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Abstract 

This research aims at analyzing the existing gender mainstreaming efforts in the Gaza Strip 
NGOs. It argues that knowledge of gender concepts among working teams, NGOs policies 
and procedures, and NGOs project cycle � all have an effect on the status of gender 
mainstreaming within NGOs.  It also argues that efforts to mainstream gender though existent 
in one form or another, are not institutionalized in a manner that would transform the work of 
the organization in the favor of gender equality and women's empowerment.  
The research findings can be considered as positive indicators for a gender mainstreaming 
case within the Gaza Strip NGOs. However, they can not be considered so until further 
exploratory studies are conducted to understand the underlying reasons behind it, citing what 
women say as well as men at grassroots� and working teams� levels, trying to understand 
what actually generates a status of gender mainstreaming within  the Gaza Strip NGOs, 
whilst society at large appears to be gender biased. 
 
The most important findings of the research are the following: 

- There is a good level of knowledge of gender and gender related concepts among 
NGOs working teams.  

- There is a good level of gender mainstreaming in NGOs policies and procedures.  
- The NGOs working teams are excluded from the development of a gender 

mainstreaming policy, which signals that the formation of a policy is a "top-down" 
process. 

- The NGOs do not have exclusively developed gender guidelines to which the 
employees can refer.  

- There are no gender specialists within the NGOs teams which means the NGOs have 
no professionals to provide advice for staff on how to mainstream gender into their 
work.   

- The respondents are split when it comes to viewing gender balance in senior 
management and the board of directors. Almost half of them are neutral to the 
existence of gender balance in the aforementioned management levels. The second 
half of respondents disagreed to the existence of such balance. According to them, the 
majority of the board members are men and the majority of senior management 
positions are occupied by men, which signals that though women are well represented 
in number across the NGOs, they are not equally represented in decision making 
positions. 

- The respondents are split when it comes to viewing gender balance in middle 
management positions. Almost two thirds of the respondents agreed to the existence 
of gender balance within middle management levels in the targeted NGOs.  More than 
third of the respondents disagreed to the existence of such balance, citing women to 
be slightly more represented than men, supporting the research perspective that 
women employees are centered in the middle management positions, which means 
that their influence in decisions and policy formatting is not equal to that of their men 
colleagues. 

- There is a good level of gender mainstreaming in human resource procedures which 
helped change the "genderness" of the organizations gradually and justifies the 
employees' overall positive feedback on gender efforts in their NGOs. 
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- There is a good level of gender mainstreaming in NGOs project cycle, including 
(planning, implementation, and monitoring & evaluation). 

 
The most important recommendations of the research are the following:  

- Upgrading the existing gender mainstreaming efforts within the Gaza Strip NGOs into 
institutionalized efforts that are adopted at the level of policy makers and translated 
into concrete clear measures; easy for all employees to put into place. 

- Developing written policies and gender manuals that are clear, tailored to the work of 
the organization, and easy to refer to by all employees in order to help turn the 
rhetoric of gender mainstreaming into tangible actions that are adopted across cutting 
programming and projects management. 

- Fully adopting gender mainstreaming as a strategy, hand in hand ,with working on the 
positive action approach, dedicating projects and programmes for women, focusing 
less; however, on categorizing women as a separate group and more on normalizing 
concepts of equality at institutional and operational levels.  

- Involving the organizations' staff members in the process of developing a gender 
mainstreaming strategy, making the whole process participatory, this makes it owned 
by staff and assert the bottom-up approach , making it more likely to be put into place. 

- Building the capacity of working teams in the area of gender concepts, particularly 
mainstreaming, considering their various expertise and different positions within the 
organization. 

 
��

��

��

��

��

��

��

��

��

��

��



 xii 

��

ŭŤƄƆ�ŗŪŒŧťƃŒ��
��

ŽŧƎś�ƋŨƍ�řŬŔũŧƅŔ�Ƒƅŏ�¿ƔƆţś�ŧƏƎŠƅŔ�řƅƏŨŗƈƅŔ�Şŕƈŧƙ�ŵƏƊƅŔ�ƓŷŕƈśŠƛŔ�Ɠž�¿ƈŷ�ŚŕŬŬŎƈƅŔ�ũƔŻ�
řƔƈƏƄţƅŔ�Ɠž�ŵŕųƁ�ŪŻ�Ř���Ə�ŔŨƍŖƍŨś�řŬŔũŧƅŔ�Ƒƅŏ�Ɖŏ�ũƔŝōś�ƃŕƊƍ��ŚŕŬŬŎƈƅŕŗ�řƆƈŕŸƅŔ�ƇƁŔƏųƅŔ�řžũŸƈƅ

�řƔƈƏƄţƅŔ�ũƔŻ�ŵƏƊƅŕŗ�ƓŷŕƈśŠƛŔ�Ə�ƌƈƔƍŕſƈ�řųŗśũƈƅŔ�Ə�ƅŚŕŬŕƔŬ�Ə�ŏŚŔŉŔũŠƋŨƍ�ŶƔũŕŮƈ�ŘũƏŧ�Ə��
ŚŕŬŬŎƈƅŔ��ƑƆŷ�ŧƏƎŠ�Şŕƈŧŏ�ŵƏƊƅŔ�ƓŷŕƈśŠƛŔ�Ɠž�ƈŷŕƎƆ���ŕƈƄ�Ə�ŖƍŨś�Ƒƅŏ�ƉŌ�ŧƏƎŠ�Şŕƈŧŏ�ŵƏƊƅŔ�
ƓŷŕƈśŠƛŔ�ŘŧƏŠƏƈ�¿ƄŮŗ�ƏŌ�ũŦŋŗ�ƛŏ�ŕƎƊŌ�ũƔŻ�řŬŬōƈƈ��řƂƔũųŗ�ũƔżś�Ɖƈ�¿ƈŷ�ŬŬŎƈƅŔŚŕ�ŢƅŕŰƅ�

ƀƔƂţś�ƓŷŕƈśŠƛŔ�ŵƏƊƅŔ�ŘŔƏŕŬƈ�Ə�ƉƔƄƈś�ŉŕŬƊƅŔ���
¿ŕƈŠƙŕŗ�Ɖƈ�ƅŔƉƄƈƈ�ũŕŗśŷŔ�şœŕśƊ�řŬŔũŧƅŔ�ŚŔũŮŎƈ�řƔŗŕŠƔŔ�ƑƆŷ�ŧƏŠƏ�řƅŕţ�řƈŕŷ�Ɖƈ�Şŕƈŧŏ�ũŧƊŠƅŔ�

Ɠž�¿ƈŷ�ŚŕŬŬŎƈƅŔ�Ɠž�ŵŕųƁ�ŘŪŻ�ƛŏ�ƌƊŔ�ƛ�ƉƄƈƔ�ůƏƆŦƅŔ�Ƒƅŏ�ƋŨƍ�řŠƔśƊƅŔ�Ƒƅŏ�ƉƔţ�ŉŔũŠŏ�ŧƔŪƈƅŔ�
Ɖƈ�ŔƗŜŕţŗ�řƔžŕŮƄśŬƛŔ�řƔƆƔƆţśƅŔ�ƇƎſƅ�ŖŕŗŬŌ�ŧƏŠƏ�ŔŨƍ�ŞŕƈŧƙŔ��ƃƅŨ� Ə�ŘũŕŮśŬƛŕŗ�Ŷƈ�ŉŕŬƊƅŔ�Ə�
Ŕ¿ŕŠũƅ�ƑƆŷ�ƐƏśŬƈ�ƉƔŧƔſśŬƈƅŔ�ŚŔ�Ə�ƀũſƅŔ�řƆƈŕŸƅŔ�� �Ɠž�řƅƏŕţƈ�ƇƎſƅ�ŕƈ�ƒŧŎƔ�Ƒƅŏ�ŧƏŠƏ�Şŕƈŧŏ�

ŵƏƊƆƅ�ƓŷŕƈśŠƛŔ�Ɠž�¿ƈŷ�ŚŕŬŬŎƈƅŔ�ũƔŻ�řƔƈƏƄţƅŔ�Ɠž�ŵŕųƁ�ŘŪŻ�ŕƈƊƔŗ�ŶƈśŠƈƅŔ�ŪƔţśƈ�ŕƔũŧƊŠ�
ƌśƈũŗ���
ƅƋŊ�ŝőœřƈ�ŗŪŒŧťƃŒ���
� ŧƏŠƏ�ŚŕƔƏśŬƈ�řƔžũŸƈ�ŘŧƔŠ�ŵƏƊƆƅ�ƓŷŕƈśŠƛŔ�Ə�ƌƈƔƍŕſƈ�řųŗśũƈƅŔ�ƉƔŗ�ƇƁŔƏųƅŔ�řƆƈŕŸƅŔ�Ɠž�

ŚŕŬŬŎƈƅŔ�ŔƗřƔƆƍ� 

� ƃŕƊƍ�ŘŧƔŠ� řŠũŧ�Ɖƈ�Şŕƈŧŏ�ŵƏƊƅŔ�ƓŷŕƈśŠƛŔ�Ɠž�ŚŕŬŕƔŬ�Ə�ŚŔŉŔũŠŏ�ŚŕŬŬŎƈƅŔ�ũƔŻ�
řƔƈƏƄţƅŔ� 

� ƇƁŔƏų�ŚŕŬŬŎƈƅŔ�ũƔŻ�řƔƈƏƄţƅŔ�ŘŕƊŝśŬƈ�Ɖƈ�řƔƆƈŷ�ũƔƏųś�řŬŕƔŬ�ŵƏƊ�ƓŷŕƈśŠŔ�řŬŬŎƈƆƅ�ŕƈƈ�
ŧƄŎƔ�ƉŌ�ũƔƏųś�¿ŝƈ�ƋŨƍ�řŬŕƔŬƅŔ��Əƍ�řƔƆƈŷ��řƔƅŪŕƊś��ƈƉ�ŚŕƔƏśŬƈ�ŘũŔŧƙŔ�ŕƔƆŸƅŔ�ƑƅŏŔ�ƑƆſŬƅ�����

� ƃŕƊƍ�ŖŕƔŻ�� řƅŧƗřƔŧŕŮũŏ�¿Əţ�Şŕƈŧŏ�ŵƏƊƅŔ�ƓŷŕƈśŠƛŔ� ŵƏŠũƅŔ� ƉƄƈƔ�ŕƎƔƅŏ�¿ŗƁ� Ɖƈ�
ƉƔƔſŴƏƈƅŔ�ŚŔ���

� ƃŕƊƍ�ŖŕƔŻ�ƒũŕŮśŬƈƅ�ŚŔ�ŵƏƊƅŔ�ƓŷŕƈśŠƛŔ�Ɠž�ŚŕŬŬŎƈƅŔ�ŕƈƈ�ƓƊŸƔ�Ƈŧŷ�ŧƏŠƏ�Ɖƈ�ƇŧƂƔ�
řţƔŰƊƅŔ�ƇƁŔƏųƆƅ�řƆƈŕŸƅŔ�¿Əţ�řƔſƔƄ�ŞŕƈŧŏƈśŠƛŔ�ŵƏƊƅŔ�¿ƈŸƅŔ�Ɠž�Ɠŷŕ���

� ƃŕƊƍ�ƉƔŝƏţŗƈƅŔ�ƉƔŗ�ƒŌũƅŔ�Ɠž�ƇŕŬƂƊŔ�ŧƏŠƏ�¿Əţ�ŚŔ�řƅŕţ�Ɖƈ�ƉŪŔƏś�ŵƏƊƅŔ�ƓŷŕƈśŠƛŔ�Ɠž�
ŚŕƔƏśŬƈ�ŘũŔŧƙŔ�ŕƔƆŸƅŔ� �Ə�ūƆŠƈ�ŘũŔŧƙŔƉƔŝƏţŗƈƅŔ�ŽŰƊ� ŨŦśƔ�ŜƔţ���ƑƆŷ� ŕƔŧŕƔţ� ŕƔŌũ�ŚŔ

� ŽŰƊƅŔ� ƐũƔ� ŕƈƊƔŗ� ƉŪŔƏśƅŔ� ŔŨƍ� ¿ŝƈ� ŧƏŠƏũŦƗŔ�ƋŨƍ� Ɠž� ƜƔŝƈś� ũŝƄƗŔ� Ƈƍ� ¿ŕŠũƅŔ� ƉŌ�
ŬƈƅŔ� ƉŌ� řŬŔũŧƅŔ�űŔũśžŔ� Ŷƈ� ƀſśƔ� ŕƈƈ� ŚŕƔƏś�ŧƏŠƏ�ŧŧŷ�ũƔŗƄ�Ɖƈ�ŉŕŬƊƅŔ�ŚŕſŴƏƈƅŔ�Ɠž�



 xiii 

ŚŕŬŬŎƈƅŔ�řƔƆƍƗŔ�ƛ�ƓƊŸƔ�ƉŌ�ŉŕŬƊƆƅ�ůũž�řƔƏŕŬśƈ�Ɠž¿żŮ��ŽœŕŴƏƅŔ�řƔũŔŧƙŔ�ŕƔƆŸƅŔ�Ə�
řƄũŕŮƈƅŔ�Ɠž�ŶƊŰ�ũŔũƂƅŔ����

� ƉƔŝƏţŗƈƅŔ� ƓŝƆŝ� Ɖƈ� ũŝƄŌ��ŚŕƔƏśŬƈ� Ɠž�ƓŷŕƈśŠŔ� ŵƏƊ� ƉŪŔƏś� ŧƏŠƏ�ƑƆŷ�ƀžŔƏƔ�ŚŔŘũŔŧƙŔ�
�ƓƁŕŗƅŔ�ŜƆŝƅŔ�ŖƍŨƔ�ŕƈƊƔŗ�ƑųŬƏƅŔƑƅŏ�ŉŕŬƊƆƅ�ŔŪƄũś��ƃŕƊƍ�ƉŌ�Ɠž�ŚŕƔƏśŬƈƅŔ�ƋŨƍ��ŕƈƈ�ŧƄŎƔ�

Ə�řƂŗŕŬƅŔ�řŠƔśƊƅŔ�ƊŸƔƉŌ�Ɠ�ƉƎśƄũŕŮƈ�Ɠž�ŶƊŰ�ũŔũƂƅŔ�ƏŌ�Ə�ƇŬũ�ŚŕŬŕƔŬƅŔ�ũƔŻ�řƔƏŕŬśƈ�Ŷƈ�
ƉƎœƜƈŪ�Ɖƈ�¿ŕŠũƅŔ���

� ƃŕƊƍ�řŠũŧ�ŘŧƔŠ�Ɖƈ�Şŕƈŧŏ�ŵƏƊƅŔ�ƓŷŕƈśŠƛŔ�Ɠž�ŚŔŉŔũŠŏ�ŧũŔƏƈƅŔ�řƔũŮŗƅŔ�ŕƈƈ�ũŝŔ�ŕŗŕŠƔŏ�
ƑƆŷ� ��ŘũŧƊŠ�řŬŬŎƈƅŔ� �¿ƄŮŗ�ƓŠƔũŧś�ŔŨƍ� Ə�ũŬſƔ�ũƏŴƊƈƅŔ�ƓŗŕŠƔƛŔ�ƉƔŝƏţŗƈƆƅ�ŚŔ�¿Əţ�
Şŕƈŧŏ�ŵƏƊƅŔ�ƓŷŕƈśŠƛŔ�Ɠž�¿ƈŷ�ƇƎśŕŬŬŎƈ�Ɖƍ����

� ƃŕƊƍ�řŠũŧ�ŘŧƔŠ�Ɖƈ�Şŕƈŧŏ�ŵƏƊƅŔ�ƓŷŕƈśŠƛŔ�Ɠž�ŘũœŔŧ�ŶƔũŕŮƈƅŔ�ƑƆŷ�ŚŕƔƏśŬƈ�ƇƔƈŰśƅŔ�Ə�
ųƔųŦśƅŔ�Ə�ŨƔſƊśƅŔ�Ə�ƅŔƈřŸŗŕś�Ə�ƇƔƔƂśƅŔ�� 

ƅƋŒ�ŘœƒŮƍř�ŗŪŒŧťƃŒ���
� ũƔƏųś�ŧƏƎŠƅŔ�řƅƏŨŗƈƅŔ�Şŕƈŧƙ�ŵƏƊƅŔ�ƓŷŕƈśŠƛŔ�Ɠž�¿ƈŷ�ŚŕŬŬŎƈƅŔ�ƋŕŠśŕŗ�ŕƎƆŸŠ�ŧƏƎŠ�

řŬŬōƈƈ� �Ə�ŘŕƊŗśƈ�ƑƆŷ�ƐƏśŬƈ�ƓŸƊŕŰ�ũŔũƂƅŔ�řžŕŲƙŕŗ�Ƒƅŏ�ŕƎśƈŠũś�Ƒƅŏ�ŚŔƏųŦ�řƔƆƈŷ�
řţŲŔƏ�řƆƎŬ�ƇƎſƅŔ�Ə�ƀƔŗųśƅŔ�¿Ƅƅ�ƇƁŔƏųƅŔ�řƆƈŕŸƅŔ����

� ũƔƏųś�ŚŕŬŕƔŬ�řŗƏśƄƈ� �Ə�řƅŧŌ�ŵƏƊ�ŠŔƓŷŕƈś�řƔŧŕŮũŏ��řţŲŔƏ�Ə�řŰŰŦƈ�Ə�řƈƈŰƈ�
ūƄŸƅ�ŶƁŔƏ�¿ƈŷ�ŚŕŬŬŎƈƅŔ�Ə�ƃƅŨ�¿ƔƏţśƅ�ƇƏƎſƈ�ŵƏƊƅŔ�ƓŷŕƈśŠƛŔ�Ɖƈ�ŧũŠƈ�ŖŕųŦ�Ƒƅŏ�

ŚŔƏųŦ�řƔƆƈŷ�ŘŕƊŗśƈ�ƑƆŷ�ƐƏśŬƈ�ƓŷŕųƁ�Ɠž�şƈŔũŗ�Ə�ŶƔũŕŮƈ�ŚŕŬŬŎƈƅŔ����
� ŧŕƈśŷŔ�ŵƏƊƅŔ�ƓŷŕƈśŠƛŔ�řƔŠƔśŔũśŬŐƄ�¿ƈŷ�ŔŧƔ�ŧƔŗ�Ŷƈ�ũŔũƈśŬŔ�¿ƈŸƅŔ�ƑƆŷ�Ōŧŗƈ�ŪƔƔƈśƅŔ�

ƓŗŕŠƔƛŔ� ��ůƔŰŦś�şƈŔũŗ�Ə�ŶƔũŕŮƈ�ŉŕŬƊƆƅ� �ŔŨƍ�Ŷƈ�ŪƔƄũśƅŔ�¿ƁƗŔ�ƑƆŷ�ũŕŗśŷŔ�ŉŕŬƊƅŔ�
řŷƏƈŠƈ�řƆƂśŬƈ�Ə�řƅƏŕţƈ�ŶƔŗųś�ũŕƄžŌ�ŘŔƏŕŬƈƅŔ�ƑƆŷ�ŚŕƔƏśŬƈƅŔ�řƔũŔŧƙŔ�Ə�řƔƆƈŸƅŔ����

� ƃŔũŮŏ�ƇƁŔƏųƅŔ�řƆƈŕŸƅŔ�ŚŕŬŬŎƈƆƅ�žƓ�řƔƆƈŷ�ũƔƏųś�řŬŕƔŬ�ŵƏƊ�ƓŷŕƈśŠŔ�ƑƆŷ�ƌŠƏ�ƓƄũŕŮś�
ŕƈƈ�¿ŸŠƔ�ƋŨƍ�ŕƔŬƅŔřŬ�řƆŝƈƈ�ŚŕŠŕţƅ�ƇƁŔƏųƅŔ�řƆƈŕŸƅŔ����

� ŉŕƊŗ�ŚŔũŧƁ�ƇƁŔƏų�ŚŕŬŬŎƈƅŔ�řƆƈŕŸƅŔ�Ɠž�¿ŕŠƈ�ŵƏƊƅŔ�ƓŷŕƈśŠƛŔ�ůŦƗŕŗ�ƌŠŕƈŧŏ�Ŷƈ�ŨŦƗŔ�
ƉƔŸŗ�ũŕŗśŷƛŔ�ŽœŕŴƏƅŔ�Ə�ŚŔũŗŦƅŔ�řſƆśŦƈƅŔ�ŧŔũžƗ�ƋŨƍ�ƇƁŔƏųƅŔ����

 
 



 1 

 
 
 
 
 
 
 
 

Chapter One 
 

The Research General Framework  
 
 
 
 
 
-The Research Plan  
  

 Introduction 

 Problem Statement  

 The Research Hypotheses 

 The Research Variables  

 The Research Objectives 

 The Research Importance 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 2 

 
Introduction: 
There is an estimated number of 28001 non- governmental organizations working and 
operating in the occupied Palestinian territories, many of which have been active since before 
the Oslo agreement in 1993. 
 
These NGOs , and due to different reasons including sometimes the absence of structured 
governmental interventions or the volatile political circumstances, have managed to become a 
very important source of service delivery to  the Gaza Strip and West Bank population. So 
both developmental and relief services are being rendered by them in various sectors 
including for instance education, health, youth, women, child protection etc. Since the NGOs 
services complement those of the government, at times, or completely replace them- and since 
they constitute one of four major employers in the labor market (alongside with governmental 
institutions, UNRWA, and the private sector), NGOs, according to Dema, started to 
undeniably play a very important role as development institutions, with a great potential to 
reproduce or transform gender relations (Dema, 2008: 441). 
 
The majority of NGOs targets men and women, boys and girls. They depend on mixed teams 
of men and women in planning, coordinating, implementing, and monitoring and evaluating 
their programmes and projects. However, many of the operating NGOs  usually overlook 
gender equality in their policies, programmes and projects, ending, as argued by Fowler, to 
reflect rather than contradict wider society with its stereotypical views of women; as, women 
act as servers of men; seldom function as decision- or policy- makers; and are seen as women 
first and workers second (Fowler, 1997).  NGOs policies and practices- in areas of human 
resource, training and capacity building, and decision making along with their project cycle 
including planning, implementation, and monitoring and evaluation- reflect a large extent of 
gender discrimination in the favor of men.  
 
Although many NGOs have policies that support gender equality in one form or another in 
addition to systematic targeting of men and women, they tend to give men a larger space when 
it comes to decision making or policy formatting. Kanter and Acker argue that numerous 
studies have focused on the minority presence of women in organizations, mainly in the 
business world, compared to the number of men, as well as on their reduced access to 
decision-making posts and on their lesser capacity to make themselves heard (Kanter, 1977; 
Acker, 1990).  In addition, many of the working NGOs implement several activities with target 
groups to promote gender equality while the problem of gender inequality is clear in their 
organization structure and work methodologies. 
 
In the Gaza strip NGOs, gender was loosely used as a term. Many of the NGOs, particularly 
women�s empowerment organizations, started to train target groups on gender as a concept 

introducing it to them with all that it entailed, at the time, of complexity and vagueness, 
particularity in a male-dominated society with rigid stereotypical outlooks at women�s roles. 

Other NGOs had mild interests in the meaning of the word gender and absolute no knowledge 
in gender mainstreaming as an approach and a strategy to achieve equality among men and 
women as staff and beneficiaries. Many of the exerted gender mainstreaming efforts, if any in 
certain cases, were done at a practice level, without conscious understanding of gender 
mainstreaming as a way to redefine women�s roles in NGOs. 
 
Hence, the NGOs need to identify the gender gaps existing in their work through conducting a 
gender analysis to investigate carefully their policies and procedures, work structures, 
programme and project cycles from a gender lens, identifying all that needs to be changed in 

                                                
1
� The Palestinian Non- Governmental Organizations Network (PNGO) 
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order to achieve gender equality. Based on this analysis, gender mainstreaming should be 
adopted as a transformative strategy that will support organizations change gender bias and 
support women and men, realizing they have different needs and should have equal 
opportunities. 
 
Problem Statement 
In the Gaza Strip context, many NGOs are consumed in the efforts to sustain their operations, 
facing problems of securing funds, sticking to their mission and vision, and getting  
influenced, as all else, by the deteriorating economic and political conditions, which all 
partially affect their ability to be strategic and result oriented. 

Gender mainstreaming is a fairly new concept to the Gaza Strip NGOs. On the one hand, there 
are few NGOs that have considered adopting gender mainstreaming as a strategy to improve 
organizational performance in favor of gender equality, and to bring change over societal 
perspectives and practices when it comes to perceiving women's role and rights. On the other 
hand, the NGOs that do aspire to institutionalize gender mainstreaming in their policies, 
programmes and projects, did not move from theory to application in a manner that would 
bring clear organizational and operational change. 

In light of the above, the research main question is �Up to what extent there is gender 
mainstreaming within NGOs in the Gaza Strip?� 
 
Research Hypotheses: 

1. The respondents' existing  knowledge of gender and gender related concepts has  a 
statistical effect (at á = 0.05) on gender mainstreaming; 

2. The NGOs existing policies and procedures have a statistical effect (at á = 0.05) on 
gender mainstreaming; 

3. The NGOs project cycle has a statistical effect (at á = 0.05) on gender mainstreaming; 
4. There are statistical differences in respondents' answers (at á = 0.05) attributed to the 

following organizational characteristics: years of operation, number of employees, 
number of employees (males and females); 

5. There are statistical differences in respondents' answers (at á = 0.05) attributed to the 
following personal characteristics: age, gender, marital status, educational background, 
job title, and years of service. 

 
The Research Variables: 
 

1. Independent Variable(s): 
 Knowledge of gender and gender related concepts 
 NGOs policies and procedures 
 NGOs project cycle 

 
2. Dependent Variable(s) 

 Gender Mainstreaming 
 
 

 
 
 
 

 
��

��
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Figure 1: Research Variables 
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Source: the researcher 

 

Source: articulated by the researcher  

The Research Objectives 
The research aims at providing a comprehensive gender analysis of the exerted gender 
mainstreaming efforts in the Gaza Strip NGOs, and that in order to identify gender gaps and 
come up with concrete recommendations. 
 
The research has the following specific objectives: 

1. To assess the understanding and knowledge of senior and middle management 
personnel within  NGOs of gender concepts and gender mainstreaming as a 
development strategy; 

2. To analyze how far gender is mainstreamed into the  NGOs policies, and practices;  
3. To examine the project cycle of the NGOs from a gender lens, exploring how far 

gender is mainstreamed into planning, implementation, evaluation, and budgeting of 
projects; 

4. To analyze gender relations , perceptions , and culture within NGOs; 
5. To recommend corrective actions, if needed, to support the  NGOs better 

institutionalize gender mainstreaming. 
 
The Research Importance:  

1. The research is important at a professional level to the researcher who has been 
working in the United Nations Development Fund for Women (UNIFEM) for four 
years and; thus, works on gender related issue on a regular basis.  

2. Despite the importance of the topic, there are very few papers written on 
mainstreaming gender into NGOs work in the occupied Palestinian territories and 
almost none on gender mainstreaming in the Gaza Strip NGOs. So the research will be 
an important staring point for other researchers who wish to further study and analyze 
the topic. 

3. The research shall help shed light on the existing gender mainstreaming efforts in the 
Gaza Strip NGOs, through conducting a well-developed gender analysis of gender 
mainstreaming within NGOs policies and project cycle. Based on the findings, the 
research will come up with concrete recommendations to help NGOs bridge gender 
gaps in their interventions and hence improve their performance in this area. 

 
 

Independent Variables                             Dependent Variable 
 
 
 
 

 NGOs policies and 
procedures��

NGOs project cycle 

Knowledge of Gender 
Concepts 

��
Gender 

Mainstreaming��



 5 

Figure 2: Gender Mainstreaming Problem Tree (at the NGOs work level)  
  

 
Source:  articulated by the researcher
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Section I 

 
Gender and Gender Related Concepts 

 
 

Introduction: 
Gender is one of the recent concepts introduced to organizational work and processes. It has 
different definitions and different manifestations. It is problematic (Thorne, 1993: 58), because it 
means different things to different people (Phillips: 2007). In this research, gender will be used 
in the context of its integration into organizations' work for the sake of supporting women's 
empowerment and gender equality, which are both part of the Millennium Development 
Goals (MDGs)2. 
 
Gender Definitions: 
The historical meaning of the word gender is things we treat differently because of their 
inherent differences3. The term gender refers to the social facets of culture and class that 
condition the way in which masculine and feminine roles and status are constructed and 
defined in each society. Moser (1993) and Young (1988:1) define gender as referring to a 
whole set of expectations held as to the likely behavior, characteristics, and aptitudes men and 
women will have. It refers to the social meanings given to being a man or women in a given 
society. 
 
Gender is an incessantly theorized concept that is repeatedly defined and re-defined 
vigorously from a variety of different standpoints. As a conceptual tool, it is used to highlight 
various structural relationships of inequality between men and women as manifested in the 
household, in labor markets, in personal relationships, in ideologies and in sociopolitical 
structures (Wickramasinghe, 2000: 28). It refers to the array of socially constructed roles and 
relationships, personality traits, attitudes, behaviours, values, relative power and influence that 
society ascribes to the two sexes on a differential basis (Instraw, 2004) It also reflects how 
biological differences between males and females are translated into socially constructed 
differences between men and women and boys and girls. This results in that the two genders 
being valued differently and in their having unequal opportunities and life chances (Kabeer, 
2005: 13). 
 
According to Razavi and Miller, feminist anthropology gave increasing attention to the 
cultural representation of the sexes - the social construction of gender identity- and its 
determining influence on the relative position of men and women in society (Razavi and Miller, 
1995: 4).

 
According to Moore, "maleness" and "femaleness" were understood as the outcome 

of cultural ideologies, rather than of inherent qualities or physiology. The value of a symbolic 
analysis of gender, it was argued, lies in understanding how men and women are socially 
constructed, and how those constructions are powerfully reinforced by the social activities 
that both define and are defined by them (Moore, 1988:15). 

                                                
2
� The Millennium Development Goals (MDGs) are eight broadly supported, comprehensive and specific 

development goals that the world agreed upon. They include goals related to income poverty, hunger, maternal 
and child mortality, disease, inadequate shelter, gender inequality, environmental degradation etc. 
 
3
�Oxford English Dictionary 
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According to World Health Organization definitions (WHO), �Male� and �female� are sex 

categories, while �masculine� and �feminine� are gender categories. While Sex refers to the 
biological attributes of being male or female, Gender refers to the socially constructed attributes 
of being male or female, or of femininity and masculinity.  Women and men are treated 
unequally on the basis of the fact of their sex (IWRAW- Asia, 2001). Sex differences or the 
differences between males and females are often cited as the basis for unequal treatment.  While 
we understand gender differences between men and women to represent socially constructed 
norms regarding the division of labour, and the distribution of power, responsibilities and rights 
between men and women, the basis for differentiation continues to be traced back to biological 
difference.  However it is obvious that the biological differences between men and women are 
minimal and insignificant when compared with the similarities.  Biological difference becomes 
magnified or exaggerated to represent an ideology of sex difference, which we refer to as the 
ideology of gender.  It is used to justify unequal treatment of women and men4.  

Wickramasinghe argues that the nature of gender definitions varies among cultures and 
changes over time. The use of the word gender highlights the insight that these differences are 
not innate or predetermined and are not the same as the biological differences between men 
and women. Rather, gender differences and definitions are built up over centuries and 
reinforced by socio-cultural institutions and conventions. Although they are often perceived to 
be �natural� or �the way things are�, they are not and can be changed (Wickramasinghe, 2000:28). 
Moser goes for the same idea emphasizing that gender relations are dynamic and changing 
over time in response to varying socioeconomic and ideological circumstances. They are 
neither static nor immutable. Rather they are changeable, subject to modification, 
renegotiation, and reinterpretation, unlike the universal and constant biological (sex) 
differences between males and females. As gender (the social differentiation between women 
and men) is socially and culturally constructed, gender roles can be transformed by social 
changes. Gender determines what is expected, allowed and valued in a woman or a man in a 
given context. In most societies there are differences and inequalities between women and 
men in responsibilities assigned, activities undertaken, access to and control over resources, as 
well as decision-making opportunities. And so it becomes part of the broader socio-cultural 
context (Moser, 1993). 
 
Gender Related Concepts: 
1. Gender Roles:  
The term gender role is used to signify all those things that a person says or does to disclose 
himself or herself as having the status of boy or man, girl or woman, respectively. Elements of 
such a role include clothing, speech patterns, movement, occupations, and other factors not 
limited to biological sex. Gender roles are learned behaviors in a given society, community or 
other social group. They condition activities, tasks and responsibilities are perceived as male 
or female. Gender roles are affected by age, class, race, ethnicity and religion, and by the 
geographical, economic and political environment (UNESCO, 2000).  
 
From childhood, girls and boys are socialized into �appropriate� images of men and women 

according dominant concepts of gender via appearance, character traits, and behavioral 
distinctions that are deigned acceptable by various societies or according to permitted gender 
stereotypes. This is despite the fact that, in reality, neither a majority of women nor men 
display such attributes. However, men and especially women, continue to be conceptualized, 
and judged according to their approximation to these assigned characteristics. In most 

                                                

4
� UN Office of the Special Advisor on Gender Issues and Advancement of Women: (10/05/2000). 
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instances, these characteristics fabricate a polarity between the two genders, thereby, serving 
as signifiers of the sexual differences between men and women (Wickramasinghe, 2000: 31). 
 
2. Gender Division of Labour 
Gender division of labor refers to the socially determined ideas and practices which define 
what roles and activities are deemed appropriate for women and men (Reeves and Baden, 
2000:8). Both men and women work to maintain households and communities but their work 
tends to be different in nature and in the value put upon it. These differences are based on 
gender relations and can be a source of conflicts. Women take care of the social and emotional 
wellbeing of their families and thus contribute to development. However, their work is usually 
less valued than men�s. Often, women�s work is not considered important, is often paid less or 

not at all; it is not mentioned in official projects are planned in an area or community. If no 
proper study on the roles, tasks and responsibilities of men and women has been conducted, 
the work and contributions of women remain invisible (Wassenaar, 2006: 3). 
 
3. Gender Equity and Gender Equality: 
Generally and as other gender related concepts, gender equity and gender equality have 
different definitions; sometimes they are rendered as synonymous and some times they have a 
thin difference in meaning. As of "gender equity", it is often used interchangeably with 
"gender equality�. Gender equity denotes the equivalence in life outcomes for women and 

men, recognizing their different needs and interests, and requiring a redistribution of power 
and resources. The goal of gender equity, sometimes called substantive equality, moves 
beyond equality of opportunity by requiring transformative change. (Reeves and Baden, 2000:10).  
Among those that define gender equality, there is a general consensus that it refers to the 
recognition that women and men have different needs and priorities, and that women and men 
should �experience equal conditions for realizing their full human rights, and have the 
opportunity to contribute to and benefit from national, political, economic, social and cultural 
development. An equity approach implies that all development policies and interventions need 
to be scrutinized for their impact on gender relations. It necessitates a rethinking of policies 
and programmes to take account of men�s and women�s different realities and interests. So, 
for example, it implies rethinking existing legislation on employment, as well as development 
programmes, to take account of women�s reproductive work and their concentration in 

unprotected, casual work in informal and home based enterprises (CIDA 1999, cited in Moser and 
Moser, 2005: 12). 
 
Gender Equality is the elimination of those differences which ascribe lower value to women's 
choices and perpetuate unequal power and resources. Also refers to those more limited areas 
where men�s choices and access to power and resources are limited. Gender Equity, on the 
hand is the condition of fairness and equality of opportunity whereby gender is no longer a 
basis for discrimination and inequality between people. In a gender equitable society both 
women and men enjoy equal status, rights, levels of responsibility, and access to power and 
resources. This enables them to make their own informed, realizable and free life choices 
(Mayoux, 2005). The difference as gender equity describes development processes that are fair 
to women and men. To ensure fairness, activities need to be undertaken to compensate for or 
redress historical and social disadvantages that prevent women and men from otherwise 
operating on a level playing field and taking advantage of the benefits of socioeconomic 
development. Gender equity strategies are used to attain gender equality, which is defined as 
equal enjoyment by women and men of socially valued goods, opportunities, resources, and 
rewards. Equity is the means; equality is the result (Yinger etal., 2002). For the sake of this 
research, more focus will be on gender equality as it realizes that men and women have 
different needs but should have equal opportunities through eliminating gender gaps.  
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4. Gender Analysis   
Gender analysis is the systematic gathering and examination of information on gender 
differences and social relations in order to identify understand and redress inequities based on 
gender (Reeves and Baden, 2000: 6). Gender analysis should be used at all levels and in all areas 
of society - at household level, community level, government level, but also at institutional 
level. Gender analysis within an institution or organization will provide a clear picture of the 
gender situation and will indicate what the next steps on the road to equality could be. If an 
organization is gender sensitive and gender equal, this will have its effects on its operations 
and will thus contribute to gender equality in the society in which it works.(Wassenaar, 2006: 8). 
Gender analysis is described as a diagnostic tool for planners to overcome inefficient resource 
allocation. It identifies gender-based divisions in productive and reproductive work, and 
gender differences in access to and control over income and resources. It then considers the 
implications of these divisions and differences for project design. In other words, it aims to 
highlight the key differences between the incentives and constraints under which men and 
women work; the insights gained from this analysis are then used for tailoring planned 
interventions (credit, education, training, etc.) in such a way as to improve overall 
productivity ( Razavi and Miller, 1995 :14). 
 
5. Sex Disaggregated Data  
Sex-disaggregated data is quantitative statistical information on differences and inequalities 
between women and men. There is widespread confusion over, and misuse of, the terms 
�gender disaggregated data� and �sex-disaggregated data�. Data should necessarily be sex-
disaggregated but not gender-disaggregated since males and females are counted according to 
their biological difference and not according to their social behaviors. The term gender-
disaggregated data is frequently used, but it should be understood as sex-disaggregated data. 
(Gender Manual, DFID, 2002). Sex Disaggregated data should outline the tasks, roles, 
responsibilities and needs of men and women; it needs to get information about the power 
relations, access and control over resources and decision-making processes. So it needs to 
separate out the data collected from the stakeholders, to separate data collected from men and 
from women (Wassenaar, 2006: 8). 
 
6. Practical and Strategic Gender Needs 
Practical gender needs refer to what women (or men) perceive as immediate necessities such 
as water, shelter and food. Development projects addressing practical needs offer short-term 
and unsustainable solutions, often targeting women to carry out specific tasks. Strategic 
needs, on the other hand, are strategies to address gender inequality focusing on power, rights, 
subordination and empowerment. They are long-term in nature and involve structural changes 
in society to change women�s status relative to men. The term �strategic gender needs� was 

first coined by Maxine Molyneux in 1985 and used by Caroline Moser as gender planning and 
policy tools (Tiessen, 2005: 8).  
 
7. Women's Empowerment 
Beijing Declaration: �Women�s empowerment and their full participation on the basis of 

equality in all sphere of society, including participation in the decision-making process and 
access to power, are fundamental for the achievement of equality, development and peace 
(paragraph13)(cited in DAC, 1998: 10). Women's empowerment is a �bottom-up� process of 

transforming gender power relations, through individuals or groups developing awareness of 
women�s subordination and building their capacity to challenge it. The term �empowerment� 

is now widely used in development agency policy and programme documents, in general, but 
also specifically in relation to women. Central to the concept of women�s empowerment is an 
understanding of power itself. Women�s empowerment does not imply women taking over 

control previously held by men, but rather the need to transform the nature of power relations.  
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Empowerment is sometimes described as being about the ability to make choices, but it must 
also involve being able to shape what choices are on offer. What is seen as empowering in one 
context may not be in another (Reeves and Baden, 2000: 35).  
 
8. Women in Development (WID) VS. Gender and Development (GAD):  
There are two prominent approaches in Women's studies that influence the integration of 
gender in development. The Women in Development (WID) approach focuses on the role 
women play in the development process. It gives a great attention to the importance of giving 
women a larger role in development. It started to be known in the early 1970s.   
 
The Women in Development approach was a reaction to women being seen as passive 
beneficiaries of development. It marked an important corrective, highlighting the fact that 
women need to be integrated into development processes as active agents if efficient and 
effective development is to be achieved. Women�s significant productive contribution was 

made visible, although their reproductive role was downplayed (Reeves and Baden, 2000: 33). 
WID advocates rejected the narrow view of women's roles (as mothers and wives) underlying 
much of development policy concerning women. In general, a great effort has been made to 
distinguish WID from women's programmes carried out under the rubric of health or social 
welfare. Instead of characterizing women as needy beneficiaries, WID arguments represent 
women as productive members of society. No longer, therefore, should women be seen as 
passive recipients of welfare programmes but rather as active contributors to economic 
development ( Razavi and Miller, 1995: 3).  
 
According to Wickramasinghe (2000), the crucial impetus to the Women in Development 
movement was provided by the adoption of WID concepts and methodologies by the United 
Nations Organizations and other international development institutions and funding agencies. 
The key strands in Women in Development (WID approaches) were originally classified by 
Buvinic (cited in Wickramasinghe, 2000) as Welfare, Antipoverty, and Equity; to which, Moser 
(cited in Wickramasinghe, 2000) in her schematization of policy approaches incorporated two 
more classifications identified by her as Efficiency and Empowerment. Despite their 
shortcomings in terms of categorization, these approaches are very influential in ascertaining 
WID initiatives through the years. 
 
By the late 1970s, some of those working in the field of development were questioning the 
adequacy of focusing on women in isolation, which seemed to be a dominant feature of the 
WID approach (Razavi and Miller, 1995:12). A major critique to (WID) approaches to 
development is that they have �tagged women on� to an existing development process (Clisby, 
2005: 23). WID seemed to have the tendency of the vision to isolate women as a group that 
needs �special� targeting, with the effect of alienating this group from other mainstream 

development efforts. In implementing national developmental programs, NGOs, international 
aid / development agencies and national machineries of countries approach WID concepts in a 
textbook fashion (Wickramasinghe, 2000). 
 
