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POSITION STATEMENT

FOSDA is an equal-opportunity organization dedicated to the advancement of human rights, social
justice, and gender equality. It sees gender equality and social inclusion (GESI) as an extension of its
core mission of promoting peace and human security by empowering communities and individuals.
In accordance with this commitment, FOSDA promotes and supports work in all of its areas of
operation to promote equal opportunities for marginalized groups. In this case, women, the youth
and persons with disability (PWDs).

Specifically, FOSDA seeks and promotes gender equality and social inclusion (GESI) by engendering its
recruitment and staff development processes; creating an organizational culture for optimizing the
potentials of all employees; designing and implementing programs to deliver its vision of securing
livelihoods, dignity and self-worth; making informed project funding decisions using a GESI lens; and
implementing mechanisms that promote zero tolerance for harassment, particularly sexual
harassment.

Executive Director,
FOSDA.
9th April 2024



1.0 General Overview of FOSDA

The Foundation for Security and Development in Africa (FOSDA) is a non-governmental organization
established and registered in 2001 to enhance the capacity of African institutions and Civil Society
Organizations (CSOs) in the field of human security and development to achieve Peace and Security
in Ghana and West Africa.

Thus, to address the causes of insecurity at the personal, community, national, and regional levels,
this mandate is carried out through research, training, and advocacy, with a focus on conflict
prevention and management, voter education, human rights, and community mobilization for youth
development, women's empowerment, and the inclusion of PWDs.

Our interventions primarily aim to educate and empower grassroots groups in West African
communities, particularly youth, women and PWDs. Also, with other groups like opinion leaders,
duty bearers, and local media, through training in peace building and good governance. FOSDA
operates in Ghana and in the West African sub- region through national and regional civil society
partners.

Since 2001, FOSDA has been consistent in developing programmes perceived as relevant to
addressing endemic developmental and security challenges particularly in Ghana and West Africa in
general. Some of the programmes FOSDA has worked on include:

* Peace building, Democracy and Governance

» Sustainable Livelihood

*  Women Economic and Political Empowerment

* Parliamentary Oversight in Governance

* Election and Non-violence in West Africa

*  Community Mobilization for Development

*  Youth Empowerment



1.1 SUMMARIES OF FOSDA’S PROGRAMS
FOSDA has worked through networks, partners and coalitions in the following areas:

1.11

1.1.2

1.13

1.14

Lobbying and Campaigning- FOSDA initiated the campaign for the renewal of the ECOWAS
Moratorium in 2001 and 2004 by mobilizing civil society organizations in West Africa and
other members of the International Action Network on Small Arms (IANSA) to lobby their
governments to support the call for the renewal of the Moratorium for three more years. It
also led civil society activism on the call for the Moratorium to be replaced by a legally binding
“ECOWAS Convention on Small Arms and Light Weapons”, which FOSDA participated in
drafting. The Convention has been ratified and is in force.

In 2022, launched GYDEP 2, a policy influencing driven initiative that is aimed at strengthening
Youth agency in Ghana and West Africa at large. It is specifically focused on issues related to
youth development such as education, employment and health. Under this project, a youth
led regional advocacy and campaign on efficient expenditure in the TVET dubbed ‘My TVET,
My Report was undertaken.

Research and Publications -FOSDA has published two newsletters; ‘Focus on Small Arms in
West Africa’ and ‘The ECOWAS Parliamentarian’. These are the only thematic publications
dedicated to providing research information on small arms and light weapons to the ECOWAS
Parliament in the sub-region.

FOSDA has also released a newsletter on the Women, Peace, and Security (WPS) activity
titled '2022 in Review: Talk Women, Peace, and Security Webinar'. This 2023 newsletter is
dedicated to providing information on each episode hosted thus far, highlighting
recommendations from various topics to improve the WPS agenda.

Peacebuilding Activities- FOSDA’s innovative annual Ride for Peace activity in Yendi,
Northern Ghana was a very successful way of addressing the conflict divides. We organized
an event where communities were teamed up according to district divisions to ensure inter-
ethnic collaboration. This event was supported by peace rallies and attracted over 4000
spectators with regular demands for it to be sent to other conflict hotspots. FOSDA was also
a member of a partnership that was working towards finding a lasting peace in the Bawku
area of the Upper East Region of Ghana.

FOSDA has equipped twenty-nine (29) recipients of the Women Peace and Security Project
titled "Enhancing the Technical Expertise of Women Peacebuilders in Ghana in Mediation,
Negotiation, Community Peace Building, and Mentoring" to be mediators, allowing them to
properly pursue national and international peace processes.

Sustainable Livelihood- In view of the endemic inter-clan and inter-ethnic conflicts that
stifled the development of the Northern Region of Ghana, FOSDA initiated a pilot project on
Arms for Development in the Yendi District with the challenge of introducing the concept of
Arms for Development without threatening the cultural identity of the people. Since 2003
FOSDA has worked in Northern Ghana on promoting human security, especially arms control,
conflict prevention and sustainable livelihoods. Through an inclusive decision making process,
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the beneficiaries of the project areas discussed and came out with a sustainable business plan
for a micro project which FOSDA supported with funding from the Swedish International
Development Agency (SIDA). Adibo and Gbungbalga were selected as the pilot project
communities.

