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Gender mainstreaming is a strategic process 
leading towards achievement of the goal of gender 
equity and gender equality. The UN Economic and 
Social Council has defined Gender Mainstreaming 
as a “strategy for making women’s as well as men’s 
concerns and experiences as integral dimension 
of the design, implementation, monitoring and 
evaluation of policies and programs in all political, 
economic and societal spheres so that women 
and men benefit equally and inequality is not 
perpetuated. The ultimate goal is to achieve gender 
equality (ECOSOC, 1997).The gender mainstreaming 
strategy therefore, is designed incorporating the 
number of gender sensitive actions including but 
not limited to 

- gender analysis to understand the gender 
specific issues, needs and priorities

- generation and utilisation of gender 
segregated data for designing any 
interventions

- ensuring effective participation of men 
and women in planning, implementation, 
monitoring and evaluation 

- facilitating the process of empowerment for 
making best use of equality of opportunities 
and exercising the choices for living a life with 
dignity and self reliance.

The core principle of gender mainstreaming 
relies upon ensuring that the needs and priorities 

of men, women, girls and boys are taken into 
account in the decision making process and the 
intervention strategies are designed accordingly. 
The development programs should not only 
provide equality of opportunities and access to 
resources (facilities, services, information, fund, 
benefits, natural resources, entitlements etc.) to 
both women and men but also must ensure that 
both the women and men have the control over 
such resources, promotes both women and men 
participate equally in decision making and benefits 
are equitably distributed. Empowerment of women 
and men through capacity building and expanding 
their choices is another key area. 

Therefore, gender mainstreaming is not an isolated 
project component or activity rather it is to be 
integrated across all the components of any project. 
The gender mainstreaming strategy for any project 
or program must have clearly articulated objectives 
with measurable outcomes, set within distinct 
timeframes.

Gender Mainstreaming
The Conceptual Background1
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Gender Mainstreaming
A Paradigm Shift  2

On the other hand gender sensitivity refers to being 
able to acknowledge and understand the gender 
differences, issues and inequalities in terms of the 
needs and priorities of women and men and then 
these are incorporated in the strategies and actions. 
Gender transformative approach challenges and 
redefines the existing norms by creating new 
opportunities for facilitating the process of gender 
equity and equality.  

Gender Mainstreaming Strategy has to start with 
shifting the focus from being Gender Blind to become 
Gender Sensitive and facilitating the process of 
Gender transformation wherever is needed. Gender 
Blindness refers to the point where a person, policy 
or program does not recognise the differences in the 
issues, needs and priorities between women and 
men. The gender blind approach does not assume 
that a policy or intervention might have differential, 
even if, unintended impacts on women and men. 

Gender Mainstreaming is a process that requires a paradigm shift especially of the mindsets of the policy 
makers and implementers in the key areas as follows: 

2.1 Changing trajectories from being Gender Blind or Gender neutral to 
be Gender Sensitive and Gender transformative 

2.2 Gender analysis as a tool to understand the gender differences

gender discrimination. Gender analysis thus helps 
in identifying the issues and disparities and also to 
find options of how these might be overcome. It 
will result in acquiring sex and gender segregated 
data to identify patterns and trends of inequalities, 
reviewing gender specific needs, opportunities 
and constraints, identifying challenges and 
opportunities for specific issues and solutions. 

Gender analysis is the first step to understand 
and identify the gender differences in terms of 
the activities of women and men, their access 
to and control over resources, status in decision 
making and influencing factors. It also helps in 
understanding the socio cultural “stereotypes” that 
limit women and men to fulfil their potentials by 
limiting their opportunities and choices that lead to 
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and men must be shared fairly between them 
considering their needs, priorities, vulnerabilities, 
marginalization, social barriers etc. Gender equity 
therefore, leads towards achieving gender equality.

The intervention strategies are to be made to ensure 
equality of rights, responsibilities and opportunities 
to have access to and control over resources by 
women and men and a fair and just distribution of 
benefits.

Gender equality refers to equality of rights, 
responsibilities and opportunities of both men and 
women. It however, does not mean that women 
and men are same but emphasises that they are not 
discriminated because they are born as women or 
men. 

On the other hand gender equity refers to equality of 
outcomes i.e., the benefits derived from any policy, 
interventions, project or program engaging women 

2.3  Intervention strategies to achieve gender equality and gender equity 

2.4  Gender mainstreaming is to be 
made system wide 

Responsibility for translating gender mainstreaming 
into practice is system wide and rests at the 
highest level. Accountability of outcomes must be 
monitored constantly. However, It should be made 
clear that gender mainstreaming is not a substitute 
for women specific targeted policies or programs.  

2.5 Broadening women’s participation 
in decision making   

The gender mainstreaming strategy also advocates 
broadening women participation at all levels of 
decision making.

2.6  Institutionalising and making 
the gender mainstreamed

Gender mainstreaming should not remain as an 
isolated activity. Rather gender equality should be 
stated as the overarching goal of the organisation. 
It is institutionalised through concrete mechanism, 
steps and processes and facilitating structural and 
functional readjustments / realignments / changes 
as required and having a gender focal persons/
experts responsible to supervise overall gender 
mainstreaming activities.

2.7  Gender responsive budgeting or 
gender budgeting

Gender responsive budgeting or gender budgeting 
is a methodology to integrate gender perspectives 
into the budget. The budget can impact women 
and men differently. It can directly promote 
women’s development if funds are allocated 
directly to programs that are meant for addressing 
women’s economic, social or other needs. A gender 
responsive budget acknowledges the gender 
pattern in the society and allocates money to 
implement programs that will change these patterns 
towards a more gender equal society. It is one of 
the most important policy instrument to facilitate 
the change.   The gender budget assesses how the 
activities/interventions/programs will address the 
different needs of women and men. It does not seek 
to create separate budget to address women or 
gender concerns but takes gender differences into 
account. Special allocation can though be made to 
kickstart the change when the gender differences 
and inequality is severely asymmetric in nature. 

Gender perspectives are to be accounted for both 
women and men in preparing budget and also 
through monitoring the outcome of the budget. 
The parameters of monitoring should include how 
the budget has impacted the women and men of 
all age groups. Accordingly the gender segregated 
data is to be collected.
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2.8  Gender impact assessments 

The outcomes of gender budget and related 
interventions should be studied in a systematic 
manner with the objective to find out how these 
have impacted in achieving gender equity and 
gender equality. 

Integrating Gender Indicators in the overall M&E 
Framework

The overall Monitoring and Evaluation Framework 
of the organisation should have gender indicators 
integrated in the system. 

2.9 Gender specific safeguards 

Gender specific safeguards are in place within the 
organisation at all levels.   
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JICA applies different approaches while identifying 
and addressing development needs of men and 
women in its various projects. JICA believes in 
mainstreaming Gender in all stages of the project-
formulation-implementation-evaluation. Following 
this broad principle, JICA supported Forest projects 
in India have embraced a Gender Mainstreaming 
(GM) approach, on centre of which is women 
empowerment, in terms of leadership development 
and strengthening their socio-economic position 
in the society as well as recognising their role 
in relation to nature, forest and biodiversity 
conservations. Each thematic component (linked 

with larger objective) will mainstream a gender 
approach and a coordination link to be established 
across these different components. Moreover, 
the project supports development of adequate 
institutional framework and policy framework for 
gender mainstreaming in Forest Department’s 
work. Each action point should consider different 
needs of women and men and how the activities 
may impact women and men differently. Also, un-
intended negative impact/risks to be considered 
while designing Gender Action Plan (GAP) as a part 
of Gender Mainstreaming.