Wickramasinghe argues that this isolated and intensified focus on women is the cornerstone of 
Women in Development theory and practice with the result of segregated women�s programs 

or �special� projects. However, for women themselves, this means that they are still isolated 
from the mainstream - now in a different way, and identified as special cases with imputations 
of �otherness� attached to them (Wickramasinghe, 2000). Jahan  states that feminist critics argued 
that WID strategies of �integration� tended to incorporate women into the existing framework 

of institutions and policies without changing them (cited in True, 2003: .370) As such, even 
though WID privileges women, it does not serve as an effective method in providing women 
with equality or equity (Wickramasinghe, 2000). 
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On the other hand, Gender and development (GAD) emerged from a frustration with the lack 
of progress of WID policy, in changing women�s lives and in influencing the broader 

development agenda. GAD challenged the WID focus on women in isolation, seeing women�s 

�real� problem as the imbalance of power between women and men (Razavi and Miller, 1995: 13) 
While the WID approach focused exclusively on women to improve women�s unequal 

position; the GAD approach recognizes that improvements in women�s status require analysis 

of the relations between men and women, as well as the concurrence and cooperation of men. 
Emphasis is placed on the need to understand the ways in which unequal relations between 
women and men may contribute to the extent and forms of exclusion that women face in the 
development process. There is also an overt recognition that the participation and commitment 
of men is required to fundamentally alter the social and economic position of women. This 
recognition led to a shift from an exclusive focus on women to a GAD approach that also 
factors into the equation males and the broader socio-cultural environment. (Asian Dev. Bank, 
2003) 
 
The GAD approach recognized that gendered subordination is constructed at many levels and 
through many institutions, including the household, the community, and the state. The 
approach also marked a shift from the efficiency approach�s focus on �practical gender needs�, 

which do not challenge gender roles and norms and are centred around immediate concerns 
(often inadequacies in living conditions), to encompass �strategic gender interests�. These 

interests concern the power imbalances that lie at the root of gender subordination, such as 
gendered roles and divisions of labour (Molyneux, 1985). 
  
The gender and development approach seeks to integrate gender awareness and competence 
into mainstream development, while recognizing that development activities may affect 
women and men differently (due to sexual differences as well as historic circumstances), and 
therefore emphasizing the need to apply appropriate gender planning in order to ensure that 
the resulting conditions and results are equitable to women and men (UNESCO, 2000). 
  
Examining the context of Gaza NGOs, we notice that WID is the more prevalent approach, 
where projects and programmes , as described by Wickramasinghe, mostly of a women-
exclusive focus, economic empowerment, and consciousness-raising natures are being 
implemented (Wickramasinghe, 2000). Due to donors' demand, many NGOs started working on 
introducing gender as a concept to target groups, through training and capacity building 
programmes. Translating their interest in gender and gender related concepts into a 
systemized gender mainstreaming strategy was absolutely stalled in methodology. 
 
So most commonly NGOs in Gaza are more focused on the WID approach than the GAD 
approach, focusing more on empowering women as the underprivileged group in the Gaza 
Strip society, ignoring sometimes the unequal power relations between men and women, the 
root causes of gender imbalances, and the consequences this has on women's marginalization. 
However, some NGOs had managed, though not purposely planning to, merge traces of both 
approaches. So target groups that originally consisted exclusively of women are being 
expanded to include men, consciousness-raising topics on women are communicated to men 
and women, gender training are offered to working teams including both sexes etc.   
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Section II 
 

Gender Mainstreaming in NGOs Policies and Project Cycle 
 
 
 
Introduction  
The term gender had soon developed, with its promise of transformation (Rao and Kelleher, 
2005: 59) from a terminologically new concept to a means of change in the development 
process. Gender became not only understanding the different social stereotypes and roles 
imposed on the two sexes by society , limiting women�s access and control over resources and 

assigning them specific roles that are not necessarily suitable or satisfactory . It moved into a 
concept integrated at the national, community and organizational levels for the main purpose 
of supporting women�s empowerment and development, trying to achieve gender equity and 

reduce discrimination and gender gaps, aiming at gender equality at the long run. This new 
conceptualization of gender paved the way for the emergence of gender mainstreaming. 
Picciotto defines the word mainstream as to go with the flow and avoid exertion against the 
social forces of gravity. To espouse mainstream views is to minimize the risk of confrontation 
and ostracism. To endorse mainstream policies and programs is to benefit from social 
approval (Picciotto, 2002: 322). 
 
Gender Mainstreaming: conceptual development  
The term gender mainstreaming, became popularized in the Beijing Conference on Women in 
19955. In 1995, governments across the world signed the Beijing Platform for Action. Along 
with their endorsement of the Plan of Action went a commitment to achieve �gender equality 

and the empowerment of women�. Additionally, Gender mainstreaming was endorsed in the 

Treaty of Amsterdam (1997) as the official policy approach to gender equality of the 
European Union (EU) and its member states. (Rees, 2005: 555).  
 
Gender mainstreaming is now an official policy in many developed countries (particularly in 
Western Europe) and among international organizations such as the UNDP, the World Bank 
and the European Union, but it is neither the only nor the traditional approach to gender 
equality policy. Teresa Rees, for example, has argued that one may distinguish among three 
ideal-typical approaches to gender issues � equal treatment, positive action6 and 
mainstreaming (Hafner-Burton and Pollack, 2002: 342). Rees argues that equal treatment, implies 
that no individual should have fewer human rights or opportunities than any other, and the 
application of such a policy involves the creation and enforcement of formally equal rights for 
men and women, such as the right to equal pay for equal work. In contrast to the equal 
treatment approach, Rees posits a second approach, called positive action, in which �the 

emphasis shifts from equality of access to creating conditions more likely to result in equality 
of outcome (Rees, 1998: 34). More concretely, positive action involves the adoption of specific 
actions on behalf of women, in order to overcome their unequal starting positions in a male-
dominated or patriarchal society. At the extreme, positive action may also take the form of 
positive discrimination, which seeks to increase the participation of women (or other under-
represented groups) through the use of affirmative-action preferences or quotas. Positive 

                                                
5
�The Beijing Conference on Women in 1995 is the Fourth World Conference on Women in which 189 countries delegates 

had prepared a Platform for Action that aimed at achieving greater equality. 
 
6
��Positive action is action taken to increase the representation of women and minorities in areas of employment, 

education, and business from which they have been historically excluded 
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discrimination finds many supporters among women�s rights activists, but throughout most of 
the world it remains a controversial and divisive approach, raising questions about fairness 
and the individual rights of men who are thus discriminated against. The third and most 
promising approach identified by Rees is gender mainstreaming. The concept of gender 
mainstreaming calls for the systematic incorporation of gender issues throughout all 
governmental institutions and policies (Rees, 1998: 35). 
 
Positive action represents the second shift identified by (Walby 1997, cited in Alston 2006: 128) 
and is indicated by measures introduced to positively favor women .Initiatives introduced to 
allow positive discrimination include offering leadership training for women, providing 
childcare facilities, introducing Gender Mainstreaming in Practice �family friendly� hours . 

Positive action is designed to offer women the opportunity to catch up to men and, through a 
gradual process of incremental growth, to achieve equality of outcome (Alston, 2006: 128). 
However as both Rees and Bhatta note, relying on incremental change does not work. As 
Rees persuasively argues, positive action provides the mechanisms to allow women to operate 
in male-dominated cultures without actually challenging that culture. Women are expected to 
fit into a culture and systems that have been framed around a masculine point of reference, in 
organizations overwhelmingly dominated by men, and around an agenda that has been 
developed without consultation or respect for women�s positions (Alston, 2006:129). 
 
The shift from the GAD paradigm to gender mainstreaming in the 1990s reflected a strategic 
change in language and the globalization of that agenda to address gendered outcomes and 
promote institutional change in the �developed� world as well as the �developing� world (True, 
2003: 369). Criticisms of a women-focused approach emerged in the lead up to the Beijing 
conference. These included the dangers of viewing women as an indivisible category; 
focusing attention on women in one small area of organizational structures and thus ignoring 
the institutional/organizational cultures, the complex gender relations, and the ideologies that 
perpetuate women�s disadvantage; and a lack of significant change in gender disadvantage 

over time. Gender mainstreaming has become the critical phase designed to address the 
problems associated with positive action (Alston, 2006: 130).  
 
Whereas positive action sees women in opposition to men, gender mainstreaming is more 
centred on relational difference. In other words, it incorporates recognition of similarities 
between women and men, as well as differences among women, and, indeed, among men. It 
deconstructs power relations � indeed a central tenet of gender mainstreaming is 
redistribution. Hence mainstreaming as an approach can be used to tackle a wide range of 
inequalities, not just gender, even though the specific tools used may be different. (Rees, 2005: 
557). 
 
The United Nations Development Program defines Gender Mainstreaming as taking account 
of gender concerns in all policy, program, administrative and financial activities, and in 
organizational procedures, thereby contributing to a profound organizational transformation 
(UNDP, 1998:1). Gender mainstreaming has been adopted by development agencies to address 
the root causes of gender inequality which can be found in the social structures, institutions, 
values and beliefs which create and perpetuate women�s subordination (UNDP, 2000:281).  
 
Gender Mainstreaming is a commitment to ensure that women�s as well as men�s concerns 

and experiences are integral to the design, implementation, monitoring and evaluation of all 
legislation, policies and programmes so that women and men benefit equally and inequality is 
not perpetuated. Gender mainstreaming is integral to all development decisions and 
interventions; it concerns the staffing, procedures, and culture of the development 
organizations as well as their programmes: and it forms part of the responsibility of all staff 
(DIFID: 2002: 9) 
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The most common  definition, and the one used for the sake of this research,  is the one set 
out by the UN Economic and Social Council, which is mainstreaming a gender perspective is 
the process of assessing the implications for women and men of any planned action, including 
legislation, policies or programmes, in all areas and at all levels. It is a strategy for making 
women�s as well as men�s concerns and experiences an integral dimension of the design, 

implementation, monitoring and evaluation of policies and programmes 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 (Moser and Moser, 2005: 12). 
 
There are several other definitions of gender mainstreaming. The definition of the Group of 
specialists on gender mainstreaming at the Council of Europe has been widely adopted 
because it accentuates gender equality as an objective, and not women as a target group, and 
because it emphasizes that gender mainstreaming is a strategy. This definition says that: 
Gender mainstreaming is the (re)organization, improvement, development and evaluation of 
policy processes, so that a gender equality perspective is incorporated in all policies at all 
levels and at all stages, by the actors normally involved in policy-making. (Council of Europe, 
1998: 15). Verloo sees the importance of this definition is actually in its accent on what needs 
to be changed, targeting policy processes as the main change object. Gender mainstreaming, 
according to this definition is about (re)organizing procedures and routines, about 
(re)organizing responsibilities and capacities for the incorporation of a gender equality 
perspective. In further elaborations of the strategy, different tactics that are distinguished can 
concentrate on organizing the use of gender expertise in policy-making, or on organizing the 
use of gender impact analyses in this process, or on organizing consultation and participation 
of relevant groups and organizations in the process. Additionally, the accent in gender 
mainstreaming is on gender, not only � more narrowly � on �women� as a target group 
(Verloo, 2001:2).  
 
Gender Mainstreaming as a Strategy 
As such, gender mainstreaming is both a technical and political process requiring changes in 
the cultures, values and practices of organizations for the purpose of confronting gender 
inequality (Tiessen, 2005: ).Gender mainstreaming is typically described as a transforming 
strategy for institutionalizing gender concerns within development organizations and their 
development projects(Verloo, 2001: 3). Critics see mainstreaming as encouraging a possible 
shift away from a focus on �women�s issues� and the elimination of specific programmes 

targeted at women. Many donor organizations, United Nations agencies and NGOs have 
adopted the language of gender mainstreaming; however, few studies have documented the 
impact these gender mainstreaming policies have in practice (True, 2003: 369). Gender 
mainstreaming involves both the integration of women into existing systems as active 
participants, and to changes to the existing systems to reduce gender inequalities stemming 
from women�s disadvantaged position in society (Tiessen, 2005) .Gender mainstreaming is seen 
by many as an attempt at innovation in gender equality policies, an attempt to overcome the 
limitations of previous gender equality strategies (Verloo 2001: 3). 
 
The primary objectives behind gender mainstreaming is to design and implement 
development projects, programmes and policies that do not reinforce existing gender 
inequalities (Gender Neutral)  and that attempt to redress existing gender inequalities (Gender 
Sensitive) and attempt to re-define women and men�s gender roles and relations (Gender 
Positive) ( Instraw, 2004). Gender mainstreaming is regarded as an opportunity to counter the 
gender bias in regular policies, and to avoid the continuous reproduction of male norms in 
policy making. It addresses the genderedness of organizations: the material and discursive 
constructions of masculinity and femininity that shape and are shaped by organizational 
systems, work practices, norms and identities. As such, gender mainstreaming fits in a long 
standing history of feminist interventions in the gender order of society (Verloo, 2001: 7). In 
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practical terms the mainstreaming strategy seems to become a policy tool to be used by 
regular policy makers at all levels, which makes sure that none of the state's instruments are 
perpetuating gender inequality, be that in the form of gender blindness or gender bias( Krizsán 

and Zentai, 2004: 2). 
 

Figure (2): Gender Mainstreaming Strategy 
 

 
Source: Moser, 2005 "An Introduction to Gender Audit Methodology: Its design and implementation in 

DFID Malawi" 
 

Rees presents three models of gender equality that have often been identified as key. The first 
model is one in which equality based on sameness is fostered, especially where women enter 
previously male domains, and the existing male norm remains the standard. The second is one 
in which there is a move towards the equal valuation of existing and different contributions of 
women and men in a gender segregated society. The third is one where there is a new standard 
for both men and women, that is, the transformation of gender relations. Only the third 
strategy constitutes gender mainstreaming and has the potential to deliver gender justice 
because this is the only strategy that involves the transformation of the institutions and the 
standards necessary for effective equality (cited in Walaby, 2005: 456). 
 
Employment is the field where the most development of gender equality practices has 
occurred. This has proceeded furthest where it is clearly possible to see the disadvantages of 
women as compared to men. However, recent developments have attempted to take gender 
equality principles beyond such obvious areas, to those where there are indirect as well as 
direct impacts (Walaby, 2005: 457). 
 
Gender mainstreaming activities can be implemented at two levels; the institutional and the 
operational levels. According to Moser and Moser, the first address the internal dynamics of 
development organizations: their policies, structures, systems, and procedures while the 
second address the need to change the programmes of work in which the organization is 
engaged. Moser and Moser continue to argue that the review categorizes progress in gender 
mainstreaming in terms of the following three stages: adopting the terminology of gender 
equality and gender mainstreaming; putting a gender mainstreaming policy into place; 
implementing gender mainstreaming (Moser and Moser, 2005: 13). At the institutional level, 
mainstreaming represents a change in policy from one that establishes women�s units within 
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organizations and directs solutions to women, to one that gives attention to changing the 
power dynamics existing across departments and organizations (Alston, 2006:129). 
 
Gender mainstreaming is neither conceived of as an achievement in itself nor as a liberal 
policy to include women in decision-making roles, although this may be one of its effects. 
Rather, it is conceived as a strategy to re-invent the processes of policy design, 
implementation and evaluation by taking into account the gender-specific and often diverse 
interests and values of differently situated women and men. Every policy or piece of 
legislation should be evaluated from the perspective of whether or not it reduces or increases 
gender inequalities (True, 2003: 370).Gender mainstreaming is about more than gender analysis. 
It involves all the steps between analysis and incorporating that analysis into the policy and 
programme decisions that will contribute to equality of outcome for men and women in all 
development work (Hunt, 2000).Gender mainstreaming as a strategy is meant to actively 
counteract this gender bias, and to use the normal mandate of policy makers to promote more 
equitable relations between women and men (Verloo, 2000: 13). It addresses systems and 
structures themselves � those very institutionalized practices that cause both individual and 
group disadvantage in the first place. Because of this focus on a systems approach, it has 
much more potential to have a serious impact upon gender equality than other strategies have 
(Rees 2000: 3). 
 
The Swedish International Development Agency (SIDA) has identified gender mainstreaming 
strategies as being relevant in three linked arenas or �spheres�: (A) in an organization�s 

structures, policies and procedures, and in its culture, (B) in the substantive activity that it 
undertakes - its programme, and (C) in the impact of this work on increased gender equality in 
the broader community (Shalkwyk et al. 1996: 3). Hunt argues that many design documents now 
include some gender analysis, but unless this is reflected in the design in a concrete way (such 
as in the logical framework matrix), it is less likely that gender equality issues will be given 
systematic or serious attention during implementation (Hunt, 2000). Verloo argues that the 
obvious innovative potential of the gender mainstreaming strategy stands in its holistic 
approach to gender equality: in proposing to introduce the gender equality perspective to all 
policies at all levels and at all stages ( cited in  Krizsán and Zentai, 2004). 
 
Moser illustrates that gender mainstreaming can usefully be identified in terms of four related 
stages; defining gender mainstreaming; getting a gender mainstreaming policy into place; 
implementing gender mainstreaming in practice; evaluating or auditing the practice of gender 
mainstreaming. Gender mainstreaming should be part of the basic architecture of a policy and 
not a last minute amendment. It is not enough to enumerate general principles. The gender 
mainstreaming strategy should be explicit, specific and relevant to the policy which is 
investigated and thoroughly integrated into it (Moser, 2008).  
 
Gender Mainstreaming in Organizations:  
Gender inequality in organizations has been an area of great interest since the 1990s and 
various researches have highlighted the many gendered aspects to organizations and work. 
The lack of institutionalization of gender equity and gender equality has hampered women�s 

empowerment in the true sense (Rao and Kelleher, 2005: 143). The international community of 
development agencies largely initiated the efforts at institutionalization of gender 
mainstreaming (Saxena and Thekkudan, 2007: 50).  In sum, both Walby and Moser point to 
different ways in which gender mainstreaming can be more substantively implemented; in so 
doing they are identifying how the practice of gender mainstreaming, the process through 
which policies become meaningful, are in effect taken up and internalized ( cited in George, 
2007: 697).  
 
Hovorka etal. argue that there are three main reasons for giving attention to gender 
mainstreaming in organizations (e.g. our own and our partner organizations). Firstly, focusing 



 18 

on projects to improve gender equality at local level may have little impact on changing the 
wider social position of women, youth, and other disadvantaged groups. Secondly, it is 
recognized that gender inequality is continuously recreated by the �mainstream�, with existing 

dominant views and stereotyped roles for men and women informing gender-unbalanced 
policies and biased institutional practices. Hence, thirdly, we need to influence policies and 
institutions to achieve greater impact. We also should seek to bring about changes in the 
institutional policies, programmes, legislation, and resource allocations of our own 
organization and our partner organizations in order to enhance the impact on gender equality 
of our and their development programmes (Hovorka etal., 2009: 275). Moser goes for the same 
opinion mentioning that two further aspects of gender mainstreaming appear in some 
definitions. First, the institutionalization of gender concerns within the organization itself, 
with gender equality in staffing and other organizational procedures to ensure a transformative 
process for the organization in terms of attitudes and �culture�; second, gender empowerment 
through women�s participation in decision-making processes, to have their voices heard and 
the power to put issues on the agenda (Moser, 2008). 
 
The most important changes we seek to bring about, according to Hovorka etal., are the 
following: 

 Recognition by decision makers that gender equality is a strategic objective of 
development rather than a �women's issue�. It should be pursued by leading 

institutions and reflected in major policies, programmes, and institutional practices. 
 Women as well as men are enabled to influence the policy agenda, decision making, 

and resource allocation, and are fully recognized as agents and beneficiaries of change. 
 Institutions develop analytical, planning, and management skills to identify and 

respond to gender issues relevant to their mandate. 
 Design of policies and programmes is based on data regarding existing gender 

differences and focused on enhancing gender equality (Hovorka etal., 2009:276). 
 
Gender Mainstreaming in Organizations' Policies  
Murison argues that gender mainstreaming can be implemented at three levels; level one 
focuses on the organization�s structures, policies, procedures and culture. Level two focuses 

on the organization�s programme; level three on: the outcomes and impact on women' 

empowerment and full realization of equal rights . 
 
Level one: structures, policies, procedures, and culture:  
According to Murison, an organization able to contribute substantively to greater gender 
equality would have the following six structures, policies and procedures in place. 
1. A clear policy on its commitment to gender equality, supported by the pro-active drive of 
senior and middle management, and expressed in a written policy or mission statement; 
2. Time-bound strategies to implement the policy, which are developed in broad consultation 
with staff, and include mechanisms to ensure that staff understand the policy and its 
implications for their everyday work, and have the competencies and resources required to 
implement it effectively. 
3. Human resource practices that are sensitive to the gender needs and interests of both men 
and women on the organization�s staff, as well as in their constituency. Human resource 
strategies have a dual internal/external function in relation to gender mainstreaming. 
4. Internal tracking and monitoring capability to ensure that strategic milestones are being 
reached, and to support both organizational learning and management accountability.  
5. A central gender mainstreaming unit with policy responsibility, and a mandate to guide the 
overall gender mainstreaming process. Some organizations also have specific units to support 
the incorporation of gender issues into their programmes, while others combine the policy and 
programme functions; 
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6. A recognized network of staff responsible for gender equality issues in their respective 
work units, coordinated as a team by the policy unit (often called a Gender Focal Point 
Network).  
Level Two: The organization�s programmes 
Murison argues that although gender mainstreaming involves far more than project and 
programme design and implementation, an organizations programme is the �heart� of gender 

mainstreaming. It is the arena in which commitment to gender equality takes concrete form in 
the community served by the organization. Effective gender mainstreaming strategy therefore 
includes at least the following four programming elements: 

 Systematic on-going consultation with women, as well as men, to identify their own 
priorities, success stories, lessons learned, and tools and mechanisms. This is only 
possible in organizations that genuinely value consultation and the types of knowledge 
that it produces, and allocates the necessary staff and budgetary resources to it. 
Consultation does not end with the design phase of the project, but must be undertaken 
throughout project implementation.  

 Project management that is technically proficient, aware of the implications of gender 
differences for project outcomes, remains in touch with the constituency, and 
establishes positive incentive and accountability mechanisms to ensure consistent 
results is extremely important. 

 Effective monitoring and reporting mechanisms capable of reflecting how far the 
project is contributing to greater gender equality. 

 Gender analysis (a sub-set of socio-economic analysis) that explores the national and 
international context in which the concerned communities are operating, clarifies the 
ways in which this context impacts differently on women and men and the 
implications of these differences for project activity. Gender analysis helps to make 
the difference between men and women, and the policy and programme implications 
of these differences, more visible (Murison, 2004: 97- 100).  

 
According to Hafner-Burton and Pollack, to integrate a gender perspective across the entire 
policy process of the NGO, the following must take place:  

 Collection of gender-disaggregated statistics and other indicators  
The identification of gender inequality � the first phase in the process of creating 
policies and programs to mainstream gender � requires the reliable and replicable 
collection of sex-disaggregated data for indicators  such as employment, income, 
education, access to health care, etc.  

 Gender training. 
Gender training of personnel is an essential component in order to build knowledge 
and capacity for the mainstreaming of gender into all programs and policies, and not 
simply into specific WID programs and projects. Before an organization can actualize 
a gender mainstreaming mandate, all personnel must not only understand and accept 
the importance of gender equality as an ultimate goal, but must also have the necessary 
skills with which to create, implement and evaluate gender mainstreaming programs. 
Thus the establishment of gender training throughout an organization � including 
upper-level managers as well as lower-level officials with specific responsibility for 
gender issues. 

 Gender impact assessment and gender-proofing  
Gender impact assessment has its roots in the environmental sectors and is a typical 
example of an existing policy tool being adapted for the use of gender mainstreaming. 
Gender impact assessment allows for the screening of a given policy proposal, in order 
to detect and assess its differential impact or effects on women and men, so that these 
imbalances can be redressed before the proposal is endorsed. . Gender-proofing is a 
less detailed review of policy proposals to identify unintended sexist language or 
differential effects of policy on women and men.  
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 Checklists, manuals and handbooks 
Checklists, guidelines, and gender proofing are additional, commonly used tools to 
allow policy-makers � many of whom have only limited experience in gender 
mainstreaming �to incorporate basic gender concerns into their activities, short of a 
complete gender impact assessment. Checklists are often distributed to policy-makers, 
providing a basic list of gender-specific features to be considered in the adoption and 
implementation of a given policy; they can be designed specifically for use in gender 
mainstreaming, or alternatively gender-related points can be added to existing policy 
checklists. Other tools � including guidelines, terms of reference, manuals and 
handbooks � may provide additional, and more detailed, information instructing staff 
on ways to integrate a gender perspective into their work. 

 Monitoring and evaluation  
Once mainstreaming programs have been put into place, monitoring and evaluation 
tools become necessary to ensure organizational and governmental compliance and to 
assess the effectiveness of a given policy or method. Monitoring mechanisms may 
take the form of routine and formal reporting by personnel responsible for specific 
gender mainstreaming components within an organization or by external assessment 
agencies, such as NGOs that serve a monitoring function (Hafner-Burton and Pollack, 
2002: 352).  

 
As for Hunt, gender mainstreaming in program and project design and implementation is 
essential if agencies want to increase the likelihood that both women and men will participate 
and benefit, and to ensure that neither is disadvantaged by development activities. Successful 
strategies most frequently noted in evaluation reports are: 

 Include gender equality objectives in overall program/project objectives wherever 
possible.  

 Use participatory strategies to involve both women and men in design and 
implementation.  

 Ensure that gender strategies are practical, and based on quality gender analysis.  
 Include explicit responsibilities for implementing gender equality objectives and 

strategies into job descriptions, scope of services documents and terms of  reference 
for all personnel through every stage of the program/project cycle 

 Provide in-country social and gender analysis expertise.  
 Collect adequate and relevant sex-disaggregated baseline information, and use gender 

sensitive indicators and monitoring processes as a minimum standard for 
program/project design, implementation, monitoring and evaluation. Sex- 
disaggregated information is needed on who participates and benefits, what prevents 
males and females from participating and benefiting, unintended or harmful effects of 
programmes/projects, and changes in gender relations (Hunt, 2004).  

 
Hovorka etal. argue that when gender mainstreaming an organization, institutional 
commitment and political will are indispensable. The first stage will be to ensure that all 
stakeholders are familiar with the basic concept of �gender� and what �gender-sensitive 
planning� means. Conducting a gender audit to assess staff knowledge and awareness of 

gender responsiveness can be helpful at this stage.  Commitment at the management level 
needs to be sought, and a simple action/time plan for development of a gender policy made. 
Gender expertise should also be made available in the organization, such as by including a 
gender specialist in an advisory role. However, it should be ensured that a project team itself 
or an organization�s staff in general are responsible for integrating gender throughout the 

project cycle. The gender specialist should just assist and support staff in their work and 
should not be made the only one responsible for �integrating gender� in project work. Equally 

important is the organization of staff gender training and the diffusion of gender guidelines. 
Enhanced capacity of staff on gender responsiveness in an organization will enable the 
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formation of gender committees or task forces with effective representation across divisions, 
themes, units, and other organs of the organization through which institutional accountability 
on gender mainstreaming can be achieved. Sensitivity to gender issues and gender balance 
have to be taken into account when selecting the staff members who will be involved in 
project planning and management, and they have to be trained in gender analysis and gender-
sensitive project planning and management (Hovorka etal., 2009:276). 
 
 

Figure (3) 
Gender Sensitive Policies  

 
��

 
 

Source: Kabeer, N. Subrahmanian, R. (1996) Institutions, Relations & Outcomes: Framework & Tools, 
for Gender- Aware Planning, IDS Discussion Paper 357 September 1996 

 
Hovorka etal  continue to list other important measures such as: 

 Facilitate development of a gender statement and ensure that promotion of gender 
equality is made an explicit aim of the organization. 

 Help to ensure that gender integration becomes a routine concern of all units and all 
staff members. 

 Facilitate changes in the organizational culture. 
 Promote incorporation of gender analysis and gender planning in standard procedures 

for project design and facilitate gender specification of institutional reporting and 
monitoring systems. 

 Promote the engendering of staff recruitment and enumeration policies. 
 Evaluate whether budget allocations reflect the gender policy of the organization. 
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 Promote the inclusion of indicators for impacts on gender equality in the institutional 
monitoring system as well as periodic discussion of the results  

 Stimulate exchange with other organizations regarding gender issues and related 
subjects (Hovorka etal., 2009:277). 

 
Gender Mainstreaming in Organizations' Project Cycle  
The project cycle is the process of planning and managing projects. Each phase of the project 
leads to the next. It encompasses identification, design, implementation, evaluation, and 
lesson learning (Blackman, 2003). An effective framework for gender-sensitive project 
management, and one that is needed to be explored at a Gaza context level, is the project 
cycle. According to Hovorka etal , a project cycle encompasses a specific range of resources 
and activities which are brought together to generate clearly defined outputs within a given 
budget and a specified period of time. Compared to a programme, a project is more specific 
and has more defined targets and time frames. The project cycle consists of a set of steps that 
provide the basis for adequate preparation and implementation of a project, as well as 
opportunities to learn from its results (Hovorka etal., 2009:238). Gender should be mainstreamed 
to the project cycle to make sure that women and men benefit equally so inequality is not 
perpetuated (UNESCO, 2000).  
The broad phases of the project cycle as described by Hovorka etal and the way gender should 
be mainstreamed into them are as follows: 
 
1. Design.  
In the design phase, the project goals are defined, as well as the strategies through which these 
goals will be attained, taking as a starting point the needs, problems and opportunities of both 
(men and women) that were identified during the diagnosis phase. It is important that females 
and males are consulted equally during the design of the project, so that the needs and 
interests of varying social groups within a particular context are identified, strategized around, 
and eventually addressed.  
 
The issue of gender training and capacity building of staff involved in the project team is 
important in the design phase, particularly in terms of facilitating participatory processes that 
encourage active collaboration during the design phase and give voice to those community 
members, in many instances women, who may not have had opportunities in the past to 
identify their concerns or state their opinions.  
The inclusion of gender balance in the project team is significant in this participatory process, 
given that women may share information more easily with other women, while men may be 
more likely to share with other men. Also prominent at this stage of the project cycle is the 
issue of group dynamics and cohesion. Facilitators well trained in recognizing and mediating 
gender dynamics will also be aware of how power relations among individuals can shape 
project design and resulting strategies. Groups that can come together in a concerted vision, 
acknowledging and respecting views and circumstances of both men and women, will 
generally be more successful in their design efforts than those who cannot diffuse internal 
strife and conflict.Throughout the design phase, it is useful to take a multi-stakeholder 
approach to identifying problems and opportunities within a local community or context, as 
well as formulating objectives, results indicators, and project strategies to address issues 
raised. Engaging with persons, organizations, or structures beyond the locality is a step 
towards ensuring sustainability of the project as a whole and up-scaling particular strategies.  
 
2. Activity Planning  
In this phase of the project cycle, the strategies defined in the design phase are worked out in 
detailed action plans, responsibilities are divided among project partners, time schedules are 
defined with critical dates for the delivery of certain products, and the budget is prepared, 
together with identification of financial sources and other means required. Attention to gender 
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issues already identified is required throughout this planning phase. Important steps in this 
phase are: detailed activity planning and division of labour, defining the project management 
and co-ordination structure, 
(3) Developing the monitoring and evaluation plan, (4) budgeting, and (5) thinking through 
and the final revision.  
 
3 Implementation  
To ensure the active participation of women and men in the implementation phase, it is 
helpful to consider gender mainstreaming at two levels. Through the implementation process, 
tools and approaches will be generic or common to all kinds of situation. The process involves 
issues such as working with existing structures, group dynamics, mutual respect, 
empowerment, and capacity strengthening (especially of the marginalized) At the second 
level, particular types of implementation are engendered through attention to content, 
 
4. Monitoring and Evaluation  
The monitoring and evaluation activities begin during the design phase, during which � in 
relation to the project objectives � adequate monitoring and evaluation indicators are defined, 
as well as appropriate measurement methods selected. When planning the project activities, it 
will be defined who will collect what monitoring information, when and how it will be 
collected, how these data will be stored and processed, at what moments the data will be used 
to reflect on the achievements of the project to date, and who will be involved in such 
meetings (monitoring and evaluation plan). During the implementation phase, regular 
monitoring according to the previously developed monitoring and evaluation plan shows 
whether the project is on track with regard to the realization of planned activities and 
realization of achievements as set out previously. It helps to solve problems that emerge 
during implementation, keeps track of the results achieved to date, and reflects on the 
effectiveness and efficiency of the strategies and working methods applied, so as to make 
adaptations where needed ( (Hovorka etal., 2009:250). 
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Table (1) 
Expected changes at different levels- when gender is mainstreamed in the project cycle 

Target group Level  Project service Level  Project Staff Level  
 
Increase in women�s 

participation in project 
activities 
 
 
 
A change from less to 
more bargaining power for 
women in households on 
matters relating to labour 
and income distribution 
 
 
A change from none to 
few female group leaders 
 
 
A change from passive to 
active and from passive to 
semiactive female 
participation in group 
meetings, training 
sessions, exchange visits, 
etc. 
 
Changes in women�s �real� 

ownership capacity 
 
 
 
 
Full involvement of 
women in the 
decision-making process 
at different levels 
 
 
 
Increase in the ability of 
women to express 
opinions and plan for 
the household economy 
 
Increase in women�s 

ability to get access to and 
control over products like 
milk, manure, offspring, 
etc. 
 
 

 
All the services delivered 
should be suitable for both 
male and female clients. 
The following 
aspects are considered: 
 
Approach�attitude of 
staff: top-down versus 
bottom-up; gender biased 
versus gender sensitive; 
teaching versus 
facilitating; etc.  
 
 
 
Method�are workshops, 
open days, 
group meetings, exchange 
visits, field days, etc. 
appropriate for women�s 

participation? 
 
 
Materials�are teaching 
aids, videos, pamphlets, 
booklets, posters, etc. 
relevant and 
understandable to women 
and men (language and 
pictures used)? 
 
 
Messages�are they 
relevant and useful to both 
men and women of a 
particular area? 
 
 
Technology option� 
content relevant to needs 
(male and female labour; 
scale of inputs, etc.) 
 
Target group�consider 
appropriate mix of men 
and women to enable 
widespread participation 
 

 
Be gender sensitive in terms of 
approaches when delivering project 
services 
 
Understand what gender is and be 
aware of stereotypes 
 
Be aware that men and women 
bargain, 
strategize, and value project outcomes 
differently 
 
Be aware that one female staff 
member 
in a group of male staff does not hold 
the same position as they do 
 
Be aware and knowledgeable about 
various forms of discrimination 
against 
women and be able to recognise them 
in practical situations 
 
Be aware and knowledgeable about 
strategies which men and women 
employ to advance their joint and 
separate livelihood interests 
 
Acquire skills in the following: (i) 
project analysis from a gender 
perspective; (ii) qualitative monitoring 
so that subtle changes in gender 
relations can be recorded; (iii) analysis 
of gender problems; and (iv) 
understanding of the subtle causes of 
gender problems 
 
Change behavior in the way one works 
with mixed-sex, women-only, and 
men-only groups, and in personal 
attitude and behavior in the home 
situation 
 
Be able to observe gender problems 
and try to work them out. For 
example, staff should not feel 
comfortable conducting training which 
includes only one woman among 30 
participants. 

��

 
Source: Mkenda-Mugittu, Vera(2003) 'Measuring the invisibles: gender mainstreaming and monitoring 
experience from a dairy development project in Tanzania', Development in Practice, 13: 5, 459 � 473  
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Challenges that Face Gender Mainstreaming  
Gender mainstreaming efforts should start in the house  at the institutional level, which is the 
root causes of gender inequality (Rao and Kelleher, 2005: 142) , starting with the NGOs 
themselves investigating all their inside policies, strategies, procedures, and practices from a 
gender lens , providing any expert support to mainstream gender into all these components of 
the organization. The second level that should go in parallel is the operational level, which 
deals directly with the programme and project cycles including planning, implementation, 
monitoring and evaluation along with budgeting. All to achieve gender equality at the end and 
render quality service on an equal basis to men and women- boys and girls. 
 
Gender mainstreaming is a global initiative but is not evenly developed globally (Walaby, 2005: 
454). The problem with gender mainstreaming is that it did not move smoothly from theory to 
practice. It sort of becomes little more than fashionable semantics co-opted by politicians and 
policy makers (Clisby, 2005: 23) and was slow to translate from policy into action (Tiessen, 2005: 
9). Rao argues that the complex process of turning policy into practice and intentions into 
outcomes requires both effective institutional insiders and strategic external critics. From the 
inside out, it requires shifting opportunity structures in institutional environments toward 
equality of women�s agency, changing incentives and capacity in global, state, and 

community agencies to respond to women including delivering on services and on rights. 
From the outside in, it requires strengthening women�s awareness of their own agency, voice 

and mobilization, and their influence over institutions, and their ability to hold them to 
account (Rao, 2005:4).  
 
When it comes to some NGOs in the Gaza Strip, most often the gender mainstreaming 
strategies were adopted as a response to donors� demands or as a means of showing that the 

NGOs are part of the modern world of development and are trendy in project implementation. 
Hence, the change is not brought to mentalities, attitudes and perceptions of policy makers 
and working teams; it is rather, to them, a series of rigid steps and indicators that should be 
put into consideration. Tiessen argues that as long as gender inequality remains a back-burner 
issue that gets addressed when all other problems are resolved, gender mainstreaming will 
continue to be a watered down process whereby development practitioners make superficial 
mention of the gender issues in their work (Tiessen, 2005: 9). Even those NGOs that are 
mandated to mainstream gender concerns in development have lack of knowledge and skills 
among senior staff on gender issues; marginalized, under-qualified, and under resourced 
theme groups and their hands are tied by policy priorities, poor infrastructure, and decreased 
funding levels (Rao and Kelleher, 2005:144). Additionally,  in some NGOs in Gaza, gender 
mainstreaming -as a mechanism to change- was excluded on purpose so as not to bring real 
change over the power structure and decision making mechanisms in a way that would assign 
women equal influential roles as those of men. 
 
True  argues that  critics see mainstreaming as encouraging a possible shift away from a focus 
on �women�s issues� and the elimination of specific programmes targeted at women. From 
this perspective mainstreaming is seen as a part of a broader instrumental-capitalist 
restructuring agenda that has created an e´lite cadre of gender experts without opening the 

political space or changing the material conditions for women at the grassroots (True, 2003: 
369) .  
 
In contrast to some of the more optimistic predictions, recent studies of multilateral 
development institutions suggest that gender mainstreaming ability to change institutional 
practices is seriously compromised by two main factors; the lack of resources, both financial 
and human capital in the form of gender expertise inside institutions and the conflict between 
the feminist goal of gender equity achieved through state-led redistribution and the neoliberal 
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goal of efficiency achieved through market-driven economic growth. The problems with the 
gender mainstreaming strategy are those which face any new policy area that competes with 
others, but are exacerbated by the fact that the strategy challenges existing institutionalized 
practices. First and foremost is the competition for scarce resources. Mainstreaming gender 
requires trained personnel and resources. Holding on to these resources demands vigilance. 
Gender mainstreaming as a transformative strategy demands that gender experts cede control 
to normal practitioners. The spreading of resources is also a risk, as resources are never 
infinite (Woodward, 2008:297). 
 
However, as UNIFEM emphasizes ultimately gender mainstreaming is a process rather than a 
goal. Therefore, it may not make sense to argue that mainstreaming has failed. Rather, it is 
important to identify which aspects of gender mainstreaming are in place within 
organizations, and which are the overall constraints to implementing a comprehensive strategy 
(Sandler, 1997). Implementation comprises both institutional and operational inputs, with the 
two closely interrelated. The outputs and outcomes/impacts of implementation are measured 
in terms of greater gender equality (Moser, 1995). 
 
As for the Gaza Strip NGOs, in my opinion, gender mainstreaming did not start as a process 
and is not yet adopted as a strategy. The more enlightened NGOs adopt some of the practices 
of gender mainstreaming into their human resource policies and project cycle. However, it 
does not take the form of a systematic change process that connects and interlinks with an 
overall governmental reform. So I believe that gender mainstreaming efforts are existent at 
particular levels but not yet institutionalized and there is a way still to take to have the model, 
with all that it entails, fully applied. 
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Introduction:  
The term, "non-governmental organization" or NGO, came into currency in 1945 because of 
the need for the UN to differentiate in its Charter between participation rights for 
intergovernmental specialized agencies and those for international private organizations. At 
the UN, virtually all types of private bodies can be recognized as NGOs. They only have to be 
independent from government control, not seeking to challenge governments either as a 
political party or by a narrow focus on human rights, non-profit-making and non-criminal  
(Willetts, 2002).  
 
Many diverse types of bodies are now described as being NGOs. There is no generally 
accepted definition of an NGO and the term carries different connotations in different 
circumstances. Nevertheless, there are some fundamental features. Clearly an NGO must be 
independent from the direct control of any government. In addition, there are three other 
generally accepted characteristics that exclude particular types of bodies from consideration. 
An NGO will not be constituted as a political party; it will be non-profit-making and it will be 
not be a criminal group, in particular it will be non-violent. These characteristics apply in 
general usage, because they match the conditions for recognition by the United Nations 
(Willetts, 2002). NGOs, which are nowadays key social actors in globalized societies, did not 
acquire their current numerical or social importance until the 1970s and '80s (Dema, 2008: 442). 

 
Non -Governmental Organizations in Palestine  
Worldwide, there has been growing participation of civil society in public life, particularly in 
the last 30 years (de Senillosa, 1998: 41). Palestine is no exception. The Palestinian non-
governmental organizations (NGOs) have always played a vital role in Palestinian society. 
Since its inception, the NGO sector has been an integral part of the Palestinian national 
movement and its aspiration for a free and sovereign Palestine. Its vitality and dynamism are 
at the root of the evolution of Palestinian civil society, with all its aspects of plurality and 
diversity (Jarrar, 2005). 
 
