restrictions on their mobility therefore they will not be able to perform the job effectively as a chair of the JRC. They may also argue that women will not be acceptable as leaders by the local community due to their widely held belief that men are better equipped than women to exercise power in the public domain.
The Indian government responded to similar situation where women were not allowed to take decision-making position within their own communities by reserving 33% constituencies in local government where only women can be elected as chair/head of the panchyat (village leve) and district councils. This move has brought a silent revolution in India. Women head of union and district councils have proved themselves highly capable and effective. The performance assessment of district councils conducted in South India has rated those districts much higher where women were heading the districts as chairs.      
However, during the field visits when female members of the JRCs were asked whether they would like to become the head of the JRCs, the majority of them were not only expressed their willingness, they were convinced that they could also serve their communities better with deeper commitment if they are position in such decision making level. This shows that women’s aspirations are changing. They are much more ready to take political roles and responsibilities than their communities are willing to assign them.

5.2.3. Engendering Administrative Procedures

Institutions are not gender neutral sites. These are shaped by the gender ideologies and cultures of the wider society. Patriarchy and gender hierarchies are often reproduced in institutional set-ups through the set of institutional rules and procedure that shape the masculine culture of the organization. People who work in any organization hold different views on the issue of gender equality. If the organization is committed to gender integration in its working, then the staff must not be allowed to hold their personal view and ignore gender mainstreaming in their professional work. This can be achieved through transforming and engendering administrative rules and procedures of the organization. Staff at all levels needs to be held accountable for working in a gender responsive way through regulation, administrative procedures and guideline.  
The first step recommended in the institutionalizing gender is to review the TOR of UNDP and CP staff and include gender responsibilities as an integral part of their professional responsibilities. The staff must be clear what is expected from them and what are their specific roles and responsibilities in relation to gender mainstreaming. 

The management of the CP also needs to issue a clear guideline to the administrative unit or those responsible for contract out research, capacity support, monitoring and evaluation or other program/project related work to NGOs or to the private sector. Gender skills must be demanded as part of the technical capacities of the contracting firms while advertising for inviting tenders. 
5.2.4. Establishment of Accountability Mechanism

In the absence of accountability mechanisms, gender commitment can easily dissipate. Therefore, it is suggested that an organizational mechanism must be instituted through the establishment of “Gender Audit Committee” which must be headed by the top leadership of the UNDP and all senior staff should become its members. The committee should meet on bi-monthly or quarterly basis. The senior management should report on the gender performance of various development programs/projects and the progress made towards achieving gender mainstreaming and gender equality. Similar set-up can be established in the field offices of CP too.  
The CP could also develop and adopt the Gender Scorecards in line with UNDP Gender Mainstreaming Scoreboard to evaluate the gender responsiveness of its projects on regular basis. 

It is also recommended that the gender performance should be included in the performance appraisal forms of the staff. Internal gender audit and self assessment are other tools that are now frequently used to track the gender responsiveness of development organizations.     
It is suggested that UNDP and the CP should develop a system incentives and motivation for the staff to effectively implement gender mainstreaming. The CP should rewards the staff who comply with gender mainstreaming policy and there must also be some consequences for non compliance. This may facilitate change in the working culture of the organization. 
5.2.5. Engendering of Management Information System 

Sex disaggregated data is one of the founding steps of gender mainstreaming. Information systems should be engendered and demand that all program/project related information must be provided in a gender disaggregated manner. This information should be used to analyze continuing gender differences and gaps and improving the programmatic interventions for gender equity in various CP projects.   
5.2.6. Strategic Placing of Gender Specialist
Gender skills are highly technical. Gender mainstreaming as part of the shared responsibility requires the building of gender capacities of everyone in the organization. However, this does not mean that everyone can become a gender specialist. For the technical know-how in gender, there is a continuous need for gender specialists to be placed within the organization to provide technical back-stopping support to the non-specialist staff of the organizations. 

It is crucially important that the Gender specialist must be well resourced, and strategically positioned within the organization to successfully drive, support and monitor the implementation of gender mainstreaming approach. It is suggested that gender specialist hired for CP should be made at par with the Advisory Staff of the CP, otherwise there is a risk that her advice will not be taken seriously. 

