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EXECUTIVE SUMMARY

GEARI Mission Four to the Nile Basin Initiative (NBI) took place from January 25th to 29th 2010 in Entebbe, Uganda. Since Mission Three, NBI staff took many significant steps to embed gender within the institution. An interim gender focal point was appointed and awaiting a full time position set for March or April 2010. Over a half million dollars had been allocated to gender activities from CBSI funds up until December 2009.This allowed for a number of events. A Gender Policy was agreed to in the ISP process and Terms of Reference (TORs) were drawn up for the development of this draft policy. A series of organized regional and national meetings were held to provide feedback by staff. An inception mission for this gender policy is set for end of February, and a draft is expected in early 2010. The Gender Working Group (GWG) continued to meet and they and the other regional entity staff (drawn from both ENTRO and NELSAP) met with regional gender consultant Dr. May Sengendo and attended gender training in Nairobi in October 2009 to further identify needs. NBI’s Annual Report factors into the budget the hiring of a Regional Gender Specialist in March-June 2010 depending upon length required for the recruitment process. Bravo NBI!
HIGHLIGHTS OF MISSION FOUR TO NBI
In order to ensure that the fourth – and last – mission would be as effective as possible for NBI, rather than focus strictly on monitoring, the mission was also an opportunity to review progress to date and identify future needs. As a result, GEARI Mission 4 to NBI accomplished:

· The participation of Patricia Munayi, Gender Advisor of the CIDA Regional programme (situated in the CCO in Nairobi), in the continued monitoring of NBI for a smoother transition;
· A sample monitoring tool introduced to NBI staff  with a staff training session in using it to monitor for gender results;
· An understanding of relevant staff views regarding where NBI is in respect to gender mainstreaming and what they need, garnered from both semi-structured interviews and staff questionnaires;
· A meeting with a Ugandan gender expert, which gleaned reasonable regional expectations for qualifications and standards for recruiting the Regional Gender Specialist;
· Assistance to NBI’s human resources staff to enhance the TORs for the recruitment of the Regional Gender Specialist;
· Briefing of NBI’s newly hired gender consultant, to develop gender policy and a Strategic Implementation Framework, ensuring critical areas flagged by NBI staff are included; and
· Individual assistance to:

· Head of Strategic Planning: to allow for gender inclusion in NBI’s new Institutional Design Strategy Framework – to be developed in February 2010 by an outside consultant;
· Monitoring and evaluation staff person: to ensure gender is included in new monitoring systems being put in place;
· Gender Focal Point;
· Communications Director: Suggestions for enhanced gender in external publications; and 
· New staff (i.e. Environment Specialist; Water Policy Manager Specialist): Meetings briefed new staff on the importance of gender in NBI’s programming, monitoring, etc.  
OUTPUTS 
1. A checklist of what NBI staff recently said was critical for inclusion in a new gender policy; 

2. Staff more clear about what achievement in gender results means, how it should  be documented, and with samples that others who have measured gender results shared;
3. The proposed TORs for a Regional Gender Advisor were further developed, with suggestions and advice for distribution and recruitment processes – by others that have formed best practices in gender capacity development.

4. A help desk at NBI with documents, CD-ROMs and considerable training materials provided over the four GEARI missions. 

OUTCOMES

· A perception of gender as an acceptable and useful addition to the delivery of development services. 
· The GEARI project ended before it was possible to measure concrete results at NBI. Gender mainstreaming is a process and it typically takes a long time because it deals with attitudinal issues covering a range of factors, including race, traditions, morals and long-acceptable discriminatory practices. Change takes time and the time required is specific to each organization.
· The building blocks have been laid. A gender policy will be enacted for all of the Nile Basin Commission and a Regional Gender Specialist will be hired to drive this process forward.  Staff at the Secretariat appear cooperative and even attentive to the embedding of the process. This augers well for NBI.
· During the GEARI project, NBI was going through its own processes of change at the organizational level with the institutional strengthening process (ISP), and politically with the water rights and regulations process. It is understandable that as a result, NBI would feel that gender must be integrated into to the changes being made, both internally and externally.   

· The ISP process did not sufficiently recognize gender; it did not emphasize enough its importance, with the exception of one or two indicators. However, this process did call for the development of a gender policy by approximately April 2010. Presumably, everything of importance to the mainstreaming of gender will be outlined and agreed to in this policy. It is critical that the various measures identified during Mission 4 on behalf of NBI staff act as a checklist to ensure that the ISP-led gender policy meets all of the institution’s specific needs.
We are grateful to NBI management and staff, in particular, for allowing GEARI to be part an evolving process to bring gender results. GEARI wishes the NBI the very best in its evolution and future efforts towards effective gender mainstreaming.

NBI Participants at GEARI Mission 4 
Action Plan Update
Entebbe, Uganda 
January 25th to 29th 2010
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GEARI BACKGROUNDER
The Gender Equality and African Regional Institution Project (GEARI) is a project funded by the Canadian International Development Agency (CIDA) and implemented by the Foundation for International Training (FIT)
Description 

CIDA’s Pan-Africa Program supports the development of institutions in Africa to address shared development challenges in areas such as agriculture, environmental sustainability, governance, etc. In keeping with the principles of international best practices and CIDA’s own policy directives, developing the capacities of Pan-African institutions to mainstream gender equality imperatives in their policies and programs is an integral component of the Program’s approach to institutional capacity development. Accordingly, CIDA initiated the GEARI project to assist key Pan-African partner organizations – between them, the Nile Basin Initiative (NBI) – to integrate gender equality results into their analysis, planning, implementation and monitoring of their policies and programs. 

To this end, the Pan-Africa Program offered its partner institutions technical support and expertise to assist them with their gender equality mainstreaming goals. The GEARI Project has as its aims to support the development of strategies to institutionalize gender based analysis and gender equality results within the institution. This would include: gender needs assessments throughout the organization; capacity development/training; continuous learning and gender equality capacity building; the development of gender equality action plans for each institution based upon their perceptions and needs; gender equality monitoring and evaluation as required by the institutions. Under this Project, a team of Canadian and African gender specialists assisted the Nile Basin Initiative to develop this capacity for gender mainstreaming. 