The 1988 Forest Policy of India mandated the 

JICa’s approach to Gender and development 
the Conceptual Background
(Women’s Integration as a strategy of Gender Mainstreaming)

3
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community participation in the forest management and recognized the significance of role of women 
in sustainable forest management. The successive JFM Resolutions of Odisha, issued in 1993, 2008 and 
in 2011(amended in June, 2015), too promotes the principle of gender equality and gender balance by 
stating that   

1)  At least 50% of the executive committee members of a Van Surakshya Samiti (VSS)/ Eco-
Development Committee (EDC) shall be women. 

2)  50% of the General Body members of a VSS / EDC are women

3)  One of the women executive members would assume one of the key positions i.e., either the 
Chairperson or Vice Chairperson.

4) All adult villagers where a VSS/ EDC are constituted shall be the members of the General Body of the 
VSS/ EDC.

Gender considerations in the context of  
Joint Forest Management in Odisha 4

bearers of the VSS was not very balanced. Further, 
in many cases women VSS members participation 
in the meetings/ other activities remained passive 
in nature.  These aspects, therefore, need proper 
attention not only from the point of view of women 
empowerment but also to ensure equity and 
equality in Gender Mainstreaming endeavours.

4.1.2 Capacity Development

Considering the social construct and the exposure 
of the women EC members there is specialised 
capacity building requirement for them. 

4.1.3 Gender segregated database

There is ample need to capture gender segregated 
data at all levels to assess the condition of the 

4.1 Lessons Learnt from OFSDP I  

All the VSSs under OFSDP-I were constituted 
according to the prevailing JFM Resolutions and the 
project ensured the full representation of women in 
the VSS executive committees in compliance to the 
concerned Odisha JFM Resolution.

However, the study reports of JICA have suggested 
some areas for further strengthening which are as 
follows:  

4.1.1 Opportunity for participation in VSS and 
assuming decision making role

Under OFSDP it was ensured that all the VSS has 
representation of women as per the JFM Resolutions. 
However, the representation of women as the Office 
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women and men as well as the impact of project 
interventions on them.

4.1.4  Participatory planning and reflection 
of the needs of the most marginalised 
women  

Although micro plans were prepared following a 
participatory approach but adequate caution was 
not taken to ensure participation of the poorest and 
marginalised women of the VSS. The micro plans 
required to reflect gender specific needs, integrate 
gender budgeting and planning. 

4.1.5 Livelihood promotion for economic 
empowerment of women 

The SHGs and Livelihood activities need to target 
the women from the marginalised families in the 
VSS, promote women compatible IGAs and provide 
hand holding support for them. 

4.1.6  Gender mainstreaming strategy at the 
forest department level

Both women and men department staff should 
get equal opportunity for training and capacity 
building and in all other areas and to engage more 
female staff at FMU level for better facilitation of 
women at the VSS level. 

In view of the above learning, now it is suggested that 

the OFSDP II should have gender mainstreaming 
strategy and implement Gender Action Plan to 
facilitate gender equality so as to promote gender 
specific economic and social empowerment equity 
through project interventions.
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The main objectives of the gender mainstreaming 
strategy are 

1. Develop a strategic plan to design and 
implement Gender Action Plan at all levels 
of the project to achieve gender equity and 
equality

2. Design the intervention strategies for 
structural and functional changes to 
mainstream gender at all levels of the project 

3. Ensure gender equity in access to and control 
over the forest resources and provide equality 
of opportunities to access project benefits

4. Promote economic and social empowerment 
of women through project interventions 
for the well-being of the forest dependent 
communities. 

the Main Objectives of GaP are

1. Analyse /understand status of women and 
men in project areas, map the gender gap and 
capture key challenges vis a vis potentialities 
/opportunities for gender inclusive  project 
implementation 

2. Analyse policy regime (OFD and relevant 

Gender Mainstreaming strategy and 
Gender action Plan in the context  
of OFSDP II  

5

other policies) and infrastructural regime 
and propose desired revision to ensure 
better adaptation of GM in the project. Here 
it is important to note Gender responsive 
policy is not limited to target only women 
as beneficiaries, rather tries to highlight the 
power - equation between men and women in 
socio-economic spheres and suggesting steps 
to ensure better balance in power structure 

3. Suggesting a list of action points, to be 
considered for women empowerment 
and reducing gender gap (with sound 
understanding of different needs and priorities 
of men and women). 

4. Suggesting a set of indicators (to be further 
sharpened) for Monitoring progress and 
capturing achievements and challenges

This sub-section provides a set of guiding principles to design Gender Mainstreaming strategy and 
formulate a detailed Gender Action Plan (GAP). An indicative checklist and indicative action plan with 
broad monitoring indicators are presented below. 
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5.1 the underlying principles for designing Gender Mainstreaming strategy 
and implementation of Gender action Plan 

5.1.1 Gender Mainstreaming to follow the entire 
Project Cycle 

The Gender Mainstreaming strategy will be 
developed at the initial stage at the PMU level by 
involving the DMUs and FMUs. Following the Gender 
Strategy of OFSDP-II, the Gender Action Plan will 
be formulated and implemented at all levels. The 
Gender Action Plan of each VSS prepared during 
the Micro Planning exercise, will be implemented at 
the VSS/ EDC/SHGs. The micro plan is prepared for a 
10 year period. The Gender Action Plan both at the 
PMU/DMU/FMU and the micro plan at the VSS/EDC 
level will be implemented by developing Annual 
Action Plan. The quarterly and annual reviews will 
be undertaken at PMU/DMU/FMU level and Annual 
Review and Social Audit at the VSS/EDC level, where 
the progress and achievements of the annual plan, 
of which gender responsive components will be a 
part. 

5.1.2 Gender Mainstreaming to be made System 
Wide

Gender Action Plan will be implemented at all levels 
of PMU, DMU, FMU, VSS/EDC, SHG cross cutting all 
the project components. 

5.1.3  Gender Mainstreaming and Capacity 
Development 

Gender is a social construct and thus gender 
mainstreaming is challenged more with the socio 
cultural barriers than the knowledge, resources or 
other infrastructural issues. Hence, sensitisation 
is required at all levels covering both the project 
implementers and community members. Gender 
Sensitisation would be included in the regular 
training cycle. The training outputs will be 
immediately assessed at the end of each training 
session and the outcome shall be assessed 
through the indirect indicators which will be set 

while the training programmes/ contents are 
designed. However, as for gender specific capacity 
development, to begin with, awareness generation 
and sensitisation to increase gender sensitivity will 
be the primary focus. It will be followed to provide 
skill specific trainings for the targeted groups 
on Gender Analysis and Gender based Planning, 
Gender Responsive Budgeting and Monitoring.

5.1.4 Promoting Gender equity and equality 

The Gender Action Plan will address to the need 
of broadening participation of women and men 
in the decision making process, reducing the gaps 
in having access to information, funds, services, 
benefits, natural resources and control over 
them and to ensure that the benefits of and from 
the projects are fairly and equitably distributed 
targeting the most vulnerable and marginalised 
groups, specially the marginalised women groups.   