When Israel occupied the West Bank and Gaza in 1967, Palestinian civil society was made up 
of voluntary, grassroots associations led by a young, educated, and politically oriented 
generation of Palestinians. By the late 1970�s they had coalesced politically into the broader 

structure of the Palestinian Liberation Organization and formed a distinct part of the 
Palestinian liberation movement. Due to the lack of a Palestinian governing authority in the 
West Bank and Gaza and Israel�s blatant disregard for the socio-economic needs of the 
occupied population, Palestinian grassroots organizations were forced to work independently 
for the development of the Palestinian community (Walker, 2005). 
 
In the early 1980�s the funding for these organizations came through their respective political 

factions within the PLO umbrella but many organizations also had international connections 
with left solidarity groups who provided additional funding for social and political activities 
in the Occupied Palestinian Territories (OPT). As this independent bilateral funding grew so 
did the organizational activities and role of these civil society organizations in the community 
at large. Due to their deeply rooted connection to politics and the Palestinian community at 
large, these grassroots organizations also provided the political space for the creation of a 
strong and pluralistic society in the West Bank and Gaza. From 1987-1990, the grassroots 
organizations served as the driving and organizing force behind the popular committees of the 
Intifada while continuing to provide services for Palestinian community. Throughout this 
period, many organizations (now NGOs) became more formalized and moved into 
professional civil spheres including research centers, human rights organization and advocacy 
groups (Walker, 2005). 
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 Jad argues that the role played by Palestinian NGOs before the 1993 Oslo Agreement differs 
significantly from their role in the post-Oslo phase. Before the formation of the Palestinian 
Authority (PA), Palestinian society was organized in and around political parties and mass 
grassroots organizations. NGOs were linked to these parties under the umbrella of the 
Palestine Liberation Organization (PLO), which encouraged and financially supported the 
parties and their satellite organizations. While the PLO and its political parties were banned 
by Israel, their satellite organizations were to some extent allowed to work, since they were 
seen as service-providing organizations. Between the end of the 1987 intifada and the signing 
of the Oslo Agreement, the NGO sector was the main channel of foreign aid aimed at 
providing services at the grassroots level. This included clinics, schools, kindergartens, and 
income-generating projects. The result was that these NGO actors became important and 
acquired even more power than their parent parties ( Jad, 2007: 623).  
 
During the years of the Intifada, the NGOs developed new strategies and methods. Concrete 
projects for certain target groups and resistance cells operating underground were added to the 
common mass campaigns and voluntary community work. They provided all kinds of 
services, promoted democratic values, and mobilized the masses to foster the Intifada and its 
goals. They also build coalitions and lobbied their cause and tried to build public opinion for 
their demands and aspirations. The diversity of NGOs and their activities during the Intifada, 
as well as their ability to maintain and even increase funding - the main source being the PLO, 
Arab states, European and US NGOs and governmental agencies - contributed a great deal to 
their institutionalization within the society, despite Israeli policies of outlawing and closing 
down Palestinian NGOs and grassroots committees (Abdul Hadi, 1997: 2).   
With the establishment of the PNA, the Palestinian NGOs found themselves at a new 
crossroads with two major options:  

a) to be �absorbed� within the authority's structure; 
b) to remain independent and continue to work outside the government structure. This 

category, mainly NGOs from the opposition factions and those that are not directly 
related or linked to the activities of the PNA and its ministries, such as think tanks, 
research institutes, human rights or women's organizations, 

 
Another major challenge the Palestinian NGOs are facing is of a financial nature: since the 
occupation, they were the only organizations that promoted development, and this tremendous 
responsibility was met by millions of dollars in financial and technical assistance from various 
donors. After Oslo, however, the donor community diverted much of the funds that used to 
support NGOs to the PNA to set up its administration and infrastructure. The shift in funds 
affected to a large extent NGOs and their services. 
 
A third concern for the future of the NGOs has to do with regulation and registration. While 
there are still various laws - Ottoman, British, Jordanian, Egyptian, and Israeli - governing the 
Palestinian territories, the PNA Executive has still not approved the Basic Law, thus delaying 
the endorsement of all other laws passed by the Legislative Council, including the Law 
Concerning Charitable Societies, Social Bodies and Private Institutions, to which the NGOs 
are subject (Abdul Hadi, 1997: 2).  
 
The number of NGOs has multiplied, in a disordered way, since the establishment of the 
PNA, because of the absence of law, and the multiplicity of sources of funding. It divides 
donors into two main groups; one funds NGOs so as to support the PNA, and requires co-
ordination with it, others fund organisations working in the field of democracy and human 
rights so as to �magnify the mistakes of the PNA, in way that no authority can allow ( Himal, 
1999). 
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The Palestinian NGO sector currently includes charitable societies, cooperatives, associations, 
development organizations and some other social interest groups, e.g., unions representing the 
disabled, women�s organizations and youth movements. Religious associations and other 
related bodies are registered as NGOs although they differ from them insofar as their concern 
extends beyond the purely charitable or benevolent aspects ( Jarrar, 2005 ).   
 
Non Governmental Organizations in the Gaza Strip 
There is a large number of NGOs in the Gaza Strip, estimated, according to the Ministry of 
Interior, at around 8707 registered NGOs. Many of these NGOs are registered within the 
Ministry of Interior Affairs under a specific number and holding a particular identity i.e. non- 
profit organization, non-profit corporate etc.  
 
These NGOs provide various services to the Gaza population, many of which either 
complement or replace services generally provided by the governmental institutions. The 
Gaza Strip NGOs have different characteristics and vary in size, area of specialty, location, 
years of service etc. The larger-scale NGOs are divided sectorally (i.e. health, education, 
disability) and are more focused when it comes to the services they provide. For the sake of 
this research, a number of twenty one NGOs were targeted8, providing services under nine 
different sectors. 
 
A Brief Description of the Targeted NGOs Scope of Work 
  

1. Youth Sector: 
 PYALARA is a communication and media-oriented Palestinian NGO established for 

Palestinian youth. The main emphasis of the work of PYALARA is on �activation' of 

youth. One of its main objectives is to prevent young Palestinians from becoming 
thoroughly frustrated as a result of the harsh conditions under which they are forced to 
live. It therefore encourages young Palestinians to express themselves through writing, 
talking, and other forms of communication in order to maintain a connection with the 
community. The resulting written and verbal contributions appear in The Youth 
Times; the only Palestinian monthly paper for youth, and the weekly television 
program, (Speak Up). 

 Sharek Youth Forum operates throughout Palestine with the primary goal of creating 
space for youth to engage themselves as active participants in all sectors of civil 
society and to participate in the development of local communities.  In this way 
Sharek identifies and serves the key needs and priorities of Palestinian youth. To reach 
this goal Sharek has established three core programs. The first one, "A Step Forward", 
aims to empower youth through facilitating their entry into the labor market. 
"Bridges", Sharek's second program, focuses on establishing services in remote areas 
of the West Bank and Gaza Strip for child development. Lastly, there is "Partners", a 
program devoted to the capacity building of youth organizations and to the support of 
youth initiatives. 

 Youth without Boarders is a youth empowerment organization, located in Khan 
Younis in the Southern area of the Gaza Strip. It targets supporting the mobilization 
and empowerment of young youth through awareness raising, capacity building, and 
supporting youth initiatives. Youth without Boarders has several programmes that all 
support the activation of youth role in civic and public life.  

 
 
 
 

                                                
7 Source: Ministry of Interior (a list is available)� 
8 See Table (2) : page (60 ) � 
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2. Health Sector: 
 Union of Health Work Committees (UHWC) is a non governmental grass rooted 

organization that provides comprehensive health services through a developmental 
community and social framework to all sectors of the Palestinian people especially the 
marginalized ones (women and children).The UHWC also contributes in related public 
and sectarian policies to achieve a comprehensive health system based on the 
international human rights constitutions. The UHWC provides its services through its 
primary and secondary health care centers in Gaza Strip. 

 Palestinian Medical Relief Society (PMRS) is a grassroots; community- based 
Palestinian health organization. PMRS national health programs emphasize 
prevention, education, community participation, and the empowerment of people. 
PMRS seeks to improve the overall physical, mental, and social well being of all 
Palestinians, regardless of racial, political, social, economic status, religion or gender. 
Our quality health services focus on the needs of the most vulnerable members of 
Palestinian society: women, children, disabled and the poor in rural villages, refugee 
camps, and urban centers. 

 Union of Health Care Committees (UHCC) was founded in 1985 by an initiative of 
leaders and professional people from Gaza Strip and West Bank as a response to the 
Palestinian community health needs and to provide health services of high quality to 
Palestinian people, specially the marginalized and poor groups of Gaza Strip. Over the 
years, UHCC became a leading Palestinian health NGO, it�s an active member of 
Palestinian NGOs Network and shares a prominent role through its membership of 
Arab NGOs network, and in addition UHCC is the only specialized Palestinian NGO 
that provides health services to children suffering from heart diseases (congenital heart 
diseases). 

3. Agriculture Sector: 
 Palestinian Agriculture Relief Committees (PARC) is a leading Palestinian non-

profit, non-governmental organization involved in rural development and women's 
empowerment. PARC provides advice, awareness support, services, and special 
consultancies for individuals, groups, and institutions involved in similar domains.  
PARC was founded in 1983 in response to the lack of agricultural extension services 
for Palestinian farmers. It was formed by a group of agronomists, agricultural 
engineers, pioneer farmers and vet doctors who were active in the voluntary movement 
and who were convinced that forming specialized agricultural voluntary groups will 
serve the farmers, Palestinian agricultural sector and national goal of protecting the 
land in a better way.  

 Union of Agriculture Work Committee (UAWC) was established in 1986 in 
response to the vulnerable socio-political circumstance of farmers that resulted from 
occupation policies in confiscating lands and water in the early eighties and therefore 
directly harmed the interests of farmers and Palestinians. The Union was founded as a 
non-profit organization by a group of volunteers and agronomists. The priorities of the 
Union at the beginning focused on struggling with the Israeli Occupation�s procedures 

that marginalized agriculture and destroyed the infrastructure of Palestinian 
agriculture. The Union in its early days depended on volunteers completely in addition 
to forming agricultural committees in the WB and GS to set the priorities of farmers 
and help the Union in implementing its programs and community activities. 

  
4.  Disability Sector:  
 Atfaluna Society for Deaf Children, a registered Palestinian NGO located in Gaza 

city, has been working in the field of deaf education and allied services since 1992. 
Literally thousands of deaf children and adults and their families are served annually at 
Atfaluna through deaf education, audiology, speech therapy, income generating 
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programs for the deaf, vocational training, parents', teachers� and community training 
and awareness programs, and a host of other services and programs. Atfaluna is the 
main referral and resource center for most institutions, clinics, and hospitals in the 
Gaza Strip.  

 The National Center for Community Rehabilitation (NCCR) is a non-profit non-
governmental association that was established in Gaza-Palestine in 1995 by a group of 
active community disabled volunteers. NCCR is� an independent and non-profit 
Palestinian NGO with the purpose to assist female� and male persons with physical 
disabilities; and speech-language hearing�disorders within the Gaza Strip to promote 
their opportunities for living� independently, inclusion and achieving individual life 
goals.  

 
5. Development Sector:  
 MA�AN Development Center is an independent Palestinian development and 

training institution established in January, 1989, registered by law as a non-profit 
organization.  The main office is located in Ramallah and the four branch offices are 
located in Gaza, Khan Younis, Tulkarem and Jenin,.  MA�AN's work is informed by 
the necessity of creating independent, self-reliant initiatives that lead to the 
development of human resources for sustainable development, which incorporate 
values of self-sufficiency and self-empowerment. Maan aims at partnering and 
working hand in hand with Palestinian NGOs, community based organizations and 
grassroots groups in the poorest and most marginalized areas to improve the quality of 
their lives and empower them to take a lead in developing their communities and 
achieving self reliance and sustainable development. 

 BADER for Development and Rehabilitation is a non-governmental non-profit 
developmental organization. It was established by a number of civil society activists 
and academic cadres. It is located in the Gaza Strip with several branches in other 
areas. It focuses on developmental initiatives that build the capacity of youth, children 
and women. It also offers an array of services that target raising awareness of the 
population. 

 
6. Mental Health and Psychosocial Support Sector: 
 The Gaza Community Mental Health Programme (GCMHP) is a Palestinian 

society that targets enhancing the capacity of the community in dealing with mental 
health problems based on the principles of justice, humanity, and respect for human 
rights. GCMHP provides mental health services, with special emphasis on vulnerable 
groups such as children, women and victims of torture and human rights violations. 
The children's team provides therapeutic and preventive services to reduce the level of 
mental health related problems. The team's work includes the therapeutic approach of 
play therapy as well as community activities with parents, teachers, school counselors, 
and other professionals working with children. Additionally, the Women's 
Empowerment Project (WEP) is providing rehabilitation, psychological care and 
training, and other services to women. 

 The Palestinian Center for Democracy & Conflict Resolution (PCDCR) is a non-
profit non-governmental organization. Since its establishment, the  Center  focuses on 
the following fields:  education through a positive influence on the younger generation 
attitudes, values and skills, direct social work that provides counseling and conflict 
resolution services on the individual and familial and community levels, 
administrative development of various Palestinian institutions and civil work to 
promote and encourage citizens' participation in decision-making. 

 Elwedad Society for Community Rehabilitation is a non profit non governmental 
organization. It works on development and rehabilitation of the local society targeting 
Children, Youth and women through providing services of training, advising and 
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awareness in psychosocial and educational fields with a high quality and non 
discrimination. Elwedad Society looks forward to being the leading in fields of 
awareness, counseling and training in order to build the local community capacity 
seeking a stable civil society.  

  
7. Human Rights Sector: 
 Al Mezan Center for Human Rights is a Palestinian non-governmental non-partisan 

organization. Its mandate is �to promote, protect and prevent violations of human 

rights in general and economic, social and cultural (ESC) rights in particular, to 
provide effective aid to those victims of such violations, and to enhance the quality of 
life of the community in marginalized sectors of the Gaza Strip. The mission of the 
Mezan Center for Human Rights is to provide a secure and long-lasting foundation for 
the enjoyment of human rights in the Occupied Palestinian Territories (OPT). While, 
given the current international situation Al Mezan must confront the increasing 
amount of daily violations of civil and political rights, its� long term aim is to 

encourage and develop economic, social, and cultural rights.  
 The Palestinian Center of Human Rights (PCHR) is an independent non-profit 

legal agency based in Gaza city. The Centre was established in April 1995 by a group 
of Palestinian lawyers and human rights activists in order to protect human rights and 
promote the rule of law in accordance with international standards, create and develop 
democratic institutions and an active civil society in Palestine in accordance with 
internationally accepted standards and practices and support all efforts aimed at 
enabling the Palestinian people to exercise their inalienable rights according to 
international law. The Centre has wide relationships with human rights and civil 
society organizations throughout the world. It is an affiliate of five international and 
Arab human rights organizations, which are active in the international arena. 

8. Children Sector:  
 The Qattan Centre for the Child in Gaza City, an independent children�s library and 

information centre aimed at improving the cultural, social, educational, recreational 
and psychological environment for a large section of the Gaza Strip�s child population, 

without social, physical, religious, sexual or racial discrimination. The Centre aims to 
achieve its goals through a first-class library and information service for children up to 
the age of 15, as well as to their parents, carers and teachers. 

 Palestine Save the Children Foundation is a non-profit organization engaged in 
training, technical assistance, advocacy, litigation, awareness raising, and education all 
over the Gaza strip. So far, PSCF has implemented several projects that aim in general 
at empowering local cadres and civil society groups to expand and the scope of human 
rights protection for women and children and youth and to promote broad participation 
in building more effective human rights standards and procedure. 

9. Education Sector:  
 The Teacher Creativity Centre (TCC) is a Palestinian, non-profit, non-

governmental organization, established in May 1995, by a group of teachers working 
in schools in the government, private and UNRWA schools. Since its inception TCC 
has worked to ensure a peaceful and secure environment within schools. TCC�s goal is 

to eliminate violence from schools by means of encouraging human rights and civic 
education culture. TCC has successfully implemented a number of studies and training 
programs in the fields of human rights, democracy and civic education targeted at 
educators, especially teachers, in the West Bank and the Gaza Strip.  

 Tamer Institute for Community Education is an educational non-governmental 
non-profit organization established in 1989 as a natural and necessary response to the 
urgent needs of the Palestinian community during the first intifada (uprising). The 
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most important of these is the need to acquire means to help people learn and become 
productive. Focusing principally on the rights to education, identity, freedom of 
expression, and access to information, Tamer works across the West Bank and Gaza 
Strip, primarily targeting children and young people and developing alternatives and 
supplements to formal education. Tamer program promote reading and writing on the 
national and regional levels, in the development of children�s literature, creative self-
expression as well as youth empowerment through advocacy and community 
development initiatives.  
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Introduction  

A number of published studies/papers in certified journals are viewed for the sake of this 
research, focusing on the experience of NGOs and governments in mainstreaming gender in 
other areas of the world. Due to the fact that Palestinian papers on the topic per se are rare, 
only few are being cited. The studies reviewed are ordered on a chronological basis from the 
newest to the oldest. 

Reviewed Studies 

1. Clark and  Michuki (2009): "Women and NGO professionalization: a case study of 
Jordan" 

This study examines the impact of NGO professionalization on the recruitment of NGO staff. 
Based on an in-depth survey of employees in 20 advocacy NGOs in Jordan, it demonstrates 
the gendered impact of professionalization. The majority of NGO employees are highly 
educated women, often Western-educated, who work in NGOs primarily for career 
opportunities and because they are attracted by the NGO�s goals. In contrast to existing 

literature, this article argues that gender considerations, such as job flexibility to 
accommodate household duties, play less of a role in determining the reasons why women 
seek work in NGOs and their degree of job satisfaction. 
 
Study Conclusions: 

 All three types of NGO in Jordan are dominated by female employees, and specifically 
by highly educated women. Fifteen out of the 19 NGOs (79 per cent) have more 
females than males working in them. 11 Two (10.5 per cent) have equal numbers of 
men and women. And only two of the 19 NGOs (10.5 per cent) have more male than 
female employees. Of the 41 employees surveyed, 85 per cent (35 employees) hold 
Bachelor degrees; of these, 31 per cent (11) also have a Master�s degree, and 3 per 
cent (1) have a PhD. Only 5 per cent (2) of all employees have only a high-school 
degree. Furthermore, of the employees who have one or more university degrees, 37 
per cent (13) obtained one or more f their degrees abroad. 

 While gender considerations reflecting women�s household and child-rearing 
responsibilities play a role in a woman�s decision to work in an NGO, such employees 

are overwhelmingly drawn to advocacy NGOs by two motives: their career aspirations 
and the goals of the organizations themselves. With their focus on democracy 
promotion, including the encouragement of greater involvement of women in 
governance and in other central functions of development (on the one hand) and their 
demand for soundly written proposals, budgets, and reports written in English (on the 
other hand), international donors have created a work environment that is particularly 
attractive to professional women.  

 The combination of a challenging and dynamic professional environment with 
women�s support of (if not passion for) the NGO�s goals creates a highly rewarding 
and satisfying work environment, despite, in some instances, relatively low pay 
compared with rates in the private or public sector.  

 
Study Recommendations  

 The concentration of highly educated professional women in Jordan�s advocacy NGOs 

raises questions for further research regarding the implications of the results for brain-
drain from the public and private sectors, and the work conditions (and/or protection) 
of the NGO workforce 

 The dependency of advocacy NGOs on foreign donors raises further issues about the 
vulnerability of Jordan�s most educated female workforce. Finally, future research is 
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required into the impact of NGO professionalization on political change, specifically 
democratization, in the region. 

 
2. Palmary and Nunez (2009) : "The Orthodoxy of Gender Mainstreaming: 

Reflecting on Gender Mainstreaming as a Strategy for Accomplishing the 
Millennium Development Goals" 

The paper reflects on the practice and theory of gender mainstreaming in the context of the 
Millennium Development Goals (MDGs). It aims at investigating whether gender 
mainstreaming represents a strategy that will further the accomplishment of the MDGs, what 
the central difficulties are in achieving mainstreaming and indeed, whether and for whom it 
might be desirable at all  
 
The study's methodology depends on the writers' experiences of drafting gender 
mainstreaming guidelines which, have become one of the central mechanisms by which 
gender equality is thought to occur in development practice. The guidelines were prepared for 
a consortium of organizations in the East African region. The aim of these guidelines was to 
guide the process of integrating gender into their programme work on Human Immunodefi 
ciency Virus (HIV) and migration. The authors of the article provide reasons for working on 
gender guidelines saying that producing a gender mainstreaming document served two 
functions. First, it showed to donors that the organizations they were funding were gender 
sensitive and second, it translated gender concerns into the language of donors.  
 
Study Conclusions:  

 Gender mainstreaming offers women a potential way into the development process but 
in its worst forms it risks displacing local concerns onto experts and gatekeepers. This 
is at least in part because of the belief that gender mainstreaming is a donor priority 
and that �doing gender mainstreaming� is a requirement of funding. In many cases this 

is true and has resulted in an approach to mainstreaming that is shaped by the 
powerful, in contexts where donor funding is a substantial source of status and upward 
mobility.  

 The notion that gender reflects the priorities of the west is reasserted in the tendency of 
consultants and the donor community to �teach� gender to communities and funding 
recipients rather than to attempt to understand local gender movements. 

 The MDGs (Millennium Development Goals) make many welcome statements about 
gender and the rights of women. Whilst this is important, debates about how these 
might be accomplished have been less vigorous and there is an assumed link between 
gender mainstreaming as a practice and the accomplishment of the MDGs 

 
3. Dema  (2008): "Gender and organizations: The (re)production of gender 

inequalities within Development NGOs" 
The paper aims at addressing the question of inequality within Development NGOs in a 
developed country, Spain. The author analyzes the fact that NGOs are regarded as gender 
neutral and the reasons behind this belief. She also addresses a two fold issue: on the one 
hand, the fact that inequality leads to the invisibility of gender issues within NGOs and, on the 
other, the disproportionate visibility of situations inconsistent with traditional gender norms. 
 
The research study is based in methodology on thirty-one in-depth interviews at Spanish Non-
Governmental Development Organizations. The NGOs were divided into three sizes: small, 
medium and large, on the basis of the number of members, the technical staff they have their 
scope of action and the resources they manage. Of the thirty-one interviews carried out, 
sixteen correspond to medium-sized NGOs, eight to large organizations and seven to small 
organizations. As regards the gender of the interviewees, nineteen were women and twelve, 
men.  
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Study Conclusions: 

 The distribution of women to men in the NGOs under study is 67% female volunteers 
versus 33% male volunteers and 80% female technical assistants versus 20% male 
technical assistants. 

 In the set of NGOs participating in the study, women occupy 42% of executive posts, 
versus the 58% occupied by men. However, this situation of near parity only occurs in 
small and medium-sized organizations; in large organizations, women occupy 25% of 
such posts and men, the remaining 75%. Nonetheless, the difference between what 
occurs in profit and nonprofit organizations is substantial; for instance, the percentage 
of women on the Boards of Directors of large Spanish companies does not reach 5% 
and on many of these Boards there is no woman at all. 

  Almost all the technical staff in small organizations are women, as are 78% of those 
working in medium-sized organizations. In contrast, in large NGOs there is one female 
technical assistant for every three male technical assistants. 

 The majority presence of women in NGOs does not lead to their equal presence in 
decision-making posts or to a capacity to express their demands in accordance with 
their participation in these organizations. In fact, it appears that a situation is generated 
in which the majority presence of women contrasts with the invisibility of gender 
inequalities. The mass presence of women in NGOs seems to favor the invisibility of 
gender inequalities. 

 On the explicit level, many of the discourses produced in NGOs, and even in society 
in general, consider equality to be the norm and that, moreover, equal gender relations 
have been achieved due to the presence of women in the public sphere. Wherever 
women have managed to establish themselves, there is a belief that the space is free of 
inequality and gender issues are normalized. In the cases in which inequality is very 
evident and becomes visible, we found discourses that attempt to justify this 
circumstance by means of different formulas. These include the belief that the gender 
inequalities that remain are an issue that will be solved with time or that the fact that 
women do not access certain spaces through personal choice and not because they 
cannot. 

 However, on the implicit or underlying level, inequalities continue to operate via 
subtle mechanisms that impede people from becoming aware of them, for the reason 
that these inequalities are not made explicit or visible. An element that allowed us to 
evidence the presence of the norm of gender inequality is the contrast observed in the 
discourses regarding the change in traditional male and female roles that has taken 
place in some NGOs. In the discourses of the organizations in which there has been no 
alteration of gender roles and men and women mainly continue to occupy the posts 
that they have always occupied, these roles are not mentioned. In contrast, in those 
organizations in which some kind of change in traditional gender roles has taken place, 
such as the fact that men carry out cleaning tasks and women occupy decision-making 
posts, this change in roles becomes disproportionately visible. This shows that the 
social changes in gender roles that are beginning to take place within some 
organizations are not normalized and enter into conflict with traditional gender norms. 
However, precisely by highlighting the existence of behaviors contrary to this gender 
norm, a discourse is constructed that attempts to justify the idea that gender 
inequalities no longer exist. 

 
4. Kuttab (2008): "Palestinian Women's Organizations: Global Cooption and Local 

Contradiction" 
The study aims at providing a critical reflection on gender politics in the Occupied West Bank 
and Gaza over the last 30 years. It traces the increasing professionalization of the women�s 

movement from the 1970s through the Oslo year to the contemporary period. The study 
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explores the problematic impact of both professionalization and internationalization on the 
possibilities of Palestinian women�s and social movements for change. In her article, Kuttab 

argues that a close look at the categories of funded women�s projects in the Palestinian 
Territories shows that most of them deal with women�s issues that are not organically 

connected to the general national struggle. For example, most programmes use core concepts 
like �equity� (gaining and protecting women�s rights) and �empowerment� in a framework of 

reform and not transformation, �violence against women� and �domestic violence� (terms 

detached from general forms of political violence) and �poverty alleviation�, which does not 

tackle the root causes of poverty which the occupation has created and the Authority policies 
have maintained. 
Kuttab depended in her studies on a literature review of available information on the 
Palestinian women's movement and the women's organizations.   
 
Study Conclusions: 

 The Palestinian society is continuing to suffer not only from a colonial occupation, but 
also from a fragmented political system, an erosion of civil life, a profound 
disintegration of social networks and increased class polarization.  

 The growing demand and competition between NGOs�and especially women�s 

NGOs�over funding to sustain their continuity deepens their dependency relation 
upon the donor community and imposes a global agenda that conforms with the 
funding agenda of the donor community. 

 The task of fulfilling the requirements of the donor organizations in terms of 
conditions, deadlines (which are not realistic) and set issues prohibits organizations 
from finding the space and time to rethink or readjust their agendas to include some of 
the priorities of the masses, which are issues that don�t find any funding.  

 Due to the political vacuum within which these organizations operate, and due to the 
weakness of the political parties, there is no pressure exerted upon them to re-evaluate 
their work, or to make structural adjustments.  

 Due to the structural and cultural changes that occur as women�s organizations adapt 

to the new model of global organization and its new style of work, it is very difficult to 
return to the genuine culture of women�s experiences in the mobilization and 
organization of masses.  

 As long as Palestinian society remains under a colonial occupation which targets the 
land and the people, violates the human rights of men and women, and deprives the 
people of self-determination and the right to build a state, it will be impossible to talk 
about real empowerment of women.  

 
5. Moser (2007): "The Peace and Conflict Gender Analysis: UNIFEM�s research in 

the Solomon Islands"  
The paper discusses a research methodology called the Peace and Conflict Gender Analysis 
(PCGA) used in 2005 by the United Nations Development Fund for Women (UNIFEM) in the 
Solomon Islands. The PCGA research aimed to address the lack of data around the gender 
dimensions of the armed conflict and the peace-building process, and also to produce valuable 
and often ignored community-level data. The paper describes the research methodology, 
examines the gender dimensions of conflict and peace generated by the research, and suggests 
some of the implications of this kind of research data for post-conflict recovery and peace-
building programmes.  
 
The PCGA was carried out in five diverse communities across the Solomon Islands. Two 
communities were urban squatter settlements in the capital, two were remote rural villages, 
and the final community was a provincial town. All but the latter were �hot spots� during the 

armed conflict. The research team comprised one female international gender specialist (the 
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author), and one female local community development specialist, who was known in the 
communities through her work with a national peace-building organization. 
 
The armed conflict in the Solomon Islands extended from 1998 until the arrival of a regional 
peacekeeping mission in 2003, although tensions remain high. The causes of the conflict are 
multiple and interlinked, including the cultural differences between different ethnic 
populations, and increasing competition for limited resources around the centralized capital.  
 
 Study Conclusions:   

 For many people there was no simple progression from negative impacts of conflict to 
positive impacts of peace. Both men and women explicitly emphasized that the �fact� 

of people�s losses and the trauma of their experiences during conflict remains 

alongside the more positive developments of peace. This was an important lesson in 
terms of how peace-building processes are considered beyond the post-conflict 
recovery phase, illustrating the need to remember and acknowledge the coexistence of 
the causes of conflict alongside peace and development. An effective gender analysis 
methodology which captures the changes in gender roles is also critical for the 
planning of post-conflict recovery and peace-building programmes.  

 It is not uncommon for women to experience increased empowerment as a result of 
taking on additional and non-traditional gender roles during the upheaval of conflict. 
The challenge is to seize this window of opportunity and support women to build on 
these achievements, as all too often women�s gains fade with the transition back to 

�normal� life. The positive shift, however small, in women�s status as a result of their 

new roles during conflict and peace building should be used as a crucial opportunity 
for improving women�s rights and status, both through public awareness and at the 

policy level. 
 

6. George (2007): "Interpreting Gender Mainstreaming by NGOs in India: a 
comparative ethnographic approach" 

The paper aims at providing an examination of the way gender mainstreaming is interpreted 
by specific non-governmental organizations (NGOs) in India. George argues that India is 
apparently committed to gender mainstreaming in governmental discourse. It stresses the 
importance of �gender sensitization� for addressing key issues, such as women�s poverty, the 

social stigmatization of girls, economic empowerment and violence against women. India also 
officially supports the initiatives that emerged from the United Nations conference on women 
held in Beijing in 1995, in particular a commitment to gender mainstreaming in the Beijing 
Platform for Action.  
 
For the sake of examining the gender mainstreaming situation in Indian NGOs, the researcher 
depend sin his methodology on conducting two case studies on two different NGOs; namely 
SIDH and POWER.  
Study Conclusions:  

 SIDH and POWER  share similar, critical perspectives on governing and change in 
India, positions which are mediated by a social and political field loaded with 
Christian missionizing and Hindu communalism, regionalist identities, and the 
circulation of feminist and development practices.  

 In both NGOs, women�s issues are framed within an anti-class politics, a critique of 
the rise of Hindu fundamentalism, and attention to gender-based analysis associated 
with feminism. Practitioners in both organizations have been exposed to and have 
interpreted feminism through various avenues, such as conferences, workshops and 
organizations which extend beyond the NGO and its donors. In both regions women�s 

options and opportunities are more broadly shaped by prevailing cultural norms and 
structures. 
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 POWER and SIDH are, however, situated in two culturally distinct regions in India. 
On the surface, Tamil women (who comprise POWER�s focus) have relatively greater 

autonomy, mobility and control in relation to men than their north Indian counterparts. 
This difference is reflected in Tamil Nadu�s relatively higher female literacy and lower 

fertility rates in relation to the national average, and the region where SIDH is situated. 
 Different models of gender inequality inform the implementation of gender analysis at 

POWER and SIDH. While POWER conveys a clear frame of gender analysis in 
numerous organized venues, the analysis is unevenly applied in daily activities which 
seek to involve women. Two models of equality are at play: one sets women to act 
according to a male norm and the other stresses their distinct circumstances. 
Moreover, while the analysis is integrated in the sense that gender intersects with other 
relations of dominance, certain social inequalities are pronounced over others.  

 Even though both organizations are informed by inequalities of gender, caste, religion, 
colonialism and region, it is their particular expression which resonates with local 
identities and which, when analyzed, illuminates the extent to which a gender analysis 
can both transform and yet reproduce social inequalities. The case studies reveal that 
attempts to render gender mainstreaming, a coherent project needs to take into account 
the fluid, historical and contested character of what amounts to a large scale 
restructuring of the way people live and make sense of their lives. 

 
7. Saxena and  Thekkudan (2007): "Gender Mainstreaming in Organizations: 

Experiences from the Grassroots"  
The paper objective is to share the challenges experienced by PRIA (Participatory Research in 
Asia) while addressing issues of internal gender mainstreaming within the organization, their 
partner organizations and other civil society organizations (CSOs) within PRIA�s network. 

Based on the experiences of PRIA, this paper illustrates the findings during the process 
compared with popular theoretical frameworks.  
 
Study Conclusions:  
As is evident in the article, the efforts at institutionalization of gender mainstreaming are 
fraught with many obstacles. 
Challenges to Gender Mainstreaming based on the experiences of PRIA : 

1. Necessity to understand gender and gender mainstreaming:   
2. Confusion between the notions of equity and equality:  
3. Necessity for gender sensitive Vision and Mission statements of the organization:  
4. Lack of commitment from the organizational head 
5. Lack of Resources: 
6. Dilemma of balancing the personal and professional lives through the organizational 

policies 
7. Limited capacities of the staff and organizations:  
8. Difficulties in representation 
9. Addressing sexual harassment for safe working environment  
10. Gaps in policies and implementation 
 
 The challenges and issues highlighted in this article are predominantly from the 

developmental sector, which is deeply committed to social change and empowerment 
of the already marginalized, which include women. Moreover, the developmental 
sector is only a microcosm of the workplace in its entirety. The efforts at gender 
mainstreaming would only become meaningful when it becomes institutionalized 
within the larger private sector. And given the experiences within the development 
sector, institutionalization of gender mainstreaming efforts within the private sector 
seems to be a much more difficult path to tread.  
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Study Recommendations: 
 The institutionalization of gender at the workplace needs to be addressed at many 

levels and to a variety of stakeholders to make it more effective. The commitment 
from within the organization has to be evident and clear for this to make headway 
within the organization. This is largely due to the fact that gender mainstreaming 
would ultimately warrant the transformation of mindsets and cultures. 
Institutionalization of gender mainstreaming is not a prime concern for organizations. 
Gender mainstreaming in organizations need that �external pressure� from other 

stakeholders like the government, donor agencies and leading non-governmental 
organizations.  

 
8. Benschop & Verloo (2006):"Sisyphus� Sisters: Can Gender Mainstreaming Escape 

the Genderedness of Organizations?"  
The study aims at investigating if gender mainstreaming can actually ignore that there is 
genderness within the organization. The writers ask explicitly if gender can genuinely effect 
change, or if it inevitably becomes compromised.  
 
The methodology used is best described as a combination of research and intervention 
methodology. The study depends in methodology, on an analysis of a case project within 
Human Resource Management in the Ministry of the Flemish Community in Belgium which 
shows that gender mainstreaming does indeed bring about changes, but that it does not break 
down the genderedness of organizations substantially.  

Study Conclusions:  

 At the start of the project, underlining its importance, there was a classic pattern of sex 
segregation in the Ministry of the Flemish Community. The sex ratio of the Ministry 
showed 36% women and 64% men. The figures from the equal opportunity plans and 
the personnel report (statistics available at the start of the project were from 1997) 
illustrate four-fold sex segregation. Vertical segregation is found as 81.3% of the 
highest positions are held by men against 18.7% held by women.  

 The Ministry does not have clear statistics on horizontal sex segregation, but the 
impression is that men are overrepresented in technical and management functions. 
The segregation in full-time positions is also extensive as 98.8% of men hold a full-
time position, compared with 64% of women. Finally, the division of permanent 
appointments is gendered as well: 92.6% of men, compared with 71.9% of women 
hold permanent positions in the organization. 

 Gender mainstreaming is not breaching the genderedness of the organizations in the 
way it aspires to, precisely because it involves the inclusion of regular actors. The 
necessity for compromise with existing attitudes hinders its transformative potential. 
This means that the agenda for gender equality will necessarily be watered down. So, 
it is impossible to use the GM strategy to transform the genderedness of the 
organization.  

 
Study Recommendations:  

 Following the definition of gender mainstreaming, the researchers advocated a 
participatory action approach involving the regular actors in the project. As gender 
mainstreaming is a long term process intended to continue beyond the project, this 
approach was thought to build ownership for the envisaged changes and to transfer 
expertise on gender to the organization. The benefits of a participatory approach were 
recognized by the Equality Department, who also welcomed the expansion of the 
number of people working towards gender equality.  

 The writers believe that the realities of gender mainstreaming are not without 
problems, but the Gender Balance project show that this strategy also offers some 
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positive advantages. By tapping in on the rhetoric of the organization, improving the 
position of the Equality Department, enhancing the legitimacy for gender issues, 
broadening the range of people working towards gender transformation and organizing 
obligations for agreed upon action points, they build the will and resources to work 
towards gender equality, even though they know they are part of a process that will go 
on for a long time. 

 
9. De Waal (2006):"Evaluating gender mainstreaming in development projects" 

This paper focuses on the evaluation of gender mainstreaming in the project cycle, arguing 
that evaluation criteria should be considered in relation to the objectives of gender 
mainstreaming. A framework for evaluating gender mainstreaming in development projects is 
offered, together with suggestions for how to collect relevant quantitative and qualitative data 
to verify the evaluation. 
 
Study Conclusions: 

 The gender-mainstreaming evaluation framework presented in this paper offers an 
integrated framework for the project staff charged with putting development policy 
into practice. It seeks to enable them to move beyond the convenient �head counting� 

of the women and men 
 In relation to its objectives, gender mainstreaming can be evaluated in terms of parity 

(equal representation and participation of women and men); equality (equal access, 
control, opportunities, rewards, and benefits for women and men); equity (the ratio of 
participation, access, opportunities, rewards, and benefits according to needs/concerns 
of women and men, women�s empowerment and transformation of gender relations); 

empowerment (cognitive, behavioural, and affective changes to increase levels of 
equality and empowerment of women in relation to men); and transformation 
(transforming the gender order; changing existing distribution of resources and 
responsibilities to create balanced gender relations). Transformation involves meeting 
gendered needs in such a way as to challenge unequal gender power relations and to 
contribute to empowerment of non-dominant individuals or groups of women and 
men. Transformed gender relations reflect parity, equality, equity, and empowerment, 
benefiting both men and women, or women and men separately 

 While numerical targets provide focus and indicate priorities, they can also hide as 
much as they reveal. A more differentiated approach (as opposed to women as a 
designated group and men as the norm) involves distinguishing needs and interests, as 
well as access, benefits, and rewards between sub-groups of women and men in 
relation to research and capacity building in order to inform the process of selecting 
monitoring and evaluation tools and mechanisms. 

 Project evaluators should be encouraged to include methodologies that elicit more 
information about beneficiary categories and outcomes rather than just putting a tick in 
a box. This would deepen the type of information gathered, which would eventually 
inform subsequent programming cycles and gender mainstreaming in development 
projects 

 
10. Rees ( 2005): "Reflections on the Uneven Development of Gender Mainstreaming 

in Europe" 
The study seeks to contribute to the debate of how far Europe did adopt GM by identifying 
three principles that appear to underlie gender mainstreaming in Europe � treating the 
individual as a whole person; democracy; and justice, fairness and equity. It then draws on the 
experience of a number of European countries to identify where tools associated with each set 
of principles have been introduced. These include gender-disaggregated statistics, gender 
budgeting and �visioning�. This paper depends in its methodology upon the author's ten years� 
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experience as an expert adviser to the European Commission on gender mainstreaming, in 
particular on education, training and labor market policies, and on science policies.  

Study Conclusions:  

 There are three principles that underlie gender mainstreaming, each of which has a 
range of tools associated with them. In reality, few governments or organizations 
appear to be committed to gender mainstreaming per se in order to promote gender 
equality, except where there is a statutory duty so to do and a political will.  

 There is sometimes confusion between taking a gender mainstreaming approach and 
simply using one or more of the tools. And the tools themselves can be used in other 
approaches, for example managing diversity. Nevertheless, gender mainstreaming 
remains a potentially transformative strategy that can challenge gender relations by 
promoting gender equality through policy and practice. 

 Progress is being made arguably on all fronts. Some countries, in particular the Nordic 
countries and Canada are developing considerable experience and expertise in the 
application of gender mainstreaming tools.  Elsewhere, more attention is being paid to 
National Machineries for the Advancement of Women: many of the new EU member 
states which have a poor record of women�s representation in political arenas are 

focusing on this agenda. 
 

11. Wendoh & Wallace (2005): "Re-thinking gender mainstreaming in African NGOs 
and communities" 

The main aims of the research is to understand the reasons for this perceived hostility towards 
gender equality in some African NGOs and those they worked with; to seek out African 
perspectives on gender and equality issues; and to share the findings widely to enhance 
understanding of what gender equality means in the context of different African countries. 
The research focused on local NGOs, partners, and communities in four African countries: 
Zambia, Rwanda, Uganda and the Gambia.  
 
 The study depends in methodology, on examining a research on gender mainstreaming 
initiatives, undertaken by a sample of local NGOs in four African countries. This research 
explores where resistance to gender equality comes from in some African organizations and 
communities. It shows that for gender mainstreaming processes to be effective they need to 
address the complex realities of people, and be sensitive to the values of communities in their 
implementation. The more successful gender mainstreaming initiatives have worked with 
local people�s beliefs and realities, and allowed sufficient time for attitudinal change in both 

local people and NGO staff. 

Study Conclusions:  

 Much work is needed to address gender inequality is reaching local people through 
government initiatives, that are usually donor-promoted.   

