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1.0
INTRODUCTION

The project Building Capacity in Gender Analysis and Gender Mainstreaming in the NARS of ASARECA is a collaborative initiative between Association of Agricultural Research in Eastern and Central Africa (ASARECA) and the CGIAR System-wide Program in Participatory Research and Gender Analysis (PRGA). The day to day administration of the project is carried out by one of the programmes of ASARECA, The Eastern and Central Africa Programme for Agricultural Policy Analysis (ECAPAPA).
1.1
The Project

The project was initiated in 2003 to develop and enhance the capacity of selected participants from the region to utilize gender sensitive participatory research and mainstream such approaches in their respective organizations in the East and Central African (ECA) region. Eight countries participated in this project namely; Democratic Republic of Congo (DRC), Ethiopia, Kenya, Madagascar, Rwanda, Sudan, Tanzania, and Uganda. Two participants from each of the countries were selected to represent their NARS. The participating organizations received small grants to support gender sensitive participatory research. 
The objectives of the project were:

1. To generate a viable set of ‘best practices’ for mainstreaming gender-sensitive participatory approaches within core programs of selected organizations in the region using a Learning and Change approach;

2. To develop human resources through building capacity in ASARECA participating organizations for mainstreaming gender-sensitive participatory approaches in research.

3. To establish a network of innovators in the eastern and central African region for mainstreaming gender-sensitive participatory approaches in Agricultural R4D.
1.2
Project Activities

Capacity building in gender analysis and gender mainstreaming was a major focus of the project. The project utilized ‘learning and change approach’ with guidance and support. Participating researchers would get together for gender training conducted by a resource team and then go back to their organizations and implement the learning and approaches in the field through field research that would build on their current work.  After some time they would come back together (with the resource team) for another training and then go back to the field. This allowed the researchers to put in practice the learning and to return with questions, challenges and success stories. This gave opportunities for sharing experience and lessons learnt. A curriculum was formulated focusing on concept, methods and skills on gender analysis and gender mainstreaming. 

Four training workshops were conducted under this project. The first workshop was held in Nairobi in November 2004 and was attended by 19 participants from 9 ASARECA countries. During this two weeks workshop, participants were taken through gender concepts with an emphasis on gender analysis. Organizational change was also discussed. Participants then, went through a rigorous process of proposal formulation with a well defined work plan on activities to be carried out during the first phase of the project. During this period, participants carried out an assessment of the gender terrain in their respective organizations. Appendix 1 presents the different studies that each country team undertook. 
The second workshop was held at Addis Ababa in July 2005. This was an opportunity to get in to depths of gender analysis and organizational change as well as focus on the gender change agent in an organization. There were intense discussions on the activities that would help each country team enhance the institutionalization of gender analysis in their organizations. The strategies included gender training as well as field studies that would generate empirical evidence to support the mainstreaming of gender sensitive approaches in agricultural research. 
The third workshop was held in June 2006 in Nairobi. Participants shared their experiences in their efforts to influence change as well as the field research they had undertaken. The highlight for this workshop was the Training of Trainers on gender analysis which was aimed at enhancing the participants’ capacities to train scientists in their NARS on gender analysis. In November 2006, a leadership workshop was conducted. The workshop was aimed at enhancing the skills on influencing change in the organizations. As gender change agents, the participants are expected to spearhead the institutionalization of participatory research and gender analysis in their organizations.
Having attended the training workshops through the project, participants have been organizing and conducting gender training in their respective organizations. The intense training of trainers which the participants were taken through equipped them with the necessary skills and confidence to train other scientist in gender sensitive participatory methodologies in agricultural research.
2.0
THE EVALUATION

As the project draws to a close it is important to take stock of what the project has achieved.

The objectives of the evaluation include:


1. To assess organizational changes that has occurred in the participating NARS in regard to gender.
2. To assess the extent to which knowledge and skills gained under the capacity building project are being utilized
3. To inform the PRGA Program and ASARECA on strategies for institutionalizing PR and GA in the NARS of East and Central African region.

2.1
GENDER AND ORGANIZATIONAL CHANGE

The project sought to enhance institutionalization of participatory gender-sensitive approaches in agricultural research in recognition of the fact that there is need for a favorable environment for use of PR and GA methodologies. It is for this reason that institutional assessments in regard to gender were part of the project’s activities. The assessments were meant to identify institutional gaps and provide indicators into the appropriate strategies for mainstreaming PR and GA in the NARS. 