This team of international gender specialists followed a participatory approach in all stages of interventions by ensuring the involvement of the institutions’ representatives including heads of the institutions; senior management; staff; and internal gender specialists, facilitators and project persons. At the beginning of the project, the GEARI team consulted with the respective Heads of the institutions to establish a Gender Working Group in each institution. This genderworking group served as a task force for the implementation of the project’s activities.
The overall expected results of the Gender Equality and African Regional Institutions Project are: 

1. A gender audit and/or needs assessment of the four organisations supported by the Pan-Africa Program (completed in GEARI Mission One, September 2007);
2. Gender equality action plans for the four institutions including gender equality results statements and gender equality capacity development plans initiated (completed during GEARI Mission Two, October 2008);
3. Continuous learning and mainstreaming tools for achieving gender equality with Gender equality training and capacity building (completed during GEARI Mission Three June 2009); and

4. Follow-up monitoring and evaluation of gender equality plans (final GEARI Mission, January 25th to 29th 2010).
2. OUTPUTS /OUTCOMES TO DATE

GEARI MISSION ONE HIGHLIGHTS: September 2007
In September 2007 an inception mission was carried out for the Gender Equality and African Regional Institution Project (GEARI). During this mission, the GEARI team focused on presenting the GEARI project to the senior management and on preparing the Participatory Gender Audit. Our main concern was to ensure ownership of the process by the participants in the preparatory phase. During this first GEARI mission, the GEARI team worked with NBI in setting up a Gender Working Group (GWG) and gathered – with the GWG – initial information about NBI’s structure, style, system, staff, policies, programs and programmes to gain a clearer understanding of its nature, and to select the most appropriate approach for gender mainstreaming. 

The methods used for the Gender Audit were agreed on by the Gender Working Group (GWG), set up for this purpose and composed by NBI representatives. These included questionnaires, semi-structured interviews, focus groups, basic training sessions on audits and gender mainstreaming, and a documentation and policy review.

To support and accompany the setting up and the work of a Gender Working Group (GWG):

· We developed an initial training session (for the GWG) in order to build a common vision of gender mainstreaming);
· We discussed the gender needs assessment process (goal, objectives, methodology, tools, etc.);

· We agreed on the tools needed to facilitate a participatory approach to the gender audit throughout the institution (questionnaire, number of focus groups and with whom, management, program, support staff, and selected NBI women’s conference representatives as a focus group);

· We prepared a document on the GWG’s roles and responsibilities, mechanisms of participation, mandate, accountability and implementation steps.
· We developed an agreed upon work plan for the first year with expected results and indicators, specific steps and activities for the in-between-missions-period.

· We completed an LFA of expected measurable results for NBI

Several individual interviews were also carried out during the inception mission, with management, program and support staff to have an initial sense of the organization, its structure and challenges. A questionnaire was revised and finalised with the GWG  to be more relevant to the NBI context. This survey was distributed, completed and collected in November 2007. It was distributed to all NBI staff and  answered by staff themselves, for confidentiality. A draft report of the NBI Assessment was submitted to NBI management in March 2008. A summary of this with power point findings was presented to the GWG in October 2008 at the Second GEARI Mission.
GEARI MISSION TWO HIGHLIGHTS:  October 2008
The GEARI team met with the Gender Working Group to validate the findings of the audit/ assessment and to work with the GWG to complete and finalise recommendations for an action plan and a capacity-building plan for future training needs planned for GEARI Mission Three.

From October 02-04, NBI Gender Working Group members participated actively in the formulation of an Action Plan for Advancing Gender Mainstreaming within the NBI. These were drawn from recommendations made by NBI staff in the questionnaire that formed the audit and previous recommendations made by the CBSI-organized Nile Basin Women’s Forum in 2006. These recommendations were formulated into a results-based Gender Action Plan for 2009-2011, and presented to NBI senior management at the conclusion of Mission Two. It detailed expected results, activities to be undertaken, indicators to measure progress; a budget; timelines; responsibilities and training required for staff to meet these results (see chart below).
The conclusions of GEARI Mission Two were that, despite all the good intentions and commitment to gender equality principles at NBI, there would be no significant progress on gender mainstreaming at NBI without a gender expert hired internally to lead this process forward. The GWG has been put in place and the Action Plan detailed tasks that needed action particularly the first year. There was seen an urgent need for a gender expert to drive this Action Plan and lead the Gender Working Groups .This GWG would also monitor the Action Plan and allow for systematic reporting on the results of the Gender Action Plan over three years, and produce the evidence of concrete results at NBI. A number of opportunities were identified (TAC meeting in October 2008 etc) as potential entry points to approving the required funds to enact these plans.
GEARI MISSION THREE HIGHLIGHTS: June 2009
The principle activity of Mission Three was a Business Meeting with core GWG members, held to simplify and prioritize the Gender Action Plan with agreed upon urgent next steps. An NBI Staff Training Plan was further revised and finalized by the GWG. A Training Workshop with the GWG core and supplementary members carried out .A set of learning resources made readily available to assist in further training. We all agreed little would advance at NBI without the leadership and drive of a Regional Gender Specialist. The Executive Director managed to integrate this position into the staffing framework for 2010 at a very high technical position. This is a huge achievement and will be successful when the appropriate candidate is recruited.
2. SCOPE OF WORK AND ACTIVITIES FOR MISSION FOUR: UPDATE M & E
2.1 Mission purpose:

The fourth technical assistance mission through the GEARI project will provide an opportunity for NBI to participate fully in a review and consolidation of gender mainstreaming achievements to date and to determine where future efforts could be best placed to reach its expected results. The mission will review the range of actions introduced through the project, concentrating upon NBI’s (revised) Gender Equality Action Plan, identifying where further support is required. Training in results- based monitoring, using a sample monitoring framework, will allow NBI to customize it further for future monitoring purposes, including how it can complement mainstream monitoring. The Senior Gender Specialist, Ms. Spence, will facilitate these objectives, and provide any assistance required to NBI in the planning for their future post- project strategies.  The assignments for the international GEARI team includes the following:   

Working with designated NBI staff, the Senior Gender Specialist will:

1. Facilitate a review of the Gender Equality Action Plan, assisting NBI to (i) review planned activities and results of the Action Plan, discuss achievements to date and challenges faced in implementation; and (ii) revise, adjust or expand the existing Action Plan, as needed.  A special focus of assistance could be:

· The current Gender Policy Process: status of this to date; assessing the achievements of regional workshops attached to it, and suggested format/content of the Gender Policy framework. Identify any additional support required.
· Identify future assistance to support the outputs of the recent gender consultancy were designed by the GWG in their last meeting.

· Identify the GWG’s needs for further support to accomplish its role and provide sustainability to working for gender equality results at NBI. GEARI will conduct a questionnaire with GWG members and semi-structured interviews with NBI staff in Entebbe, based on the “Next Steps: Nile Staff Speak” summary from the last mission.

· Help draft TORs of Regional Gender Specialist if required.
2. Support NBI to develop standards and practices to monitor current and future progress and achievement in gender mainstreaming, using indicators from the Gender Equality Action Plan.  A special focus of assistance could be:

· Run a training/coaching clinic on results-based indicators and monitoring of NBI’s revised Gender Plan of Action, utilizing a sample monitoring framework drawn from the NBI Plan of Action and results identified by the GWG.
· Agree upon a framework to best monitor gender progress in current and future.
· Work with appropriate staff, such as the Gender Focal Point and the Monitoring and Evaluation Division staff, to complement mainstreaming monitoring.
3. Any other tasks deemed suitable to furthering the gender mainstreaming process at NBI.