In 2022, FOSDA under its Youth Entrepreneurship Support (YES) pilot project trained Sixteen
(16) Youth Entrepreneurs in Leadership and Entrepreneurship, Design Thinking, Business
Modelling, Business Management for Growth, Financial Management, Digital Literacy and
Marketing, Pitch Deck in the Ashanti Region. Through an inclusive assessment, the
beneficiaries including 5 males and 11 females are equipped to scale up and ensure their
business sustainability through basic business management skills, marking and branding
techniques.

1.1.5 Election Education, Non-violence and Promotion of Good Governance- FOSDA developed a
programme called “Ballots Not Bullets” in 2004 which aimed at encouraging non-violence
during elections. This was an activity to promote democratic governance in Ghana. It has
since become a West African project in which all ECOWAS countries want Ballots Not Bullets
replicated during their elections. So far the campaign for non-violent elections has been held
in Liberia, Ghana and Sierra Leone. The main driver of this component has been the West
African Youth. In 2020, FOSDA, with support from WANEP and the EU under the Election
Management, Analysis and Mitigation (EMAM) project, initiated the Citizen Action for
Peaceful Election (CAPE) Project. The CAPE project was under the flagship ‘Ballots not Bullets’
initiative. CAPE predominantly worked with, and built the capacity of young people from
electoral violence prone constituencies in Ghana, especially in the Greater Accra Region as
Community Peace Activists (CPA) to promote peace in the target constituencies.

In all of the above activities, FOSDA has worked with local government structures, national
and regional organisations, traditional rulers, women’s groups, youth groups, members of
parliament and NGOs locally and internationally.

2.0 NEW THEMATIC AREAS

Since 2002, FOSDA successfully made the issue of Small Arms its main focus where it was
instrumental in creating civil society organisations, in almost all the 15 member states of West Africa,
to fight against the proliferation of Small Arms and to lobby governments to adopt the ECOWAS
Convention that would regulate their use. Thus FOSDA, through research and impact assessment,
has realised that West Africa is fast becoming democratised with most of the civil conflicts dying off.
FOSDA has therefore reviewed its programme and intends to emphasise the promotion of Human
Security through democratic governance which includes the participation of women, youth and
PWDs. Based on this, under the FOSDA 2021-2025 strategic plan, the mission to promote human
security through systematic capacity-development, effective knowledge-sharing, representation and
influencing is focused primarily on Youth Development (GYDEP project); Governance (DRM project)
and Women Economic and Political Empowerment (WPS project).

2.1 Women Economic and Political Empowerment

FOSDA works at various levels to improve the livelihoods of women through economic and political
empowerment. Women form the majority of the beneficiaries of FOSDA's sustainable livelihood
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project in Northern Ghana. During the Ghana 2008 Presidential and legislative elections FOSDA
worked with various women groups to educate women on their civic responsibilitles as citizens and
created the platform for women to demand gender equality in political participation from
candidates. In 2009, FOSDA organized a strategic meeting for women to deliberate on how to
increase the participation of women in decision making following their abysmal performance in the
2008 elections. Subsequent to that meeting, FOSDA implemented a 5-year project which was aimed
primarily at increasing the numbers/representation of women in governance, both at the local and
national level during the 2012 general elections.

Currently, FOSDA is working on its Women, Peace and Security (WPS) agenda hinged on the UNSCR
1325 which is aimed at contributing to women’s equality in the security sector and tackling multi-
dimensional angles of women’s insecurity.

2.2 Youth Empowerment

Our experience as a human security organization has proved that the youth of any community or
nation cannot be left out in the search for sustainable peace and development. Indeed the youth are
the worse perpetrators of violence and crime and at the same time the victims of the same. Almost
all international organizations such as the UN, AU and ECOWAS have come to this realization and
have adopted various chatters, protocols and policies to improve the participation of the youth in
governance.

FOSDA'’S engagement with the youth aims ultimately at promoting peaceful co-existence in target
communities, mostly post conflict or conflict prone, by inculcating a culture of peace in them through
the following activities and interventions:

e Promoting learning and education through the establishment of Learning centres

e Establishing Peace Clubs in Senior High Schools

e Organizing training workshops and debate forums for the youth

e Creating a platform to encourage and train the West African Youth to participate in
Governance

e Promoting peace through fun games such as the annual bicycle riding competition in the
Yendi district of Ghana, popularly known as the ‘Ride for Peace’ Festival.

