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GLOSSARY OF CONCEPTS AND TERMS 
 
 

SEX 
 
Sex refers to the biological characteristics that define humans as female or male.  These sets of 
biological characteristics are not mutually exclusive as there are individuals who possess both, 
but these characteristics tend to differentiate humans as males and females (WHO).  
 
It is determined by genetic and anatomical characteristics.  As a biological reality, it is the 
material basis for the social construction of gender categories/characteristics, the reason for the 
articulation of a sex-gender system. 
 
GENDER 
 
Gender refers to the array of socially constructed roles and relationships, personality traits, 
attitudes, behaviors, values, relative power and influence that societies ascribe to the two sexes 
on a differential basis. It is culturally and historically constituted where females and males 
acquire gender identities which correspond to socially and normatively defined notions of 
femininity and masculinity. Each sex behaves according to this identity and expected to perform 
social roles and tasks assigned to it.  Our gender identity determines how we are perceived and 
how we are expected to think and act as women and men, because of the way the society is 
organized. 
 
The experiences of being female or male differ dramatically from culture to culture.  While there 
is a sense of universality in biological sex differences, there is variability in socially constructed 
gender differences. There is diversity in what constitutes feminine behavior and masculine 
behavior across cultures and within cultures, across time periods and within single generations. 
Gender is learned, changes over time and varies widely within and across cultures. It is 
relational and refers not simply to women or men, but to the relationship between them. 
 
GENDER-SEX SYSTEM 
 
It is the institutionalized unequal power relations between men and women, grounded on the 
concept of sexual division of labor that perpetuates the subordinate position of women vis-à-vis 
men in many societies. 
 
GENDER DIFFERENTIATION 
 
Gender differentiation refers to the differentiated social roles, behaviors, activities and 
responsibilities, capacities and intellectual, emotional and social characteristics attribute by a 
given culture to women and men.  It is a product of culture and society determines the different 
functions and roles assigned to women and men, and in most instances, this is based on the 
notions of sexual differences. 
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GENDER IDEOLOGY 
 
It encompasses the realm of meanings that defines the roles women and men play within 
society.  It is the lived experience of women and men as individual subjects that are produced 
and reproduced within this experience.  However, ideology does not simply happen.  A 
dominant ideology of what is normal, natural and desirable is intertwined with the dominant 
interests within the social system.  The ideology of gender involved the assignment of 
appropriate roles for women and men within the household and outside of it. A hierarchical 
gender ideology is reproduced by means of stereotypes, compensation, and collusion. 
 
GENDER SUBORDINATION 
 
Gender subordination is shaped by the dominant socio-cultural perspective that supports and 
justifies differentiated and unequal masculine-feminine roles.  Since it is grounded in 
differentiated sexual roles, it is not biologically determined, therefore changeable. 
 
GENDER RELATIONS 

 
These are the social relationships between women and men.  It is concerned with how power is 
distributed between the sexes.  They create and reproduce systemic difference in women’s and 
men’s positions in a given society.  They define the ways in which responsibilities and claims are 
allocated and the way in which each is given a value.  Gender relations vary according to time 
and place, and between different groups of people. They also vary according to other social 
relations such as class, race, ethnicity, disability. 
 
GENDER EQUALITY 
 
Gender equality entails the concept that all human beings, both women and men, are free to 
develop their personal abilities and make choices without the limitations set by stereotypes, 
rigid gender roles, or prejudices.  Gender equality means that the different behaviors, 
aspirations and needs of women and men are considered, valued and favored equally.  It does 
not mean that women and men have to become the same, but that their rights, responsibilities 
and opportunities will not depend on whether they are born male or female. 
 
GENDER EQUITY 
 
Gender equity means fairness of treatment for women and men, according to their respective 
needs. This may include equal treatment or treatment that is different but considered 
equivalent in terms of rights, benefits, obligations, and opportunities.  In the development 
context, a gender equity goal often requires built-in measures to compensate for the historical 
and social disadvantages of women. 
 
Gender injustices – discrimination, violence, double burden, stereotype, and domination that 
leads to subordination and marginalization 
 
GENDER JUSTICE 
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Aims to eradicate the pervasive and differential treatment of women and men to result in a 
favorable burden-sharing; ensures equitable distribution of resources and removes imbalances 
in rights and entitlements to one gender at the disadvantage of the other, which is endemic to 
all cultures and societies. 
 
GENDER ANALYSIS 
 
Gender analysis is a systematic way of looking at the different impacts of development, policies, 
programs and legislation on women and men that entails, first and foremost, collecting sex-
disaggregated data and gender-sensitive information about the population concerned.  Gender 
analysis can also include the examination of the multiple ways which women and men, as social 
actors, engage in strategies to transform existing roles, relationships, and processes in their 
own interest and in the interest of others. 
 
Gender analysis explores and highlights the relationships of women and men in society, and the 
inequalities in the relationship by asking: where are the women?  where are the men? who does 
what?  who has what? who decides? who participates? how? Gender analysis looks at how 
power relations within the household interrelate with those at the international, state, market 
and community level. 
 
GENDER (or SEXUAL) DIVISION OF LABOR 
 
In all societies, women and men are assigned tasks, activities and responsibilities according to 
their sex.  The gender division of labor varies from one society and culture to another, and 
within each culture, it also changes with external circumstances and over time.  Different values 
are ascribed to women’s tasks and men’s tasks.  More often, gender power relations are 
skewed in favor of men. 
 
There are two general distinction of work done by men and women.  These pertain to 
productive work and reproductive work. 
 

Production – This included the production of good and services for income or 
subsistence.  It is the work which is mainly recognized and valued as work by individuals 
and societies, and which is most commonly included in national economic statistics.  
Both women and men perform productive work, but not all of this is valued or rewarded 
in the same way. 
 
Reproduction – This encompasses the care and maintenance of the household and its 
members, such as cooking, washing, cleaning, nursing, bearing children and looking 
after them, building and maintaining shelter.  This work is necessary, yet is rarely 
considered of the same value as productive work.  It is normally unpaid and is not 
counted in conventional economic statistics. It is mostly done by women. 

 
GENDER MAINSTREAMING 
 
Gender mainstreaming is the process of assessing the implications for women and men of any 
planned action, including legislation, policies or programs, in any area and at all levels.  It is a 
strategy for making women’s as well as men’s concerns and experiences an integral dimension 
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in the design, implementation, monitoring and evaluation of policies and programs in all 
political, economic and social spheres, such that inequality between women and men is not 
perpetuated. 
 
It evolved as a primary mechanism to integrate gender into development policies, programs 
and projects. It is considered both a strategy and agenda in addressing underlying inequities 
between women and men.   
 
Recently, current approaches on gender mainstreaming have been widely criticized because 
they have depoliticized gender. Gender has been reduced into a “technical construct,” thus 
losing its transformative agenda of gender, the primary imperative and the driving force 
underlying gender mainstreaming. 
 
 
 
References/Sources: 
 
Eviota, Elizabeth.  The Political Economy of Gender: Women and the Sexual Division of Labor in 
the Philippines. London: Zed Books, 1992. 
 
March, Candida, et. al.  A Guide to Gender Analysis Frameworks.  Oxfam BG, 1999. 
 
Tong, Rosemarie. Feminist Thought: A Comprehensive Introduction. Colorado: Westview Press, 
Inc., 1989. 
 
Trainor’s Handbook for Gender Trainings.  Oxfam GB, 1997. 
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PART I 
INTRODUCTION 

 
 
1.  BACKGROUND AND RATIONALE 

The NGO Forum on ADB (FORUM) is an Asian-led network of non-government and community-
based organizations, which focuses on amplifying critical issues related to the Asian 
Development Bank's (ADB) policies, programs, and projects that impact on life forms, resources 
and local communities.  It started as a loose network of civil society groups, then calling itself 
as the NGO Working Group on the ADB in 1992, which mounted campaign actions to challenge 
the ADB and the consequences of its programs and projects to poor and indebted countries. 
From a loose network, it evolved into an independent organization and was legally incorporated 
in the Philippines in May 2001. It’s current thrusts include the following: 1) stimulate public 
awareness and action, 2) provide a venue to develop a consensus on the overall strategy on its 
ADB campaign, and 3) sharpen public debate and understanding of the ADB program and 
projects in the Asia-Pacific region.  

Since 1992, network membership has grown and now boasts of more than fifty (50) members 
from Asia and the Pacific, Europe, Japan and the United States of America, all working  actively 
in policy and project campaigns on the environment, livelihood and social justice and assisting 
local communities bring their issues to the attention of the ADB.  

