
 
 

 
 

  

MID-TERM REVIEW  
of the Implementation of the UNIDO Policy 
(2015) and Strategy (2016-2019)  
on Gender Equality and the Empowerment of 
Women 
 
 



 
 

 

Table of Contents 
 

Executive Summary ............................................................................................................................................ I 

1. Introduction .............................................................................................................................................. 1 

2. Results and Recommendations: Progress on the priority areas of the Strategy and Policy .................... 3 

2.1 Overview of Progress in Implementation of Policy and Strategy Commitments .......................... 3 

2.2 Results and Recommendations: Gender Parity ............................................................................. 4 

2.3 Results and Recommendations: Gender-sensitive culture ........................................................... 7 

2.4 Results and Recommendations: Accountability ............................................................................ 9 

2.5 Results and Recommendations: Institutional Arrangements ...................................................... 13 

2.6 Results and Recommendations: Contribution to gender equality and the empowerment of   

women in Inclusive and Sustainable Industrial Development ........................................................ 18 

Box 1: Examples of Contribution to Gender Equality and the Empowerment of Women in Inclusive  

             and Sustainable Industrial Development ............................................................................. 20 

Box 2: UNIDO’s Use of Partnership to Promote Gender Equality and the Empowerment of Women     

             at Global, Regional and National Levels .............................................................................. 21 

Box 3: Building the capacity of counterparts to gender mainstream industrial policy ................... 22 

2.7 Results and Recommendations: Gender review at project design, approval and evaluation .... 23 

2.8 Results and Recommendations: Knowledge generation and communication, including sex-

disaggregated data collection ..................................................................................................... 26 

2.9 Concluding Note on Results and Recommendations .................................................................. 28 

3. Relevance ................................................................................................................................................ 31 

3.1 Relevance of the UNIDO Policy and Strategy in relation to UNIDO’s mandate .......................... 31 

3.2 Perceived relevance of gender equality and the empowerment of women and the 

accompanying Policy and Strategy to staff.................................................................................. 32 

3.3 Relevance of the UNIDO Strategy and Policy in the context of the UN System Wide Action Plan 

for Gender Equality and the Empowerment of Women ............................................................. 33 

3.4 Recommendations regarding Relevance ..................................................................................... 33 

4. Concluding note ...................................................................................................................................... 35 

Annex 1: Case Study Highlights ....................................................................................................................... 36 

file:///C:/Users/LaiH/Desktop/UNIDO_Mid%20Term%20Review_GEEW_Final%201%20November.docx%23_Toc528844891
file:///C:/Users/LaiH/Desktop/UNIDO_Mid%20Term%20Review_GEEW_Final%201%20November.docx%23_Toc528844891
file:///C:/Users/LaiH/Desktop/UNIDO_Mid%20Term%20Review_GEEW_Final%201%20November.docx%23_Toc528844892
file:///C:/Users/LaiH/Desktop/UNIDO_Mid%20Term%20Review_GEEW_Final%201%20November.docx%23_Toc528844892
file:///C:/Users/LaiH/Desktop/UNIDO_Mid%20Term%20Review_GEEW_Final%201%20November.docx%23_Toc528844893


I 
 

Executive Summary 
 
Objective 
 

Through consultations with UNIDO staff, Member 
States and other United Nations agencies, the 
mid-term review assessed the Organization’s 
implementation of the UNIDO Policy on Gender 
Equality and the Empowerment of Women 
(2015) and the UNIDO Gender Equality and the 
Empowerment of Women Strategy (2016-2019)  
 
The review focused on three main areas: (i) 
relevance of the policy and strategy; (ii) 
effectiveness of their implementation; and (iii) 
recommendations to strengthen their delivery. 
This report highlights the key findings of the 
review.  
 
Relevance of the UNIDO Policy and Strategy on 
Gender Equality and the Empowerment of 
Women 
 

UNIDO was founded in 1966 with the mandate to 
act as the central coordinating body for industrial 
activities within the UN system and to promote 
industrial development, focusing its efforts on 
relieving poverty by fostering productivity 
growth. In 2013, the Lima Declaration identified 
the focus of UNIDO on Inclusive and Sustainable 
Industrial Development (ISID) and in so doing 
ensured that gender equality and the 
empowerment of women and UNIDO’s mandate 
were conceptually intertwined and indivisible: 
without women, development cannot be 
inclusive and without inclusivity, development 
cannot be sustainable. Therefore, without gender 
equality and the empowerment of women 
UNIDO cannot meet its mandate.  The Policy and 
Strategy are thus highly relevant and necessary 
for its operations. 
 

 
 

Progress in implementation of Policy and 
Strategy Commitments 
 

The review reveals that UNIDO has made strong 
progress to meet its Policy and Strategy 
commitments. It should be commended for these 
efforts and results.  
 
The strongest results and most progress are in 
relation to: 

 Gender-responsive design in programmes 

and projects; 

 Institutional arrangements for gender 

equality and the empowerment of women; 

 Resource tracking of projects through the 

gender marker system.  

 
The least progress appears to be in relation to:  

 Mainstreaming gender-related 

responsibilities and ensuring accountability 

across the organization. The burden of 

expectation appears to remain primarily on 

the resource-constrained Gender Office; 

 Gender parity. Despite some progress, there 

is a lack of gender parity in UNIDO and this 

disparity is more pronounced at senior levels; 

 Use of Organizational Units’ annual gender 

plans as key tools for facilitating 

implementation of commitments and for the 

identification of responsibilities and needs. 

 
Factors contributing to progress include: 

 A robust organizational Policy and Strategy 

on gender equality and the empowerment of 

women that is strongly aligned with UN 

system-wide requirements; 

 Strong and transparent leadership from the 

Director General and a core team of senior 

managers. Effective implementation by the 

Gender Coordinator, supported by dedicated 

experts, interns and the rotational Gender 

Officer; 

 A strong gender focal point network and core 

group of extremely committed individual 

staff members; 

UNIDO has completed or is on track to meet 
95 out of the 120 actions it has committed to 
in its Policy and Strategy on Gender Equality 
and the Empowerment of Women, 
representing 79% of its commitments. 9 
actions have been delayed and 16 have not 
yet started. An additional 20 actions were 
reported as planned. 
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 Support from one Member State, Finland, 

providing extra budgetary support to 

supplement UNIDO funds; 

 Increased Member State and donor support 

for advancing gender equality in 

industrialization, bringing further momentum 

and accountability to carrying out actions to 

advance gender equality and women’s 

empowerment. Furthermore, committed 

donors with high prioritization of gender 

equality and the empowerment of women 

have required gender mainstreaming within 

their funded projects and across the 

Secretariat, which has built competence and 

momentum;  

 Momentum generated by the adoption of the 

Secretary General’s System-wide Strategy on 

Gender Parity; 

 UN Women’s vital guidance for advancing 

gender equality and the empowerment of 

women throughout the Organization, 

including in leading implementation of the 

United Nations System-wide Action Plan for 

Gender Equality and the Empowerment of 

Women (UN-SWAP) framework; and 

 The international community’s commitment 

to gender equality and the empowerment of 

women as reflected in SDG 5, in the 

indicators of almost all other SDGs and 

gender equality as a crosscutting focus in the 

2030 Agenda. 

  
Recommendations  
 

Overall recommendations include: 

 Re-structure responsibilities for gender 

mainstreaming. “Business owners” should be 

identified for each priority area of the Policy, 

Strategy and the UN System-wide Action 

Plan. This should be articulated in the new 

Strategy and in the updated Policy. The 

various responsibilities should be allocated to 

the respective departments who will be 

reporting on those factors. The Gender Office 

should retain clear boundaries around the 

limits of its 

coordinating/coaching/monitoring function. 

All staff should set at least one work and 

learning objective on gender in their annual 

performance plans; 

 Develop a Gender Parity Action Plan. 

Address under-representation of women and 

men in specific staff categories through 

modifications to recruitment policies and 

procedures. Internally, empower existing and 

future staff by creating an enabling, gender-

sensitive working environment and by 

advocating for and improving flexible working 

arrangements; 

 Build staff and leadership capacity to 

respond to commitments. All staff must 

complete the “I Know Gender” training as a 

minimum and mandatory requirement. A 

tailored executive leadership programme 

should be rolled out as a priority. Some 

departments and divisions must engage more 

robustly with their annual gender equality 

work plans; 

 Build capacity for and strengthen the 

collection  and analysis of sex-disaggregated 

data in the context of inclusive and 

sustainable industrial development for 

monitoring, evaluation and reporting 

purposes; 

 Enhance reporting on organizational results 

on gender, including through requiring the 

collection and analysis of sex-disaggregated 

data, to assess UNIDO’s contribution to 

achieving SDGs; 

 Develop a robust communications strategy 

for (i) communicating achievements made by 

the Organization and its donors both 

internally among staff and externally to 

partners and Member States, (ii) clarifying 

the links between UNIDO’s mandate and 

gender equality, and (iii) strengthening 

organizational commitments to GEEW. 

Moving forward, this should enable stronger 

gender transformative programming as 

aligned with UN-SWAP 2.0, and gender parity 

as aligned with the System-wide Strategy on 

Gender Parity.; 
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 Gender Office to take steps to ensure 

compliance with the new UN-SWAP 

performance indicators. 

 
Concluding Note 
 

For the effective implementation of the gender 
policy and strategy, UNIDO relies on: 
 

 Sufficient human and financial resources for 

the operationalization of the commitments; 

 Internal understanding, leadership and 

integration of gender equality and the 

empowerment of women across all areas of 

activity; and 

 Continuing global support for gender equality 

and women’s empowerment work.  

A decrease in any of these will limit the 
organization's ability to address gender 
inequalities in a substantive manner, thus 
inhibiting the achievement of its mandate on 
inclusive and sustainable industrial development. 
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1. Introduction 
 
This report highlights the key findings of the 
participatory mid-term review of UNIDO’s Policy 
on Gender Equality and the Empowerment of 
Women (2015) and its Gender Equality and the 
Empowerment of Women Strategy (2016-2019) 
(hereafter referred to as the Policy and Strategy).  
 
