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Objectives (intended and achieved)

The development objectives of the project was to enhance the
awareness of development planners of the importance of including
women in national development planning. Thus, the project had the
following immediate objectives:

i) To provide opportunities for women who hold
middle and senior level administrative and
professional posts in the public services to
improve their skills in managerial and



supervisory capacities on the job.

ii) To enable senior level officers, men and women

to improve their skills in policy analysis and

implementation strategies in ways that would

adequately represent the importance of women's

input into development.

iii) To build a constituency within the senior level

administrative and managerial ranks which

recognizes the need for development planning

to broaden its focus in order to improve the

situation and contribution for women.

iv) To build capacity for this type of training in

an African institution as a means of harnessing

local human resources and technical skills to

advance knowledge and policy formulation, and

implementation enhancing the contribution of

women in development.

These objectives have been fully achieved.

Outputs (sought and produced^: It was planned that: two courses

a year be held at ESAMI on training for development planning and

women; Case studies for' use in the courses and in other ESAMI

courses be prepared; modules in women and development planning be

developed for use in other ESAMI courses; the Advisory Committee

meet to oversee and evaluate the course; the course coordinator

make follow-up visits to graduates to evaluate how they are making

use of the course.

The following outputs were produced as planned:

1. Training course on Women, Management and

Development Planning: two courses per year from

1983 to 1996 i.e. a total of 6 courses.

2. Mainstreaming of gender concerns and

institutionalization of gender issues focus:

2.1 Sessions on gender issues in mainstream courses

2.2 Sensitization and involvement of ESAMI consultants

2.3 Courses for women organized by other ESAMI divisions

2.4 Increasing women's opportunities for
training through the creative and

successful matched fellowship
approach.



3. Development of training materials; limited

development of case studies and other training

materials. This has been the weak area in the

implementation of the project.

4. Other training programmes: Several additional

activities have been undertaken by the project

coordinator in initiating, designing and

offering training programmes for women's

management and entrepreneurial development.

Details on these activities are given in

chapter 4.

5. Follow-up visits to graduates to evaluate

course effectiveness. This was done only once,

in 1986 because of shortage of personnel and

resources. The findings from this evaluation

exercise are given in chapter 5.

6. . The Advisory Committee has not met during the

project period either to oversee or evaluate

the programme. However, the project was

evaluated by an external consultant in 1984 and

through the Tripartite Review in 1984.

Summaries from these reviews are given in

section 5.3.

Lessons learnt:

The project being a first initiative of the kind in

Africa, meant that there were few examples to take

lessons from. The challenge of navigating in uncharted

waters had meant a considerable amount of hard work

(mostly in isolation from the WID mainstream),

innovativeness and creativity on the part of the

programme coordinator who had to work alone until January

1986 when ESAMI engaged a WID consultant.

It should be observed that the project coordinator with

the support of the Institute, took several initiatives
to introduce three programme areas with a total of seven

activities in addition to implementing the activities
stipulated in the project document.

This has contributed to the multiplier effect of the
WID/WIM programme and firmly established the reputation
of ESAMI WID/WIM among donor and user agencies. As a

result of this credibility, it has not been difficult to
obtain funding support from donor agencies for the
various initiatives.
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INTRODUCTION

The programme "Women Management
African Perspective" had been on

the programme coordinator came on-

was started as a collaborative

Population Council. Training courses

Before the commencement of project,

being delivered through funding

Foundation, VFDW (currently UNIFEMj

The project RAF/83/001 actually-

ended on June 30, 1986. It was

of US dollars 338 500 and executed

and Development Planning: An

since September, 1980 when
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B. OUTPUTS PRODUCED AND PROBLEMS ENCOUNTERED

1.0 TRAINING PROGRAMME: VOMEN, MANAGEMENT AND DEVELOPMENT PLANNING

Since its introduction in 1981

been offered from 1981 to 1987

Development Planning Programme.

countries took part in the training

participants were men. Six of

through project RAF/83/001.

The first course offered had a

duration was reduced to 6 weeks

participants and resource persons

further reduced to 4 weeks in

within the constraints imposed by

The main objectives of the training were:

a) to sensitize participants

improve their skills in

implementation strategies

the importance of women's
and

b) to strengthen participants

and project planning and

Target Clientele

a total of nine courses have

in the Women, Management and

(pver 160 participants from 14

Twenty five percent of the

the main courses were offered

10 week duration. The course

fallowing the recommendation of

In 1987 the duration was

to reach more participants

increased course fees.

to gender issues and

policy analysis and

to adequately reflect

role in development

skills in management

implementation.



The target group for this p:
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implementation.
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up evaluation undertaken, the following
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issues. This has been

among those male

open to change.

participants

the skills development
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implementation has been fokind

the participants both
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development issues and promoting understanding
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sector. This was done with a
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this programme were the skills

sub areas: The first was

2 participants' skills were
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for sharing ideas
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and cooperation.