Given the strategic niche and the success of the advocacy work of the Forum, bringing out the 
‘gendered’ impacts of ADB programs and projects, however, remains a challenge. Various 
researches and case studies have revealed that economic restructuring is not gender-neutral or 
genderless that further reinforces gender-blind economic policies. Structural adjustment policies 
imposed by international financial institutions on poor and developing countries have 
particularly negative impacts on women (e.g. women’s unpaid labor, removing food subsidies). 
Specifically for the ADB, their support to destructive development projects such as in natural 
resource extraction (e.g. industrial plantations, mining, dams, mega energy projects, etc.) had 
resulted to adverse impacts, on the lives and livelihoods of people in the community, but more 
so on women.  

Recognizing the ‘gendered’ impact of the ADB projects and policies and aware of its strategic 
role as a broad network that aims to catalyze change to support local communities and mobilize 
its alliances at the regional/international and national levels, the Forum is committing to explore 
ways on how gender is significantly and critically integrated into its work. 

Gender Mainstreaming Program 

Gender Process Facilitators 
 
A team of two women activists were contracted out as Gender Process Facilitators to focus on 
the task of initiating the process of gender mainstreaming within the Forum.  These are Jo 
Villanueva and Judy A. Pasimio, both coming from Legal Rights and Natural Resources Center 
(LRC-KSK), one of the founding members of the NGO Forum.  Apart from their knowledge and 
experience on the field of gender and women human rights, their familiarity and involvement 
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with the advocacies as well as structure of the Forum lent a positive contribution to the work at 
hand.  

Two Phases of the Program 

The first phase primarily focuses on identifying existing initiatives, examining gaps, mapping 
needs and concrete recommendations in integrating gender within the network. This period will 
also serve as an introductory phase to introduce gender and the imperative of gender 
mainstreaming within the network. 
 
During this phase, the key activities were – 
 
:  drafting of the concept paper that will outline the program for gender mainstreaming within 
the Forum 
:  conducting of gender audit, which included the following:  

- conduct of gender survey among NGO Forum members and the secretariat  
- review of internal policies, systems and processes 
- content analysis from a gender perspective of  key publications, advocacy papers,  

campaign paraphernalia and website 
- conduct key informant interview and/or focused group discussion with 

representatives 
from the International Committee, network members and the Secretariat 

:  presentation of the preliminary draft gender audit to the members during the Annual Forum,  
   including recommendations  
:  final gender audit report 
 
The second phase will primarily focus in moving forward the recommendations from the gender 
audit that clearly define the direction of gender mainstreaming, determining key areas to 
prioritize and the responsibility, role and commitment of the network members, the IC and the 
Secretariat.  As part of ensuring that the gender mainstreaming program is understood and 
carried out by the Forum, capacity-building and awareness-raising shall be undertaken such as 
gender workshops and/or briefings and developing a gender toolkit for IFI or ADB advocacy. 
 
The complete detailed program and workplan are attached to this report (please see Annex A).  

This Gender Audit report concludes the first phase of the Gender Mainstreaming program.  

2.   GOALS AND OBJECTIVES  

The conduct of a Gender Audit primarily seeks to define a meaningful and transformative 
process of integrating gender into the Forum. It aims to generate a common platform of action 
among Forum members and to draw their collective commitment on a shared vision of what a 
transformative gender agenda would be. Thus, embarking on this process is not just an agenda 
of the few and/or of donors, but owned up by each of the members of the forum.    

Specifically, the Gender Audit aims to: 
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1) Generate perspectives of Forum members regarding gender and gender mainstreaming 
and the prospects and challenges that they see for the Forum in embarking on this 
endeavor; 

2) Identify initiatives and gaps in integrating gender in the Forum’s structure, programs 
and policies; 

3) Draw recommendations and identify concrete steps of action in advancing a gender 
agenda in the Forum; 

4) Propose a mechanism for facilitating a participatory process and in ensuring a collective 
commitment and sustainability of a gender program. 

5) Revised the gender program integrating the results and recommendations identified in 
the Gender Audit. 

 
 
3.   METHODOLOGY 
 
Gender Audit 
 
A gender audit was conducted at the outset in order to help the Gender Process Facilitators to 
directly analyze initiatives already undertaken by the Forum – the secretariat and its members, 
and in surfacing gaps in integrating gender in the Forum’s organizations programs and policies. 
The audit guide includes the main organizational and program issues, based on knowledge 
about the organization, review of institutional policies and processes. The methodology in 
undertaking this audit included survey, key informant interviews, focused group discussion, 
content review of publications, brochures, campaign materials, websites, etc. A report on the 
result of the audit provided guidance in finalizing the objectives and action plan for the gender 
mainstreaming process.  
 
The preliminary gender audit result was presented and validated by the Forum members who 
attended the Forum Annual Meeting on 10 March 2007 at the Riverbank Hotel, Marikina. After 
the validation, a final gender audit report was drafted containing the workplan/action plan for 
the gender mainstreaming process within the network. 
 
4.  CONCEPTUAL FRAMEWORK 
 
Over the past decades, gender has become central to the understanding and objectives of 
development programs and projects. Largely influenced by various strands of feminist thoughts, 
‘gender’’ was born in the wake of the civil rights and anti-colonial struggles in the 1970’s to 
1980’s. Consequently, development programs are critically examined to interrogate the nature 
and processes of gender relations, to be able to comprehend the reality of women’s lives, and 
expose the gendered nature of economic, social and political processes.  
 
Gender refers to the social meaning given to being female and male: within all societies there 
exists a series of norms, conventions and values defining what is considered appropriate 
behavior or activity for men and women, and the relations between them In many societies, 
these differences are not neutral, but valued in a way that consistently results in a relationship 
of subordination-domination between women and men. Gender in this sense is a social 
construct that deals with gender roles and gender relations.  
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Gender relations are part of the broader network of social relations and do not just refer to how 
men and women relate to each other in the sphere of personal relationships, but in all aspects 
of social activities. Social activities include access to resources for production, rewards or 
remuneration for work, distribution of consumption, income or goods, exercise of authority and 
power, and participation in cultural, political and religious activity.  
 
A common feature of gender relations in many societies is that they are based on the 
systematic subordination of women by men; in this sense, gender relations are power relations. 
The unequal power relations between men and women make up a society’s ‘gender system.’ 
The dominant ideology of the gender system defines what is normal, natural and desirable, that 
being male is to be masculine and being female is be feminine. The subordinate position of 
women vis-à-vis men in many societies is then produced and reproduced by the dominant 
interests within the social system such as family, religion, educational system, media and state 
laws. It is further perpetuated through laws, public policies, customs, traditions and established 
norms within institutions like the state, church, media, schools, financial institutions and other 
international bodies, etc. 
 
This institutionalization of the ‘gender system’ has far-reaching impacts, particularly on women. 
In many countries, women are vulnerable to domestic violence, hunger and poverty, 
curtailment of their reproductive health and sexual rights, limiting or even denying them 
participation in economic and political governance, over-burdening them with multiple roles in 
the family and society, and systematically depriving them of access to and control over land and 
natural resources (e.g. water, forests, plants) integral to their survival. Since the ‘gender 
system’ is a social construct, it can be changed.   
 
Gender is also a political construct that deals with issues of control, domination, imposition, 
access, freedom, hierarchy, exploitation, resources, privilege, decision-making, autonomy, 
authority and independence. It therefore has a political agenda that seeks to transform 
inequities on the basis of gender and to address prevalent injustices based on power relations 
such as violence against women, multiple burden, gender discrimination, issues of women 
autonomy, sexual rights and reproductive health rights, stereotyping, etc. 
 
Empowerment in this context is framed using various elements of: negotiating power, gaining 
power, shifting control, emancipation, capacity-building, knowledge, knowing oneself, 
assertiveness, realizing rights, opening spaces and changing power relations. Addresses 
prevalent injustices/inequalities based on gender. The Forum recognizes that gender differences 
and inequalities exist and are real in various contexts and cuts across class, caste, beliefs, 
ethnicity, race and age. These are not fixed, permanent or given, but socially constructed and 
therefore CAN be changed. Thus, these are the fundamental premises why the NGO Forum on 
the ADB would like to embark on a gender program.  
 
In terms of approach, the gender audit and the program will be drawing from various 
approaches used in the past and at present such as the different ‘gender mainstreaming’ 
approaches and actual experiences in gender integration.  
 
Gender mainstreaming has been defined and described in various ways such as infusing gender 
analysis, gender sensitive research, women’s perspectives and gender equality goals into 
mainstream policies, projects and institutions. At present, it is heavily critiqued by feminists in 
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terms of the how the current approaches have caused the loss of the primary imperative and 
the driving force underlying gender mainstreaming. The concept is now unclear, misunderstood 
and has been reduced to a technique. Therefore, it has not been transformative and has 
depoliticized gender.   
 