5.1.5 Gender Budgeting

Gender budgeting is one of the most important 
policy instrument to address the specific needs 
of women and men. Gender budgeting will be 
promoted through micro planning at the VSS level

5.1.6 Monitoring and evaluation of Gender 
Mainstreaming 

As part of the Project Cycle, monitoring and 
evaluation will be carried out by the PMU. However, 
to give a focus to the gender monitoring indicators, 
the specific responsibility of the Gender Nodal 
Officer at PMU will be monitoring of the gender 
related indicators. The data required for gender 
monitoring shall be generated through the project 
MIS and thematic studies which are planned under 
the project.
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5.2.1 Deployment of nodal Officer at PMU

PMU is the apex Implementation body with overall 
responsibility for policy formulation, planning and 
execution of the project through its field level 
extensions at DMU and FMU levels. The Gender 
Mainstreaming Strategy and Gender Action Plan 
will primarily be prepared at the PMU level with 
assistance from PMC. A Main Streaming Strategy 
Cell will be constituted at PMU for looking after the 
Gender Mainstreaming component of the project. 
Gender action plan and budget shall be prepared by 
PMU based on the gender mainstreaming strategy. 
The State Programme Manager – Livelihood will be 
the Nodal Officer at the PMU and shall take the lead 
in the process. 

5.2.2  nodal officers at the DMU  
and FMU level 

Assistant DMU Chiefs and Assistant FMU Chiefs 
are proposed to be the Nodal Officer of gender 
mainstreaming at DMU and FMU level respectively. 
The project will encourage the woman foresters 
to join in the position of Assistant FMU Chiefs. It is 
suggested that at least 30% of the Assistant FMU 
Chief shall be women forester wherever  possible. 

5.2.3 Partner nGOs and Specialised agencies

The Partner NGOs engaged / to be engaged for 
facilitation in implementation of OFSDP-II should 
engage at least one women member in each 
three member team at PMU level. Similarly for 
the specialised agency, who will be engaged for 
implementation of Bio-diversity Management 
Component, shall also place 3o% of the women 
members in the team which will be responsible 
for micro planning, creation of people biodiversity 
register, and to provide assistance in IGAs where 
possible.

5.2.4 Project Management Consultants (PMC) 

PMC also shall engage a Team Leader with sufficient 
experiences in gender mainstreaming. PMC will assist 
PMU in conducting the gender related trainings for 
PMU, DMU and FMU as has been finalized in the 
capacity development plan. Moreover, the PMC will 
facilitate the required capacity building of other 
stakeholders of OFSDP-II to ensure that the gender 
action Plans are effectively implemented.  

5.2.5 Vana Surakshysa Samiti (VSS) 

Each VSS/EDC should have at least 50% of its 
general body and 50% of its EC members as women. 
One key position i.e either the Chairperson or Vice 
Chairperson in each VSS shall be hold by a woman. 
A Women Working Group is to be constituted at the 
VSS to facilitate preparation of gender perspective 
micro plan. 

5.2.6 Self Help Group (SHG)

3600 SHGs will be promoted for enhancement of 
livelihood opportunities in 1200 VSSs under OFSDP-
II. All these groups in OFSDP-II will be exclusively 
Women Self Help Groups.

5.2.7: animators:

Project will engage two animators in each VSS to 
assist community mobilization, sensitizing the 
communities on sustainable forest management, 
implementation of project activities, maintenance 
of records etc. As per the project document one 
female and one male animator will be engaged for 
two years at VSS level. The female animator, if found 
effective, shall be allowed to continue for additional 
three years. 

5.2. Gender Perspective in Institutional Framework   

112 iZý^Me
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component of the project

Gender analysis and Gender Action Plan will be 
done for each component of the project and will 
not be treated as a separate project activity. 

Since micro plan is the most important process 
whereby the VSS members prepare their 10 years 
perspective plan and accordingly the project 
components are implemented, it is an important 
pre requisite that the micro plans should capture 
gender specific needs and priorities and gender 
responsive budgets are prepared. 

5.7  Integrating gender in the M & e 
framework of the project and MIS

Gender will be integrated in the M & E framework 
of the project and its Management Information 
System (MIS). The project will capture gender 
segregated data for each component as per 
the specified benchmark indicators set through 
participatory GAP. All reports being generated in 
OFSDP-II will use the protocol of incorporating 
gender segregated data. 

5.8  Gender specific safeguards are in 
place

The grievance redressal on gender related issues 
shall be in place. The grievance redressal on gender 
related issues shall be dealt with at the FMU & DMU 
/Circle Office and PMU levels as appropriate. 

5.9 Gender impact assessment

Periodic evaluation and thematic studies will be 
conducted by engaging specialised agencies/
institutions to assess the impact of the project 
interventions in achieving the goal of gender equity 
and equality and changing power relations.  

5.3  Sensitisation and Capacity 
Development of all the stakeholders 

The Capacity Development Plan of the project 
includes the gender sensitisation trainings as part 
of the regular training for all the stakeholders at 
PMU, DMU, FMU, PNGO, VSS/EDC and SHG level. 
The trainings will be conducted to change the 
perception on gender, making the stakeholders 
gender sensitive to have gender responsive 
planning and budgeting and develop and reduce 
asymmetric power relations.

5.4  Participatory method to prepare 
Gender Policy and action Plan 

Gender policy and Gender Action Plan will be 
prepared to mainstream gender throughout 
the project cycle. It will be prepared following 
a participatory approach and by involving the 
stakeholders at PMU, DMU and FMU level to make it 
inclusive and develop ownership.    

5.5 review of the Gender action Plan 

The indicative Gender Action Plan shall be reviewed 
by the Gender Mainstreaming Strategy Cell of PMU 
and ensure timely completion of gender responsive 
activities under the project. 

The Gender Nodal Officer of DMU and FMU will 
conduct review meetings at least on a quarterly 
basis to assess the progress and issues to be 
addressed. 

5.6 Gender analysis for each 

112 iZý^Me
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Gender Mainstreaming Strategy 
and Gender action Plan6

Keeping in mind the institutional framework in place for implementation of the project and the 
project components an indicative Gender Mainstreaming steps and Gender Action Framework are 
suggested below:

table 1. Suggested Steps for Gender Mainstreaming in the Project 

Cycle/ type actions required respon-
sibility 

Policy review and 
policy action

1. review the existing policies and their implementation PMU and 
PMC

Initiation of Gender 
Analysis to avoid 
gender neutrality 

1.1 Review the existing policies of the OFD related to gender 
representation in VSS, decision making, benefit sharing 

1.2 Collect gender segregated data from the project area on

1.2.1 VSS membership

1.2.2 VSS office bearers

1.2.3 Participation in meeting (not merely number present 
but resolutions to find participation of women in 
decision making and reflection of gender needs in 
decisions)

1.2.4 Direct beneficiaries of the project and types of 
benefits received  

1.3 Identify the existing programs/schemes/policies that 
promote gender equality

1.4 Preparation of a handbook of such schemes/programs for 
dissemination at the DMU and FMU level  

1.5 Promotion of convergence of these programs at the VSS 
level through HPC 
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Preparation of 
Gender action Plan

2. Develop a gender action plan for the entire project life PMU 
and PMC 
Specialised 
agency to 
conduct 
baseline 
study

Facilitation for gender 
equity and equality

2.1 A baseline study is to be conducted to assess the 
existing situation covering both the VSS and project 
implementation cells (PMU, DMU, FMU) 

2.2 Setting of benchmark indicators to be achieved during the 
project cycle 

2.3 Collect gender segregated data against each component of 
the project 

2.4 Develop a draft Gender Action Plan for the entire project 
life

2.5 Develop guidelines for ensuring equal participation 
of women and men in VSS meeting, micro planning, 
preparation of business development plan, training and 
capacity building, sustainable forest management and 
biodiversity conservation initiaives, environmental and 
social safeguards,  

2.6 GAP for each VSS is prepared and aptly incorporated in the 
respective Micro Plan. 

2.7 Conduction of consultative workshops at the Regional level 
to engage the stakeholders to finalise and roll out the GAP 

2.8 Orientation of the staff at DMU and FMU level on step wise 
implementation of GAP  
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Inducing Structural 
changes

3. Structural changes to address to the needs and 
requirements of both women and men

PMU, DMU, 
FMU

3.1 Constituting an exclusive Gender Cell at PMU and assigning 
a Nodal Officer each at the DMU and FMU level to ensure 
implementation of GAP

3.2 Try to engage 30% of the FMU staff to be women. To have 
special orientation of men staff to be gender sensitive and 
gender responsive where there is no women staff available.