As a result of the growing awareness, and the

impact of gender focussed training programmes,

the number of women participants attending

ESAMI training programmes had markedly-

increased from 1% in 1977, 8.6% in 1982 to

18.9% in 1986.

Constraints encountered

At the initial phase of this programme there was a tendency

by nominating organizations and agencies to view courses in this

programme as being of interest and concern to women only. There

has been a practice of nominating only women officers to this
programme even though it has been stressed that the programme is
for both men and women officers engaged in development activities.

It is clear that mainstream policies and programming cannot

be changed by training women alone. The existing realities in our

continent are that key decision makers are men, and that women are

few and far between in key positions which would have impact on

development policies and programmes. This particular constraint
of nominating only women by agencies was overcome by ESAMI at later

stages of the programme by insisting that organizations nominate

both men and women and by offering sponsorship to equal numbers of

men and women.

The situation manifested in this programme was the exact

reverse of what was happening in mainstream management courses

where • organizations fail to nominate and sponsor women

participants.

Another area of constraint was that the programme was offered

for middle-level officials and many of the participants who were

at this level were not in positions to set down policies. As there

has been few provisions to sensitize high-level officials through

training programmes or other forums, the link to high-level policy

making has been minimal. In this regard, one effort had been taken

by ESAMI earlier on in the programme (in 1982) by organizing a high

level workshop for policy makers. From the follow up evaluation,

the workshop was useful in sensitizing key planners and policy

makers from the countries in the subregion.

There have been few follow up training activities at the

national levels of the various countries both for reaching more

middle level officials and increasing the skills and sensitization
of lower level officers.

An added constraint was lack of critical mass among the

participants in order to have positive impact. In all the courses

offered so far ESAMI has endeavoured to sponsor two participants



per country per course. When viewed with policy impact the number

of participants, both men and women trained per country in this

programine is between 15 to 2 0 scattered over a number of ministries

and agencies. With such few numbers, it is very difficult to make

concrete positive policy impact.

2.0 MAINSTREAM TRAINING ACTIVITIES

A combination of different approaches was used to increase

awareness and institutional commitment to gender concerns in

mainstream training programmes at ESAMI. This helped to extend

responsibility for gender related training to staff members as

other than WID programme and provide training opportunities for

women in areas other than WID programme courses.

A multipronged approach was used in order to facilitate impact

in the mainstream. The following were the steps undertaken:

2.1 SESSIONS ON GENDER ISSUES

Sessions on gender issues were given in

selected mainstream training programme through

sensitization of and collaboration with other

consultants at ESAMI. Sessions on gender

issues have been effectively introduced and

incorporated in selected training programmes.

Some of these were:

Advanced Manpower Planning;

Advanced General Management;

Human Resources Management and Development;

Industrial Relations;

Agricultural Policy;

Agricultural and Industrial Projects

Management Course;

Health Management.

The approach taken to initiate gender concerns in these

programmes was through networking with the concerned colleagues to

incorporate sessions on gender issues in their training programmes.

The type of sessions on gender issues varied with the overall
objectives and content of the course. For example, in courses
dealing with agricultural policy and rural development, the session
would be dealing with women in agriculture, in courses dealing with
organization and management, the sessions would be dealing with the



role and constraints of women managers in organizations, the issues

of men and women at work, etc. These sessions have been very-

useful in reaching a wider group of male participants who were

middle and senior level managers coming from various organizations

in the countries of the Eastern and Southern Africa subregion.

These sessions were important first steps to facilitating

gender sensitivity in other sessions of the concerned courses.

Additional measures needed for the future are increasing the

number of courses with sessions on gender issues.

2.2 SENSITIZATION OF COLLEAGUES

The second area, by which mainstreaming was being achieved
was through sensitizing male colleagues to gender issues. This was

done through having sessions and gender issues in their own

training programmes. This had the advantage of motivating and

interesting them in literature on gender issues, specially in their

own areas of expertise.

The other strategy used was involving male colleagues in the

delivery of WID/WIM training programmes by inviting them to deliver

sessions in their areas of expertise and by having them as members

of the WID/WIM resource team. Through this, they gained more

exposure and understanding of the issues and the kind of training

needed.

Another area of involvement of male colleagues was in the

development of appropriate training materials with gender issues

focus. Some success had been achieved in this regard with the

development of case studies by some male colleagues focussing on

gender issues.

2.3 INCREASING WOMEN'S PARTICIPATION IN MAINSTREAM COURSES -

MATCHED FELLOWSHIP

Another area of impacting the mainstream was increasing the

number of women participants in mainstream courses.

This was achieved through the matched fellowship programme

which was in effect from 1984 to 1986 with funding from the Ford
Foundation.