 Gender mainstreaming is still largely an external concept (my emphasis). It has been 
adopted by governments and by some local NGOs, usually those headed by women 
and urban based.  

 Gender mainstreaming is often perceived by other local NGOs to be for the benefit of 
donors, rather than for the benefit of communities. They find themselves struggling 
with ideas of gender equality that they have little understanding of, or ownership over. 
They feel that many of the ideas are imposed by those with power over them (their 
international NGO partners, donors, or government). 

 The �foreign-ness� and lack of local ownership of the gender agenda often lead to 
different forms of resistance, including outright rejection, scepticism, or people veiled 
as gender-sensitive, with no real understanding or appreciation of the issues.  
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Study Recommendations: 
 Improving relationships and ways of working on gender will enhance acceptance and 

implementation of policies and practices. Gender mainstreaming must therefore 
involve local NGOs and communities in the development of concepts, frameworks, 
and reporting formats, and these must be culturally rooted. They have to relate actively 
to the needs and realities of poor women and men. If there is no sense of ownership, it 
is unlikely that gender mainstreaming can be sustained at all levels of government and 
civil society, from central to provincial, and from district to local. 

 
12. Moser and Moser (2005):"Gender mainstreaming since Beijing: a review of 

success and limitations in international institutions"  
The paper aims at providing a comprehensive analysis of the gender mainstreaming since 
Beijing platform of action.  It contributes to the debate whether gender mainstreaming 
succeeded or not, by reviewing progress made to date, through a review of gender 
mainstreaming policies in international development institutions. Categorizing progress into 
three stages � adoption of terminology, putting a policy into place, and implementation � 
the article argues that while most institutions have put gender mainstreaming policies in place, 
implementation remains inconsistent. Most important of all, the outcomes and impact of the 
implementation of gender mainstreaming in terms of gender equality remain largely unknown, 
with implications for the next decade�s strategies. 
The study depends in its methodology on, providing an assessment of progress to date in 14 
international development institutions or organizations, including bilateral donors, 
international financial institutions (IFIs), United Nations (UN) agencies, and non-government 
organisations (NGOs). The review categorizes progress in gender mainstreaming in terms of 
the following three stages: 
� adopting the terminology of gender equality and gender mainstreaming; 
� putting a gender mainstreaming policy into place; 
� implementing gender mainstreaming. 
 
Study Conclusions: 

 As for adopting the terminology of gender equality and gender mainstreaming, at the 
international level, most development institutions have adopted the terminology of 
gender equality and gender mainstreaming, and are relatively consistent in its use.  

 Among those that define gender equality, there is a general consensus that it refers to 
the recognition that women and men have different needs and priorities, and that 
women and men should �experience equal conditions for realizing their full human 

rights, and have the opportunity to contribute to and benefit from national, political, 
economic, social and cultural development  

 As for the second point; putting in place a gender mainstreaming policy, in the past 
decade, the majority of major development institutions have developed and endorsed a 
gender policy. All those reviewed in this article have endorsed such a policy. 

 According to the article; the components of gender mainstreaming policy are six 
components:  a dual strategy of mainstreaming gender combined with targeted actions 
for gender equality; gender analysis; a combined approach to responsibilities, where 
all staff share responsibility, but are supported by gender specialists; gender training; 
support to women�s decision making and empowerment; monitoring and evaluation. 

 As for the third point; turning to the implementation of gender mainstreaming, most 
efforts are considered inconsistent, and generally involve only a few activities, rather 
than a coherent and integrated process. Sida, for instance, found that interventions 
showed only �emergent evidence� of working with gender mainstreaming processes  

 There is still no consensus on the failure or success of gender mainstreaming at the 
international level, with documentation in the public domain both fragmented and 
arbitrary. What is clear is that, for the most part, international institutions have put in 
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place gender mainstreaming policies. In terms of the implementation of those policies, 
however, the evidence is mixed. The majority of evaluations have concerned 
institutional inputs, with varying successes and limitations identified. By contrast, very 
few assessments have addressed the operational and programming implementation of 
gender mainstreaming. Above all, the outcomes and impact of implementation in 
terms of gender equality are still largely unknown. 

 
13. Stratigaki (2005):"Gender Mainstreaming vs. Positive Action: an Ongoing 

Conflict in EU Gender Equality Policy" 
The study aims at providing an analysis of the development of a gender mainstreaming 
strategy in the EU. In the article, the writer explores the emergence of GM in the EU and 
analyses the steps both forwards and backwards for gender equality as an outcome of the 
underlying conflict between GM and positive action. She  pointes out the important role of 
institutional and administrative changes, as well as of women politicians, in enhancing gender 
equality policy, taking into consideration the patriarchal culture of European institutions and 
the mobilization of women�s constituencies, focusing on that the transformative effect of GM 

was minimal and its application has led to contradictory results.  
 
The methodology of the study depends on text analyses of relevant community acts and on 
direct observations of the policy process, based on personal working experiences of the 
researcher in the European Commission.  

Study Conclusions:  

 EU policy discourse may evolve rhetoric devoid of substance with regard to political 
commitment and concrete policy instruments and measures.  

 Challenging the gender distribution of political power in EU institutions threatens 
personal interests and power positions of individual women and men who held specific 
posts in political and administrative hierarchies. As a result, conflicting interests 
marginalized some individual policy-makers and crucial prerequisites for GM like 
women�s participation in decision-making, equality-focused policies and the allocation 
of funds and human resources remained on the margins of the scope of the policy 
agenda for gender equality.  

 Today, eight years after its launch, GM has so far failed to affect core policy areas or 
radically transform policy processes within the European institutions. 

  
14. Dawson (2005):"Strategic gender mainstreaming in Oxfam GB" 

The study aims at describing and assessing a strategy to mainstream gender issues in the 
South America region of Oxfam GB, both in its programme and in the organization's internal 
systems and procedures.  
 
Dawson, the article writer, was contracted to develop a gender mainstreaming strategy for the 
region. An important consideration, for the researcher, was how to develop a strategy which 
would be owned by key regional staff, especially the managers of the five country 
programmes, and which would inspire them and their staff to take action. The methodology of 
the study depended on interviews with a selection of programme staff, including all country 
managers, to find out their opinions as to what progress had been achieved, what challenges 
remained, and what major steps were required to improve gender mainstreaming. Most 
importantly, they were asked to express their visions of a gender mainstreamed society and 
what would this look like, from their perspective?  

Study Conclusions:  

 With regard to progress already achieved in mainstreaming gender, it was clear that 
the majority of staff had good levels of understanding and capacity in relation to 
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gender analysis, and that regional leadership was clear that addressing the gender 
power imbalance was a priority for the region�s poverty reduction effort.  

 There were also many examples of effective gender mainstreaming in the programme. 
However, these tended to follow a WID approach; not specifically directed at 
addressing gender inequality, although in practice they may have done, as observed 
above. Programme objectives rarely included mention of working towards gender 
equality, and gender analysis was largely absent from contextual poverty analyses. 

 If staff members do not see gender equality as a central part of what they are working 
towards, they will not dedicate time to it. This depends both on managerial clarity and 
written plans.  

 No amount of advisers, gender mainstreaming strategies, and gender training 
workshops can convince staff to mainstream gender if achieving gender equality is not 
a clear goal set out in their strategic plan.  

 It is crucial that staff and partners carry out their own gender analysis, so that they 
own this and incorporate it into their way of thinking about the reality they intend to 
address with their programmes. If this is not done, staff will either reject the analysis, 
or merely pay it lip service without thinking through the implications for the details of 
their programmes.  

 Their capacity to carry out gender analysis depends on the successful implementation 
of learning and development work related to gender. Gender mainstreaming therefore 
needs to happen at the highest strategic decision making levels in the organization. 
Only then will staff be clear that working towards gender equality is an essential part 
of what Oxfam expects of them, and only then will they feel able to incorporate it into 
their busy work schedules. 

 
Study Recommendations: 

 Relating gender equality to strategic thinking is key to its effective incorporation into a 
programme. If staff do not see gender equality as a central part of what they are meant 
to be working on, they are unlikely to dedicate time to it. This depends both on 
managerial clarity and written plans. 

 
15. Rao and Kelleher (2005):"Is there life after gender mainstreaming?" 

This paper aims at pointing to the fact that while women have made many gains in the last 
decade, policies that successfully promote women�s empowerment and gender equality are 

not institutionalized in the day-to-day routines of State, nor in international development 
agencies. The writers argue for changes which re-delineate who does what, what counts, who 
gets what, and who decides. They also argue for changes in the institutions that mediate 
resources, and women�s access, voice, and influence.  

Study Conclusions:  

 Life after mainstreaming must be focused on institutional transformation. This 
envisions changes not only in material conditions of women, but also changes in the 
formal and, social structures which maintain inequality. 

 Organizations must also be transformed, so that women�s empowerment and gender 

equality are firmly on the agenda, and are supported by skilled, politically influential 
advocates. None of this will happen without the simultaneous creation of enabling 
environments (supply), and the mobilization of women�s groups for rights and access 

to power and resources (demand). 
 There is a frightening lack of knowledge with which to accomplish the institutional 

changes we need. Parts of this knowledge do exist in the work of organizations in 
different parts of the world. We need to bring these pieces together, and forge a new 
set of understandings, which can guide our work beyond mainstreaming. 
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Study Recommendations: 
 Gender advocates within development organizations, and feminists working in all 

kinds of spaces, need to come together to build what some have called �a politics of 
solidarity�. This is needed to infuse organizations' work with vision and energy.  

 We need to change inequitable social systems and institutions. Generally, people now 
speak of �institutional change� as the requirement for addressing the root causes of 
gender inequality. These are the stated and unstated rules that determine who gets 
what, who does what, and who decides .These rules can be formal, such as 
constitutions, laws, policies, and school curricula; or informal, such as cultural 
arrangements and norms regarding who is responsible for household chores, who goes 
to the market, who decides on the education of children, or who is expected to speak at 
a village council meeting.  

 We should be working on changing organizations which, in their programmes, 
policies, structures, and ways of working, discriminate against women or other 
marginalized groups. Some organizations, for example, work on legal and policy 
change, while others focus on changing material conditions. In order to bring about 
gender equality, change must occur both at the personal level and at the social level. It 
must occur in formal and informal relations. 

 
16. Rao (2005):"Making Institutions Work for Women" 

The paper aims at investigating how change is happening through the daily grind of gender 
equality activists. The writer argues that the danger of insidious insider/outsider stereotyping 
undermines potential for making organizations work for women and men. Internal activists 
live in gender units, women�s cells, programme and project offices in ministries, trade unions, 
international agencies, and a range of civil society organizations. They look for resources 
amidst bureaucracies that make money disappear into vaguely formulated policy goals. They 
try to entice higher profile colleagues to take gender mainstreaming seriously but they lose 
precious time in endless coordination meetings.  

Study Conclusions:  

 Civil society organizations including women�s organizations that claim to be at the 

forefront of the equality and justice struggle are sometimes themselves some of the 
worst examples of institutionalized patriarchy and inequity. How can such civil society 
organizations talk of citizenship and democracy and be allies in the struggle for social 
justice for men and women? 

 A focus on making systems work for women is particularly timely now in the context 
of the MDGs combined with increased aid levels often packaged through new aid 
modalities. 

 Neither the top-down process of changing the opportunity structure nor the bottom-up 
process of mobilization and empowerment happen in a vacuum. This struggle happens 
within a context where civil society organizations, political parties, and trade unions 
operate in ways that are crucial to mobilization, but often less than helpful when it 
comes to women�s rights, and where informal institutions ' ideology and culture 

maintained by unequal power relations  also operate in ways that constrain some 
actions and make others possible. 

 
Study Recommendations: 

 To achieve basic development objectives, we need both better delivery and better 
accountability for a range of services to women not just education and health, but also 
agricultural extension, land registration and property protection, regulation of labour 
markets, and safety. 

 We need to focus on reform of existing institutional structures and developing 
alternatives to those that now exist. This means making public and private service 
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delivery systems work for women and finding new institutional solutions for systems 
that cannot be fixed and for new issues that defy traditional solutions. This requires 
institutional change that drives equitable resource allocation, catalyses new means of 
monitoring and measuring the performance of service providers, produces attitudinal 
and behavioral change in service providers, and results in concrete benefits for 
women. 

 The complex process of turning policy into practice and intentions into outcomes 
requires both effective institutional insiders and strategic external critics. From the 
inside out, it requires shifting opportunity structures in institutional environments 
toward equality of women�s agency, changing incentives and capacity in global, state, 

and community agencies to respond to women including delivering on services and on 
rights. 

 From the outside in, it requires strengthening women�s awareness of their own agency, 

voice and mobilization, and their influence over institutions, and their ability to hold 
them to account.  

 To move from tinkering to making significant change happen, we need to understand 
the confluence of the opportunity structure provided by the state, the empowerment of 
women and their organizations, and formal and informal institutions that mediate both 
access and benefits. And we need to both support institutional insiders and hold them 
to account not only for changing systems but also for gender equality. 

  
17. Murison (2004):"Elements of a gender mainstreaming strategy: A 14-point 

framework"  
The paper aims at briefly describing the elements of strategically effective action for gender 
mainstreaming that have been developed over the decade since the term was firmly lodged in 
global policy at the Beijing Conference in 1995 and adopted as the development community�s 

agreed methodology to achieve gender equality. The paper touches upon the central issues in 
gender analysis that must guide gender mainstreaming activity, pointing out that although 
most program officers do not need to undertake a complete gender analysis, they need have a 
grasp of certain foundation principles that govern that analysis. However, gender 
mainstreaming is about more than gender analysis. It involves all the steps between analysis 
and incorporating that analysis into the policy and program decisions that will contribute to 
equality of outcome for men and women in all development work (Hunt 2000; UNDP 2000). 
In other words, gender mainstreaming is about advocacy, networking and knowledge 
management as much as it is about analysis. It is about policy influence as much as it is about 
project and program design. Ensuring that such diverse elements produce coherent results 
requires a clearly defined strategic plan.  

Study Conclusions:  

 An organization's structure, policies, procedures and culture govern the kinds of 
programs it is capable of producing. It is logically impossible for an organization 
consistently to produce projects and results that are at variance with its own internal 
practices and culture. A gender mainstreaming strategy is likely therefore to require 
considerable internal scrutiny, and strong alliances between those organizational 
divisions responsible for policy, program and human resource management.  

 The 14 factors mentioned in the study comprise important elements of a complete 
gender mainstreaming strategy that an organization might pursue. The list can 
therefore be used as a preliminary assessment tool � a kind of checklist to identify 
gaps and opportunities for stronger organizational response to gender equality issues, 
although in many cases a more complete gender audit may be necessary. For 
organizations in which none or very few of these elements are in place, it may not be 
possible to work on every issue, especially in circumstances where human and other 
resources are limited. 
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 Successful action on each of these elements will ensure that the basic organizational 
structures that promote gender equality are in place. It will not necessarily, however, 
address the critical, and prior, question of organizational culture. Organizations, in 
which work for greater gender equality has most potential have an organizational 
culture that is open, well connected to their constituency and environment, knowledge-
sharing and team-based. They are �learning organizations� in the sense that diverse 

forms of knowledge are valued, that information and knowledge flow freely in the 
organization, that individual knowledge is converted readily to team knowledge and 
team knowledge into organizational knowledge, and that management is proactive in 
incorporating new learning into decision-making processes.  

Study Recommendations: 
 The establishment of an appropriate organizational culture requires attention to staff 

capacities for leadership, knowledge sharing and positive working relationships, and 
how such capacities interact with, and impact upon, organizational structures and 
procedures, which are themselves the product of such capacities and which govern the 
extent to which they can be exercised. It also requires attention to the political 
processes by which knowledge is incorporated into policy, to the kinds of knowledge 
and knowledge channels are seen to have value in the organization (Kolb et al. 1998). 
These comprise a much more complex and dialectical set of issues than can be 
addressed thoroughly. So the 14 point framework can facilitate conducting a thorough 
gender analysis to implement corrective measures. 

 
18. Donaghy (2004): "Applications of Mainstreaming in Australia and Northern 

Ireland" 
The study aims at carefully investigating different approaches to implementing 
mainstreaming. The study depends on its methodology on conducting two case studies; one on 
Northern Ireland and the other on Australia. 
 
The study starts by comparing the two systems, clarifying that there are major differences 
between the two approaches. First, Northern Ireland considers gender as only one of nine 
groups in its mainstreaming strategy, whereas Australia is concerned only with gender. In 
addition, Northern Ireland�s model contains a constitutional duty, whereas Australia�s does 

not; Northern Ireland�s has a monitoring body, whereas Australia�s does not; and Northern 
Ireland relies heavily on consultation with civic society, which Australia does not. 
Alternatively, Australia has a single policy machinery body which is responsible for pushing 
the mainstreaming agenda forward through all departmental policy. This places considerable 
value on the situation of gender experts within the policy-making structure, which the 
Northern Ireland model does not currently do. Australia also has a longer history of 
developing mainstreaming tools. 
 
Study Conclusions:  

 The writer argues that it is difficult to judge the impact of mainstreaming in Australia, 
because different mainstreaming methods and tools have been implemented at so 
many different stages. 

 No significant resources have been allocated to the mainstreaming program, valuable 
gender resources within departments have been defunded, and senior decision-makers 
are unfamiliar with their department�s mainstreaming obligations.  

 In terms of formal support for the Australian gender mainstreaming strategy, only a 
very thin structure remains and there is little evidence of any impact of any formal 
gender mainstreamed strategy on current federal policy-making.  

 Northern Ireland�s participative-democratic mainstreaming approach can be seen to 
have delivered some clear benefits on the grounds of both gender and the other 
categories. The participative-democratic model adopted has ensured the benefits of 
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accessing the widest possible resources for developing knowledge regarding 
specialized equality issues. In Northern Ireland, implementing the mainstreaming 
strategy is also supported by both political will and resources. 

 The current impact of each mainstreaming strategy is noticeably different. In 
Australia, it appears that despite early advancements in this area, claims of 
sophistication regarding the current mainstreaming program are overstated, while early 
advancements and good practice in this area have been all but sabotaged under the 
current government. Alternatively, Northern Ireland remains still in its early 
development stage, but already there appear to be noticeable shifts in policy-making 
practices and perspectives which can be directly attributed to the mainstreaming 
agenda. However, the sustainability of these processes remains under question in 
relation to issues of resources. 

 
19. Mkenda-Mugittu (2003):"Measuring the invisibles: gender mainstreaming and 

monitoring experience from a dairy development project in Tanzania" 
This paper aims at providing a practical example of how one project in Tanzania attempted to 
deliver positive gender changes .It details how a conventional technical project developed its 
own understanding of what it is to be gender sensitive, and identified gender concerns that it 
might address. The main monitoring challenges became those of how to assess the 
significance of routinely recorded events such as increased cow allocations to women, and 
how to incorporate monitoring activities that might focus on researching less obvious, less 
visible, and more subtle processes of change into the project cycle. The paper advocates 
giving greater attention to meeting these challenges within projects. 
 
This paper addresses gender monitoring issues using the Southern Highlands Dairy 
Development Project (SHDDP) in Tanzania as an example. The paper first introduces the 
SHDDP and then goes on to detail the evolution of its approach to gender and the 
development of its gender strategy. It also examines the initiatives taken by the project with a 
view to tracing the links between changes in gender status and different project interventions. 
 
Study Conclusions: 

 In order to integrate gender fully into projects and project activities, a clear 
understanding of the concept of gender and what the project wants to achieve are 
essential, and steps must be taken to put these in place. Staff should have a clear and 
common understanding of the existing gender gaps and changes that might be 
expected.  

 Gender has to be mainstreamed in all project activities and not treated in isolation. The 
SHDDP used the project�s logical framework in order to review all its activities and to 
integrate gender systematically. The process allowed the identification of key areas 
where changes were expected, the design of appropriate activities, and the setting of 
indicators. The types of studies or assessments to be done in order to �capture� the 

expected changes were then determined. In this whole process, however, the project 
also learnt that over-ambitious plans for change (e.g. by setting indicators such as �all 

women own cows� or �all women control household resources�) need to be avoided. 

Realistic expectations, bearing in mind the local situation and the project�s lifespan, 

are essential. 
 This project has spent some six years mainstreaming gender. It has learnt that gender 

relations are complex and that conventional targeting practices might result in benefits 
for women. However, it has also learnt that numerical measurements of shifts in 
behavior relating to project activities are only the first step in gender analysis.  

 Output-oriented indicators are more useful in showing what has really happened but 
are more difficult to verify as well as to fit into the project�s routine monitoring 

system. A separate set of monitoring activities, appropriate for investigating what lies 
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behind the numerical indicators, is necessary for assessing any changes in gender 
relations. 

 All stages that the SHDDP went through and the challenges it faced have been taken 
as a learning process. The project has realized that anything observed in the field, 
whether positive or negative, contains a message that it can learn from. Gender was 
made a permanent agenda item in all field- and district-level meetings so that field 
observations were routinely fed back into the learning process on gender. This process 
helped the project to gain more insights into what is happening in the field in relation 
to gender and development.  

 The success of this process for the SHDDP suggests that we should not always wait 
for sophisticated models and methods for measuring gender changes because such 
changes are almost invisible in most of the models available so far. 

 
20. Rao and Kelleher (2003):"Institutions, organizations and gender equality in an era 

of globalization" 
The study focuses on development organizations and the role they can play in supporting 
women in the communities where they work to challenge unequal gender relations. They see 
that the majority of development organizations fail to do so because they pay insufficient 
attention to the importance of social institutions in perpetuating inequality. They present a 
model for Gender at Work as a new global capacity-building and knowledge network aiming 
to promote institutional change through encouraging development organizations to analyze 
gender relations in the societies in which they work, and in the institutions they need to 
challenge. 
The writers describe Gender at Work as currently working in India, South Africa and Latin 
America, in partnership with a variety of social change organizations to build new knowledge 
for practice (the strategic �hows�), specifically highlighting key aspects of strategic 

interventions that challenge and change power relations and promote better accountability to 
women�s interests. This work involves analyzing past efforts to effect organizational change 

to bring about gender equality. It also involves developing ideas about how to do this work 
more effectively, in a way that is relevant to developing country contexts, and social change 
organizations.  
 
Study Conclusions: 

 In to order to draw a gender at work analysis, we have to examine the assumptions at 
the heart of �feminist� organizations, particularly with regard to leadership and 

decision-making processes, and ask �what happened?� We have to look for stories of 

innovation, as well as challenges, ruptures, and contradictions at the nexus of gender 
equality, organizational effectiveness and institutional change. We have to plan to 
initiate action-learning processes, to change gender-biased institutional rules and 
change organizations. Through these processes, we hope to develop a collective voice, 
rooted in successful on-the-ground experience, to change international thinking and 
work for gender equality. 

 
21. Regmi and Fawcett (1999):"Integrating gender needs into drinking-water projects 

in Nepal" 
 This study shows what project planners can do to ensure women�s true participation in the 

design and maintenance of development projects, without increasing women�s workloads, and 

with the aim of raising their status in the family and community, as well as challenging men�s 

prejudice. 
 
The paper uses, in methodology, the framework of strategic and practical gender needs 
(Moser 1989) in the context of the drinking-water sector, to argue that understanding how 
these needs are linked is essential for making drinking-water projects sustainable. The writers 
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argue that projects and programmes which aim to meet the practical needs of women, men, 
and children in communities must also focus on meeting women� s strategic gender needs. 
 
Study Conclusions: 

 Women are seldom involved in essential planning activities, although, as primary 
collectors of water, they are likely to know much more than men about the seasonal 
availability of water from various sources, about the quality of water from those 
sources, and about individual and communal rights to use those sources; 

 While the ratio of women to men is very poor at all levels - head office, regional 
office, and project office - the presence of women in senior positions and within the 
technical sector is negligible. The few women who were employed said that they 
cannot participate on an equal basis with men, and attributed their difficulties to bias 
about women in these `hard� roles 

 The great need to involve women in the management of water projects, so that such 
projects become effective in reducing people� s hardship. In addition, all development 

activities, including water-supply improvements, should be concerned with improving 
the lives of women in strategic as well as practical ways; 

 
Study Recommendations:  
The following points were recommended by the authors so as to increase women�s 

participation in water supplies: 
 Inclusion of both local men and women in the project activities. Clear explanation of 

both the short-term and the long-term benefits- tangible and intangible - of the project 
to both men and women, from the beginning so that all feel motivated, and so men are 
happy to see women participate.  

 Gender training and awareness-raising for all. A key target group should be men who 
perpetuate negative stereotypes of women. Training should aim to show the benefits of 
women�s participation in public life, challenging traditional, and social attitudes which 

severely limit this.  
 Allocation of adequate preparation time, including implementation of literacy and 

awareness-raising programmes either directly or through other agencies, to motivate 
women and build up their confidence, since preparing women to take up new roles 
should be an essential part of the ongoing development process. 

 The use of participatory approaches, along with the presence of gender-sensitive men 
and women in the project team, to create an effective learning environment, even for 
illiterate people. 

 Awareness-raising through use of participatory methods of gender analysis, such as 
the preparation of activity calendars for both sexes. This process can help to over-
come many patriarchal biases and should involve local authorities such as village 
heads, religious leaders, traditional healers, school teachers, and political leaders.  

 The introduction of income-generating activities targeted at both women and men. 
 

22. Wallace (1998):"Institutionalizing gender in UK NGOs" 
This paper aims at looking at how far and in what ways NGOs based in the UK have tried to 
incorporate gender into the policies and procedures for their international development work, 
and how far recognition of gender issues shapes their functioning. Gender is a major issue of 
policy and practice for donors and for these NGOs, at least in rhetoric. In practice, however, 
NGOs� experience varies considerably, and relatively few have systematically incorporated 
gender into the policies, project, and programme procedures that shape their development 
work. Fewer still have found ways to institutionalize gender within their organizations. 
The research methodology was based on a sample of 17 NGOs selected from over 400 in the 
UK that support work overseas. The researcher sought to capture the diversity and complexity 
of agencies in this sector, and divided these into small (under 10 staff and an annual budget of 
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under £1m), medium (10±20 staff and budgets between £1m and £5m), and large (over 20 
staff and budgets of from £6m to £100m), with agencies from each. The sample also included 
agencies that were operational and non-operational (funding agencies); and that had different 
funding bases. NGOs had a long history, others were chosen because they were very new. 
NGOs are so diverse that one cannot select by one criterion; by using several, it was possible 
to ensure that the sample was reasonably distributed and roughly representative. 
 
Study Conclusions: 

 Overall, the UK NGO sector shows a continued neglect of gender issues both in 
development and within their own organizations. Only a minority of NGOs commit 
serious resources to working on gender, and many staff who are concerned about it 
feel that this commitment is too small. 

 NGO staff have clearly made headway in introducing policies, training staff, and 
getting the gender incorporated into the NGO� s development procedures; but there 

appears to be less success in changing the dominant organizational culture which 
remains in the hands of Trustees and Directors who continue to be, with very few 
exceptions, male. 

 Boards of Trustees are predominantly male. Only in two of the 17 sampled NGOs did 
women make up more than one-third of Trustees, and in several they comprised 10 per 
cent or below. 

 The importance of training managers and decision makers, as well as project and 
operational staff, has also become clear. For unless managers support new approaches 
and initiatives, gender training cannot be put into practice by operational (and usually 
more junior) staff. 

 The UK NGOs that invested in employing gender specialist staff have made the 
greatest headway in thinking about and tackling gender issues in development. 

 Women frequently form the majority of staff within NGOs, but their status, 
experience, qualifications, ability (or inability) to travel, and other factors prevent 
them rising above middle-management jobs. 

 While appointing women does not imply that an organization will become gender-
sensitive and NGOs with senior women did not show themselves to be more gender-
sensitive than the others, the status of women is a good barometer of the value and 
worth they hold in the workplace, and shows how far the organization has changed in 
order to accommodate the needs of women staff. 

 Different strategies have been tried for mainstreaming gender and for raising 
awareness of staff and counterparts, for changing attitudes and approaches to gender 
and development, and, to a lesser extent, for addressing gender and organizational 
change: all have strengths and weaknesses, and much has been learned by staff who 
have worked on gender within these NGOs in recent years.  

 
Study Recommendations: 

 In future, more time and attention must be given to finding culturally sensitive and 
appropriate ways for these people or their successors to take the issue forward; they 
will continue to need more resources to enable them to work, and to ensure they can 
learn from their experiences through adequate and appropriate monitoring and 
evaluation. More work is needed to confront the many issues and resistances involved 
in changing NGOs� organizational culture to enable women to participate, be heard, 

and to shape their policies and practices. This will continue, unless the cuts biting into 
the resources of the larger NGOs start to erode the budgets and time allocated to work 
on gender issues. Such work is so fundamental and so challenging that it will take 
long-term and real commitment from NGOs a commitment that, contrary to what 
much development agency rhetoric would suggest, is far from guaranteed. 
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 Research remains to be done on how effective the changes in training, policies, and 
procedures within these NGOs are in ensuring gender-sensitive development in 
practice. How far can British NGOs promote gender equity and rights for women in 
health, education, land reform, or participation? How much impact have head office-
level changes had on the nature of the work done by these NGOs or through their 
Southern counterparts, with men as well as women? 

 
General Commentary on reviewed studies  
In general, there is scarcity in studies conducted on gender mainstreaming efforts in NGOs in 
the Arab world. There are few studies available that touch upon adopting gender 
mainstreaming as a strategy by NGOs in Palestine. Hence, most of the studies reviewed for 
the sake of this research are studies conducted in other areas of the world; some of which in 
developing countries or in areas of conflict where the situation of civil society is similar to 
that in the Gaza Strip.  
 
Most of the reviewed studies focus on the role of gender mainstreaming as a transformative 
strategy that can be adopted to improve status of gender equality through the work of different 
NGOs and governmental organizations. Mursion (2004), Rao & Kelleher (2005), Rao (2005), 
and Rees (2005) all agree that organizations have to exert an effort to make their environment 
supportive of gender equality and women's empowerment. This needs, according to them, a 
thorough transformation of internal policies, procedures, culture, and systems.  
 
Gender mainstreaming as a strategy has multi components to it that include according to 
Mursion(2004), Moser and Moser (2005) mainstreaming gender in policies, procedures and 
project cycle , in addition to conducting a gender analysis.   
 
Reviewing various studies we find the majority of them discussing the difficulties in moving 
gender mainstreaming as an adopted strategy for gender equality from mere rhetoric to actual 
implementation. NGOs around the globe are still struggling with such efforts and not gaining 
concrete impacts. Moser (2005), Rees (2005), and Stratigaki (2005) all discuss the difficulty 
of applying the model to the work of organizations that already have policies and procedures 
that do not necessarily reflect gender equality. 
 
The majority of reviewed studies consider the culture of the organization as an obstacle to 
radical change that gender mainstreaming is supposed to bring. Benschop and Verloo (2006), 
Sexena and Thekkudan(2007),  agree that in order for gender mainstreaming to bring a 
transformation over the work of the organizations, changes need to be made over mindsets 
and attitudes. And that the "genderness" of the organization, which is the already gender 
relations governing its work, is difficult to be breached by a new gender mainstreaming 
strategy. 
 
A recurrent theme in various studies is that gender mainstreaming is conceived by people in 
different countries as an "external idea". Wendoh & Wallace (2005), Kuttab( 2008), George 
(2007) , and Palmary and Nunez (2009) all argue that gender concepts were brought up to the 
work of NGOs through donors' foreign agendas. This made gender often questioned as "anti -
culture Western idea" and gave senior management a little chance for a real comprehension of 
its managerial manifestations and how useful it can be to the equal involvement of women not 
as targets of development but as actors and implementers of it. They all stressed the 
importance of understanding the local culture, race and class before introducing gender as a 
strategy for change. 
 
Almost all of the studies agreed that staff should be involved in the application and design of 
a new gender mainstreaming strategy. According to Dawson (2005), Rao and Kelleher (2005), 
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and Rao (2005), staff members have to be involved in order to change organizations to 
become supportive of women's empowerment. Staff should also be involved in any gender 
analysis conducted so that they own the process and make it successful. 

Different studies argued that gender should be mainstreamed into all phases of the project 
cycle. According to Mkenda-Mugittu (2003), Regmi and Fawcett (1999), De Waal (2006), 
women as well as men should be involved in planning, implementation, monitoring and 
evaluation of projects at working teams and target groups levels.  
 
Gender roles can change positively in the favor for women due to conflict. Women take more 
Both Moser (2005) and Kuttab( 2008) agree that women can take more proactive role due to 
conflict and crisis. According to two researches conducted by UNIFEM in the Gaza Strip9, 
women assumed more of an empowered role after the war, seeking jobs, taking care of family 
basic needs, applying for emergency and relief support, joining job creation programmes, 
starting small enterprises etc., As many of these activities reflect an overall collapsing 
humanitarian situation, they also reflect perseverance and willingness to assume new gender 
roles that are not traditional or typical. 
 
Various studies cited obstacles and challenges facing gender mainstreaming. According to 
Moser& Moser (2005) and Saxena& Thekkudan (2007) these obstacles include lack of 
resources, limited capacities, and gaps in policies and implementation.    

 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

                                                
9 UNIFEM, 2009," Towards gender equality in humanitarian response: Addressing the needs of women & men in Gaza" 
�GTF, (2009) : "Voicing the needs of women and men in Gaza: Beyond the aftermath of the 23 day Israeli Military 
operation" .  
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Section I 
 

Methodology & Procedures 
 

 
Research Methodology  
The study follows the descriptive analytical approach through which the hypotheses are 
developed and then tested through the research strategy. The research approach will aim at 
depicting a picture of gender mainstreaming efforts practiced within the Gaza Strip NGOs in 
various service sectors, trying to analyze relationships available between gender 
mainstreaming, on the one hand, policies , and the project cycle , on the other hand in addition 
to reflecting  how these efforts  impact gender equality at an institutional and operational 
levels. 
 
Research Population and Sample 
- The Research Population: 
The research population includes all employees working in all NGOs in the Gaza Strip, which 
are estimated at around (964) NGOs in number, according to the Ministry of Interior in 2010. 
 
- The Research Sample  
The research sample is composed of a number of (209) employees working in (21) NGOs, 
that provide services to the Gaza population in (9) different sectors.    
 
The Research uses a two-stage cluster sampling. As a definition, Cluster sampling is a 
sampling technique where the entire population is divided into groups, or clusters and a 
random sample of these clusters are selected. It is also used when a random sample would 
produce a list of subjects so widely scattered that surveying them would prove to be 
inaccurate10. 

The reason behind using the cluster sampling is that gender mainstreaming is fairly a new 
concept to organizational work in the Gaza Strip. In order for gender mainstreaming to be 
applied, as a strategy, it needs a good working environment, financial and human resources, 
and organized internal systems and procedures within the organization. Hence, targeting 
NGOs randomly, that do not have these requirements, will yield inaccurate results.   

Women�s organizations were excluded from the study sample based on the fact that their 

objectives revolve around the empowerment and mobilization of women in a form of what�s 
called �positive action�

11, which in turn limits the study�s capacity to assess similarities and 
disparities among women and men targeted by and involved in the aforementioned NGOs, 
which is crucial for any study conducted on gender mainstreaming. 

The first step of the sampling included dividing and grouping the 964 NGOs to 9 clusters, 
based on their area of service or sector12.  

                                                
10
��  Statistics Glossary, see : http://www.stats.gla.ac.uk/steps/glossary/sampling.html#clustsamp 

 
11
�See chapter II : Section two: Gender Mainstreaming in NGOs Policies and Project Cycle  

12 Sectors correspond to the UN division of service sectors in Palestine. See UN- OCHA website in oPt: 
http://www.ochaopt.org/ 
 

http://www.stats.gla.ac.uk/steps/glossary/sampling.html#clustsamp
http://www.ochaopt.org/
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The second step included targeting a number of 21 NGOs, from among these clusters where 
bigger clusters were proportionately more represented than smaller clusters in the sample. The 
targeted NGOs were selected according to the following criteria: 
 

 Clearly belongs to a particular  sector or service area; 
 Is registered within the Ministry of Interior for at least 3 years;   
 Has a history of receiving funds from multiple donors;  
 Has a number of at least 5 fixed core staff members; 
 Has a clear hierarchy and division of roles; 
 Targets both men and women, boys and girls; 
 Provides services to all areas of the Gaza Strip either through outreach prgrammes or 

branches. 
Table (2)  

The research sample 
 

No Sector Targeted NGO 
Pyalara  
Sharek Youth Forum  

 
1. 

 
Youth  

Youth without Borders 
   

Union of Health Work Committees (UHWC) 
Palestinian Medical Relief Society (PMRS) 

2  
Health  

Union of Health Care Committees (UHCC) 
   

Palestinian Agriculture Relief Committees (PARC) 3. Agriculture  
Union of Agriculture Work Committee (UAWC ) 

   
Atfaluna Society for Deaf Children,  

4. 
 
Disability  The National Center for Community Rehabilitation (NCCR) 

   
MA�AN Development Center  

5. 
 
Development  Bader for Development  

   
Gaza Community Mental Health Programme (GCMHP) 
The Palestinian Center for Democracy & Conflict 
Resolution (PCDCR), 

 
 
6. 

 
Mental Health and 
Psychosocial 
Support  Elwedad Society for Community Rehabilitation  

   
The Palestinian Center for Human Rights  7. Human Rights  
Al Mezan Center for Human Rights 

   
The Qattan Centre for the Child 8. Children  
Palestine Save the Children Foundation 

   
The Teacher Creativity Centre (TCC) 9. Education  
Tamer Institute for Community Education 

 
 
 
 
 
 

                                                                                                                                                   
� 
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Sources of Data 
The research used the following methods for collecting data from different sources; 

1. Secondary data 
 Books on gender mainstreaming and gender related concepts especially in NGOs 

work. 
 
 Published data researches, including papers in certified accredited journals, and other 

literature related to the topic, e.g. United Nations, OXFAM , and World Bank manuals 
on gender mainstreaming. 

 
 Researches and studies conducted by organizations and individual researchers on 

gender mainstreaming in NGOs, particularly in the occupied Palestinian territories. 
along with any report , case study document, or policy paper related to the topic. 

 
2. Primary Data 
 

Research Tools: 
 Survey Questionnaire 

 
A survey Questionnaire was designed to collect the study's primary data. The questionnaire 
included close-ended questions to facilitate the data collection process. The questionnaire was 
divided into two sections: 
 
The first section is focused on organizational characteristics (years of operation, number of 
employees etc) and respondents' personal characteristics (age, sex, job title etc). 
 
The second section is composed of 71 questions, divided into three different fields; each is 
designed to test one of the hypotheses as follows: 
 
- First Field: 
Knowledge of gender and gender related concepts. It includes a number of 9 questions. 
 
- Second Field: 
Gender Mainstreaming in the organization's policies and procedures. It includes a number of 
32 questions. 
 
- Third Field: 
Gender Mainstreaming in the project cycle. It includes a number of 30 questions. 
 
 Research Procedures: 

1. Upon designing the questionnaire, it was reviewed and modified by the thesis 
supervisor. 

2. The modified copy was given to a number of nine referees13, including academics and 
civil society activists who have excellent knowledge and expertise in the area of the 
research topic. 

  
3. The questionnaire was modified based on the referees' comments and a pilot sample of 

30 questionnaires was distributed to help test the validity and reliability of the 
questionnaire. 

 

                                                
13 See annex (1)� 
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4. Based on the pilot phase findings, some questions were paraphrased for clarity and a 
final copy was ready for distribution. 

 
5. A number of 230 questionnaires were then distributed to the research sample. A number 

of 209 questionnaires (90.8% of the total) were, accordingly, collected for analysis. 
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Section II 
 

Testing of Research Tool 
 

Introduction: 

In order to be able to select the appropriate method of analysis, the level of measurement must 
be understood. For each type of measurement, there is/are an appropriate method/s that can be 
applied and not others. In this research, ordinal scales were used. Ordinal scale is a ranking or 
a rating data that normally uses integers in ascending or descending order. The numbers 
assigned to the important (1,2,3,4,5) do not indicate that the interval between scales are equal, 
nor do they  indicate absolute quantities. They are merely numerical labels.  Based on Likert 
scale we have the following:  
 

Item Strongly agree Agree Neutral Disagree Strongly Disagree 

Scale 5 4 3 2 1 

 

Statistical Analysis tools  

The research would use quantitative data analysis methods. The data analysis will be 
conducted utilizing (SPSS 15). The researcher would utilize the following statistical tools: 
1) Cronbach's Alpha  for Reliability Statistics 
2) Spearman Rank correlation for Validity 
3) Frequency and Descriptive analysis 
4) Nonparametric Tests (Sign test, Mann-Whitney test, and Kruskal-Wallis test) 

 Sign test is used to determine if the mean of a paragraph is significantly different from 
a hypothesized value 3 (Middle value of Likert scale). If the P-value (Sig.) is smaller 
than or equal to the level of significance, 0.05  , then the mean of a paragraph is 
significantly different from a hypothesized value 3. The sign of the Test value indicates 
whether the mean is significantly greater or smaller than hypothesized value 3. On the 
other hand, if the P-value (Sig.) is greater  than the level of significance, 0.05  , then 
the mean a paragraph is insignificantly different from a hypothesized value 3. 

 Mann-Whitney test is used to examine if there is a statistical significant difference 
between two means among the respondents toward the Up to what extent there is 
gender mainstreaming within NGOs in the Gaza Strip due to gender and marital status. 

 Kruskal-Wallis test is used to examine if there is a statistical significant difference 
between several means among the respondents toward the Up to what extent there is 
gender mainstreaming within NGOs in the Gaza Strip? due to Years of  operation,  
Number of employees, Number of employees, Age group, Marital Status, Education, 
Job Title, Years of service   

 
Empirical Study 
 
Validity of Questionnaire 
Validity refers to the degree to which an instrument measures what it is supposed to be 
measuring (Pilot and Hungler, 1985). Validity has a number of different aspects and assessment 
approaches.  
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1. External validity of the Questionnaire      
 
A copy of the questionnaire was submitted to a number of nine referees14 who have excellent 
expertise in the subject. Upon their feedback, the questionnaire was modified to its final 
format15.  
 

