Good Practice Example:

UNCT-SWAP PERFORMANCE INDICATOR 5.2

Virtual Toolkit Resource

Gender Capacity Building Plan 2023-2026 (UNCT Bangladesh, 2022)
& PowerPoint Presentation on the process of developing Gender
Capacity Building Plan (2023)

In line with P1 5.2, criteria b, this Gender Capacity Building Plan was developed with the objective of
supporting UN personnel in Bangladesh to attain a higher level of competency in mainstreaming
Gender Equality and Women’s Empowerment (GEWE) into UN programming and operations. The Plan
was developed based on findings from a capacity assessment which was carried out during the
development process of the UN Country Team’s UNSDCF (2022-2026).

The Plan outlines capacity building activities to be undertaken over the UNSDCF cycle, along with
preliminary contents, budget, and suggested methodologies, as well as a monitoring plan with clear
accountability lines. In addition, a PowerPoint presentation outlines the process of undertaking the
exercise, the challenges, lessons learned and achievements so far.

Performance Indicator 5.2 Gender Capacities

Approaches Minimum a) At least one substantive inter-agency gender capacity development
Requirements activity for UN personnel has been carried out during the past year.
Meets Minimum Meets 2 of the following 3:

Requirements
a) At least one substantive inter-agency gender capacity development
activity for UN personnel has been carried out during the past year.

b) A capacity development plan based on an inter-agency capacity
assessment is established or updated at least once per UNDAF cycle
and targets are on track.

¢) UNCT induction material includes gender equality and the
empowerment of women commitments and related development
challenges of the country.



https://docs.google.com/forms/d/1pRUrZxp9p-4r_l0kz0kwEFjyDdlzmSZhGnswxI3pGKU/viewform?edit_requested=true

Exceeds Minimum
Requirements

Meets all of the following:

a) At least one substantive inter-agency gender capacity development
activity for UN personnel has been carried out during the past year.

b) A capacity development plan based on an inter-agency capacity
assessment is established or updated at least once per UNDAF cycle
and targets are on track.

¢) UNCT induction material includes gender equality and the
empowerment of women commitments and related development
challenges of the country.
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DEFINITION OF KEY TERMS

Gender: A social and cultural construct, which distinguishes differences in the attributes of men and
women, girls, and boys, and accordingly refers to the roles and responsibilities of men and women.
Gender-based roles and other attributes, therefore, change over time and vary with different cultural
contexts. The concept of gender includes the expectations held about the characteristics, aptitudes and
likely behaviours of both women and men (femininity and masculinity). This concept is useful in
analysing how commonly shared practices legitimize discrepancies between sexes?.

Gender analysis: A critical examination of how differences in gender roles, activities, needs,
opportunities, and rights/entitlements affect men, women, girls and boys in certain situations or contexts.
Gender analysis examines the relationships between females and males and their access to and control of
resources and the constraints they face relative to each other. A gender analysis should be integrated into
the humanitarian needs assessment and in all sector assessments or situational analyses to ensure that
gender-based injustices and inequalities are not exacerbated by humanitarian interventions, and that, when
possible, greater equality and justice in gender relations are promoted. '®@

Gender-based violence: An umbrella term for any harmful act that is perpetrated against a person’s will
and that is based on socially ascribed (gender) differences between females and males. The nature and
extent of specific types of GBV vary across cultures, countries, and regions. Examples include sexual
violence, including sexual exploitation/abuse and forced prostitution, domestic violence, trafficking,
forced/early marriage, harmful traditional practices such as female genital mutilation, honour killings and
widow inheritance?