Specifically, this report: 

 Synthesizes the findings of consultations with 

staff from across UNIDO including the 

management team, with Member States and 

with UN agencies; 

 Takes stock of UNIDO’s current work to 

implement the Policy and Strategy across 

UNIDO’s priority areas; 

 Identifies emerging strategic questions and 

makes recommendations for actions and 

decisions needed to ensure effective 

implementation of the UNIDO Policy and 

Strategy for the remainder of the term (31 

December 2019) and to inform the 

development of the next UNIDO Policy and 

Strategy on Gender Equality and the 

Empowerment of Women (GEEW).  

A team of five representatives from UNIDO and 
one external expert1 conducted the participatory 
mid-term review over a period of four months 
(April– July 2012). In view of the limited 
resources available, the participatory mid-term 
review was designed to be light touch2. However, 
the enthusiasm for the exercise - both internally 
and externally - meant that the team had a 

                                                           
1 The team consisted of Hedda Femundsenden, 
Gender Coordinator; Riccardo Savigliano, Rotational 
Gender Officer; Priyanka Teeluck, Gender Expert; Hoa 
Lai, Gender Assistant; Rachel Loper and Marlene 
Gruber, Gender Interns; supported by Leslie Groves 
Williams, a Senior Consultant specializing in 
Organizational Learning and Change for Gender 
Equality. The team gratefully acknowledges the 
contributions of the many individuals – both within 
and outside of UNIDO - who gave their valuable time 
to this review.  
2
 The methodology drew on the OECD-DAC evaluation 

criteria, the ILO gender audit approach and the 2018 
UNEG Guidance on Evaluating Gender Mainstreaming. 

significant sample group to work with and has 
produced over 200 pages of data3. 
 
The mid-term review had three principle areas of 
investigation:  

 Relevance of the UNIDO Policy and Strategy 

on GEEW;  

 Effectiveness in the implementation to date 

of the Policy and Strategy on GEEW; and  

 Recommendations for strengthening the 

delivery of the Policy and Strategy. 

This report is based on qualitative and 
quantitative data collected from the following: 
 
a) A targeted survey for UNIDO gender focal 

points to complete with their respective 

departmental teams at HQ and in the field. 

The survey scrutinized completion and 

prioritization levels of the 120 actions 

contained in the Policy and Strategy. It 

explored staff perceptions on related topics 

and gave staff the opportunity to comment 

on the relevance of Policy and Strategy 

actions and to provide recommendations. 

The survey had a high response rate of 77%4; 

                                                           
3
 To keep this report accessible to the widest possible 

audience, this report provides a summary of findings 
with illustrative examples. The detailed methodology 
and list of participants are not included. Both are 
available on request.  
4
 This response rate is 14 out of 18 units 

(department/division). There was the opportunity for 
821 staff to respond to the survey. Gender Focal 
Points from each unit responded on behalf of a total 
of 751 staff, collating the inputs from colleagues 
during a unit-wide meeting. The positive result of 
asking departments/divisions to engage collectively 
with the survey was an increase in the collective 
engagement and discussion on survey results. It also 
distinguishes departments in terms of responses. The 
limitation is that the response is an aggregate team 
response, mediated by the gender focal point, who 
was responsible for data entry and submission.  
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b) Interviews5 with key informants - 15 

members of the UNIDO senior management 

team6, 4 Gender Champion Ambassadors7, 12 

representatives from Permanent Missions8 

and 4 members of 3 other UN agencies9; 

c) Follow up workshops with UNIDO’s 

Department of Human Resources (12 staff), 

Staff Council (7 staff members) and Gender 

Focal Points Network (10 out of the 20 

person strong network at HQ); 

d) Mini case studies for more detailed scrutiny 

of emerging practices10; 

e) A literature review of selected documents, 

including UN SWAP reports from 2015 

onwards. 

                                                           
5
 These were face to face or through written 

correspondence in response to submitted interview 
questions. 
6
 All three Managing Directors were interviewed: 

Managing Directors of the Directorates of Programme 
Development and Technical Cooperation; External 
Relations and Policy Research; Corporate 
Management and Operations. 12 out of the 14 
Directors were interviewed: the Chief of Cabinet; 
Directors of the Departments of (i) Agri-Business (ii) 
Trade, Investment and Innovation (iii) Energy (iv) 
Environment (v) Programmes, Partnerships and Field 
Integration (vi) External Relations (vii) Policy Research 
and Statistics (viii) Finance (ix) the Offices of Legal 
Affairs, Strategic Planning, Coordination and Quality 
Monitoring, and Evaluation and Internal Oversight.   
7
 Ambassadors to Algeria, Austria, Costa Rica, Slovenia 

and Sweden.  
8
 Participants represented Finland, Italy, Japan, 

Kyrgyzstan, Mexico, Morocco, Norway, Russian 
Federation and Slovenia. 
9
 UN Women, CTBTO and UNOV/UNODC. 

10
 The mini case studies are based on UNIDO and UN-

SWAP, Anti-Harassment workshops and good 
programming examples. 
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2. Results and Recommendations: Progress on the 
priority areas of the Strategy and Policy  

 

2.1 Overview of Progress in Implementation of Policy and Strategy Commitments 
 
The UNIDO Policy and Strategy on Gender 
Equality and Empowerment of Women include 
120 actions to enable the organization to move 
forward in this area. The organization-wide 
survey asked respondents to self-assess progress 
on these actions.  
 

 

Chart 1 below shows that 16 actions (13%) were 
identified as completed, 79 (66%) as on track, 9 
(8%) as delayed, and 16 (13%) as not started. The 
ones that have not been started are also those 
that haven’t been prioritized, indicating a lack of 
perceived relevance. In addition to the 120 
actions expressed in the UNIDO Policy and 
Strategy on GEEW, an additional 20 actions were 
reported as implemented or planned by various 
departments/divisions. 

 
Sections 2.2 and 2.3 below provide additional 
details on specific actions. 

 

 
 
Progress was perceived by staff to be 
significantly more positive with regard to gender 
mainstreaming than with regard to gender-
specific interventions or targeted actions.  
 

 Gender mainstreaming: Overall, 9 of the 
responding Units agreed or strongly agreed 
that “Most members of the Organizational 
Unit feel that significant progress has been 
made to advance gender equality and the 
empowerment of women through gender 
mainstreaming”. 1 Unit strongly disagreed, 4 
Units were neutral.  
 

 Gender-specific targeted interventions or 
targeted actions: 7 agreed or strongly agreed 
with the statement “Most members of the 
Organizational Unit feel that significant 
progress has been made to advance gender 
equality and the empowerment of women 
throughout its organizational structure 
through gender-specific interventions or 
targeted actions.” 5 were neutral, 1 
disagreed and 1 strongly disagreed. 

Views from UNIDO staff confirmed that, despite 
gender equality and the empowerment of 
women being a relatively recent focus for the 
Organization, it's now being widely recognized as 

13% 

66% 

8% 

13% 

Chart 1: Overall Status of Implementation of  
actions in UNIDO's Policy and Strategy  

Completed

On Track

Delayed

Not started

The responses indicate that UNIDO is well on 
track to complete the vast majority of actions 
required for completion by the end of the 
Strategy term i.e. by 2019.  
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a key prerequisite for achieving the promotion of 
inclusive and sustainable industrial development.  
Furthermore, efforts to increase staff awareness 
of linkages between gender and industrialization, 
and knowledge on integrating gender 
considerations in project development and 
implementation (i.e. project review process, 
gender analysis and mainstreaming guidance 
tools, gender mainstreaming checklist, gender 
marker), have resulted in a considerable increase 
in the design quality of gender-responsive 
projects since the 2015 baseline. 

Interviews with Ambassadors and staff from 
Permanent Missions revealed that UNIDO is 
viewed as one of the leading Vienna-based 
Organizations in terms of recognizing the urgency 
of addressing gender inequality and identifying 
creative solutions. The Director General was 
commended for drawing attention to the topic 
through his leadership of UNIDO, his external 
speeches, and his work as an International 
Gender Champion. 

   

2.2 Results and Recommendations: Gender Parity 
 
2.2.1 Background: Gender Parity and UNIDO 

commitments 
 

Taking measures to promote gender parity is a 
key priority of UNIDO’s Policy and Strategy. 
According to the 2017 UN SWAP report, UNIDO 
has reached the equal representation of women 
for General Service staff and has shown a slow 
but consistent trend towards gender parity at the 
P4 and P5 levels. In addition, 9 out of 13 staff 
recruited for National Country Representative 
positions were women and the Organization has 

recently recruited several female staff in senior 
positions at Headquarters.  
 
The following tables highlight the current 
representation of women in P/L and D level posts 
and among internationally recruited consultants, 
respectively. As shown, gender parity varies 
between levels and typically decreases as 
position level increases. 
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In addition to the Policy and Strategy, UNIDO’s 
Director General has committed to devising and 
implementing a gender parity action plan 
containing concrete goals and targeted actions to 
reach gender parity, to be finalized by the end of 
2018. This Action Plan will be in line with the 
2018 UN System-wide Strategy on Gender Parity 
and will set targets to achieve gender parity 
within the Organization. 
 
 
2.2.2 Progress in Implementation: Gender Parity 
  
7 of the 8 tasked actions are on track to be 
completed by the end of the Strategy term. 
These relate to: building up the talent pool and 
improving gender balance in recruitment through 
a) gender-balanced and gender-sensitive 
interview panels b) leadership training c) 
mentorship opportunities, and other affirmative 
measures, as required and; developing, 
implementing and tracking flexible work 
arrangements and family friendly provisions for 
the equal advancement of women and men.  
 
1 action has been delayed. This action relates to 
proactive talent acquisition to build up the talent 
pool and improve gender balance in recruitment. 
The delay is attributed to the fact that financial 
constraints have made external hiring minimal 
and current hiring procedures and budget do not 

allow for specific actions to reach out to 
candidates. The Department of Human Resources 
Management is exploring options for 
implementing this action, but it will require 
financial resources. 
 