2.2 Tasks in Canada and Entebbe prior to the field visit

· Contract Patricia Munayi
· Agree upon a date for Mission Four (January 25th to 29th in Entebbe, Uganda)
· Prepare and share detailed TORs for Mission Four
· Agree upon a mission agenda with NBI
· Developed a brief training workshop in monitoring and evaluating gender mainstreaming
· Communicate and liaise with FIT and CIDA

· Prepare mission logistics with both FIT and NBI
 In the Field: 
· Coordinate online and meet with CIDA’s representative, Patricia Munayi, from the Canadian Cooperative Office in Nairobi to share mission’s objectives 

· Undertake the Mission, January 25th to 29th   
· Undertake the training workshop 
· Debrief with NBI staff, mainly monitoring and evaluation staff and the Gender Focal Point  
Back in Canada 
·    Debrief with CIDA representative at NBI and headquarters (electronically)
· Debrief with FIT and CIDA (conference calls)

· Finalize and circulate the Mission Report 
3. NBI Mission 4 schedule 

	Agenda for GEARI Mission 4 to NBI

	
	Agenda 
	Content covered/Tools

	Mon. Jan.  25th 
	8:00 AM Strategy Session with Patricia Munayi

10 AM Intro Meeting with Key NBI staff (10 staff present)
Meeting with Dr. Kanisius, Sr. Planner NBI

Meeting H. Ndombe, Juliet Nakasagga  to introduce objectives of the mission and meetings to be held

PM Meeting with Juliet Nakasagga, Gender Focal Point, Pamella Lakidi,  M & E staff 
	AM Meetings- Sr Management and key gender reps

-TORs-Review objectives of 

Mission 4-Get feedback-Revise mission objectives if required

PM Staff Interviews: 

Juliet Nakassagga, Pamella Lakidi, M&E 
--strategy to prepare for clinic in monitoring format for gender & how to mesh with NBI mainstream M&E

	Tues. Jan. 26th
NATIONAL HOLIDAY 


	AM Review of relevant documents:

Final ISP document, “Public” docs, Annual report, Newsletters

3 PM Meeting with Hilda Tadria, Intl gender expert based in Kampala
	 Review at Hotel

 in Kampala

	Wed. Jan. 27th
AM

PM
	AM: 8:30 Meeting J Okwang M&E

Met with Elizabeth M

Continue Interviews with selected staff for progress/challenges to GM

 3PM Coaching clinic with N Spence and Patricia Munayi, Pamella Lakidi in RBM results tracking for Gender to NBI staff at HQ/the  language of monitoring for results; samples; formats)

Topic: How best to track gender results

Met with Willy Kayando HR 

-hiring process

-Brief of needs

Met with Elizabeth Musokye

Admin/Finance

Met with Esther Nakibiranyo;

Pamella Lakidi; M &E
	AM: How to mesh regular monitoring with gender monitoring

Brief of training agenda

Continue Interviews with selected staff for progress/challenges to GM

-Use sample monitoring framework 
- ADB tool for “change” results

-CIDA ‘”guidelines” for results

PM: Continue Interviews with selected staff for progress/challenges to GM

-Willy Kayando- next steps + HR policy progress/ gender budgeting/hiring 

	Thurs. Jan. 28th
AM

PM
	11 AM Interview with gender consultant in Kampala, Dr Christine Sendenko

Interviews with selected staff to track progress and indentify challenges
	Nile staff speak document

Staff interviews cont 

	Friday Jan 29th
AM

PM


	9:00- Rose Sirali (Env)

-Re met with Willy Kayando

-Juliet Nakassaga wrap up

 next steps for sustainability of:

-Action Plan

-Gender Policy

-staffing 

To meet: Jane Baitwa; Daniel Massambe (cancelled)

Re interview Kanisisus (cancelled)

Interview Phoebe Luwum

Prepare progress report Table of Contents with Patricia M
	Wrap up 

Finance and staffing clarified

Collect Tool: Questionnaire to GWG/ partners

Jane Baitwa/Daniel Meboya-Communications (and review of docs) to send

	
	
	


4. METHODOLOGY:  AN ACTION PLAN UPDATE AND “INTRODUCING” MONITORING METHODS
A meeting with Senior Management to introduce the mission objectives was held Monday morning. We wanted to check upon what had occurred since GEARI Mission Three. 
4.1 UPDATE ON PROGRESS AT NBI

Since Mission 3, NBI took many significant to embed gender. In a meeting with Henrietta Ndombe we reviewed progress: 
· A budget of approximately $US 561,711.00 was allocated for gender by the Steering Committee of CBSI in March 2009 for expenditure until Dec 2009. 

· Consultant May Sengendo from Makere University is developing the NBI gender policy and an implementation framework. TORs were created at the business meeting in June 2009 and appeared in the Mission 3 report. 

· The NBI Regional Gender Workshop was held in Nairobi in October 2009.
· The TORs for the recruitment of a gender specialist were approved by the TAC and TORs for the work to be completed by this specialist were being constructed. The gender specialist will join three other recently hired regional specialists. GEARI agreed to help advise in the process of TORs, etc. 
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The above photographs show Madame Henrietta Ndombe with Juliet Nakasagga, the interim Gender Focal Point, and Ms. Henrietta Ndombe with GEARI consultants. A competition for a Regional Gender Specialist is expected this spring.
4.2  UPDATING THE NBI PLAN OF ACTION  
During the GEARI Mission Three training in June, NBI staff shared the gaps that they felt the new policy for gender mainstreaming must address in order to be sustainable at NBI. These were extrapolated verbatim and are listed below. GEARI Mission Four used this list to clarify and validate them and ensure that they are considered in the forthcoming NBI Gender Policy: These were categorized to reflect issues currently in the Gender Action Plan and that should be embedded in the gender policy for NBI being conceptualized by a regional consultant. These are grouped accordingly into ( i) Corporate issues and actions required; (ii) HR issues; (iii) Structural issues; (iv) Compliance issues; (v) Budget issues; and (vi) Monitoring, Reporting and Evaluating issues. These acted as a good checklist of staff priorities for the Gender Policy and were transmitted to the consultant drafting this policy.
CHECKLIST FROM NILE STAFF SPEAK

(i) Corporate Issues and Actions

· Awareness-raising, particularly for TAC and NILE-COM officials, but also to senior managers within NBI who make the decisions 

· Adoption of gender to legitimize it in NBI’s new processes

· Look at other partner institutions and see what they have accomplished in gender policy development (i.e. CGIAR models, ADB policy/ ACBF policy)
· Create a mechanism for regular reporting on gender at NBI
· Engender daily operations and processes at NBI

· Policies and processes with entities need to be harmonized with SAPs and national member country level policies

· Since NBI is in transition, ensure gender is also in new aspects of ISP*

· Institutional Design Study should develop gender options for the NBI Commission*
· Have a clear communication path for NBI staff as they meet with stakeholders