Gender equity: The process of being fair to men and women, boys, and girls, and importantly the
equality of outcomes and results. Gender equity may involve the use of temporary special measures to
compensate for historical or systemic bias or discrimination. It refers to differential treatment that is fair
and positively addresses a bias or disadvantage that is due to gender roles or norms or differences
between the sexes. Equity ensures that women and men and girls and boys have an equal chance, not only
at the starting point, but also when reaching the finishing line. It is about the fair and just treatment of
both sexes that considers the diverse needs of the men and women, cultural barriers and (past)
discrimination of the specific group. '®

Gender equality programming: An umbrella term encompassing all strategies to achieve gender
equality. Important examples include gender mainstreaming, gender analysis, prevention, and response to
gender-based violence and sexual exploitation and abuse, promotion and protection of human rights,
empowerment of women and girls and gender balance in the workplace. '®¢

Gender gap: Disproportionate difference between men and women, boys, and girls, particularly as
reflected in attainment of development goals, access to resources and levels of participation. A gender gap
indicates gender inequality. '™

Gender indicators: Criteria used to assess gender-related change in a condition and to measure progress
over time toward gender equality. Indicators used can be quantitative (data, facts, numbers) and
qualitative (opinions, feelings, perceptions, experiences). '

1 Gender equality: GLOSSARY OF TERMS AND CONCEPTS (unicef.org)
2 Gender Equality Glossary (unwomen.orq)



https://www.unicef.org/rosa/media/1761/file/Gender%20glossary%20of%20terms%20and%20concepts%20.pdf
https://trainingcentre.unwomen.org/mod/glossary/view.php?id=36&mode=letter

Gender mainstreaming: The process of assessing the implications for women and men of any planned
action (legislation, policies, and programs). It is a strategy for making women’s, as well as men's
concerns and experiences as an integral dimension of the design, implementation, monitoring and
evaluation of policies and programs so that women and men can benefit equally. '™

Gender norms: Accepted attributes and characteristics of male and female gendered identity at a
particular point in time for a specific society or community. They are the standards and expectations to
which gender identity conforms, within a range that defines a particular society, culture, and community
at that point in time. Gender norms are ideas about how men and women should be and act. Internalized
early in life, gender norms can establish a life cycle of gender socialization and stereotyping "',

Gender parity: A numerical concept concerning relative equality in terms of numbers and proportions of
men and women, girls, and boys. Gender parity addresses the ratio of female-to-male values (or males-to-
females, in certain cases) of a given indicators ',

Gender-stereotyping: Ascribing certain attributes, characteristics and roles to people based on their
gender. Gender stereotypes can be negative (i.e., women are bad drivers, men can’t change diapers) and
benign (i.e., women are better caregivers, men are stronger). Gender stereotyping becomes harmful when
it limits a person’s life choices, such as training and professional path, and life plans. '@

Gender-responsive budgeting (GRB): Government planning, programming, and budgeting that
contributes to the advancement of gender equality and the fulfilment of women's rights. It entails
identifying and reflecting needed interventions to address gender gaps in sector and local government
policies, plans and budgets. GRB also aims to analyse the gender-differentiated impact of revenue-raising
policies and the allocation of domestic resources and Official Development Assistance. '™

Gender roles: Social and behavioral norms that, within a specific culture, are widely considered to be
socially appropriate for individuals of a specific sex. These often determine the traditional responsibilities
and tasks assigned to men, women, boys, and girls. Gender-specific roles are often conditioned by
household structure, access to resources, specific impacts of the global economy, occurrence of conflict or
disaster, and other locally relevant factors such as ecological conditions. ™

Practical gender needs: Practical needs arise from the actual conditions which women and men
experience because of the gender roles assigned to them in society. '™

Sex-disaggregated data: Data that is cross-classified by sex, presenting information separately for men
and women, boys, and girls. When data is not disaggregated by sex, it is more difficult to identify real and
potential inequalities. Sex-disaggregated data is necessary for effective gender analysis. "'

Strategic gender needs: Requirements of women and men to improve their position or status.
Addressing these needs allow people to have control over their lives beyond socially defined restrictive
roles. Strategic gender needs for women might include land rights, more decision-making power, equal
pay, and greater access to credit. "¢

Violence against women and girls (VAWG): means any act of gender-based violence that results in, or
is likely to result in, physical, sexual, or psychological harm or suffering to women or girls, including
threats of such acts, coercion, or arbitrary deprivation of liberty, whether occurring in public or in private
life?.