Although the assessments were not carried out in a uniform manner (among the organizations), they were all based on the nine box framework for organizational assessment (Groveman and Gurung, 2001). This framework was also used in the evaluation. The nine box framework distinguishes nine elements of an organization: policies and action, tasks and responsibilities, expertise, policy influence, decision-making, room for manoeuvre/innovation, organizational culture, cooperation/learning, and attitude. Closely related to this is the four elements framework which has been found to be useful in transforming organizations. This framework focuses on political will, technical capacity, accountability and organizational culture in organizational analysis (InterAction’s CAW, 2005).

Gender change in organizations is catalyzed by the ‘gender change agents’. Participants in this project played this role. It was therefore important for the evaluation to look into the role participants were playing as gender mainstreaming change agents in their respective organizations. 
2.2
METHODOLOGY

The evaluation mainly utilized qualitative methodologies with a focus on participants’ and respondents’ experiences, perspectives and opinions regarding the project.

2.2.3

Data Collection

Data collection methods used included in-depth interviews with various categories of staff in four organizations using semi-structured interview guide. The categories of interviewees are decision-makers, project country teams, project task force and staff trained by the country teams. The four organizations visited for face to face interviews were KARI in Kenya, ISAR in Rwanda, DRT in Tanzania and NARO in Uganda. 

During these interviews, the interviewer used tape recorder (with the permission of the interviewees) to record the discussions. The tape recording was later transcribed and the information synthesized.

Survey questionnaires were used to collect information in the other four organizations namely; INERA in DRC, FOFIFA in Madagascar, ARC in Sudan and EARO in Ethiopia. Going through the interviews informed the reviewer on the necessary modification for the survey questionnaires before sending them out to the country teams in these countries to distribute to the different categories of respondents in the respective organization.

2.2.4

Document Review

In order to get a better insight into the place of gender in the organizations, a number of organizational documents were reviewed. These include policy documents such as, mission, vision and strategic plans. Other documents included the organogram and statistics on staff composition (by gender). These documents were collected in each of the organizations that the reviewer visited. It was however difficult to access such documents in organizations where the review was unable to visit physically but rather used other means of data collection.

Other documents that informed this evaluation are the project reports. These include reports produced by the country teams in the course of this project. The organizational assessments carried out in the early part of the project were particularly useful in informing the evaluation of the gender situation in the organizations. The workshop reports for the four training workshops conducted through the project were also useful source of information. Participants have also conducted some training in their respective organizations. Reports on these trainings have also been reviewed.

3.0
 FINDINGS / OUTCOME

3.1
INSTITUTIONAL ASSESSMENTS

The organizational assessment revealed that the participating organizations were at different stages of incorporating gender in their work. While some have been making these efforts for a long time, others are still at infancy in as far as gender mainstreaming is concerned. In KARI for example, gender mainstreaming efforts begun with the establishment of a Gender Task Force (GTF) in March 1995 to facilitated the incorporation of gender issues into all KARI programmes of applied research and development. Today KARI counts the following achievements in its efforts to mainstream gender: implementation of a gender sensitization program through which over 80% of the KARI researchers were gender sensitized; establishment of the Gender and Agricultural Research Database (GARD); holding of the first KARI conference (1998); updating of KARI guidelines to proposal writing and giving gender awards to scientists that incorporated gender issues in their scientific papers presented during the KARI Biennial scientific conferences. In EARO (Ethiopia), a Gender Focal Unit (GFU) was established after the first gender sensitization workshop in 1999. However there is only one gender expert assigned the responsibility of implementing the mandate of the GFU. Being a participant of this project, the coordinator, GFU, has negotiated a strategic positioning of the unit in the new structure which is yet to be approved

On the other hand, organizations such as, ISAR, ARC, DRT, INERA and FOFIFA have not yet had any systematic effort to mainstream gender in their organizations.