3.3 At least one women staff will be deployed within the FMU 
level PNGO team 

3.4 50% of the EC member of the VSS/EDC will be women

3.5 At least one of the women EC member of the VSS will 
assume the position of  Chairperson/Vice Chairperson. 

3.6 At least one of the animators of the VSS will be woman   

3.7 Formation of women sub committees in the VSS for micro 
planning and ensuring implementation of GAP at the VSS 
level   

Capacity 
Development

4. Develop and encourage practice of an institutional 
culture that promotes Gender sensitivity and 
responsive to different needs of men and women

PMU, 
PMC and 
specialised 
training 
providers

Facilitation for 
becoming gender 
sensitive and promote 
gender transformation, 
institutionalisation of 
gender mainstreaming 
process

4.1 Develop/update Gender training manual

4.2 Collection of case studies from the project areas

4.3 Develop training modules and materials from real life cases 

4.4 Organise Gender trainings for PMU, DMU, FMU,       PNGO, 
Animators and VSS members

4.5 Special training for women EC members and Women 
Working Group members of the VSS   

4.6 Preparation of action plan the end of the training session 
to promote gender equity and equality within the 
organisation and at the VSS level

4.7 Review the action plans through monthly review meetings 
conducted at the DMU level 

Planning to facilitate 
gender equity and 
equality at VSS level

5. Identification: Mapping gender gaps through 
participatory processes during micro planning process

DMU and 
FMU
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Promoting gender 
equity and 
equality, equality of 
opportunities and 
equitable sharing of 
benefits

5.1 Develop a holistic understanding of Gender (roles) in 
social context of the project areas through gender analysis 
during micro planning process following Gender Analysis 
Framework (gender division of reproductive and productive 
activities, access to and control over resources, influencing 
factors)

5.2 Map gender inequality/gaps & challenges by involving 
both the women sub committee and male members of the 
JFMC 

5.3 Identify unique needs and priorities of different women 
groups (by Tribe, location, exposure, age, status in the 
family, economic status) specially the marginalised women 
groups 

5.4 Plan interventions to overcome the gaps by involving the 
community 

5.5 Assess how the activities are likely to impact both women, 
men, girls and boys 

5.6 Finalise the activities and integrate in the micro plan
5.7 Also analyse how all other activities that are planned under 

the micro plan are likely to impact women, men, girls and 
boys 

5.8 Identify possible risks (negative impacts on women/men 
like extra work load, loss of opportunities, access & control 
over land etc) and develop a mitigation strategy

5.9 Finalise the activities and prepare gender responsive 
budget for the micro plan. At least 5% of the budget of the 
micro plan should be dedicated to implement GAP .

5.10 Assess the disparity in of wage payment between 
female and male and to ensure equality in wage 
payment.  

5.11 At least 10% of the Community Development Fund 
should be utilised for implementation of GAP

5.12 Identify the existing schemes/projects/programs of 
the government that promotes gender equality and 
equity and converge in the micro plan 

5.13 Clearly identify potential beneficiaries (men/women/
SHGs)

5.14 Facilitate the process of preparing a perspective plan 
by the VSS to achieve gender equality at the village 
level 

5.15 Break down the perspective plan into Annual Action 
Plan and integrate with the Annual Plan section in the 

Review of the plan 6 Review the micro plan with gender perspective at the 
FMU, DMU and PMU level before approval 

FMU, DMU 
and PMU
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Institutionalising the 
gender mainstreaming 
approach

6.6 All the micro plan should be reviewed with a gender 
perspective with the following checklists

6.6.1 Whether it includes Gender Analysis 

6.6.2 Whether activities selected reflect specific gender 
needs and priorities

6.6.3 Whether likely impacts and risks of each of the 
activities and project components on women and 
men are assessed 

6.6.4 Whether the budget prepared is gender responsive 

6.6.5 Whether at least 5% of the microplan budget is 
planned to implement GAP  

6.6.6 Whether Gender Perspective Plan and Annual Action 
Plan is included    

Institutionalisation 
and making GM 
system wide

7 Implementation: Put into place mechanisms to ensure 
implementation of Gender responsive actions

PMU, DMU, 
FMU and 
VSS
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Institutionalisation, 
making gender 
mainstreaming 
system wide, fixing 
accountability

7.6 Implementation of the Annual Gender Action Plan of 
the VSS through micro plan

7.7 Involve Women Working Group to monitor 
implementation of the activities at the VSS level 

7.8 Women and men to get equal opportunities of 
work under Sustainable Forest Management and 
SATOYAMA Model

7.9 Women and men to get equal pay 

7.10 SHG based livelihood will be promoted keeping 
women in the centre

7.11 Women and men will equally be involved for CMRV 
implementation

7.12 Environmental and social considerations of each 
component/tasks of the project will have gender 
considerations too

7.13 Community preparedness on disaster management 
will be designed with assessment of gender specific 
needs and requirements and building capacities 
accordingly  

7.14 All the  meetings of VSS, FMU, DMU and PMU should 
have a mandatory agenda to discuss the progress of 
Gender Action Plan  

7.15 All the reports generated under the project should 
have gender segregated data   

Monitoring 8 Monitoring the progress based on the specified 
indicators and processes

PMU, DMU, 
FMU
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Accountability fixing 
and institutionalisation 
of GM process

8.1 Include Gender Indicators in the overall M&E 
framework of the project so that benefits to women 
and men could be captured separately as well as 
collectively

8.2 Ensure Gender disaggregated data collection (where 
needed)

8.3 Integrate Gender Indicators in MIS (all components) 
and establish intra link

8.4 Data analysis and review of Gender action plan on 
quarterly basis through the quarterly review meeting 
at the DMU and PMU level and on monthly basis at 
FMU level 

8.5 Monitoring should be able to capture potential risks/
negative impact of project components/tasks on 
women and men and flag the same for resolving

8.6 Grievance redressal system at each level is to be in 
place and the redressal status to be monitored on 
regular basis

8.7 Expenditure tracking and outcome based monitoring 
of the budget to be put into place
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evaluation 9 evaluation of the processes, outputs, outcomes and 
impact

third Party, 
PnGO, 
DMU, PMU, 
PMC

Reiterate the process 
of gender analysis, 
achieving the 
benchmark for gender 
equity and equality, 
learnings from success 
and failure to develop 
further strategies 

9.1 Gender responsive evaluation approach to be 
adopted

9.2 Mid-term and end term evaluation studies to be 
conducted by engaging a third party. 

9.3 Participatory evaluation process to be initiated by 
involving the community members and setting 
indicators for monitoring the process, outputs and 
outcomes based of the benchmark indicators set by 
the project 

9.4 All documents related to Gender interventions to be 
made available for evaluation/impact study

9.5 External evaluations’ like MTR’s recommendations 
(on Gender Mainstreaming) to be incorporated in 
strategies and programmes