It is important to emphasize at this point that there will be critical engagement of the processes 
that will be used and adopted. In using some of the relevant approaches in gender 
mainstreaming, there is always a conscious effort: 1) not to lose sight of the goal (effecting 
meaningful gender transformation, achieving gender justice and equality); 2) need to critically 
engage gender discourses (frameworks, tools, definitions, etc.), and 3) the search for 
approaches and strategies that address structural inequality and transformation of existing 
power relationships. 
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PART II 
RESULTS OF THE GENDER SURVEY 

 
1.  Consolidated Result of the Gender Survey 
 
The Gender Survey was sent out to the members of the Forum through email.  It was sent to 
the members and there were 24 member organizations which participated.  
 
The Gender Survey is composed of 4 parts: 
 
Respondents’ profile  
Initiatives of the organization in integrating gender  
Perceptions on gender mainstreaming 
Identification of gaps and necessary steps to be taken for gender integration 
 
1.1  Respondents 
 
Out of the fifty-four member organizations listed in the Forum website, there were twenty-four 
(24) member organizations that participated in the survey from sixteen (16) countries with 
fourteen (14) female respondents and eleven (11) males. One of the survey forms had 2 staff 
respondents, a female and a male. 
 

Table 1. Respondents 
 

Countries Organizations 
Australia Oxfam Australia 
Azerbijan Oil Workers Rights Protection Organization 
Bangladesh CDP 
Cambodia NGO Forum on Cambodia 
Germany German Asia Foundation 
India URC, Intercultural Resources, CORE 
Indonesia NADI 
Japan JACSES 
Kyrgz Republic Center Interbilim,  Human Development Center 
Nepal WAFED-Nepal 
Pakistan Umeedanao Citizen Community Board, Action Aid-

Pakistan 
Philippines FDC, ANGCOC, LRC-KSK, Greenpeace 
Sri Lanka CEJ, Green Movement of Sri Lanka 
Tjikistan NGO Society and Law 
Thailand Focus on the Global South (Phil. Office) 
USA International Accountability Project, BIC 
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1. 2 Membership Profile 
 
Areas of work of Forum members who participated in the survey widely spanned national, 
regional, international and continental. 
 
The issues of concerns that the Forum members are actively engaged at present encompassed 
a wide and diverse gamut of development issues such as the following: 
 

o Development issues: poverty reduction, peace and security, globalization, development 
education, UN reform, diversities 

o Human Rights: citizen’s rights, women’s rights, indigenous peoples rights, refugees 
rights 

o IFI/MDB’s/Private Financing: aid, IFI accountability, involuntary resettlement, fiscal, 
monetary and debt issues,  

o Environment: ecology, natural resources, biodiversity, climate change and carbon 
markets, dams and development, urban 

o Sustainable Livelihoods: agriculture, food security, food sovereignty 
o Trade and Investment: WTO, oil industry deregulation, privatization of public utilities, 

labor and work unions 
o Gender: women’s rights, feminist economics 
o Governance: participatory governance, transparency, effectiveness and decentralization 

 
Of the twenty-four (24) respondent organizations, nine (9) members are working on gender, 
women’s rights, feminist economics and supporting women’s movement, while one (1) member 
organization is exclusively run by women activists. 
 
1.3 Existing Initiatives 

 
Table 2.  Current Initiatives of Forum Members 

 
Integration in VMG Affirmative Actions Specific Programs and/or 

Activities 
Gender equality Parental leave Workshops (e.g. women and power), 

training courses and special programs 
on gender awareness (e.g. women’s 
rights, Gender and Economy) 

Women’s protection Extended maternity leave Gender Policy Paper 
Gender and ecological 
justice 

Childcare policies Inclusion of gender perspectives in 
publications (e.g. gender reader), and 
special bulletin on gender 

Equal rights Menstrual leave Integrate feminist perspective /analysis 
and gender concerns in the economic 
framework, principles and agenda and 
in understanding oppression of women, 
advocacy work in changing gender 
injustices 

Recognition of 
productive and 

Guarantees of gender 
parity or quotas in the 

Formation of “Welga ng Kababaihan 
(Women Protest)” to respond to issues 
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reproductive work in 
public and private 
spheres 

executive committees or 
staff 

of poverty and trade liberalization 

Gender equity Gender balance in the 
hiring process 

Gender issues in agrarian reform, 
sustainable agriculture and governance 

 Flexible and gender 
sensitive policies 

Gender parity as a criteria for events 
participation, participation in gender-
related events and conferences, 
membership/cooperation in/with 
women’s organizations, formations and 
coalitions 

 Safe haven guarantee for 
female employees with 
zero tolerance of gender 
related discrimination 

Advocacy program on domestic 
violence, project on livelihood and the 
beneficiaries are women 

  Working with women elected 
representatives, organizing exclusive 
trainings and gender budgeting 
program 

  Indigenous women’s leadership 
partnership program 

 
Out of the twenty-four organizations, thirteen (13) organizations have expressed that they have 
integrated gender in their vision, mission, goal statements.   
 
The affirmative actions cover personnel benefits such as parental leave, extended maternity 
leave, menstrual leave and childcare policies. The integration of affirmative actions in the 
organizational structures is further reflected in the policies that guarantee gender parity or 
quotas in the Executive Committees or staff, gender balance in hiring process and gender parity 
in the representation to activities and events.   
 
A wide-range of activities were also enumerated by organizations who have existing programs 
on gender, which include: 1) integrating gender perspective in the analysis of their 
particular area of concern (e.g. economic frameworks, agrarian reform, sustainable agriculture, 
impacts of the financial sector); 2)  capacity-building (e.g. gender awareness workshops, 
training programs for indigenous women’s leadership, workshop on women’s rights); 3) 
networking with women organizations, participating in gender-related events and conferences, 
membership in women coalitions, formations; 4) in publications, inclusion of gender 
perspectives in publications, bulletin on gender;  5) in advocacy/campaign, formation of 
“Women Protest” on the issue of poverty, advocacy on domestic violence, livelihood projects for 
women; and institutionalizing gender policies through a Gender Policy Paper. 
 
The existing mechanisms that oversee the integration of gender and/or gender mainstreaming 
include a Gender Team, Gender Committee and Gender focal persons. For a few 
organizations, there are no separate mechanisms for gender integration, but the responsibility 
is already incorporated into the tasks of a management body or committee. 
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1.4 Perspectives on Gender Mainstreaming 
 
1.4.1   Is gender mainstreaming needed? 
 
Out of the twenty-four (24) respondents, eighteen (18) said yes that gender mainstreaming is 
needed because of the following reasons: 
 
1 - To further sharpen the analyses and positions of the Forum on ADB and IFI issues as the 
integration of gender perspective will give a more realistic picture of the situations of women 
and men affected by the ADB policies; 
 
2 - Gender and women perspectives are important aspect of analysis, advocacy and agenda for 
development and change; 
 
3 - To assist the Forum in building knowledge and awareness among its members on gender for 
their own work at the national level; 
 
4 - To help ensure that the Forum will have conscious and deliberate effort in ensuring gender 
issues are addressed within its structure, its policies and advocacies; 
 
5 - To enable the Forum in providing empowerment to the women, who are deeply impacted by 
ADB policies and projects. 
 
One (1) respondent also said yes, but emphasized that the process of gender 
mainstreaming needs to be done well and with appropriate resources and expertise. 
This respondent cautioned that many organizations have tried gender mainstreaming 
approaches, but not necessarily addressed some of the immediate and practical aspects of their 
work that could be improved or take on more gender based considerations. 
 
There were three (3) respondents who gave a qualified “no.” One respondent elaborated on the 
dangers of “gender mainstreaming program of many international institutions and governments, 
which is a sort of backlash of women’s movements achievements to address gender injustices 
as it promotes gender balance in decision-making and program involvement without considering 
that women will not reach balance position without addressing gender injustices (violence, 
discrimination, double burden, subordination/marginalization, stereotyping) first. Many gender 
mainstreaming programs are addressed to promote men’s involvement without careful analysis 
of the existing ‘mainstream’ gender mainstreaming program that will only strengthen the 
existing structure of power relations that oppresses women.” The other responses were: by 
ensuring gender balance, there is no need for a gender mainstreaming program; and there is 
no sufficient information on the Forum’s plan for gender mainstreaming. 
 
There was one (1) who did not provide an answer because there is still a need to know what is 
meant by gender mainstreaming. 
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1.4.2  Gender Issues and Concerns that the Forum should address 
 
Gender issues and concerns that were raised include advocacy, networking/alliance building and 
those pertaining to organizational structure. It also generated the inclusion of other issues of 
the Forum outside the purview of gender.   
 
The following list enumerates the issues and concerns as phrased by the respondents 
themselves.   
 