The project therefore provided a good forum for organizations to learn from each other. Those that are at infancy now have tips which they can tailor to their situation while the more experienced organizations are learning that gender mainstreaming is a process not an end by itself. By facilitating the institutional assessments, the project created an opportunity for the NARS to identify institutional gaps which need to be addressed to mainstream gender.
3.1.1

Technical Dimension

Policy and Action

Institutional assessments sought to find out if policies on gender as regards the products of the organization as well as the internal affairs of the organization were in place. According to the assessment report from EIAR, gender is reflected in EIAR’s strategy which states that “Focus on gender responsive research is one of the principles and values of the organization”. The same strategy has been incorporated in research strategies at Sector and Center level. In DRT, researchers interviewed were not sure if the organization has a policy on gender. However, document review show that the Agricultural Sector Development Strategy (ASDS, 2005) clearly states one of the outputs in strategic areas as “Gender issues mainstreamed in Agricultural development plans”, (MAFS 2005). This mandates DRT to pursue gender mainstreaming in the organization. In KARI, gender is reflected in the strategic plan (KARI 2005). In NARO, the assessment showed that apart from the NARO statute (1992) that provides for women representation on the Board, there are no policy provisions for gender considerations in NARO.
The need for a policy on gender was well articulated by a respondent from KARI during the interview, 

‘What I would like to see is that we move to the policy arena and ensure there is a policy on gender institutionalization within the NARS in the region irrespective of the level. If we can have clear guidelines, our work would be easier’, (a participant from KARI).
The project’s focus on institutionalization of PR and GA implies some organizational change especially in the policy arena. The project is therefore timely to lay strategies to tackle organizational issues. As mentioned latter in this report, gender mainstreaming teams are already in place in all the organizations with their major task as to influence change towards institutionalization of PR and GA.

The project made efforts towards getting the political commitment necessary for gender mainstreaming. Political will is seen to be a major step towards gender mainstreaming (InterAtion’s CAW, 2005). The Director Generals of the participating organizations were kept informed of the project’s progress through regular communication with the coordinator, ECAPAPA. They were also involved in the signing of contracts for the small grant. Where possible they were invited to officiate in the opening of the training workshop. During the training workshop in Addis Ababa, the DG, EIAR gave a welcome remark, so did the DG KARI during the Nairobi workshop of June 2006. In 2005, a team of resource persons for the project visited some organizations (DRT, ISAR and EIAR) to mentor and support the country teams as well as assess their capacity in influencing change. The team sought audience with the DG’s in each organization visited. This was an opportunity to update the top management of the project as well as get their opinions and support for institutionalization of PR and GA. The coordinator, PRGA also joined the team on several other occasions and had discussions with top management in KARI, NARO and ISAR. In all these meetings, the top management expressed their support for the project and gender mainstreaming in their organizations. This kind of support is necessary as we move towards commitment in policy.
Task and Responsibility
Out of the eight participating organizations only three (KARI, NARO and EIAR) have a gender coordinating unit. There have been debates on the importance of a gender unit in an organization. Some people argue that since gender is ‘cross cutting’, it should be everyone’s responsibility and not a responsibility of one person or unit. However, it has been noted that when this attitude prevails then gender actually ends up being nobody’s responsibility and it evaporates. For example, documenting its experiences with gender mainstreaming, UNDP 2006 notes; “too often, mainstreaming has meant that everyone – and thus no one in particular has responsibility … and talk about gender and women has too often taken the place of action”. There is therefore need for a coordinating office which holds every one accountable. In a planning seminar at NARO, (supported by this project), participants suggested that there should be a gender coordinator at NARO and gender advisors at all PARIs. This is more or less the arrangement at KARI as it has a gender coordinator and gender advisors at all other KARI centers.
It was noted that there were no mechanism to support the existing coordinating office. In the three organizations which have a coordinating unit, this consists of only one person with hardly any funds from the organization’s core budget. In KARI, for example office of the gender coordinator is placed in a centre away from KARI headquarters and there is no mechanism to oblige other scientists to consult the office. During a planning seminar at KARI (supported by the Project), participants felt that the coordinating office should be strategically located, reporting directly to the Director General.
Having a gender coordinator with significant expertise and giving him/her support, endorsement, and clout within an organization is seen as part of political commitment towards gender mainstreaming (InterAction’s CAW, 2005). Organizations are however cautioned not to view gender focal units / coordinator as someone to do the work for them or to whom all gender business is referred to but as a resource to the scientists (Heldstein, 1998; Macdonald, 1999).
It is important to note that even in organizations where there is no gender focal unit, participants in this project are seen as informal gender coordinators. A participant from ISAR reported, “the other people know us as the gender representatives and our interaction is changing”. This implies that there now exist skilled gender agents to oversee gender mainstreaming in the organizations (recognized by the staff). The country teams have also incorporated other members in the organizations to help out. As such there are gender teams in all the organizations to influence change. Some country teams (such as the Tanzania team) are already organizing training for their newly incorporated gender mainstreaming team. In other organizations such as NARO, the gender mainstreaming team consists of members with gender expertise who therefore need no training. This team (at NARO) facilitated a gender mainstreaming seminar in November 2006. Participants in the seminar who consisted of center directors came up with action points for mainstreaming gender in NARO. The team was charged with the responsibility of coming up with action plan (with time frame and budget) based on the action points agreed upon during the seminar. This is a commendable step towards gender mainstreaming. In ARC, the gender team consists of top level managers from different sectors (Deputy Director for programs, Deputy Director for Technology transfer, Dean of Faculty of Agriculture – University of Gezira, General Director - Ministry of Agriculture and Director of Extension – Ministry of Agriculture). This team met for the first time in August 2006 to consolidate a common goal and to brainstorm on strategies for gender mainstreaming at ARC.
Expertise