2. Statistical Validity of the Questionnaire                        
Statistical validity is used to evaluate instrument validity, which includes criterion-related 
validity and construct validity. To insure the validity of the questionnaire, two statistical tests 
were applied. The first test is Criterion-related validity test (Spearman test) which measures 
the correlation coefficient between each paragraph in one field and the whole field. The 
second test is structure validity test (Spearman test) that used to test the validity of the 
questionnaire structure by testing the validity of each field and the validity of the whole 
questionnaire. It measures the correlation coefficient between one filed and all the fields of the 
questionnaire that have the same level of similar scale. 
 
   2.1. Internal Validity of the Questionnaire                      
Internal consistency of the questionnaire is measured by a scouting sample, which consisted 
of 30 questionnaires through measuring the correlation coefficients between each paragraph in 
one field and the whole filed. 
The researcher assessed the fields� internal validity by calculating the correlation coefficients 

between each paragraph in one field and the whole filed.  
 

Table (3) 
Correlation coefficient of each paragraph of "Knowledge of gender and gender related 

concepts" and the total of this field 
No. Paragraph Spearman 

Correlation 
Coefficient 

P-Value 
(Sig.) 

1. I have a good knowledge of gender  
 

0.730 
0.000* 

2. I have a good knowledge of gender roles concept 
 0.718 

 
0.000* 

3. I have a good knowledge of gender equality concept 
0.673 

 
0.000* 

4. I can explain the concept of gender to others in a simple 
way  

0.730 
 

0.000* 
5. I have a clear idea of gender mainstreaming in the 

organization  
0.727 

 
0.000* 

6. I was trained on gender : concepts and application by 
my organization  

0.658 
 

0.000* 
7. I think my knowledge of gender contributes to better 

gender mainstreaming within the work of the 
organization 

0.717 
 

0.000* 

8. I think decision makers within the organization (the 
board of directors and senior management) have a good 
idea of gender : concepts and applications 

0.560 
 
 

0.000* 
9. The knowledge of decision makers of gender is 

translated into clear efforts to mainstream gender in the 
organization 

0.554 
 

0.000* 

      * Correlation is significant at the 0.05 level  
 
 

                                                
14 See Annex 1� 
15
� See Annex 2  
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Table (3) clarifies the correlation coefficient for each Paragraph of the "Knowledge of gender 
and gender related concepts" and the total of the field. The p-values (Sig.) are less than 0.05, 
so the correlation coefficients of this field are significant at á = 0.05,  so it can be said that the 
paragraphs of this field are consistent and valid to be measure what it was set for.  
 

 
 

Table (4) 
Correlation coefficient of each paragraph of "Gender Mainstreaming in organization's 

policies and procedures" and the total of this field 
 

No. Paragraph Spearman 
Correlation 
Coefficient 

P-Value 
(Sig.) 

1. The organization has a clear policy on gender 
mainstreaming in its work 

0.643 
0.000* 

2. The organization has a clear strategy on gender 
mainstreaming  

0.692 
0.000* 

3. I was involved in the development of a gender 
mainstreaming policy  

0.623 
0.000* 

4. The organization has an exclusively- developed  
guidelines to support mainstreaming gender in all its 
policies and programmes  

0.658 
0.000* 

5. The mission, vision and overall objectives of the 
organization refer to gender equality in one way or another 

0.537 
0.000* 

6. The organization has a gender advisor who works on a 
regular or irregular basis  

0.487 
0.000* 

7. The gender advisor provides consultation to all 
programmes' and projects' senior management and 
working teams  

0.505 
 
0.000* 

8. The organization's culture reflects an understanding of 
gender equality  
 

0.575 
 
0.000* 

9. The employees' culture reflects an understanding of gender 
equality 
  

0.619 
 
0.000* 

10. When the organization conducts a strategic planning, it 
takes into consideration gender mainstreaming as an 
important indicator to organizational performance  

0.684 
0.000* 

11. When the organization conducts a strategic evaluation, it 
takes into consideration gender mainstreaming as an 
important indicator to organizational performance  

0.631 
0.000* 

12. The organization conducts or conducted a gender analysis 
of target groups before starting projects implementation 

0.617 
0.000* 

13. The organization's structure reflects a clear gender balance 
(equal number of men and women in similar positions)  

0.625 
 
0.000* 

14. There is a gender balance within the organization's board 
of directors (equal number of men and women )  

 
0.506 

 
0.000* 

15. Senior management " departments', programmes' , and 
projects managers" reflect a gender balance(equal number 
of men and women )   

 
0.576 

 
0.000* 

16. Middle Management ( project coordinators, facilitators, 
project assistants, admin assistants , accountants, 
secretaries ) reflect a gender balance 

0.487 
 
0.000* 

17. The Board of directors members participate equally in 
decision making regardless if they were men or women  

0.415 
 
0.000* 
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No. Paragraph Spearman 
Correlation 
Coefficient 

P-Value 
(Sig.) 

18. The organization has recruitment policies that clearly 
reflects gender equality ( in terms of number and type of 
jobs both sexes can have) 

0.621 
 
0.000* 

19. The organization gives equal salaries to  men and women 
employees working in same positions  

0.431 
 
0.000* 

20. Vacancies' advertisements include "knowledge of gender" 
as a requirement of the advertised post 

0.516 
 
0.000* 

21.  Selection panels for new  positions, within the 
organization, include men and women panelists  in a 
balanced manner  

0.556 
 
0.000* 

22. Men and women employees  are given equal opportunities 
for promotion based on the results of their performance 
appraisal  

0.449 
 
0.000* 

23. The staff performance appraisal policy reflects gender 
equality (women are not considered less qualified due to 
family obligations or their reproductive role)  

0.540 
0.000* 

24. The organization provides adequate working conditions 
responsive to the needs of men and women employees  

0.546 
0.000* 

25. Equal Resources ( mobiles , cars, stationary )  are available 
for  men and women employees working in the same 
positions  

0.504 
0.000* 

26. Employees are not excluded from doing a certain task or 
participating in an event  based on their gender  

0.426 
0.000* 

27. The employees in the organization are provided with  
trainings on gender mainstreaming  

0.596 
0.000* 

28. The organization gives equal training opportunities to both 
men and women employees  on strategic topics i.e. 
strategic planning , leadership, decision making to etc. 

0.477 
 
0.000* 

29. I think gender mainstreaming efforts in policies  and 
procedures are planned and not arbitrary  

0.648 
 
0.000* 

* Correlation is significant at the 0.05 level  
 

Table (4) clarifies the correlation coefficient for each Paragraph of the "Gender 
Mainstreaming in organization's policies and procedures" and the total of the field. The p-
values (Sig.) are less than 0.05, so the correlation coefficients of this field are significant at á 

= 0.05,  so it can be said that the paragraphs of this field are consistent and valid to be 
measure what it was set for.  
 

Table (5)  
Correlation coefficient of each paragraph of "Gender Mainstreaming in the project cycle" 

and the total of this field 
 

No. Paragraph Spearman 
Correlation 
Coefficient 

P-Value 
(Sig.) 

1. The organization projects target men and women  in a 
balanced manner  

0.431 
0.000* 

2. The organization implements some projects that target 
women only as beneficiaries  

0.466 
0.000* 

3. The projects objectives reflect the priorities, needs and 
opportunities of men and women target groups  

0.524 
0.000* 

4. The planned projects strategies respond to the 
differences between men and women when it comes to 
knowledge, skills  and ability to access  resources 

0.583 
0.000* 



 68 

No. Paragraph Spearman 
Correlation 
Coefficient 

P-Value 
(Sig.) 

5. There is a special strategy put in place to ensure that 
women benefit from  projects   

0.584 
0.000* 

6. The activities are planned in a manner to decrease the 
possibility of gender discrimination against women as 
beneficiaries  

0.563 
0.000* 

7. Men and women employees participate in an equal way  
in projects planning (in terms of number and type of 
participation) 

0.683 
0.000* 

8. Men and women employees participate equally in  
projects steering committees(in terms of number and 
level of participation) 

0.697 
0.000* 

9. Men and women employees participate equally in  
meetings with target groups (in terms of number and 
level of participation)   

0.700 
 
0.000* 

10. Men and women target groups participate equally in 
project planning  

0.555 
 
0.000* 

11. The organization has serious attempts to involve gender 
advocates and women activists (academics, researchers, 
policy analysts ) in project planning  

0.540 
 
0.000* 

12. Projects set indicators include gender indicators (reflects 
the difference in projects' impact on both sexes)  

0.558 
 
0.000* 

13. Gender concepts are included in the logical framework 
clearly 

0.643 
 
0.000* 

14. Men and women employees have equal participation in 
projects' implementation  

0.558 
 
0.000* 

15. Men and women beneficiaries have equal participation 
in projects' implementation  

0.592 
 
0.000* 

16. Men and women target groups have equal access to 
resources ( loans, grants, training opportunities, small 
business support)  

0.524 
 
0.000* 

17. The organization works on solving problems during 
project implementation that are resulted from gender 
discrimination  

0.565 
0.000* 

18. Part of some projects activities is the support of gender 
mainstreaming within smaller partner CBOs 

0.556 
0.000* 

19. Monitoring and evaluation teams have good gender 
balance ( equal number of both sexes)  

0.582 
0.000* 

20. Monitoring and evaluation teams include people with 
gender experience  

0.546 
0.000* 

21. The information collected for evaluating projects is sex-
disaggregated  

0.566 
0.000* 

22. The monitoring and evaluation process includes 
collecting information from men and women 
beneficiaries 

0.549 
0.000* 

23. The monitoring and evaluation process includes 
studying the impact of the project on both men and 
women beneficiaries 

0.559 
0.000* 

24. The monitoring and evaluation process helps identify 
the obstacles to equal men's and women's participation 
in the project  

0.526 
0.000* 

25. Corrective measures are put in place by the organization 
if the monitoring and evaluation collected information 
revealed unequal benefit of both sexes  

0.600 
0.000* 

26. The organization works on gender responsive budgeting 0.625 0.000* 
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27. I think the organization supports the participation of 

women at all levels ( grassroots, professional,  and 
decision making ) levels  

0.644 
0.000* 

28. I think the organizations' gender mainstreaming efforts 
in the project cycle are planned and not arbitrary  

0.732 
0.000* 

* Correlation is significant at the 0.05 level  
Table (5) clarifies the correlation coefficient for each Paragraph of the "Gender 
Mainstreaming in the project cycle" and the total of the field. The p-values (Sig.) are less than 
0.05, so the correlation coefficients of this field are significant at á = 0.05,  so it can be said 
that the paragraphs of this field are consistent and valid to be measure what it was set for.  
 
    2.2. Structure Validity of the Questionnaire                          
Structure validity is the second statistical test that used to test the validity of the questionnaire 
structure by testing the validity of each field and the validity of the whole questionnaire. It 
measures the correlation coefficient between one filed and all the fields of the questionnaire 
that have the same level of likert scale. 
 
The research assessed the fields� structure validity by calculating the correlation coefficients 

of each field of the questionnaire and the whole of questionnaire. 
 

Table (6) 
Correlation coefficient of each field and the whole of questionnaire 

 
No. Field Spearman 

Correlation 
Coefficient 

P-Value 
(Sig.) 

1. Knowledge of gender and gender related concepts 0.692 0.000* 
2. Gender Mainstreaming in organization's policies and 

procedures 
0.934 

0.000* 

3. Gender Mainstreaming in the project cycle 0.886 0.000* 
* Correlation is significant at the 0.05 level  
 
Table (6) clarifies the correlation coefficient for each filed and the whole questionnaire. The 
p-values (Sig.) are less than 0.05, so the correlation coefficients of all the fields are significant 
at á = 0.05, so it can be said that the fields are valid to be measured what it was set for to 
achieve the main aim of the study.  
 
Reliability of the Questionnaire  
 The reliability of an instrument is the degree of consistency which measures the attribute; it is 
supposed to be measuring (Polit & Hunger, 1985). The less variation an instrument produces in 
repeated measurements of an attribute, the higher its reliability. Reliability can be equated 
with the stability, consistency, or dependability of a measuring tool. The test is repeated to the 
same sample of people on two occasions and then compares the scores obtained by computing 
a reliability coefficient (Polit & Hunger, 1985). 
 
- Cronbach�s Coefficient Alpha                            
This method is used to measure the reliability of the questionnaire between each field and the 
mean of the whole fields of the questionnaire. The normal range of Cronbach�s coefficient 

alpha value between 0.0 and + 1.0, and the higher values reflects a higher degree of internal 
consistency. The Cronbach�s coefficient alpha was calculated for each field of the 

questionnaire. 
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Table (7) 

 Cronbach's Alpha for each filed of the questionnaire and the entire questionnaire 
No. Field Cronbach's 

Alpha 
1. Knowledge of gender and gender related concepts 0.871 
2. Gender Mainstreaming in organization's policies and procedures 0.930 
3. Gender Mainstreaming in the project cycle 0.939 
 Total paragraphs of the questionnaire 0.962 

 
Table (7) shows the values of Cronbach's Alpha for each field of the questionnaire and the 
entire questionnaire. For the fields, values of Cronbach's Alpha were in the range from 0.871 
and 0.939. This range is considered high; the result ensures the reliability of each field of the 
questionnaire. Cronbach's Alpha equals 0.962 for the entire questionnaire which indicates an 
excellent reliability of the entire questionnaire. 
 
Thereby, it can be said that the researcher proved that the questionnaire was valid, reliable, 
and ready for distribution for the population sample. 
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Section III 
 

Analysis of the Sample Characteristics 
 

Introduction:  
In this section, an analysis will be provided for the research sample characteristics, including 
personal and organizational characteristics. Additionally, an analysis will be provided for the 
questionnaire paragraphs which fall under three major hypotheses to reflect the degree of 
agreement or disagreement thereof of the respondents in regard to the questionnaire 
paragraphs and to test the hypotheses. 
 
Analysis of the Sample Characteristics: 
Through the research tool, the sample NGOs organizational characteristics are analyzed and 
reflected, including years of operation, sector or area of service, and number of employees 
(including number of males and females). In addition, the respondents' personal 
characteristics are also analyzed including, sex, age, education, marital status, years of 
experience and job title.  
 
Organizational Characteristics:  

- Distribution of Sample by Sector 
 

Table (8) 
sample distribution according to sector 

 
Sector  Frequency Percent 

Youth 
35 16.7 

Health 
28 13.4 

Agriculture 
30 14.4 

Disability 
18 8.6 

Development  
20 9.6 

Mental health and psychosocial support 
36 17.2 

Human Rights 
15 7.2 

Children 
15 7.2 

Education 
12 5.7 

Total 209 100.0 

 
Table (8) indicates that 16.7% of the respondents work in youth organizations; 13.4% in 
health organizations; 14.4% in agriculture organizations; 8.6% in disability organizations, 
9.6% in development organizations; 17.2% in mental health and psychosocial support 
organizations; 7.2% in human rights; 7.2% in children support and 5.7% in education. The 
distribution of respondents by organizational sector corresponds with the high number of 
NGOs providing services in particular sectors such as health, agriculture youth, and mental 
health and psychosocial. Since the sample follows a clustering technique, the bigger clusters 
are more represented through targeting more NGOs from among the clusters. 
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- Distribution of Sample by Years of Operation 
 

Table (9) 
sample distribution according to years of  operation 

 
Years of  operation  Frequency Percent 

less than 3 years 22 10.7 

from 3 to less than 7 years  29 14.1 

from 7 years to less than 10 years  25 12.2 

10 years and above  129 62.9 

Total 205 100.0 

 
Table (9) shows that 10.7% of the respondents say that their work place (NGO) has been 
working for less than 3 years; 14.1% from 3 to less than 7 years; 12.2% from 7 to less than 10 
years, 62.9% say their NGO has been working for 10 years and more. So the majority of 
targeted NGOs, according to respondents, are experienced ones and have been working for a 
long period of time i.e. more than ten years. This is an added value for the research findings as 
most of these NGOs proved to be sustainable and more likely have developed policies, 
procedures and internal systems. So an idea of assessing gender mainstreaming efforts within 
them will not be strange or out of context. 

 
- Distribution of Sample by Number of Employees 

 
Table (10) 

sample distribution according to number of employees 
 

Number of employees  Frequency Percent 

less than 10  21 10.4 

from 10 to less than 20 25 12.4 

from 20 to less than 30 30 14.9 

30 and more 126 62.4 

Total 202 100.0 

 

Table (10) shows that 10.4% of the respondents say that their organization has less than 10 
employees in staff; 12.4% of them say that their organization has from 10 to less than 20 
employees, 14.9% say that their organization has from 20 to less than 30 employees, 62.4% 
say that their organization has 30 and more employees. This signifies that the majority of 
targeted NGOs have more than 30 employees in staff, which is important for the research 
theme as in order for gender to be mainstreamed; the NGOs have to have some sustainability 
and clear division of roles, which accompanies the existence of a medium to large size team. 
The large number of employees also goes hand in hand with the long experience the targeted 
NGOs have.   
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- Distribution of Sample by Number of "Male" Employees 

 
Table (11) 

sample distribution  according to number of "male" employees 
 

Number of employees (Males) Frequency Percent 

1-9 41 22.3 

10-19 31 16.8 

20-29 49 26.6 

30-39 13 7.1 

40+ 50 27.2 

Total  184 100.0 

 

According to table (11), 22.3% of the respondents say that the number of male employees in 
their organization is from 1- 9, while 16.8% say that the number of male employees is from 
10- 19 employees; 26.6% say it's from 20-29; 7.1% say it's from 30-39; and 27.2% say it's 40 
and more. We notice that a large percentage of the sample respondents (27.2%) say that the 
NGOs have a big team of male employees. This can be due to having men more represented at 
particular positions or jobs. However, we can see it in a clearer manner in comparison with 
female employees (in the table below). 
 

- Distribution of Sample by Number of "Female" Employees 
 

Table (12) 
sample distribution  according to number of "female" employees 

 
Number of employees (Female) Frequency Percent 

1-9 54 29.2 

10-19 42 22.7 

20-29 20 10.8 

30-39 20 10.8 

40+ 49 26.5 

Total 185 100.0 

 
According to table (12 ), 29.2% of the respondents say that the number of female employees 
in their organization is from 1- 9, while 22.7% say that the number of female employees is 
from 10- 19 employees; 10.8% say it's from 20-29; 10.8% say it's from 30-39; and 26.5% say 
it's 40 and more. We notice a split in the sample between organizations that have large teams 
of female employees (26.5%) and organizations that have smaller teams of female employees 
(29.2%). This can be attributed to having different size organizations, where some are large 
sized NGOs and others are middle sized NGOs. 
 
Hence, the difference between the number of male and female employees , according to the 
respondents, is not big and there is almost a balance between the number of male and female 
working teams within the targeted NGOs, which is seen here as positive for the purpose of the 
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research. Gender balance16 (sex ratio) in the organization makes staff more aware of 
similarities and disparities among men and women in the work environment, and thus; more 
able to assess gender mainstreaming within their organization17.  
 
Personal Characteristics: 

- Distribution of Sample by Sex 
 

Table (13) 
sample distribution according to sex 

 
Sex Frequency Percent 

Male 109 52.2 

Female 100 47.8 

Total 209 100.0 

 
We notice from table (13) that 52.2% of the sample members are males and 47.8% are 
females, which reflects a state of almost a balance between the respondents in number. This is 
expected due to the fact that women are continuously given opportunities to work in NGOs, 
which might be due to different reasons including changes of management's perspectives, 
donor demands, or certain occupational stereotyping (segregation)18. This however is not 
indicative of the position of these women within the NGOs or their level of seniority.  

 
- Distribution of Sample by Age Group 

 
Table (14) 

sample distribution according to age group 
 

Age group Frequency Percent 

less than 25 years 33 16.3 

from 25 to less than 35 108 53.2 

from 35 to less than 45 45 22.2 

45 and above 17 8.4 

Total 203 100.0 

 
According to table (14), 16.3% of the respondents are less than 25 years of age, 53.2% are 
from 25 to less than 35 years of age, 22.2% are  from 35 to less than 45,  8.4% are 45 and 
above years old. This indicates that the majority of the sample respondents are in their 
twenties and thirties, which can be seen in light of the nature of NGOs that attracts young 
professionals.  

                                                
16Gender Balance is the degree to which men and women hold the full range of positions in a society or organization (more 
accurately, �sex ratio�). The long-term objective, as defined by the UN General Assembly, is to achieve a 50/50 gender 
balance. 
 
17
�More analysis of the number of male and female employees will be provided in the analysis of questionnaire paragraphs. 

 
 
18 Occupational segregation is the distribution of groups defined by ascribed characteristics, mostly gender, 
across occupations. More basically, it is the concentration of a similar group of people (be they males, females, 
whites, blacks, etc) in a job.� 
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- Distribution of Sample by Marital Status 

 
Table (15) 

sample distribution according to marital status 
 

Marital Status  Frequency Percent 

Married 153 73.6 

Single 51 24.5 

Divorced 1 0.5 

Widow  3 1.4 

Total  208 100.0 

 
Table (15) indicates that 73.6% of the sample is married, while 24.5% is single and 0.5% is 
divorced, and 1.4% is widowed.  From the research perspective, the fact that the majority of 
the respondents are married is positive for it makes them more aware of gender roles, within 
the household, which are often reflected in organizations' environment and culture.  

 
- Distribution of Sample by Education 

 
Table (16) 

sample distribution according to education 
 

Education  Frequency Percent 

High School (Tawjihi) 3 1.4 

Diploma 17 8.2 

Bachelor Degree  152 73.4 

Masters Degree  35 16.9 

Total 207 100.0 

 
Table (16) shows that 1.4% of the respondents are Tawjihi holders, 17% are diploma holders, 
73.4% are bachelor degree holders, and 16.9% are Masters degree holders. This corresponds 
with the high percentage of male and female graduates from different universities in the Gaza 
Strip and also with NGOs' orientation to attract young educated professionals. 
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- Distribution of Sample by Years of Experience 
 

Table (17) 
sample distribution according to years of experience 

 

Years of experience Frequency Percent 

less than 3 years  29  14.0 

from 3 to less than 5 years  49  23.7 

from 5 to less than 10 years  64  30.9 

from 10 to less than 15  36  17.4 

15 and above   29  14.0 

Total  207  100.0 

 
We notice from table (17) that 14% of the sample members have less than 3 years of 
experience; 23.7% have from 3 to less than 5 years of experience; 30.9% have from 5 to less 
than 10 years of experience; 17.4% have from 10 to less than 15 years; and 14% have 15 years 
of experience and above. The majority of the respondents have more than 5 years work 
experience which is positive for the results of the study as work experience qualifies them to 
know more about various scopes of work within their organizations, including gender 
mainstreaming.  
 

- Distribution of Sample by Job Title 
Table (18) 

sample distribution according to job title 
 

Job Title Frequency Percent 

Program Manager 52 
25.7 

Project Manager 15 
7.4 

Coordinator 51 
25.2 

Assistant coordinator 30 
14.9 

Field worker 28 
13.9 

Other 26 
12.9 

Total 202 100.0 

 
Table (18) indicates that 25.7% of the respondents hold the title of a programme manager; 
7.4% that of a project manager, 25.2% that of a coordinator; 14.9% that of assistant 
coordinator; 13.9% that of a field worker, while 12.9% hold other titles. This means that the 
majority of respondents belong to senior and middle management levels   , which is actually 
very important for this research as, according to the literature reviewed, the knowledge of 
gender mainstreaming applications is centered within upper management levels in the 
organization and since this research focuses on mainstreaming in NGOs policies and  the 
project cycle; the opinion of both groups are of major importance for the accuracy of results. 
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Section IV 
 

Data Analysis and Hypotheses Testing  
 
  
Introduction:  
In this section, an analysis will be provided for the questionnaire paragraphs, testing each 
hypothesis separately to check if we can accept or reject the hypotheses. The findings will be 
then compared to and contrasted against those of the reviewed studies cited earlier in chapter 
four.  
 
Analysis of the Questionnaire Paragraphs and Hypotheses Testing: 
 

1. Paragraphs testing hypothesis #1: The respondents' existing knowledge of gender 
and gender related terms has a statistical effect (at á = 0.05) on gender 
mainstreaming 

 
Table (19) 

Means and Test values for �Knowledge of gender and gender related concepts� 
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1. I have a good knowledge of gender  
4.15 83.06 13.02 0.000* 

 
1 

2. I have a good knowledge of gender roles 
concept 

3.91 78.18 11.50 0.000* 
5 

3. I have a good knowledge of gender 
equality concept 

3.92 78.35 11.52 0.000* 
4 

4. I can explain the concept of gender to 
others in a simple way  

3.72 74.47 9.30 0.000* 
8 

5. I have a clear idea of gender 
mainstreaming in the organization  

3.86 77.20 10.71 0.000* 
6 

6. I was trained on gender : concepts and 
application by my organization  

3.12 62.43 1.10 0.136 
9 

7. I think my knowledge of gender 
contributes to better gender 
mainstreaming within the work of the 
organization 

3.83 76.50 10.17 0.000* 

7 
8. I think decision makers within the 

organization (the board of directors and 
senior management) have a good idea of 
gender : concepts and applications 

3.99 79.71 11.47 0.000* 

2 
9. The knowledge of decision makers of 

gender is translated into clear efforts to 
mainstream gender in the organization 

3.93 78.53 11.24 0.000* 
3 

Total of the field 3.82 76.46 12.33 0.000*   
* The mean is significantly different from 3 
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Table (19) shows the following results: 

 The mean of the paragraphs �I have a good knowledge of gender� and "I think 
decision makers within the organization (the board of directors and senior 
management) have a good idea of gender: concepts and applications" equal 4.15 
(83.06%) &, 3.99 (79.71%) respectively. Test-value = 13.02 and 11.47 respectively, 
and P-value = 0.000 for both which is smaller than the level of significance 0.05  .  
The sign of the test for both is positive, so the mean of theses paragraph is 
significantly greater than the hypothesized value 3. We conclude that the respondents 
agreed to the two paragraphs. 

 
 The mean of the paragraphs "The knowledge of decision makers of gender is 

translated into clear efforts to mainstream gender in the organization" and "I have a 
good knowledge of gender equality concept" equal 3.93 (78.53%) & 3.92 (78.35%) 
respectively. Test-value = 11.24 & 11.52 respectively, and P-value = 0.000 for both 
which is smaller than the level of significance 0.05  . The sign of the test for both is 
positive, so the mean of these paragraphs is significantly greater than the hypothesized 
value 3. We conclude that the respondents agreed to the two paragraphs. 

 
 The mean of the paragraphs "I have a good knowledge of gender roles concept" & "I 

have a clear idea of gender mainstreaming in the organization" equal 3.91 (78.18%) & 
3.86 (77.20%) respectively. Test-value = 11.50 & 10.71 respectively, and P-value = 
0.000 for both which is smaller than the level of significance 0.05  . The sign of the 
test for both is positive, so the mean of these paragraphs is significantly greater than 
the hypothesized value 3. We conclude that the respondents agreed to the two 
paragraphs paragraph. 

 
 The mean of the paragraphs "I think my knowledge of gender contributes to better 

gender mainstreaming within the work of the organization" and "I can explain the 
concept of gender to others in a simple way "   equal 3.83 (76.50%) & 3.72 (74.47%) 
respectively. Test-value = 10.17 and 9.30 respectively, and P-value = 0.000 for both 
which is smaller than the level of significance 0.05  . The sign of the test for both is 
positive, so the mean of these paragraphs is significantly greater than the hypothesized 
value 3. We conclude that the respondents agreed to the two paragraphs paragraph. 

 
 The mean of the paragraph �I was trained on gender: concepts and application by my 

organization� equals 3.12 (62.43%), Test-value = 1.10, and P-value = 0.136 which is 
greater than the level of significance 0.05  .  Then the mean of this paragraph is 
insignificantly different from the hypothesized value 3. We conclude that the 
respondents are neutral to this paragraph. 

 
 The mean of the field �Knowledge of gender and gender related concepts� equals 

3.82 (76.46%), Test-value = 12.33, and P-value=0.000 which is smaller than the 
level of significance 0.05  .  The sign of the test is positive, so the mean of this 
field is significantly greater than the hypothesized value 3. We conclude that the 
respondents agreed to field of �Knowledge of gender and gender related 

concepts". 
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Commentary:  
 

 Looking at table (19), we notice that the respondents agree overall on having 
knowledge of gender and gender related concepts, which is one major thing to be 
assessed in conducting a gender analysis according to Murison (2004). This finding is 
similar to that of Wallace (1998), Dema (2008) and Dawson (2005), Saxena and 
Thekkudan (2007) where in all studies NGOs staff agreed to having good knowledge 
of gender conceptual terms. It also agrees to the recommendation of Mkenda-Mugittu 
(2003), where he argues that staff should have a clear and common understanding of 
gender and existing gender gaps. The staff agreement over having knowledge of 
gender and gender concepts is, however, based on their own personal assessment and 
on their level of interaction with gender concepts through training and professional 
experience. Hence, their gender knowledge is difficult to assess in terms of depth and 
amount.  

 
 The respondents also agree to that their gender knowledge supports the NGO better 

mainstream gender into their work, which also agrees with the recommendations of  
Wallace (1998), Murison (2004), Dema (2008) and Dawson (2005), where all 
emphasize that staff gender knowledge is  a prerequisite for the application of it as a 
strategy.  

 
 We notice from the table that the respondents agree to the fact that senior 

management, including board members, has a good knowledge of gender  and reflects 
this knowledge in clear efforts to mainstream gender in the work of the organization, 
which can be understood in light of the NGOs work being continuously upgraded 
under donors' demands where a concept of a Western origin, such as , gender 
mainstreaming, becomes necessary to incorporate to achieve funding, which was 
argued in George(2007) and Kuttab(2008) . This finding is different from that of 
Donaghy (2004) as Donaghy argues that senior decision makers in his study are 
unfamiliar with gender mainstreaming. It can be also seen in light of a positive change 
within NGOs in the direction of incorporating more expertise, who have gender 
knowledge, into the Board of Directors. 

 
 We also notice from the table that the respondents are neutral to the paragraph �I was 

trained on gender: concepts and application by my organization�, which means that 

they neither agree nor disagree. This finding, though has to be disregarded, might 
signal that the targeted NGOs either seldom or infrequently provide gender trainings 
for their staff or that the trainings do not include all levels of management. It also 
emphasizes that the level of knowledge of gender that the staff members have can be 
related to working in different NGOs or to personal endeavors in seeking being trained 
rather than depending on a systemized efforts by the NGOs to support gender 
knowledge among staff. This differs from the recommendations of Mursion (2004), 
Rao (2005), Benschop and Verloo( 2006), Dema (2008), Moser and Moser (2005), 
Regmi and Fawcett (1999) and Wallace (1998) , where all studies considered capacity 
building activities and investment in staff trainings on gender necessary for the 
application of gender mainstreaming as a strategy.  
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2. Paragraphs testing hypothesis #2: The NGOs existing policies and strategies have a 

statistical effect (at á = 0.05) on gender mainstreaming 
 

Table (20)  
Means and Test values for �Gender Mainstreaming in organization's policies and 

procedures" 
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1. The organization has a clear policy on gender 
mainstreaming in its work 

3.48 69.62 6.76 0.000* 
18 

2. The organization has a clear strategy on 
gender mainstreaming  

3.51 70.14 6.44 0.000* 
17 

3. I was involved in the development of a 
gender mainstreaming policy  

2.81 56.21 -2.27 0.012* 
27 

4. The organization has an exclusively- 
developed  guidelines to support 
mainstreaming gender in all its policies and 
programmes  

3.16 63.20 -2.69 0.004* 

24 
5. The mission, vision and overall objectives of 

the organization refer to gender equality in 
one way or another 

3.71 74.15 9.08 0.000* 
12 

6. The organization has a gender advisor who 
works on a regular or irregular basis  

2.73 54.58 -3.23 0.001* 
29 

7. The gender advisor provides consultation to 
all programmes' and projects' senior 
management and working teams  

2.74 54.75 -2.57 0.005* 
28 

8. The organization's culture reflects an 
understanding of gender equality  

3.71 74.12 9.49 0.000* 
13 

9. The employees' culture reflects an 
understanding of gender equality  

3.66 73.24 9.05 0.000* 
14 

10. When the organization conducts a strategic 
planning, it takes into consideration gender 
mainstreaming as an important indicator to 
organizational performance  

3.77 75.44 9.66 0.000* 

10 
11. When the organization conducts a strategic 

evaluation, it takes into consideration gender 
mainstreaming as an important indicator to 
organizational performance  

3.74 74.88 9.87 0.000* 

11 
12. The organization conducts or conducted a 

gender analysis of target groups before 
starting projects implementation 

3.35 67.06 5.43 0.000* 
21 

13. The organization's structure reflects a clear 
gender balance (equal number of men and 
women in similar positions)  

3.44 68.75 6.18 0.000* 
19 

14. There is a gender balance within the 
organization's board of directors ( equal 
number of men and women )  

3.03 60.68 0.40 0.346 
25 

15. Senior management " departments', 
programmes' , and projects managers" reflect 
a gender balance  ( equal number of men and 
women )   

3.02 60.41 0.08 0.468 

26 
16. Middle Management ( project coordinators, 3.35 67.01 4.48 0.000* 22 
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facilitators, project assistants, admin 
assistants , accountants, secretaries ) reflect a 
gender balance 

17. The Board of directors members participate 
equally in decision making regardless if they 
were men or women  

3.95 78.91 11.30 0.000* 
6 

18. The organization has recruitment policies that 
clearly reflects gender equality ( in terms of 
number and type of jobs both sexes can have) 

3.85 76.99 10.36 0.000* 
8 

19. The organization gives equal salaries to  men 
and women employees working in same 
positions  

4.04 80.88 10.97 0.000* 
3 

20. Vacancies' advertisements include " 
knowledge of gender" as a requirement of the 
advertised post 

3.38 67.51 4.56 0.000* 
20 

21.  Selection panels for new  positions, within 
the organization, include men and women 
panelists  in a balanced manner  

3.62 72.46 7.82 0.000* 
15 

22. Men and women employees  are given equal 
opportunities for promotion based on the 
results of their performance appraisal  

3.84 76.76 9.71 0.000* 
9 

23. The staff performance appraisal policy 
reflects gender equality ( women are not 
considered less qualified due to family 
obligations or their reproductive role)  

3.96 79.12 10.74 0.000* 

5 
24. The organization provides adequate working 

conditions responsive to the needs of men and 
women employees  

3.98 79.61 11.36 0.000* 
4 

25. Equal Resources ( mobiles , cars, stationary )  
are available for  men and women employees 
working in the same positions  

4.13 82.62 12.12 0.000* 
2 

26. Employees are not excluded from doing a 
certain task or participating in an event  based 
on their gender  

4.16 83.19 12.39 0.000* 
1 

27. The employees in the organization are 
provided with  trainings on gender 
mainstreaming  

3.32 66.44 4.47 0.000* 
23 

28. The organization gives equal training 
opportunities to both men and women 
employees  on strategic topics i.e. strategic 
planning , leadership, decision making to etc. 

3.90 78.09 11.17 0.000* 

7 
29. I think gender mainstreaming efforts in 

policies  and procedures are planned and not 
arbitrary 

3.58 71.54 7.65 0.000* 
16 

 Total of the field 3.55 71.07 10.38 0.000*   
* The mean is significantly different from 3 

Table (20) shows the following results: 
 The mean of the paragraphs �Employees are not excluded from doing a certain task or 

participating in an event based on their gender�, "Equal Resources (mobiles, cars, 
stationary) are available for men and women employees working in the same positions 
", and "The organization gives equal salaries to men and women employees working 
in same positions " equal 4.16 (83.19%), 4.13 (82.62%) & 4.04 (80.88 %) 
respectively. Test-value = 12.39, 12.12, and 10.97 respectively, and P-value = 0.000 
for all three which is smaller than the level of significance 0.05  .  The sign of the 
test for all three is positive, so the mean of these paragraphs is significantly greater 
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than the hypothesized value 3. We conclude that the respondents agreed to the three 
paragraphs. 

 
 The mean of the paragraphs �The organization provides adequate working conditions 

responsive to the needs of men and women employees�, "The staff performance 
appraisal policy reflects gender equality (women are not considered less qualified due 
to family obligations or their reproductive role) ", and "The Board of directors 
members participate equally in decision making regardless if they were men or women  
" equal 3.98 (79.61%), 3.96 (79.12%) & 3.95 (78.91 %) respectively. Test-value = 
11.36, 10.74, and 11.30 respectively, and P-value = 0.000 for all three which is smaller 
than the level of significance 0.05  .  The sign of the test for all three is positive, so 
the mean of these paragraphs is significantly greater than the hypothesized value 3. 
We conclude that the respondents agreed to the three paragraphs. 

 
 The mean of the paragraphs �The organization gives equal training opportunities to 

both men and women employees  on strategic topics i.e. strategic planning , 
leadership, decision making to etc. �, "The organization has recruitment policies that 

clearly reflects gender equality ( in terms of number and type of jobs both sexes can 
have) ", and "Men and women employees  are given equal opportunities for promotion 
based on the results of their performance appraisal " equal 3.90 (78.09%), 3.85 
(79.99%) & 3.84 (76.76 %) respectively. Test-value = 11.17, 10.36, and 9.71 
respectively, and P-value = 0.000 for all three which is smaller than the level of 
significance 0.05  .  The sign of the test for all three is positive, so the mean of these 
paragraphs is significantly greater than the hypothesized value 3. We conclude that the 
respondents agreed to the three paragraphs. 

 
 The mean of the paragraphs �When the organization conducts a strategic planning, it 

takes into consideration gender mainstreaming as an important indicator to 
organizational performance  �, "When the organization conducts a strategic evaluation, 
it takes into consideration gender mainstreaming as an important indicator to 
organizational performance  ", and "The mission, vision and overall objectives of the 
organization refer to gender equality in one way or another" equal 3.77 (75.44%), 3.74 
(74.88%) & 3.71 (74.15 %) respectively. Test-value = 9.66, 9.87, and 9.08 
respectively, and P-value = 0.000 for all three which is smaller than the level of 
significance 0.05  .  The sign of the test for all three is positive, so the mean of these 
paragraphs is significantly greater than the hypothesized value 3. We conclude that the 
respondents agreed to the three paragraphs. 

 
 The mean of the paragraphs �The organization's culture reflects an understanding of 

gender equality�, "The employees' culture reflects an understanding of gender equality 
", and "Selection panels for new positions, within the organization, include men and 
women panelists in a balanced manner" equal 3.71 (74.12%), 3.66 (73.24%) & 3.62 
(74.46 %) respectively. Test-value = 9.49, 9.05, 7.82 respectively, and P-value = 0.000 
for all three which is smaller than the level of significance 0.05  .  The sign of the 
test for all three is positive, so the mean of these paragraphs is significantly greater 
than the hypothesized value 3. We conclude that the respondents agreed to the three 
paragraphs. 

 
 The mean of the paragraphs �I think gender mainstreaming efforts in policies and 

procedures are planned and not arbitrary�, "The organization has a clear strategy on 
gender mainstreaming", and "The organization has a clear policy on gender 
mainstreaming in its work" equal 3.58 (71.54%), 3.51 (70.14%) & 3.48 (69.62 %) 
respectively. Test-value = 7.65, 6.44, 6.76 respectively, and P-value = 0.000 for all 
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three which is smaller than the level of significance 0.05  .  The sign of the test for 
all three is positive, so the mean of these paragraphs is significantly greater than the 
hypothesized value 3. We conclude that the respondents agreed to the three 
paragraphs. 

 
 The mean of the paragraphs �The organization's structure reflects a clear gender 

balance (equal number of men and women in similar positions)�, "Vacancies' 
advertisements include " knowledge of gender" as a requirement of the advertised 
post", and "The organization conducts or conducted a gender analysis of target groups 
before starting projects implementation" equal 3.44 (68.75%), 3.38 (67.51%) & 3.35 
(67.06 %) respectively. Test-value = 6.18, 5.56, and 5.43 respectively, and P-value = 
0.000 for all three which is smaller than the level of significance 0.05  .  The sign of 
the test for all three is positive, so the mean of these paragraphs is significantly greater 
than the hypothesized value 3. We conclude that the respondents agreed to the three 
paragraphs. 

 
 The mean of the paragraphs �Middle Management ( project coordinators, facilitators, 

project assistants, admin assistants , accountants, secretaries ) reflect a gender 
balance�,  and "The employees in the organization are provided with  trainings on 
gender mainstreaming ", equal 3.35 (67.01%) and 3.32 (66.44%)  respectively. Test-
value = 4.48, and 4.47 respectively, and P-value = 0.000 for the two which is smaller 
than the level of significance 0.05  .  The sign of the test for the two is positive, so 
the mean of these paragraphs is significantly greater than the hypothesized value 3. 
We conclude that the respondents agreed to the two paragraphs. 

 
 The mean of the paragraphs �there is a gender balance within the organization's board 

of directors (equal number of men and women)� & " Senior management " 

departments', programmes' , and projects managers" reflect a gender balance  ( equal 
number of men and women )" equal 3.03 (60.68%) and 3.02 (60.41), Test-value = 0.40 
and 0.08, and P-value = 0.346 and 0.468 which are both greater than the level of 
significance 0.05  .Then the mean of these two paragraphs is insignificantly 
different from the hypothesized value 3. We conclude that the respondents are neutral 
to these paragraphs. 