Advocacy Issues  

o Impacts of IFI projects/policies on the status of women  
o Ensure that ADB implement its gender process and policies.  
o Incorporate gender impact analysis of projects 
o Integration of gender perspectives in its positions on the ADB policies, programs and 

projects affecting life forms, resources, constituents – the local communities 
o The Forum should look closer at the situation of women by understanding the 

oppressions whether it is based on gender, class, sexuality, race, religion, etc. and how 
the projects funded by ADB increase this oppression, then addressing this in its 
advocacy and campaign 

 
On Networks  

o More women organizations should participate in the discussion and work on the impacts 
of ADB on women 

o Linking with those groups monitoring gender impacts/studies 
 
Organizational structure 

o Ensuring gender balance in the staff composition of the secretariat, IC member 
composition, member organization composition and program agenda 

o People who occupy the top-decision-making are males (e.g. executive directors), women 
organizations are hardly represented at this level 

o gender is not the “talk” of the forum (women need to be visible and increase their 
voices) 

o there should be more women-protective policies 
o the Forum Secretariat employs a lot of women in “secondary roles” 

 
Other issues raised (not directly connected to gender concerns) 

o The Forum seems to be dominated by narrow-issue or mono-issue focused NGOs. 
o International NGOs seem to be dominating the Forum agenda and decisions.  
o NGOs in the grassroots are by their nature not focused exclusively on the work on IFIs. 
o Proactive inclusivity and friendliness to local organizations need strengthening 
o The Forum agenda and workplan are perceived as predominantly “dictated” by the ADB 
o Participation by ethnic nationalities and indigenous people’s organizations is extremely 

low 
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1.4.3 Perceived Obstacles in Gender Mainstreaming 
 
Internal   

o Lack of gender balance in the IC and representatives of members, which is why gender 
issues are often left out 

o Time consuming, different levels (IC, members, Secretariat), challenge of effective 
planning of activities for sensitizing the 3 groups 

o Impression that the Forum is dominated by ‘male-thinkers’ although there are some 
women participants. Challenge to raise awareness that affected people refers to women 
and men and the experiences of women in dealing with poverty are different from men 
because of gender role in the community and society 

o Lack of skills in staff and interest in the network, time and resources, and models to 
draw from, policies or guiding principles/supporting documentation 

o Over-ambitious agenda that maybe coming from donors – if its to work, it needs real 
ownership by the staff (and members), so planning out any strategy and methodology 
should be quite well thought through 

o Willingness of the board and management to mainstream gender 
 
External  
o Empowerment, cultural prejudice, less degree of freedom of movements of women 
o Leaders of NGOs in most of Asian countries are males 
o If gender mainstreaming is fund-driven and the Forum has not yet internalized the value 

of gender mainstreaming  
o The space for gender issue is not there. Who should struggle for this (women, men, 

both?), understanding of gender is not widely understood, obstacle might not be 
articulated, but resistance may be a larger issue 

o Resources, expertise (woman power) 
 
1.4.4 Perceived Needs to push for Gender Mainstreaming 
 

o Information and education on gender issues among members 
o Increased number of women in the IC and the number of women participation in Forum 

events 
o Confirmation of gender balance in the selection of FAM participants and IC members, 

explicit reminders on gender balance should be included in documents at FAM 
o Periodic orientations, assessments, evaluations, visible targets and models, experts’ 

advice 
o Agreement among the members to start looking closer at different women’s situation in 

their analysis, advocacy and campaign 
o Participation and representation of local and community-based organizations, especially 

ethnic nationality and indigenous peoples organizations should be promoted and 
implemented as a policy 

o National women leadership or women organizations should be required to play a 
stronger membership and participatory role  

o There should be a membership policy or charter that is not exclusive, but, which can 
actively promote gender, minority and indigenous mainstreaming 

o Secretariat hiring, tenure and firing policy should be governed by an explicit policy that 
is openly and democratically developed 
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o Lack of women representatives, weak gender analysis in Forum publications 
 
2.  Validation Workshop 
 
During the FAM 2007, held from 9-10 March at Riverbend Hotel in Marikina, a session was 
allotted for the presentation and validation of the preliminary results of the gender audit by the 
Gender Process Facilitators.   
 
It was also during this session that the Gender Process Facilitators introduced their framework 
of gender mainstreaming and integration which they bring into the Forum’s project. The whole 
process and methodology was also discussed before presenting the results and findings.   
 
There were around sixty (60) representatives of member organizations and guests who 
attended the FAM, almost half of which were not respondents of the gender survey.  Thus, to 
facilitate more responses from member organizations which were not able to take part in the 
survey, and to provide space for discussions among the members, the assembly was divided 
into workshop groups to discuss some of the more important questions in the survey.  The 
workshop discussions focused on why the Forum needed to embark on a gender mainstreaming 
program, identification of key obstacles and perceived needs to effectively conduct gender 
mainstreaming.  
 
Below are the results of the discussions – 
 

2.1  Why is Gender Mainstreaming Needed? 
 

o To further build awareness of gender issues to be able to effectively incorporate it in the 
Forum’s work 

o To be able to deal with short-term and long-term strategies in addressing gender-based 
inequalities, injustices and blindness to gender differences that continue to exist in the 
context of the Forum’s work 

o When we analyze and critique policies and projects with a gender lens, it allows us to 
see the complex human impacts of these big policies and projects (i.e., what happens 
when policies hit the ground) 

o We need to make sure that our work, as individual Forum members and as a collective, 
does not reinforce or worsen the negative gender impacts caused by the institutions and 
development models that we are trying to change. 

o To be able to move away from artificial treatment of gender in organizational 
documentation and towards attaining true gender transformation. 

 
2.2  Gender Issues and Concerns that the Forum should address 

 
o We must make sure that the “gender mainstreaming” process is not externally imposed 

by donors or dominant forces/actors in globalization.  It must respect cultural diversity, 
while not allowing “culture” to be used as an excuse for perpetuating unjust gender 
practices.  To achieve this, we believe that the process must be bottom-up and firmly 
grounded in the realities, opinions and priorities of the communities we work to support. 
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o Often governments, development institutions and even NGOs go into communities and 
only talk to the men—ignoring women’s unique needs and realities, and sometimes 
increasing the burden on women in the process. 

o We should analyze the gendered impact of both specific projects and macro-economic 
policies imposed by ADB. 

o We need to explore the dynamics of Global North and Global South organizations in the 
Forum—make sure that Global North/international organizations are not 
disproportionately driving the dialogue and Forum agenda.   

  
     2.3  Obstacles (issues/concerns which may hinder the efforts of gender 

mainstreaming) 
 

o Respect cultural diversity while upholding universal human rights. 
o How to make the gender mainstreaming process truly ground-up, participatory and 

meaningful (not just paying lip service like the IFIs do)? 
o How can we better institutionalize channels from the grassroots to the Forum decision-

making spaces, including on the issue of gender?  (Maybe develop some TOR?) 
o How can we work in our own national and local spheres to change people’s behaviors 

around gender, when these behaviors are discriminatory and harmful?  How can the 
Forum support this? 

 
2.4  Recommendations 

 
o Make the gender mainstreaming process grounded in solidarity with the grassroots level.  

Make a significant and widespread effort to incorporate local voices, realities, 
recommendations in the process.   

o To overcome feelings that “gender mainstreaming” is being imposed as a western 
priority, we should draw upon pre-colonial histories of the traditional role of women, and 
the way that, in so many of our societies, women traditionally used to hold central 
positions of leadership, and it was the colonization process that degraded their status.  
So often we can see the struggle to restore the role of women, to resist the dominant 
development model, and to save our people as one unified struggle. 

o We should continue to create spaces to explore/address the issues of international 
organizations disproportionately driving the Forum agenda.   

o Explore the unique obstacles each country/region/locality faces in creating gender 
equality.   

o Not use the word ‘gender mainstreaming’ in the context of the Forum’s gender program, 
but instead use ‘gender transformation’ 
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PART III 
REVIEW OF ORGANIZATIONAL STRUCTURE AND INTERNAL PROCESSES 

 
 

1.  Review of Organizational VMG 
 
There was no articulation of gender under the old vision-mission statement of the Forum as 
shown below: 
 

Vision – Campaigning for good governance, accountability, and social and 
environmental justice for Asia and the Pacific. 

 
Mission – The NGO Forum on the ADB is an Asian-led network of civil society 
organizations (CSO’s), based in Asia and the Pacific Region, that support each 
other to amplify their positions on the ADB’s policies, projects, programs and 
projects affecting life forms, resources, and constituents – the local communities. 
 

However, during the recent Forum Annual Meeting, a review and validation of the Forum’s VMG 
was conducted. It was agreed to further amend the proposed vision statement to include 
gender. Thus, the new vision statement is: 
 

Vision – Democratic governance and equitable social, environmental and 
gender justice enjoyed/flourishing through the Asia-Pacific region. 
 