Fellowships for women managers were introduced at ESAMI after
assessment of the participation rate of women managers in

mainstream ESAMI programmes revealed that the number of women who

get opportunities to participate in ESAMI training programmes in

general areas of management and the various functional and sectoral

areas of training was very limited. At the time of the inception

of the women in Development programme in 1980-81 the number of

women managers who had opportunities to participate in ESAMI
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mainstream programmes was very insignificant, under 2%, to be

precise. The number of women managers was low for various reasons.

To begin with there were very few women managers in managerial

positions, but the most significant factor was that even those

women managers that were there were not being nominated and

sponsored by their employing organizations for training programmes.

Several factors contributed to this:

the assumption by superiors and personnel

officers that women managers would find it

difficult to move away from their homes;

the attitudes towards career advancement of

women which was being taken lightly;

lack of networking and contact which deprived

women managers of necessary information which

they could have utilized to push forward their

candidacy for training.

By using the matching concept, ESAMI used funding it obtained

to provide fellowship for a women manager from an organization
which agreed to undertake to sponsor another woman manager matching
the ESAMI sponsored one. Through these fellowships, the objective
was to provide greater opportunities for women managers to develop

the appropriate management skills in their respective functional

and skill areas.

Fellowship implementation

The fellowships were offered to women managers from three

countries, namely Kenya, Tanzania and Zambia. Within ESAMI, each

division was requested to select one or two training programmes

they offer where the participation of women has been generally low

and where they would like to take initiatives to increase the

number of women.

After the selection of the relevant courses by each division,

the director of the particular course, was provided with

information on the availability of the fellowships so that this
information could be disseminated to relevant organizations and
agencies.

Fellowship impact

Through the matched fellowship programme about 70 women

managers were able to attend courses in sectoral and functioning

management areas. The programme helped women gain access to

training in non-traditional areas and dramatically increased the
proportion of women trainers in the participating courses, i.e. 25%
in 1984, 34.5% in 1985 and 33% in 1986.
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2.4 WID/WIM COURSES BY OTHER TRAINING DIVISIONS

Another mainstream strategy was facilitating the organizing

of courses focussing on women by ESAMI consultants other than WID

programme staff. Some steps have been taken in this direction.

It was envisaged that more ESAMI consultants would be involved in

organizing programmes of this nature. Some of the programmes which

have been organized by consultants other than WID staff with

special focus on women were the following:

Export marketing for Women Entrepreneurs;

Entrepreneurship Development for Managers of

Women's Economic Enterprises;

Management Development for Personal Assistants

and Executive Secretaries.

3.0 DEVELOPMENT OF APPROPRIATE TRAINING MATERIALS

ESAMI has gone a long way in initiating, designing and

institutionalizing a wide variety of training programmes focussing

on gender issues for a wide range of target clientele. In doing

this, the materials which had been used were the following: data

generated from the participants themselves, mainstream management

literature, international and western literature on development and

related issues, literature on development issues and gender issues.

The missing link in all these activities had been the paucity

of appropriate and African based training materials focussing on

gender issues, management, and entrepreneurship development.

This is a very important concern not only for ESAMI but for
all training institutions which envisage to develop relevant and

appropriate training materials. In realizing the importance of
this missing link, ESAMI has taken the necessary steps in a project
designed for developing appropriate training materials in
management, entrepreneurship development which would reflect issues

relating to gender concerns in general, and specifically on issues
relating to women managers and women entrepreneurs in the African
economic, social, legal and other environmental factors, in
particular.

This activity was planned to begin in 1988. By the end of the
three year project period, ESAMI would be in a position to have a
rich resource base for its own training programmes, and also to
share with other training institutes who are interested and engaged
in similar endeavours.

4.0 OTHER TRAINING PROGRAMMES FOR WOMEN'S DEVELOPMENT

Based on the experience gained through this project, and
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assessment of training needs, several other training programmes
have been initiated and offered. The strategy adopted was that of

developing linkages through building blocks of courses offered to

selected target groups in each cluster of programme areas.

4.1 MANAGEMENT DEVELOPMENT PROGRAMME FOR WOMEN

This programme area, undertaken through assistance from CIDA,

consisted of the following programme areas:

4.1.1 REGIONAL EXECUTIVE DEVELOPMENT SEMINAR FOR WOMEN MANAGERS

This was a two weeks seminar started in 1983.

Over 100 women managers had taken part in the

four seminars offered by the end of 1987.

The seminar was designed for middle to senior

level women managers in governmental agencies,

parastatals, private business and NGOs in

Eastern and Southern Africa.

OBJECTIVES

The objectives of this seminar were;

to develop the" personal skills and management

skills of women managers for greater growth and

advancement;

to develop their awareness of gender issues

within the context of development and as

reflected in their own positions;

to promote sharing and development networks for

mutual support and lending their skills and

expertise for greater advancement of other

women.

IMPACT

Based on assessment made at the end of each seminar and

subsequent follow-ups, the greatest impact of this seminar was the

change of attitudes of the women managers, specially the

realization of their potential and increased confidence and

determination for their own growth and effectiveness at work and

at home. Another important areas of impact were the increased

awareness and commitment of the women managers to gender issues,

the determination to provide networks and assistance to other

women, who are less privileged.