Our recent project under FOSDA strategic plan for 2021-2025, is the Ghana Youth Development
Enhancement Project (GYDEP) that seek to project young people in the various aspects of national
development. GYDEP has deliberately incorporated GESI-related objectives in its projects and
activities. The following activities under GYDEP have targeted Youth with Disability (YWD) and young
ladies and young men to engage them in societal affairs and systems of power that influence and
determine development, life activities and outcomes:

e Leadership and Gender Analysis training workshops

e Support for female parliamentary candidates in the form of advocacy training and
resource sharing

e Action Research on the Impact of Covid-19 on women and vulnerable groups

e Inclusion project
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e National Dialogue on the Participation and inclusion of YWD in governance and decision-
making spaces
e Sensitization workshop with CSO’s in youth development to discuss YWD inclusion

2.3 Domestic Revenue Mobilization (DRM)

Domestic revenue Mobilization is a project part of FOSDA’s 2021-2025 strategic plan to mitigate the
challenges faced in Ghana’s low tax collection and to develop innovative approaches to improve
transparency and progressivity of DRM. FOSDA and OXFAM are collaborating on this project to
support national tax policy and administration reforms, build capacity for subnational revenue
mobilization and to ensure that revenue management is inclusive. So far, the project has contributed
to the establishment of the DRM Champions (70% of the total number being female); Revenue
Improvement Action Plans (RIAP) for target districts; National DRM Dialogues and pro poor
monitoring activities. Domestic Revenue Mobilization (DRM) is also at the heart of achieving the
Ghana beyond Aid Agenda.
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3.0 RATIONALE OF FOSDA’S GENDER AND SOCIAL INCLUSION POLICY

FOSDA is firmly committed to the principles of human rights and security, peace-building, social
justice and inclusion, and economic and political empowerment for women and other vulnerable
groups. We are strengthening internal mechanisms that are sensitive to, and seek to promote,
gender equality and social inclusion practices within the organization and with other development
partners by implementing the GESI policy. Working with our partners, we create a gender-
sensitive and inclusive environment that responds to the needs and aspirations of the various
organizations. FOSDA is also committed to influencing positive change within partner
organizations by working in a gender responsive and inclusive manner.

This policy is also informed by efforts at the local, regional and global levels to enhance equal and
inclusive access, decision-making, participation and overall well-being of the most marginalized
demographics namely, women, persons with disability and youth.

At the local level, instruments such as Ghana's 1992 constitution, the 1998 Affirmative Action
Framework, the Ministry of Gender, Children and Social Protection (MoGCSP) Gender and
Children's Policy, the Women's Manifesto for Ghana, the Domestic Violence Act, the Ghana
National Action Plan (GHANAP 2), the Disability Act, the National Youth Policy, and the National
Youth Authority (NYA) Act (939) are important informing tools for program initiatives.

At the regional level, The African Charter on Human Rights (ACHPR), the Lagos Plan of Action, the
New Partnership for Africa's Development (NEPAD), and the African Union Agenda 2063 all
provide opportunities for Ghana to pursue gender equality and social inclusion in its
development efforts.

The Sustainable Development Goals (SDGs), the Beijing Platform for Action (BPfA), the Vienna
Declaration on Human Rights and the Convention on the Elimination of All Forms of
Discrimination Against Women (CEDAW), the United Nations Security Council Resolution
(UNSCR) 1325, UNSCR 2250, and the UN Convention on the Rights of Persons with disability
(CRPD) provide broad frameworks for pursuing gender equality and social inclusion on a global
scale.
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4.0 PRINCIPLES
FOSDA takes a mainstreaming approach to promoting Gender Equality and Social Inclusion in
order to drive long-term transformational development in the organization and the nation. The
approach is guided by the following principles:

1.

A strong GESI policy environment is critical for driving the change process and creating the
conditions for a respectful, courteous, fair, and diverse culture within the organization's core.
GESI is accountable for equitable programming aimed at supporting women, persons with
disability (PWDs), youth, and people living in poverty, as well as challenging gender inequities
and inequalities at all levels.

Programs and projects that use GESI responsive mechanisms and vulnerability analysis
produce benefits that are critical to program growth, empowerment, and the well-being of
the vulnerable/marginalized.

Evidence-based research that generates gender-disaggregated data and investigates specific
spaces of advantage or disadvantage for policymakers is critical for policy influence and
programming toward equitable access.

Government accountability should be concerned with factors such as economic growth,
gender equity, and social inclusion.

5.0 GOAL, AIM AND OBIJECTIVES

The GESI Policy aims to promote gender equality and inclusion within FOSDA in its interactions with
various audiences, as well as among program beneficiaries and partners. Its goal is to increase
knowledge and expertise in integrating GESI considerations into daily operations of a workday,
policymaking, program planning and implementation, and monitoring and evaluation.

FOSDA is committed to instilling its policies and programs to achieve gender equity and social
inclusion in access and benefits as part of its efforts to support independent research and advocacy
for programming with a GESI lens. As a result, we pursue a vigorous GESI mainstreaming agenda to
ensure that program support reaches target beneficiaries equitably. We do so by ensuring that:

All decision—making and programme activities reflect, represent and promote gender
equality and social inclusion goals.

Programme support is accessible and benefits both staff and partner organizations.
Beneficiary partners are supported to pursue their self-determined gender equality activities
and goals as well as other social inclusion advocacy interests.

Gender sensitive and inclusive environments are created for the promotion of GESI in the
Programme and its relations with various partners and collaborators.

Common grounds exist for understanding and promoting GESI within the organization and
among partners.

Equal opportunities exist for accessing resources.