Under the statement of objectives, there are six objectives identified and two of which contain 
an explicit articulation of gender. 
 

Objective 4.  To influence the Bank to adopt poverty reduction-focused and 
grassroots-based policies for gender just and sustainable development. 
 
Objective 6.  To assist and build capacities of CSO’s and movements (including 
local communities and grassroots women) through Forum networks to fight 
for equitable, social, environmental and gender justice, democratic 
governance, and safeguards in Bank’s projects. 
 

2.  Review of the Internal Processes of the Forum  
 

2.1   Governance and Network Structure 
 

2.1.1  Members 
 

Members of the NGO Forum come from Asia and the Pacific, Europe, Japan, and the United 
States of America that engage in monitoring the ADB's activities. 
  
In the Forum’s website, there are fifty-four (54) members that are currently listed. There is, 
however, a need to update the current list because in the course of the gender survey, there 
were member organizations that participated, but are not included in the list.  
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It is also recommended that Forum members who were not able to participate in the gender 
survey should still fill-up the questionnaire as an input in mapping  existing initiatives of 
members on gender advocacy and the possibility of tapping resources (e.g. knowledge, skills, 
expertise, literature, case studies, “good practices” or practices that work,” etc.) within the 
Forum itself.  The information that will be generated from the survey will contribute in the 
profile of Forum members. It must be noted that the gender survey, which was participated by 
less than fifty percent (50%) of Forum members had revealed the various levels of engagement 
and initiatives of members in advancing a gender agenda within their respective concerns. For 
members who participated in the survey, Oxfam Australia and Action Aid have existing 
programs on gender contained in their websites.  
 
It is further recommended (which we also reiterated in the item on networks) that the Forum 
deliberately target feminist and/or women’s organizations for its membership expansion 
program.  
 

2.1.2 International Committee 

The Forum is governed by an International Committee (IC) whose members are representatives 
from the following sub-regions and countries: South Asia, Southeast Asia, Central Asia, Pacific 
Region, Japan, Netherlands and the Philippines. The Secretariat's Executive Director is also an 
Ex-officio member. The IC, in consultation with the members of each sub-region, is tasked to 
discuss the course of action to be taken by Forum as a network. The membership of sub-
regions are reviewed and assessed. Status of membership of organizations in the sub-regions 
will depend on the level of its involvement in the activities done by the sub-region and the 
Forum. 

Current composition of the International Committee includes nine (9) members, with seven (7) 
males and two (2) females. The current Chair is a woman. While regional balance is currently 
ensured in the selection of members of the IC, it is recommended that a mechanism for 
ensuring gender balance in the composition of the IC be instituted as well. A clear guideline on 
how to ensure gender balance in the composition of the IC be drafted and approved by 
appropriate bodies. 
 
 2.1.3  Secretariat 
 
The Forum Secretariat, which is based in Manila, is headed by an Executive Director. There are 
eight (8) staff at the Secretariat, three (3) are males and five (5) are females. With the current 
composition in the Secretariat, gender balance is not problematic. It is recommended that the 
other aspect that should be taken into account in the future is in relation to the positions 
occupied by male and female staff – whether there is a trend that females tend to occupy 
administrative position, while males tend to manage programs.  It was also pointed out during 
the last Forum meeting that all Executive Directors of the Forum, so far, were males. Perhaps in 
the next selection process, there should be stronger effort to invite women to apply for the 
position. 
 
In the meantime, the Secretariat also offers opportunity to be tapped as “gender resource” in 
the light of strong gender work background and past involvement in women’s organizations of 
some women staff. Similarly, some male staff has already undergone Gender Sensitivity 
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Workshops. It is also observed that the Secretariat is quite enthusiastic about the gender 
program and have expressed commitment to help advance the gender mainstreaming process 
within the network.  The Executive Director is actively in the forefront in spearheading this 
process to come through, which is an integral element for any gender program to succeed. 

 
2.1.4  Regional Working Groups 
 

At present, the Forum identifies four regional structures: South Asia, Southeast Asia, Mekong 
Region and Central Asia. There are also those considered as International Support Groups (from 
Donor Countries such as the Netherlands, USA, Australia, Japan, Belgium, etc.). 
 
It is not yet clear how the regional working group will operate, but one area identified to help 
facilitate the gender mainstreaming process is to assign a gender focal person for each working 
group. In addition, it is also suggested to take stock existing gender-related resources (e.g. 
expertise, existing program) in each region. 
 
     2.2    Administrative Policies 
 
The Administrative Policies of the NGO Forum cover two parts: Office Administration and 
Personnel Policies, System and Procedures. 
 

2.2.1   Office Administration 
 
Policies covered under Office Administration include Maintenance and Security, Supplies, 
Services and Document Control.   
 

2.2.2   Personnel Policies, Systems and Procedures 
 
This part contains a substantive enumeration and discussion of policies in relation to personnel, 
system and procedures. Items with gender implications and possible integration of gender-
responsive mechanisms will be highlighted in this part. 
 

On Recruitment 
 
The policy statement declares, “NGO Forum on ADB, Inc. shall recruit highly qualified and 
committed individuals to fill in vacant positions in the organization.”  
 
To make this a gender-sensitive statement, it can be rephrased this way: “NGO Forum on 
ADB shall recruit highly qualified and committed women and men to fill in vacant positions 
in the organizations.”   

 
On Selection and Hiring 
 
Selection and hiring of personnel are done on the basis of the human resource needs of the 
organization, ability to perform the job and the also potential growth in the organization. At 
least three applicants are short listed to compete for the position.  
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Gender is clearly not a consideration in the parameters set for selection and hiring, but this 
section offers opportunities to integrate a gender-sensitive process and criteria in all stages- 
from pre-application, application and hiring stage. The organization must be deliberate in its 
effort to provide similar opportunities for both women and men, and more so on women 
such that it can be highlighted in the announcement that women are encouraged to apply.  
In addition, as a way of further ensuring that hindrance for women are reduced or 
eliminated, the job announcement is circulated in women’s networks and in women’s 
magazines, if practicable. 
 
Ensuring gender balance is also one measure to provide equal opportunities for women and 
men. In the shortlist of applicants, this should already be a consideration.   
 
Additionally, generating perspectives of applicants on gender and gender issues is an 
important qualification or criteria that we strongly suggest to integrate during interview or in 
the interview questionnaire.   
 
It must be emphasized, however, that gender balance does not necessarily guarantee 
stronger gender consciousness among the staff. A sustained awareness raising and 
capacity-building on gender among the staff and within the Forum should be 
institutionalized.  
 
Procedural Guidelines 
 
The portion comprehensively outlines the step-by-step process in application.  Following are 
some recommendations to ‘engender’ the procedure: 
 
On item 2.22. Upon review of the application documents, taking note of a strong gender 
background in the credentials, whether through work experience, research or trainings, 
should be a plus point for applicants. This credential, however, needed to be probed further 
during the interview.  
 
On item 2.23. If two persons vying for the same position have the same ranking based on 
qualifications, sex maybe be used as a factor in the hiring decision in the spirit of achieving 
gender-balance. 
 
In addition, during a background check or social investigation of the applicant, gender 
should also be considered as one area of concern. Being implicated in gender-related 
offenses such as sexual harassment, domestic violence, etc. are serious enough to merit a 
disqualification or elimination from a post being applied for. 
 
Employee Compensation and Benefits 
 
Leave Credits 
 
Under the leave entitlement of regular staff, the following leaves are provided for: sick 
leave, vacation leave and maternity/paternity leave. It must be noted that all these leave 
credits are legal entitlements provided for under the labor law in the Philippines.  
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The Forum must also take note of the Solo Parents’ Welfare Act of 2000 or Republic Act No. 
8972 (please see ANNEX B), which provides for the following: 

Section 6. Flexible Work Schedule. - The employer shall provide for a flexible working 
schedule for solo parents: Provided, That the same shall not affect individual and 
company productivity: Provided, further, That any employer may request exemption 
from the above requirements from the DOLE on certain meritorious grounds. 

Section 7. Work Discrimination. - No employer shall discriminate against any solo 
parent employee with respect to terms and conditions of employment on account of 
his/her status. 

Section 8. Parental Leave. - In addition to leave privileges under existing laws, parental 
leave of not more than seven (7) working days every year shall be granted to any solo 
parent employee who has rendered service of at least one (1) year. 

There is, thus, wide openings for the Forum to initiate affirmative actions, particularly 
for women staff, which are benefits over and above the ones provided for by law. Such 
examples of affirmative actions include extended maternity leave, menstrual leave, etc. 