 
 

2.2.3 Emerging Issues and Recommendations: 
Gender Parity 

 

This review notes that UNIDO faces a number of 
challenges in recruiting and retaining women that 
need to be addressed by the Organization and its 
Member States if it is to achieve its parity 
commitments. These are highlighted in the table 
below



6 
 

Emerging Issues Recommendations 

Overarching Issue: The constrained internal pipeline of female talent for senior levels and the low external 
recruitment rates mean that UNIDO will not be able to make progress on gender parity in senior roles at the 
current rate, without a concerted effort, including a significant injection of resources (human and financial). 

Recruitment, retention and promotion: There is 
a clear gender imbalance in staff recruitment 
and promotion in UNIDO.  
In  2017, men accounted for roughly two thirds 
of all recruited staff, women for one third. 
During the review process, it became apparent 
that information about the overall status of 
gender parity at UNIDO was not widely known, 
especially not with regard to specific divisions or 
departments. Further, one of the contributing 
factors to UNIDO’s lack of parity seems to be the 
low level of recruitment in recent years. Despite 
common agreement that gender parity is 
important for the Organization, it appears that it 
will be very difficult to improve the situation 
with current hiring procedures. 
 
 

 UNIDO and Member States must invest in the 
implementation of the forthcoming Gender Parity 
Action Plan: Department of Human Resources 
Management to cost implementation of the 
forthcoming Gender Parity Action Plan and share the 
proposed budget with senior management to allow for 
careful discussion and prioritization.  

 Department of Human Resources Management to 
complete outstanding actions on collecting and 
sharing data on gender balance in order to raise 
awareness of existing gender gaps among personnel 
and external stakeholders and to use this data to 
develop targets and take positive measures to address 
the gaps. 

 Office  for Gender Equality and Empowerment of 
Women to build on emerging global good practice and 
integrate learning and suggestions that have emerged 
during this mid-term review into the forthcoming 
Gender Parity Action Plan to improve gender-
responsive recruitment, including targeted outreach, 
gender-obscured long lists, and gender-sensitive 
language in job vacancy announcements. 

 UNIDO to be proactive in addressing staff teams with 
notable gender imbalance.  

 Team up with Vienna-based UN entities and others to 
share good practice and learning and deliver relevant 
joint training to address the commonly shared 
challenge of attaining gender parity. 

 Use the forthcoming Gender Parity Action Plan and 
accompanying activities to address the misconception 
that gender parity is simply about giving jobs to 
women and clarify that it is about removing historical, 
systematic, cultural and unconscious biases and 
inhibitors to women’s recruitment, retention and 
promotion. 

 Utilize existing knowledge to build UNIDO up as an 
attractive working environment for both women and 
men. This includes improving flexible working 
arrangements, parental leave, nursing time regulations, 
and focusing on building a gender-sensitive culture.  

 Ensure completion of delayed activity:  “Conduct a 
gender-awareness campaign and promote the concept 
of gender equality and women’s empowerment within 
UNIDO, by using internal communication tools, 
including the publication of a regular gender newsletter 
and the organization of a series of lectures/discussions.” 
This should include the topic of removing biases in the 
workplace.  
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2.3 Results and Recommendations: Gender-sensitive culture 
 

2.3.1 Background: Gender- sensitive culture and 
UNIDO commitments 

 

UNIDO has made some strong commitments to 
developing a gender sensitive culture: building 
organization-wide awareness of gender concepts 
and norms; increasing awareness of implicitly 
held gender biases; strengthening qualitative 
aspects of organizational culture and; addressing 
other issues that have a bearing on recruitment, 
retention and staff development. 
 
There is political will on the part of the senior 
leadership as well as the Organization more 
broadly for advancing gender equality and the 
empowerment of women through UNIDO’s work. 
The Director General and senior management 
have highlighted gender equality as central to 
achieving the Organization's overarching 
mandate on inclusive and sustainable industrial 
development. This has in turn helped raise staff 
awareness of the interlinkages between gender 
and industrial development and helped build 
capacity to increase gender-responsiveness 
within the Organization and its work. (See also 
Section 3.1 below).  
 

 
 
2.3.2 Progress in Implementation: Gender-

sensitive culture 
 

12 of the 19 actions were reported to be 
completed or on track. 4 of the actions were 
noted by the assigned department as not being 
relevant to their function. 3 actions, related to a 
gender-awareness campaign and to gender 
parity, were reported as delayed. The latter 
referred to sharing data on gender balance to 
raise awareness, developing targets, and taking 
positive measures to address gaps.   

 
 
 

 

 
 

A number of facilitative policies have been put in 
place to meet commitments on promoting a 
gender-sensitive UNIDO culture, as laid down in 
the UNIDO Policy and Strategy on GEEW. These 
include a policy on flexible working hours, and a 
policy on the prohibition, prevention and 
resolution of harassment, including sexual 
harassment, discrimination and abuse of 
authority. These are supported by a mandatory 
and updated online training on the UNIDO Code 
of Ethical Conduct, mandatory exit interviews, 
and periodic organizational surveys that assess 
the qualitative aspects of organizational culture 
and provide insight into issues that have bearing 
on recruitment, retention and staff experience. 
Annex 1 highlights a case study of a series of 
UNIDO workshops addressing harassment, 
including sexual harassment, in the workplace. 
 
As part of their assigned actions, the Director 
General and senior management have 
highlighted gender aspects of industrial 
development in several speeches on inclusive and 
sustainable industrial development-related 
topics. Numerous articles on the UNIDO website, 
the gender newsletter, and “brown-bag lunches” 
for staff have further contributed to building 
organization-wide awareness of gender concepts 
and norms. UNIDO, in cooperation with other 
Vienna-based UN agencies (UNOV/UNODC, IAEA, 
and CTBTO)  also implemented measures to 
create a gender-sensitive culture and increase 
awareness of staff’s implicitly held gender biases, 
including co-hosting an “Unconscious Bias 
Workshop” on International Women’s Day 2018 
as well as the event “Dads matter: Celebrating 

UNIDO rated itself as “meeting requirements” 
in the 2017 UN SWAP reporting cycle with 
regards to gender-sensitive culture. The Policy 
and Strategy contain 19 relevant 
commitments.  
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UN fathers”, on Fathers’ Day 2018. UNIDO also 
hosted a training on “Outsmarting Our Brains for 
Inclusion”, as well as a panel discussion on 
International Women’s Day to increase 
knowledge of inclusive gender practices in the 
workplace. 
 
 
 
 

Furthermore, UNIDO supported the launch of the 
Vienna Chapter of the International Gender 
Champions, where the Director General made 
three pledges to advance gender equality and 
women’s empowerment as a Gender Champion. 
A meeting was also organized by the Director 
General to increase collaboration and to update 
fellow International Gender Champions and 
enhance awareness of gender equality– related 
initiatives of Vienna-based organizations. 

 
2.3.3 Emerging Issues and Recommendations: Developing a gender-sensitive UNIDO culture 
 

Emerging Issues Recommendations 

A lack of clarity as to what exactly 
a gender-sensitive culture involves 
will impede development. 

 Partner up with UN Women and other UN partners to produce a short 
communications piece, defining gender-sensitive culture and 
expectations for UN entities.  

 Introduce an annual “Gender Focus Week” to raise awareness of 
issues related to gender equality and empowerment of women. During 
this week, management would have the opportunity to provide 
focused attention on given topics, including their expectations on staff 
as contributors to UNIDO’s gender sensitive culture.  

Staff need to be confident that 
actions will be taken in terms of 
creating a gender-sensitive 
culture, including addressing 
sexual harassment in the 
workplace. 
 

 Department of Human Resources Management to issue a 
communications campaign highlighting a zero tolerance for sexual 
harassment and outlining the concrete preventative and responsive 
steps that will be taken. 

 Continue to conduct training for all staff, including leadership and 
interview panels, on addressing unconscious bias.  

 Staff survey to include questions on sexual/gender-based harassment 
and gender-sensitive working environment. 

 Exit interviews to include questions around personnel’s experience of 
the extent to which they perceive UNIDO to have a gender sensitive 
culture and to be addressing issues of sexual and gender based 
harassment. 

UNIDO engages a significant 
proportion of consultants and 
interns. While they are required to 
follow the Code of Conduct, these 
positions are not otherwise 
engaged in efforts to promote a 
gender sensitive culture. This is a 
lost opportunity and potentially 
provides a conflict of values: with 
one group of people in UNIDO 
expected to conform to rigorous 
values and rights based principles 
of working to promote gender 
equality and the empowerment of 
women, and others not. 

 Leadership to encourage Staff Council and Gender Office’s plans to 
engage experts, consultants, and interns as agents of change in 
UNIDO. 

 Interns, consultants, and experts on contracts lasting over 15 days to 
be required to take the “I Know Gender” online training, or a similar 
training. 

 Consultants and interns to be included amongst UNIDO’s gender 
parity targets. This is additionally relevant in that they are potentially 
in the pipeline for P posts and also are often front facing in 
implementation of field projects and therefore modelling UNIDO’s 
values and commitments as well as interfacing directly with male and 
female beneficiaries.  

 Consultants should also be included in any analysis of gender pay 
gaps, particularly in view of the fact that almost 80% of UNIDO’s 
current personnel are consultants. 
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2.4 Results and Recommendations: Accountability 
 
2.4.1 Background: Accountability for gender 

equality and the empowerment of women 
in UNIDO 

Accountability for actions relating to gender 
equality and the empowerment of women is 
ensured through three mechanisms. 
The first places “the ultimate authority and 
responsibility for achieving results in gender 
mainstreaming in UNIDO” with the Director 
General.   
 
The second mechanism is the Gender 
Mainstreaming Steering Board, chaired by the 
Director General, which assesses the 
implementation of the Gender Equality and 
Empowerment of Women Strategy, approves the 
annual work plan for the implementation of the 
strategy, reviews progress on the results 
achieved in mainstreaming gender, and takes 
remedial actions to place gender mainstreaming 
efforts back on track, if needed.  
 