A major outcome of this project has been the provision of gender skills to the participants. This was mainly in three broad areas namely; enhanced capacity to conduct gender analysis and participatory research, skills in mainstreaming gender analysis and participatory research through organizational change as well as skills to train others in the use of gender analysis and participatory research. Participants have been able to utilize these skills in the project activities through field research, training other scientists in gender analysis as well making efforts to influencing organizational change.
One of the major activities carried out by the country teams have been training scientists on gender analysis. After going through the training workshops, participants have been able to organize and conduct similar gender training workshops in their respective organizations. Some of the participants (especially those from INERA, ISAR and DRT) had had little knowledge on gender prior to joining this project. It is therefore noteworthy that they are now able to conduct training in their organizations. 

In Rwanda, participants have already conducted two major training workshop with 50 participants from various stations of ISAR. A planning seminar is also scheduled for February 2007. Constant reference was made to the gender training during the interviews. The country team reported that participants in the training had requested for more training so that they can have a session in the field in order to practice gender analysis. In DRT, two training workshops have been conducted in gender analysis through this project. The first one had 10 participants from Eastern zone and the second one had 21 participants from the same zone. One more training is scheduled for the newly formed gender mainstreaming team. In NARO, one-day workshops were conducted at three NARO institutions to sensitize the staff on the importance of mainstreaming gender in research and development and ensure gender is incorporation in research projects. Participants comprised of heads of programmes, project leaders, scientists and support staff. A two day planning seminar was held in November 2006 with the centre directors. The outcome of this seminar was action points for gender mainstreaming in NARO. In ARC, a one-day inception seminar was held with the top management and senior scientists. Twenty-four participants attended the seminar.
Discussions with some of the scientists trained by the country team in ISAR revealed that the scientists got to appreciate the need for incorporating gender in the research process. In the words of one of the trained researcher, “I never had any training on gender but after this training, I saw that it is good to incorporate gender in all research activities”. Although most scientists have been using participatory methodologies, they now recognize the need to incorporate gender as well. One scientist from ISAR put it very clearly during the interview, 

‘People are viewing this research as participatory. In PRA methodology, you find that some women (farmers) are involved but they are not planned to be there. It is by coincidence that the ones who are there are where they are’, scientist from ISAR.

This shows that the scientists trained by the project participants clearly understand that there is need to have a gender perspective even while using the traditional participatory methodologies. With this kind of understanding it is easy for the scientists to embrace gender analysis. The training is therefore helping in change of attitude among the scientists. In NARO, for example, it was reported that biological scientists view gender analysis as a tool to be used by socio-economists only. Negative attitude towards gender has been reported as one of the barriers for gender mainstreaming. This comes mainly through ignorance as to the importance of gender perspective in agricultural research.