3 Declaration on the Elimination of Violence against Women, Article 1.

5



Harassment: This is any improper and unwelcome conduct that might reasonably be expected or be
perceived to cause offence or humiliation to another person. Harassment may take the form of words,
gestures or actions which tend to annoy, alarm, abuse, demean, intimidate, belittle, humiliate, or
embarrass another or which create an intimidating, hostile or offensive work environment. Harassment
normally implies a series of incidents. Disagreement on work performance or on other work-related issues
is normally not considered harassment and is not dealt with under the provisions of this policy but in the
context of performance management. '®d

Women’s Empowerment: “Women’s empowerment has five components: Women’s sense of self-worth;
their right to have and to determine choices; their right to have access to opportunities and resources; their
right to have the power to control their own lives, both within and outside the home; and their ability to
influence the direction of social change to create a more just social and economic order, nationally and
internationally.”

4 UN Secretariat, Inter-agency Task Force on the Implementation of the International Conference on Population and
development’s Programme of Action, ‘Guidelines on Women’s Empowerment’
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PART 1: INTRODUCTION
Overview on gender capacity building in the United Nations system

The United Nations in Bangladesh is committed to promoting gender equality and women’s
empowerment (GEWE). This is provided for by international frameworks, and in support of the national
gender equality commitments in the Government’s key development policies and plans including the 8™
Five Year Plan and the National Women’s Development Policy. Such international frameworks include
the Convention on Elimination of all Forms of Discrimination Against Women (CEDAW, 1979); the
Beijing Platform for Action (1995); the United Nations Declaration on the Elimination of Violence
Against Women (1993); United Nations Security Council Resolution 1325 on gender equality in peace
and security interventions; and Agenda 2030 of the Sustainable Development Goals (SDGs). The United
Nations Economic and Social Council (ECOSOC) Resolution E/RES/2022/18, requests the United
Nations System, including its agencies, funds, and programmes, within their respective mandates, to
mainstream GEWE into all policies and programmes, including the United Nations Sustainable
Development Cooperation Framework (UNSDCF) and other Development Frameworks®. Therefore, the
UN in Bangladesh undertook a gender equality capacity needs assessment that provided baseline
information for the development of this Gender Capacity Building Plan (GCBP, 2023-2026). In
Bangladesh, the UN Gender Equality Theme Group (GETG) is co- chaired by UN Women and UNFPA.
The GCBP was drafted by Kareem Buyana, expert Consultant, with technical guidance and support from
the GETG Secretariat (UN Women) and RCO. The capacity needs assessment report and plan are
developed in consultation and with input from all relevant inter-agency working groups under the UN
Country team in Bangladesh.

Purpose of the gender capacity building plan

This plan will enable UN personnel in Bangladesh attain a higher level of competence in gender analysis,
innovation, and credibility in mainstreaming GEWE into UN programming and operations. It is for this
purpose that the GCBP is strongly linked to the corporate requirements of the UN System-wide Action
Plan on GEWE (UN-SWAP), which is implemented through the UNCT Gender Equality Scorecard at the
country level. The Scorecard is a global accountability tool for gender mainstreaming in programmes and
operations®.

The link with the Scorecard is that the GCBP articulates broad-based change strategies that will enhance
the internal capacities of all UN personnel in mainstreaming GEWE into planning, programming, partner
engagement, leadership, resource allocation, monitoring, and evaluation. The Plan is in line with the
UNSDCF (2022-2026), whose cross-cutting strategic priorities include addressing structural and inter-
sectoral gender inequalities and gender-based violence in Bangladesh. This Plan will also enhance
coherence in partner engagements between the UN and government agencies, through functional
coordination structures for identifying and supporting areas of convergence that advance national gender
equality commitments in the Government’s 8" Five Year Plan (2020-2025).