Thirdly, the Gender Office acts as Secretariat for 
the Gender Mainstreaming Steering Board and 
coordinates the Organization’s gender 
mainstreaming activities, supported by the 
Gender Focal Point network. It also reports on 
results to Member States, including reporting on 
the UN-SWAP. 
 

 
 
2.4.2 Progress in Implementation: Accountability 
 

8 of the 11 specified actions were described as on 
track, 2 as completed and 1 as not yet started.  

 
 
The two actions described as completed were:  

 “Participate in the UN-SWAP peer review 

process together with the other Vienna-based 

organizations”. The Evaluation and Internal 

Oversight Offices took part in the UN-SWAP 

Peer Learning Exchange in 2017, with 

OHCHR, UNCDF and UNRWA, as per the 

guidelines of the UN-SWAP Evaluation 

Scorecard. The meta-evaluation score 

resulting from the peer review was 8.5 — 

meeting the requirements. UNIDO has 

developed an Evaluation Manual that has 

incorporated some of the learnings and 

remedial actions to improve the evaluation 

performance on gender equality and 

empowerment of women, including further 

guidance for evaluators. 

 

 “Integrate gender equality and women’s 

empowerment in the compact and 

competencies for all employees.” The 

Department of Human Resources 

Management noted that this action was 

complete. Indeed, the job profiles of senior 

managers now include the responsibility and 

accountability for supporting the Director 

General to reach the goal of gender balance 

in the Organization. However, only 17% of 

UNIDO assessed itself as “exceeds 
requirements” for the UN SWAP performance 
indicator “Accountability - Policy and Plan”. 
Eleven specific actions relating to 
accountability are highlighted in the Policy and 
Strategy.  
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survey respondents agreed or strongly 

agreed that “Each staff member has at least 

one objective in their personal performance 

appraisal that relates to gender 

mainstreaming or gender-targeted actions.” 

This reveals that while Human Resources 

Management may request that staff include 

at least one objective, managers need to 

ensure that this happens. The whole process 

is currently under review and it will be 

important to ensure that gender equality and 

the empowerment of women is integral to 

any new system.   

Actions identified as being on track related to: 

 “Integrating gender equality and women’s 

empowerment achievements as criteria for 

merit awards”. In 2017, UNIDO introduced a 

system of recognition (Gender Equality 

Mobilization “GEM” Award) for outstanding 

work on promoting gender equality and the 

empowerment of women.11  

 

 “Include mandatory basic gender training in 

all staff capacity-development activities and 

track results annually” and “Organization will 

provide a mandatory training on GEEW; all 

senior managers (Directors and above) will 

receive a tailored training”. Mandatory 

training for all staff included workshops on 

harassment awareness. Senior managers 

received two tailored trainings on 

unconscious bias, and Gender Focal Points 

receive a training as part of the orientation 

programme. However, the take up of the free 

online UN system-wide “I Know Gender” 

module has been low, with only 3 of the 14 

units responding to the mid-term review 

                                                           
11

 The GEM Award highlights high-impact projects, 
policies, programmes, strategies or organizational 
practices by individual staff members and teams that 
strengthen the Organization’s efforts to empower 
women to fully participate in the global economy, 
pushing forward the 2030 development agenda. For 
this year’s winners please see 
https://www.unido.org/news/awards-unido-staff-
taking-extra-step-prioritize-gender-equality-and-
gender-responsive-behaviour 

survey agreeing or strongly agreeing with the 

statement “The staff in our Organizational 

Unit have taken the online UN Women 

training ‘I Know Gender’ on gender equality 

and the empowerment of women”.  

 

 Individual units monitoring and supporting 

implementation of commitments to gender 

parity, gender-sensitive corporate culture, 

capacity building and accountability to 

gender issues through Organizational units 

planning their measures and activities on an 

annual basis. 

The action “Track results of gender training 
annually” is reported to be “not yet started” by 
the Department of Human Resources 
Management. However, the Gender Office has 
asked all staff completing the “I Know Gender” 
online training to report it to the training section 
so that the Gender Office can build a record of 
those trainings. This action is underway. 
 
In addition, the Gender Office developed a 
“Gender and Inclusive and Sustainable Industrial 
Development” module, in cooperation with UN 
Women. This was an intensive exercise and 
completion of the training will be made 
mandatory for all staff. The development of this 
training was a significant achievement in terms of 
linking gender equality with industrial 
development and building the capacity of staff 
and partners. 

https://www.unido.org/news/awards-unido-staff-taking-extra-step-prioritize-gender-equality-and-gender-responsive-behaviour
https://www.unido.org/news/awards-unido-staff-taking-extra-step-prioritize-gender-equality-and-gender-responsive-behaviour
https://www.unido.org/news/awards-unido-staff-taking-extra-step-prioritize-gender-equality-and-gender-responsive-behaviour
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2.4.3 Emerging Issues and Recommendations: Accountability 
 

Emerging Issues Recommendations 

UNIDO has an excellent 
accountability framework in 
place for delivering on its Policy 
and Strategy. Now is the time for 
concerted leadership efforts to 
move from putting structures 
and tools in place to delivering 
on goals of gender equality and 
women’s empowerment. Failure 
to do so could be a significant 
risk for the Organization, in 
particular vis a vis Member 
States and donors . 

 The leadership team could consider working through an Executive 
Gender Coach Programme12 to support them to translate high level 
statements into organization-wide implementation.  

 All Managing Directors, Directors and Division Heads to incorporate 
gender-responsive goals and performance indicators in their personal 
compacts so that these can cascade down into the work plans of all 
staff members under their supervision. 

 Leadership team to continue with their commitments and engage in 
ongoing communication with Member States and their teams on the 
necessity of achieving gender equality and the empowerment of 
women if UNIDO is to meet its mandate. 

 The Gender Mainstreaming Steering Board should meet every six 
months, as per the commitments in the Strategy/ Policy- currently it is 
meeting on an annual basis. The Board is not well known across the 
organization- it would be useful to provide some internal 
communication after each meeting. This would also support the 
messaging that leadership takes gender equality seriously, which will 
have positive knock on effects for multiple areas of the Policy and 
Strategy, such as for the development of a gender sensitive working 
environment. If the Board does not meet on the six monthly basis 
required, the Gender Office should report on progress in meeting 
commitments and obtain executive guidance through the Executive 
Board mechanism. 

The survey revealed that a small 
number of Units are not as 
engaged as they need to be for 
commitments to be fulfilled. On-
going efforts will be required to 
ensure that performing Units 
continue with their good 
practice. 
 
 

 Each Unit to have a workshop to assess findings from the mid-term 
review survey and to use results to inform their annual plan for gender 
equality and the empowerment of women. 

 The Director General may wish to request that the Gender Office 
provide targeted attention to underperforming units. 

 Management to instigate regular discussions/workshops on gender 
equality and the empowerment of women within their teams. A 
series of monthly discussion topics could be selected by each team, 
Gender Focal Point, or by the Gender Office to build a momentum 
around them.  

                                                           
12

 This is a model developed by the Swedish Government for leadership in the peacekeeping sectors. It has been 
adopted by the leadership in the OSCE and can be tailored to the UNIDO context. It is a six month executive leadership 
programme, involving a series of high level seminars, one to one coaching and executive team planning and 
implementation. 
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Low take up and perceived 
utility of the annual Division/ 
Department level Gender 
Equality and the Empowerment 
of Women work plan. Only 3 
out of the 14 units who 
responded to the perception 
questions in the mid-term 
review survey agreed or strongly 
agreed with the statement “The 
yearly Gender Equality and the 
Empowerment of Women work 
plan is very effective to plan 
actions and monitor 
achievements”. 9 were neutral 
and 1 disagreed. However, 10 
out of 14 Units agreed or 
strongly agreed that “The 
organizational Unit’s annual 
plan contributes to increasing 
commitment towards Gender 
Equality and the Empowerment 
of Women and raises gender 
awareness of our Unit”.  

 Gender Office and relevant GFPs to hold a tailored workshop with 
relevant divisions/departments to raise awareness on Policy and 
Strategy commitments and discuss relevance of tasks assigned to the 
respective organizational unit. 

 

The lack of a mandatory 
requirement to include a 
gender equality related 
objective in staff performance 
plans has led to a lack of 
inclusion of such objectives. 

 Department Directors to ensure that a gender-related objective is 
included in each and every staff member’s personal performance 
plan. To facilitate the process the Gender Office can develop a set of 
objectives that staff can choose from. Other UN entities, e.g. UNOG, 
have already developed and published such lists. 

Lack of consistent tracking of 
results on gender training 
means that it is not possible to 
assess progress on building up 
staff capacity to integrate a 
gender perspective throughout 
their work. 

 Department of Human Resources Management to complete and 
maintain the action “Track results of gender training annually” as 
part of their broader efforts to track training across the organization. 

Capacity building was a 
recurrent request during this 
review process. 

 Complete actions relating to training in the Policy and Strategy. As a 
first step, the Director General to set a clear expectation and make it 
mandatory for all staff to complete basic online gender training 
courses (e.g. “I Know Gender” and “Gender and Inclusive and 
Sustainable Industrial Development” module that UNIDO developed 
with UN Women).  

 Review the 2017 organization-wide capacity assessment survey of 
levels of knowledge on GEEW among UNIDO staff and seek funding 
to implement the capacity development plan. 
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2.5 Results and Recommendations: Institutional Arrangements 
 
2.5.1 Background: Institutional arrangements for 

gender equality and the empowerment of 
women in UNIDO 

 

UNIDO has a solid institutional framework in 
place that is supporting its efforts on gender 
equality and the empowerment of women.  
 

 UNIDO’s Policy on Gender Equality and the 

Empowerment of Women is aligned with 

the six pillars of the UN-SWAP; 

 UNIDO’s Gender Equality and the 

Empowerment of Women Strategy (2016-

2019) is fully aligned with the Organization’s 

strategic planning documents, including the 

Integrated Results and Performance 

Framework, the Medium-Term Programme 

Framework 2016-2019 and Programme and 

Budgets 2016-2017 (IDB.43/6-PBC.31/6);  

 The Office has policies on flexible work, 

harassment & discrimination, and a gender 

parity action plan is under development; 

 UNIDO Member States adopted two 

resolutions on Gender Equality and the 

Empowerment of women at the 16th and 17th 

sessions of the UNIDO General Conference.  