9.6 Evaluation result should clearly indicate lessons 
learned on Gender issues

9.7 Thematic case studies to be prepared from the VSS 
level for learning and replication  



26

Gender Mainstreaming 
Strategy of OFSDP-II

Strategic partnerships 10 Strategic partnerships with academic institutions/ 
specialised agencies for study, action research  
and documentation

PMU

10.1 Strategic partnerships can be developed with some  
specialised agencies to conduct studies on gender 
related issues in general and also on specified themes

10.2 Conduct action research on thematic areas as 
suggested by the project

10.3 Document the process and learning,   
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Component wise indicative Gender 
action Plan for OFSDP-II7

Component wise indicative Gender Action Plan shall be incorporated as a part of Gender Mainstreaming 
Strategy of OFSDP-II are as below:

Components Gender responsive action Monitoring Indicators

Component – 1: Preparatory Phase:

Constitution of PMU, DMU, FMU 
and deployment of Staff

1. Engage Women Forester at 
FMU level

2. Constitute a Gender 
mainstreaming Cell at PMU 
level and assign a nodal officer 
on gender mainstreaming 
at each level of project 
implementation

1. 30% of the FMU Staff to be 
women

2. All nodal officer are 
appointed

Deployment of P-NGOs 1. Engage one women staff 
at each FMU level team 
members

1. At least 30% of the PNGO 
staff engaged for the project

VSS Identification 1. The composition of VSS 
executive members to comply 
with JFM resolution of Odisha

2. General Body of VSS to 
be comprised of all adult 
members of the village

3. Encourage women to become 
a Chairperson or Vice Chair 
person 

1. Women Executive members 
comprise at least 50% of 
the executive committee 
members of VSSs / EDCs.

2. 50% of the general Body 
members of VSSs / EDCs are 
women

3. One of the women executive 
member would assume one 
of the key position either 
the Chairperson / Vice 
Chairperson.
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Engagement of Animator 1. Engage one male & one 
female animators during 2 years 
intensive support period

2. The female animator, if 
found effective, shall be allowed to 
continue for next three years.

1. 50% of the total number 
of animators are women. 

2. Female animator, if found 
effective are continued for next 
three years

Micro Planning / Annual 
Planning

2. Incorporate Gender 
perspectives in the micro planning 
/ annual planning manuals

3. Organize a women working 
group for micro planning at each 
VSS / EDC .

4. Each Micro Plan / Annual 
Plan to contain gender action plan 
/ budget

1. Micro Plan / Annual Plan 
formats have dedicated section 
for gender responsive plan / 
budget.

2. Women Working Group 
for Micro Planning organised at 
all VSSs

3. 5% of micro plan / annual 
plan budget are to be allocated 
for the implementation of gender 
action plan.

Component – 2: Sustainable Forest Management

JFM Mode:

•	 Consolidation	and	
demarcation of Forest 
Boundaries.

•	 ANR

•	 Block	Plantation

•	 Fire	Protection

1. Ensure equal wage payment 
for men & women

1. No. Of  women/men 
engaged and total wages 
paid for women / men

Component 3: Sustainable 
Biodiversity Management
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Sustainable Biodiversity 
Management 
incorporating Concept of 
SATOYAMA model

1. The composition of EDC 
Executive members to comply 
with JFM Resolution of 
Odisha.

2. General Body of EDC to 
comprised of all adult 
members of the village

3. Encourage women to 
become a Chairperson, Vice 
Chairperson or Treasurer

4. Engage one male and one 
female animators during 2 
years intensive support period

5. Organize a women working 
group for micro planning at 
each EDC

6. Each Micro Plan / annual plan 
to contain gender action plan 
/ budget

1. Women Executive members 
comprise at least 50% of the 
executive

2. 50% of the General  Body 
members of VSSs / EDCs are 
women

3. One of the women executive 
members assume the 
position of Chairperson, Vice 
Chairperson or Treasurer

4. 50% of total animators are 
women.

5. Micro Plan / Annual Plan 
formats have dedicated 
section for gender 
responsive plan / budget 
formats 

6. Women Working Group for 
Micro Planning organised at 
all VSSs.

7. 5% of micro plan / 
annual plan budget are 
to be allocated for the 
implementation of gender 
action plan

Component 4: Livelihood Improvement

Community Development 
Fund

1. To be used to implement 
Micro Plan / Annual Plan 
including women responsive 
activities.

Promotion of IGAs 1. To be implemented according 
to the project plan (All these 
activities are targeting women 
SHGs only)

1. All project monitoring 
indicators

2. Qualitative Change 
in Women’s status in 
household and community 
(Qualitative Assessment)

Revolving Funds for SHGs
NTFP based Livelihood 
Interventions
Livelihood resource Centre
Annual Partner NGO Review 
Meeting 
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Component-5: Capacity Building

Executing Agency 1. To create gender awareness 
among the project staffs at all 
levels

1. Assessment of learning 
achievement (before and 
after the training)

Community 
Institutions

1. To create gender  awareness 
among VSS/EDC/ SHGs.

2. To capacitate women SHG 
members to plan and implement 
the gender responsive activities

3. To ensure equal training 
opportunities for women VSS 
members

1. Assessment of learning 
achievement (before and 
after the training)

2. Qualitative changes in 
the women’s capacity to 
plan/ implement activities 
(Qualitative assessment)

3. No of women participants in 
each training programmes

Training of Partner 
NGOs

1. To capacitate PNGOs in gender 
responsive facilitation skills and 
gender analysis tools

2. To provide knowledge on the 
resource/ schemes/ programmes 
that can cater for women’s 
practical and strategic needs

1. Assessment of learning 
achievement

Training of Animators 1. To create gender awareness 
among animators

2. To capacitate them in gender 
responsive facilitation skills

1. Assessment of learning 
achievement

Component 6: Supporting activities

Monitoring and 
Evaluation

1. Socio Economic/ Gender baseline 
studies shall be undertaken

2. Gender Disaggregated 
Monitoring Indicators are to be 
adopted

3. Through the project Grievance 
Redressal, RTI and Public 
disclosure mechanism, the gender 
related issues are to be dealt with.

1. Reports of Socio Economic/ 
Gender baseline studies.

2. Reports of the thematic 
studies

3. Records of the Grievance 
Redressal/ RTI/ Public 
Disclosure

Communication /
Publicity

1. Success stories on women 
empowerment will be 
documented and published

1. No of cases/ stories 
published

Component 7: Phase-Out/ Phase-In (not applicable)

Component 8: Consulting Services

Consulting Services 1. PMC shall include at least one 
specialist to look after gender 
responsive interventions

1. PMC TOR
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table 2. Indicative Gender action Framework (with monitoring Indicators) 

Component 1 – Preparatory Phase 

actions to be taken Output indicators Outcome Indicators Impact indicators MOV responsibility

Constitution of PMU, 
DMU and FMU and 
deployment of Nodal 
Officer/Staff

l Engagement of women 
forester at FMU level

l Constitution of Gender 
Mainstreaming Cell at PMU

l Assign a Nodal Officer for 
Gender Mainstreaming at 
DMU and FMU

l GAP developed and adopted 
in a participatory way

l Policy in Place

l Baseline study report and 
benchmark indicators 
developed 

l Finance section understand 
Gender budgeting and 
analyse budget from Gender 
perspective

l Sensitisation on gender at all 
levels 

l The staff deployment at field and 
all levels reflect gender balance

l A clear understanding on gender 
and gender budgeting among the 
staff of PMU, DMU and FMU

l Gender Analysis and gender 
specific interventions practised in 
each component of the project

l Gender action points have enough 
budget, enough budget for 
Gender coordination and overall 
better understanding of notion of 
Gender budgeting 

l Enhanced coordination of Gender 
Mainstreaming at the PMU, DMU 
and FMU level

l Gender policy helpful in 
addressing gender gaps and 
grievances from a holistic 
perspective 