· Push advocacy inside and outside with NBI partners for gender 

· Actions by senior managers count the most

(iii) Structural Issues

· Put structures in place to ensure that this happens with the Gender Policy, and a gender expert to lead this process and formalize the GWG within it

· ISP reflects and integrates gender mainstreaming principles

· Institutional Design Study should develop options for the NBI Commission regarding gender*

· Ensure budget allocates funds for gender and that this can be tracked 
· Harmonize Gender Policy with gender strategies for how to implement this at the programme and project levels at SAPs
· Creating a gender awareness amongst SAPs and ensure it is applied at the programme and project levels  
· Introduce and enforce gender disaggregated data

(iv) Compliance issues

· Know important gender entry points in the approval processes 
· Ensure documents being appraised have gender addressed at each stage:
· Country level analysis and project identification
· Inter-country project conceptualization

· PIDs (Project Identification Documents)
· Submissions to ICCON

· Project proposals

· Ensure all current and future SAP projects have at least: a gender action plan, gender disaggregated data, and specific funds for pilots, studies etc. through a dedicated budget line for gender activities

· Learn policy and programming strategies for  gender currently proposed at the SAP level and merge these

· Ensure gender is incorporated into other Commission processes such as HR, Finance, and M & E

(ii) HR issues

· Ensure gender is a consideration in key managers’ performance appraisals
· Ensure new HR policy is sensitized in terms of balanced staffing, and that work policy rules and regulations are designed to make male and female working situations equitable

· In HR, the gender issues are taken on board to ensure application in new HR Policy

· With two other aspects to HR include the entry points of Finance and Procurement
· Assist national staff with the same opportunities for advancement and empower them, ensuring a gender balance 

· Better address flexible working conditions, especially for female staff with young children

(v) Budget issues

· There must be a budget for a full time gender focal point dedicated to this 
· Bring gender up to top managers when finances discussed to ensure gender activity is budgeted for
· Ensure budget allocation for gender and is traceable and reported upon

· Ensure all current and future SAP projects have a gender action plan, funds for studies etc., and that there is a budget line is included for gender activities

 (vi) Monitoring and evaluation issues 
· Results-based management framework needs engendering, including all reporting frameworks
· SAPs need to have gender indicators in their results frameworks 

· Future TORs need to include gender on monitoring and evaluation teams, with all roles and responsibilities ensuring gender responsiveness in each TOR for gender mainstreaming aspects

These suggestions were given to Dr. May Sengendo, who is preparing the Gender Policy.  These suggestions can act as a checklist.
Structured interviews with NBI staff drew out the following additional necessary interventions: 
· Human resources is critical 
· Key focal points from SAPs need to be better included. The GWG was minimized following the end of CBSI and has only skeletal budget

· SAPs are indirect managers of programmes so it is important that the national level understands what it is to do for gender at community levels for impact and in specific projects such as the Rosumo Power Dam. Gender linkages need to be specific.   

· There are significant HR issues to be resolved regarding family relocation allowances and insurance coverage for out of country staff. Some have gender implications.

· Need to reinvigorate top managers especially at SAPs where enthusiasm may be waning.

· Need practical applications of gender.

· NBI needs help to develop resources and training materials

· Mary Sendenko the regional policy consultant hired to prepare a gender policy expressed the need for both addressing the “hearts and minds of colleagues at NBI for enhanced gender effectiveness. She also suggested regional buy-in is crucial. This she would address in the new policy framework.

Interviews with staff validated all of these issues.  A questionnaire sent to all NBI staff who had previously participated in previous GEARI missions prompted the following comments.
STAFF QUESTIONNAIRE FOR GEARI: ASSESSING WHERE WE ARE 
	1. What has been your role to date in gender mainstreaming at NBI?
	· Staff questionnaires came from a cross Section of senior managers; programme staff, partners; and administrative staff.

	2. What steps would help YOU in your work to assist in integrating gender in your work? 


	· There needs to be commitment to Gender based on action and not just lip service by the Leadership at NBI. 
· Projects need to be sensitised to appreciate and adopt a Gender approach in their activities. 
· The development of the Gender Policy needs to be completed.

· Clearer guidelines.
· Lacking funding, to identify local champions and gender trainers who can be able to identify entry points for different cultural and social groups within the countries.

	3. What is critical to be included in the new gender policy?


	· Gender needs to be one of the parameters of projects appraisal and approval process.

· Involvement of countries as key stakeholders

· Goodwill of senior managers within all projects

· The strategies developed by NBI/SVP/SDBS/EPRC-Uganda on mainstreaming youth, women and men in Cross Border Trade for food Security.

· Family friendly aspects such as breast feeding; flexi-timeb,and issues related to facilitation of meetings

· On-the-ground analysis, implementation and reflection on hot spots for gender at country level, else it will remain a series of buzzwords with no impact. 
· For NBI- if it works at country level, it will work for NBI, as the laws and policies under which the NBI will operate reflect societal values and practices.
· That the gender policy will be availed soon and a gender specialist will be recruited to be fully focused and devoted to NBI gender agenda in terms of the gender mainstreaming of the institution as well as impacts.

	4.  What still needs to betaken at a programming level?


	· Youth need to be included.
· Integration of GM into ISP process.
· Harmonize gender strategies in institutional designs & SAPs.
· Gender training for programme staff.

· A policy is needed for accountability.
· Preparation of tools / instruments to implement gender policy.
· Development of an effective feedback system to expedite continuous improvement at country and local levels. This will then be cooperatively assessed at regional and continental levels using organs like AMCOW, African Union and other regional agencies including NBI

· More training, monitoring and reporting is crucial to ensure the investment projects do not loose appropriate knowledge and value-added of gender mainstreaming in their programs and projects.

· Train national foal points.
· Finalize the gender policy. 

· Recruit a gender specialist.
· Popularize policy with staff.

	5. In your view, what CHANGE related to gender have you seen at NBI (if any)?


	· Administratively, women are now holding key positions.

· NBI top management is increasingly gender sensitive. Some of the strongest support to the normative process we engage in through AMCOW, AMCEN has been from Nile COM and NBI Secretariat’s management.
· Acceptance of Gender is one of the key issues in development. However, with the lack of a fulltime person in-charge of Gender the good thinking that has gone into the work on Gender could be lost.
· More regularized reporting on gender.


