	
	
	
	DP/2005/CRP.9

	
	
	
	6 June 2005

Original: English





Annual session 2005

13 to 24 June 2005, New York

Item 10 of the provisional agenda

Gender in UNDP

Explanatory note on the UNDP corporate gender strategy and action plan

I.
The UNDP corporate gender strategy and action plan

1.
The UNDP corporate gender strategy and action plan (DP/2005/7) was discussed at the first session of the UNDP/UNFPA Executive Board in January 2005. The strategy aims to promote ‘gender equality and women’s empowerment’ as an integral part of all UNDP policies and programmes. Mainstreaming gender into the core business of UNDP requires specific actions to (a) develop internal capacities and knowledge on gender mainstreaming; (b) provide gender-responsive programmes and policy advisory services to programme countries; and (c) support specific programme interventions that empower women and bridge gender gaps, including scaling up innovative models developed by the United Nations Development Fund for Women (UNIFEM). 

2.
The UNDP corporate gender strategy and action plan includes the following areas of action: (a) developing capacities; (b) mainstreaming gender in the core practices of UNDP; (c) MDG reporting, advocacy and implementation; and (d) United Nations system coordination on gender at the country level. 

II. Implementing the corporate gender strategy and action plan

3.
In January 2005 the Executive Board decided to defer the decision on the corporate gender strategy and action plan to its annual session in June 2005. In the meantime, UNDP has been moving forward on two fronts: 

(a)
UNDP continues to deliver on its gender programmes in all priority areas. These are mainly supported by core resources and include, among others: Millennium Development Goal (MDG) monitoring with a ‘gender lens’ across all the MDGs; gender-sensitive budgeting; reducing the incidence of HIV and AIDS among vulnerable women; engendering macroeconomic policies and trade negotiations; promoting women’s empowerment in democratic governance, decentralization and civil society participation; and developing capacities through training, knowledge sharing and networking. 

(b)
UNDP has developed a plan to implement the corporate strategy and action plan in 2005. This is an interim plan, pending the results and recommendations of the independent evaluation on gender mainstreaming in UNDP. All UNDP regional bureaux, country offices, regional centres, the Learning Resource Centre of UNDP and the practice groups are working collaboratively, under the guidance of the senior gender task force – co-chaired by the Director of the Bureau for Development Policy and the Executive Director of UNIFEM in her capacity as UNDP gender champion – to develop short and long term work plans containing specific interventions to institutionalize gender equality as a core objective pursued by the entire organization. The 2005 implementation plan is supported by the gender thematic trust fund (TTF) with a generous contribution from the Government of the Netherlands. The plan has a strong focus on institutional capacities such as: (a) gender expertise and staff training for all units; (b) a gender mainstreaming strategy implemented in 45 country offices, four regional centres and five headquarters units; (c) knowledge sharing and tools development to strengthen internal capacities and learning; and (d) ‘engendering’ the CCA/UNDAF with support to the resident coordinator system. (Please refer to the results matrix for 2005, attached as an annex.)

4.
Measuring performance. There are three measures to monitor performance on the corporate gender strategy and action plan: (a) the institutional gender score card to measure overall progress in the area of promoting gender equality within the work of UNDP; (b) programme performance measured by indicators of development effectiveness already in the ‘gender mainstreaming’ service line of the MYFF and in the ‘gender driver’; and (c) gender in management, measured with the gender balanced score card and management performance assessment.

5.
Financial resources. Core resources will be used to support gender programming in all the UNDP practices. UNDP hopes to mobilize contributions to the gender TTF to support the implementation of the UNDP gender mainstreaming action plan. UNDP will draw upon the technical expertise of UNIFEM and will promote joint programming and fund raising. Annually funded gender programmes will be developed within each TTF, and support will be continued through strategic programmes with the UNDP/Japan Women and Development Fund.

6. Human resources. The gender programme team in UNDP will be strengthened with financial and human resources to support corporate-level products and services. The UNDP gender focal points and gender capacity in country offices, practices, bureaux and regional centres will be tapped and strengthened. UNDP and UNIFEM will continue to create regional hubs of gender expertise where UNIFEM regional offices are located within UNDP regional centres to provide synergistic support to country offices.

Annex 1

UNDP corporate strategy and gender action plan

 Results matrix 2005

7.
The Triennial Comprehensive Policy Review (TCPR) on Operational Activities for Development of the United Nations System, adopted on 16 December 2004, calls upon all United Nations organizations to mainstream gender, pursue gender equality in their country programmes and work together with the resident coordinator system to strengthen gender mainstreaming efforts. The results expected are derived from the corporate gender strategy of UNDP and applied to 45 country offices, four regional centres and five headquarters units beginning in 2005 and through the current multi-year funding framework (MYFF). The institutional score card (detailed in annex 2) that is aligned with the MYFF reporting format is filled in by the respective entities responsible for achieving the results.  