5 E/RES/2022/18 (undocs.orq)
6 UNCT SWAP GE Scorecard 2018 Technical Guidance.pdf



https://undocs.org/Home/Mobile?FinalSymbol=E/RES/2022/18
file:///C:/Users/punna.islam/AppData/Local/Microsoft/Windows/AppData/Local/Packages/microsoft.windowscommunicationsapps_8wekyb3d8bbwe/LocalState/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/desktop%20work/UNCT%20SWAP%20GE%20Scorecard%202018%20Technical%20Guidance.pdf

Methodology

The GCBP responds to the gender capacity needs identified through an assessment that was undertaken
between October and December 2021, in the period leading up to the endorsement of the UNSDCF
(2022-2026). The gender capacity needs assessment started with a comprehensive desk review of relevant
documents and agreeing on a roadmap (annex 1) that defined the steps and timelines for undertaking an
online survey, using the data collection questionnaire in annex 2. The results of the online survey can be
found via: UN Bangladesh Gender Capacity Needs Assessment - Google Forms. This was coupled with
virtual consultations amongst inter-agency work groups. The inter-agency working groups that
participated in the virtual consultations include the following:

= All Strategic Priority Groups (SP 1, 2, 3, 4, and 5) — responsible for mainstreaming GEWE in
programme development, inter-agency progress reviews, and oversight processes of the UNSDCF.

=  The UN Communications Group (UNCG) - responsible for making GEWE visible in the One-UN
Communications Strategy and Annual Work Plan, ensure gender responsive messaging in major
UN campaigns, and visibility of UN-supported GEWE interventions at public events, Web, and
social media.

= The UN Monitoring and Evaluation Group (UN M&E) — responsible for supporting the design and
implementation of a result-oriented and gender-responsive M&E Plan for the UNDSCF, and the
operational activities of documenting gender results during joint monitoring visits to partners and
project sites, and in partner progress reviews and independent evaluations of the UNSDCF.

= The UN Operations Management Team (OMT) — responsible for integration of gender concerns
into UN business processes and operations (procurement, finance, human resources, ICT, and
common budget services like transport, office space, and security).

=  The Gender Equality Theme Group (GETG) — responsible for coordinating gender mainstreaming
across all UN agencies and providing tailored analytical and technical support to inter-agency
working groups.

The consultations with inter-agency groups provided ample opportunities for UN personnel not only
discuss the capacity gaps and challenges that inhibit their ability to mainstream gender effectively in their
areas of work, but also allowed space to actively suggest ways to address capacity gaps. The GCBP also
draws on the findings from the UNCT Gender Scorecard Assessment exercise and consequent action plan
that was undertaken in the period leading up to the endorsement of the UNSDCF (2022-2026). A UN
personnel perception survey across all UN agencies was undertaken in September to October 2021, to
obtain data on whether the work environment and leadership styles amongst Heads of Agencies (HoAS),
provide a conducive environment for fair and just implementation of in-house corporate policies on work-
life balance, gender parity in staffing, prevention of sexual harassment and exploitation, grievance redress
mechanisms and prevention of abuse of authority.


https://docs.google.com/forms/d/1pRUrZxp9p-4r_l0kz0kwEFjyDdlzmSZhGnswxI3pGKU/edit#responses

PART II: THE GENDER CAPACITY NEEDS ASSESSMENT
The analytical framework for assessing gender capacity needs

As shown in figure 1, the gender capacity needs were assessed using the gender@work framework’ that
has four interconnected operational elements. The operational elements articulate the interrelationships
between individual and organizational change from a gender lens. The top two quadrants are related to the
individual. On the right are changes in individual conditions, mainly increased competencies for
operational application of gender mainstreaming procedures and standard corporate accountability tools at
agency and UNCT level. On the left, individual consciousness and capability focuses on increased
understanding of gender-related concepts and UN corporate policies and normative frameworks. The
bottom two quadrants are related to the systemic level. The quadrant on the right is related to resources,
which are not only financial allocations to GEWE activities, but also access to human resource support
and learning tools and opportunities, The resourcing quadrant of the gender@work framework also refers
to commitment and support by HoAs and the GETG. The quadrant on informal norms and exclusionary
practices refers to seen and un-seen workplace values and practices that often reinforce gender
stereotypes, thus requiring leadership at all levels to mitigate gender bias and champion a culture of
inclusivity and inspire UN personnel to have a positive attitude towards GEWE.