Another area of impact was the increased effectiveness of the

women managers in their work and improvement in their performance.
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4.12 TRAINING WORKSHOP FOR WOMEN IN MANAGEMENT

This programme was introduced in order to increase the

outreach of management training for women managers at the national

level. It was also to encourage and influence national level

training institutes to incorporate training programmes focussing
on gender issues among the different programmes that they offer.

In this way, greater opportunities would be available for an

increased number of women.

The target group of participants for the workshop were those

men and women trainers in national management training institutes,

universities and other training centres where management training

or training on gender issues is a priority area. The first

trainers workshop was offered in April 1987 for 21 trainers.

OBJECTIVES OF THE WORKSHOP

The objectives of the 2 week workshop were:

to increase the awareness of the trainers to

gender issues especially as related to

management and management training;

to establish the need for management training
focussed on gender issues and to provide a

forum for the trainers to develop appropriate

training modules for identified target

clientele;

- to improve the training skills of the trainers

through brushup and skills upgrading sessions.

4.13 ESAMI - NATIONAL TRAINING INSTITUTE (NTI) JOINT

SEMINAR FOR WOMEN MANAGERS IN SELECTED

COUNTRIES

This 2 week seminar was designed to further increase the
outreach of the Regional Executive Development Programme for Women

Managers and assisting selected National Training Institutes to

develop their capabilities in offering management training

programmes to meet the specific needs of women. It had the added

objectives of providing greater opportunities for women managers
and being able to address issues of specific concern to women in

a. <3?-'ven country. The actual training programmes offered were
similar to the Executive Development Seminar for Women Managers at
the regional level.

The only difference was that this seminar was offered in one
country with the target group being middle and senior women
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managers from that country. The first collaborative programme was

with the Kenya Institute of administration (KIA) . The two have

offered a joint seminar in October 1987. This collaboration had

been fruitful in not only institutionalizing the management

training programmes for women managers but in increasing the
awareness and support for such programmes among management and

staff of the national institute. Plans were already underway to

have similar kinds of seminar organized by K.I.A. in the future.

The impact of the national level seminar was similar to that

of the regional level. However, there was, in this case, the_added

advantage that the women managers got together to form their own
women managers' association and to form stronger links and
networking. Having a seminar at the national level had added

benefit of having more women managers forming a critical mass to

influence policies in their own organizations.

Within this project there were also provisions for technical

assistance in developing the capabilities of two other training

institutes for delivery of management training for women

executives.

4.14. MATCHED FELLOWSHIP FOR WOMEN MANAGERS

This fellowship programme covered in section 2.3 of Part I was

part of the series of "initiatives taken to increase training
opportunities for women managers.

4.2 TRAINING FOR WOMEN'S ENTREPRENEURSHIP DEVELOPMENT

This training programme had two components:

Workshop for Trainers of Women Entrepreneurs;

Management Seminar for Women Entrepreneurs themselves.

This programme endeavoured to create more training

opportunities for women entrepreneurs, both individual women

entrepreneurs and managers of women's groups economic activities,

by enabling them to attend management skills seminars regionally.

In addition, the programme aimed to increase the opportunities for

women entrepreneurs to obtain training nationally by increasing the

capabilities of national training institutes through the workshop
offered to trainers.

For increased effectiveness, only four countries were invited
for each seminar and workshop offered in a year in order to make

sure that there were more participants from the same country

attending the same seminar/workshop. This was designed to enhance

the effectiveness of the trainers in initiating new programmes at
the national level.
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It was also meant to provide much needed support network for

the women entrepreneurs for the implementation of their personal

and group action plans.

Before launching the training programmes for each year,

training needs assessment were undertaken in each of the

participating countries who would be invited to participate that

year. The purpose of the needs assessment was to find out the

training needs of women managers and to specify which aspect of the

training involved management skills development. This was linked

with women entrepreneurs1 needs for other kinds of technical

assistance, credit and support structures and services. At the

same time, efforts were made to assess the type of assistance

packages that were available for women entrepreneurs at the country

level.

The women's Entrepreneurship Development Programme was offered

through funding support from the Government of Netherlands.

4.21 MANAGEMENT SEMINAR FOR WOMEN ENTREPRENEURS

The target group for this seminar were women entrepreneurs

who, as individuals, have set up their own businesses, (either on

a full-time or a part-time basis) and managers of women's groups

economic activities, who were group members or development agents

working closely with the women's groups. Two seminars were

offered, one in 1986, and another in 1987, to 4 5 women

entrepreneurs coming from 8 countries.

SEMINAR OBJECTIVES

The main objectives of the 2 weeks seminar were:

- to increase the women's entrepreneurial and

managerial skills;

to increase the awareness of the women

entrepreneurs to gender issues and the overall

environment that affects their entrepreneurial

activities;

to review and assess systems, structures and

policies which facilitate entrepreneurship

development and ways of using them; and also

look at other systems, structures and policies

which hinder women's entrepreneurship
development and developing strategies to

overcome these constraints.