In addition, the Policy and Strategy have assigned 
6 actions in relation to improving the institutional 
arrangements for gender equality and the 
empowerment of women.  
 
2.5.2 Progress in Implementation: Institutional 

arrangements 
 

According to the mid-term review survey, 3 of 
the 6 actions specified in the Policy and Strategy 
are on track. These relate to the Integration of 
gender equality and the empowerment of women 
into the Mid-Term Programme Framework and 
into Programme and Budget. Over the course of 
2017, the Medium-term Programme Framework 
(2016-2019) and the Programme and Budgets 
(2016-2017) have both been updated to reflect 
greater integration of gender considerations and 
alignment with UN-SWAP requirements with new 
implementation periods, resulting in the 
Medium-Term Programme Framework (2018-

2021) and Programme and Budgets (2018-2019). 
The documents feed into the updated Integrated 
Results Programme Framework, ensuring the 
Organization’s results-based management 
framework is more reflective of gender 
considerations as required by UN-SWAP.  
 
1 action was reported as completed, namely the 
allocation of financial resources for the 
operations of the gender architecture established 
in the gender policy and core priorities of the 
gender strategy from the regular budget. In 
practice this has meant that: 

 Programme and Budgets (2018-2019) was 

updated to reflect greater consideration of 

UN-SWAP requirements;  

 The Department of Human Resources 

Management was made responsible for 

overseeing the implementation of the Policy 

and Strategy on Gender Equality and 

Empowerment of Women with funds 

allocated for one full time Gender 

Coordinator position; 

 Gender Focal Points are expected to devote 

20% of their time to GFP functions (which 

actualizes as closer to 10% of their time) and 

serve for a period of 2 years; 

 A system of a rotational Gender Officer has 

been introduced. This Gender Officer is 

drawn from the cadre of staff funded by 

UNIDO’s regular budget for a maximum 

period of 6 months13. The rotational Gender 

Officer is a good practice step taken by 

UNIDO- it allows a cross section of staff to 

become familiar with the topic and with 

organizational commitments and to then 

return to their posts with additional capacity 

to improve organizational advocacy and 

competence on gender equality and the 

empowerment of women.  

 

                                                           
13

An extended timing could be approved, if the 
releasing Department, Gender Unit and the Officer 
agree.  



14 
 

As per Policy commitments, UNIDO has 
introduced a Gender Marker, a financial tracking 
mechanism, to quantify the disbursement of 
project and grant funds that promote gender 
equality and the empowerment of women. A 
financial benchmark, based on the 2015 baseline 
as reported in the UNIDO Annual Report, for the 
Gender Marker was set for the 2016-2017 
biennium. This benchmark establishes a baseline 
in the percentage of projects with gender-
informed design as captured by the UNIDO 
gender marker and will track the financial 
resources allocated to such projects, setting a 
standard for the Organization to improve upon 
each year.  
 
1 action was described as delayed and 1 as not 
started. Both are assigned to the Finance 
Department. 

  “Tracking the organizational budget in 

support to the architecture, including 

coordinator, rotational officer, focal points 

(20% as per TOR) and field office 

representatives”. This action has not started 

and  has been assessed as not relevant. 

 “Regular budget funds have been set aside 

from the Regular Programme for Technical 

Cooperation  for Gender related projects as 

well as for the operations of the gender 

architecture of UNIDO”. This actions was 

reported as delayed, although funding was 

set aside for the position of Gender 

Coordinator. 

 
 
The Gender Office was recognized during 
interviews and focus group discussions as having 
been an essential driver of implementation of the 
Policy and Strategy. The Office was seen to be 
both efficient and effective, despite its various 
resource and other constraints.  
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2.5.3 Emerging Issues and Recommendations: Institutional arrangements 
 

Emerging Issues Recommendations 

Building up the visibility and capacity 
of the  gender advisory functions 
 
Movement of the Gender Office from 
the Office of the Director General to the 
Department of Human Resources 
Management has had important and 
challenging implications. 
 

1) It has  resulted in a significant 
additional burden to the already 
stretched Office. The Gender 
Office now has responsibility for 
HR-related tasks- development of 
a gender parity action plan, and 
measures to enable a gender-
sensitive work environment etc.- 
in addition to programmatic 
gender mainstreaming and other 
related tasks laid down in the 
Policy and Strategy. While 
leadership has fully supported the 
work of the Office, added 
functions have not been followed 
by additional capacity to 
implement these new tasks.  

2) Locating the Office within human 
resources has resulted in a loss of 
visibility of the team’s 
organizational gender 
mainstreaming and project review 
function and of the expertise they 
can offer the  different Programme 
Development and Technical 
Cooperation departments.  

 Reflect on the location and capacity of gender advisory 
functions. This is critical to the understanding of the priority 
given to gender equality and the empowerment of women.  

 “Business owners” should be developed for each 
Policy/Strategy/UN System-Wide Action Plan area. Gender 
parity, financial tracking, capacity assessments and other 
elements should be the responsibility of the respective 
departments who are reporting on those factors. The Gender 
Office should have a supervisory/monitoring/coaching/ 
coordinating function in that regard. The tendency to require 
the Gender Office to take leadership on all priority areas is 
unsustainable and unrealistic in view of resource constraints.   
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Resourcing Gender Advisory Support 
 
The allocation of core funding for only 1 
permanent professional staff member for 
the Gender Office is disproportionate to 
the significant work load required to drive 
the UN and Member State’s growing 
gender ambitions, as reflected in the new 
UN SWAP 2.0 performance indicators, the 
System Wide Gender Parity Strategy and 
the SDGs. Being dependent on the 
goodwill of management and donors to 
allocate extra budgetary funds to the 
maintenance of the Office also hampers 
the planning and security of the Office. 
 
The rotational gender officer position is an 
important step forward, but is still 
insufficient to meet the growing demands 
for capacity building, awareness raising, 
gender-responsive design, planning, 
implementation and reporting across 
every unit and area of work of the 
organization. 

 As a priority, management are advised to carefully assess 
commitments against resource requirements.  

 UNIDO will need to advocate for increased funding or 
develop Extra Budgetary proposals to ensure that 
commitments can be met.  

 The current Rotational Gender Officer system is a good 
practice in view of resource constraints, but the period of 
service should move from a maximum of 6 months to a 
minimum of 6 months to ensure that this initiative serves to 
a) build the capacity of the rotational officer and b) allow 
she/he to be a fully functioning member of the team for 
some time once her/his capacity has been built.  
 

Resourcing skills building to integrate a 
gender perspective throughout UNIDO’s 
work and in reporting on results as 
required by UN SWAP 2.0, UN Gender 
Parity Strategy and SDGs 
 
There is now recognition across the 
organization that gender equality and the 
empowerment of women are 
prerequisites for mandate attainment. 
Now is the time to build understanding of 
how gender concepts or gender 
inequalities can be addressed, including 
how to substantively integrate gender 
considerations throughout programmatic 
work and assess the gender-
responsiveness of UNIDO’s work. 
However, the Gender Office does not 
currently have the capacity to respond to 
all the requests. This means that staff will 
need to take on responsibility for their 
own learning and for developing tailored 
tools and creative solutions. Strong 
leadership messaging will be required to 
engage this cultural shift from expecting 
the Gender Office to deliver everything to 
units taking responsibility for meeting 
their learning needs. 

 Implement recommendations in 2.4.3 on capacity 

building. 

In addition 
• Gender Office and Gender Focal Points to take on a 

coaching function, as part of their overall coordination, 
monitoring, and quality assurance role. This will facilitate 
capacity building of staff and increase the effectiveness 
of their efforts at gender mainstreaming. It will also make 
it more feasible to meet requests for additional materials 
e.g. a gender mainstreaming checklist for non-technical 
cooperation activities.  

• Relevant departments can be coached to develop their 
own tools, as part of their responsibilities for gender 
mainstreaming. For example, the team responsible for 
recruitment will develop guidelines for gender-
responsive recruitment, the team responsible for 
developing programme and budget will write a checklist 
for gender mainstreaming strategic planning documents, 
etc.  

• Directors to request their teams to engage the Gender 
Office to coach and build the capacity of staff responsible 
for elaborating all internal policies to ensure that they 
integrate a gender perspective.  

• Each Department to post favourite gender-related 
resources to the UNIDO gender intranet site to build up 
staff expertise.  
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UNIDO Field Offices  
 
The UNIDO Field Offices need more 
attention in terms of gender 
mainstreaming and promoting UNIDO's 
work on gender equality and the 
empowerment of women. 
The newly adopted Resolution on the 
UNDS reform institutionalizing the UNDAF 
as the main UNCT instrument to advance 
the 2030 agenda and the revised UNCT 
gender scorecard will require UNIDO to 
further strengthen collaboration with UN 
entities and build and report on collective 
results for gender equality and the 
empowerment of women.   

There is a need for: 
• Robust capacity building of staff in Field Offices. 
• Increased coordination with HQ. 
• Stronger coordination with the other UN agencies in the 

field as part of the UN system-wide coherency agenda, 
including through joint programming. 

• Capacity building for sex-disaggregated data collection 
and gender analysis 

• Tracking commitments to gender equality and women’s 
empowerment as a part of national/regional 
development priorities. 

• Identification of female national experts and applicants 
from the global south.  

There is a need to update UNIDO’s Policy 
and Strategy in line with the new UN 
SWAP 2.0. This will have important 
implications for how UNIDO will report on 
SDG results and for the 2018 System-wide 
Strategy on Gender Parity which also has 
important requirements of UNIDO.  