	Outcomes
	Results indicators
	Responsible party
	Resources

	GOAL 1: Develop capacities through training, knowledge sharing and networking

	Increased responsiveness of UNDP managers and staff to gender mainstreaming and women’s empowerment in policies, programme and management.


	-Training packages and curriculum for different levels of staff developed

-UNDP staff trained in gender mainstreaming

-Gender mainstreaming strategy and plan developed in 45 COs

-UNDP gender learning ‘Institute@’ established

-Gender issue on the agenda of senior management strategic planning/policy meetings


	-Learning Resource Centre (lead role)

  BDP Capacity Development Group – BDP gender team

(backstopping)

	-Gender trust fund: Dutch contributions.

- Core resources



	GOAL 2:  Mainstream gender in the core practices of UNDP and in the 45 country offices programmes and services

	Gender mainstreamed in UNDP programmes and MDG implementation.

 Financial commitments aligned with policy commitments on gender equality and women’s empowerment to achieve the MDGs.
	-Use of sex-disaggregated data and gender analysis institutionalized at the pre-investment stage and integrated in programmes with specific gender outcomes, activities and investment in women’s empowerment for achieving the MDGs 

-At least one gender programme per year funded by each unit/bureau using TTF or core funds

-Higher reliance on the ‘gender driver’ in the next MYFF report

-Progress recorded in line with the corporate score card and TCPR
	-Practice directors

-Bureau directors

-RR/RCs

-Directors of regional centres

-BDP gender team

 (backstopping).


	-Gender Trust Fund: Dutch contributions

-Core resources

-Thematic Trust Funds

	GOAL 3: Establish and strengthen United Nations system coordination on gender at country level

	The RC system and UNCT strengthened with effective coordination on gender (e.g., gender theme groups) established

Gender mainstreamed by UNCT into the CCA/UNDAF, MDGs, and PRSPs


	-UNCT/coordination on gender (gender theme groups) strengthened  in 45 countries

- Gender toolkits and guidelines rolled out for effective integration of gender in the CCA/UNDAF, MDGs, and PRSPs

-Country gender assessment jointly produced by the World Bank and UNCT in pilot countries

	-UNDP RR/RCs

-UNDG task force on gender

- BDP Capacity Development Group

-BDP gender team (backstopping)


	-Gender trust fund:  Dutch contributions

-Core resources


	GOAL 4: Develop and use new methodologies, knowledge products and best practices in gender mainstreaming

	Knowledge products packaged and shared across regions to improve development effectiveness from a gender perspective

Best practices and tested models (including those developed by UNIFEM) brought to scale

Innovative measures of successful results in gender mainstreaming including financial tracking systems introduced
	-Gender knowledge platforms established in four regional centres/SURFs (Beirut, Bratislava, Colombo, El Salvador and Panama) to provide expertise to COs, including a roster of gender experts
-Indicators developed for tracking and measuring progress on gender mainstreaming efforts

-Human Development Report: ‘gender development index’ and ‘gender empowerment measure’ revisited and adapted to MDG indicators
	-All knowledge networks (BDP, BCPR)

-BDP Capacity Development Group

-HDR Office

-BDP gender unit

-Regional centres/SURF (Regional knowledge platforms)
	-Gender Trust Fund: Dutch contributions.

-BDP global programme funds: gender knowledge facilitator and community of practice 

-UNDP/Japan WID Fund supports gender knowledge platform in El Salvador for the LAC region 

-Core resources

	GOAL 5: Human resources policies and practices aligned with corporate commitment to gender equality and gender balance

	Implementation of UNDP gender balance in management policy 2003-2006

Achievement of 50/50 gender balance at all levels by 2010
	-Policy monitoring (gender score card)

-New opportunities to meet 50/50 target

-Gender and diversity criteria in selection of candidates for RC assessment

-Talent pool analysis used to single out key staff for development and grooming for senior assignments
	-Office of Human Resources
-Senior management
	-Core resources, OHR.


Annex 2

UNDP gender mainstreaming scorecard

8.
UNDP has opted for mainstreaming gender as its main strategy for achieving gender equality and women’s empowerment.

9.
Effective gender mainstreaming requires:


(a)
explicit gender policies and implementation frameworks;


(b)
capacities for systematic gender analysis in planning and programming; and


(c)
a tracking and accountability system with specific performance indicators and measures of progress.

10.
The challenge is to show, with concrete evidence, that by opting for a gender mainstreaming strategy, UNDP has effectively moved marginalized women’s empowerment programmes to the center of its core business. 