Gender and inclusion issues are integrated in monitoring and evaluation processes
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6.0 PRIORITY AREAS

6.1 Program Planning & Implementation

FOSDA will consult her partners and staff to identify relevant projects for implementation in
communities. FOSDA will be proactive in including GESI analysis in the consultation processes. A
checklist of gender and social inclusion issues should be developed to ensure an objective GESI
analysis in the consultation process.

A GESI checklist is to be developed based on the type of program or project being implemented,
taking into account the different and specific needs of beneficiaries, and partners from the beginning
of the project to end. See examples of checklists in tables below:

GESI CHECKLIST EXAMPLE 1

ITEM STAGE OF IMPLEMENTATION

Needs assessment of the different groups to be | Program planning
engaged

Outcomes to be expected from engaging each | Program planning
group

Child friendly spaces or spaces for specific focus | During the program implementation
groups

Beneficiary feedback mechanism with a focus | Monitoring and Evaluation
on women and people from vulnerable and
excluded groups

EXAMPLE 2: GESI-Assessment Scale

GESI Unequal: perpetuates gender and other forms of inequality by reinforcing unbalanced normes,
roles and relations.

GESI Blind: Does not consider gender and other forms of inequality.

GESI Sensitive: Considers gender and other forms of inequality but takes no remedial action to
address it.

GESI Specific: Considers gender and other forms of inequality and takes remedial action to address
it but does not change underlying power relations.

GESI Transformative: Addresses the causes of gender-based and other forms of inequality by
transforming harmful norms, roles and relations through the inclusion of strategies to foster
progressive changes in power relationships.

TABLE 2: from the THET GESI toolkit for health partnerships
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6.2 Technical Expertise
Specific Needs assessment will be conducted to ensure the development of appropriate training
packages for staff to build their capacity to enable them mainstream gender in their work.

FOSDA will designate a capable GESI Officer who will facilitate capacity building of other staff on
gender and social inclusion issues. This will enable them adequately undertake gender and social
inclusion analysis of all programs.

FOSDA will adopt GESI sensitive budgeting analysis to ensure that enough financial resources are
allocated for building the capacity of staff on GESI issues. Budget allocation will include training
programs on GESI issues, workshops and seminars (both nationally and internationally) to ensure
that staff are aware of the contemporary GESI issues which should be included in advocacy programs.

FOSDA will embark on periodic gender and social inclusion sensitization and skills building initiatives
with the view to enhancing the capacity of programme staff and partners.

6.3 Staff Development

In accordance with its GESI commitments, FOSDA will ensure that staff or human resource
development initiatives address the needs of men and women, young and old, disabled or not, in an
equitable manner. FOSDA will also encourage and support interested partners to foster equal
opportunities in staff development in their organizations.

Staff recruitment will include a capacity building program through induction, exposure visits and
other training opportunities to equip the staff with relevant skills to grow into the organization. A
conscious effort will be made by the Executive Director and Board members to ensure that more
female staff are recruited. In cases where it is difficult to find female staff with the required skills to
occupy a position in FOSDA, affirmative action will be employed to recruit female staff that may have
the interest to work on a particular post. Such staff will be encouraged to undertake training and
skills-building programs that will bring her up to the required skills needed for the particular tasks of
the job.

Recruitment of female staff or transfers of female staff to other locations should consider family
issues and wherever possible, spouses should be consulted to ensure that there is understanding
between the female staff and the spouse with regards relocation. Similarly, male staff that may be
relocated should have their wives /partners consulted to ensure same.

Staff members who work in locations where their families do not reside should enjoy paid periodic
long weekends once every two months in order to visit families. Such weekend may be taken from
Friday to Monday where staff travels in and out of office location to visit their families. Such long
weekends may be accumulated over a period of six months and taken retroactively.
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Female staff who qualifies for a job after satisfying interview requirements but who may be pregnant
at the time of the interview or immediately after the interview, will have her position reserved until
her delivery period when she resumes the post. A temporal staff may therefore be hired pending
the assumption of duty of the successful female applicant.

A female staff who may find herself pregnant immediately after assumption of duty without having
spent twelve calendar months in FOSDA should benefit from a normal maternity leave and ante-natal
health care without any impediments.

Statements that encourage and motivate prospective female candidates and persons with disability
will be used in the advertisements of FOSDA’s vacant positions.

6.4 Technical Expertise
A needs assessment of GESI training will be conducted to ensure the development of appropriate
training packages for staff to build their capacity to enable them mainstream gender in their work.

6.5 Partnerships

FOSDA will collaborate with those organizations that believe in gender equality and social inclusion.
In a situation where there is an absolute need to collaborate with organizations that do not reflect
or believe in GESI, FOSDA will build their capacity within the first few months of their collaboration
to ensure that they mainstream gender in their organizations. If the said organization(s) does not
want to mainstream GESI in its activities, FOSDA will be obliged to terminate the collaboration.

FOSDA will develop capacity building programs that will address strategic empowerment needs for
both the direct and the indirect beneficiaries of their programs.

6.6 Monitoring and Evaluation

FOSDA will develop an appraisal system that rewards hard work and commitment to duty, respect
and adherence to organizational policies and principles. Such rewards could easily facilitate the
ascendance of junior and female staff to positions of higher responsibility.