In was noted during the interviews as well as in the workshop reports from the country teams that most scientists do not utilize gender analysis because they lack the skills to do it. A respondent from DRT expressed the need for training thus, 

‘They (scientists at DRT) are at varying levels but the majority lacks the skills (to incorporate gender). Because they don’t have skills, they don’t use gender in their work. There should be more training on gender within the organization’ (a participant from DRT)
Training was also seen as an avenue to influence the change of attitude. In every organization visited, respondents (especially the country teams) reiterated the need to sensitize decision makers. Once they understand the need for gender mainstreaming, it is hoped that they would take the necessary steps towards institutionalization of gender analysis.
The training introduced by the project was reported to be beneficial for the scientists and all the participants and respondents in this evaluation reiterated the need for continued training. This is understandable given that a one-off training in gender analysis is not sufficient to equip the scientist to effectively utilize the methodologies in their work. More over, the project was limited in finances to carry out systematic training for all scientists in the participating organizations, nor follow-up the trained scientists to see if they are able to utilize the methodology in their work. The organizations are however encouraged make use of the scientists trained in this project to continue gender analysis training in their organizations. Technical expertise among the staff is part and parcel of gender mainstreaming. Recognizing this fact, KARI (for example), had a systematic schedule of training in gender (through the gender task force established in 1995) in all its centres. During this training a team of willing scientists from different centers were trained as trainers in gender and they became the gender advisors in their centres. This was a good start although the high staff turn-over implies that gender training has to be a continuous activity. As such, the project had a contribution to make even in such an organization in terms of capacity building. In the other organizations, it was noted that some researchers have been exposed through one-off seminars or workshop but there is no organized strategy for training in gender analysis in agricultural research.

Institutional assessment reports revealed that scientists are well acquainted with participatory research but not in gender analysis. This highlights the importance of the project which has focused on capacity building in PR and GA out of the realization that the methodologies are poorly applied where it is done at all. In some organizations like ISAR, participants had to start with sensitization on gender as many scientists still had a stereotyped idea about the concept (such as equating gender to women). In ARC, participants facilitated a dialogue to allow the scientists see the need for gender analysis. It was reported that scientists who were using participatory methodologies would only involve farmers at the dissemination stage. It is therefore not surprising that the technology adoption levels have remained low. 

Number of women in the NARS was found to be lower than that of men with the gap widening as you move up the hierarchy. This was found to be a common problem and the major factor was said to emanate from the education system where females are not encouraged to take on science subjects. However, some mechanism such as affirmative action can be used to help alleviate this problem. In Kenya and Rwanda, for example there is presidential directive to have 30% women in all civil service sectors. This is an opportunity for the NARS to recruit more women. Once recruited, the women can be facilitated for further training to enable them move up the organizational ladder. 
Apart from the two participants from KARI and EIAR who are the gender coordinators in their organizations, there was no mention of gender in the terms of reference for the rest of the participants. This meant that the work they put in to do gender related tasks, such as participating in this project, was added responsibility to their day to day work (since addressing gender issues is not part of their job description). Although this caused some delays here and there in the project’s schedule, the enthusiasm the participants showed in this project denotes that they are ready to oversee gender mainstreaming in their organizations.
3.1.2
Socio-Political Dimension

Policy Influence
Positioning of Participants to Influence Change

As gender change agents participants made efforts to influence change in their organizations. Some reported changes in the way they interact with other staff members (including decision makers) as a result of their participation in this project. In ISAR for example, one of the female participants have been promoted to a Station Director. As such, she is involved in many meetings with decision makers at ISAR. During the interview, she mentioned that she uses this opportunity to talk about gender. 

In NARO, one of the participants said that she now gets more gender related assignments especially through the gender coordinator. These are opportunities to influence change in her organization.

A participant in KARI also seems to be exerting quite some influence in the organization as a result of his participation in this project. While discussing budget for gender training at KARI (during the interview), he suggested that,

‘I could talk to the coordinator for KAPP and see if it can be slotted in for the next phase under institutional capacity’, a participant from KARI.