SEMINAR IMPACT

A visible impact of the seminar for the women entrepreneurs
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was the development of management skills and resolve to improve

their business specially in such areas as keeping financial

records, developing effective marketing strategy, and taking their

business concerns seriously.

The second area of impact was the increased awareness by the

women of their status and role as entrepreneurs, and as women; the

realization of the various facilities that were there for them to

utilize. On the other side, the realization of th6 constraints

they face led to developing alternative strategies to overcome

these constraints. The confidence and positive self-image that the

women entrepreneurs developed as a result of the seminar was a very

important added bonus.

4.2 2 WORKSHOP FOR TRAINERS OF WOMEN ENTREPRENEURS

The purpose of having a workshop for trainers while at the

same time ESAMI was offering the seminars for women entrepreneurs

on a regional basis, was to equip trainers at the national level

to train women entrepreneurs. For more effectiveness, training

activities should be linked to other credit and technical support

services available to entrepreneurs as a package. It was envisaged

that national level training institutions were better positioned

to effect this linkage.

The main target clientele for this workshop were trainers from

national training institutes, technical and financial assistance

agencies and agencies which assist women's activities (especially

in the area of economic activities) and also officials with
training mandates within agencies and ministries which promote

entrepreneurship in general. Two trainers workshops were offered,

one in 1986 and another in 1987 to 40 trainers from the same 8

countries from which the women entrepreneurs were drawn.

THE WORKSHOP OBJECTIVES

The objectives of the 2 weeks workshop were:

to enable the trainers to assess the

environmental and other constraints faced by

women entrepreneurs and develop greater

awareness of gender issues.

to identify training needs for different target

groups and develop training modules for each

target group.

to devise ways and means of linking training

to other technical and financial assistance.

IMPACT
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The impact of the workshop for the trainers has been as in

other workshops, to sensitize and increase the awareness of

trainers to gender issues in general and the specific problems and

issues related to the effectiveness and growth of women

entrepreneurs, in particular. The second impact was the

realization by participants of the important role their programmes

and institutes have to play in training women entrepreneurs. The

trainers developed specific action plan during the workshop to

design and offer training programmes specifically targeted to women

entrepreneurs.

4.3 PROGRAMME ON RESEARCH METHODOLOGY FOCUSSING ON GENDER ISSUES

This addition to the WID package at ESAMI consisted of two

different programmes. The first one was Workshop on Research

Methodology Focussing on Gender Issues for researchers and users

of research and the second one was Training Workshop on Research

Methodology Focussing on Gender Issues. This programme was funded

by IDRC.

4.31 WORKSHOP ON RESEARCH METHODOLOGY FOCUSSING ON GENDER ISSUES

This workshop was offered in 1986 for the first _ time to

researchers from universities and other training institutions,

national research centres, representatives of statistical data

gathering centres and users of research such as the national
machineries for women. The workshop was attended by 31

participants, 40% of which were men.

OBJECTIVES

The main objective of the workshop was to increase gender

awareness among researchers and to promote the use of research to

influence policy regarding gender issues.

WORKSHOP IMPACT

The impact of the workshop had been very marked especially

among researchers in non-social science areas who, before the

workshop, were under' the impression that gender concerns have no

place in scientific investigations and research. The male

researchers after the workshop appreciated the gender factor in

research undertakings.

4.3 2 WORKSHOP FOR TRAINERS IN RESEARCH METHODOLOGY ON GENDER

ISSUES

This second workshop was offered late 1987. The main purpose
of ^ the workshop was to sensitize researchers and trainers in

universities and main research centres regarding gender issues with
the purpose of incorporating gender concerns in their own training
programmes and research undertakings.
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This trainers workshops aimed to strengthen and supplement the

researchers' workshop so that participants who have attended these

two workshops would be in a position to work hand in hand in

facilitating the incorporation of gender concerns in training and

research undertakings at country level.

5 PROJECT EVALUATIONS

5.1 EVALUATION BY EXTERNAL CONSULTANT

The project was evaluated by Dr. Danielle Bazin in June 1984.

The following is quoted from the summary of the assessment and

recommendation made by the Consultant.

"Assessment of the Results

It appears that the programme has fulfilled its four major
objectives at a rate of almost 100% (no percentage of fulfillment

has been proposed in the report, though). Inter-agency

collaboration has also been achieved in a large measure. Follow-

up of participants at country level has been less effective because

of lack of resources (financial and human resources).

Impact of the programme on participants may be measured

through the satisfaction' expressed, the acquisition of new skills
and attitudes and the new responsibilities given to them upon their
return home. Impact on the countries will be measured through

effects produced by their work; launching and implementation of

country projects; and organization at national level of training

similar to that of WID: in all these areas, however there is still

much room for further action.