• In view of the limited time remaining on this Strategy, 
and the limited capacity of the Gender Office, it would be 
an ineffective use of time and resources to formally 
update the document at this stage. However, the 
management response to this mid-term review should 
be used as a basis for modifying practice. It should also 
be shared with the team conducting the final evaluation 
of the Strategy implementation to ensure that they 
evaluate UNIDO’s work on the basis of the evolving 
practice that has followed this Review.  

• As the Policy is not time bound, it will be important to 
update it to reflect new UN commitments and the 2030 
agenda.  

• Work on the new Strategy will be starting soon and this 
will be the opportunity to respond to new 
commitments, including the SDG requirements for 
UNIDO.  

Parity in panels 
 
The UN Secretary General has recently 
undertaken a commitment to ensure that 
no all-male panels – or ‘manels’ - are held 
at the UN. UNIDO’s Director General also 
made this pledge as an International 
Gender Champion. 

• UNIDO will need to issue guidance to staff to ensure that 
the Director General and Secretary General’s 
commitments are followed through by the 
Organization. There will need to be awareness-raising at 
different levels to make this a reality, especially in light of 
the well-rehearsed arguments as to why this is not 
possible.  
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Gender Focal Point network  
 
The Gender Focal Point network has been 
invaluable in helping raise awareness and 
staff understanding of gender equality and 
the empowerment of women and in 
implementing specific action areas of the 
policy and strategy, especially considering 
limited resources in the Gender Office. 
The quality of the network will need on-
going efforts to be sustained. 

• Provide some focused attention on, and support to, the 
field-based gender focal point network, including 
recruiting UNIDO International and Country 
Representatives. This should include greater coordination 
amongst them and capacity building in engaging 
colleagues. 

• Continue exploring options for engaging the field based 
gender focal point network in the regular 4-6 monthly 
department/division level gender focal point meetings. 

• Continue to build up the capacity of the gender focal 
point network through ensuring a monthly event- this 
could be through webinars, discussion topics using online 
forums, brown bag lunches, etc. To take the pressure off 
the Gender Office, a system of rotating organizers should 
be put in place- each gender focal point to take 
responsibility for hosting one monthly event in their term 
of office.   

 

2.6 Results and Recommendations: Contribution to gender equality and the 
empowerment of women in Inclusive and Sustainable Industrial Development 

 
2.6.1 Background: Contribution to gender 

equality and the empowerment of women 
in Inclusive and Sustainable Industrial 
Development 

 

The Policy and Strategy lay down 63 actions for 
contribution to gender equality and the 
empowerment of women in Inclusive and 
Sustainable Industrial Development. These 
actions particularly target projects and therefore 
project staff. 
 
The original UN SWAP did not require entities to 
report on results. The new UN SWAP 2.0 now 
includes a focus on results in the context of the 
SDGs. UNIDO will therefore need to report on 
results to the Secretary General as part of its 
SWAP reporting from the next reporting cycle. 
 
The process of measuring the Organization’s 
contributions to gender equality and the 
empowerment of women through its technical 
cooperation activities is currently being re-
evaluated to develop indicators that are more 
accurate and aligned with SDG results. In terms 
of the gender marker, since 2015, the data show 
consistently increasing financial allocation overall 
to projects with outputs that are either targeted 
towards gender or have significant/some 
attention to gender. In a Global Environment 
Facility evaluation of the quality of Global 

Environment Facility agencies’ gender 
mainstreaming, UNIDO received the highest 
weighted rating.   
 

2.6.2 Progress in Implementation: Contribution 
to gender equality and the empowerment 
of women in Inclusive and Sustainable 
Industrial Development 

 

Of the 63 actions relating to contributions to 
inclusive and sustainable industrial development, 
44 were reported to be on track, 7 to be 
completed, 3 delayed, 9 not started. Relevant 
actions in the Policy and Strategy relate to: 
capacity assessment and development; 
organizational culture and communication; inter-
agency cooperation and participation and; 
promoting the link between gender equality and 
the empowerment of women and inclusive and 
sustainable industrial development, including 
identification of indicators.  
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The table below shows overall positive 

progression in financial allocation to projects 

with gender-related outputs, as per the gender 

marker. There has been a significant increase in 

the percentage of project outputs paying some 

attention to gender. This reflects the fact that 

more projects overall are now designed with 

gender mainstreaming considerations. The data 

also shows a decrease in projects that pay no 

attention to gender. However, the percentage of 

project outputs with gender as a central focus 

and with significant attention to gender declined 

slightly from 2016 to 2017. This data can be 

triangulated against the perception survey that 

shows that staff feel that there has been less 

progress on targeted actions for gender equality 

and the empowerment of women than for 

gender mainstreaming (see Section 2.1). The 

Gender Office is currently considering moving the 

gender marker to the project level to provide 

more accurate measurement of the overall 

gender-related contributions of 

projects/programmes, and consequently 

delivering more accurate tracking/reporting of 

financial resources allocated to gender equality 

and women’s empowerment. Applying the 

gender marker separately for different outputs 

within a project, as is currently done, can lead to 

inconsistent reporting practices which in turn 

have a significant impact on the amount of 

financial resources that are counted as gender 

equality focused.  

 

 

 
(Source: UNIDO Annual Report 2017) 

 
Programmatic contribution to inclusive and 
sustainable industrial development through the 
advancement of gender equality and the 
empowerment of women occurs through the 
gender mainstreaming of technical cooperation 
activities in the three thematic areas targeted by 
UNIDO: shared prosperity, economic 
competitiveness and safeguarding the 
environment. UNIDO projects include measures 
to create shared prosperity and enhance the role 
of women as drivers of poverty reduction and 
social cohesion. Recognizing the importance of 
promoting gender equality, the empowerment of 
women, and diversity as enabling factors for 

economic growth, productivity improvements 
and innovation, UNIDO also strengthened its 
gender mainstreaming and targeted approaches 
in its core programmes and projects focusing on 
economic competitiveness. Lastly, UNIDO 
projects recognized the link between gender 
equality and safeguarding the environment, since 
women are particularly vulnerable to the impact 
of environmental changes, such as climate 
change, pollution, and resource scarcity.  
 
Examples of projects that have contributed to 
each thematic area can be found in Box 1 and in 
Annex 1.  

 



20 
 

 
 
In addition, UNIDO has been working in partnership with other organizations to promote gender equality 
and the empowerment of women at global, regional and national levels. For more information, please refer 
to Box 2 and Annex 1.

Box 1: Examples of Contribution to Gender Equality and the Empowerment of Women in Inclusive and 
Sustainable Industrial Development 

  
UNIDO has been developing different projects in three thematic areas: creating shared prosperity, 
advancing economic competitiveness, and safeguarding the environment. During the mid-term review, 
each department was requested to highlight efforts in mainstreaming gender in interventions and briefly 
present results of such actions. 
 

A selection of various feedback on the three thematic areas is summarized below. 
 

An extensive list of examples is reported in Annex 1. Detailed project information is available on UNIDO 
Open Data Platform (https://open.unido.org/).  
 

Creating shared prosperity 
In Nicaragua, the project “Improvement of Organizational and Productive Capacities Among Cocoa 
Producers in the Mining Triangle in Nicaragua” (ID 120021), with financial support from the Government 
of Switzerland and the Trust Fund for Increased Food Security through Agribusiness, has provided local 
female cocoa farmers, especially daughters of cocoa producers, with access to credit so that they can buy 
land and own their own cocoa plantations. Priority has been given to the next family generation of local 
cocoa producers to receive post-harvest technical training on standard requirements for UTZ Certified 
programs for sustainable farming. Such efforts were made to include women, especially young women, in 
the project as protagonists and change-makers in rural areas where patriarchal culture still prevails.  
 

Advancing economic competitiveness 
In Tunisia, UNIDO has been supporting the first female cooperative - "Tahadi" - to become operational. 
The Project “Market Access for Agro-Food Products” (ID  120622), which was funded by the Government 
of Switzerland, has supported the cooperative to set-up production facilities that comply with export 
requirements. Technical assistance, training and guidance have been provided in several areas - such as 
accounting, management, team building, production, product development, logistics, packaging, 
marketing, sales, and exporting - in order to help the cooperative position itself in the market. The 
cooperative´s members have moved from production for family consumption to business production and 
are exporting their product, harissa, to the Swiss market under the cooperative´s registered trademark 
“ERRIM”. ERRIM harissa can now be found in the Swiss supermarket chain Migros. Articles about the 
cooperative's experience have been published in 37 different countries. 
 

Safeguarding the environment 
Within the framework of UNIDO’s Cleantech Programme for SMEs, a project in Pakistan (ID 130063), 
funded by the Global Environment Facility, catalyses entrepreneurial innovations to solve environmental 
problems while promoting economic growth. For the last four years, this project has adopted an active 
gender mainstreaming strategy to enhance female participation as the cleantech sector is generally male-
dominated.  Gender-responsive initiatives include, among others, the introduction of the “Most Promising 
Women-led Award” in the Global Cleantech Innovation Programme for SMEs and Start-ups (GCIP), 
seminars designed especially for women entrepreneurs, awareness-raising campaigns (Women in 
Cleantech, Women in Green Industry, etc.) to support Pakistani women embracing clean technology 
products, and gender sensitization for all project partners. As a result, the number of female applicants in 
the GCIP has increased every year since 2014 and 40% of the teams in the 2017 finals were women-led. 
Hundreds of women received training in green industries and nearly 2 thousands of women were 
mobilized through advocacy campaigns.  

https://open.unido.org/
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Box 2: UNIDO’s Use of Partnership to Promote Gender Equality and the Empowerment of Women at 
Global, Regional and National Levels 

 
In recent years, UNIDO has worked in partnership with various other international organizations and the 
private sector to promote gender at the global, regional, and national level.  
 

At global level, UNIDO has been involved in the International Gender Champions initiative and the United 
Nations Inter-Agency Network on Women and Gender Equality. Multiple programmes and projects have been 
undertaken in cooperation with UN Women, ILO, FAO, UNDP, IOM, UN Habitat, WFP, and UNFEAR. Notable 
countries of implementation include Jordan, Madagascar, Mozambique, Nigeria, Senegal, Kenya, Pakistan, 
Egypt, Mali, Guinea, Tunisia and Rwanda.  
 