This shows that he has influence and confidence to influence some change towards gender mainstreaming. Since he joined the project, he has been involved in several committees where he has been able to bring some influence with regard to gender. For example, being a member of the Strategic Planning Committee, he was able to give a gender perspective especially in the institutional arrangement and uptake of technologies. Since the Strategic Plan was drafted in December 2004 (soon after the project’s first workshop in November 2004), the participant was able to give an input based on what he had learnt in this workshop. He is now (since joining the project) widely consulted especially by his immediate boss, on various issues. As he put it, 

‘…he keeps asking my views which clearly shows that he now respects my position because I have gone through this training………..Even in our interactions with colleagues, they now feel that we are more knowledgeable and we are able to pursue it a bit further’.
In FOFIFA, participants organized a meeting attended by 45 scientist (including the Director General) to give feed back after their participation in the project’s first workshop. The fact that the Director General and other decision makers were able to attend and participate in this meeting denote their support to the participants and the project.

In DRC, one of the participants who is a professor of Agricultural Economics in University of Kinshasa has introduced a course on gender-sensitive data collection in the faculty of Agronomic Science. This was after his participation in the first two of the project’s training workshops. 

Influence through network

The project managed to create a forum whereby participants can network. It enhanced networks and alliances across the organizations. The team in Kenya, for example, was involved in the second workshop organized by the DRT team in Tanzania. Since the Kenyan team is more ‘seasoned’ in gender, they provided useful expertise to the Tanzanian team. Besides, it gave the workshop participants a perspective on what is happening in neighboring organizations in reference to gender. This kind of alliance was constantly called for by respondents during the evaluation. At ISAR and DRT, it was mentioned that scientists are likely to take gender training more seriously when conducted in conjunction with ‘outsiders’. 
Opportunities for learning from each other were provided during the project’s training workshop. During each training workshop, there as a session on sharing experiences among the participants. Relevant examples from the participating NARS were constantly cited during discussions. This exchange and learning from each other was particularly helpful when forming strategies for influencing change.

It was constantly suggested that ASARECA should act as a catalyst for gender mainstreaming in the NARS. One suggestion of doing this was to have the DGs whose organizations have made steps towards incorporating gender, to engage those from other organizations. During the interviews the DG, KARI expressed his willingness to share KARI’s experiences with the ASARECA Committee of Directors (which consists of the DGs of the 10 ASARECA NARS).

It is important to note that plans are underway to have a paper presented at the next CD meeting in February 2007 to try and influence for a policy framework for gender mainstreaming at ASARECA level. 
Decision Making

Criteria for approval of new proposals

In most of the organizations, gender factor is not taken into account as criteria of approving new proposals and there is no monitoring and evaluation criteria used to follow-up on the implementation of gender in research process.

In such NARS, gender is only emphasized through specific donor supported projects, after which the idea dies out. Asked whether gender questions (or criteria) are included in project proposal approval, one respondent said, “in the case of proposals submitted to donors, gender questions have to be considered before they can be approved” (a respondent from FOFIFA). This trend highlights the need to institutionalize PR and GA, for sustainability beyond short donor funded projects. This also helps to eliminate the attitude that gender is a foreign concept. 

3.2
Aspects of the project that participants found most useful

In the interviews and survey questionnaires, participants were asked the aspect(s) of the project that they found most useful. Although the participants joined the project at varying levels in terms of knowledge and skills in gender, they all reported to have immensely benefited from the project especially through the capacity building aspect.

In KARI where participants were already acquainted with gender prior to joining this project, they reported that they found skills on change agent and influencing change to be very useful. As one participant from KARI put it, 

‘The various ways of bringing about change in an organization was useful. For example, we were told that we can also do it informally……….I have tried to do that. When I meet them (decision makers), I remind them that gender still has a place in research’, (gender coordinator, KARI)

The training of trainers’ workshop on gender analysis was appreciated by all participants. All country teams have conducted several training workshops in their organizations through this project. This is a big achievement given that most participants joined the project with very limited knowledge and skills in gender, yet they not only have the skills but also the confidence to train scientists in gender analysis. As one participant from ISAR said, 
Through the training we get, we expect to impact all ISAR stations. We sensitized the management staff on gender issues and then after that they helped us conduct a workshop through which we reached many scientists, (participant from ISAR).
A participant from DRT commented that, ‘I was not used to the participatory teaching methodology but after this training; it gave me a broader understanding on how to do it’. Now she appreciates participatory methodologies in training and she is utilizing the same in other trainings that she conducts in the organization.
One participant from EIAR listed the following regarding the project:

“I have gained a good deal of experience in:

· How to be a change agent in my organization

· Learnt how to conduct organizational assessment
· Learnt more about the PR and GA

· Helped to design my future activities in a better way

· It also helped me to establish a network among ASARECA member countries”

These are important achievements especially coming from a gender coordinator. The implication is that she is now in a better position to do her work as a result of her participation in this project.