Also, it is recommended that the CP staff should be informed through a notification from the highest authority in the UNDP that all project initiatives/document/materials needs to be screened and approved from gender perspective by the gender specialist before it is sent to Program Development Unit. These instruction to the senior staff o CP will bring a see change in the working relationship of the gender specialist and the management staff of the CP. The repositioning of the gender specialist will help to bring the gender mainstreaming to the center of CP programming and implementation. 
5.2.7. Establishment of Internal Gender Committee within the Community Program

Currently, there are two gender specialists who are working for the UNDP, Tajikistan. The gender specialists can work effectively only when they receive full support and cooperation from their colleagues within the organization for their work. It could be fairly frustrating for gender specialists if they are left along to ensure gender mainstreaming in the organization, programs and projects. The goal of gender mainstreaming cannot be achieved if it is not fully backed up by the range of staff working in the organization who shares this as part of their collective responsibility. Therefore, it is proposed that gender specialists should try to find allies from within the CP staff working in the UNDP and form a Gender Committee. The main objective of the gender committee should be to create an enabling environment in the organization to coordinate and collaborative with gender specialists and provide them moral support to achieve the goal of gender mainstreaming in the organization, programs and the projects.
It is also important that CP gender specialists work more closely with UN Gender Group. It will not only avoid the risk of duplication of efforts in developing the tools and instruments of gender mainstreaming, it will also help synergizing the development efforts of various UN donor agencies. The stronger link and the support from Gender Thematic Group of UN agencies would help CP gender specialist to leverage this in her favor to convince those in position of power and authority to take gender mainstreaming more seriously.   
5.2.8. Gender Sensitive Organizational Culture

The organizational culture can be made safe through placing anti-sexual harassment policy, complaint and investigation mechanisms in place. Flexible working hour, transport arrangement, childcare support, maternity/paternity leave as well as culture of participation and consultation are some of the steps which make the organization gender sensitive and facilitate its workforce to work effectively by integrating gender in the work. 
5.3. Building Gender Capacities

Gender mainstreaming is not only a political and a personal issue but it is also a technical issue. Gender mainstreaming cannot be achieved without investing in building gender capacities of the staff, the partners and the stakeholders.  As mentioned earlier in the gender assessment section of the report that the majority of the staff, and the partners working with CP lack gender skills and technical know-how to ensure gender mainstreamed in their work. 
The review of the project documents and the implementation strategies of four CP projects indicate that strategies of all the projects need to be reviewed and engendered. Similarly, the lack of gender expertise and the focus of in the work of CP partners, it is recommended that each partner institution/group must have clear Gender Policy Statements. However, in order to facilitate the CP staff and the partners to deliver on gender mainstreaming agenda, CP must be prepared to invest in building gender capacities and competence of its staff and the partners. 
5.3.1. Gender Capacity Building Plan 
In consultation with CP partners, based on their need assessment and level of understanding of gender perspectives, a multi-level gender capacity building plan needs to be developed separately for the CP managers, projects staff, partners at the community, civil society and the government partners. However it is important to include some of the topic such as gender budgeting, gender auditing etc. which may be expressed as felt need for the gender capacity but are critically important for the gender mainstreaming.
It is also important to take non-conventional approach to the training methodologies for the Gender Capacity Building. It should not be based on class room training alone. Non- training component such as practical field based learning, mock exercises, study tours, sharing of experience, best practices and case studies etc. should be used as methods of training delivery which are known to be more effective ways of learning.

5.3.2. Gender Backstopping Support
Two gender specialists are currently working for the UNDP office, Tajikistan. One gender specialist works with Development Unit while the other is recently hired to work with CP to ensure gender mainstreaming in its projects. As mentioned earlier it is important for the organization to have gender specialists in order to provide more specialist and technical input while making everyone equally responsible for integrating gender at whatever level they work. The role of the gender specialists should be as a catalyst and to keep everyone on the track to ensure gender remains as central to the organizational work.     

In view of the low gender capacity of the senior management and the program and the projects staff of the CP, it is suggested that UNDP invest in building the gender capacity of its entire staff. In order to implement the gender mainstreaming strategy, it is proposed that UNDP should consider providing support to the CP staff through hiring the services of an International back-stopper who should form a team with two gender specialists currently working with UNDP. The main responsibility of International Gender Back-stopper should be to oversee and provide technical support to the implementation process of gender mainstreaming strategy at the organizational and the program/project level. It will also improve the capacity of the local gender specialists who will learn by working with International gender specialists. The mentoring of local experts will go a long way in terms of creating local and in-house gender capacity. (In my view the role of gender backstopper has been mentioned quite clearly. If you wish me to elaborate on technical support that backstopper can provide, it will be the same (but on regular basis) as I am currently providing to Diana on various guidelines and tools she is preparing and sending me for my feed back. If you go through those documents, you will have some idea. Moreover, I feel it will be useful to have an outsider to oversee the implementation of GM). 
5.3.3. Development of Gender Mainstreaming Tools