Staff interviews also revealed the following specific commitments:
· Dr. Canisius Kanangire, Head of Strategic Planning at NBI, suggested gender and its role and function be appropriately integrated into the Institutional Design Framework inception report and that the consultant preparing the design framework uses gender as a construct.
· Rose Sirali, the new environment specialist, will ensure gender is included in all feasibility studies and in any checklists prepared.
· Tarek Kombaz, the water policy expert, wants to learn more on gender and IWRM policy. 
· Jane Baitwa and Daniel Massambe both have taken a strong interest to address gender in the respective areas of communications. They asked for a review of the materials to date at NBI, which I completed. We did not have time to review this due to travel plans but we communicate electronically. They have ambitious plans to ensure gender gets more visibility.
· Pamella Lakidi (M & E) said NBI will review TORs for the entire M & E Unit and gender will be appropriately inserted into TORs for all M & E staff, as well as at NELSAP and ENTRO. A planning meeting in February in Kampala will confirm this. M & E needs to identify monitor-able indicators appropriate for gender as future outputs.
· John Okwang emphasized that NBI will develop a format that addresses impacts on women and men, not specific to just activities but all aspects of NBI, ensure these are in the institution-based framework to be developed, and also ensure that the Nile-SEC objectives specifically address gender.  
· Gender will be integral to all objectives in the M & E framework, from strategic to specific. They will plug the action plan into the Nile-SEC work plans and strategic plan. M & E will take on this responsibility. (This demonstrated internal commitment to integrate gender at NBI is real progress!)
· Embedding the Gender Action Plan within the ISP is a further necessity. Gender must be incorporated into log frames. Some indicators already address gender directly, but more need to be identified, such as integrating gender in one or two results areas so these results become gender responsive.

· New strategic plans are being developed for the Nile-SEC results framework.

· Capacity building on results based management is required. 
· Harmonizing gender outcomes and results with each country is important. Projects are implemented at the country level, so this connection must be made. All of the countries in which NBI works have strong gender policies.

· Tracking gender results will demand a lot of work. Outcomes can be engendered by working with countries.

· The GWG is moving beyond project operations. NBI corporate level (the Secretariat) will have certain functions. SAPs (NELSAP and ENTRO) will have more operational roles and they have gender focal points in every country to assist with this. It valuable that the GWGs share best practice and assist each other.

· There are gaps. One is the ISP. Guidelines for geder are required as they are for environment. Therefore, gender guidelines will be prepared within IWM and shared.
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The NBI M & E Unit is a family friendly environment: John Okwang, Pamella Lakidi and her recently born son!
4.3 TRAINING IN MONITORING 

Every GEARI mission undertook training appropriate to NBI’s needs at the stage of the mission. Since this was a monitoring mission, we held a workshop/coaching clinic in monitoring for gender results. Topics included: 

1. What are we trying to track?  Seen through:
· Activities vs. outcomes/impacts: brief example for NBI- related activities
· Numbers/participation vs. actual access to resources and benefits: a brief example of NBI

· The language/ABCs/Key terminology: What is being stressed?
2.   The Principles of results-based monitoring as demonstrated by CIDA: 

Patricia Munayi, the Gender Advisor at the Canadian Cooperation Office in Nairobi and a veteran gender specialist, made a detailed power point presentation.
      3.   Q and A: How to use these tools in monitoring at NBI? A discussion ensued over:
· Where would these tools and approaches be used at NBI? 

· How will we capture gender in reporting at NBI?

· How will we know what questions to ask?

· How will we assess what is coming from SAPs? How does M&E translate to impacts?

· Can these act as checklists at NBI?
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NBI STAFF TRAINING IN RECORDING AND ACHIEVING GENDER RESULTS 

Seated: Hamere Wondimu, Juliet Naggasaki, Pamela Lakidi and trainer Patricia Munyani CCO (standing) with Jane Baitwa, John Okwang, Daniel Massambe, Jane Sirali, Willy Kayando and Tarek Komabz (back row)

ASSISTANCE IN THE RECRUITING OF NBI’s REGIONAL GENDER SPECIALIST  
NBI’s human resources staff indicated that they could use assistance in the recruitment of a Regional Gender Specialist. This was planned and accepted at senior levels, with agreement to pay the specialist at the highest salary grade if he or she is an expert. To ensure the recruitment process provided suitable candidates, the GEARI team:
1) Arranged an interview with a gender expert based in Kampala who has had many years of experience in recruiting gender expertise at UNECA and other similar bodies.  Dr Hilda Tadria suggested that 7-10 years would be a suitable length of time for experience and that TORs should prioritize the following: demonstrated leadership skills, organizational skills, technical capacity and ability to work horizontally and persuade/ lead others with their own tested and dynamic personal skills. She also said that gender studies and women’s studies have been operating for at least a decade in most leading African universities and many African gender experts have gained masters degrees at universities in the European Union or United States. She felt that a specific gender-related masters degree should be mandatory and a doctorate in gender an asset.
She also recommended the TORs be widely circulated in member countries’ newspapers and specific gender networks such as AWID, CGIAR, WASH, GWA and Relief Web.
2) Assisted in the improvement of the basic set of TORs for the Regional Gender Specialist (see Annex 1 for the position description for the recruitment, including additions to TORs). The GEARI team advised NBI’s human resources staff to ensure that the chosen distribution channels actually served women as members and if not, to add relevant gender networks. GEARI also stressed having staff specialized in gender on the Recruitment Board. Another suggestion was to look into UNIFEM’s gender recruitment process because they apparently have a very professional approach that easily discerns capacity in professional competitions.
WRAP UP

We attended tea in the hallway. Staff contributed ideas. John Okwang thanked GEARI for their assistance over the past three years.

OUTPUTS
1. A checklist of what staff from across NBI view as critical inclusions for any new gender policy was produced. The checklist is included in this report and summarized in Annex 2.
2. Staff more clear about what achieving gender results means, and how this should be documented, with examples and formats of how similar institutions measure gender results.
3. GEARI Mission 4 assisted with the further development of the proposed TORs for a Regional Gender Advisor, provided advice and suggestions for their distribution, and shared best practices in recruiting for gender responsiveness.   
4. There is now a help desk at NBI with documents, CD-ROMs and many training materials provided over the four GEARI missions. We hope these will help NBI staff understand that over time training makes everyone more proficient in gender mainstreaming. 
5. Being able to assist in an evolving process that will bring NBI the gender results it envisages.

CONCLUSION

The GEARI project ended before it is possible to measure or assess concrete results at NBI. However, the gender mainstreaming process understandably takes a long time as it deals with attitudinal issues that cover a range of factors including traditions, morals and long-acceptable discriminatory practices. Change takes time, and whatever time is required is necessary.
During the GEARI project, NBI was going through its own processes of change at the organizational level with the institutional strengthening process (ISP), and politically with the water rights and regulations process. It is understandable that as a result, NBI would feel that gender must be integrated into to the changes being made, both internally and externally.   

The ISP process did not sufficiently recognize gender; it did not emphasize enough its importance, with the exception of one or two indicators. However, this process did call for the development of a gender policy by approximately April 2010. Presumably, everything of importance to the mainstreaming of gender will be outlined and agreed to in this policy. It is critical that the various measures identified during Mission 4 on behalf of NBI staff act as a checklist to ensure that the ISP-led gender policy meets all of the institution’s specific needs. Hopefully the checklist of recent staff perceptions (in Annex 2) will be of use in this process. 

The policy is expected to be drafted for NBI review by approximately April 2010. We wish NBI every chance of success in this endeavour.