 
        Staff Development 
 

The policy statement emphasizes the Forum’s recognition of the important role of its 
“capable and well-oriented personnel” in achieving its vision, mission and goals, thus it 
shall implement a program that will systematically improve knowledge, skills and 
capabilities of the staff.  Based on an annual training needs analysis, a staff 
development program shall strive to be responsive to the needs of the individuals and 
the institution.  If there is an existing TNA form, gender shall be included as one area 
for capacity-building. 
 
Under the two major categories identified for staff development courses: in house 
trainings and local/international trainings, there are possible areas to promote gender. 
For in-house trainings, brown bag discussions or briefings on gender issues/topics can 
be included. The Administrative Unit can invite resource persons within the Forum’s pool 
of people working on gender and women’s rights, as well as from the Philippines, where 
there are very good resource persons to choose from, depending on the specific topic 
that the staff is interested in. 

 
For local/international trainings, the Administrative Unit can be proactive in looking for 
trainings on gender through visiting websites of women/feminist organizations and/or 
organizations that runs a strong gender program. Announcements for gender trainings 
and/or gender conferences should be circulated in the list serve and posted in the 
website, so this information is also accessed by Forum members. Forum members 
should also be encouraged to share such information whenever they come across it. 
Attached in this report is a link to women’s organizations posted in the website of Oxfam 
Australia. 
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Performance Appraisal System 
 
As elaborated in the policy statement, the performance appraisal seeks to institutionalize 
“a meaningful feedback system to help employees enhance or improve themselves; 
monitor work progress; provide concrete basis for salary adjustments, promotions, 
extensions and termination of services and provide necessary data on the full extent of 
the employee’s potential, abilities, needs and willingness to put extra effort to realize 
their individual career goals consistent with the institution.”  
 
Gender can be included as crosscutting indicator in assessing the performance and 
growth of the staff. Questions such as the following can be included in the appraisal: 
 
How does the staff understand gender as an integral part of the Forum’s advocacy? Has 
the staff attended any gender training/workshops?  How does the staff integrate gender 
sensitive processes and gender perspective in her/his work?  Did the staff show 
initiative, interest and/or enthusiasm in advancing the objectives for gender 
mainstreaming within the network? 
 
Grievance Mechanism 
 
The Forum has well-established and well-laid out guidelines in processing grievance. 
Currently, the Administrative and Finance Coordinator is responsible for settling or 
arbitrating all personnel problems. However, it is not clear as to who shall be responsible 
in a case where it is the Administrative and Finance Coordinator who is involved in a 
problem.  There are only two persons comprising the Personnel Relations Committee, 
whose task is to assist the evaluation, arbitration and settlement of problems and viable 
solutions, the Executive Director and the Administrative Finance Coordinator. For the 
purposes of breaking an impasse, at least three persons should comprise the PRC. There 
is also a need to ensure gender balance in the composition of the PRC at all times (male 
and female if there are two members; if there are three members, either at least 2 
females and one male or 2 males and one female).  
 
The Forum should also look at the provisions under the Anti-Sexual Harassment Act, 
whereby each office are mandated to constitute a Grievance Committee to deal with 
offenses relating to sexual harassment committed by an employer against an employee 
(or a supervisor against a subordinate). 
 
What about conflicts or grievance raised between and among network members or 
secretariat staff vis-à-vis a network member? Is there a mechanism addressing such? If 
none, it is suggested that a clear guideline should also promulgated. 
. 
Personnel Discipline and Sanctions 

  
The policy guidelines for personnel discipline and sanction include an implementing 
guideline, which enumerated various types of offenses under two categories: light and 
grave. Sexual harassment/abuse is classified as a grave offense. Processing of such 
offense follows the steps laid out in the procedural guideline. 
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Specifically on sexual harassment cases, the Forum must also take into account 
provisions under Republic Act No. 7877, also known as the Anti-Sexual Harassment Act 
of 1995 (please see ANNEX C), whereby “employers or head of institutions are 
mandated to prevent or deter the commission of acts of sexual harassment and to 
provide the procedures for the resolution, settlement or prosecution of acts of sexual 
harassment.”  Further, it enumerated the following duties of employers:  

(a)  Promulgate appropriate rules and regulations in consultation with the jointly 
approved by the employees or students or trainees, through their duly 
designated representatives, prescribing the procedure for the investigation or 
sexual harassment cases and the administrative sanctions therefore. 

(b) Administrative sanctions shall not be a bar to prosecution in the proper courts 
for unlawful acts of sexual harassment. 

The said rules and regulations issued pursuant to this section (a) shall include, 
among others, guidelines on proper decorum in the workplace and educational or 
training institutions. 

(c)  Create a committee on decorum and investigation of cases on sexual 
harassment. The committee shall conduct meetings, as the case may be, with 
other officers and employees, teachers, instructors, professors, coaches, trainers 
and students or trainees to increase understanding and prevent incidents of 
sexual harassment. It shall also conduct the investigation of the alleged cases 
constituting sexual harassment. 

In the case of a work-related environment, the committee shall be composed of 
at least one (1) representative each from the management, the union, if any, the 
employees from the supervisory rank, and from the rank and file employees 

 
In addition, it is recommended that a more detailed procedural guideline be laid out, 
particularly in the investigation of action potentially meriting sanctions, process of 
feedback, and the levels of disciplinary actions (e.g. warning, reprimand, suspension, 
and dismissal/termination). 
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PART IV 
REVIEW OF PROGRAMS AND EXTERNAL OUTPUTS 

 
1.  Campaigns 
 
There are two types of programs identified by the Forum: one focusing on Policy Campaigns 
and the second, focusing on Project Campaigns.  Currently, the Policy Campaigns include the 
ongoing Safeguard Policy Review of the ADB, ADB’s Water Policy and monitoring the Public 
Communication Policy and Accountability Mechanism of the ADB.  The Project Campaigns, on 
the other hand, at present assists communities affected by the following ADB-funded projects: 
Southern Transport Development project in Sri Lanka, Chasma Right Bank Irrigation project in 
Pakistan, and of other ADB-funded projects.  
 
In all these programs, there is a need to integrate a gender perspective and/or analysis. Areas 
of gender and/or feminist analytical inquiry are: use of gender-disaggregated data; gender-
differential impacts, particularly on women in terms of multiple roles, access to resources, 
reproductive and health aspects, violence against women and other forms of discrimination; 
and also in terms of participation and/or involvement of women, men, girls and boys in data 
collection and in ensuring that different opinions or perspectives are heard and considered. 
 
As there are existing members of the Forum which actually have gender and women’s rights 
advocacy, the Forum may look at and review, if not start the discussion on the Gender Policy of 
the ADB as part of its policy campaign.   
 
    1.1  Campaign Materials 
 
The campaign materials include brochure, postcards, etc. These materials should be able to 
depict the message clearly, immediately and effectively.  Thus, the photos and text should be 
well chosen to be able to meet these objectives. 
 
Since the Forum has now committed to address gender issues, then this should be articulated 
and depicted in the campaign materials – both in photos and in text.  But this does not mean 
simply that more photos of women would be featured.  While image is important, the message 
is equally so.  Thus, for photos featuring women, one of the considerations should be the 
depiction of women not simply as victims of ADB policies and projects, but also as survivors, 
and even more so as resisters.   
 
One of the postcards of the Forum was a photo of mother and child in a seemingly rural setting. 
On top of it was the text – NGO Forum on ADB – fighting for social and environmental justice.  
Then, the photo credit (gigie cruz) and the forum’s website.  At the back was the mailing 
address of the Forum.  While the photo is nice, aesthetically, it does not necessarily say 
anything or conveys no particular message related to the advocacy and the issues of the 
Forum.  One could argue that it has links to the Forum’s advocacy, but even the text on the 
card does not provide any guidance for the reader to be able to link.  There was even no 
mention even at the back of the card what ADB is.  If the postcard is for public consumption, 
then an ordinary person would not necessarily know what ADB is.   
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The brochure of the Forum is more effective in introducing NGO Forum on the ADB, its issues 
and advocacy. The photos showed the women and men they are working with, and working 
for; and also showed the various forms of struggle that the Forum members undertake.  
 
As for the text, the brochure was also articulate in its concern on gender issues – “What we are 
fighting for – Changes in ADB policies on gender, environment, resettlement, indigenous 
people, water, disclosure and public communications. .  .” (emphasis supplied) 
 
However, this articulation should be consistent. In some of the postcards, the tag line goes - 
Fighting for social and environmental justice.  The Forum may want to revise the tag line of the 
Forum, by including gender justice, which is consistent also with the revised vision statement - 
Fighting for social, gender and environmental justice.  
 
    1. 2   Website 
 
The Forum’s website is found at http://www.forum-adb.org.  The website is a rich source 
of varied, relevant and updated information on the Forum, its issues, policy advocacy and 
campaigns, its media releases and publications.  It is a well-visited site.  
 