Gander balanced 
staff

Improved 
awareness on 
gender

Gender 
mainstreaming 
institutionalised 

Lessons learnt in 
terms of GM for 
replication/course 
correction 

30% of the FMU staffs 
to be woman

All nodal officers are 
appointed

Gender Policy for 
OFSDP II including 
GAP

PMU and DMU

Deployment of PNGOs At least one woman staff  
engaged by the PNGO 

Better mobilisation of women 
members in VSS

Better understanding of gender 
needs and priorities at the VSS level

VSS has 
appropriate gender 
representation

Gender needs 
and priorities are 
properly captured 
and reflected in 
microplan and 
other project 
activities 

At least 33% of the 
PNGO staff delpoyed 
is women

FMU, PNGO
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Gender Mainstreaming 
Strategy of OFSDP-II

C
o

m
p

o
n

en
t 4

 –
 L

iv
el

ih
o

o
d

 Im
p

ro
ve

m
en

t

Co
m

m
un

ity
 

D
ev

el
op

m
en

t F
un

d
- 

CD
F 

is
 u

se
d 

to
 im

pl
em

en
t 

G
A

P 
co

m
po

ne
nt

s 
of

  m
ic

ro
 p

la
n 

/
A

nn
ua

l A
ct

io
n 

Pl
an

Vi
lla

ge
rs

 b
ec

om
e 

se
ns

iti
ve

 
to

w
ar

ds
 g

en
de

r n
ee

ds
 a

nd
 

pr
io

rit
ie

s

Im
pr

ov
em

en
t o

f s
oc

ia
l a

nd
 

ec
on

om
ic

 e
m

po
w

er
m

en
t 

of
 m

ar
gi

na
lis

ed
 a

nd
 

vu
ln

er
ab

le
 w

om
en

  

10
%

 o
f t

he
 

fu
nd

 is
 u

se
d 

to
 

im
pl

em
en

t G
A

P 
co

m
po

ne
nt

s

FM
U

, P
N

G
O

Pr
om

ot
io

n 
of

 IG
A

s
- 

N
o.

 o
f S

H
G

s 
fo

rm
ed

 a
nd

 
m

em
be

rs
hi

p 
(D

is
ag

gr
eg

at
ed

 
da

ta
 o

n 
ac

ro
ss

 c
la

ss
, e

th
ni

ci
ty

, 
m

ar
gi

na
lis

at
io

n 
w

ith
in

 th
e 

gn
de

r

- 
N

o.
 o

f S
H

G
s 

ha
vi

ng
 fi

na
nc

ia
l 

di
sc

ip
lin

e 
an

d 
th

ei
r c

re
di

t a
bs

or
pt

io
n 

ca
pa

ci
ty

 

- 
N

o.
 a

nd
 %

 o
f p

eo
pl

e 
tr

ai
ne

d 
on

 li
ve

lih
oo

d 
de

ve
lo

pm
en

t s
ki

lls
- 

di
sa

gg
re

ga
te

d 
by

 g
en

de
r 

- 
N

o.
 a

nd
 

- 
Ty

pe
s 

of
 tr

ai
ni

ng
s 

co
nd

uc
te

d 
- d

is
ag

gr
eg

at
ed

 b
y 

ge
nd

er

- 
In

cr
ea

se
 in

 a
va

ila
bi

lit
y 

of
 

em
pl

oy
m

en
t o

pp
or

tu
ni

tie
s 

(g
en

de
r-

w
is

e)
, m

en
tio

n 
ty

pe
s 

- 
N

o.
 a

nd
 %

 o
f p

eo
pl

e 
w

ith
 

en
ha

nc
ed

 s
ki

ll 
an

d 
ca

pa
ci

ty
 fo

r 
ru

nn
in

g 
m

ic
ro

 b
us

in
es

s/
en

te
rp

ris
es

 

(g
en

de
r d

is
ag

gr
eg

at
ed

)

- 
N

o.
 o

f e
m

pl
oy

m
en

t c
re

at
ed

 
by

 O
FS

D
P 

II 
&

 in
ce

nt
iv

es
 g

iv
en

 to
 

w
om

en
 fo

r c
ap

ac
ity

 b
ui

ld
in

g 
an

d 
en

ga
ge

m
en

t (
ge

nd
er

 d
is

ag
gr

eg
at

ed
) 

Ch
an

ge
s 

in
 p

ro
du

ct
iv

ity
 a

ft
er

 
ad

op
tin

g 
im

pr
ov

ed
 te

ch
no

lo
gi

es
 

/ k
no

w
le

dg
e 

by
 w

om
en

 a
nd

 
m

en
 (F

ar
m

 F
or

es
tr

y,
 o

th
er

 IG
A

s)
 

%
 in

cr
ea

se
 in

 s
ki

ll/
ca

pa
ci

ty
 

am
on

g 
w

om
en

 a
nd

 m
en

 to
 

m
an

ag
e 

IG
A

, m
ic

ro
 e

nt
er

pr
is

es
 

N
o.

 a
nd

 %
 o

f p
eo

pl
e 

w
ith

 
di

ve
rs

ifi
ed

 li
ve

lih
oo

ds
 (g

en
de

r 
di

sa
gg

re
ga

te
d 

by
 h

ea
d 

of
 H

H
)

%
 in

cr
ea

se
 in

 in
co

m
e 

re
ce

iv
ed

 
fr

om
 n

ew
ly

 a
do

pt
ed

 e
co

no
m

ic
 

ac
tiv

iti
es

 

%
 in

cr
ea

se
 in

 w
or

kd
ay

s 
in

 p
ro

je
ct

 a
re

a 
(g

en
de

r 
di

sa
gg

re
ga

te
d)

N
o 

an
d 

%
 o

f p
eo

pl
e 

w
ith

 a
cc

es
s 

to
 c

re
di

t (
ge

nd
er

 d
is

ag
gr

eg
at

ed
)

Pr
es

en
ce

 o
f a

 C
on

ve
rg

en
ce

 
Fr

am
ew

or
k 

fo
r i

nt
eg

ra
tio

n 
w

ith
 

ot
he

r p
ol

ic
ie

s/
pr

og
ra

m
m

es
 

fo
r l

iv
el

ih
oo

ds
, e

co
no

m
ic

 
up

lif
tm

en
t (

lin
k 

w
ith

 o
th

er
 li

ne
 

de
pa

rt
m

en
ts

)

Ch
an

ge
 w

om
en

’s 
pa

id
 a

nd
 

un
pa

id
 w

or
k 

st
ru

ct
ur

e 

%
 in

cr
ea

se
 in

 w
om

en
’s 

pa
rt

ic
ip

at
io

n 
in

 p
ai

d 
w

or
k

In
co

m
e 

ch
an

ge
d 

fr
om

 la
nd

-
ba

se
d 

/ f
or

es
t d

ep
en

de
nt

 
ac

tiv
iti

es
 in

 p
ro

je
ct

 a
re

a 
(fr

om
 fo

re
st

, a
gr

ic
ul

tu
re

 
to

 m
ic

ro
 e

nt
er

pr
is

es
, 

va
lu

e 
ad

de
d 

pr
od

uc
ts

 a
nd

 
se

rv
ic

es
 li

ke
 -e

co
-t

ou
ris

m
) 