6.7 Organizational Culture

FOSDA will maintain an organizational environment that will enable both women and men staff to
perform and achieve their best in their respective roles. The terms and conditions of service will be
such as to enable all staff to contribute in the most effective ways towards the realization of the
vision and mission of the organization. FOSDA will promote conductive working relationships that
foster equitable access to resources and support services. A GESI sensitive environment will promote
zero tolerance for all forms of gender based discrimination.

6.8 Harassment

In the pursuit of a GESI organizational climate, FOSDA will ensure that no staff or client is subjected
to any form of harassment such as intimidation, abuse of power (dismissals, delayed or denied
promotion, denied opportunities, misuse of office/ work hours), verbal abuse (used of sexually explicit
language, soliciting, insults), rape, and sexism (inappropriate body language, language, attitudes and
dealing). No staff shall be placed in a vulnerable position that compromises on the bodily integrity
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and human rights on the basis of their sex/gender. Appeals and complaints mechanisms will be
established within FOSDA to protect vulnerable individuals and groups.

6.9 Governance Structures

The governing structures of FOSDA will reflect GESI in representation, leadership and sensibilities.
Special efforts will be made to ensure that, women who are mostly disadvantaged are included in all
the governing structures within FOSDA and partner organizations.

6.10 Resources

FOSDA'’s administrative mechanisms will ensure gender equitable access to, control over resources
and benefits and support services. Female and male staff will have equal access to basic resources
for the accomplishment of their tasks, roles and responsibilities within the organization and in
furtherance of their work outside the organization. FOSDA will work to ensure that its relevant
human and material resources are accessible and beneficial to all staff and partner organizations.

6.11 Monitoring and evaluation

GESI indicators will be applied in all internal and external monitoring and valuation systems. All
assessment tools will include GESI indicators. All assessors of programs, internal and external, will
have to demonstrate knowledge and skills in the use of gender indicators. Annual gender audits will
be conducted in the organization to track ongoing efforts. Such efforts may be extended to partner
organizations to ensure coherence and adherence to core values which include gender sensitivity.

A GESl indicator is an indicator that measures gender equality and social inclusion directly (mostly
quantitative) or is a proxy /indirect for gender equality and social inclusion (mostly qualitative).
Direct Indicators are formulated primarily for countable facts or states of affair such as outputs or
easily measured results.
Indicators which can act as a proxy for gender equality and social inclusion include indicators which
look at different ways in which gender inequality and discrimination manifests, through for
example: access to resources, distribution of labour/ roles, norms and values, and autonomy and
decision-making. They can refer to judgements and perceptions.
Examples of quantitative indicators as follows:

e Proportion of leadership positions within organisation held by women.

e Proportion of assessments that engage community members

e Proportion of PWDs having access to services rendered
Examples of qualitative indicators as follows:

e Increases in women's levels of empowerment or in attitude changes about gender equality
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7.0 IMPLEMENTATIONS STRATEGY

In line with its commitment to GESI as well as national, regional and global frameworks, FOSDA will
be guided by its GESI commitments in the pursuit of following:

Policy issue

Strategy

Responsibility

Support for gender equality
and social inclusion work

Acknowledge, encourage and
support work that addresses the
similarities and differences
between women and men,
(young or old; disabled or not) in
their development needs,
aspirations and challenges.

e Subject all applications to
GESI review

o Apply a GESI checklist in
various decision-making
processes

e Use GESI expertise to guide
programming initiatives

e Encourage the use of GESI
disaggregated data in all
manner of reporting

e Support periodic GESI
reviews of FOSDA’s
programs.

Senior

Management

Team (Executive
Director, Program
Coordinators,
Supervisors/Section
/Departmental Heads

Policy issue

Strategy

Responsibility

Decision-making

Encourage and facilitate processes
using Affirmative

Action/Positive

Discrimination) to increase
women’s participation in the
governance structures.

o Seek and use GESI expertise
in decision making and
strategic initiatives

e Use GESI checklist and other
tools to guide decision —
making processes

¢ Involve GESI specialists in
decision —making processes

e Encourage and support
women’s participation in
governance systems in and
partner organizations.

SMT, BOD
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Policy issue

Strategy

Responsibility

Programming

Organize programs that
encourage beneficiaries and
partner organizations to engage
and promote gender equality
and social inclusion work in their
organizations.

¢ Annual General Meetings to learn
and share experiences

e Regional/Sectoral fairs and
learning and sharing programs
(exhibitions/excursions, etc)

e Special GESI events

SMT, Staff,
Partners and
Beneficiaries

Policy issue

Strategy

Responsibility

Partnership

Encourage partnership/
collaboration comparing and
sharing among GESI- and non-
GESI focused organizations
toward mutual and collective
benefits.

e Support GESI work that draws
from collaboration within and
partner organizations
community

e Encourage and facilitate inter-
sectoral programs that draw on
internal gender expertise among
staff and partner organizations

o Seek technical advice from
collaborating gender focused
CSOs and partner organizations.

SMT, Staff and

partners.

Policy Issue

Strategy

Responsibility

Capacity —Building
Develop tools and packages
that will ensure that staff
have the appropriate
expertise to address GESI
issues in the organization

Organize periodic sensitization
campaign among staff, partners and
beneficiaries.