 
 The mean of the paragraphs "The organization has an exclusively- developed  

guidelines to support mainstreaming gender in all its policies and programmes", " I 
was involved in the development of a gender mainstreaming policy",  "The gender 
advisor provides consultation to all programmes' and projects' senior management and 
working teams", and �The organization has a gender advisor who works on a regular 

or irregular basis� equals  3.16 (63.20%), 2.81 (56.21 %), 2.74 (54.75%), and 
2.73(54.58%)  respectively, Test-value = ,  -2.69 ,-2.27, -2.57, and -3.23, respectively , 
and P-value =0.004, 0.012, 0.005, and 0.001 which all are smaller than the level of 
significance 0.05  .  The sign of the test for all four is negative, so the mean of these 
paragraphs is significantly smaller than the hypothesized value 3. We conclude that the 
respondents disagreed to these four paragraphs.  

 
 The mean of the filed �Gender Mainstreaming in organization's policies and 

procedures� equals 3.55 (71.07%), Test-value = 10.38, and P-value=0.000 which is 
smaller than the level of significance 0.05  .  The sign of the test is positive, so 
the mean of this field is significantly greater than the hypothesized value 3. We 
conclude that the respondents agreed to field of �Gender Mainstreaming in 

organization's policies and procedures� 
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 The respondents were also asked the following questions which were analyzed as a 
separate group, due to following a different scale (different than the likert scale): 

  
1. There is a gender balance within the organization's board of directors (equal number of 

men and women). In case you "disagree", the more represented are: 
 

Table (21) 
 

Answer Frequency Percent 
Males 75 74.3 
Females 26 25.7 
Total 101 100.0 

 
According to the respondents who disagreed to the existence of gender balance within 
the board of directors within their organization, 74.3% of the board members are men 
while 25.7% of them are women. 
 

2. Senior management "departments', programmes' , and projects' managers" reflect a 
gender balance  ( equal number of men and women )  In case you "disagree", the more 
represented are: 

Table (22) 
 

Answer Frequency Percent 
Males 76 75.2 
Females 25 24.8 
Total 101 100.0 

 
According to the respondents who disagreed to the existence of gender balance within 
senior management, 75.2% of the senior management is men while 24.8% is women. 
 

3. Middle management (project coordinators, facilitators, project assistants, admin 
assistants, accountants, secretaries) reflect a gender balance. In case you "disagree".  
The more represented are: 

 
Table (23) 

 
Answer Frequency Percent 
Males 32 43.2 
Females 42 56.8 
Total 74 100.0 

 
According to the respondents who disagreed to the existence of gender balance within 
middle management, 43.2% of the middle management is men and 56.8% is women.  
 

Commentary:  
 We notice from table (20) that overall the respondents agree to that gender is 

mainstreamed into the policies and procedures of the organization, which goes a long 
with Moser and Moser (2005), where they argue that  institutions have put in place 
gender mainstreaming policies.  Different reasons might be behind the agreement of 
respondents over mainstreaming gender in policies, including the one mentioned 
before which is the NGOs exerting efforts to upgrade their performance to meet their 
donors' standards, also argued by George (2007) and Palmary and Nunez (2009).  It 
might be also due to an overall change in the environment of the NGOs due to the 
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pacing increase of the number of female staff in the last years, where policies were 
changed under the lobby of larger number of women staff and not vice versa (i.e. 
policies bringing more women to the work environment and empowering them). It can 
be also attributed to strategic upgrading of policies in general including taking 
mainstreaming gender as a cross cutting concept, so on and so forth.  

 
 Though there was a general agreement, by respondents, over the existence of 

mainstreaming in policies, according to Rees (2005), confusion often happens between 
a full mainstreaming approach and simply using one or two of the tools. So from the 
research perspective, the respondents are not fully aware of the entailment of the 
existence of a policy or a strategy and they confuse some good practices they see with 
a full fledged policy that had several requirements over the organization's work. 

 
 We notice that the respondents disagreed to being involved in the development of a 

gender mainstreaming policy, which signals that the formation of a policy was an up 
centered process; a thing that is more likely to cause lack of understanding from staff 
for the policy and what it necessitates. This finding is different from what came in 
Mursion (2004) where knowledge sharing and staff involvement is crucial for the 
application of mainstreaming as a strategy. It also disagrees with Dawson's (2005) 
recommendation to have staff involved in order to own written policies and implement 
them and with Benschop's and Verloo's (2006) stating that a full mainstreaming 
approach is  participatory process that has to involve all actors.   

 
 Respondents also disagree to having exclusively developed gender guidelines that they 

can refer to.  So if a staff member wants to make sure that a certain task/procedure is 
gender sensitive, s/he does not have a manual to refer to. This is a big missing circle in 
the chain of gender mainstreaming within organizational work -because simply having 
a big put �over- the- shelf policy does not help staff understand methods of GM 
application, particularly senior management. This finding supports the research 
position that the existence of a written policy, agreed to by respondents, does not 
imply a full gradual process where gender mainstreaming was adopted as a policy and 
then translated into concrete steps.  So moving from rhetoric to implementation is 
difficult for NGOs which relates to the findings of Moser and Moser (2005), Saxena 
and Thekkudan (2007), where moving from theory to application is the major 
challenge to gender mainstreaming.  

 
 We also notice the respondents' disagreement to the existence of a gender specialist 

within the NGO and ultimately to having no professional person to provide advice for 
staff on how to mainstream gender into their work. This finding differs from the 
recommendations mentioned in Wallace (1998), Mursion (2004), and Rao& Kelleher 
(2005), where the existence of gender advocates is much recommended to help advise 
different programmes and projects teams. According to Wallace (1998), the UK NGOs 
that invested in employing gender specialist staff have made the greatest headway in 
thinking about and tackling gender issues in development. The reasons behind not 
employing a gender specialist might be various. They can include the lack of 
resources, cited by Saxena and Thekkudan (2007) as a major obstacle to 
mainstreaming, lack of available capacities; meaning few gender experts are available, 
or simply lack of belief in the importance of the existence of such an expert, which 
also supports the research opinion that though efforts are existent, they are not intrinsic 
or institutionalized.  

 
 The respondents are split when it comes to viewing gender balance in senior 

management and the board of directors. Almost half of them are neutral to the 
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existence of gender balance in the aforementioned management levels. The second 
half of respondents disagreed to the existence of such balance. According to them, the 
majority of the board members are men (74.3% men and 25.7% women) and the 
majority of senior management positions are occupied by men (75.2% men and 24.8% 
women),which goes with the research assumption that though women are well 
represented in number across the NGOs, they are not equally represented in decision 
making positions. This finding agrees with Dema's (2008), where he percentage of 
women on the Boards of Directors of large Spanish companies does not reach 5% and 
on many of these Boards there is no woman at all and with Wallace's (1998) , where 
Boards of Trustees are predominantly males. Only in two of the 17 sampled NGOs did 
women make up more than one-third of Trustees, and in several they comprised 10 per 
cent or below.  

 
 The respondents are split when it comes to viewing gender balance in middle 

management positions. Almost two thirds of the respondents agreed to the existence of 
gender balance within middle management levels in the targeted NGOs. This supports 
the research viewpoint that the large number of women working in NGOs might be 
centered in middle or lower management positions, which means that their influence 
in decisions and policy formatting is not equal to that of their men colleagues. This 
agrees with Benchop & Verloo (2006), where they see men as overrepresented in 
technical and management functions as vertical segregation is found as 81.3% of the 
highest positions are held by men against 18.7% held by women., and to that of 
Dema's (2008), where women occupy 42% of executive posts, versus the 58% 
occupied by men. This situation of near parity only occurs in small and medium-sized 
organizations; in large organizations according to Dema, women occupy 25% of such 
posts and men, the remaining 75%. It also agrees with the findings of Dema's(2008), 
Wallace's (1998) and Benschop's &Verloo's (2006), where  women frequently form 
the majority of staff within NGOs but this is not indicative of the role they have in 
decision making processes. The same goes for this research.  Though gender balance 
in middle management, according to respondents exists, it is not indicative (as noted 
by Dema 2008) of women's equal presence in decision-making posts or to a capacity 
to express their demands in accordance with their participation in these organizations. 

 
 More than third of the respondents disagreed to the existence of gender balance within 

middle management, citing women to be slightly more represented than men (43.2% 
men and 56.8% women). This means that women are more represented in middle 
management positions , which corresponds with Wallace's finding (1998), where 
women frequently form the majority of staff within NGOs, but their status, experience, 
qualifications, ability (or inability) to travel, and other factors prevent them rising 
above middle-management jobs and it also agrees with Dema's (2008), where almost 
all the technical staff in small organizations are women, as are 78% of those working 
in medium-sized organizations. It also agrees with Clark and Michuki (2009) as 15 out 
of the 19 NGOs (79 per cent) they investigated have more females than males working 
in them.   This concentration in middle management positions might be due to the 
senior management's belief that women are good at certain jobs such as "admin 
assistant, coordinator, accountant etc" being hard workers and obedient rather than  to 
structured efforts to have women well represented, equally as men, in the work force 
of the organization. It can also be due to women's reluctance in seeking higher 
positions either because of an un-enabling work environment, abiding family 
obligations, or sometimes both collaborating together hindering women from perusing 
advancement in their careers. 
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 The split in opinion over gender balance within NGOs at the various levels might be 
due to targeting various NGOs that have different policies, approaches, and size of 
operations.   

  
 Examining the respondents' answers to human resource procedures, we notice that 

they agree to a good level of mainstreaming in these procedures. This can be due to the 
NGOs following the model of UN agencies or governmental organizations in 
developing human resource policies that are clarified in manuals, where men and 
women are subject to the same recruitment and selection processes, salary scales, 
promotion system, training and development so on and so forth. This can help majorly 
in institutionalizing gender in the NGOs environment. Even if perceptions and 
attitudes of the senior management were not supportive of an equality approach, the 
gender sensitive human resource procedures help change the "genderness" of the 
organizations gradually. This finding is different from that of Rao (2005) and is 
similar to the recommendations of Mursion (2004) and Wallace (1998).  

 
 
3. Paragraphs testing hypothesis #3: The NGOs project cycle has a statistical effect 

(at á = 0.05) on gender mainstreaming 
 

Table (24) 
Means and Test values for �Gender Mainstreaming in the project cycle� 
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1. The organization projects target men and 
women  in a balanced manner  

4.31 86.22 13.68 0.000* 
1 

2. The organization implements some projects 
that target women only as beneficiaries  

3.88 77.55 9.90 0.000* 
11 

3. The projects objectives reflect the priorities, 
needs and opportunities of men and women 
target groups  

4.02 80.48 12.01 0.000* 
2 

4. The planned projects strategies respond to the 
differences between men and women when it 
comes to knowledge, skills  and ability to 
access  resources 

3.88 77.57 11.15 0.000* 

10 
5. There is a special strategy put in place to 

ensure that women benefit from  projects   
3.78 75.61 9.83 0.000* 

17 
6. The activities are planned in a manner to 

decrease the possibility of gender 
discrimination against women as beneficiaries  

3.86 77.29 10.52 0.000* 
13 

7. Men and women employees participate in an 
equal way  in projects planning (in terms of 
number and type of participation) 

3.89 77.79 10.89 0.000* 
7 

8. Men and women employees participate 
equally in  projects steering committees(in 
terms of number and level of participation) 

3.87 77.38 10.72 0.000* 
12 

9. Men and women employees participate 
equally in  meetings with target groups (in 
terms of number and level of participation)   

3.90 77.97 11.68 0.000* 
6 

10. Men and women target groups participate 
equally in project planning 

3.86 77.27 10.47 0.000* 
14 
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11. The organization has serious attempts to 

involve gender advocates and women activists 
(academics, researchers, policy analysts ) in 
project planning  

3.43 68.56 6.08 0.000* 

28 
12. Projects set indicators include gender 

indicators (reflects the difference in projects' 
impact on both sexes)  

3.68 73.59 9.99 0.000* 
22 

13. Gender concepts are included in the logical 
framework clearly 

3.60 72.08 8.36 0.000* 
26 

14. Men and women employees have equal 
participation in projects' implementation  

3.80 76.06 10.11 0.000* 
15 

15. Men and women beneficiaries have equal 
participation in projects' implementation  

3.79 75.79 10.23 0.000* 
16 

16. Men and women target groups have equal 
access to resources ( loans, grants, training 
opportunities, small business support)  

3.88 77.61 11.23 0.000* 
9 

17. The organization works on solving problems 
during project implementation that are resulted 
from gender discrimination  

3.97 79.43 12.67 0.000* 
3 

18. Part of some projects activities is the support 
of gender mainstreaming within smaller 
partner CBOs 

3.64 72.88 9.62 0.000* 
24 

19. Monitoring and evaluation teams have good 
gender balance ( equal number of both sexes)  

3.65 72.91 9.02 0.000* 
23 

20. Monitoring and evaluation teams include 
people with gender experience  

3.56 71.27 7.86 0.000* 
27 

21. The information collected for evaluating 
projects is sex-disaggregated  

3.70 73.91 8.62 0.000* 
21 

22. The monitoring and evaluation process 
includes collecting information from men and 
women beneficiaries 

3.92 78.37 11.72 0.000* 
5 

23. The monitoring and evaluation process 
includes studying the impact of the project on 
both men and women beneficiaries 

3.89 77.70 11.17 0.000* 
8 

24. The monitoring and evaluation process helps 
identify the obstacles to equal men's and 
women's participation in the project  

3.76 75.15 9.99 0.000* 
18 

25. Corrective measures are put in place by the 
organization if the monitoring and evaluation 
collected information revealed unequal benefit 
of both sexes  

3.72 74.42 10.01 0.000* 

20 
26. The organization works on gender responsive 

budgeting 
  

3.63 72.57 8.54 0.000* 
25 

27. I think the organization supports the 
participation of women at all levels ( 
grassroots, professional,  and decision making 
) levels  

3.94 78.85 11.82 0.000* 

4 
28. I think the organizations' gender 

mainstreaming efforts in the project cycle are 
planned and not arbitrary  

3.74 74.81 9.24 0.000* 
19 

 Total of the field 3.81 76.14 12.93 0.000*   
* The mean is significantly different from 3 
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Table (24) shows the following results: 
 The mean of the paragraphs �The organization projects target men and women  in a 

balanced manner �, "The projects objectives reflect the priorities, needs and 
opportunities of men and women target groups ", "The organization works on solving 
problems during project implementation that are resulted from gender discrimination " 
and "I think the organization supports the participation of women at all levels ( 
grassroots, professional,  and decision making ) levels "  equal 4.31 (86.22%),   4.02 
(80.48%), 3.97 (79.43%) and 3.94 (78.85%) respectively. Test-value = 13.68, 12.01, 
12.67 and 11.82 respectively, and P-value = 0.000 for all four which is smaller than 
the level of significance 0.05  .  The sign of the test for all four is positive, so the 
mean of these paragraphs is significantly greater than the hypothesized value 3. We 
conclude that the respondents agreed to the four paragraphs. 

 
 The mean of the paragraphs �The monitoring and evaluation process includes 

collecting information from men and women beneficiaries�, "Men and women 
employees participate equally in  meetings with target groups (in terms of number and 
level of participation)", "Men and women employees participate in an equal way  in 
projects planning (in terms of number and type of participation) " and "The monitoring 
and evaluation process includes studying the impact of the project on both men and 
women beneficiaries"  equal 3.92 (78.37%),  3.90 (77.97 %), 3.89 (77.79%) and 
3.89(77.70%) respectively. Test-value = 11.72, 11.68, 10.89, and 11.17 respectively, 
and P-value = 0.000 for all four which is smaller than the level of 
significance 0.05  .  The sign of the test for all four is positive, so the mean of these 
paragraphs is significantly greater than the hypothesized value 3. We conclude that the 
respondents agreed to the four paragraphs. 

 
 The mean of the paragraphs �Men and women target groups have equal access to 

resources ( loans, grants, training opportunities, small business support)�, "The 
planned projects strategies respond to the differences between men and women when 
it comes to knowledge, skills  and ability to access  resources", "The organization 
implements some projects that target women only as beneficiaries  " and "Men and 
women employees participate equally in  projects steering committees(in terms of 
number and level of participation)"  equal 3.88 (77.61%),  3.88 (77.57 %), 
3.88(77.55%) and 3.87 (73.38%) respectively. Test-value = 11.23, 11.15, 9.90, and 
10.72 respectively, and P-value = 0.000 for all four which is smaller than the level of 
significance 0.05  .  The sign of the test for all four is positive, so the mean of these 
paragraphs is significantly greater than the hypothesized value 3. We conclude that the 
respondents agreed to the four paragraphs. 

 
 The mean of the paragraphs �The activities are planned in a manner to decrease the 

possibility of gender discrimination against women as beneficiaries ", "Men and 
women target groups participate equally in project planning ", "Men and women 
employees have equal participation in projects' implementation" and "Men and women 
beneficiaries have equal participation in projects' implementation " equal 3.86 
(77.29%), 3.86 (77.27 %), 3.80(70.06%) and 3.79 (75.79%) respectively. Test-value = 
10.52, 10.47, 10.11, and 10.23 respectively, and P-value = 0.000 for all four which is 
smaller than the level of significance 0.05  .  The sign of the test for all four is 
positive, so the mean of these paragraphs is significantly greater than the hypothesized 
value 3. We conclude that the respondents agreed to the four paragraphs. 

 
 The mean of the paragraphs �There is a special strategy put in place to ensure that 

women benefit from  projects�, "The monitoring and evaluation process helps identify 
the obstacles to equal men's and women's participation in the project ", "I think the 
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organizations' gender mainstreaming efforts in the project cycle are planned and not 
arbitrary " and "Corrective measures are put in place by the organization if the 
monitoring and evaluation collected information revealed unequal benefit of both 
sexes"  equal 3.78 (75.61%),  3.76 (75.15 %), 3.74 (74.81%) and 3.72 (74.42%) 
respectively. Test-value = 9.83, 9.99, 9.24, and 10.01 respectively, and P-value = 
0.000 for all four which is smaller than the level of significance 0.05  .  The sign of 
the test for all four is positive, so the mean of these paragraphs is significantly greater 
than the hypothesized value 3. We conclude that the respondents agreed to the four 
paragraphs. 

 
 The mean of the paragraphs �The information collected for evaluating projects is sex-

disaggregated �, "Projects set indicators include gender indicators (reflects the 
difference in projects' impact on both sexes) ", " Monitoring and evaluation teams 
have good gender balance ( equal number of both sexes)"  and "Part of some projects 
activities is the support of gender mainstreaming within smaller partner CBOs"  equal 
3.70 (73.91%),  3.68 (73.59 %), 3.65 (72.91%) and 3.64 (72.88%) respectively. Test-
value = 8.62, 9.99, 9.02, and 9.62 respectively, and P-value = 0.000 for all four which 
is smaller than the level of significance 0.05  .  The sign of the test for all four is 
positive, so the mean of these paragraphs is significantly greater than the hypothesized 
value 3. We conclude that the respondents agreed to the four paragraphs. 

 
 The mean of the paragraphs �The organization works on gender responsive 

budgeting�, "Gender concepts are included in the logical framework clearly", " 
Monitoring and evaluation teams include people with gender experience" and "The 
organization has serious attempts to involve gender advocates and women activists 
(academics, researchers, policy analysts) in project planning " equal 3.63 (72.57%), 
3.60 (72.08 %), 3.56 (71.27%) and 3.43 (68.56%) respectively. Test-value = 8.54, 
8.36, 7.86, and 6.08 respectively, and P-value = 0.000 for all four which is smaller 
than the level of significance 0.05  .  The sign of the test for all four is positive, so 
the mean of these paragraphs is significantly greater than the hypothesized value 3. 
We conclude that the respondents agreed to the four paragraphs. 

 
 The mean of the filed �Gender Mainstreaming in the project cycle� equals 3.81 

(76.14%), Test-value = 13.68, and P-value=0.000 which is smaller than the level of 
significance 0.05  .  The sign of the test is positive, so the mean of this field is 
significantly greater than the hypothesized value 3. We conclude that the 
respondents agreed to field of �Gender Mainstreaming in the project cycle�.  

 
 The respondents were also asked the following questions which were analyzed as a 

separate group, due to following a different scale (than the likert scale):  
 

1. Men and women employees participate in an equal way in projects planning (in terms 
of number and type of participation). In case you "disagree". The more represented 
are: 

Table (25) 
 

Answer Frequency Percent 
Males 26 70.3 
Females 11 29.7 
Total 37 100.0 

 
According to the respondents who disagreed to that men and women employees 
participate in an equal way in projects planning (in terms of number and type of 
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participation), 70.3% cite males as more represented and 29.7% cite females as more 
represented. 
 

2. Men and women target groups participate equally in project planning. In case you 
"disagree", the more represented are: 

 
Table (26) 

 
Answer Frequency Percent 
Males 18 62.1 
Females 11 37.9 
Total 29 100.0 

 
According to the respondents who disagreed to that men and women target groups 
participate equally in project planning, (62.1%) cite men as more represented and 
(37.9%) cite women as more represented. 

 
Commentary: 

 According to table (24), the respondents agree overall that the NGOs in which they 
work mainstream gender in the project cycle, which agrees with Mkenda-Mugittu 
(2003) who argues that gender has to be mainstreamed in all project activities and not 
treated in isolation. . The finding that the sample NGOs mainstream gender into 
project cycle can be back in reason to that projects have a finite period and they are 
easier to control in terms of upgrading and re-engineering. In addition, most projects 
have a specific budget and; hence available resources to put certain measures in place 
that can support gender equality, which agrees with Donaghy (2004) Stratigaki(2005), 
who both cite lack of resources as main obstacles to mainstreaming. 

 
 The overall agreement over the existence of gender mainstreaming in NGOs project 

cycle can be due to donors' policies, where projects have to be gender sensitive, 
putting an effort to incorporate gender at the different phases of projects So it might be 
that most of the NGOs follow donors' guidelines in their projects and; thus, we find the 
respondents answers to the paragraphs on the positive side. The adherence to gender 
rules is argued in Wendoh & Wallace (2005), George (2007), Kuttab (2008) and 
Palmary and Nunez (2009) to jeopardize the national ownership of gender concepts. 
That's why further analysis is needed to investigate 'the why' aspect of these findings. 

 
 The respondents agree that their NGOs mix between a gender mainstreaming approach 

and the positive action approach19, meaning that they implement projects targeting 
both sexes in a balanced manner and they also implement specific projects that target 
women, this goes along with George (2007) , not clear though if the equal targeting or 
the specific women's projects target women's empowerment or not , which is also 
mentioned by  Dawson (2005) as he notices that the NGOs orientation is to follow a 
WID20 approach; not specifically directed at addressing gender inequality. 

 
 At a grassroots level, there is an overall agreement of respondents that NGOs projects 

involve men and women target groups in the various stages of projects i.e. planning, 
implementation, and monitoring and evaluation, which disagrees with Regmi and 
Fawcett (1999) finding that women are seldom involved in essential planning 
activities. Respondents also agree that projects take into account a balanced benefit for 

                                                
19
�See Chapter Two: section II : page 13 

20 See Chapter Two : section I : page 11� 
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men and women target groups and that NGOs put a special strategy to ensure the 
women's overall benefit. This echoes the finding that NGOs rely a lot on positive 
action approach, where women are considered as a group that needs special targeting, 
though not exactly mainstreaming, it sure supports the benefit of women. This agrees 
with the findings of Mkenda-Mugittu (2003) and Regmi and Fawcett (1999). 

 
 The respondents also agree that there are special measures put in place to ensure 

women's participation, understanding the difference in priorities, skills and knowledge 
between them and men, which is a very positive result, looking at the fact that unlike 
professional levels, at the grassroots levels, women seem to have less knowledge and 
poorer access to resources. So building the projects in a manner that tries to correct 
these gaps is one core pillar of a gender mainstreaming philosophy which is 
highlighted by Mkenda-Mugittu (2003). The respondents also agree that the projects 
objectives reflect the different needs of both sexes, agreeing with Mkenda-Mugittu 
(2003) and Regmi and Fawcett (1999) as a major pre-requisite to mainstream gender 
in the project cycle, and disagreeing with Dawson (2005) who argues that project 
objectives rarely include mention of working towards gender equality. 

 
 In terms of project staff, it seems that there is an overall agreement of respondents that 

men as well as women's employees are involved in project planning and project 
implementation, which disagrees with Regmi and Fawcett (1999) that the ratio of 
women to men is very poor at all levels and agrees with their recommendation that 
participatory approaches should be used, along with the presence of gender-sensitive 
men and women in the project teams. There was less agreement among respondents, 
however, that the NGOs involve gender advocates and women activists (academics, 
researchers, policy analysts) in project planning, which is different from Rao and 
Kelleher (2005) recommendation that gender advocates should be on board to enhance 
the status of gender equality. The gender balance within project teams corresponds 
with this research earlier finding, that women occupy a high percentage of the middle 
management positions within NGOs, under which project positions are classified. This 
can be due to an overall NGOs supportive environment to women, outlined in Rao 
(2005), a high pursuit of careers in NGOs by women as described in Clark and  
Michuki (2009) due to NGOs professionalization and challenging environment, or to 
donors' specifications mentioned in George (2007). Another angel of looking at the 
balanced teams of men and women is that project positions are considered temporary 
positions of short duration, which women - who are consistently excluded from the 
work force - enthusiastically seek. This agrees with Benschop & Verloo (2006) 
finding that the division of permanent appointments is gendered as well: 92.6% of 
men, compared with 71.9% of women hold permanent positions in the organization. It 
can be also that NGOs prefer to employee women project teams because they accept 
less than their men colleagues in terms of privileges and have a smaller turn over ratio. 
Again this research analysis echoes the findings of both Dema (2008) and Wallace 
(1998) that the majority presence of women in NGOs does not lead to their equal 
presence in decision-making posts or to a capacity to express their demands in 
accordance with their participation in these organizations and that appointing women 
does not imply that an organization will become gender-sensitive. 

  
 As of monitoring and evaluation, the respondents also agree that project indicators 

should involve gender indicators reflecting the difference in impact on both sexes, 
which corresponds with Mkenda-Mugittu (2003) recommendation. They agree that 
gender concepts are mentioned in the log-frame clearly which matches De Waal 
(2006) findings. The respondents agree that the NGOs involve both men and women 
in monitoring and evaluation teams and that the information collected for monitoring 
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and evaluation purposes is "sex-disaggregated"; citing  the number of men 
beneficiaries as opposed to the number of women's beneficiaries. There is also high 
agreement between them that the information for monitoring and evaluation is 
collected from men and women target groups. These findings signify an overall 
orientation to mainstream gender in monitoring and evaluation as advocated by De 
Waal (2006), who argues, however, that while numerical targets provide focus and 
indicate priorities, they can also hide as much as they reveal. So, in other words, 
though men and women target groups are involved in the M& E process, the level of 
involvement can not be easily measured. 

   
 According to the respondents who disagreed to that men and women employees 

participate in an equal way in projects planning (in terms of number and type of 
participation), 70.3% cite males as more represented and 29.7% cite females as more 
represented. Though the number of respondents to this question is small, meaning few 
(only 37) believed in the existence of a gender bias in planning, it signifies that men 
might have all in all a bigger role in the planning phase. Considering what was 
previously argued in this research and based on the majority's opinions, that men and 
women employees are equally involved into projects planning phase, the research 
emphasizes the importance of investigating this involvement, understanding the multi 
layered reasons behind it.   

 
 According to the respondents who disagreed to that men and women target groups 

participate equally in project planning, (62.1%) cite men as more represented and 
(37.9%) cite women as more represented. Though the number of respondents to this 
question is also small, meaning few (only 29) believed in the existence of a gender 
bias in target group's involvement in planning, it signifies that men target group might 
have all in all a bigger role in the planning phase which agrees with Regmi and 
Fawcett (1999) that women are seldom involved in essential planning activities. 
Considering the majority of respondents' opinions, that men and women target groups 
are equally involved into projects planning phase, more clarifications are needed to 
understand the form of their participation and if it is actually numerical or fully 
representative. 

 
Testing all of the Paragraphs Together 
 

Table (27) 
Means and Test values for �All Paragraphs Together� 
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All of the paragraphs 3.70 73.96 11.72 0.000* 
  * The mean is significantly different from 3 

Table (27) shows the following results: 
 The mean of the paragraphs equals 3.70 (73.96%), Test-value = 11.72, and P-

value = 0.000 which is smaller than the level of significance 0.05  .  The sign of 
the test is positive, so the mean of all paragraphs is significantly greater than the 
hypothesized value 3. We conclude that the respondents agreed to all paragraphs 
together. 
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 All in all, 73.96% of the respondents agreed that they have knowledge in gender 
concepts and that gender is mainstreamed in the NGOs policies& procedures and 
project cycle.  This means that the research proved its  three main hypotheses and that 
NGOs working teams' knowledge of gender concepts , NGO policies and procedures, 
and NGOs project cycle have a statistical effect on gender mainstreaming. 

  
 This research considers these findings positive indicators for a gender mainstreaming 

case within NGOs. However, it can not be considered so until further investigations 
are conducted to understand the underlying reasons behind it, citing what women say 
as well as men and trying to understand what actually generates a status of gender 
mainstreaming within NGOs, whilst society at large appears to be gender biased. 

 
Hypothesis #4: There is statistical difference in respondents' answers (at á = 0.05) 
attributed to the following organizational traits: Years of operation, number of employees, 
number of employees (Males and Females) 
  
This hypothesis can be divided into the following sub-hypotheses: 
 
4-1 There is statistical difference in respondents' answers (at á = 0.05) attributed to the 
years of operation. 
 

Table (28) 
Kruskal-Wallis test of the fields and their p-values for years of operation 

 
 

No Field Test Value df Sig. 

1-  Knowledge of gender and gender 
related concepts 

6.737 3 0.081 

2-  Gender Mainstreaming in organization's 
policies and procedures 

1.583 3 0.663 

3-  Gender Mainstreaming in the project 
cycle 

0.744 3 0.863 

4-  All fields together 1.128 3 0.770 
 
Table (28) shows that the p-value (Sig.) is greater than the level of significance  = 0.05 for 
each field, then there is insignificant difference in respondents' answers towards each field due 
to Years of operation. We conclude that the organizational  characteristic "years of operation" 
has no effect on each field. 
 
The fact that the sample NGOs' years of operation have no effect on the knowledge of 
respondents of gender concepts may be due to that knowledge of gender concepts is 
accumulative and is not necessarily acquired by working in a particular NGO that's been 
active for years. So it is not necessary if an NGO had been active for ten years, for instance, 
that the employees have more gender knowledge. Their knowledge is generally more 
dependent on their professional experience, personal interests, places were they worked etc. 
We can attribute that the sample NGOs years of operation have no effect on their 
mainstreaming of gender within policies and procedures and the project cycle to that gender 
mainstreaming, as such, is a new concept to organizational work in the Gaza Strip and the 
majority of NGOs that adopted it completely or partially have done that fairly recently. 
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Table (29) 
 Mean rank for each field of Years of operation 

 
 

Mean Rank  
 
No Fields 

less than 3 
years  

from 3 to 
less than 
7 years  

from 7 
years to 
less than 
10 years  

10 years 
and above  

1. Knowledge of gender and gender 
related concepts 

92.57 81.17 99.30 110.40 

2. Gender Mainstreaming in 
organization's policies and 
procedures 

114.89 98.31 109.78 100.71 

3. Gender Mainstreaming in the 
project cycle 

111.39 98.74 98.44 103.41 

4. All fields together 110.14 93.45 105.70 103.41 
 
4-2 There is statistical difference in respondents' answers (at á = 0.05) attributed to the 
number of employees 
 

Table (30) 
Kruskal-Wallis test of the fields and their p-values for number of employees 

 
No Field Test Value df Sig. 

1.  Knowledge of gender and gender related 
concepts 

2.536 3 0.469 

2.  Gender Mainstreaming in organization's 
policies and procedures 

5.957 3 0.114 

3.  Gender Mainstreaming in the project 
cycle 

0.193 3 0.979 

4. All fields together 2.632 3 0.452 
 
Table (30) shows that the p-value (Sig.) is greater than the level of significance  = 0.05 for 
each field, then there is insignificant difference in respondents' answers toward each field due 
to number of employees. We conclude that the organizational characteristic "number of 
employees" has no effect on these fields. 
 
The fact that the number of employees has no effect on the respondents' knowledge of gender 
mainstreaming might be due again to that knowledge is usually associated with people's 
professional and personal experiences. So it is not necessary if the number of staff members is 
large within an organization that the knowledge of them increases or visa versa. It is not 
uncommon either to find better knowledge among working teams in small organizations. 
According to the respondents, the number of employees has no effect on the NGOs 
mainstreaming of gender within policies& procedures and the project cycle. This, in the 
research opinion, is because, GM efforts are more of a top-bottom process and depend very 
much on senior management's attitudes and beliefs. So the number of working teams can be 
big or small, but still the NGO's orientation towards gender does not change. 
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Table (31) 
The mean rank for each field for number of employees 

 
Mean Rank  

 
No 

 
Fields 

less than 10 

from 10 
to less 
than 20 

from 20 to 
less than 

30 
30 and 
above 

1. Knowledge of gender and gender 
related concepts 

113.24 112.72 102.80 97.01 

2. Gender Mainstreaming in 
organization's policies and 
procedures 

105.95 114.38 118.72 94.10 

3. Gender Mainstreaming in the 
project cycle 

99.88 99.10 105.40 101.32 

4. All fields together 104.95 110.26 112.63 96.54 
 

 
4-3 There is statistical difference in respondents' answers (at á = 0.05) attributed to the 
number of employees (Males) 
 

Table (32) 
Kruskal-Wallis test of the fields and their p-values for number of employees (males) 

 
No Field Test Value df Sig. 

1. Knowledge of gender and gender related 
concepts 

9.196 4 0.056 

2. Gender Mainstreaming in organization's 
policies and procedures 

4.179 4 0.382 

3. Gender Mainstreaming in the project 
cycle 

12.868 4 0.012* 

4. All fields together 6.311 4 0.177 
* The mean difference is significant a 0,05 level 

 
Table (32) shows that the p-value (Sig.) is greater than the level of significance  = 0.05 for 
the fields "Knowledge of gender and gender related concepts", and "Gender Mainstreaming 
in organization's policies and procedures", then there is insignificant difference in 
respondents' answers toward these fields due to number of employees (Males). We conclude 
that the organizational characteristic number of employees (Males) has no effect on these 
fields. 
 
Table (32) also shows that the p-value (Sig.) is smaller than the level of significance  = 0.05 
for the field �Gender Mainstreaming in the project cycle�, then there is significant difference 
in respondents' answers toward this field due to number of employees (Males). We conclude 
that the organizational characteristic the number of employees (Males) has an effect on this 
field. 
 
The number of male employees has no effect on respondents' knowledge of gender concepts is 
due, in the research opinion, to the same reason mentioned before for the lack of effect 
between the number of employees at large and knowledge of GM. So whether men employees 
are a large group or a small group, it does not impact the overall level of gender knowledge 
among respondents. Considering the filed" GM in policies and procedures", it is all the same 
since staff members generally have little influence on policies and procedures, which are often 
set by senior management and the board of directors. So men employees' number   within an 
NGO is irrelevant to how far gender is mainstreamed in policies. In other words, they (or their 
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number) do/ does not constitute a lobbying factor to engender policies, which is understood in 
light of men's often viewing gender concepts as a tool to giving women more control, which is 
not necessarily something that men employees aspire or believe in. 
 
Considering "GM in the project cycle", the number of male staff has an effect on 
mainstreaming gender in the project cycle. This can be due in reason to that project teams 
involve large number of men and that's how they can influence more their or women's 
participation in the different phases of the project starting from design and ending with 
evaluation. So due to their high involvement in projects, they have an impact on the way 
gender is mainstreamed into the project cycle.  
 

Table (33) 
Mean rank for each field of number of employees (males) 

Mean Rank  
No Fields 

1-9 10-19 20-29 30-39 40+ 
1. Knowledge of gender and 

gender related concepts 
101.17 73.68 103.82 102.85 83.28 

2. Gender Mainstreaming in 
organization's policies and 
procedures 

94.40 94.35 98.04 107.38 80.49 

3. Gender Mainstreaming in 
the project cycle 

84.57 77.61 100.57 134.85* 89.31 

4. All fields together 92.38 84.40 98.62 121.04 84.20 
 
For the field �Gender Mainstreaming in the project cycle�, the mean rank for number of 
employees (Males) (30-39) has the highest mean among the other number of employees 
(Males). This means that respondents that work in NGOs with male employees from 30 -39 in 
number agree more on the mainstreaming of gender in the project cycle. The reason behind 
the imminent agreement of this group is that NGOs with more than 30 male employee in 
number are considered middle size, closer to large size, NGOs and they often have various 
projects on the ground, where the large number of male staff, can affect the level of 
mainstreaming within projects in terms of involvement of women or exclusion of them 
thereof in various project stages.  
 
4-4 There is statistical difference in respondents' answers (at á = 0.05) attributed to the 
number of employees (Females) 
 

Table (34) 
Kruskal-Wallis test of the fields and their p-values for number of employees (females) 

 
No Field Test Value df Sig. 

1.  Knowledge of gender and gender 
related concepts 

11.619 4 0.020* 

2.  Gender Mainstreaming in organization's 
policies and procedures 

4.137 4 0.388 

3.  Gender Mainstreaming in the project 
cycle 

8.229 4 0.084 

4.  All fields together 5.411 4 0.248 
* The mean difference is significant a 0,05 level 

 
Table (34) shows that the p-value (Sig.) is smaller than the level of significance  = 0.05 for 
the field �Knowledge of gender and gender related concepts", then there is significant 
difference in respondents' answers toward this field due to number of employees (Females). 
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We conclude that the organizational characteristic number of employees (Females) has an 
effect on this field. 
 
Table (34) also shows that the p-value (Sig.) is greater than the level of significance  = 0.05 
for the fields �Gender Mainstreaming in organization's policies and procedures" and 
"Gender Mainstreaming in the project cycle�, then there is insignificant difference in 
respondents' answers toward these fields due to number of employees (Females). We conclude 
that the organizational characteristic number of employees (Females) has no effect on these 
fields. 
 
The number of female employees in the sample NGOs has an impact on the respondents' 
answers to knowledge of gender concepts might be due to that NGOs where female staff are a 
recognizable group tend to have a more supportive environment of gender knowledge as 
female staff exert an effort to have their rights respected at different organizational levels. 
They also organize events such as trainings or awareness sessions that help spread gender 
knowledge among their colleagues. In other words the more they exist in an NGO 
environment, the more the culture of the NGO becomes supportive of gaining gender 
knowledge.  
 
The fact that the number of female employees has no impact over GM in policies and the 
project cycle might be because they are centered, according to this research finding, within the 
middle management level, where their influence over policies is minimal and their impact 
over project management is more of an operational impact than a decision making one. So 
their number, whether big or small, does not affect the integration of gender at these two 
levels despite the fact that they should form a lobby group to defend their rights and steer the 
work of the NGo towards a better status of gender equality. 
 
 

Table (35) 
Mean rank for each field of number of employees (females) 

Mean Rank  
No Fields 

1-9 10-19 20-29 30-39 40+ 
1. Knowledge of gender and 

gender related concepts 
98.44 100.82 116.73* 73.75 78.47 

2. Gender Mainstreaming in 
organization's policies and 
procedures 

99.84 96.45 97.03 95.33 79.91 

3. Gender Mainstreaming in 
the project cycle 

87.34 95.82 123.53 83.75 88.13 

4. All fields together 96.07 96.31 112.30 85.48 81.97 
 

For the field �Knowledge of gender and gender related concepts�, the mean rank for number 

of employees (Females) between 20-29 has the highest mean among the other number of 
employees (Females). This means that respondents that work in NGOs with female employees 
from 20-29 in numbers agree more on having knowledge in gender and gender related 
concepts. A group of female staff from 20-29 is a recognizable group; not the biggest, 
however among the targeted NGOs as some NGOs had more than 40 female staff.  And as 
previously indicated in this research, the high number of female staff does not always yield a 
positive indicator of gender equality status. So NGOs that have an average size team of 
female staff might be more encouraging of a culture of gender knowledge if female staff is 
properly appointed to middle and senior management positions than NGOs that have large 
number of female staff centered in low management positions. 
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Hypothesis #5: There is statistical difference in respondents' answers (at á = 0.05) 
attributed to the following personal traits: age, gender, marital status, educational 
background, job title, and years of service. 

 
This hypothesis can be divided into the following sub-hypotheses: 
 
5-1. There is statistical difference in respondents' answers (at á = 0.05) attributed to age 
 

Table (36) 
Kruskal-Wallis test of the fields and their p-values for age 

 
No Field Test Value df Sig. 

1. Knowledge of gender and gender related 
concepts 

9.254 3 0.026* 

2. Gender Mainstreaming in organization's 
policies and procedures 

4.467 3 0.215 

3. Gender Mainstreaming in the project 
cycle 

8.110 3 0.044* 

4. All fields together 8.317 3 0.040* 
* The mean difference is significant a 0,05 level 

 
Table (36) shows that the p-value (Sig.) is smaller than the level of significance  = 0.05 for 
the fields �Knowledge of gender and gender related concepts�, and "Gender Mainstreaming 
in the project cycle" then there is significant difference in respondents' answers toward these 
fields due to age. We conclude that the personal characteristic age has an effect on these 
fields. 
 
Table (36) shows that the p-value (Sig.) is greater than the level of significance  = 0.05 for 
the field �Gender Mainstreaming in organization's policies and procedures�, then there is 
insignificant difference in respondents' answers toward this field due to age. We conclude that 
the personal characteristic age has no effect on this field. 
 
We notice from table (36) that age, as a personal characteristic, has an effect on knowledge of 
gender and gender related concepts which is due, in the research opinion, to that gender 
mainstreaming knowledge requires knowledge in management, in segregation of duties, in 
delegation etc. Its understanding also requires working in different work environments, in 
different size scale organizations, in different positions etc. So people of different ages will 
have different experiences coming across GM concepts and will thus be different in their level 
of knowledge. 
 