Gender analysis methodologies were sighted as useful skill learnt through the project. Participants utilized these methodologies in carrying out field studies as part of the project activities.
3.3

Field Research

There is need for locally relevant cases and material to support the use of gender sensitive participatory methodologies in agricultural research. Most of the cases to support such methodologies have come from other sectors which do resonate well with agricultural scientists. Case studies (relevant to agriculture) generated locally can be used not only as empirical evidence to demonstrate the importance of gender sensitive participatory methodologies but also as part of the training material for the scientists. Participants used the small grants provided through the project to carry out such case studies. The field study findings correspond with some common findings in gender analysis. 
In ISAR and KARI, the field studies found that gender considerations in an agricultural innovation can change the gender roles to a more equitable pattern. The team in ISAR focused on climbing beans whose production has mainly been a woman’s duty especially during the weeding. However, when the team introduced a different style of planting (lines instead), men were ready to help in weeding because it was now easy to weed using a long handled hoe rather than the usual short ones which necessitated bending while weeding. The case study in KARI demonstrated that gender considerations in agricultural research increase the adoption level. Through the poultry project, it was found that now women and men can sit and plan together, something which was previously foreign as men always made arbitrary decisions without ever consulting women. It was also clear that some scientists (in KARI) have gender skills and they can actually implement it. In INERA, the team found out that women are too overburdened by the domestic / caring chores, to concentrate on cassava production. Yet cassava is the one of the major sources of food security and income in DRC. In ARC and EIAR, the field studies found out that there is marked gender-based difference in access and control to resources and services (between women and men) that result in different farm performance and in the end support of livelihoods of house holds. The question of land ownership was explored in ARC and KARI. In ARC, the study found out that the quality and distribution of land favors men and enables them to manage themselves better and cope with the harsh climatic and economic condition. The soil management project used as a case study by the KARI team had attempted to incorporate gender but the issue of land ownership hampered participation of women. This is because women do not own land, they only access land through men (mainly husbands). Because of the entitlement, everything was going to the husbands.

With a better understanding of gender and cultural issues within a community, scientists are able to get better response in their interactions with the farmers. The scientists have also realized that most of the farmers are women hence they cannot afford to exclude women in the research process. In KARI, for example, most of the projects submitted have a gender perspective. During the interview, a PM& E Officer (who is also one of the project’s participants) noted that out of 19 proposals he had received so far from different centres, 16 of them had a gender perspective.

4.0
CONCLUSION

The relevance and the appropriate timing of the project cannot be over emphasized. ASARECA has had other gender related projects which have not paid attention to the organizational dimension. This project has no doubt made a difference by engaging the leadership in the participating NARS and seeking organizational change in order to institutionalize PR and GA. Efforts to engage ASARECA at the policy level through this project provides an opportunity to come up with a mechanism for institutionalization of PR and GA at all ASARECA NARS. The capacity built through this project can be utilized to ensure this. A big challenge remains as to how to bring the two ASARECA countries which failed to participate in this project (Eritrea and Burundi) on board. This can be overcome through networking. It is hoped that ASARECA will embrace the recommendations set out by participants in this project as a way of ensuring gender mainstreaming in the region. 
5.0
BEST PRACTICE 

1. Incentives for scientist to do gender sensitive work: The provision of an award to scientists presenting papers with a gender perspective during the biannual scientific conference was reported to have encouraged more scientists to incorporate gender in their work.
2. Gender coordinator unit:
Although gender should be everyone’s responsibility, a coordinating unit ensures accountability, provides expertise and ensures that gender concerns do not ‘evaporate’.
3. Case studies (documentation):

Besides documenting the cases where PR and GA are used effectively, it is also important to document each organizations gender mainstreaming process (including progress, opportunities, challenges and lessons learnt).
4. Annual or biannual seminars with a focus on gender:
This provides an opportunity for learning from each other and networking. Being a gender change agent is said to be lonely. As such there is need for networking. For instance KARI’s first gender conference in 1998 which is well documented, KARI 1998. Seminars can provide an opportunity for networking and learning from each other.
5. Exchange visits/ networking:
 For scientists, this is another way of learning from each other.