As mentioned earlier that gender sensitization of the staff and the incorporation of gender responsibilities in their TOR will not automatically lead to the implementation of gender mainstreaming as it required technical skills.  The CP should provide clear guidelines, gender mainstreaming tools such as checklists for the project management cycle (PMC), gender analysis, gender planning, gender sensitive monitoring and evaluation framework, gender impact assessment, Gender Scorecards, Gender Audit Sheets, and Manuals etc. to equip its staff to work in a gender responsive manner. 
5.3.4. Engendering of Project Activities

Logical Frameworks
Logical framework is not only a basic planning and management tool; it is an instrument of accountability as well. If gender is not reflected clearly and sufficiently at the goal, purpose level, or indicator level of various projects of the CP, the project staff will not be accountable to delivering on what is not part of the log frame. The lack of gender in the log frames of CP project has resulted into lack of attention to gender integration in CP activities which have been pointed out by CP donors such as DFID and CIDA. It is recommended that the issue of absence of gender in log frames of CP projects should be addressed on priority basis. 

For the engendering of log frames of CP project, it is proposed that a two to three days meeting should be centrally organized by the CP. Key members from the CP management and the field staff should be invited to participate. First day should be used to impart training on logical frameworks, development of gender performance indicators followed by group work by the project staff to engender the logframe of their own projects by making explicit references to gender. The trainer should provide technical assistance on the spot to help participants to finalize logframes. The outcome of training/meeting should be clearly stated as the engendering of logical frameworks of CP projects. 

It should also be kept in mind that engendering of logframe may require some targeted activities in order to ensure equality of opportunities, influence and benefit for both men and men in the project areas. As gender mainstreaming has come to projects as after thought, it is not included in the project’s cost. The CP should be willing to back up its efforts to gender mainstreaming with human and financial resources.
5.4. Building Transformative Communities 

Gender inequalities are the results of structural discrimination against women. Gender stereotypes leads to gender biases that results in gender discrimination. The removal of gender discrimination means radical transformation of socio-cultural, economic and political frameworks of the society that discriminates against women. This is a daunting task which cannot be achieved without creating gender awareness in the society.

It is important to remember that integration of women in the “Mainstream” which is inherently a masculine construct will not empower women or result in gender equality unless the nature of “Mainstream” itself is also changed. Therefore, it is recommended that gender awareness rising should be the integral part of the gender mainstreaming strategy.  
The CP projects should also address women specific issues such as gender based violence, reproductive health, high maternal mortality, sexually transmitted diseases etc. These targeted activities needs to be included in CP projects to respond to women’s special needs. Through these activities the projects could create opportunities to initiate dialogue with local communities on the issue of gender inequalities. Such discussion and dialogue on regular basis with local communities could bring change in their traditional mindset. This will be a substantive contribution of the CP towards creating gender awareness for the promotion of gender equality. If the focus of development activities is on addressing the practical needs of women, it would be highly unlikely that women will graduate out of the poverty or state of subordination. The CP should work to change their social status and positioning in the society through creating gender awareness in public which is a more strategic approach towards removing gender inequalities. The CP projects are in the best position to combine practical and strategic gender interests as they are already implementing development projects in these areas have won the confidence of local communities. Now it is easier for them to start awareness raising activities in order to build transformative communities. 

5.5. Critical Mass of Women Leaders

5.5.1. Establishment of Women Leaders Groups at Community Level
Another key element of gender mainstreaming strategy is to create a critical mass of women who would take the lead in advocating and promoting gender equality at the community and the state level. A strong group of women at the local level could champion the cause of gender equality. It is proposed that CP projects should identify vocal and assertive women from local communities and should engage them in dialogue and encourage them to form Women leaders Groups (WLG) at the community level. These groups should be provided support in building leadership, advocacy and lobbying skills by the CP projects. These groups of women leaders could help to motivate and mobilize local women to actively involve themselves in the implementation of project activities so that they could equally benefit from the outcomes of these projects. The WLGs could also help the CP projects in their outreach work. These groups could also build partnership with local representatives of local authorities.  The establishment of the women leadership groups at the community level will go a long way in promoting gender equality within their own community and in the larger society