Figure 1: Analytical framework for the gender capacity needs assessment
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Source: https://genderatwork.org/analytical-framework

7 https://genderatwork.org/analytical-framework
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Amongst the operational elements in figure 1, individual consciousness and capabilities are key to all the
other dimensions in the quadrants, since it calls for being aware of and able to recognize gender
dynamics, and being motivated to work for change, within a given thematic area or context. Commitment
to use procedural tools for gender mainstreaming, and garnering the support of colleagues and senior
managers, is many times influenced by an individual’s level of consciousness for and knowledge about
gender issues.

Individual consciousness and capabilities

Box 1: Highlights on gender consciousness Knowledge about gender-related concepts helps
UN personnel to reflect on experiences of
: ) equality and exclusion in their professional and
term 'gender’, can relate it to social norms, and . . .

accord it interpretations that are resonant with personal lives, to shift mind-sets towards
strategic priority areas in the UNSDCF. promoting inclusive organisational cultures and
leadership  styles, as well as raising
consciousness to embed actions in programmes
that are linked to impactful change on the
themselves as in-house champions of equality ground. Staff reflections reveal the existence of
issues at agency and UNCT level, capable of conscious and unconscious gender bias, which
asserting themselves as team leaders who can could be the factor that influences women’s
and work with HoAs to promote an organizational leadership n gender-related activities.
culture of conviction and commitment, and not However, both female and male personnel
just compliance to UN corporate standards on understand the term 'gender’, can relate it to
GEWE. social norms and accord it interpretations that
are resonant with their respective SPs in the
UNSDCEF. The conceptual understanding of the term “gender mainstreaming” differs amongst staff, with
many linking it to programming. Personnel in both programmes and operations were not able to
demonstrate a full and coherent grasp of how gender mainstreaming is linked to and applied in operations

functions like procurement, human resources, and common services (e.g., transport and security).

Both female and male personnel understand the

Many UN personnel have undergone basic
training on gender concepts. However, more
female personnel than male staff view

On the definition of gender equality, staff demonstrated a basic understanding of the term. However, there
is lack of comprehensive understanding regarding differences in practical and strategic gender needs,
equal rights, responsibilities and opportunities of women and men and girls and boys. From the survey,
personnel noted that the operational definition of equality in programming is skewed towards women’s
issues. Moreover, staff noted that many of the UN-supported initiatives have scope to increase male
engagement, and how positive masculine values can be used to advance gender equality. Below is a
qualitative response from the UN personnel survey:

“Gender is often confused with women, meaning that it is often seen as enough to target women in
interventions to "tick the gender box", rather than looking at structural gender-based socio-economic
differences between women, men, and others which undermine attainment of gender equality. This needs to
be addressed. Our goal as the UN should not be to just have gender disaggregated indicators, but to
identify and address structural relations of power which hold back gender equality progress.”
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Other concepts that UN personnel need to be oriented on include gender parity, gender indicators, types
of gender results (gender-neutral, gender-sensitive, gender-responsive and gender-transformative), and
gender responsive planning and budgeting (GRPB). There is also need for ongoing learning about
steering programme coherence in localising international frameworks. Staff are familiar with (43.2% and
37.8% of the responses on familiar and somewhat familiar respectively), but lack the details on how to
tailor their support in programmes and operations to the implementation of the CEDAW (1979); the
Beijing Platform for Action (1995); the United Nations Declaration on the Elimination of Violence
Against Women (1993); United Nations Security Council Resolution 1325 on gender equality in peace
and security; and Agenda 2030 of the SDGs, and more specifically, SDG 5 on GEWE and gender-related
targets in other SDGs.