6. Continued training in PR and GA:
 (Even in KARI where over 80% of staff had at one time been trained in gender, it was noted that high staff turnover has meant that training has to be continuous). This may also include sponsorship of interested scientist for long time training in gender such as Masters Degree.
6.0
Recommendations for ASARECA

· Develop a regional policy that ensures Gender-sensitive Participation becomes integral to Agricultural Research in the NARS

· ASARECA plays a catalytic leadership role in ensuring that member NARS mainstream gender-sensitive participatory research (PR&GA) by integrating such approaches in their research programs and projects

· Support and enhance the capacity of NARS members in their ability to conduct and mainstream PR&GA approaches

· Provide a regional platform for exchange of experiences and ‘best practices’ in PR & GA within members countries
· Generate criteria for gender compliance in the ASARECA CGS concept notes and full proposals that are part of the competitive grants process

· Develop performance indicators for programs that integrate PR and GA approaches common to the NARS in the region so that they become accepted practice
· Conduct research to understand and document how institutional changes are happening
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APPENDIX 1:
LIST OF PROJECT COUNTRY TEAMS AND STUDIES 




CONDUCTED

	COUNTRY / ORGANIZATION
	RESEARCHERS
	STUDY TITLE

	
	
	Nov 04 – July 06
	August 05 to date

	DRC (INERA)


	Prof. Kinkela Savy Sunda

Mr. Celestin Bahandi
	Cassava production system gender analysis: Plateau de Bakeke Case Study
	Baseline on PRGA Perception and Utilization Level Within the Agricultural Research and Development Organizations in Kinsasha and Bas-Congo Provinces



	Sudan (ARC)
	Dr. Ibrahim El-Dukheri

Ms. Ishtiag Farough Abdalla
	The Current Situation and Future Prospects of Participatory Research & gender analysis & its Implication on the Agricultural Research Corporation of Sudan
	Enhancing Chances for Mainstreaming of PRGA in the ARC



	Uganda (NARO)
	Dr. Ruth Kabanyoro

Mr. Gard Turyamureeba
	Status, Experiences and Future Prospects for Participatory Research and Gender Analysis in National Agricultural Organization of Uganda
	Participatory Research and Gender Mainstreaming in the National Agricultural Research Organization (NARO), Uganda



	Kenya (KARI)
	Ms. Jane Ngugi

Mr. Dave Nyongesa
	Progress, Challenges and Prospects of Participatory Research & Gender Analysis in Kenya’s Agricultural Research System: An Institutional Change, A Case of Kenya
	The Enhancement of Participatory Research and Gender Mainstreaming in NARS: The Case of KARI



	Tanzania (DRT)
	Mrs. Florence Washa

Mrs. Eva Kanyeka
	Status and Opportunities for Institutionalizing and Mainstreaming Gender in National Agricultural Research System in Tanzania


	Status and Opportunities for Institutionalizing and Mainstreaming Gender in National Agricultural Research System in Tanzania



	Madagascar (FOFIFA)
	Dr. Lea Randriambolanoro

Mrs. Daniele Ramiaramanana
	Analysis of FOFIFA’s Activities for Intergrating Gender Analysis & Participatory Research Approach
	Challenges of Gender Mainstreaming in FOFIFA



	Rwanda (ISAR)
	Ms. Mary Rucubigango

Ms. Solange Mukakalisa

Mr. Leonidas Disengemungu

	Gender Analysis in Participatory Promotion of Climbing Beans in Rwanda: Case Study of Runyinya in Butare Province
	Gender Analysis in Participatory Promotion of Climbing Beans in Rwanda: Case Study of Runyinya in Butare Province

	Ethiopia (EARO)
	Mrs. Yeshi Chiche

Mr. Agajie Tesfaye
	Organizational Assessement of gender Issues: the Case of Ethiopian Agricultural Organization (EARO)
	Towards Gender Mainstreaming in National Agricultural Research Systems: The Case of Ethiopia Agricultural Research Organization


� Mr. Leonidas joined the team when Ms. Solange was on maternity leave. He has stayed on the team to replace Ms. Mary who recently went abroad for further studies
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