5.5.2. Networks of Women Representative in the Local Government

Networking is a powerful lobbying and advocacy tool and fundamental to gender mainstreaming. It is important to find allies within the government structures to collaborate on the issue of mainstreaming of gender. One of the possible allies could be the women representatives in Jamoat and Hukumat level. These local women representatives can be very effective in promoting gender mainstreaming in governance processes. As part of the Gender Mainstreaming Strategy, it is suggested that the CP field staff should engage with local women representatives to motivate and facilitate them to form a network of women representatives of local authorities. This activity could be supported from the Local Governance Project which includes women’s empowerment   as one of the outcomes of the project. The preliminary idea of forming a national level network for women in local government was discussed with the chair of Committee on the Family and Women’s Affair. She was very receptive to the proposal had assured us her full cooperation in this regard. The networks of local representatives at Jamoat and Hukumat level then can be linked horizontally and vertically at the regional and national level. 
5.6. Building Partnership with Men
It is highly strategic to build partnership with men for gender mainstreaming. Without the support of men it becomes extremely challenging for development agencies to work with local communities. Men can be won over to the cause of gender equality once the benefits of gender equality to the community, the households and to men themselves are demonstrated. It is considered highly beneficial if CP projects consult with male community leaders on this and convince them to establish male support group on gender issues within the local communities. These male support groups could provide the base and critically important support to the gender mainstreaming of CP projects by counter male resistance to it if any. For example, the male groups could take up the issue of gender based violence in their communities. They can create awareness through organizing various events at the community level. If male groups agree to work against gender discriminatory practices in their communities, they should be supported to plan and implement relevant activities. Male groups are increasingly organizing themselves in the developed and developing countries to challenge the notion of masculinities. Such groups often support the cause of gender equality.       
6. Gender Action Plan 
6.1. Gender Action Plan for the UNDP 
	
	Actions/Activities
	Timeframe


	Responsibility
	Costing


	Monitoring Indicators

	1
	Review of the TOR of the staff of the CP sand the  Development Program Unit  to include GM  responsibility in their job description 
	Immediately
	RR, HR Manager &

Gender Specialists
	No Cost
	

	2
	Gender performance is included in the performance evaluation forms of the staff
	Immediately
	HR Manager &

Gender Specialists
	No Cost
	

	3
	Review of CP strategies (LG, ED, CP profile) from gender perspective
	April-May
	CP Senior Advisers  & Gender Specialists
	No Cost
	

	4
	Engendering Procurement Procedures by demanding gender capacity  while out-sourcing training input 
	Immediately


	Head of Procurement, Area Managers & Gender Specialist 
	No Cost
	

	5
	Repositioning of Gender Specialist in work flow (project related documents screened and approved by gender specialist prior to sending to Program Development Unit). 
	Immediately
	RR, HR Manager &

Gender Specialists
	No Cost
	

	6
	Instituting Accountability Mechanisms by establishing a Gender  Mainstreaming Committee
	Immediately
	RR, DRR, ARR/Program, FPC 
	No Cost
	

	7
	Gender Capacity Building Plan 
	April
	Gender Specialist and International Gender Consultant
	No Cost
	

	8
	Gender Capacity Building 
	May on-ward
	Gender National/International Experts and agencies 
	
	

	9
	Development of GM Tools, Checklists, Guidelines, Gender Scoreboard etc. 
	May –July
	Gender Specialist
	No cost
	

	10
	Establishment of Gender Support Group of CP
	June
	Gender Specialist
	No Cost
	

	11
	Hiring of Gender Backstopper
	June-December,2008
	International Consultant
	US $ 30000
	


6.2. Gender Action Plan for CP Projects at the Field Level
	
	Activity
	Timeframe
	Responsibility
	Cost

	1
	Engendering of TORs of project  staff


	 May
	Area Managers
	No

	2
	Review of TORs of community structures 

JRCs

DDCs

MLF
	June
	Area Managers

Field Staff
	None

	3
	Gender balance in JRCs and DDCs 

  
	?
	Area Managers
Field staff
	None

	4
	33% women in Management Committees


	??
	Field staff
	None

	5
	Introduction of Rotational Chairpersonship through mentoring/coaching female members of JRCs


	
	Area Managers

Field staff
	 None

	5
	Establishment of Women Leader Groups 
	
	Area Managers

Field staff
	None

	6


	Establishment of Male Gender Support Groups in local communities 
	
	Area Managers

Field staff
	None

	7
	Gender balance in micro-credit borrowers (50/50)

I agree

	
	MLF
Field Staff
	None

	8
	Gender Capacity Building  Plan for Local Partners

|JRCs

DDCs

MFL

NGOs


	
	
	


6.3. Gender Action Plan for the CP Partners

	
	Partners in Government 
	Activity
	Timeframe


	Responsibility
	Cost

	1

2

3

4

5

6

7

8


	Strategic Research Center (SRC)

Institute for the Training of Civil Servants 
National Association of Political Scientists

National Association of Dehkan Farms
Committee on Women and Family Affair
Centers for Reproductive Health

Micro Loan Fund (MLFs)
	Gender Sensitization Training (2 days)

Gender Mainstreaming Training (2-3 days)

Gender Based Violence ( 1 day)

Gender Indicators and gender disaggregated

Data (2 days) 


	 July-December
	CP managers

Gender specialist

Training Agency
	$ 15000