To reflect the Forum’s institutional interest in gender issues in relation to the impacts of ADB 
policies and projects, the recommendation is that it provides links to websites of women NGOs 
and institutions which have writings  readings on ADB and women issues, IFI’s and gender, 
IFI’s and women. The website may also upload articles, researches, case studies of the Forum 
members on ADB and women and gender issues.  
 
2.  Networks 
 
Given its membership and the strategic scope involved in its work and advocacy, the Forum has 
a wide and diverse networks and alliances worldwide. However, the Forum at present has no 
deliberate networking strategy that clearly targets feminist and/or women’s organizations in 
terms of membership expansion and advocacy. While it maintains links with some feminist 
organizations such as the International Gender and Trade Network (IGTN)- Southeast Asia, it is 
recommended that the Forum should be deliberate in membership expansion, alliance-building, 
forging collaboration and engagement with feminists and/or women’s organizations and 
institutions regionally and internationally. 
 
3.  Publications  

 
The publications are one of the critical tools of campaign and advocacy of the Forum. Moreover, 
the publications of the Forum are being used by the national partners for information for data, 
arguments and policy recommendations for their own national advocacy.  These are also being 
used as a critical tool for awareness raising among the general public.  Thus, it is important that 
the publications reflect the basic principles of the Forum – and that includes gender equality, if 
not gender justice, among the issues and campaigns that the publications carry. It is then 
imperative that the publications contain a gender analysis of such issues and campaigns by 
having the quantitative data as well as qualitative analysis of such.  
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To assist the Forum in reviewing its publications, as well as other information and campaign 
paraphernalia, the particular aspects should be given particular attention to - 
 
Data – sex-disaggregated; indication of class division; religion or faith divide; ethnicity divide; 
caste divide  
 
Language – 
■ Women and men are equally addressed and are not excluded 
■ The word “gender” is not taken as a synonym for “women”, but highlights the relations 
between women and men 
■ No sexist formulation or stereotypes are used 
■ The way of writing is gender sensitive and respects the rules specific to the used language.  
(So What? A report from IGWG and WHO) 
 
Interviewees – The writer/s of the publications should exert effort in ensuring that the 
interviewees should come from both male and female members of the community, organization, 
or institution involved; taking into consideration the particular sector, class, ethnicity, etc.  
 
Whose standpoint – It should be articulated that a study or interview conducted and printed, 
comes from a particular standpoint, eg. migrants in the area; religious leaders, etc.  
 
Impacts analysis - While there are impacts which are the same with both female and male 
members of a community, it is still critical to identify how these impacts are different – in terms 
of gravity, etc – and how there are particular impacts which are not necessarily the same with 
different sex, or of the same sex but different class, religion, ethnicity, social standing. 
 
Photos / images used - These are as crucial as the text of the report or statements.  Thus, it 
is important that the messages of these photos and images are clear, and deliberate.  They 
themselves tell stories.   
 
Below are some comments on some of the Forum’s publications reviewed -   
Untold Realities: How the ADB Safeguards have been violated in Bangladesh, India, Lao and 
PDR Pakistan; ADB and Central Asia; Snapshots of ADB Disasters. 
 
On Data –  While in some publications concrete numbers were used (number of people 
interviewed, communities visited), there are case studies which do not give specific numbers.  
This adds to the weight of the argument.  Moreover, the data provided were not disaggregated 
even in cases where it could be helpful to identify the people interviewed or visited in terms of 
gender, class and even ethnicity.   
 

SNAPSHOTS OF ADB DISASTERS 
Data – on Mae Moh Plant – 600 people suffering from respiratory problems; more than 
200 people have died.   
 
But it would be informative if there were more information on the economic class that 
the people belong to. This would further elaborate the point of how ADB projects mostly 
affect the most vulnerable sections of our societies.  The figures could serve as potential 
campaign tool for the others; 
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Violations of ADB Policies in Three Small Hydropower Projects in Uttaranchal, North 
India 
On the Research Methodology – It was stated “A visit was made to the affected villages 
with a view to understand ground situation.” 

 
Other terms used through out the publication were - Citizens, residents, protesters, 
stakeholders, villagers, communities  

 
It would be good to mention the profile of the people talked to. This would indicate the 
standpoints of the views taken, which would further enrich the content of what was 
being said, or add to the context of the issues.   
 
Also, this could be an advocacy point of how NGOs’ process is so much more inclusive 
and democratic than that of the ADB, especially as one of the issues in this case was 
that no consultation was done.  

 
Positive examples – 

 
“The slum residents have been excluded  
“The migrants and the poor . . .” 
“The indigenous people (fishermen)” 
 
With additional information on the identity, a clearer context of the situation is being 
provided. 

 
The kind of data gathered, and the people to be interviewed, and the decision which to include 
in the publication are indicators of certain biases.    
 

E.g. The Marinduque Mining Project (Snapshots of ADB Disasters) 
 

The 4 victims in the photo and text shown to have been suffering health impacts from 
the river contamination are boys and men.  There are women and girl victims, who were 
dependent on the use of the river too.  For those who were sent to Manila for 
detoxification, there were girls.  Some of the health impacts, in fact, are on the pregnant 
women, losing their fetus, or having still-born children.  
 
By having diverse data gathered, the breadths of impacts are exposed, and they are all 
being given hope to be addressed.  

 
On the language  
 
A lot of the terms used were gender-biased. There are already gender neutral terms already 
being used in a lot of publications.  These can be used, too.  
 

Eg.  
Herdsman – herder (The Kirindi-Oya Irrigation and Settlement Project ) 
Fishermen – fisher, fisherfolk 
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On the images - Photo, illustrations are very significant.  
 

Eg. UNTOLD REALITIES 
 

Cover photo – perpetuates the patriarchal image of South Asia.  The image of men, even the 
poor men of South Asia, is not exactly one of the untold realities.  It is the poor women and 
their sufferings which are, most often than not, untold.  The image used should tell the story of 
“untold realities”.  
 
 Eg. ADB’s Footprint in South Asia 
 
Cover photo – This is a positive example which shows not just women, but women in 
resistance. 
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PART V   
SUMMARY OF FINDINGS AND RECOMMENDATIONS 

 
1.  SUMMARY OF FINDINGS 
 
This section draws a summary of findings from the report discussed above. 
The perspectives and insights will be drawn heavily from the results of the gender audit, from 
the observations and insights gleaned from the interviews, focused group discussion with the 
Secretariat, informal interactions with delegates of Forum members, plenary presentation and 
discussion of the preliminary audit during the recent Annual Forum meeting and the result of 
the workshop that validated the result of the gender survey. 
 
Understanding gender and some challenges 
 
Since the Forum started as loose network in 1992, it is only this year that a programmatic 
pursuit to ‘mainstream gender’ is being initiated.  Based on the account of some ‘senior’ 
members of the Forum, (those who had been with the Forum since inception) this is not the 
first time the gender issue has been taken up. Even during the early period of the Forum, 
gender was flagged as a critical issue that needed to be pursued, but just never elevated into 
the organizational agenda. At this juncture, the Forum should seize the timeliness, the strength 
of the network, the availability of sufficient resources, the receptiveness and readiness of 
majority of its members to embark on gender mainstreaming.  
 
Drawing from the various perspectives and understanding of Forum members who responded 
to the survey, awareness is high in terms of a conceptual understanding of gender, but there 
are different levels of  understanding and engagement which ranged from ensuring gender 
balance and formulating affirmative actions and those that are already implementing gender 
programs and gender policies are in place. There is also one new member actively engaged in 
feminist advocacy.   
 
Critical perspectives on the framework and approach in embarking on a ‘gender mainstreaming 
program’ was forwarded by some members, particularly those who have already experienced 
engaging the process and are also familiar with the current discourses and contestations in the 
area of gender mainstreaming. There are also members or perhaps representatives of member 
organizations who have expressed that gender is not really important, thus do not see why 
there is a need to embark on ‘gender mainstreaming.’ Considering the inherent characteristic of 
the Forum, which is highly diverse, heavy male representation during Forum events, its 
members geographically dispersed and located in different cultural settings, it is thus not 
surprising to have differing views within the network. On the whole, there is a broad support to 
embark on a ‘gender mainstreaming’ program from majority of the respondents who filled-up 
the survey, participants to the recent Forum Annual Meeting, members of the International 
Committee and the Secretariat, specially spearheaded by its Executive Director. 
 
The main challenge lies in actually drawing the network’s common understanding of the 
underlying framework and the need for engaging gender as an area for advocacy and 
transformation. Capturing a gender agenda in the network’s vision statement is a rallying point. 
Coming up with a gender program is another area to draw commitment and support of 
members in each part of the structures. The active engagement of ‘gender advocates’ within 
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the Forum is crucial in pushing and making the debates and discussion around gender issues 
more dynamic and steered towards sustaining the impetus of facilitating an effective and 
meaningful process. 
 