Generally the majority of NGOs teams are highly involved in the different phases of projects. 
And since those who belong to different age groups have different levels of knowledge of 
gender and view gender concepts differently, according to the previous finding, then people of 
different ages will assess GM in the project cycle differently, each according to their 
knowledge.  
 
We also notice from the table that age has no effect on GM in policies and procedures because 
again formatting policies and procedures is a top- down process , where staff members 
generally have little influence. So, the majority of respondents will not have differences in 
opinion according to their age but more likely according to their level of involvement policy 
making processes.  
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Table (37) 

Mean rank for each field of age 
 

Mean Rank  
 
No 

 
Fields less than 

25 years 

from 25 
to less 
than 35 

from 35 to 
less than 
45 45 and above  

1. Knowledge of gender and 
gender related concepts 

91.44 96.49 109.22 138.38 

2. Gender Mainstreaming in 
organization's policies and 
procedures 

103.88 101.00 93.13 128.18 

3. Gender Mainstreaming in the 
project cycle 

92.61 97.93 104.80 138.71 

4. All fields together 95.47 98.40 100.71 140.97 
 

Table (37) shows the mean rank for the field �Knowledge of gender and gender related 
concepts�, and "Gender Mainstreaming in the project cycle ", is the highest for both for the 
age group 45 and above. This means that people who are 45 years of old and above agree 
more on having knowledge of gender and gender related concepts and on the existence of 
gender mainstreaming in the project cycle. This supports the point made earlier that this group 
is more experienced and had a chance of working in various environments and thus their age 
affects their level of knowledge and their assessment of mainstreaming in the project cycle.   
 
5-2 There is statistical difference in respondents' answers (at á = 0.05) attributed to 
gender 
 

Table (38) 
Mann-Whitney test of the fields and their p-values for gender 

 
No Field Test value P-value(Sig.) 

1.  Knowledge of gender and gender related 
concepts 

-0.442 0.659 

2.  Gender Mainstreaming in organization's 
policies and procedures 

-2.503 0.012* 

3.  Gender Mainstreaming in the project cycle -1.164 0.245 
4.  All fields together -1.872 0.061 

* The mean difference is significant a 0,05 level 
 
Table (38) shows that the p-value (Sig.) is greater than the level of significance  = 0.05 for 
the fields �Knowledge of gender and gender related concepts�, and "Gender Mainstreaming 
in the project cycle" then there is insignificant difference in respondents' answers toward these 
fields due to gender. We conclude that the personal characteristic gender has no effect on 
these fields. 
 
Table (38) shows that the p-value (Sig.) is smaller than the level of significance  = 0.05 for 
the field �Gender Mainstreaming in organization's policies and procedures�, then there is 
significant difference in respondents' answers toward this field due to gender. We conclude 
that the personal characteristic gender has an effect on this field. 
 
According to table (38), gender has no effect on �Knowledge of gender and gender related 
concepts� among respondents and the respondents' assessment of "Gender Mainstreaming in 
the project cycle". As for knowledge, it is a misconception that women staff seeks gender 
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knowledge more than male staff. Within NGOs now , there is an orientation to provide gender 
trainings to men because a key issue to equality is to have both sexes understand the nature of 
gender roles and how the change of gender biased work environment can support both the 
empowerment of women and the work of the organization. So knowledge of gender concepts, 
though always viewed for the sake of women, is not exclusive to women.  
 
Another angle of looking at it is that gender concepts are considered by many as " fashionable 
trendy " concepts, which men like to claim the knowledge of , while women either understate 
their knowledge so as not to be labeled as women chauvinists; something that is often 
criticized by their colleagues or surrounding environments, or do not exert enough efforts to 
expand their knowledge of gender concepts and thus stand at a ground of equality with their 
men colleagues.  
 
As  for GM in the project cycle, that fact that gender has no effect on the respondents' 
assessment of it can be back in reason to that men and women are both equally involved in 
project phases and thus they view the mainstreaming from similar angles . It can be also 
related to the earlier finding of the large involvement of women in the middle management 
positions, which are largely in the project cycle. 
 
Table (38) also shows that gender has an effect on GM in policies and procedures. This is 
understood in light of women's exclusion often from decision making processes within 
organizations. So their assessment of the mainstreaming efforts will always depend on their 
involvement or exclusion experiences in regard to policy formatting. Since the earlier finding 
of this research indicates that senior management is over powered by men, we can see the 
reason behind the different views.   

 
Table (39) 

Mean rank for each field of gender 
 

Mean Rank  
No 

 
Field Male Female 

1. Knowledge of gender and gender related concepts 106.77 103.08 
2. Gender Mainstreaming in organization's policies and procedures 115.03 94.07 
3. Gender Mainstreaming in the project cycle 109.66 99.92 
4. All fields together 112.50 96.83 

 
From table (39), we notice that for the field �Gender Mainstreaming in organization's policies 

and procedures�, the mean rank for males is higher than females, which means that males 
agree more to that gender is mainstreamed in policies and procedures. This is understood in 
light of the explanation above that women are excluded from occupying senior positions and 
their influence on policies is minimal. 
 
5-3 There is statistical difference in respondents' answers (at á = 0.05) attributed to the 
marital status 

Table (40) 
Mann-Whitney test of the fields and their p-values for marital status 

 
 
No 

 
Field 

Test value P-
value(Sig.) 

1.  Knowledge of gender and gender related concepts -0.290 0.771 
2.  Gender Mainstreaming in organization's policies and 

procedures 
-1.658 0.097 

3.  Gender Mainstreaming in the project cycle -1.371 0.170 
4.  All fields together -1.211 0.226 
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Table (40) shows that the p-value (Sig.) is greater than the level of significance  = 0.05 for 
each field, then there is insignificant difference in respondents' answers toward each field due 
to marital status. We conclude that the personal characteristic marital status has no effect on 
each field. 
 
The fact that marital status has no effect on the three fields can be due in reason to that the 
knowledge of GM and the assessment of GM in organizations work are both based, as 
previously indicated,  on professional experiences including trainings , varied work 
experience, etc. rather than on personal statuses . Additionally, GM as a concept has always 
been discussed with employees in the context of work without much focus on gendered 
division of roles at the house and its reflection on work. So, married people are not influenced 
by their marital status in their view of gender, nor are single people.  
 

Table (41) 
Mean rank for each field of marital status 

 
Mean Rank  

No Field 
married unmarried 

1. Knowledge of gender and gender related concepts 105.23 102.48 
2. Gender Mainstreaming in organization's policies and procedures 100.35 116.04 
3. Gender Mainstreaming in the project cycle 101.07 114.04 
4. All fields together 101.47 112.93 

 
 
5-4 There is statistical difference in respondents' answers (at á = 0.05) attributed to 
educational background. 
 
 

Table (42) 
Kruskal-Wallis test of the fields and their p-values for educational background 

 
No Field Test Value df Sig. 

1.  Knowledge of gender and gender related 
concepts 

2.926 2 0.232 

2.  Gender Mainstreaming in organization's 
policies and procedures 

1.275 2 0.529 

3.  Gender Mainstreaming in the project 
cycle 

1.571 2 0.456 

4.  All fields together 1.452 2 0.484 
 
Table (42) shows that the p-value (Sig.) is greater than the level of significance  = 0.05 for 
each field, then there is insignificant difference in respondents' answers toward each field due 
to educational background. We conclude that the personal characteristic educational 
background has no effect on each field. 
 
This lack of effect between  the three different fields and the educational background is due, 
in the research opinion, to that gender mainstreaming is fairly a new field and education in 
Palestine, specially higher education, does not include disciplines/courses dedicated for 
gender concepts, not even as elective courses . So most people who acquire knowledge of 
gender and gender mainstreaming and understand how it is integrated within the work of an 
NGO, either gain it from training courses or work experience. That's why, the more or less 
educated the respondents are has no effect on the different fields of the study.  

 



 105 

 
Table (43) 

Mean rank for each field of educational background 
 

Mean Rank  
No Fields Diploma 

or less 
Bachelor 
Degree  

Masters 
Degree  

1. Knowledge of gender and gender related concepts 87.63 103.39 116.00 
2. Gender Mainstreaming in organization's policies 

and procedures 
94.80 103.16 112.90 

3. Gender Mainstreaming in the project cycle 94.08 103.00 114.01 
4. All fields together 94.30 103.08 113.56 
 
���  There is statistical difference in respondents' answers (at á = 0.05) attributed to  job 

title 
Table (44) 

Kruskal-Wallis test of the fields and their p-values for job title 
 

No Field Test Value df Sig. 
1.  Knowledge of gender and gender related 

concepts 
5.385 5 0.371 

2.  Gender Mainstreaming in organization's 
policies and procedures 

2.890 5 0.717 

3.  Gender Mainstreaming in the project cycle 2.176 5 0.824 
4.  All fields together 1.538 5 0.909 

 
Table (44) shows that the p-value (Sig.) is greater than the level of significance  = 0.05 for 
each field, then there is insignificant difference in respondents' answers toward each field due 
to job title. We conclude that the personal characteristic job title has no effect on each field. 
 
We notice from table (44) that the job title has no effect on the three fields of the study. This 
might be due to the fact that most of the respondents belong to senior and middle management 
levels (targeted). So their understanding of the various levels of mainstreaming and their 
knowledge of GM are similar and that's why the different job titles do not have an impact on 
their responses. It can also indicate that senior management position holders do not exert 
enough efforts to gain extra gender knowledge needed for their strategic role in the 
organization. It also signals that there are few tailored gender trainings offered for different 
positions and thus, job title does not affect the respondents' knowledge and assessment of GM. 

 
Table (45) 

Mean rank for each field of job title 
 

Mean Rank  
No Fields Programme 

Manager  
Project 
Manager  Coordinator 

Assistant 
coordinator 

Field 
worker  Others 

1. Knowledge of 
gender and gender 
related concepts 

118.52 120.61 102.15 95.64 96.06 94.51 

2. Gender 
Mainstreaming in 
organization's 
policies and 
procedures 

106.86 81.32 107.48 101.12 109.81 98.36 

3. Gender 
Mainstreaming in 

103.70 91.64 110.68 92.34 97.19 101.36 
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the project cycle 
4. All fields 

together 107.50 90.18 107.38 98.12 104.19 98.71 

 
���  There is statistical difference in respondents' answers (at á = 0.05) attributed to 

years of experience 
 

Table (46) 
Kruskal-Wallis test of the fields and their p-values for years of experience 

 
No Field Test Value df Sig. 

1. Knowledge of gender and gender related 
concepts 

12.042 4 0.017* 

2. Gender Mainstreaming in organization's 
policies and procedures 

2.838 4 0.585 

3. Gender Mainstreaming in the project 
cycle 

2.873 4 0.579 

4. All fields together 3.735 4 0.443 
* The mean difference is significant a 0,05 level 

 
Table (46) shows that the p-value (Sig.) is smaller than the level of significance  = 0.05 for 
the field �Knowledge of gender and gender related concepts�, then there is significant 
difference in respondents' answers toward this field due to years of experience. We conclude 
that the personal characteristic years of service has an effect on this field. 
 
Table (46) shows that the p-value (Sig.) is greater than the level of significance  = 0.05 for 
the fields �Gender Mainstreaming in organization's policies and procedures�, and "Gender 
Mainstreaming in the project cycle" then there is insignificant difference in respondents' 
answers toward these fields due to years of service. We conclude that the personal 
characteristic years of experience has no effect on these fields. 
 
We notice from table (46) that the respondents' years of experience have an effect on their 
responses to the field of knowledge of gender and gender related concepts. This is understood 
in light of what's previously explained of how knowledge of GM is accumulative and 
dependent on various work experiences. So employees who have longer years of experience 
will definitely differ from those who have shorter experience, and are most likely to provide 
different answers in the field of knowledge, especially that they consider their long experience 
a good evidence of having more knowledge; not necessarily the case, but since assessing one's 
knowledge is highly subjective, we have to take their opinion on it.  
 
Table (46) shows that the respondents' years of experience have no effect on GM in policies 
and procedure and GM in the project cycle. This can be back in reason to that the respondents 
work experience, whether short or long, does not give them a better chance to change the 
status quo in regard to GM in policies and the project cycle, which means they are not given 
an opportunity to advise or suggest corrective action to senior management to upgrade gender 
mainstreaming within the work of the organization. 
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Table (47) 
Mean rank for each field of years of experience 

 
Mean Rank  

 
No Fields 

less than 
3 years 

from 3 
to less 
than 5 
years 

from 5 
to less 
than 10 
years 

from 10 
to less 
than 15 

15 and 
above  

1. Knowledge of gender and gender 
related concepts 

79.62 109.74 94.34 124.29* 114.81 

2. Gender Mainstreaming in 
organization's policies and 
procedures 

90.52 110.59 109.10 98.99 101.31 

3. Gender Mainstreaming in the 
project cycle 

86.81 105.47 108.59 105.79 106.36 

4. All fields together 84.31 108.64 107.07 104.83 108.03 
 
We notice from table (47) that the group who has experience from 10 to less than 15 years has 
the highest mean among the other groups, which means that they agree more to having 
knowledge of GM and GM concepts . 10 to 15 years is considered a long experience that is 
long enough to formulate a clear idea of GM. And as indicated above people in general tend 
to link their long experience with having more knowledge. Though the link is done by default 
and is not necessarily true, we can understand from this finding that the long work experience 
affects gender knowledge positively. 
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Introduction:  
This chapter provides a summary of the most important findings of the research and some 
recommendations in light of these findings, hoping that the research achieved its purpose in 
drawing a portrait of available gender mainstreaming efforts in the Gaza Strip NGOs and in 
identifying topics of interest for other researchers to further investigate these findings.  
 
Research Findings 
 
Concerning Knowledge of Gender and Gender Related Concepts Among NGOs 
Working Teams  

1. The majority of the respondents agree overall on having knowledge of gender and 
gender related concepts.   

 
2. The respondents agree to that their gender knowledge supports the NGOs better 

mainstream gender into their work 
 
3. The NGOs senior management, including the Board of Directors members, has a good 

knowledge of gender and reflects this knowledge in clear efforts to mainstream gender 
in the work of the organization which can be understood in light of the NGOs work 
being continuously upgraded to meet donors' demands, where a concept of a Western 
origin, such as, gender mainstreaming, becomes necessary to incorporate to achieve 
funding. It can be also seen in light of a positive tendency of NGOs to include board 
members who have expertise in various areas, including gender mainstreaming. 

 
Concerning Gender Mainstreaming in NGOs Policies and Procedures: 

4. Overall the respondents agree to that gender is mainstreamed into the policies and 
procedures of the organizations. Different reasons might be behind this agreement, 
including the one mentioned before which is the NGOs exerting efforts to upgrade 
their performance to meet their donors' standards and demands.  It might be also 
attributed to an overall change in the environment of the NGOs due to the pacing 
increase of the number of female staff in the last years, where policies were changed 
under the lobby of the larger number of women staff and not vice versa (i.e. policies 
bringing more women to the work environment and empowering them). It can be also 
attributed to strategic upgrading of policies in general including considering 
mainstreaming gender as a cross cutting concept. 

 
5. The NGOs working teams are excluded from the development of a gender 

mainstreaming policy, which signals that the formation of a policy is a "top-down" 
process; a thing that is more likely to cause lack of understanding from staff for the 
policy and what it necessitates.  

 
6. The NGOs do not have exclusively developed gender guidelines to which the 

employees can refer. This finding supports the research position that the existence of a 
written policy, agreed to by respondents, does not imply a full gradual process where 
gender mainstreaming was adopted as a policy and then translated into concrete steps. 

 
7. There are no gender specialists within the NGOs teams which means the NGOs have 

no professionals to provide advice for staff on how to mainstream gender into their 
work.  The reasons behind not employing a gender specialist can include lack of 
resources, lack of available capacities; or simply lack of belief in the importance of the 
existence of such an expert, which also supports the research opinion that though 
efforts are existent, they are not intrinsic or institutionalized.  
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8. The respondents are split when it comes to viewing gender balance in senior 

management and the board of directors. Almost half of them are neutral to the 
existence of gender balance in the aforementioned management levels. The second 
half of respondents disagreed to the existence of such balance. According to them, the 
majority of the board members are men (74.3% men and 25.7% women) and the 
majority of senior management positions are occupied by men (75.2% men and 24.8% 
women),which goes with the research assumption that though women are well 
represented in number across the NGOs, they are not equally represented in decision 
making positions. 

 
9. The respondents are split when it comes to viewing gender balance in middle 

management positions. Almost two thirds of the respondents agreed to the existence of 
gender balance within middle management levels in the targeted NGOs. This supports 
the research viewpoint that the large number of women working in NGOs might be 
centered in middle management positions, which means that their influence in 
decisions and policy formatting is not equal to that of their men colleagues. More than 
third of the respondents disagreed to the existence of gender balance within middle 
management, citing women to be slightly more represented than men (43.2% men and 
56.8% women). This concentration in middle management positions might be due to 
the senior management's belief that women are good at certain jobs such as "admin 
assistant, coordinator, accountant etc" being hard workers and obedient rather than  to 
employing structured efforts to have women well represented, equally as men, in the 
work force of the organization. It can also be due to women's reluctance in seeking 
higher positions either because of an un-enabling work environment, abiding family 
obligations, or sometimes both collaborating together hindering women from perusing 
advancement in their careers. 

 
10. There is a good level of gender mainstreaming in human resource procedures. This is 

attributed, from the research perspective, to the NGOs following the model of UN 
agencies or governmental organizations in developing human resource policies that are 
clarified in manuals, where men and women are subject to the same recruitment and 
selection processes, salary scales, promotion system, training and development so on 
and so forth.  

 
11. The gender sensitive human resource procedures helped change the "genderness" of 

the organizations gradually and justifies the employees' overall positive feedback on 
gender efforts in their NGOs. 

 
Concerning Gender Mainstreaming in NGOs Project Cycle 

12. The majority of the respondents agree overall that the NGOs in which they work 
mainstream gender in the project cycle. This can be attributed to that projects have a 
finite period and they are easier to control in terms of upgrading and introducing new 
trends In addition, most projects have a specific budget and; hence available resources 
to put certain measures in place that can support gender equality. It can be also seen in 
light of adherence to donors' policies, which require projects to be gender sensitive. 

 
13. The NGOs mix between a gender mainstreaming approach and a positive action 

approach, meaning that they implement projects targeting both sexes in a balanced 
manner and they also implement specific projects that target women, as a group that 
needs special targeting. 
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14. At a grassroots level, NGOs projects involve men and women target groups in the 
various stages of projects i.e. planning, implementation, and monitoring and 
evaluation.  

 
15. Projects take into account a balanced benefit for men and women target groups as 

NGOs put a special strategy to ensure the women's overall benefit. This echoes the 
finding that NGOs rely a lot on positive action approach, where women are considered 
as a group that needs special projects, though not exactly mainstreaming, it sure 
supports the benefit of women.  

 
16. NGOs put special measures in place to ensure women's target groups participation, 

understanding the difference in priorities, skills and knowledge between them and 
men. This supports that NGOs have an overall equality approach towards men and 
women but sees them as having different needs.  

 
17. In terms of project staff, both men as well as women's employees are involved in 

project planning and project implementation. The gender balance within project teams 
corresponds with this research earlier finding, that women occupy a high percentage of 
the middle management positions within NGOs, under which project positions are 
generally classified. This can be due to an overall NGOs supportive environment to 
women, a high pursuit of women for careers in NGOs due to NGOs 
professionalization and challenging environment, or to donors' specifications for a 
particular gender disaggregation within project teams. Another angel of looking at it is 
that project positions are considered temporary positions of a short duration nature, 
which women - who are consistently excluded from the work force - enthusiastically 
seek.  It can be also that NGOs prefer to employee women project teams because they 
accept fewer privileges than their men colleagues in terms of privileges and have a 
smaller turn over ratio.  

 
18. NGOs rarely involve gender advocates and women activists (academics, researchers, 

policy analysts) in project planning which also agrees with the earlier finding that 
NGOs do not employ gender experts to provide guidance and support for working 
teams. 

 
19. NGOs project indicators  involve gender indicators reflecting the difference in impact 

on both sexes and gender concepts are mentioned in the log frame clearly  
 
20. NGOs involve both men and women in monitoring and evaluation teams and  the 

information collected for monitoring and evaluation purposes is "sex-disaggregated"; 
citing  the number of men beneficiaries as opposed to the number of women's 
beneficiaries. The information for monitoring and evaluation is collected from men 
and women target groups.  

 
Concerning Sample Members' Characteristics (personal and organizational 
characteristics): 

21. There is no statistical difference in respondents' answers attributed to the NGOs years 
of operation. This can be attributed to that knowledge of gender concepts is 
accumulative and is not necessarily acquired by working in a particular NGO that's 
been active for years. The employees' knowledge is generally more dependent on their 
professional experience, personal interests, places were they worked in etc rather than 
their work place years of operation. Years of operation have no effect on NGOs 
mainstreaming of gender within policies and procedures and the project cycle because 
gender mainstreaming, as such, is a new concept to organizational work in the Gaza 
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Strip and the majority of NGOs that adopted it completely or partially have done that 
fairly recently. 

 
22. There is no statistical difference in respondents' answers attributed to the NGOs 

number of employees. The number of employees has no effect on the respondents' 
knowledge of gender mainstreaming might be due again to that knowledge is usually 
associated with people's professional and personal experiences. So it is not necessary 
if the number of staff members is large within an organization that the knowledge of 
them increases or visa versa. It is not uncommon either to find better knowledge 
among working teams in small organizations. According to the respondents, the 
number of employees has no effect on the NGOs mainstreaming of gender within 
policies& procedures and the project cycle. This, in the research opinion, is because, 
GM efforts are more of a top-bottom process and depend very much on senior 
management's attitudes and beliefs. So the number of working teams can be big or 
small, but still the NGO's orientation towards gender does not change. 

 
23. There is no statistical difference in respondents' answers towards the fields; 

"Knowledge of gender and gender related concepts", and "Gender Mainstreaming in 
organization's policies and procedures attributed to the number of male employees. 
The number of male employees has no effect on respondents' knowledge of gender 
concepts is due, in the research opinion, to the same reason mentioned before for the 
lack of effect between the number of employees at large and knowledge of GM. So 
whether men employees are a large group or a small group, it does not impact the 
overall level of gender knowledge among respondents. Considering the filed" GM in 
policies and procedures", it is all the same since staff members generally have little 
influence on policies and procedures, which are often set by senior management and 
the board of directors. So men employees' number within an NGO is irrelevant to how 
far gender is mainstreamed in policies. In other words, they (or their number) do/ does 
not constitute a lobbying factor to engender policies, which is understood in light of 
men's often viewing gender concepts as a tool to giving women more control, not 
necessarily something that men employees aspire or believe in. 

 
24. There is a statistical difference in respondents' answers towards the field; �Gender 

Mainstreaming in the project cycle� attributed to the number of male employees. 
Considering "GM in the project cycle", the number of male staff has an effect on 
mainstreaming gender in the project cycle. This can be due in reason to that project 
teams involve large number of men and that's how they can influence more their or 
women's participation in the different phases of the project starting from design and 
ending with evaluation. So due to their high involvement in projects, they have an 
impact on the way gender is mainstreamed into the project cycle.  

 
25. There is a statistical difference in respondents' answers towards the field; �Knowledge 

of gender and gender related concepts" attributed to the number of female employees. 
The fact that the number of female employees in the sample NGOs has an impact on 
the respondents' answers to knowledge of gender concepts might be due to that NGOs 
where female staff are a recognizable group tend to have a more supportive 
environment of gender knowledge. Female staff exerts an effort to have their rights 
respected at different organizational levels and also organize events such as trainings 
or awareness sessions that help spread gender knowledge among their colleagues. In 
other words the more they exist in an NGO environment, the more the culture of the 
NGO becomes supportive of gaining gender knowledge.  
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26. There is no statistical difference in respondents' answers towards the fields; �Gender 
Mainstreaming in organization's policies and procedures" and "Gender 
Mainstreaming in the project cycle�, attributed to the number of female employees. 
The fact that the number of female employees has no impact over GM in policies and 
the project cycle might be because they are centered, according to this research 
finding, within the middle management level, where their influence over policies is 
minimal and their impact over project management is more of an operational impact 
than a decision making one. So their number, whether big or small, does not affect the 
integration of gender at these two levels despite the fact that they should form a lobby 
group to defend their rights and steer the work of the NGO towards a better status of 
gender equality. 

 
27. There is a statistical difference in respondents' answers to the fields �Knowledge of 

gender and gender related concepts�, and "Gender Mainstreaming in the project 
cycle" attributed to age. This can be attributed, for gender knowledge, in the research 
opinion, to that gender mainstreaming knowledge requires knowledge in different 
management concepts, including; segregation of duties, delegation, programme cycle 
etc. Its understanding also requires working in different working environments, 
different size scale organizations, different positions etc. So respondents' age will 
matter in exposing them to different experiences coming across GM concepts and will 
thus be different in their level of knowledge. As of GM in the project cycle, generally 
the majority of NGOs teams are highly involved in the different phases of projects. 
And since those who belong to different age groups have different levels of knowledge 
of gender and view gender concepts differently, according to the previous finding, 
then people of different ages will assess GM in the project cycle differently, each 
according to their knowledge.  

 
28. There is no statistical difference in respondents' answers to the field �Gender 

Mainstreaming in organization's policies and procedures� attributed to age. Age has 
no effect on GM in policies and procedures because again formatting policies and 
procedures is a top- down process, where staff members generally have little 
influence. So, the majority of respondents will not have differences in opinion 
according to their age but more likely according to their level of involvement policy 
making processes.  

 
29. There is no statistical difference in respondents' answers to the fields �Knowledge of 

gender and gender related concepts�, and "Gender Mainstreaming in the project 
cycle" attributed to gender. Respondents' gender has no effect on gender knowledge 
among them and on their assessment of "Gender Mainstreaming in the project cycle". 
As for knowledge, it is a misconception that women staff seeks gender knowledge 
more than male staff. Within NGOs now , there is an orientation to provide gender 
trainings to men because a key issue to equality is to have both sexes understand the 
nature of gender roles and how the change of gender biased work environment can 
support both the empowerment of women and the work of the organization. So 
knowledge of gender concepts, though always viewed for the sake of women, is not 
exclusive to women. Another angle of looking at it is that gender concepts are 
considered by many as " fashionable trendy " concepts, which men like to claim the 
knowledge of, while women either understate their knowledge, so as not to be labeled 
as women chauvinists; something that is often criticized by their 
colleagues/surrounding environments, or do not exert enough efforts to expand their 
knowledge of gender concepts and thus stand at a ground of equality with their men 
colleagues. As for GM in the project cycle, that fact that respondents' gender has no 
effect on their assessment of it can be back in reason to that men and women are both 
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equally involved in project phases and thus they view the mainstreaming from similar 
angles . It can be also related to the earlier finding of the large involvement of women 
in the middle management positions, which are largely in the project cycle. 

 
30. There is a statistical difference in respondents' answers to the field �Gender 

Mainstreaming in organization's policies and procedures� attributed to gender. This is 
understood in light of women's exclusion often from decision making processes within 
organizations. So their assessment of the mainstreaming efforts will always depend on 
their involvement or exclusion experiences in regard to policy formatting. Since the 
earlier finding of this research indicates that senior management is overpowered by 
men, we can see the reason behind the different views.   

 
31. There is no statistical difference in respondents' answers attributed to marital status. 

The fact that marital status has no effect on the three fields can be due in reason to that 
the knowledge of GM and the assessment of GM in organizations work are both 
based, as previously indicated,  on professional experiences including trainings , 
varied work experience, etc. rather than on personal status . Additionally, GM as a 
concept has always been discussed with employees in the context of work without 
much focus on gendered division of roles at the house and its reflection on work. So, 
married people are not influenced by their marital status in their view of gender, nor 
are single people. 

 
32. There is no statistical difference in respondents' answers attributed to educational 

background. This lack of effect between  the three different fields and the educational 
background is due, in the research opinion, to that gender mainstreaming is fairly a 
new field and education in Palestine, especially higher education, does not include 
disciplines/courses dedicated for gender concepts, not even as elective courses. So 
most people who acquire knowledge of gender and gender mainstreaming and 
understand how it is integrated within the work of an NGO, either gain it from training 
courses or work experiences. That's why, the more or less educated the respondents 
are has no effect on the different fields of the study.  

 
33. There is no statistical difference in respondents' answers attributed to job title. The job 

title has no effect on the three fields of the study. This might be due to the fact that 
most of the respondents belong to senior and middle management levels (targeted). So 
their understanding of the various levels of mainstreaming and their knowledge of GM 
are similar and that's why the different job titles do not have an impact on their 
responses. It can also indicate that senior management position holders do not exert 
enough efforts to gain extra gender knowledge needed for their strategic role in the 
organization. It also signals that there are few tailored gender trainings offered for 
different positions and thus, job title does not affect the respondents' knowledge and 
assessment of GM. 

 
34. There is a statistical difference in respondents' answers towards the field �Knowledge 

of gender and gender related concepts�, attributed to years of experience. This is 
understood in light of what's previously explained of how knowledge of GM is 
accumulative and dependent on various work experiences. So employees who have 
longer years of experience will definitely differ from those who have shorter 
experience, and are most likely to provide different answers in the field of knowledge, 
especially that they consider their long experience a good evidence of having more 
knowledge; not necessarily the case, but since assessing one's knowledge is highly 
subjective, we have to take their opinion on it.  
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35. There is no statistical difference in respondents' answers towards the fields �Gender 
mainstreaming in organization's policies and procedures�, and "Gender 
mainstreaming in the project cycle", attributed to years of experience. This can be 
back in reason to that the respondents' work experience, whether short or long, does 
not give them a better chance to change the status quo in regard to GM in policies and 
the project cycle, which means they are not given an opportunity to advise or suggest 
corrective action to senior management to upgrade gender mainstreaming within the 
work of the organization. 
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Research Recommendations 

1. Upgrading the existing gender mainstreaming efforts within the Gaza Strip NGOs into 
institutionalized efforts that are adopted at the level of policy makers and translated 
into concrete clear measures; easy for all employees to put into place. This will help 
the NGOs improve their overall organizational performance as the application of 
gender mainstreaming needs thorough revisions and well-designed up-scaling of 
management processes (i.e. examining programme and project cycle, recruitment 
policies, strategic planning processes etc.). Institutionalizing the gender mainstreaming 
efforts will also help the NGOs develop better funding opportunities, in addition to 
contributing to gender equality and women's empowerment.   

 
2. Developing written policies and gender manuals that are clear, tailored to the work of 

the organization, and easy to refer to by all employees in order to help turn the rhetoric 
of gender mainstreaming into tangible actions that are adopted across cutting 
programming and projects management. The manuals will unify staff perceptions and 
decrease confusion and subjectivity. They will also normalize the concept of gender 
mainstreaming in a gradual and "less artificial", manner.   

 
3. Fully adopting gender mainstreaming as a cross- cutting strategy, hand in hand, with 

working on the positive action approach, dedicating projects and programmes for 
women, focusing less; however, on categorizing women as a separate group and more 
on normalizing concepts of equality at institutional and operational levels. Combining 
the two approaches, which is the case in many other countries, will support the benefit 
of women, even if a full mainstreaming approach is not put in place.  

 
4. Engendering the management processes at large, including mainstreaming gender in 

strategic planning and evaluation, which can help turn gender mainstreaming to 
become a management approach that will not only support equality and women's 
empowerment but will also improve the image of the organization and the overall 
organizational performance. 

 
5. Building the capacity of working teams in the area of gender concepts, particularly 

mainstreaming, considering their various expertise and different positions within the 
organization, and that in their actual work environment, using their work assignments 
as example practices. Capacity building in the area of gender mainstreaming can 
support bringing change over stereotypical outlooks, turning gender mainstreaming 
into a practical concept that is no longer exclusive to women or women's 
organizations, besides affecting slightly the work environment and gender relation 
patterns in the favor of equality. 

 
6. Involving the organizations' staff members in the process of developing a gender 

mainstreaming strategy, making the whole process participatory. Staff involvement 
helps making them own the strategy and asserts the bottom-up approach, which in turn 
enhances the chances of having the strategy put into place. 

 
7. Employing a gender specialist who is responsible for advising the different 

programmes' and projects' teams and who is also responsible for engendering the 
overall NGO operations. Involving gender advocates and women activists (academics, 
researchers, policy analysts) in projects consultative committees or steering 
committees and involving people with gender expertise in the different phases of the 
project cycle to support working team's gender sensitize their work, without having to 
refer to "over �the- shelf" policies or guidelines.   
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8. Increasing the number of women employees in the senior management positions, even 

if a gender strategy is not developed yet, the involvement of women in the senior 
positions help change the genderness of the organizations in the favor of gender 
equality. It also supports their participation in decision making and policy change; a 
thing most likely reflected positively on NGOs image and performance. 

 
9. Changing the work environment into an enabling environment for women, 

encouraging them, even if reluctant, to seek job advancement. This can be achieved 
through supporting their access up the career ladder, with genuine facilitation in 
relation to balancing their reproductive role with senior positions' requirements.  

 
10. Focusing on the "how" more than " the how many" , making the gender mainstreaming 

approach more concerned with how  projects change gender relations towards equality 
rather than just knowing the number of beneficiaries of men and women. 

 
11. Transferring the good gender practices available, according to the research findings at 

the project cycle level, to the programme cycle level, taking them a further step from 
being associated with finite projects to being reflected on core programming. In this 
manner, structured change will be institutionalized and will thus be reflected on all 
various management processes and policy formatting.  

 
Suggested Topics for Future Studies:  

1. Investigating the relation(s) between the available gender mainstreaming efforts in the 
Gaza Strip NGOs and the overall organizational performance. 

 
2. Analyzing the reasons behind the available gender mainstreaming efforts, whether 

they are due to beliefs in equality, donors' policy, women's increased participation in 
the labor force etc.  
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����ƊřœƂŧŕƍ�ĸŒ�ŗƆšŧƍ�ƅƂƒƄŵ�ƅƚŪƃŒ��
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��     �ŧƒœƈƒ��������

Ɔžżŧ���
� ŬŔũŧƅŔ�řƆƄŮƈ»ř��
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ŗºŶƆœŞƃŒ ŗºƒƆƚŪƗŒ-ŖŨºŹ  ��
ŖťœººƆŵ ŘœºŪŒŧťƃŒ œºƒƄŶƃŒ��

�ŖŧœŞřƃŒ�ŗƒƄƂ�ƅŪſ� ŖŧŒťō ¾œƆŵƕŒ��
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ƑŽŲƍƆ�ŖťœŪƃŒ�ŘŒ�ŗƒƄƋƕŒ�ŘœŪŪŌƆƃŒ�ó��ŖŨŹ�� ����������� ����ƅŒŧƂƃŒ����
ƅƂƒƄŵ�ƅƚŪƃŒ����ƊřœƂŧŕƍ�ĸŒ�ŗƆšŧƍ���
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� �������Ɠƍ�ƇƄƔŧƔ�ƉƔŗ�ƓśƅŔ�řƊŕŗśŬƛŔŔ������������ŘũŔŧŏ�Ɠ»ž�ũƔśŬ»ŠŕƈƅŔ�ř»Šũŧ�ŚŕŗƆųśƈ�¿ŕƈƄśŬƛ�řŬŔũŧƅŔ�ŚŔƏŧŌ�Ɛŧţ
����ƉŔƏƊŸŗ�ƓƍƏ��¿ŕƈŷƗŔ�������ŧťƈŞƃŒ�ŜœƆťŒ�ťƍƌŞ���ƑŵœƆřŞƙŒ�ųƍƈƃŒ������ŘœŪŪŌƆƃŒ�¾Ɔŵ�Ƒż�ŗºƒƄƋƕŒ���Ƒºż�

ŖŨŹ�ųœűſ���
 

�������ƎŠƅŔ�ŽŰƏ�Ə�¿ƔƆţś�Ƒƅŏ�Ɖŕ»ƔŗśŬƛŔ�ŔŨ»ƍ�ŽŧƎƔƏ������������ũŧ»ƊŠƅŔ�Şŕ»ƈŧƛ��ř»ƈƔũƄƅŔ�ƇƄśŬŬŎƈ�¿ŗƁ�Ɖƈ�řƅƏŨŗƈƅŔ�ŧƏ
��ƓŷŕƈśŠƛŔ�ŵƏƊƅŔ��������������������ŧŔŧ»ŷƙ�ƃ»ƅŨ�Ə��ŶƔũŕŮƈƅŔ�ŘũœŔŧ�ƐƏśŬƈ�Ə�ŚŕŬŕƔŬƅŔ�ƐƏśŬƈ���ƉƔƔƏśŬƈ�ƑƆŷ��ŕƎƆƈŷ�Ɠž

��Ŝţŗ����řƔƈƔŧŕƄŌ�űŔũŻƗ�ŵƏŲƏƈƅŔ�ŔŨƍ�¿Əţ���������ƛŔ�ŵƏƊƅŔ�Şŕƈŧƛ�ƓƅŕţƅŔ�ŶƁŔƏƅŔ�řŬŔũŧƅ�řƅƏŕţƈ�Ɠž�ƃƅŨƏ���ƓŷŕƈśŠ
����ŚŕŬŬŎƈƅŔ�¿ƈŷ�Ɠž��������������ŕ»ƎƔƆŷ�¿ƏŰţƅŔ�ƇśƔŬ�ƓśƅŔ�ŚŕƈƏƆŸƈƅŔ�řžŕƄ�Ɖōŗ�ƇƆŸƅŔ�Ŷƈ��řƔũƔƏųś�ŚŕƔŠƔśŔũśŬŔ�šŔũśƁŔ�Ə

�ųƂž�ƓƈƆŸƅŔ�ŜţŗƅŔ�űŔũŻŌ�ř»ƈŧŦƅ�ƛŏ�ƇŧŦśŬś�Ɖƅ���
��

���ƇƄśŧŕƔŬ�Ɖƈ�ƏŠũŌ�ŔŨƅ������������Ŷ»ŲƏƏ�řŗƏƆųƈƅŔ�ŚŕƊŕƔŗƅŔƏ�ŚŕƈƏƆŸƈƅŔ�ƑƆŷ�¿ƏŰţƅŔ�Ɠž�ŘŧŷŕŬƈƅŕŗ�ƇũƄśƅŔ�ƉƄ
�ŘũŕŮŏ����ƇƄũŕƔŦ�ƀžŔƏƔ�ƒŨƅŔ�ŶŗũƈƅŔ�Ɠž�ƉƄ���

��
ƅƂƃ�ŖŧƂœŬ�ƅƂƈƍœŶř�ƇŪš�ƇƂƃ�ƑŶƆ�ƇƂ���

������������
��

�ŗśšœŕƃŒ����������������������
ƇœƒŨƃŒ�ƇŪš�ŗŕƋ��

                                                
21
�The questionnaire was distributed in Arabic 
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ƅŪƀƃŒ¾ƍƕŒ���  

�ŗŪŪŌƆƃŒ�¾ƍš�ŘœƆƍƄŶƆ���
��ŗŪŪŌƆŕ�¾ƆŵŊ��  

��

��ŗŪººŪŌƆƃŒ�¾ººƆŵ�¾œººŞƆ����
�ųœűƀƃŒ��� 
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�������Ɖƈ�¿ƁŌ�ŚŔƏƊŬ� �������Ɖƈ����� �Ɖƈ�¿ƁŌ��ŚŔƏƊŬ 
��ŗŪŪŌƆƃŒ�¾Ɔŵ�ŘŒƍƈŪ�ťťŵ�� �������Ɖƈ��ô��Ɖƈ�¿ƁŌ��ŚŔƏƊŬ� ������Ɖƈ���ũŝƄōž�ŚŔƏƊŬ� 
��

�������Ɖƈ�¿ƁŌ�� �������Ɖƈ����Ɖƈ�¿ƁŌ��� 
���ƇƒŽŲƍƆƃŒ�ťťŵ�ŘœŽŲƍƆƃŒ� ��������Ɖƈ����Ɖƈ�¿ƁŌ�ƑƅŔ��� ��������Ɖƈ���ũŝƄōž� 
��

���ƇƒŽŲƍƆƃŒ�ťťŵ�ŘœŽŲƍƆƃŒ� ������������������ũƏƄŨ ������������������ŜŕƊŔ 
��

ϟ�ΔϴμΨθϟ�ΕΎϧΎϴΒ����
��

�������Ɖƈ�¿ƁŌ���řƊŬ� �����Ɖƈ������ô��Ɖƈ�¿ƁŌ��řƊŬ� 

�������Ɖƈ���ô�Ɖƈ�¿ƁŌ���řƊŬ� ���������ô�Ɖƈ�¿ƁŌ���řƊŬ� ��ŗƒŧƆŶƃŒ�ŗőŽƃŒ�� 

��������ũŝƄōž�řƊŬ� 
 
��ũºººƈŞƃŒ�� ������ũ»ƄŨ ������ƑŝƊŌ 
��

������ŞƏŪśƈ�Ř ������ŖŪŷŌ�řŬƊŔ 
��ŗƒŵœƆřŞƙŒ�ŗƃœšƃŒ�� �����ƀƆųƈ��Ř ������¿ƈũŌ���Ř 

��

 
������řƈŕŷ�řƔƏƊŕŝ�Ɖƈ�¿ƁŌ ������řƈŕŷ�řƔƏƊŕŝ 

������ƇƏƆŗŧ ������ūƏƔũƏƅŕƄŗ ��ƑƆƄŶƃŒ�¾ƋŌƆƃŒ�� 

������ũƔśŬŠŕƈ  

 
������şƈŕƊũŗ�ũƔŧƈ ������ŵƏũŮƈ�ũƔŧƈ 

�������ŵƏũŮƈ�ƀŬƊƈ �������ƀŬƊƈ�ŧŷŕŬƈ ���ƑŽƒŲƍƃŒ�ƏƆŪƆƃŒ�� 

�������ƓƊŔŧƔƈ�Ŝţŕŗ �������ŧŧţ���ƐũŦŌ������������ 
 

�������Ɖƈ�¿ƁŌ��ŚŔƏƊŬ� ����������Ɖƈ�¿ƁŌ��ŚŔƏƊŬ� 

��������ô�Ɖƈ�¿ƁŌ��ƑƅŔ��ŚŔƏƊŬ� ���������ô��Ɖƈ�¿ƁŌ�ƑƅŔ���
řƊŬ 

���ťťŵ�ŖŧŕŤƃŒ�ŘŒƍƈŪ�� 

��������ũŝƄōž�řƊŬ� 
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�ƅŪƀƃŒ�ƑƈœśƃŒ��ŚƍšŕƆƃŒ�ŗżŧŶƆ��Ŗ�έΪϨΠϟ�ϡϮϬϔϤΑ�ϲϋΎϤΘΟϻ�ωϮϨϟ��ΔτΒΗήϤϟ�ϢϴϫΎϔϤϟ�ϭ 