Annex One: NBI Regional Gender Specialist Position Description for Recruitment
Job Title:

Regional Gender Specialist

Reports to:

Executive Director

Position:  

Regional

Organizational Unit: 
NBI-Secretariat 
Duty Station: 

Entebbe, Uganda 
Duration: 

1 year (6 months Probation) with a possibility of extension
1.     Background

The Nile Basin Initiative (NBI), a regional partnership of countries of the Nile, seeks to achieve sustainable socio-economic development, build a solid foundation of trust and confidence, and fight poverty through the cooperative development and management of Nile Basin water resources. This unique Initiative offers exciting and challenging opportunities to work in a complex, multi-country environment to promote long-term economic integration, peace and prosperity in the region. Within this framework, the Nile Basin Initiative (NBI) seeks to hire the Regional Gender Expert within the Nile-SEC.
The Regional Gender Expert based at the Nile-SEC in Entebbe will provide senior technical expertise and guidance for the Sustainable Development in the NBI-ISP Project. The Specialist will play a key role in ensuring effective basin-wide strategies and program implementation in mainstreaming and strengthening gender within its overall programme. The Gender Expert at the Nile-SEC will provide technical expertise on gender development strategies and mainstreaming their impacts in all NBI Programmes and projects. S/he will work closely with the Strategic Action and Investment Projects SAPs (Eastern Nile and Nile Equatorial Lakes).

The position requires a specialist well-versed in addressing gender mainstreaming requirements in all areas of NBI`s project development: (i) Integrated water resource management areas, such as hydropower and river regulation; irrigation and drainage; fisheries development; water use efficiency improvement; and sustainable management of wetlands, and watershed and biodiversity conservation; flood and desertification control; (ii) Infrastructure such as: regional energy telecommunications and regional transport needs; (iii) Trade and Industry, such as: promotion of private investments, border trade, and shared marketing, harvesting and storage requirements, and (iv) Health and Environment, such as : management of endemic disease control, environmental management and climate change. The regional gender specialist would work with these teams in an integrated manner, advising and assisting them with gender analysis and gender mainstreaming strategies within each/all of these areas.
2.    Principal Function:

The Regional Gender Specialist will be the key advocate for gender and play an advisory, mentoring and monitoring role in ensuring gender responsiveness in all NBI strategies and program implementation in the following areas: 

(i) Implementing the strategic direction for gender integration in all policy and practices of NBI working closely with Senior Management Groups (SMT;TAC;PSC);
(ii) Working closely with the Programme Directors and Social Development Officers of the Strategic Investment Programmes (ENSAP and NELSAP) and all other entities on requirements for gender action plans/strategic gender analysis, and technical advice for program planning, for the preparation of the NBI investment projects; 
(iii) Working with Human Resources to ensure a gender equitable human resource policy and workplace;
(iv) Ensuring that NBI stakeholder involvement creates greater social inclusion and program accountability within each country with regard to gender in NBI programs harmonized and consistent with national level gender development policies; and
(v) Monitoring for the achievement of gender equality results according to gender budgeting principles.
3.    Key Responsibilities:

Technical Advisory Services in Gender Integration

· Provide ongoing technical assistance to each of the NBI entities and take appropriate action, as necessary, to ensure that “good practice” in gender analysis leading to improved gender results is systematically addressed in all project preparation & implementation in accordance with the Gender Policy.

· Developing a screening for gender in the approval processes at NBI and its entities, advising senior management on ways in which to ensure gender responsiveness in design, implementation and monitoring, in respective to all policies, strategies, programmes and projects in accordance with the NBI gender policy. 

· Works with key staff to ensure more gender balance and equitable practices are evident in the workplace.

Training

· Prepare a Training Plan for NBI and provide training and capacity-building to NBI staff in a range of levels from Senior Management (COM, TAC and Senior Directors) to technical level project managers (PMU’s) and staff at regional and national level where appropriate. 

· Facilitate a range of mentoring interactions that capacity-strengthens staff in their gender applications. Ensure such capacity strengthening supports are available on-line and diligently promoted and made mandatory in their use in staff reviews by Senior Management.

· Develop materials that assist NBI Sr. Management and technical staff in gender integration practices through the collection of IWRM relevant gender guidelines, checklists and practical methodology on mainstreaming gender at policy and project level. 

· Work closely with the Communication team to develop a comprehensive gender responsive communications plan and regularly update the NBI website with gender materials, ensuring that gender forms a regular part of all communications. 

· Facilitate the capacity for gender advocacy within NBI through collaboration with relevant partners in government (AMCOW etc) civil society and Nile Basin women.

Reporting/Monitoring

· With M & E staff, strengthen the capacity for NBI to monitor its gender responsiveness with a gender budgeting system to track financial inputs and results- based monitoring for achieving gender results

· Facilitate meetings of the Gender Working Group periodically to assess and record progress and monitor achievements of gender advancements in each of the NBI entities;

· Document overcoming obstacles and collecting good practice, and sharing lessons learned of gender integration into NBI policies processes and practices in each of its entities for staff training purposes.

· Ensure gender equality results are visible and monitored in all the stakeholder involvement and in all public communications at NBI. 

Representation

· Coordinate and maintain close working relationships with NBI stakeholders and development partners on gender related matters.

· Represent NBI interests at national, regional and programme level and serve as NBI gender focal person for the entire NBI region

· Work in close collaboration with NBI Social Development Officers and Project Managers ,where appropriate

· Any other duties that may be deemed necessary for achieving gender equity in service delivery and equality in involvement in NBI activities

4.    Essential Criteria:
· Post graduate degree (Masters level minimum) in Women’s Studies, Gender Studies or in Integrated Water Resource Management Studies, with additional gender training; 
· Equivalent of 10 years relevant experience working in gender and/ or social development with demonstrated skills in the application of gender mainstreaming principles to policy and technical areas;

· Proven capacity to operate constructively and successfully in a participative environment where conflicting (and even adversarial ) interests are involved; 
· Proven ability to operate in a multi-cultural environment and to interact positively with a wide range of stakeholders within an international and multi-government context;
· Proven ability to be a valued and contributing member of a multi-disciplinary team and to exercise high-level inter-personal skills in all situations;
· Excellent written and spoken communications, including high-level fluency in the English language and an ability to transmit ideas and information in a clear, accurate and effective manner. Preference for fluency in spoken and written French; and
· Emanate from a Nile basin country.

5. Desirable Criteria:
· Fluency in another sub-basin language is an asset.

· Capacity to be pro-active and able to facilitate the multi tasking of several programs growing simultaneously.

· Excellent consensus-building, multi-cultural, and inter-personnel skills. Strong team building and mentoring capabilities. Knowledge and skills in the use of consensus building tools an asset.