Impact on ESAMI can be measured through institutionalization

of the course, changes occurred in the attitudes of the

professional staff towards WID, and its increased participation in

the latter; introduction of WID modules in other ESAMI courses as

well as an expected increase in the number of female students

therein through fellowship; and hopefully, an increase in the

number of female professionals in the teaching staff in the future.

Factors having facilitated the realization of the programme

included:

its hosting by a regional training institution,

ESAMI, and its co-sponsorship by another

regional body, the UNECA; the strong support

and involvement from those two co-sponsors; the

superb quality of the personnel involved,

including the programme coordinator the

seriousness and flexibility of selection

process; continuous evaluation of the programme
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and constant inter-action facilitated by the

participatory training; the enthusiasm and

personal involvement of the participants.

Factors having delayed or hampered the programme have been the

heterogeneous educational level of the participants of some

sessions and sometimes the small number of male participants.

PERSPECTIVE FOR THE FUTURE AND RECOMMENDATIONS

The WID/ESAMI programme appears as a unique programme in the

region and it should be maintained and expanded, in order to

fulfill the needs and expectations existing in this fields, at all

levels.

The WID/ESAMI programme has been incorporated in the 10-year

ESAMI programme for 1985-1989, for the financing of which

consultations and negotiations are under way with some potential
donors. The results of such consultations and negotiations will

thus have a crucial effect on the programme itself.

Recommendations made at the end of the present evaluation are

aimed at the short and the long terms:

a) Increase of the programme's personnel should

include two additional professional posts by

the end of the Ten-Year Programme 1981-1985,

sufficient administrative support and the use

of UN Volunteers particularly for the

preparation of teaching materials and follow-

up of participants at country level.

b) Financial assistance of UNDP should be

maintained and expanded to cover for a period

of 4-5 years: the proj ect personnel;

fellowships for training; follow-up, evaluation

and support of activities at national level;

development of training materials. Project

proposals along these lines are being prepared

by WID and ESAMI.

c) Content of the programme should be modulated

according to needs and educational backgrounds

of specific categories of clientele and a

number of diverse and specific courses or

workshops could be organized to accommodate the

latter.

d) Vigorous and distinct steps should be taken to

increase male participation, including (among
others) the sponsorship of one female plus one

male participant per course (except for more
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specific female or needs - oriented training).

e) Follow-up of participants at country level

should include backing up of and support to

national projects, provision of consultancy and

advisory services; and organization, promotion

of support to national training ventures in

women in development planning and management

of various forms.

f) ECA/ATRCW and ESAMI should take a greater part

in the fund-raising for and publicity of WID's

activities and operations. Publication should

be made by ECA/ATRCW and ESAMI of the documents

and training materials produced by WID.

g) Support from the ECA should also include inputs

from other relevant divisions of the

Commission, while on the other hand,

communication between UNDP and WID should be

strengthened, particularly at the level of the

UNDP/ILO in Addis Ababa and the UNDP offices

in the countries served by the programme.

h) Collaboration should be strengthened with other

agencies outside and inside the UN System and

particularly with ILO.

i) Vigorous efforts should be made in the near

future to duplicate the programme in the French

speaking and Portuguese speaking countries of

the continent.

5.2 TRI-PARTITE REVIEW, DECEMBER 13 - 14, 1984

The following are the findings of the Tripartite Review of the

project held at ESAMI December 13 - 14, 1984.

"The implementation of women's programme under RAF/83/001 has

demonstrated satisfactory progress, which now constitutes an

integrated part of the ESAMI management training".

ESAMI has indicated that it would recruit a professional staff
in this field in early 1985 in view to further promote the

integration of the women's programme into the Institute's
management training programme.

UNDP has indicated that it would continue to finance the

project up to end 1985 with provision for one full-time expert and

one training course including the cost of resource persons in

specific fields who may be recruited by ESAMI in accordance with
its procedures and service rates.
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The next Tripartite Review meeting on this project will be

held in September 1985.

ESAMI's proj ect coordination role in the implementation of

this project will be strengthened.

The meeting agreed on various administrative measures which

should be looked into by the executing agency, namely

discontinuation of pouching personal cheques and utilization of IOV

system instead as the means of currency transfer, early

formalization of the expert's contract, issuance of UN Laissez-

Passer and settlement of personal allowances payments".

5.3 FOLLOW-UP EVALUATION OF PROGRAMME BY PARTICIPANTS

This follow-up evaluation of the programme was undertaken by

WID staff members in 1986, through questionnaires which were mailed

to the participants and face-to-face interviews undertaken in 11

countries. The evaluation covered participants of the Women

Management and Development Planning Training Programme, the

Management Seminar for Women Executives and the High Level Workshop

on WID. Only the responses pertaining to this project, will be

highlighted here.

It should be noted that this follow-up evaluation was

undertaken only once as a result of the constraints of personnel,

time and finance. This meant that the time range of follow up

contact with participants ranged from 6 months to 5 years.