�� �έΪϨΠϟ�ϡϮϬϔϤΑ�ΓΪϴΟ�Δϓήόϣ�ϱΪϟ�ϲϋΎϤΘΟϻ�ωϮϨϟ�
22      

�� ΔϳέΪϨΠϟ�έϭΩϷ��ϡϮϬϔϤΑ�ΓΪϴΟ�Δϓήόϣ�ϱΪϟ      

�� ΔϳέΪϨΠϟ�ΓϭΎδϤϟ�ϡϮϬϔϤΑ�ΓΪϴΟ�Δϓήόϣ�ϱΪϟ      

�� ϣ�Ρήη�ϰϠϋ�ΓέΪϘϟ�ϱΪϟΔτδΒϣ�ΓέϮμΑ�ϦϳήΧ϶ϟ�έΪϨΠϟ�ϡϮϬϔ      

�� ΔδγΆϤϟ�ϞϤϋ�ϲϓ�έΪϨΠϟ�ΝΎϣΩ��ϡϮϬϔϣ�ϝϮΣ�ΔΤοϭ�ΓήϜϓ�ϱΪϟ�      

�� έΪϨΠϟ�ΕΎϘϴΒτΗ�ϭ�ϡϮϬϔϣ�ϰϠϋ�ϲΒϳέΪΗ�ϢΗ�ΪϘϟ�ΔδγΆϤϟ�ϞΒϗ�Ϧϣ      

�� �ϲϓ� Ϟπϓ� ΓέϮμΑ�έΪϨΠϟ�ΝΎϣΩ�ϲϓ� ϢϬδΗ� έΪϨΠϟ� ϡϮϬϔϤΑ�ϲΘϓήόϣ�ϥ� ΪϘΘϋ

ΔδγΆϤϟ�ϞϤϋ� 
     

�� � ΔδγΆϤϟ� ϲϓ� έήϘϟ� ΔϋΎϨλ� ΕΎϳϮΘδϣ� ϥ� ΪϘΘϋ��ΓέΩϻ� ϭ� ΓέΩϻ� βϠΠϣ

ΎϴϠόϟ���έΪϨΠϟ�ΕΎϘϴΒτΗ�ϭ�ϰϨόϣ�Ϧϋ�ΔΤοϭ�ΓήϜϓ�ΎϬϳΪϟ 
     

�� �ϲϓ� ΔΤο�ϭ� ΩϮϬΠΑ� ϢΟήΘΗ�έΪϨΠϟ� ϡϮϬϔϤΑ�έήϘϟ� ϊϨλ�ΕΎϳϮΘδϣ�Δϓήόϣ�ϥ

ΔδγΆϤϟ�ϞϤϋ�ϲϓ�έΪϨΠϟ�ΝΎϣΩ 
     

�ŚƃœśƃŒ�ƅŪƀƃŒ���έΪϨΠϟ�ΝΎϣΩ·�ϨϟϲϋΎϤΘΟϻ�ωϮ��ΕΎγΎϴγ�ϲϓ��ΔδγΆϤϟ�ΕΎϴΠϴΗήΘγ 

��� ΎϬϠϤϋ�ϲϓ�έΪϨΠϟ��ΝΎϣΩ�ΕΎϴϟ�ϝϮΣ�ΔΑϮΘϜϣ�ΔΤοϭ�ΔγΎϴγ�ΔδγΆϤϟ�ϯΪϟ      

��� ΎϬϠϤϋ�ϲϓ�έΪϨΠϟ�ΝΎϣΩ�ΔγΎϴγ�ϖϴΒτΘϟ�ΔΤο�ϭ�ΔϴΠϴΗήΘγ�ΔδγΆϤϟ�ϯΪϟ      

��� έΪϨΠϟ�ΝΎϣΩ�ΔγΎϴγ�ήϳϮτΗ�ϲϓ�ϲϛήη�ϢΗ�ΪϘϟ      

��� �ϯΪϟ�ϟΎμϟ�ϩήϳϮτΗ�ϢΗ��ΞϣήΒϟ�ϭ�ΕΎγΎϴδϟ�ϲϓ�έΪϨΠϟ�ΝΎϣΩϻ�ϞϴϟΩ�ΔδγΆϤϟ

ΔδγΆϤϟ 
     

��� �ϭ� ΔϳέΪϨΠϟ� ΓϭΎδϤϟ� � ϰϟ� ΔϣΎόϟ� ΔδγΆϤϟ�ϑΪϫ� ϭ� Δϳ΅έϭ� � ΔϤϬϣ� � ήϴθΗ

ΖϧΎϛ�ΓέϮλ�Δϳ΄Α�ϲϋΎϤΘΟϻ�ωϮϨϟ�ΓϭΎδϣ 
     

��� ήϴΒΧ� ΔδγΆϤϟ� ϯΪϟ�έΎθΘδϣ� ϭ� Γ�ϞϤόϳ� έΪϨΠϠϟ� Γ�Ω� ΓέϮμΑ� � ϞϤόΗ�ϭ� ΔϤ

ΔότϘΘϣ 
     

��� ϡϮϘϳ� �ήϴΒΨϟ� άϫ�ϡϮϘΗ��ϊϳέΎθϤϟ�ϭ�ΞϣήΒϟ�ΔϓΎϛ�μϨΑ� �Γ� ��ϕήϓ�ϭ�ϦϴϟϮΌδϣ

άϴϔϨΗ 
     

��� ΔϳέΪϨΠϟ�ΓϭΎδϤϟ�ϡϮϬϔϤϟ�ΎϤϬϓ�ΔδγΆϤϟ��ΕΩΎϋ�ϭ�ΔϓΎϘΛ�βϜόΗ      

��� ϦϴϠϣΎόϟ�ΕΩΎϋ�ϭ�ΔϓΎϘΛ�βϜόΗ�ΔϳέΪϨΠϟ�ΓϭΎδϤϠϟ�ΎϤϬϓ�ΔδγΆϤϟ�ϲϓ�Ε      

��� 
�ΪϨϋ�έΪϨΠϟ�ΝΎϣΩ�έΎΒΘϋϻ�ϦϴόΑ�άΧ΄Η�ΎϬϧΎϓ�ϲΠϴΗήΘγ�ςϴτΨΘΑ�ΔδγΆϤϟ�ϡΎϴϗ

�ΔδγΆϤϟ�˯ΩϷ�ΔϣΎϬϟ��ΕήηΆϤϟ�ΪΣ΄ϛ 
     

��
 
 
 

                                                
22�ƇƎƊƔŗ�řƈœŕƂƅŔ�ŚŕƁƜŸƅŔƏ�¿ŕŠũƅŔƏ�ŉŕŬƊƆƅ�řŸŠŔũƅŔ�ŚŕƔƅƏŎŬƈƅŔƏ�ƀƏƂţƅŔƏ�ũŔƏŧƗŔ�ŽƆśŦƈ�ƓŷŕƈśŠƛŔ�ŵƏƊƅŔ�ƇƏƎſƈ�ƓƊŸƔ���ƑƆŷ�ƇƏƎſƈƅŔ�ũŰśƂƔ�ƛƏ

�Ɖƈ�ƇƎśŕƔƏƍƏ�ƇƎśŕƔƄƏƆŬƏ�ƇƎŰœŕŰŦ�ŕƎŗ�ŧŧţś�ƓśƅŔ�řƂƔũųƅŔ�¿ƈŮƔ�ŕƈƊŏƏ�¿ŕŠũƅŔƏ�ŉŕŬƊƅŔƓŷŕƈśŠƛŔ�ŭƔŕŸśƅŔ�ũŕŬƈ�¿ƜŦ���ƓŷŕƈśŠƛŔ�ŵƏƊƅŔ�ųŗśũƔƏ
ŧũŔƏƈƅŔƏ�ŚŔũŕƔŦƅŔ�Ɖƈ�ŘŧŕſśŬƛŔ�řƔƊŕƄƈŏ�ƓžƏ�ŨƏſŅƊƅŔ�Ɠž�ŘŔƏŕŬƈƜƅŔ�Śƛŕţŗ�ŕƈƏƈŷ���řƔƊƔŧƅŔƏ�řƔŦƔũŕśƅŔ�ƀœŕƂţƅŕŗ�¿ŕŠũƅŔƏ�ŉŕŬƊƆƅ�řſƆśŦƈƅŔ�ŶƁŔƏƈƅŔ�ũŝōśśƏ

řƔžŕƂŝƅŔƏ�řƔŧŕŰśƁƙŔƏ���ƉŌ�ŚŕƔƅƏŎŬƈƅŔƏ�ŚŕƁƜŸƅŔ�ƃƆśƅ�ƉƄƈƔƏƉƈŪƅŔ�ũŗŷ�ũƔżśśƉŕƄƈƅŔ�Ə��� 
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��� 
�ΪΣ΄ϛ� έΪϨΠϟ� ΝΎϣΩ� άΧ΄Η� ΎϬϧΎϓ� ϲΠϴΗήΘγ� ϢϴϴϘΘΑ� ΔδγΆϤϟ� ϡΎϴϗ� ΪϨϋ

Ϭϟ��ΕήηΆϤϟέΎΒΘϋϻ�ϦϴόΑ�ΔδγΆϤϟ�˯ΩϷ�ΔϣΎ 
     

��� 
�ϱέΪϨΟ�ϞϴϠΤΗ�ϞϤόΑ�ΔδγΆϤϟ�ϡϮϘΗ�ϭ�ΖϣΎϗ

23
�˯ΪΒϟ�ϞΒϗ�ΔϓΪϬΘδϤϟ�ΕΎΌϔϠϟ�

ϊϳέΎθϤϟ�άϴϔϨΘΑ 
     

��� 
ϨΟ� ΎϧίϮΗ� ΔδγΆϤϟ� ΔϴϠϜϴϫ� βϜόΗπ� ΎΤοϭ� ΎϳέΪ� ��Ϧϣ� ΔϳϭΎδΘϣ� ΩΪϋ

ΔΑέΎϘΘϣ�ϊϗϮϣ�ϲϓ�ϦϴδϨΠϟ� 
     

��� 
ϓ�ϱέΪϨΟ� ϥίϮΗ� ΔδγΆϤϟ�ϯΪϟ� ΓέΩϻ�βϠΠϣ� ˯Ύπϋ�ϲ��ΔϳϭΎδΘϣ� ΩΪϋ

�ϦϴδϨΠϟ�Ϧϣ� 
     

��� ΔΑΎΟϻ�ϝΎΣ�ϲϓ�ΔϘϓϮϤϟ�ϡΪόΑ�Ϯϫ�ϼϴΜϤΗ�ήΜϛϷ�ϥΎϓ�ϖΑΎδϟ�ϝΆδϟ�Ϧϋ� 
� 
έϮϛάϟ �ΙΎϧϻ 

��� 
� ΎϴϠόϟ� ΓέΩϻ� ΕΎϳϮΘδϣ� βϜόΗ�ϊϳέΎθϤϟ� ϭ� ήϭΪϟ� ϭ� ΞϣήΒϟ� ˯έΪϣ��

Ο�ϼϴΜϤΗ�ΎϳϭΎδΘϣ�ΎϳέΪϨ����ϦϴδϨΠϟ�Ϧϣ�ΔϳϭΎδΘϣ�ΩΪϋ� 
     

��� ΔΑΎΟϻ�ϝΎΣ�ϲϓ�ΔϘϓϮϤϟ�ϡΪόΑ�Ϯϫ�ϼϴΜϤΗ�ήΜϛϷ�ϥΎϓ�ϖΑΎδϟ�ϝΆδϟ�Ϧϋ� έϮϛάϟ� Ύϧϻ�Ι 

��� 

� � ΎϴϧΪϟ� ϭ� ϰτγϮϟ� ΓέΩϹ� ΕΎϳϮΘδϣ� βϜόΗ� �ϮϘδϨϣ�ϊϳέΎθϤϟ� Ε��

ϥϮϠϬδϤϟ��Ε±ϭΪϋΎδϣ���ΞϣήΒϟ�Ε±ϭΪϋΎδϣ��ϊϳέΎθϤϟ�Ε��ΪϋΎδϤϟ���Γ

ϱέΩϹ��Δϳ±ΐγΎΤϤϟ��Γ�ήϴΗήϜδϟ���Φϟ�Γ���ΎϳϭΎδΘϣ�ΎϳέΪϨΟ�ϼϴΜϤΗ��ΩΪϋ

ϦϴδϨΠϟ�Ϧϣ�ΔϳϭΎδΘϣ� 

     

��� ΔΑΎΟϻ�ϝΎΣ�ϲϓ�ΔϘϓϮϤϟ�ϡΪόΑ�Ϯϫ�ϼϴΜϤΗ�ήΜϛϷ�ϥΎϓ�ϖΑΎδϟ�ϝΆδϟ�Ϧϋ� έϮϛάϟ� �ΎϧϻΙ 

��� 
�έήϘϟ�ΔϋΎϨλ�ϲϓ�ΔϳϭΎδΘϣ�ΓέϮμΑ�ΓέΩϻ�βϠΠϣ�˯Ύπϋ�ϙέΎθϳ���ξϐΑ�

�ϢϬϧϮϛ�Ϧϋ�ήψϨϟ˯Ύδϧ�ϭ�ϻΎΟέ� 
     

��� 
�ϦϴΑ� ΓϭΎδϤϟ� Ϧϣ� ΔΤοϭ� ΔΟέΩ� βϜόΗ� ϒϴχϮΗ� ΕΎγΎϴγ� ΔδγΆϤϟ� ϯΪϟ

�ϒΎχϮϟ�ϰϠϋ�ϝϮμΤϟ�ϲϓ�ϦϴδϨΠϟ�ΎϋϮϧ�ϭ�ΩΪϋ� 
     

��� 
ϳϭΎδΘϣ�ΐΗϭέ�˯ΎτϋΎΑ� ΔδγΆϤϟ� ϡϮϘΗΔϦϴϠϣΎόϟ�Ϧϣ�ϦϴδϨΠϟ�ϼϜϟ���ϲϓ�Ε

�ϒΎχϮϟ�βϔϧ� 
     

��� 
ϒΎχϮϠϟ��ΔδγΆϤϟ�ΕΎϧϼϋ�ϦϤπΘΗ����έΪϨΠϟΎΑ�ΔϓήόϤϟ���ΕΎΒϠτΘϣ�ΪΣ΄ϛ�

�ρϭήη�ϭϮϟ�ϒΎχΔϨϠόϤϟ� 
     

��� 
� ϥΎΠϟ� ΔδγΆϤϟ� ϞϜθΗϦϴϴϔχϮϤϟ� έΎϴΘΧ�� ΩΪΠϟ� ΕϦϣ��ϦϴδϨΠϟ� ϼϛ�

�ΔϧίϮΘϣ�ΓέϮμΑ 
     

��� 
��ΔδγΆϤϟ�ϡϮϘΗ�˯ΎϨΑ�ΕΎϔχϮϤϟ�ϭ�ϦϴϔχϮϟ�ΔϴϗήΗ�ϲϓ�ΔϳϭΎδΘϣ�ιήϓ�˯ΎτϋΎΑ

˯ΩϷ�ϢϴϴϘΗ�ΞΎΘϧ�ϰϠϋ 
     

��� ϦϴϔχϮϤϟ�˯Ω��ϢϴϴϘΗ�ϲϓ�ΔδγΆϤϟ�ΕΎγΎϴγ�βϜόΗ��ΔϳέΪϨΠϟ�ΓϭΎδϤϟ�Ε��

ϲΑΎΠϧϻ�έϭΪϟ�ϭ�ΔϴϠΎόϟ�ΕΎϣΰΘϟϻ�ΐΒδΑ�Γ˯Ύϔϛ�Ϟϗ�˯ΎδϨϟ�έΎΒΘϋ�ϢΘϳ�ϻ� 
     

��� ϋ�ϑϭήχ��ΔδγΆϤϟ�ήϓϮΗΔΒγΎϨϣ�ϞϤ�ΎϘϓϭ�ΕΎΟΎΤϟ�ϼϛ��ϦϴδϨΠϟ���ϭ�ϻΎΟέ

˯Ύδϧ� 
     

��� έΩΎμϤϟ�ήϓϮΘΗ� ΩέϮϤϟ�ϭ���ΕϻϮΠϟ��ΕέΎϴδϟ�±Φϟ�ΔϴγΎσήϘϟ�� ��ϼϜϟ

�ϦδϨΠϟϦϴϴϠϣΎόϠϟ�ΰϴϴϤΗ�ϥϭΪΑ��ϲϓ��ϒΎχϮϟ�βϔϧ 
     

��� 
�ϭ�ΔϤϬϣ�˯Ω�Ϧϋ�ΎϬΗΎϔχϮϣ�ϭ�ΎϬϴϔχϮϣ�Ϧϣ�ϱ�˯ΎμϗΎΑ� �ΔδγΆϤϟ�ϡϮϘΗ�ϻ

θϧ�έϮπΣϲϋΎϤΘΟϻ�ϪϋϮϧ�ϭ�ϪδϨΟ�ϰϠϋ�˯ΎϨΑ�ρΎ� 
     

 
 
 
 

                                                
23
��ϲϓ�ήΛΆΗ�ϲΘϟ�ϞΎγϮϟϭ�ΕΎΟΎϴΘΣϻϭ�ϑϭήψϟϭ�Δτθϧϻ�ΔϴλϮμΧ�ΓΎϋήϣ�ϊϣ�˯ΎδϨϟϭ�ϝΎΟήϟ�ϦϴΑ�ΕΎϗϭήϔϟ�ϞϴϠΤΗ�ΓΩ�Ϯϫ�ϱέΪϨΠϟ�ϞϴϠΤΘϟ

έήϘϟ�ΫΎΨΗϭ�ΔϴϤϨΘϟ�Ϧϣ�ΓΩΎϓϻ�ϞΎγϭ�Ϛϟάϛϭ�ΩέϮϤϟ�ϲϓ�ϢϬϤϜΤΗ 
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��� �ΕΎΒϳέΪΗ�ΔδγΆϤϟΎΑ�ϥϮϠϣΎόϟ�ϰϘϠΘϳΑ�ϖϠόΘΗ�ϊϴοϮϣ�ϰϠϋέΪϨΠϟ�ΝΎϣΩΎ      

��� 
�ΕΎϗΎδϣ�ϰϠϋ�ΐϳέΪΘϟ�ϲϓ� ϦϴδϨΠϟ� ϼϜϟ� ΔϳϭΎδΘϣ�ιήϓ� ΔδγΆϤϟ� ϲτόΗ

�ΔϴΠϴΗήΘγέήϘϟ�ΔϋΎϨλ�ϭ�ΓΩΎϴϘϟ�ϭ�ϲΠϴΗήΘγϻ�ςϴτΨΘϟ�ϞΜϣ 
     

��� 
�ήϴϏ�ϭ�ΔττΨϣ�ΕΎγΎϴδϟ�ϲϓ�έΪϨΠϟ�ΝΎϣΩ�ϲϓ�ΔδγΆϤϟ� ΩϮϬΟ�ϥ�ΪϘΘϋ

ΔϴϮθϋ 
     

�ŴŕŒŧƃŒ�ƅŪƀƃŒ���ŧťƈŞƃŒ�ŜœƆťŒ��ƑŵœƆřŞƙŒ�ųƍƈƃŒ��ŴƒŧœŬƆƃŒ�Ŗŧƍť�Ƒż 

��� ϓΪϬΘδϤϟ�ΕΎΌϔϟ�Ϧϣ�ϦϴδϨΠϟ�ϼϛ�ΔδγΆϤϟ�ϊϳέΎθϣ�ϑΪϬΘδΗΔ      

��� ΕΪϴϔΘδϤϛ�ςϘϓ�˯ΎδϨϟ�ϑΪϬΘδΗ�ϲΘϟ�ϊϳέΎθϤϟ��ξόΑ�άϴϔϨΘΑ�ΔδγΆϤϟ�ϡϮϘΗ      

��� 
�Ϧϣ�ϦϴδϨΠϟ�ϼϜϟ��ιήϔϟ�ϭ�ΕΎΟΎΤϟϭ�ΕΎϳϮϟϭϷ�ϊϳέΎθϤϟ�ϑΪϫ�βϜόΗ

ΔϓΪϬΘδϤϟ�ΕΎΌϔϟ 
     

��� 
�ϦϴδϨΠϟ� ϦϴΑ�ΕΎϓϼΘΧϼϟ�ςϴτΨΘϟ�ΖΤΗ� ϊϳέΎθϤϟ�ΕΎϴΠϴΗήΘγ�ΐϴΠΘδΗ

ΎΑ�ϖϠόΘϳ�ΎϤϴϓέΩΎμϤϠϟ�ϝϮλϮϟ�ϰϠϋ�ΓέΪϘϟ�ϭ�ΔϓήόϤϟ�ϭ�ΕέΎϬϤϟ 
     

��� 
�Ϧϣ�ΓΩΎϔΘγϻ�ϲϓ�˯ΎδϨϟ�ϙήη��ϥΎϤπϟ�ϊοϮΗ��ΔλΎΧ�ΕΎϴΠϴΗήΘγ�ϙΎϨϫ

ϊϳέΎθϤϟ 
     

��� 
�Ϊο�ΰϴϴϤΘϟ�ΕϻΎϤΘΣ� ϭ�ΕΎϧΎϜϣ� Ϧϣ�ϞϠϘΗ� ΔϘϳήτΑ� Δτθϧϸϟ�ςϴτΨΘϟ� ϢΘϳ

ΕΪϴϔΘδϤϛ�˯ΎδϨϟ 
     

��� 
όϟ�˯ΎδϨϟ�ϭ�ϝΎΟήϟ�ϙέΎθϳϦϴϠϣΎ��ϭ�ΎϤϛ��ΔϳϭΎδΘϣ�ΓέϮμΑ�ΔδγΆϤϟ�ϲϓ�Ε

ϊϳέΎθϤϠϟ�ςϴτΨΘϟ�ϲϓ�Ύϔϴϛ 
     

��� �ΔΑΎΟϻ�ϝΎΣ�ϲϓ�ΔϘϓϮϤϟ�ϡΪόΑ���ΎϛήΘη�ήΜϛϷ�ϥΎϓ έϮϛάϟ����� ΙΎϧϻ���� 

��� 
ϦϴϠϣΎόϟ�˯ΎδϨϟ�ϭ�ϝΎΟήϟ�ϙέΎθϳ��ϭ�ΎϤϛ�ΔϳϭΎδΘϣ�ΓέϮμΑ��ΔδγΆϤϟ�ϲϓ�Ε

ϛϊϳέΎθϤϠϟ�ΔϳέΎθΘγϻ�ϥΎΠϠϟ�ϲϓ�Ύϔϴ 
     

��� 
ϦϴϠϣΎόϟ�˯ΎδϨϟ�ϭ�ϝΎΟήϟ�ϙέΎθϳ��ϭ�ΎϤϛ�ΔϳϭΎδΘϣ�ΓέϮμΑ��ΔδγΆϤϟ�ϲϓ�Ε

ΔϓΪϬΘδϤϟ�ΕΎΌϔϟ�ϊϣ�ΕΎϋΎϤΘΟϻ�ϲϓ�Ύϔϴϛ 
     

��� 
�ΔϠΣήϣ�ϲϓ� ΔϳϭΎδΘϣ� ΓέϮμΑ� ˯Ύδϧ� ϭ�ϻΎΟέ� ΔϓΪϬΘδϤϟ�ΕΎΌϔϟ�ϙήη� ϢΘϳ

ϊϳέΎθϤϠϟ�ςϴτΨΘϟ 
     

��� ϝΎΣ�ϲϓ�ΔΑΎΟϻ��ΔϘϓϮϤϟ�ϡΪόΑ�Ύϛήη�ήΜϛϷ�ϥΎϓ�� έϮϛάϟ������ ΙΎϧϻ����� 

�� 
� ΕϻϭΎΤϣ� ϙΎϨϫΓΩΎΟ�ϲϋΎϤΘΟϻ� ωϮϨϟ� ΓϭΎδϣ� Ϧϋ� ϦϴόϓΪϤϟ� ϙήηϹ�

�ϦϴμΘΨϤϟϭ�ΕΎγΎϴγ�ϮϠϠΤϣ�ˬϥϮΜΣΎΑ�ˬϥϮϴόϣΎΟ��ϊϳέΎθϤϠϟ�ςϴτΨΘϟ�ϲϓ 
     

��� 
ΓΩΪΤϤϟ� ΕήηΆϤϟ� ϲϋΎϤΘΟ� ωϮϧ� ΕήηΆϣ� ϞϤθΗ� ϊϳέΎθϤϟ� ΡΎΠϨϟ���

�ϦϴδϨΠϟ�ϼϛ�ϰϠϏ�ωϭήθϤϟ�Δτθϧ�ήϴΛ΄Η�ϲϓ�ϕήϔϟ��βϜόΗ� 
     

��� 
�ϲϓ� ϲϓΎϜϟ� ΡϮοϮϟΎΑ� ΓΩΪΤϣ� ϲϋΎϤΘΟϻ� ωϮϨϟΎΑ� Δϗϼόϟ� ΕΫ� ϊϴοϮϤϟ

τϨϤϟ�έΎσϹϲϘ 
     

��� 
�ϕήϔϟ� ϯϮΘδϣ� ϰϠϋ� ϊϳέΎθϤϟ� Δτθϧ� άϴϔϨΗ� ϲϓ� ˯ΎδϨϟ� ϭ� ϝΎΟήϟ� ΔϛέΎθϣ

ΔϳϭΎδΘϣ�ΔϠϣΎόϟ 
     

��� 
�ϯϮΘδϣ� ϰϠϋ� ϊϳέΎθϤϟ� Δτθϧ� άϴϔϨΗ� ϲϓ� ˯ΎδϨϟ� ϭ� ϝΎΟήϟ� ΔϛέΎθϣ

ϦϳΪϴϔΘδϤϟ�ΔϳϭΎδΘϣ�Ε��
     

 
 
 
 
 
 
 



 129 

 
 
 
 

 ¾ŒŌŪƃŒ 

�ž
żŒƍ
Ɔ

ŖťŬ
ŕ

 žż
ŒƍƆ

 

ťƒœ
šƆ

 žż
ŒƍƆ

�ŧƒ
Ź

 �ž
żŒƍ
Ɔ�ŧ

ƒŹ
ŖťŬ
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��� 
�˯Ύδϧ� ϭ� ϻΎΟέ� ΔϓΪϬΘδϤϟ� ΕΎΌϔϠϟ� έΩΎμϤϠϟ� ϱϭΎδΘϣ� ϝϮλϭ� ϙΎϨϫ

�νϭήϘϟ�ΕΎΒϬϟ��ϓ��ΔϴϋϮΘϟ�ϭ�ΐϳέΪΘϟ�ιή±Γήϴϐμϟ�ϊϳέΎθϤϟ�� 
     

��� 
�ϊϳέΎθϤϟ� άϴϔϨΗ� ˯ΎϨΛ� ήτΗ�ϲΘϟ�ϞϛΎθϤϟ�ϞΣ�ΔϟϭΎΤϣ�ϰϠϋ�ΔδγΆϤϟ�ϞϤόΗ

ϱέΪϨΠϟ�ΰϴϴϤΘϟ�Ϧϋ�ΔΠΗΎϨϟ 
     

��� 
��ϞϤϋ�ϲϓ�ϲϋΎϤΘΟϻ�ωϮϨϟ�ΝΎϣΩ�ϢϋΪϟ�˯ΰΟ�ϊϳέΎθϤϟ�ξόΑ�Δτθϧ�ϞϤθΗ

��ΔϜϳήθϟ�ΕΎδγΆϤϟ��ΔϳΪϋΎϘϟ�ΕΎδγΆϤϟήϐλϷ� 
     

��� 
�ϦϴδϨΠϟ�ϼϜϟ�ΎϳϭΎδΘϣ�ϼϴΜϤΗ�ϢϴϴϘΘϟ�ϭ�ΔόΑΎΘϤϟ�ϕήϓ�βϜόΗ��ΔϳϭΎδΘϣ�ΩΪϋ

ΕΎϤϴϘϤϟ�ϭ�ϦϴϴϤϴϘϤϟ�Ϧϣ� 
     

��� 
�έΪϨΠϟ�ϝΎΠϣ�ϲϓ�ΓήΒΧ�ϢϬϳΪϟ�ΎλΎΨη�ϊϳέΎθϤϟ��ϢϴϴϘΗ�ϭ�ΔόΑΎΘϣ�ϕήϓ�ϢπΗ

ϲϋΎϤΘΟϻ�ωϮϨϟ�ϭ 
     

��� 
νήϐΑ� ΎϬόϤΟ� ϢΘϳ� ϲΘϟ� ΕΎϣϮϠόϤϟϟ� ϢϴϴϘΗ�βϨΠϟ�ΐδΣ� ΔϔϨμϣ� ϊϳέΎθϤ�

�έϮϛάϟ�Ϧϣ�ϦϳΪϴϔΘδϤϟ�ΩΪϋ�ϭ�ΙΎϧϻ�Ϧϣ�ΕΪϴϔΘδϤϟ�ΩΪϋ� 
     

��� 
�Ϧϣ� ϦϴδϨΠϟ� ϼϛ� Ϧϣ� ΕΎϣϮϠόϣ� ϊϤΟ� ϢϴϴϘΘϟ� ϭ� ΔόΑΎΘϤϟ� ΔϴϠϤϋ� ϞϤθΗ

ϦϳΪϴϔΘδϤϟ�Ε 
     

��� 
ϢϴϴϘΘϟ� ϭ� ΔόΑΎΘϤϟ� ΔϴϠϤϋ� ϞϤθΗΔγέΩ��ϦϴδϨΠϟ� ϼϛ� ϰϠϋ� ωϭήθϤϟ� ήϴΛ΄Η�

�˯Ύδϧ�ϭ�ϻΎΟέ� 
     

��� 
�ϞΟήϟϭ�ΓήϤϠϟ��ΔϳϭΎδΘϤϟ�ΔϤϫΎδϤϟ�ϖϴόΗ�ϥ�ϦϜϤϳ�ϲΘϟ�ΕΎΒϘόϟ�ΪϳΪΤΗ�ϢΘϳ

ϢϴϴϘΘϟ�ΔϴϠϤϋ�ϝϼΧ�Ϧϣ 
     

��� 
ϲϓ��ΔϴΤϴΤμΗ�Ε˯ήΟ��ΔδγΆϤϟ�άΨΘΗ��ϭ�ΔόΑΎΘϤϟ�ΕΎϣϮϠόϣ�ΕέΎη�ϝΎΣ

ϦϴδϨΠϠϟ�ΔϳϭΎδΘϣ�ήϴϏ�ΓΩΎϔΘγ�ϰϟ�ϢϴϴϘΘϟ 
     

��� ��ϲϓ�έΪϨΠϟ�ΝΎϣΩ�ϲϓ�ΩϮϬΟ�ΔδγΆϤϠϟϊϳέΎθϤϟ�ΕΎϧίϮϣ�ΩΪϋ      

��� 
ŚŕƔƏśŬƈƅŔ�¿Ƅ�ƑƆŷ�ŘŌũƈƅŔ�řƄũŕŮƈ�ƉŕƈŲƅ�ŧƏƎŠ�řŬŬŎƈƆƅ�ƉŌ�ŧƂśŷŌ���

ΔϳΪϋΎϘϟ�ΕΎϳϮΘδϤϟ�ΔϴϨϬϤϟ��έήϘϟ�ΔϋΎϨλ�� 
     

��� 
�ϭ�ΔττΨϣ�ϊϳέΎθϤϟ�ΓέϭΩ�ϲϓ�έΪϨΠϟ�ΝΎϣΩ�ϲϓ�ΔδγΆϤϟ�ΩϮϬΟ�ϥ�ΪϘΘϋ

ΔϴϮθϋ�ήϴϏ 
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Annex 4  
Questionnaire in English 

 
 

                              
The Islamic University � Gaza                
Postgraduate Department                                                                                                                                                                                  
Faculty of Commerce��

Dep. of Business Administration 
 

 
��

 
 
 
 

Dear employees at the non- governmental organizations- Gaza,  
 
 
 
This questionnaire is a research tool specifically designed to satisfy and complete a Master's 
Degree requirement in Business Administration at the Islamic University in Gaza. The 
Master's thesis is titled "Gender Mainstreaming Efforts in the Gaza Strip NGOs (Gender 
Analysis and Suggested Strategies)". 
 
The questionnaire aims at describing and analyzing the gender mainstreaming efforts exerted 
by your organization at two levels (policy and project cycle levels) and that in an attempt to 
analyze the NGOs work done on ground in this regard and thus; suggest development 
strategies, taking into account that all the information obtained will be used for the sake of 
academic research purposes only.  
 
 
I hope for your support in filling out the questionnaire by placing (x) in the answer box that 
goes with your answer choice.  
 
 
Thanking your cooperation.  
 
 
 
Sincerely,  
 
The researcher  
Hebe Zayyan   
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Section I:  
 
Information about the organization:  
 

1. organization's name   
 

2. organization's sector    
 

(       ) less than 3 years  
 

(      ) from 3 to less than 7 years  3. Years of     
operation  

(        ) from 7 years to less than 10 
years  

(       ) 10 years and above  

 
(        ) less than 10  (      ) from 10 to less than 20 4. Number of 

employees  (        ) from 20 to less than 30 (       ) 30 and above 
 
 

5. Number of 
employees  

 
������ Males  

 
������.Females 

 
Personal Information:  
 

(       ) less than 25 years (      ) from 25 to less than �� 
(        ) from �� to less than �� (       ) from 45 to less than 55 

 
6. Age group  

(        ) 55 and above   
 
 

 
7. Sex 

 
(          )  Male  

 
(         )Female 

 
 
(          )  Married 

 
(         )Single 

8. Marital 
Status  

(          ) Widow  (          ) divorced 

 
(        ) less than high school  (      ) High School diploma  
(        ) Diploma (       ) Bachelor Degree  

 
9. Education  

(        ) Masters Degree   
 

(     ) Programme Manager  (      ) Project Manager  
(        ) Coordinator  (       ) Assistant coordinator  

 
10. Job Title 

(        ) Field worker  (        ) Other : ��������. 
 
 

(        ) less than 3 years 
 

(      ) from 3 to less than 5 years 

(        ) from 5 to less than 10 years (       ) from 10 to less than 15 

 
11. Years of 
service   

(        ) 15 and above   
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Section II: Knowledge of gender and gender related concepts 
  

1.  I have a good knowledge of gender  
 

     

2.  I have a good knowledge of gender roles concept 
 

     

3.  I have a good knowledge of gender equality concept 
 

     

4.  I can explain the concept of gender to others in a simple 
way  

     

5.  I have a clear idea of gender mainstreaming in the 
organization  

     

6.  I was trained on gender : concepts and application by 
my organization  

     

7.  I think my knowledge of gender contributes to better 
gender mainstreaming within the work of the 
organization 

     

8.  I think decision makers within the organization (the 
board of directors and senior management) have a good 
idea of gender : concepts and applications 

     

9.  The knowledge of decision makers of gender is 
translated into clear efforts to mainstream gender in the 
organization 

     

 
Section III: Gender Mainstreaming in organization's policies and procedures  
 

10.  The organization has a clear policy on gender 
mainstreaming in its work 

     

11.  The organization has a clear strategy on gender 
mainstreaming  

     

12.  I was involved in the development of a gender 
mainstreaming policy  

     

13.  The organization has an exclusively- developed  
guidelines to support mainstreaming gender in all its 
policies and programmes  

     

14.  The mission, vision and overall objectives of the 
organization refer to gender equality in one way or 
another 
 

     

15.  The organization has a gender advisor who works on a 
regular or irregular basis  

     

16.  The gender advisor provides consultation to all 
programmes' and projects' senior management and 
working teams  

     

17.  The organization's culture reflects an understanding of 
gender equality  

     

18.  The employees' culture reflects an understanding of      
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gender equality  
19.  When the organization conducts a strategic planning, it 

takes into consideration gender mainstreaming as an 
important indicator to organizational performance  

     

20.  When the organization conducts a strategic evaluation, 
it takes into consideration gender mainstreaming as an 
important indicator to organizational performance  

     

21.  The organization conducts or conducted a gender 
analysis of target groups before starting projects 
implementation 

     

22.  The organization's structure reflects a clear gender 
balance (equal number of men and women in similar 
positions)  

     

23.  There is a gender balance within the organization's 
board of directors ( equal number of men and women )  

     

24.  In case you "disagree" , the more represented are   
� males 

    

 
�females 

25.  Senior management " departments', programmes' , and 
projects managers" reflect a gender balance  ( equal 
number of men and women )   

  
 
 
 

   

26.  In case you "disagree" , the more represented are   
� males    

 
�females 

 
 

27.  Middle Management ( project coordinators, facilitators, 
project assistants, admin assistants , accountants, 
secretaries ) reflect a gender balance 

     

28.  In case you "disagree" , the more represented are  
� males  

 
�females 

 
29.  The Board of directors members participate equally in 

decision making regardless if they were men or women  
     

30.  The organization has recruitment policies that clearly 
reflects gender equality ( in terms of number and type 
of jobs both sexes can have) 

     

31.  The organization gives equal salaries to  men and 
women employees working in same positions  

     

32.  Vacancies' advertisements include " knowledge of 
gender" as a requirement of the advertised post 

     

33.   Selection panels for new  positions, within the 
organization, include men and women panelists  in a 
balanced manner  

     

34.  Men and women employees  are given equal 
opportunities for promotion based on the results of their 
 
 performance appraisal  

     

35.  The staff performance appraisal policy reflects gender 
equality ( women are not considered less qualified due 
to family obligations or their reproductive role)  

     

36.  The organization provides adequate working conditions      
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 responsive to the needs of men and women employees  

37.  Equal Resources ( mobiles , cars, stationary )  are 
available for  men and women employees working in 
the same positions  

     

38.  Employees are not excluded from doing a certain task 
or participating in an event  based on their gender  

     

39.  The employees in the organization are provided with  
trainings on gender mainstreaming  

     

40.  The organization gives equal training opportunities to 
both men and women employees  on strategic topics i.e. 
strategic planning , leadership, decision making to etc. 

     

41.  I think gender mainstreaming efforts in policies  and 
procedures are planned and not arbitrary  

     

 
Section III: Gender Mainstreaming in the project cycle 
 

42.  The organization projects target men and women  in a 
balanced manner  

     

43.  The organization implements some projects that target 
women only as beneficiaries  

     

44.  The projects objectives reflect the priorities, needs and 
opportunities of men and women target groups  

     

45.  The planned projects strategies respond to the 
differences between men and women when it comes to 
knowledge, skills  and ability to access  resources 

     

46.  There is a special strategy put in place to ensure that 
women benefit from  projects   

     

47.  The activities are planned in a manner to decrease the 
possibility of gender discrimination against women as 
beneficiaries  

     

48.  Men and women employees participate in an equal way  
in projects planning (in terms of number and type of 
participation) 

     

49.  In case you "disagree" , those who participate more are  �males �females 
50.  Men and women employees participate equally in  

projects steering committees(in terms of number and 
level of participation) 

     

51.  Men and women employees participate equally in  
meetings with target groups (in terms of number and 
level of participation)   

     

52.  Men and women target groups participate equally in 
project planning  

     

53.  In case you "disagree" , those who participate more are   � males � females 
 

54.  The organization has serious attempts to involve gender 
advocates and women activists (academics, researchers, 
policy analysts ) in project planning  

     

55.  Projects set indicators include gender indicators 
(reflects the difference in projects' impact on both 
sexes)  

     

56.  Gender concepts are included in the logical framework      
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clearly 
57.  Men and women employees have equal participation in 

 projects' implementation  
     

58.  Men and women beneficiaries have equal participation 
in projects' implementation  

     

59.  Men and women target groups have equal access to 
resources ( loans, grants, training opportunities, small 
business support)  

     

60.  The organization works on solving problems during 
project implementation that are resulted from gender 
discrimination  

     

61.  Part of some projects activities is the support of gender 
mainstreaming within smaller partner CBOs 

     

62.  Monitoring and evaluation teams have good gender 
balance ( equal number of both sexes)  

     

63.  Monitoring and evaluation teams include people with 
gender experience  

     

64.  The information collected for evaluating projects is sex-
disaggregated  

     

65.  The monitoring and evaluation process includes 
collecting information from men and women 
beneficiaries 

     

66.  The monitoring and evaluation process includes 
studying the impact of the project on both men and 
women beneficiaries 

     

67.  The monitoring and evaluation process helps identify 
the obstacles to equal men's and women's participation 
in the project  

     

68.  Corrective measures are put in place by the 
organization if the monitoring and evaluation collected 
information revealed unequal benefit of both sexes  

     

69.  The organization works on gender responsive budgeting 
  

     

70.  I think the organization supports the participation of 
women at all levels ( grassroots, professional,  and 
decision making ) levels  

     

71.  I think the organizations' gender mainstreaming efforts 
in the project cycle are planned and not arbitrary  

     