Ch
an

ge
 in

 H
H

 in
co

m
e 

(g
en

de
r d

is
ag

gr
eg

at
ed

 b
y 

he
ad

 o
f f

am
ily

)

D
iv

er
si

fie
d 

liv
el

ih
oo

ds
 

(o
pt

io
ns

 in
cr

ea
se

d)
 

N
o.

 a
nd

 %
 o

f p
eo

pl
e 

st
ar

te
d 

pa
rt

ic
ip

at
in

g 
in

to
 a

 h
ig

he
r 

pa
rt

 o
f t

he
 v

al
ue

 c
ha

in
 

(g
en

de
r d

is
ag

gr
eg

at
ed

)

Q
ua

lit
at

iv
e 

ch
an

ge
s 

in
 

w
om

en
’s 

po
si

tio
n 

fo
r 

st
ra

te
gi

c 
an

d 
op

er
at

io
na

l 
ac

tio
ns

 a
t t

he
 H

H
 a

nd
 

co
m

m
un

ity
 le

ve
l  

To
ta

l e
m

pl
oy

m
en

t 
cr

ea
tio

n 
fr

o 
w

om
en

 a
nd

 
m

en
(re

co
rd

s 
of

 c
om

m
un

ity
 

in
st

itu
tio

n)
 

U
se

 o
f c

om
m

un
ity

 
as

se
t b

y 
w

om
en

 
an

d 
m

en
 fo

r 
ec

on
om

ic
 a

nd
 

so
ci

al
 b

en
efi

ts
 

(L
og

) 

Ba
se

lin
e-

En
d-

lin
e 

st
ud

y

Im
pa

ct
 s

tu
dy

 

PM
U

, D
M

U
, 

FM
U

, P
N

G
O

s

Re
vo

lv
in

g 
Fu

nd
 fo

r 
SH

G
s

N
TF

P 
Ba

se
d 

Li
ve

lih
oo

d 
In

te
rv

en
tio

ns

Li
ve

lih
oo

d 
Re

so
ur

ce
 

Ce
nt

re

Li
ve

lih
oo

d 
D

ev
el

op
m

en
t F

un
d

A
nn

ua
l P

ar
tn

er
 N

G
O

s 
Re

vi
ew

 M
ee

tin
g



37

C
o

m
p

o
n

en
t 5

 –
 C

ap
ac

it
y 

D
ev

el
o

p
m

en
t

Ex
ec

ut
in

g 
Ag

en
cy

- 
N

o.
 o

f a
w

ar
en

es
s 

tr
ai

ni
ng

s 
or

ga
ni

se
d 

fo
r 

th
e 

PM
U

, D
M

U
 a

nd
 F

M
U

 
st

aff
 

- 
G

en
de

r d
is

ag
gr

eg
at

ed
 

pa
rt

ic
ip

at
io

n 
(li

st
) i

n 
tr

ai
ni

ng
s

Aw
ar

en
es

s 
on

 g
en

de
r, 

ge
nd

er
 re

sp
on

si
ve

 
pl

an
ni

ng
 a

nd
 b

ud
ge

tin
g 

am
on

g 
th

e 
st

aff

En
ha

nc
ed

 fa
ci

lit
at

io
n 

sk
ill

 
an

d 
ge

nd
er

 a
na

ly
si

s 
to

ol
s 

am
on

g 
ke

y 
ac

to
rs

 

Re
du

ce
d 

bi
as

es
 a

nd
 

st
er

eo
ty

pe
s 

ab
ou

t w
om

en
 

an
d 

m
en

Re
de

fin
ed

 g
en

de
r r

ol
es

, 
re

sp
on

si
bi

lit
ie

s 
an

d 
rig

ht
s 

 

In
cr

ea
se

d 
ge

nd
er

 s
en

si
tiv

ity
 

am
on

g 
th

e 
pr

oj
ec

t 
im

pl
em

en
te

rs

G
en

de
r A

na
ly

si
s 

an
d 

Ac
tio

n 
Pl

an
 is

 u
nd

er
st

oo
d 

an
d 

pr
ac

tis
ed

 a
t a

ll 
le

ve
ls

A
ss

es
sm

en
t o

f 
le

ar
ni

ng
 a

ch
ie

ve
m

en
t

-C
as

e 
st

ud
ie

s 

-R
eg

ul
ar

 m
on

ito
rin

g 
fo

rm
at

s 
(M

&
E 

in
di

ca
to

rs
)

PM
U

Co
m

m
un

ity
 

In
st

itu
tio

ns
- 

N
o.

 o
f G

en
de

r a
w

ar
en

es
s 

am
on

g 
VS

S/
 E

D
C/

 S
H

G
s. 

- 
N

o.
 o

f C
ap

ac
ity

 b
ui

ld
in

g 
tr

ai
ni

ng
  f

or
 w

om
en

 S
H

G
 

m
em

be
rs

 to
 p

la
n 

an
d 

im
pl

em
en

t t
he

 g
en

de
r 

re
sp

on
si

ve
 a

ct
iv

iti
es

 

- 
G

en
de

r s
eg

re
ga

te
d 

lis
t 

of
 p

ar
tic

ip
an

ts
 o

f a
ll 

th
e 

tr
ai

ni
ng

s 
co

nd
uc

te
d 

at
 

th
e 

VS
S 

le
ve

l

M
en

 m
em

be
rs

 a
pp

re
ci

at
e 

th
e 

ne
ed

s 
an

d 
pr

io
rit

ie
s 

of
 

w
om

en
 a

nd
 th

e 
vi

ce
 v

er
sa

 
in

 th
e 

VS
S

Re
du

ce
d 

kn
ow

le
dg

e 
ga

p 
be

tw
ee

n 
m

en
 a

nd
 w

om
en

 
(o

w
in

g 
to

 b
et

te
r e

xp
os

ur
e 

an
d 

eq
ua

l o
pp

or
tu

ni
tie

s 
fo

r 
w

om
en

)

In
cr

ea
se

d 
N

o.
 o

f w
om

en
 

ac
ce

ss
in

g 
th

e 
ex

is
tin

g 
en

tit
le

m
en

ts
 a

nd
 s

ch
em

es
 

di
re

ct
ed

 to
 th

em
  

Re
de

fin
ed

 g
en

de
r r

ol
es

, 
re

sp
on

si
bi

lit
ie

s 
an

d 
rig

ht
s 

 

Ch
an

ge
 in

 d
ec

is
io

n 
m

ak
in

g 
ro

le
s 

of
 w

om
en

 a
nd

 m
en

 a
nd

 
re

du
ci

ng
 in

eq
ua

lit
y 

En
ha

nc
ed

 s
oc

ia
l m

ob
ili

ty
 o

f 
w

om
en

Re
vi

ew
 R

ep
or

ts

M
IS

 re
po

rt

Ca
se

 s
tu

di
es

St
ud

y 
Re

po
rt

s

D
M

U
, F

M
U

, 
PN

G
O

s



38

Gender Mainstreaming 
Strategy of OFSDP-II

C
o

m
p

o
n

en
t 6

 –
 S

u
p

p
o

rt
in

g
 a

ct
iv

it
ie

s
M

on
ito

rin
g 

&
 

Ev
al

ua
tio

n
- 

So
ci

o 
Ec

on
om

ic
/ G

en
de

r b
as

el
in

e 
st

ud
ie

s 
un

de
rt

ak
en

.