Extend GESI expertise to partner
organizations whenever necessary
Promote network activities among GESI
focal persons

Encourage the development of, and
support proposals that include capacity
building in GESI

New employees and consultants will be
required to demonstrate GESI
knowledge and skills

SMT/ Staff, BOD
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New employees and consultants would
be handed and briefed on GESI policy
and checklist

Periodic refresher GESI workshops and
sharing for a will be organized for staff
and partners

New programme proposals and initiative
will incorporate GESI commitments.

The programme will be subjected to
periodic GESI reviews to reflect GESI
commitments.

Policy Issue

Strategy

Responsibility

Budgeting/Resource
Allocation

Resources will be allocated
during budgeting for GESI
work

A GESI checklist will be applied in decision
making regarding project and program
funding

A proportion of support resources will
target Gender Equality (GE) and Women'’s
Rights.

Partner organizations that are GESI
focused will be supported to implement
GESI programs as part of its commitment
to gender equality and social inclusion.

SMT, BOD,
Partners/Staff

Policy issue

Strategy

Responsibility

Monitoring and Evaluation

To ensure, promote and
support its GESI
commitments, FOSDA will
institute and pursue
measures that will enable it
to track and assess its
progress and performance as
well as extend such support
to interested partners on
demand.

Appropriate mechanisms will
be instituted to promote
equal opportunities for all
staff and partners.

Develop and apply GESI indicators in
assessments

Conduct periodic GESI audits of the
organizations to assess gaps and
challenges faced in order to propose
alternative solutions.

Extend in-house expertise for monitoring
funded programs on GE and / or WR as
well as social inclusion

Employment of GESI disaggregation of
data in reporting systems

Apply the GESI responsiveness checklist
as a guiding tool in relevant initiatives.
Use of participatory and transparent
strategies in decision — making
Engender seminars, lectures and
conventions for continuous capacity-
building and education

SMT/Funding
Partners
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¢ Include GESI specialist in PMT with GESI
oversight responsibility.

e Open channels for complaints and
appeals on exclusion as well as gender-
based discrimination and sexual
harassment

e Use of Checklist to guide staff and
collaborators.

e Staff should be availed with guiding
documents

e (Checklist, GESI Policy, Terms and

¢ Conditions of Service, Human Resource

e Policy/Strategy)

8.0 INDICATORS FOR GENDER RESPONSIVENESS IN FOSDA

Policy Issue Verifiable indicators Assessment
Organizational Culture * Sexual e Women and men (young or old; disabled or
Harassment not) feel safe in the workplace
policy is in . .
I g e Channels exist for reporting harassments
n . .
placea e Appeals mechanism exist for GESI concerns
adhered to. . , . .
] e Spaces exist for women's and men's unique
e Safeguardin
Policy is in needs
g ¥ e Men's and women's efforts are valued
in place and Men and women receive equal pay for
[ )
adhered to. quatpay
equal valued work
Decision-making e Goal, vision, e GESI considerations are part of decision-
mission and/or making
Mandates include GESI and objective include e Women are represented in decision-making
women's rights commitments GESI statements. structures
e Human Resource e Women’s and men's (young or old; disabled
Policy includes or not) issues are considered in decision-
GESI statements. making
e Women's leadership is encouraged and
supported
e Decisions address GESI differentials in
benefits/outcomes
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Sexual
Violence/harassment is
provided for in Policy

GESI sensitive organizational culture
is prevails

Men's and women's (young or old;
disabled or not) efforts are equally
valued and appreciated
Mechanisms exist for reporting and
addressing harassment cases
Spaces exist for women's and men's
unique essential needs

Gender and social stereotyping is
discouraged

Zero tolerance for sexism and sexist
behaviour/utterances

There is support for women's
reproductive needs/burdens

Organizational resources benefit
men and women equally

Provisions made for
initiating affirmative
action

Male and Female (young or old;
disabled or not) staff have access to
requisite resources for their work
Historical gaps between men and
women considered in distribution
Resources address the
unique/essential needs of men and
women

Provisions exist for reproductive
needs

Programme
Activities

Make GESI

analysis a
requirement

in programme

cycle

Provide for

the targeting

of women

Identify areas of
women's involvement
Address

historical

gender gaps
Programme support
furthers gender equality
and women's rights.
Gender equality and
women's rights

Areas of men's and women's (young
or old; disabled or not) participation
clarified

Safe spaces are created for men
and women to share their
experiences.

Programs make the best of men's
and women's experiences.

Men and women have equal
chances of involvement in
programs.

Women's work and time burdens
are considered

Address areas of historical gender
gaps

Benefit men and women equitably
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e organizations
benefit from’s
work

Women and men are active participants
(young or old; disabled or not)

Men and women have equal chances of
participation

Men and women equitably represented
Periodic fora for women only exist
Women's and men's unique
needs/challenges are targeted

Sex differentials in impact are considered
and addressed

GESI Indicators are applied in programme
support.