5.31 FINDINGS FROM FOLLOW-UP EVALUATION QUESTIONNAIRE

A total of 46 participants, 36 women and 10 men responded to

the questionnaire. The following are the main areas covered in the

questions:

career development

- change in attitudes

influences

constraints

- recommendations.

Some of the main findings are highlighted below:

Sixteen of the 36 female participants and 8 of the 10 male

participants retained the same job titles they had when attending

the training programme. About 4 0% indicated that they had goals
in pursuing further studies.

Most of the participants who responded to the questionnaire
indicated that they gained greater awareness of the central role
of women in development and the constraints involved in enhancing
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women's contributions to and benefits from development efforts.

The female participants in particular, indicated an overall change

in their outlook to their own advancement and gained confidence.

About a third of both female and male participants indicated

that they were able to influence others through informal channels

as well as seminars, conferences, etc.

The main constraints which the female respondents faced in

utilizing the skills gained in the training and influencing for

positive changes were given as follows:

lack of an organized forum for women;

the lack of other gender issues aware

colleagues in their organizations with whom

they could network and their own lack of

decision-making positions;

the overall political and economic environment

of their countries, and bureaucratic rigidities

of their organizations.

The participants were asked to give their recommendations on

the course content and objectives. Almost all of the 18 female

participants who answered this question indicated that the course

content should remain the same. Some of them suggested that the

following should be included/emphasized:

materials dealing with rural women;

sessions on markets surveys, research methodology;

budgeting;

project analysis;

- new development issues.

The male respondents recommended the inclusion of the

following topics:

- project management;

more time for interpersonal skills;

population issues;

- new development issues.

The participants in general expressed satisfaction with the
resource persons used in the training programmes. They have
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forwarded the following recommendations for future courses:

resource persons should come from different

countries with varied and practical

experiences;

resource persons should be drawn from past

participants of course.

With regard to recommendations made on participants of

programme, the following were the main suggestions:

the composition of participants should be more

homogeneous, with similar fields of work,

levels in the organizations (female

participants) should be more varied (male

participants) ;

there should be more male participants;

participants should hold influential positions.

In aspects of course organization there were varied opinions

on duration (but a 4 week programme appears most suitable) field

visits were found useful and beneficial; comments given include

the following:

the course is too packed with many topics to

be covered in a short time;

- local training programmes should be organized

as follow up.

5.3 2 HIGHLIGHTS FROM FOLLOW-UP EVALUATION INTERVIEWS

The face-to-face interviews made by the project coordinator

and the ESAMI WID coordinator with participants in 11 countries **
through follow up evaluation missions were very useful in eliciting

responses from more participants as well as gaining additional

useful insights from participants.

Only the main findings will be highlighted below.

Programme Benefits

Most of the respondents indicated that their understanding of

gender issues and awareness have been increased as a result of

1* Botswana, Ethiopia, Kenya, Lesotho, Malawi,
Uganda, Seychelles, Swaziland, Tanzania,

Zambia, Zimbabwe.
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their participation in the courses. Most of the respondents have

found the skills learned useful in their work areas; both male and

female participants found the management and project planning

skills useful. Female respondents have indicated that gains made

in the training have been effectively utilized in their work, e.g.

extension work.

Female respondents specifically pointed out their increased

confidence in their abilities, increased self awareness leading to

increased effectiveness and self development. More women

participants also noted that their knowledge of WID issues was

recognized, leading to their greater involvement in WID activities.

Some also noted increased training opportunities after returning

from their ESAMI courses. They intend to pursue further studies

to further strengthen their skills.

Constraints

Most participants have held formal meetings, workshops, etc

and informal discussions to influence attitudes at work regarding

gender issues. While acknowledging limited success in this, most

participants admitted that they had limited success in influencing

systems, because of the nature of the bureaucratic organizations

of the civil service, their socio-political environment, and their

own positions within their organizations. A few have noted that

they were unable to directly apply their acquired skills in the
workplace. Traditional attitudes and negative attitudes towards

women were given as constraints in their limited level of impact.

Most participants found the course objectives and content

relevant and useful. However, some male participants felt that

there was an over emphasis on women and women's issues.

Recommendations

An overwhelming number of the interviewees recommended the

continuation of the course. Some further stressed the need for

refresher courses to build up on their skills and knowledge, and

similar types of courses offered at country level to reach more

participants.

The majority again noted that the course be offered to both

women and men, making sure that the number of male participants is

increased.

On participants, the respondents noted that efforts should be

made to ensure they have eguivalent levels of educational and work
experience.

Regarding resource persons, the interviewees recommended that

they should be both men and women with practical experience in
Africa.
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C. OBJECTIVES ACHIEVED

As indicated in the evaluation report by the external

evaluator the project has achieved its four maj or objectives.

Inter agency collaboration has also been fulfilled. Only follow-

up of participants at country level has been less effective due to

lack of resources.