· Work experience from NGO’s technical (IWRM) organizations or working with donor agencies an asset
6. Nature and Duration of Appointment: 
This is a Regional Position. The Gender expert will report immediately to the Executive Director, and will work from the NBI Secretariat in Entebbe, Uganda, with travel within the region and internationally in accordance with Project needs and funding availability. Contract duration will be for 1 year with a possibility of annual extensions, based on the performance and a 6-month probation period. NBI offers a competitive salary package commensurate with the qualifications and experience. Only the nationals of the Nile Basin countries are legible to apply for this position, and Women candidates are particularly encouraged to apply.
Annex Two: Checklist from Nile Staff`s Perceptions on NBI`s new Gender Policy
NBI staff felt that the new gender policy needed to support particular areas to ensure maximum gender effectiveness. These include the following:

CORPORATE ISSUES AND ACTIONS

· Awareness-raising, particularly among TAC and Nile-COM officials, but also for senior managers within NBI who make key decisions 

· Adoption of gender to legitimize it in NBI new processes

· Look at what other partner institutions have accomplished in gender policy development (i.e. CGIAR models, ADB policy/ ACBF policy)
· Create a mechanism for regular reporting on gender at NBI
· Engender daily operations and processes at NBI

· Harmonize policies/processes with partners with SAPs and members’ country-wide policies

· NBI in transition, ensure gender is also in new aspects of ISP*

· Institutional Design Study should develop gender options for the NBI Commission* 
· Have a clear communication path for NBI staff as they meet with stakeholders

· Push advocacy inside and outside with NBI partners for gender 

· Actions by Sr. Managers count the most

STRUCTURAL ISSUES

· Structures must be put in place to ensure that there is a gender policy and a gender expert to lead this process and formalize the GWG within it

· The ISP reflects and integrates gender mainstreaming principles

· Institutional Design Study should develop gender options for the NBI Commission*
· Ensure budget allocation for gender and that it is track-able

· Harmonize gender policy with SAPs’ gender strategies on how to implement this at the programmes and project level

· Creating gender awareness among SAPs that is applied at the programme and project levels
· Introduce and enforce gender-disaggregated data

 COMPLIANCE ISSUES

· Know important gender entry points in the approval processes 

· Ensure documents going through appraisal processes address gender at each stage

· Country-level analysis and project identification

· Inter-country Project Conceptualization

· PIDs (Project Identification Documents)
· Submissions to ICCON

· Project proposals

· Ensure all current and future SAPs have gender action plan, gender disaggregated data, and specific funds for pilots, studies etc. through a dedicated budget for gender activities

· Learn policy and programming strategies currently proposed at SAP level and merge these

· Ensure gender is incorporated into other Commission roles, such as HR, finance, and M & E 
HUMAN RESOURCES ISSUES

· Ensure gender is a consideration in key managers’ performance appraisals.

· Ensure new HR policy is gender sensitized in terms of balanced staffing and that work policy rules and regulations are designed to make male and female working situations equitable.
· Ensure that gender issues are taken on board in HR to ensure application in new HR policy, including the entry points of Finance and Procurement
· Assist national staff with opportunities for advancement, ensuring a gender balance 

· Need to better address flexible working conditions especially for female staff with young children, including breastfeeding, flexi-time and issues related to facilitation of meetings 
 BUDGET ISSUES

· Need budget for a gender focal point full time dedicated to this 
· Gender needs to be brought out to managers at approval levels when finances are discussed to ensure gender activity is budgeted

· Ensure there budget allocation for gender, that it is traceable and reported upon

· Ensure all current and future SAP projects have gender action plans, funds for pilots and studies, and that there is always a budget line included for gender activities 
MONITORING & EVALUATION ISSUES
· RBM framework (all reporting frameworks) needs engendering

· SAPs need to have gender indicators in their results frameworks

· Future TORs for M & E staff must include gender in all roles and responsibilities 

· Harmonize gender strategies in institutional designs and SAPs
TARGETING  

· On-the-ground analysis, implementation and reflection on gender needs at the country level, or it will remain a series of buzzwords with no impact. 

· Human resources is critical; significant issues need to be resolved regarding family relocation allowances and insurance for out of country staff, some of which have gender implications.
· Mary Sendenko, the Regional Policy Consultant hired to prepare a gender policy, noted the need to speak to both the hearts and minds of NBI staff for enhanced gender efficacy. She mentioned that regional buy-in is vital. She will review these topics in the policy framework.

· Focal points from SAPs must be better included. The GWG shrunk when CBSI ended.
· SAPs indirectly mange programs, so there needs to be understanding at the national level as to what will lead to gender impacts at the community level, as well as in projects like the Rosumo Power Dam. Gender linkages must be explicit.
· Need to reinvigorate top managers especially at SAPs where enthusiasm may be waning.

· Youth need to be included.
TRAINING ISSUES

· Need practical applications of gender.

· NBI needs help to develop resources and training materials

· More training, monitoring and reporting is crucial to ensure the investment projects do not lose the knowledge and value that gender mainstreaming brings their programs and projects.

· Train national focal points. Spend time at the country level; if it works there it will work for NBI, as the laws and policies under which NBI operates reflect societal values and practices.

Annex Three: Terminology in Results-Based Monitoring (Handout)
Gender Equality Results: This refers to results achieved for women compared with men, such as women’s participation in project activities, their access to project and other resources, and practical benefits for women. It also refers to strategic changes in gender relations.

Gender Mainstreaming: This means that women’s needs and perspectives are considered in all development planning and implementation, so that both women and men participate as decision makers and beneficiaries in all activities; their needs and interests are addressed in all project components and activities, as wellas in separate components and activities if appropriate.

Gender-sensitive or Gender Responsive Indicators

This means that women’s needs and priorities have been considered, based on quality social and gender analyses, to ensure that they participate in and benefit equally from development activities. A gender-sensitive indicator is one that disaggregates information by sex and enables monitoring of any differences in participation, benefits, and impacts between women and men; or that assesses changes in gender relations between women and men.  For example: 
· Greater women’s access to and control over coastal management technologies, training, credit, markets and information;
· Increased leadership among women involved in farming associations led by the project;

· Greater economic options for women; and 

· Improved capacity of NBI to plan, design and implement projects that address gender.
Practical benefits: Benefits that meet the basic needs women have for survival and livelihood. They do not challenge existing gender relations of culture, tradition, the gender division of labor, legal inequalities, or any other aspects of women’s status or power.

Strategic changes in gender relations:  Ths refers to progress toward equality between women and men by transforming social or economic power relations between them.

Typical Assessment of Gender-related Results Focuses upon 4 Areas: 

· participation in major project activities, including access to project resources (skills training, technology, government services);
· practical benefits for women and men, including differences in results (increased income, greater financial security, more livelihood options);
· strategic changes in gender relations, focusing on changes in decision making by women (in the project, community, household, others), control over resources related to project  activities, and changes in livelihood due to those activities; and
· other and unplanned changes for women and men (external factors, policy reform).