Budgeting

Funding of partner’s
programs demonstrate
efforts toward gender
equality and/or rights

Proportion of requested funds target
GESI work

Provisions exist for targeting women in
programme activities

Women involved in organizational
management Women and men
equitably represented in staffing
Programming partnership between
mainstream and GESI organizations
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Human Resources Development

e Gender equality
and social
inclusion is an
essential part
of mandate

e Mission, vision
and/or goals
articulate GESI
statements.

e Thereis a GESI
policy

e Human resource
policy is gendered
with social inclusion
dynamics

e Provisions exist for
initiating affirmative
action

Men and women (young or old; disabled or
not) staff have equitable access and control
of resources

Men and women staff have the requisite
resources for their work

Female and male staff have their unique
essential resource needs met

Monitoring and Evaluation
System is GESI sensitive

All reports include GESI
components

Organizational data are
disaggregated by sex.

GESI analysis is integral to
assessments

GESl indicators are included in
criteria and mechanisms

Periodic GESI audits are conducted
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9.0 APPENDICES
9.1 APPENDIX 1

9.1.0 GENDER TERMINOLOGIES

9.1.1 Sustainable development

Seeks to bring about growth without destroying the future and lay a foundation for the gains or the
improvements to continue, correct and renew itself. It includes (a) the management of the use of
natural resources (timber, soils, mining etc. (b) the development of institutions to manage and
coordinate the process; and (c) the human individuals and societies to fill and benefit from these
institutions.

9.1.2 Gender

Gender is a reflection of the societal expectations of a man or a women; the implications of being a
man or a woman in relation to society’s beliefs, traditions customs and practice. It has been
described as the process by which individuals who are born into biological categories of male and
female become the social categories of men and women through acquisition of locally defined
attributes of masculinity and femininity (Kabeer 1990).

Gender perceptions influence the social and economic arrangements for relationships between men
and women. It is how society allocates work roles, status to men and women based on its values and
conveys this through its norms and practices. Gender arrangements influence men women’s
experiences, roles responsibilities, opportunities, appropriate interests and expected achievements.

Gender is therefore different from sex; sex is the biological difference and physical characteristics
men and women are born with, sex gives the basis for what is involved in being a man or a woman,
however, social and cultural values, customs and processes shape gender arrangements, patterns
and issues. The impact of gender on the opportunities and expectations of a man or a woman are
further influenced by factors such as age, ethnic origin, religion, socio-economic class, education and
political affiliation.

9.1.3 Equality

Equality is about creating a fairer society where everyone can participate and has the opportunity to

fulfil their potential (CILIP Equal Opportunities and Diversity Strategy p.1)

Equality is a matter of human rights and a condition for social justice and is also a necessary and
fundamental pre-requisite for equality, development and peace (Beijing Declaration and Platform of
Action: Mission Statement: para. 1)

Legislation and policies assume that individuals in society are treated equally, remunerated equally
for work of equal value and have equal opportunities to develop and take advantage of available
goods and services. However, this may not be the case. The equitable impact of development
initiatives depends on the ability of the beneficiaries to be able to make the best of the opportunities,
given their circumstances.
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9.1.4 Gender Equality

Gender equality requires equal enjoyment by women and men of socially- valued goods,

opportunities, resources and rewards. Gender does not mean that men and women become the

same, but that their opportunities and life chances are equal. (OECD — DAC: 13)

Gender equality is the absence of discrimination on the basis of a person’s sex in opportunities, in the
allocation of resources and benefits or in access to services. (WHO Gender Policy: 1)

9.1.5 Social Inclusion

A way to address inequalities- rebalance the unequal power relations, reduce disparities, ensure equal
rights and opportunities, and respect all individuals regardless their identity (In the case of FOSDA
identity here refers to age, ethnicity, religion, gender, disability, race and class).

Social inclusion is defined as the process of improving the terms of participation in society, particularly
for people who are disadvantaged, through enhancing opportunities, access to resources, voice and
respect for rights.

9.1.6 Equity

Equity is often defined as a process toward equality. Equity then becomes an instrument or tool for
reaching equality. Hence, there is a means —end relationship. Equity is viewed as a process, a means
to reaching and end, equality. This process approach to defining equity and equality introduces
another dimension to the concept of equity; as implied or implicit in equality (....) equity is about fair
treatment in order to reach equality. Equity seeks accountability of historical and social
disadvantages that create inequality. By recognizing such disadvantages and responding to them
fairly one is likely to approximate and eventually reach equality. (Pusigah 2007)

Inequities may be perceived where an individual is seen to have to put in more effort or inputs to
achieve the same results; or is seen as inadequately positioned to achieve the desired results.

9.1.7 Gender equity

Gender equity refers to fairness and justice in the distribution of benefits and responsibilities
between women and men. The concept recognizes that women and men have different needs and
power and that these differences should be identified and addresses in a manner that rectifies the
imbalance between the sexes. (WHO Gender Policy: p.1)

9.1.8 Equal Opportunities

Equal opportunity is about having the same life chances, possibilities and capabilities. It is about the
existences of conductive environments and fair playing fields for competing at the same level. It
presupposes the absence of undue barriers that block opportunities and possibilities and capabilities
for reaching self- determined goals and for realizing one’s potentials.