The Private Financing Advisory Network (PFAN) programme, funded by the Governments of Australia, 
Norway, Sweden, the United States of America, Japan and Austria, is a good illustration of UNIDO’s use of 
partnership. PFAN is a multilateral public-private partnership initiated by the Climate Technology Initiative and 
the United Nations Framework Convention on Climate Change (UNFCCC), hosted by UNIDO, and executed in 
collaboration with the Renewable Energy and Energy Efficiency Partnership (REEEP). It identifies and nurtures 
promising, innovative, clean and renewable energy projects by bridging the gap between investors, clean 
energy entrepreneurs, and project developers. PFAN has been mainstreaming gender in its operations with the 
understanding that the gender dimension has important implications for creating new business opportunities. 
The PFAN Steering Committee, at its first meeting, issued a Resolution on Gender calling to address gender 
inequality in renewable energy sector, to apply the UNIDO Gender Strategy, and to create the position of 
Gender Ambassador to promote the role of women in PFAN. At the second PFAN Steering Committee meeting 
in 2017, a Gender Ambassador was appointed with the task to further mainstream gender at three levels: (1) in 
the pipeline of projects, to increase the number of supported projects with gender-sensitive boards, 
ownership, and staff, as well as to foster projects whose beneficiaries are primarily women; (2) in the context 
of the PFAN Financing Forums, to consider gender in the selection of projects, coaches, judges, and speakers, 
as well as in acknowledging gender impacts in the presentations and interventions; and (3) in the development 
and nurturing of the network. 
 

One result of these priorities was that the PFAN organized a one-day residential workshop for 12 selected 
women-led clean energy businesses in April, 2018 in Abidjan, Cote d’Ivore. The developers of these businesses 
were assigned PFAN coaches who guided them through the development and structuring of their business 
proposals with the view to select 4 for showcasing at the Vienna Investment Forum. Consequently, 8 clean 
energy entrepreneurs from West Africa and Asia had the opportunity to pitch their projects directly to 
investors at the PFAN’s second global Climate & Clean Energy Investment Forum on 16 May 2018.  
 

At the local level, UNIDO has various programmes to facilitate the Public-Private Development Partnership 
(PPDP), such as the UNIDO’s Learning and Knowledge Development Facility (LKDF). LKDF is a platform that 
promotes industrial skills development among young people in emerging economies with financial support 
from the Governments of Finland, Japan, the United States of America, and Sweden. Through collaboration 
with the private sector, the UNIDO LKDF supports the establishment and upgrading of local industrial training 
academies to help meet the labour market’s increasing demand for skilled employees, ultimately contributing 
to inclusive and sustainable industrial development. The LKDF has a growing number of PPDP projects 
targeting different sectors, such as heavy-duty equipment, commercial vehicles, forestry, etc., in Uruguay, 
Morocco, Liberia, Zambia, South Africa, Ethiopia, and Iraq. Private sector partners include the Volvo Group, 
Scania, Komatsu, Hewlett Packard, Aikagroup, and more. In promoting the enrolment of female students in 
male-dominated technical and vocation courses, the programme has actively consulted colleagues across 
projects and countries on best practices for gender mainstreaming to replicate the same efforts in different 
areas, promoting success stories of female students on LKDF’s social media pages as role models, and 
producing gender-neutral and gender-sensitive communication campaigns. Curricula and textbooks were 
developed with specific attention to gender aspects to eliminate any gender stereotype in class and reinforce 
the progress of promoting gender equality and empowerment of women in the industrial sector. 
 

See Annex 1 for further examples of UNIDO’s use of partnership. 
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Finally, UNIDO developed a training module to build the capacity of counterparts to mainstream gender in 
the formulation and implementation of industrial policy. Outcomes from the training experience is 
summarized in Box 3.  
 

 

Box 3: Building the capacity of counterparts to gender mainstream industrial policy 
  

UNIDO’s Network of Investment and Technology Promotion Offices (ITPOs) was established in 1986 to 
reduce development imbalances by brokering investment and technology agreements between 
developed, and developing countries. There are 9 ITPO offices located in Bahrain, Beijing, Shanghai, 
Germany, Italy, Japan, Nigeria, the Republic of Korea, and the Russian Federation to bridge the gap 
between investors/technology suppliers and potential partners/entrepreneurs. In addition to providing 
professional support to enterprises for partnership and business negotiations, the network also hosts 
officials from developing countries and economics in transition to give them hands-on training in 
different fields, such as investment promotion techniques, policy formulation, and the like.  
 

Regarding gender topics, a flagship training programme was developed by the Gender Office, in 
cooperation with the Department of Policy Research and Statistics to build the capacity of government 
officials and policymakers for formulating gender-responsive industrial development policies to 
support the achievement of related SDG goals and targets. In cooperation with the UNIDO ITPO 
Bahrain and Arab International Centre for Entrepreneurship & Investment (AICEI), the pilot training 
took place in Bahrain from 25 – 30 October 2017 with financial support from the Arab Bank for 
Economic Development in Africa and the Ministry for Foreign Affairs of Finland.  
 

The training allowed 24 policymakers from African and Arab countries to:  
(i) apply basic concepts and principles of gender equality to industrial development 
issues, 
  
(ii) identify gender patterns in manufacturing, including the manner in which industrial 
development impacts women’s economic empowerment and the ways gender 
inequality impacts industrial performance and competitiveness,  
 
(iii) describe roles, opportunities, and constraints for women in industry, such as 
occupational segregation, gender-based wage gaps and the growth of informal sectors, 
and  
 
(iv) identify bottlenecks and prioritize policy measures to promote women’s 
entrepreneurship in different contexts.  

 

The training will be adapted and held for UNIDO HQ staff within the following biennium and a project 
proposal is being developed for funding of this programme in other UNIDO regions.  
 

The project “Increasing Trade Capacities of Selected Value Chains within the Fisheries Sector in 
Indonesia (SMART-Fish)” (ID 120110), funded by the Government of Switzerland, works towards 
mainstreaming the sustainable use of maritime resources, biodiversity and gender aspects into policies 
on developing fishery exports. The fisheries industry, primarily fish processing, is an important sector 
for the employment of women in Indonesia. The project built the capacity of the government by 
hosting an advocacy seminar for decision makers on how to mainstream a poverty focus in the national 
fisheries development plan, especially focusing on vulnerable groups, income generation for the rural 
poor, and gender aspects. This capacity building activity was done prior to the establishment of 
Indonesia’s national strategy in order to enable different stakeholders to provide meaningful input and 
create a basis for the government to make well informed decisions.  
 

See Annex 1 for further example of UNIDO’s capacity building activities. 
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2.6.3 Emerging Issues and Recommendations: Contribution to gender equality and the empowerment of 
women in inclusive and sustainable industrial development 

 

Emerging Issues Recommendations 

There remains a need to highlight and 
socialize the relevance of GEEW as a 
prerequisite for inclusive and sustainable 
industrial development. 

• Explore options for recruiting a high profile UNIDO Goodwill 
Ambassador from the Global South to actively promote 
UNIDO's work on gender equality and the empowerment of 
women. 

 
• Also see recommendations on Relevance in Section 3.4. 
 

In terms of progress achieved to advance 
gender equality and the empowerment of 
women throughout programmatic work 
through a) gender mainstreaming and b) 
gender-specific interventions or targeted 
actions, 6 of the 14 respondents agreed 
that most members of their units 
perceived that there had been significant 
progress within UNIDO. This was lower 
than perceptions regarding changes to 
organizational structures (see 2.1 above). 
 
This indicates that additional efforts are 
required to make significant progress in 
advancing gender equality and the 
empowerment of women through 
programmatic work in terms of both 
mainstreaming and targeted actions. 
 

• Ramp up efforts to promote gender equality and the 
empowerment of women as one of the key pillars of 
inclusive and sustainable industrial development 
through developing a communications strategy, through 
leadership attention, and through capacity building. 

• While there has been progress on gender mainstreaming, 
there is a need to require and provide resources for 
gender analyses as the first element in project planning. 
In situations where money is the confining factor, it was 
suggested to recommend that donors pay an additional 
small percentage for a project to be gender 
mainstreamed.  

• Undertake targeted actions to ensure  that last year’s 
decline in projects rating themselves as having gender as 
a central focus or as having significant attention to 
gender is addressed..  

• Strengthen and scale up successful gender equality and 
the empowerment of women projects and programmes. 

 

 

2.7 Results and Recommendations: Gender review at project design, approval and 
evaluation  
 

2.7.1 Background: Gender review at project 
design, approval and evaluation 

 

The Policy and Strategy include 8 actions 
targeting the area of gender review at project 
design, approval and evaluation. This includes 
budget planning and tracking. UNIDO has been 
recognized by the Global Environment Facility as 
having a rigorous and appropriate system for 
quality checking gender mainstreaming at 
programme/project design level. 
 
UNIDO has been developing and rolling out 
various tools to assist gender review in project 
design, approval and evaluation. In addition to 
the actions assigned in the Strategy and Policy:  
 

 The Gender Office has updated gender tools, 

checklists and, with the Finance team, has 

rolled out the gender marker to improve 

gender mainstreaming and monitoring of 

project contribution to gender equality and 

the empowerment of women; 

 The Evaluation and Internal Oversight team 

has been tracking gender equality and the 

empowerment of women weaknesses in 

evaluation reports and making efforts to 

provide better guidance to independent 

evaluators on how to better integrate GEEW 

dimensions into evaluations; 

 The Strategic Planning, Coordination and 

Quality Monitoring team have integrated a 
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gender perspective into various quality and 

results monitoring and reporting tools, such 

as mid-term review guidance and quality 

assurance, and project/programme quality 

design checklists and reports; 

 UNIDO’s project and programme approval 

function (UNIDO/DGB/2016/6) requires all 

projects/programmes to undergo gender 

analysis/screening prior to their approval. As 

such, Gender Focal Points provide guidance 

during project/programme formulation and 

review every project/programme prior to its 

clearance by the Gender Coordinator. Also, a 

specific gender checklist must be completed 

for each project/programme during this 

process. Every new project/programme is 

subject to this gender review and clearance 

process. The highest approval body of 

UNIDO, the Executive Board chaired by the 

UNIDO Director General, then receives the 

final project submission with the comments 

and/or clearance relating to the gender 

dimensions of the project/programme.  