11.
The gender mainstreaming scorecard is intended to summarize organizational performance in gender mainstreaming. It builds on programme performance indicators contained in the MYFF gender driver and complements the gender balanced scorecard managed by the Office of Human Resources.

12.
Scores ranging from ‘high’ to ‘medium’ to ‘low’ will be assigned to each of the thirteen measures listed below:


(a)
Policy commitment


(i)
Corporate gender policy (provide date)



(ii)
Bureau-level gender policy (provide date)


(b)
Implementation framework


(iii)
Guidelines on gender mainstreaming



(iv)
Capacities: gender expertise in programming



(v)
Resources allocated to gender equality/women’s empowerment: specific and specific and mainstream resources



(vi)
Partnership with UNIFEM


(c)
Results-based management


(vii)
Effective planning measures: gender analysis



(viii)
Specific reporting: indicators in the MYYF gender driver



(ix)
Criteria for funding allocation: gender impact



(x)
Tracking programme performance: Atlas/MYFF


(d)
Accountability


(xi)
Gender responsiveness in management performance



(xii)
Transparent monitoring mechanism across units



(xiii)
Gender on the agenda of senior management meetings

Annex 3 

Promoting gender equality: Assessing substantive performance 

as a driver of development effectiveness
13.
Institutional context. Through the MYFF for 2004-2007, UNDP has asked to be assessed on results achieved under 30 service lines, as well as on how these results are pursued through organizational strategies. Among these strategies are the UNDP ‘drivers of development effectiveness’. These are the cross-cutting values of UNDP, the pursuit of which is intended to enhance UNDP contributions to development effectiveness. ‘Promoting gender equality’ is one of six drivers.

14.
Constructing a performance framework. Since the approval of the MYFF in September 2003, UNDP has continued to refine its approach to assessing institutional performance.
 Assessments will be generated against targets supported by a hierarchy of indicators and measures that are gradually being developed. The objective of the indicators and measures is twofold:


(a)
To improve substantive programme formulation, implementation, monitoring, assessment, reporting, evaluation and learning; and


(b)
To generate data selectively that will be of value to corporate users in reporting and performance management.

15.
Latest developments. To prepare for reporting on substantive performance for 2004, UNDP is finalizing guidance to support the assessment of results at the country and regional levels. This process has produced a set of questions designed to probe the driver-related performance attributes of every result planned for at the beginning of the year.
 For promoting gender equality, the questions are as follows.

	Driver
	Questions reflecting aspects of performance to be scrutinized under each service line

	Promoting gender equality
	Have results in this area utilized gender needs analysis as a prerequisite to, or main element of, programming for human development goals?

	
	Have results in this area facilitated women’s increased representation and effective participation in the national and sub-national arena that makes or influences policy decisions and resource allocation?

	
	Have results in this area led to specific programmes/actions that empower women, in the form of dedicated interventions, financial commitments and other forms of resource allocation?

	
	Have results in this area promoted effective and innovative approaches to incorporate gender considerations into national policy frameworks, legislation and MDG processes?


16.
These questions are being reviewed by policy specialists working on all thirty of UNDP service lines and are being adapted to reflect the specific performance considerations of each service line. Because of the high priority attached to promoting gender equality, the gender driver will field four questions for each service line.
 The set of questions will be used to guide the preparation of country-level results-oriented annual reports.

17.
Advantages of this approach. There are at least four advantages to this approach. First, it obliges all UNDP-supported programmes to explicitly assess performance with a gender optic on a systematic basis. This obligation will yield a regular, comprehensive body of performance data demonstrating the extent to which UNDP promotes gender equality across its service lines. Second, it can inform programmes in the way they establish strategic targets for 2005 and beyond. Third, as priorities evolve, the questions used to assess aspects of promoting gender equality in UNDP-supported programmes can be adjusted, lending flexibility to the framework. Fourth, in keeping with the function of the MYFF as the principal policy document and strategic management instrument of UNDP, the performance data on promoting gender equality can be used beyond reporting to the Executive Board. It can become the main source of information on which UNDP managers and specialists track substantive performance and innovate to promote gender equality during the current MYFF cycle.


� The other five drivers are: developing national capacities; enhancing national ownership; advocating and fostering an enabling environment; seeking South-South solutions; and forging partnerships for results.


� At the September 2004 meeting of the Executive Board in, delegations commended the UNDP approach to an integrated performance framework after reviewing a ‘mock-up’ of what such a performance arrangement might produce: a MYFF report on performance and results. The first such report is due to be presented at the annual session in 2005.


� In the case of promoting gender equality, these questions have been developed by the Gender Unit located in the BDP directorate.


� Capacity development is the only other driver with so many performance-related questions; the other four drivers will be served by two questions each.
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