9.1.9 Mainstreaming

Mainstreaming requires change at different levels, within institution, in agenda setting, policy
making, planning, implementation and evaluation. Instruments for the mainstreaming effort include
new staffing and budgeting practices, training programs, policy procedures and guidelines (IDS,
University of Sessex, 1997)

9.1.10 Gender and Social Inclusion (GESI) Mainstreaming
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This is the recognition of and integration of gender and social inclusion concerns into all national
policies, programs, plans, objectives, activities projects, structures, systems, monitoring and
evaluations. The intention of GESI mainstreaming is to bridge existing gaps and to ensure equitable
and sustainable development. Mainstreaming GESI is both a technical and a political process which
requires shifts in organizational cultures and ways of thinking, as well as in the goal, structures and
resource allocations. This should entail women- focused and institution — wide GESI programs.

9.1.11 GESI Organizations
Organizations whose vision and mission is to promote gender equality and /or women’s rights as well
as social inclusion.

9.1.12 Equitable Development

Equitable development is development in which each and every party (individuals and groups) enjoy
similar benefits while respecting and giving due value to their differing characteristics and
circumstances.

9.1.13 GESI Analysis

The examination of how a policy, program, situation, event, or activity affects the needs,
opportunities, situation, or constraints of either gender, taking age and disability into account. Every
policy and program must be examined in order to make provisions for these consequences as a matter
of course. It is an examination of the effects that policies, programs, and projects can have on both
men and women.

9.1.14 GESI Awareness

GESI awareness is the recognition that policies and programs can have a different impact on men
and women because of gender roles, age, disability, perceptions and arrangements. GESI awareness
allows for the appreciation of:

* Patterns and opportunities of participation of various people;
* The specific needs and problems of men and women taking into account age and disability;
* Dynamics and relationships; and

* The formulation of appropriate interventions.

9.1.15 Gender Concern

Needs men or women may have because of their different gender roles and division of labour e.g.
Women’s needs arising from their work in the home therefore their greater interest in child care
centres or priorities.

9.1.16 Gender Discrimination

Differential treatment given to girls and women as compared to the treatment given to boys and
men. It is the different treatment given to one gender as compared to the other. “Any distinction,
exclusion or restriction made on the basis of sex which has the effect or purpose of impairing or
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nullifying the recognition, enjoyment or exercise by women of human rights and fundamental
freedoms in the political economic, social, cultural, civic or any other field”. (CEDAW)

9.1.17 Social exclusion

Social exclusion describes a phenomenon in which individuals are unable to participate fully in
economic, social, political and cultural life, as well as the process leading to and sustaining the state,
organization or institution.

9.1.18 Gender Division of Labour
The way society divides work for men and women according to what is considered suitable or
appropriate. Separate categories of activities carried out by men and women. The division of labour
differs depending on the society.

9.1.19 Gender Gap

A difference in any aspect of the socio-economic status of women and men. It is not just a male-
female gap because it is not biologically based. It is a gap that arises from the different roles and
social location of men and women.

9.1.20 Gender Issues

A gender issue is one that arises out of differential treatment or experiences, positive or negative due
to the individual’s gender status, role or division of labour. Gender issues must be understood within
the context of social norms, values and practices that have arranged and reinforced how men and
women are perceived.

9.1.21 Gender Stereotyping
When people in society consider certain characteristics and behaviours they have come to expect of

II'

men and women to be “natural” or generally applicable to a sex. Stereotyping results in confusing

what is believed to be natural with what is expected of individuals in their gender roles.

9.1.22 Positive/Affirmative Action

Positive or affirmative action involves measures aimed at closing the gap between groups of people,
some of whom are perceived to be disadvantaged vis-a-vis others due to social, historical, ethnic,
cultural, economic or political factors. Positive action for closing gender gaps would therefore aim at
bridging social differences between men and women. The measures are temporary, meant to address
direct and indirect consequences of past discrimination and at creating new practices, which will
ensure equal treatment and opportunity. Positive action measures are therefore developed within
a time frame with specific objectives and targets.

9.1.23 Practical Gender needs

They are needs shared by all household members yet identified specifically as practical gender needs
of women, as it is women who assume responsibility for meeting these needs. They may include,
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water provision, health care, income earning for household provisioning, housing and basic services,
family food provision

Practical gender needs:

* Are aresponse to an immediate perceived necessity.

*  Are formulated from concrete conditions.

* Are derived from women’s position within the gender division of labour (i.e. the women’s role).
* Do not challenge the subordinate position of women although they arise out of it.

* Are needs mainly arising from and reinforcing women’s reproductive and productive role.

9.1.24 Strategic gender needs

These are formulated by an analysis of women’s subordination in society.

*  When addressed, they should lead to the transformation of the gender division of labour
* They challenge the nature of the relationship between men and women;
* They aim to overcome women’s subordination

Strategic gender needs may include:

eAbolition of sexual division of labour.

e Alleviation of the burden of domestic labour and child care

*The removal of institutionalized forms of discrimination such as rights to own land or property
eAccess to credit and other resources

eFreedom of choice over child bearing

eMeasures against the male violence and control over
women.
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