The WID/ESAMI has even been incorporated in the 10 year ESAMI

programme for 1985-1989.

D. FINDINGS AND LESSONS LEARNED

The main purpose of training programmes focussing on gender

issues awareness creation and imparting of specific skills in

planning and management is to influence mainstream planning and

policy making for effective integration of gender concerns in the

plans and policies of countries in general and organizations in

particular.

The following factors affect the degree to which the desired

impact can be obtained through training programme.

The extent to which the participant has been

assisted to develop gender issues awareness,

and the degree of commitment on his/her part;

The position of the participant within the

organizational structure and specific

responsibilities;

The degree of initiative taken by the returning

participants and extent of responsiveness on

the part of organization/community etc;

The relevance of the employing organization to

development and gender issues and vice versa.

The various strategies used to influence ESAMI mainstream
programmes have been given in Part 2.

On hindsight it would have been more beneficial to have a more
organized approach of sensitizing ESAMI consultants through special
programmes and use these occasions to foster more collaboration in

mainstreaming gender concerns.

Experience from this project shows that the following are the
main factors which impede participants from influencing policy
regarding gender issues:

Participants are drawn from too many countries
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and diverse agencies, therefore, they lack the

critical mass to influence policy;

There are frequent transfers and job changes

for participants;

The middle - level organizational position of

most participants makes it difficult for them

to influence policy;

The social, cultural, political environment in

some countries creates difficulties;

- The Women's Management and Development Planning

training programme funded through this project

was the first gender issues focused training

programme to be offered regularly;

The stature of ESAMI as a premier management

development centre in Africa, the commitment

and wholehearted support from top management,

the collaboration and teamwork among ESAMI

consultants, and the openness and flexibility

of system have contributed immensely to the

successful implementation of the project;

The technical support provided by ECA through

the participation of ATRCW staff members as

resource persons and the backstopping of the

project has been considerable.

E. RECOMMENDATIONS

The following steps are recommended for greater success in

influencing policy and planning regarding gender issues through
training programmes.

1.1 Focus on fewer agencies and countries at a time.

Covering fewer countries and focussing on fewer and

specific agencies within each country has several
advantages. The course coverage will be more focussed,

provides the much needed critical mass within the

organization and nationally for collaboration and support
network among participants. This approach has been
useful where organizations have taken steps as in the

example of the Ministry of Culture and Social Services

of the Government of Kenya which had ESAMI organize a
gender issues training programme for all its district
development agents.

1.2 Offer a coordinated series of training programme for all
levels of the selected agencies/organization in each



27

country. A suggested approach is creating awareness

throughout the relevant spectrums in the organizations

by offering training programmes for awareness creation

and development of relevant skills for each category.

The programme should be targeted to each of the following

categories:

senior/top level officials (policy makers);

middle level officials (planners and implementors), ;

district/community based development/extension agents;

grassroots development structures, i.e. women's

organizations, NGOs, community based

organizations, local governments, etc.

This building block approach enhances collaboration and

support at all levels and helps ensure that there is
commonality of goals. Special measure should continue

to be used in order to include both men and women in the

sensitization programmes.

1.3 Link ESAMI training to other training and related

programmes in the subregion. This multipronged approach

is already utilized in the Management Development

Programme for Women where the regional seminar for women

managers is offered together with a training of trainers

workshop and collaboration with national training

institute in offering country level seminars. A similar

approach is used in the women's entrepreneurship

Development Programme. Both programmes have benefitted

from lessons learnt from implementing project RAF/83/001.

This strategy should also be used in future training

activities in Women, Management and Development Planning.

More efforts should be made to link with ECA/ATRCW and other

ECA sections' activities, as well as other UN agencies.

1.4 The follow up evaluation with visits to participants

should be more frequent and should ideally be carried out

6-12 months after completion of training. The

implementation of participants1 action plans should be
facilitated through the promotion of collaboration among
national agencies, networking, use of participants as
resource persons, providing funding, technical and

advisory support. It should be noted, however, that this
entails considerable increase in WID staff and financial

resources to ensure effective catalytic role at country
level.

1.5 The development of appropriate training materials should
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be a major focus of the second phase programmes coming

after 1987.

1.6 It is very important to have more women trainers and

other women professionals in the Institute both in WID

focussed programmes as well as other programme areas.

This will help facilitate establishing the legitimacy of

training programmes with gender issues focus, increase

programme effectiveness, and enhance the credibility of

the Institute's advocacy for gender equality through

setting an example by concrete action.

1.7 Efforts should be made to have each training division

given a mandate to offer programmes focussing on women

in its area of specialization or sector. This avoid the

permanent segregation of WID and help further

mainstreaming.

1.8 Because of its leadership position and its lead role in

being the first institute to offer WID programme in

Africa, ESAMI should continue to take a lead role in

developing collaboration and capabilities of training

institutes on the WID/WIM areas.