Capacity to apply formal rules, policies and procedures

There are differences in ability and willingness to apply the knowledge gained and link it to team-work
efforts on gender mainstreaming in programmes and operations. Staff noted that they have undertaken
both basic and competence-based gender trainings, for example through the UNDP mandatory gender
training course, “Gender Journey,” and the UN Corporate Policies on Sexual Harassment and
Exploitation. Additionally, programme-linked trainings such as the UNFPA course on ‘Managing
Gender-Based Violence in Emergencies’ were mentioned. In terms of gender mainstreaming procedures
using markers at agency level, staff mentioned the UNDP ‘Gender Equality Seal,” the FAO ‘Gender
Stock-taking Exercise,” and the UNESCO ‘Priority Gender Equality Action Plan.” UNICEF has a gender
policy that looks at gender parity in staffing and mainstreaming into programmes. UNFPA has a gender
equality strategy, and WFP’s gender equality work is guided by a gender policy, GBV guideline and
gender toolkit. UNIDO’s new ‘Policy on Gender Equality and the Empowerment of Women,’ issued in
September 2019, sets out the organization’s gender equality commitments as well as its gender
architecture and accountability. The other procedural policy manuals and tools at agency-level known to
staff include the UNOPS gender mainstreaming strategy and a gender action plan. Although the agency-
level procedural policies and guides are geared towards gender capacities in programming, the capacities
required for gender equality changes in organisational practices and business processes have not been
directly addressed.

There was considerable reference to "women and girls’ empowerment™ in many UN programme and
project documents. However, the application is limited to women and girls as marginalised groups and
beneficiaries of project interventions. Although targeting women as project beneficiaries can yield
impressive results in terms of skill acquisition through short-cycle trainings and exercising active
citizenship at policy advocacy platforms, women’s empowerment should also include strategies for
enhancing their capabilities as agents of change, with the ability to not only benefit from, but also
influence the direction of societal change. UN personnel reckoned that the security detail provided to the
UN includes female police, and security guards.

Application of the UNCT Gender Scorecard is on an upward trend, especially in programming, but
personnel need to be trained in adapting the Gender Scorecard indicators to programming templates,
oversight, and reporting processes for tracking contributions to and spending on GEWE. One of the
commendable efforts by UNCT Bangladesh, is the standalone gender strategic priority (SP5) in the
UNSDCF (2020-2026), and gender-specific outcomes in the other SPs. This achievement feeds directly
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into SDG 5 and gender-related targets in the other 16 SDGs, as well as the standard requirements of the
UNCT Gender Scorecard, under indicator 1.2 (gender equality visibly mainstreamed in all UNSDCF
outcomes). This creates possibilities for leveraging synergies across the other 4 SPs, through a collective
and inclusive process that brings together all UN agencies and the broadest possible range of national
actors to support the implementation of GEWE commitments in the UNSDCF.

Desk review of the Business Operations Strategy (BOS) shows UN’s commitment to improving GEWE
through developing a gender responsive procurement system by bringing in more women-owned firms
and service-providers into the pool of vendors and in the rosters for consultants. However, role-specific
gender competence, in terms of adapting the UNCT Gender Scorecard indicators to work-flow processes
that interface programming with operations, is still limited. For example, there is no action in the BOS on
how the OMT will work together with SPs to gather data for regular updates to UNCT on trends in gender
equality spending operations, using the Global UNCT Gender Marker Coding System.

The UN M&E Group also needs competence-building in terms of achieving better alignment between
results-based management and gender equality principles in the development and oversight processes of
the M&E plan for the UNSDCF. Gender competence is also required during the operational M&E
activities, such as developing and utilising gender-sensitive field monitoring tools, documenting gender
results as per the annual Joint Work Plan (JWP), as well as in independent evaluations. The UNCG also
needs to work with the GETG on strengthening communication and advocacy that targets social horms
change. This will be critical to raising public consciousness and debate on attitudes, beliefs and practices
that serve to exclude women and perpetuate gender-based discrimination.

Thematic gender competence within and across SPs is promising, although more needs to be done.
Beyond the formulation of the UNSDCF, SPs have embarked on joint work processes for gender equality
results under each SP. The consultation with SP4 in October 2021, revealed that SP4 is working on two
joint proposal development initiatives: one on prevention of violent extremism, led by RCO, and another
on access