Factors in Achieving Gender-related Results: resources applied by the project to address gender issues; external factors in the social, institutional, and political contexts; constraints to achieving gender equality results and how these are addressed; factors that promote or reinforce the sustainability of gender equality results; and the extent to which gender equality results contribute to achieving the overall objectives and results of the project or loan investment.

Source:  Modified form: Gender action Plans and GE Results: Asian Development Bank Synthesis Report 2008
Annex Four
	ANNEX 4   (SAMPLE) MONITORING TOOL FOR NILE BASIN SECRETARIAT   GEARI MISSION 4  JANUARY 2010

	STRATEGIC ORIENTATION 1: Legitimizing gender mainstreaming as a priority at NBI ( based on NBI Action Plan)

	Expected Result:  1.1 New organizational practices in place as a result of the GE policy

	Indicators
	Status of planned activities
	Progress toward achievement of planned result

	Presence of approved NBI GE Policy

NBI Strategy and Implementing

Documents  drafted and approved

GE awareness extended to TAC and  regional stakeholders

ISP  recognizes GM and gender entry points  more visible

and enacted

GE incorporated in  Sustainability Framework

HR policies gender responsive

SAP level enacts more gender responsive programming 

Public documents reflect gender sensitivity

A results based monitoring system enacted to discern progress in GM


	TORS for gender consultant ( to prepare policy) Designed and approved at Business meeting in June 2009

Gender consultant hired December 14th to prepare draft Gender  policy by April TAC meeting. Will present inception strategy end of February tot NBI

Two strategy documents have been prepared by NELSAP in two occasion s but Await an overarching gender policy to situate and  implement  them. Am implementation strategy will accompany the gender policy.

Training tools “ Why gender matters” have been extended to NBI and suggested as a tool for training /sensitizing TAC members.

This was not well handled. ISP made very little mention of gender and not agreement to gender mainstream. However one gender indicator was visi9ble. More work needed here.

 Suggested gender be a factor in Institutional Design Framework  ( IDF) being currently prepared. NBI appears to have agreed to this and would put in consultants TORS who is drafting Framework.

HR  mainstream policy has been delayed. Key issues here are a crèche, flexi hours and   family relocation.

NA yet

Communications Team is eager to increase visibility of gender in all public documents. Summary suggestions provided by GEARI M4

The M & E unit is poised to drive more gender  indicators as new programming comes on stream. They have paced gender as an indicator in staff work plans for NELSAP and ENTRO
	Process got slowed due to ISP and closure of CBSI a major programme that initiated gender within NBI.

However a gender policy was agreed to   in the ISP process and steps are being taken to have it prepared this year (2010).

TAC remains to be sensitized to gender. Has been on Action Plan agenda for some time. Perception is that it is a staffing issue only. i.e. more women.

Institutional  Design Framework may amend the gaps in ISP for gender

Steps were taken in GEARI mission 4 – spoke to Chief planner. Left materials. He was to include in TORS of consultant preparing the Inst. Design Framework (IDF)

HR  has been apprised  of best practice by CGIAR network and encouraged to use this as a model

Training delivered in results based monitoring by CIDA and GEARI M4  did a clinic workshop on gender results tracking.

	Comments/Explanation of Variances:   

The ISP was  disappointing in terms of its gender responsiveness but th4e Institutional design Framework coupled with a new gender policy may allow for its inclusion in way that conforms more to the policy process at the new Nile Basin Commission.



	STRATEGIC ORIENTATION 1: Legitimizing gender mainstreaming as a priority at NBI

	Expected Result:  1.2 Gender more formalized in  staff responsibilities and in NBI’s Operations 

	Indicators
	Status of planned activities
	Progress toward achievement of planned result

	 (i) Dedicated staff persons entrusted with gender responsibilities:

-Interim Gender focal point appointed

-TORs for Regional Gender Specialist developed and approved by NBI Sr. management

-Regional Gender Specialist recruited

-Job descriptions of all staff  provide  clear direction and authority to facilitate and monitor implementation of GE policies and strategies

-Number of active members of the GWG formalized

-Frequency of GWG meetings

-Reward recognition  system in place for GWG members

(ii) Emerging projects and programmes demonstrate staff appreciation of gender mainstreaming principles

-Gender Action Plans emerge in each project/programme

-A discreet budget for gender is evident in projects/ programmes


	Appointed in April 2009

TORS assisted by GEARI Mm4  Planned for recruitment before June 2010

Many members of GWG were staff of CSBI0- a former project which has ended. So GWG regrouped slightly before it ended for  a business meeti9ng with new staff pulled in from NELSAP and ENTRO. A new  GWG will be appointed that reflects more the new organizational structure.

Not yet   All below should emanate and be galvanized by the gender policy.


	Process is in place.

	Comments/Explanation of Variances:   

Most of the substantive aspects outlined here need to be embedded i n the gender policy and then enacted in the implementation Framework..



	STRATEGIC ORIENTATION 2: Creating an enabling environment for gender equality as all levels of NBI through capacity building

	Expected Result:  2.1 NBI decision makers (SMT, TAC, PSC) have relevant understanding of GE to endorse/implement  Gender Policy and Strategy

	Indicators
	Status of planned activities
	Progress toward achievement of planned result

	# of decision makers participating in GE sensitivity training

# of SMT members of NBI trained on gender

# of GWG and selected staff participating in the TOT workshop

-evidence of senior decision making  more gender responsive


	 Needs filling in by NBI

Records at NBI will reveal actual staff

The new ED is a women and after her arrival there was movement on the TORS for a Regional gender Specialist and budget approved for this position.

HR need to be more gender responsive


	

	Comments/Explanation of Variances:   

Leaders do make  a difference and having a female ED has moved gender along in  a way that would not have been possible otherwise. Her firm stand allowed for a regional gender position to be approved by WB, CIDA and TAC



	STRATEGIC ORIENTATION 2: Creating an enabling environment for gender equality as all levels of NBI through capacity building

	Expected Result:  2.2 NBI staff at national levels and SAP entities  better able to incorporate gender in their policies, projects and activities

	Indicators
	Status of planned activities
	Progress toward achievement of planned result

	# of NBI staff at national levels participating in  gender sensitization workshops

Evidence of gender  awareness in  national policies /practices

-Evidence of emerging gender responsive projects and programming  in SAPs,  NBI entities


	Need NBI data

Not yet visible but policy need to be in place
	

	Comments/Explanation of Variances:   

Policy need to eb accepted and in place for these changes tot occur.



	STRATEGIC ORIENTATION 2: Creating an enabling environment for gender equality as all levels of NBI through capacity building

	Expected Result:  2.3 Integration of gender mainstreaming in NBI activities supported by  regional activities through  government counterparts

	Indicators
	Status of planned activities
	Progress toward achievement of planned result

	# of staff from counterpart institutions participating in regional gender workshops

Evidence of gender awareness in regional  and governmental  counterparts policies and practices


	NBI data input


	

	Comments/Explanation of Variances:   

Needs more time to forsee change here
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