‘Mainstreaming Gender’ into the Institutional Policy and Programs 
 
Gender is recently integrated into the Forum’s vision and statement of objectives. There is a 
need though to review and reformulate some policy guidelines to make it gender sensitive and 
responsive. There should be coherence in the articulation of what the Forum wanted to achieve 
and how to pursue gender in its institutional policies and strategies. 
 
There are many gaps in integrating gender in the Forum’s programs (engagement of policy 
issues and project campaigns) and its external outputs such publications, website and campaign 
materials.  Greater effort should be exerted to effectively infuse gender analysis and to engage 
critical gender concerns and issues of affected communities.  One area that was also 
highlighted was in relation to networks. The Forum should seriously endeavor to link with 
feminist/women’s organizations and other relevant development organizations engaged in 
similar advocacy. 
 
Leadership and Resources 
 
An integral component for any new program to succeed is an effective and transformative 
leadership that will steer the network into achieving its avowed objectives. Particularly in gender 
mainstreaming, a lot of political will is required to see through that the program is carried out 
and that resources are allocated to implement activities. Thus, it is imperative that the driving 
force should come principally from the International Committee, the Secretariat and within the 
different regional working groups. 
 
Existing Gender Expertise and Competence 
 
Taking stock of existing capabilities and resources within the Forum has been partially 
accomplished. There are actually ‘expertise and experience’ that can be tapped to assist and 
sustain the gender mainstreaming process. They can be found in some of the member 
organizations, in the International Committee and in the Secretariat.  It is still needed, however, 
to inquire from other members of the Forum specific individuals who have the expertise and 
what gender-related resources are available from network members. In the light that the 
engagement of Gender Process Facilitators is only for a limited period, it is paramount to ensure 
the sustainability of the Gender Program and to mobilize these resources at the outset. 
 
 
2.  RECOMMENDATIONS 
 
On the Gender Mainstreaming Program 
 
o Replace the term “gender mainstreaming” into “gender transformation”. 
o Make the gender mainstreaming process grounded, in solidarity with the grassroots level, 

by incorporating local voices, realities and recommendations in the process.   
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o Critically engage ‘gender mainstreaming’ as a process that has originated and developed 
in the West. 

o Explore and take into consideration the unique obstacles each country/region/locality 
faces in creating gender equality.   

 
Knowledge and Skills-building 
 

o A gender workshop among the NGO forum secretariat and the IC members on the 
deepening of the definition and operationalization of gender mainstreaming within the 
NGO forum, and its imperatives within the ADB advocacy 

o A gender workshop within each of the regional working groups 
o Production of a gender tool kit designed for NGO Forum advocacies and campaigns work 

which will assist the members in integrating gender analysis in its local, national and 
international work  

o Information exchange on gender-literature and develop database of gender resources in 
the Forum’s website  

o Participation to gender and/or feminist trainings/workshops 
o Announcements for gender trainings and/or gender conferences should be circulated in 

the list serve and posted in the website, so this information is also accessed by Forum 
members. Forum members should also be encouraged to share such information 
whenever they come across it. 

  
Programs and Campaigns 
 

o Periodic invitation for a critique of the policy papers and campaigns plan from the 
gender working group  

o Periodic and regular discussions and debates on relevant NGO forum issues among 
members focusing on feminist and/or gender issues 

o The Gender Policy of the ADB may be explored and developed as an area of advocacy  
 
Internal Policies 
 
o Integrate gender responsive mechanisms into institutional policies and practices such as  

the following:  
On Personnel Benefits. - Initiate affirmative actions, particularly for women staff, 
which are benefits over and above the ones provided for by law 
 
On Grievance Mechanism - To look at the provisions under the Anti-Sexual 
Harassment Act, whereby each offices are mandated to constitute a Grievance 
Committee to deal with offenses relating to sexual harassment committed by an 
employer against an employee (or a supervisor against a subordinate). 
 
On Performance Appraisal - Gender can be included as crosscutting indicator in 
assessing the performance and growth of the staff 
 
On Staff Development – Proactively search for international or local trainings on 
gender through visiting websites of women/feminist organizations and/or 
organizations that runs a strong gender program 
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On Personnel Hiring - Integrate a gender-sensitive process and criteria in all 
stages- from pre-application, application and hiring stage. The organization must 
be deliberate in its effort to provide similar opportunities for both women and 
men, and more so on women such that it can be highlighted in the 
announcement that women are encouraged to apply.   
 

o Monitor application of resolutions to make internal practices and structures gender 
sensitive 

Structure 

o A more deliberate objective of attaining gender balance in the recruitment of staff or 
members of the secretariat 

o Ensure gender balance in the composition of the IC be instituted as well. A clear 
guideline on how to ensure gender balance in the composition of the IC be drafted and 
approved by appropriate bodies. 

o On membership expansion, the Forum also deliberately target feminist and/or women’s 
organizations as members 

o Integrating gender balance as part of the Forum’s criteria for supporting an NGO Forum 
members’ activities – both at the national and international level  

o Setting up of gender team or gender working group within the NGO forum and assigning 
a gender focal person from each regional working group and network structure – IC and 
Secretariat 

Networking 

o A more deliberate networking and cooperation with women organizations or other 
organizations which has advocacies and campaigns on IFIs, and other issues related to 
ADB advocacy issues. 

Publications and Campaign Materials  

o The application of gender as another tool of analysis, which will determine the 
methodology of the research, the framework for critique, the people who will be 
interviewed, the impacts of the ADB policies and projects which will be determined. 

o The images used should be given equal importance as part of the message; thus, being 
consistent in profiling and integrating women’s views, issues and vision as part of the 
Forum’s advocacy and campaign. 

o Other important elements such as language and data should be given proper attention – 
in terms of gender sensitivity, inclusivity, representation and accuracy.  

3.  GENDER WORKING GROUP  

The composition of the gender working group, as approved by the recently held Forum Annual 
Meeting last March 9-10, 2007, is the following – 

A list serve will be set up by the Secretariat to facilitate the discussion.  
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Particularly, the gender working group will:  

o be consulted by the gender project team on the gender project 2007 work plan; 
o provide advise to the gender project team on matters related to the work plan; 
o be the first body to receive the final gender audit report, for its clarification, comments 

and verification; 
o be the first body to receive the draft gender tool kit for its clarification, comments, and 

approval; and  
o be the body which will conduct the evaluation of the gender mainstreaming process.   

As part of its effort to ensure the sustainability of the Gender Program and drawing the active 
participation and involvement of Forum members in carrying out the tasks identified by the 
Gender Process Facilitators, a Gender Working Group was approved by the recently held Forum 
Annual Meeting last March 9-10, 2007. The composition of the Gender Working Groups are 
representatives of the following – 

International Committee – Princess Nemenzo 

Forum Secretariat – Abby Don 

Mekong Regional Group– Rithy 

Central Asia Regional Group - Kalia 

Southeast Asia Regional Group– Titi Soentoro 

South Asia Regional Group – Gurujaja 

International support groups – Joanna 

A list serve will be set up by the Secretariat to facilitate the discussion.  

Particularly, the gender working group will:  

o be consulted by the gender project team on the gender project 2007 work plan; 
o provide advise to the gender project team on matters related to the work plan; 
o be the first body to receive the final gender audit report, for its clarification, comments 

and verification; 
o be the first body to receive the draft gender tool kit for its clarification, comments, and 

approval; and  
o be the body which will conduct the evaluation of the gender mainstreaming process.   

Finally, a matrix of the findings and recommendations of the Gender Audit report is attached 
(please see ANNEX D). 
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PART VI 
REFERENCES AND ANNEXES 

 
 

1.   REFERENCES 
 
Documents Reviewed: 
 
NGO Forum on the ADB Internal Policies 
Revised NGO Forum on ADB – Vision, Mission, Goals and Objectives 
2006 Annual Report 
Untold Realities: How the ADB Safeguards have been violated in Bangladesh, India, Lao and 
PDR Pakistan 
ADB and Central Asia 
Snapshots of ADB Disasters 
Bankwatch (November 2006) 
ADB’s Footprint in South Asia  
Running Dry – Does the ADB Stand for Water at all? 
 
Websites Visited: 
 
www.forum-adb.org 
Forum Members’ websites 
 
 
2.     ANNEXES 

 
 

ANNEX A   Gender Program Workplan 
 
ANNEX B  Solo Parents’ Welfare Act of 2000 or Republic Act No. 8972  

 
ANNEX C  Republic Act No. 7877, also known as the Anti-Sexual Harassment  

Act of 1995 
 

ANNEX D  Gender Audit Matrix 
 