- 
 G

en
de

r D
is

ag
gr

eg
at

ed
 

M
on

ito
rin

g 
In

di
ca

to
rs

 d
ev

el
op

ed

- 
M

&
E 

Fr
am

ew
or

k 
w

ith
 G

en
de

r 
in

di
ca

to
rs

 w
hi

ch
 a

re
 S

M
A

RT
 in

 
pl

ac
e

- 
G

en
de

r c
om

po
ne

nt
 in

te
gr

at
ed

 
w

ith
 M

IS

- 
 G

rie
va

nc
e 

Re
dr

es
sa

l, 
RT

I a
nd

 
Pu

bl
ic

 D
is

cl
os

ur
e 

m
ec

ha
ni

sm
 in

 
pl

ac
e

- 
N

o.
 o

f g
rie

va
nc

es
 re

dr
es

se
d

G
en

de
r 

di
sa

gg
re

ga
te

d 
da

ta
 

flo
w

 
in

st
al

le
d

M
id

-t
er

m
 

St
ra

te
gi

c 
ch

an
ge

s 
m

ad
e 

in
 

Pr
og

ra
m

m
e 

ap
pr

oa
ch

es
/

in
te

rv
en

tio
ns

 

as
 p

er
 g

en
de

r d
is

ag
gr

eg
at

ed
 in

fo
 

G
en

de
r r

ol
e 

re
co

gn
is

ed
, a

nd
 v

is
ib

ili
ty

 
of

 w
om

en
’s 

w
or

k 
in

cr
ea

se
d 

G
en

de
r 

di
sa

gg
re

ga
te

d 
da

ta
 in

 p
ub

lic
 

do
m

ai
n 

G
en

de
r 

lin
ke

d 
co

m
pl

ai
ns

 r
es

ol
ve

d/
ac

tio
ns

 ta
ke

n

G
en

de
r S

en
si

tiv
e 

w
or

kp
la

ce
 

ch
an

ge
 in

 s
oc

ia
l b

eh
av

io
ur

 to
w

ar
ds

 
w

om
en

In
cr

ea
se

 in
 n

um
be

rs
 o

f w
om

en
 

le
ad

er
s 

Re
pl

ic
at

io
n 

of
 g

oo
d 

pr
ac

tic
es

M
IS

 re
po

rt
 a

nd
 

da
sh

 b
oa

rd
s

Su
rv

ey
 re

po
rt

s 

Pr
oj

ec
t r

ep
or

ts

Pu
bl

ic
at

io
ns

PM
U

, D
M

U
, 

FM
U

Co
m

m
un

ic
at

io
n/

 
Pu

bl
ic

ity
- 

N
o.

 o
f s

uc
ce

ss
 s

to
rie

s 
on

 w
om

en
 

em
po

w
er

m
en

t, 
ge

nd
er

 e
qu

ity
 

do
cu

m
en

te
d 

an
d 

pu
bl

is
he

d

Su
cc

es
s 

st
or

ie
s 

ar
e 

us
ed

 t
o 

se
ns

iti
se

 
th

e 
lin

e 
de

pa
rt

m
en

ts
 

to
 

co
nv

er
ge

 
th

ei
r 

pr
og

ra
m

s 
at

 V
SS

 l
ev

el
 u

nd
er

 
O

FS
D

P 
II

Cr
ea

tin
g 

an
 e

na
bl

in
g 

en
vi

ro
nm

en
t 

fo
r g

en
de

r e
qu

al
ity

 w
ith

in
 a

nd
 

ou
ts

id
e 

th
e 

pr
oj

ec
t

In
pu

ts
 to

 d
ev

el
op

 n
ew

 p
ol

ic
y/

in
te

rv
en

tio
ns

 s
tr

at
eg

y 
fo

r g
en

de
r 

m
ai

ns
tr

ea
m

in
g 

in
 O

FD
 a

s 
an

 
or

ga
ni

sa
tio

n

In
pu

ts
 a

re
 u

se
d 

as
 tr

ai
ni

ng
 m

at
er

ia
l 

fo
r t

ra
in

in
g 

fr
on

t l
in

e 
st

aff
  

Ca
se

 s
tu

di
es

St
or

ie
s

Vi
de

o 
fil

m
s

C
o

m
p

o
n

en
t 7

 –
 P

h
as

e 
In

 /P
h

as
e 

o
u

t
N

A
N

A
N

A
N

A
N

A
N

A

C
o

m
p

o
n

en
t 8

 –
 C

o
n

su
lt

an
cy

 S
er

vi
ce

PM
C 

sh
al

l 
in

cl
ud

e 
at

 
le

as
t o

ne
 

sp
ec

ia
lis

t t
o 

lo
ok

 a
ft

er
 

ge
nd

er
 

re
sp

on
si

ve
 

in
te

rv
en

tio
ns

PM
C 

sp
ec

ia
lis

t a
pp

oi
nt

ed
PM

C 
sp

ec
ia

lis
t 

pr
ov

id
in

g 
ex

pe
rt

 
su

pp
or

t o
n 

G
en

de
r

G
ui

di
ng

 G
A

P 
im

pl
em

en
ta

tio
n

G
en

de
r m

ai
ns

tr
ea

m
in

g 
st

re
ng

th
en

ed
 a

nd
 s

m
oo

th
 

im
pl

em
en

ta
tio

n 
of

 G
A

P 
en

su
re

d

Te
ch

ni
ca

l 
br

ie
fs

Tr
ai

ni
ng

/
W

or
ks

ho
p 

re
po

rt
s 

PM
U

-P
M

C



39

From Output to Outcome 

In Gender Action Plan inputs need to be considered 
in tandem with gender budgeting. Inputs would 
enable action points to take place leading to 
desirable (and sometime unintended output). 
From output to graduate to Outcome is a long 
journey. While output will be able to capture in 
short term (first three years of a project cycle) and 
would be both quantitative and qualitative but 
Outcome refers to the change happened in the 
lives of the targeted beneficiaries owing to project 
interventions (without external attributions). 
This would require longer time to measure and 
document. Often qualitative techniques would be 

required along-with quantitative measures. This 
change is also a change in perception (Gender roles, 
rights, equality and equity), hence mid-term impact 
study may capture some outcomes, in the last phase 
of the project. However, emphasis should be given 
to form Specific Measurable Appropriate Reliable 
and Timely (SMART) indicators for all stages and to 
prioritise two or three, to highlight achievements. 
Between output and outcome level there is a level 
often called as ‘Use of Output’ level. This level shows 
how the target groups are using the outputs (newly 
acquired skills, knowledge and facilities) to change 
their lives. A framework up-to use of output level 
could be developed as this would be the main 
thrust of periodical monitoring. 

 
Prioritisation for immediate action within March 2019

time frame action Deliverable

Nov 18 – Jan 2019 Finalisation of Gender Policy and GAP 
of the project through consultative 
processes

Set Benchmark indicators

Final GAP

Dec  2018  Finalise the gender segregated data 
set to be captured through MIS and 
dissemination 

Indicators for monitoring

Dec 18 – Feb 2019 Design of baseline study and collection 
of data on sample basis

Baseline study report

Nov 18 – Dec 2019 Review of the existing micro plan and 
suggest for re orientation 

Gender compliant micro plans

Dec 18 – Feb 19 Design of training modules, materials 
and orientation of DMU and FMU staff 

Training modules, materials and 
training reports

Mar 19 Analysis of gender segregated data, 
analyse the trends and develop action 
points for reducing the gaps 

Report
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