2.7.2 Progress in Implementation: Gender review 
at project design, approval and evaluation  

 

The roll out of the tools highlighted above have 
helped increase staff awareness of linkages 
between gender and industrialization and their 
knowledge on integrating gender considerations 
in project development and implementation. This 
has resulted in a considerable increase in the 
design quality of gender-responsive projects from 
2016 to 2017, with a 21% increase of projects 
addressing gender, as reported by the Quality 
Monitoring Division of UNIDO. By illustrative 
example, in 2017-2018, 18 projects within the 
Agri-Business Department were registered 
without a gender marker, compared to 26 
projects in 2016. The team have also reported 
that they have ensured, in most cases, that the 
project documents submitted for approval have a 
clear gender dimension and  that the recruitment 
of gender experts (during the life of the project) 
was foreseen. Moving forward the issue is going 
to be to ensure equal rigour in monitoring during 
project execution and accountability of 
management and staff for project results.  
 

Of the 8 actions on gender review laid down in 
the Policy and Strategy, 6 were said to be on 
track.  
 
1 action was described as being completed: 
"Ensure that UNIDO country programmes 
systematically include gender perspectives.” The 
Country Programme template makes it a pre-
requisite to include gender and systematize the 
analysis by  i) identifying the economic and social 
inequalities and disparities at the local and 
regional levels affecting women;  ii) outlining the 
means and ways these are to be addressed to 
achieve gender equality and the empowerment 
of women;  iii) supplementing these efforts with 
relevant sex disaggregated data and key 
indicators; and vi) ensuring a critical analysis that 
facilitates the design and implementation of 
gender sensitive projects deriving from the 
Country Programme.  Country Programmes are 
systematically  
reviewed by Gender Focal Points and cleared 
from the gender perspective. 
  
1 action has not yet started, namely “Quantify 
disbursement of funds for promoting gender 
equality and women’s empowerment through 
financial resource tracking, in order to inform 
central planning on budget allocation, by fully 
rolling out the gender marker to all projects and 
programmes”. The respective department - 
Operational Support Service - defined it as not 
relevant to their work and the implementation of 
this specific action is covered under the 
responsibility of the Finance Department.  
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2.7.3 Emerging Issues and Recommendations: Gender review at project design, approval and evaluation (incl. 
Budget planning and tracking) 

 
Emerging Issues Recommendations 

The UNIDO Integrated Results 
and Performance Framework is 
aligned with the Gender 
Equality and Empowerment of 
Women Policy and Strategy 
and gender has been 
mainstreamed into the 
updated Mid Term 
Performance Framework 2018-
2021.  
 
However, UNIDO to some 
extent still depends on donor 
requests rather than having its 
own systematic approach to 
implementing gender 
mainstreaming activities in 
technical  cooperation.  
 
Furthermore, the lack of 
mechanisms and tools for 
monitoring and evaluation are 
a critical concern for assessing 
the quality of gender 
mainstreaming and also for 
ensuring measurement in an 
area of change that is 
notoriously challenging to 
measure in the short term. 
 
 

 Directors to require staff to use UNIDO’s gender mainstreaming guides 
and tools for all areas in which the organization develops projects and 
programmes. These tools are also currently being updated to be in line 
with most recent UN system recommendations, indicators and 
guidelines on advancing gender equality and the empowerment of 
women. 

 Update Technical Cooperation guidelines, Environment Gender 
Mainstreaming Guidelines and develop new indicators on gender 
under the IRPF update, as well as build up gender expertise in 
evaluation teams. 

 Technical Cooperation Guidelines should require the recruitment of a 
gender expert for the duration of the project implementation period for 
all medium and large scale projects.  

 More concrete lines of collaboration and cooperation are needed 
between the Gender Office and Programme Development and 
Technical Cooperation departments/units to transfer needed gender 
expertise and knowledge on how the differential impacts of technical 
cooperation activities on women and men can be identified, assessed 
and addressed in a substantive manner when developing 
projects/programmes. Collaboration and cooperation also needed to set 
up a gender expert roster for easier, speedier identification and 
recruitment of consultants for gender-specific inputs to projects. 

 Build a database of country-relevant gender information, including 
gender analyses already conducted, etc. 

 Programme Development and Technical Cooperation 
departments/divisions to tailor the gender checklist to programmes, 
including the Programme for Country Partnership (PCP). Gender Office 
can provide quality assurance and advisory support. 

Beyond project design, it was 
confirmed that many projects 
still do not systematically 
report on activities, progress 
and results on gender equality 
in their midterm reviews and 
terminal evaluations. 
There are exceptions, for 
example, in the programmatic 
area of energy where all 
projects have integrated a 
gender perspective. 

 Commend staff for gender mainstreaming in the project design phase 
and move to ensuring equal rigour in monitoring during project 
execution and accountability of management and staff for project 
results.  

 UNIDO intends to take the lessons learned from the meta-evaluation to 
ensure continued improvement on the process of mainstreaming 
gender throughout the evaluation cycle. In particular, it was pointed out 
that while significant progress has been made to include gender equality 
and the empowerment of women into the scope and evaluation criteria, 
the findings, lessons learned, and recommendations coming out of 
evaluation reports still do not reflect a satisfactory gender analysis in a 
majority of cases. It was also recommended to include references to 
UNEG guidance on the integration of gender equality and human rights 
in evaluations in the Terms of Reference (ToR) template and in 
methodological guidance. In addition, it was recommended to request 
experience/knowledge on gender integration issues in the profiles of the 
evaluation team members where appropriate. 
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The action relating to fund 
disbursement has been 
allocated to the wrong 
Department.  

 Re-allocate the action “Quantify disbursement of funds for promoting 
gender equality and women’s empowerment through financial resource 
tracking, in order to inform central planning on budget allocation, by fully 
rolling out the gender marker to all projects and programmes” from the 
Office of Operational Support Services to the Finance team. 

 

2.8 Results and Recommendations: Knowledge generation and communication, 
including sex-disaggregated data collection 
 

2.8.1 Background: Knowledge generation and 
communication, including sex-
disaggregated data collection  

 

UNIDO’s UN SWAP self-assessment was “exceeds 
requirements” for knowledge generation and 
communication. Examples provided included 
UNIDO's Advocacy and Media Relations Division’s 
commitment to giving high priority to the 
dissemination of information about the 
Organization's work to achieve gender equality 
and enhance women’s economic empowerment. 
This has been reflected in all published 
documents, including press releases, social media 
posts, and website content. 
 
The UNIDO Strategy and Policy target 5 specific 
areas in terms of gender-responsive knowledge 
and communications. 

 
2.8.2 Progress in Implementation: Knowledge 

generation and communication, including 
sex-disaggregated data collection  

 

4 actions were reported as being on track: 
 
1) Gender Office: “Highlight the Organization’s 
efforts and best practices to promote gender 
equality and women’s empowerment and make 
this information widely available, both internally 
and externally." 
 
2) Office for Advocacy and Communication: 
“Highlight the Organization’s efforts and best 
practices to promote gender equality and 
women’s empowerment."  
 
3) Policymaking Organs Secretariat: "Highlight 
the Organization’s efforts and best practices to 
promote gender equality and women’s 
empowerment." 
 

 
4) "Make information on the Organization’s 
efforts and best practices to promote gender 
equality and women’s empowerment widely 
available, both internally and externally." UNIDO 
has taken an active stance on ensuring balanced 
social media content to ensure promotion of 
gender-related stories and use of images of 
people to highlight diversity. New social media 
guidelines for all staff were drafted and included 
clear instructions about gender sensitivity and 
use of gender-balanced content. For 
International Women’s Day 2017, a special video 
capturing staff members’ thoughts about gender 
equality and the economic empowerment of 
women was produced by the communications 
unit. Two videos to highlight the Organization’s 
work on the economic empowerment of women 
have also been produced. The Gender Office also 
collaborated with an external expert to research 
and write a technical working paper that 
contributed new data and data analyses on the 
linkages between gender and industrial 
development. 

 
The unit responsible for the 5th action, related to 
collecting and analysing sex-disaggregated data 
on employment in manufacturing wage gaps and 
education, indicated that the action is delayed. 
The Director of that Department was interviewed 
about this specific action and suggested a long-
term initiative to alter the questionnaire sent to 
countries to include sex-disaggregated data 
collection and analysis. The Statistics Office is 
planning to conduct a series of regional training 
programmes in cooperation with the Gender 
Office. The first stage will target 10 East African 
countries with the main objective of equipping 
national statisticians in collecting and compiling 
gender-gap indicators statistics within the scope 
of industrial statistics. Participants will learn how 
to define the sources for and methods of 
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collecting gender-gap related data using existing 
survey data or administrative sources, and will 
learn about the use of sex-disaggregated data in 
evidence based policy making.   

 

 
 
2.8.3 Emerging Issues and Recommendations: Knowledge generation and communication, including sex-

disaggregated data collection  
 

Emerging Issues Recommendations 

Despite the extremely strong and 
positive cooperation between the 
Gender Office and the Advocacy 
and Media Relations Division, 
insufficient resourcing in both 
teams has meant that 
opportunities to generate and 
communicate knowledge have not 
been maximized.  

 Advocacy and Media Relations and the Gender Office to work together on 
simple, firm, and coherent messages on what UNIDO is doing/ advocating 
for with respect to gender equality and the empowerment of women. 

 Enhance direct collaboration and communication for knowledge transfer 
and capacity building between the Gender Office and the departments of 
Programme Development and Technical Cooperation.  

When it comes to generating data 
and statistics on impacts at 
area/country/regional levels, 
UNIDO only relies on information 
related to employment and 
industry, but not on other criteria 
and that is a big concern. The 
Organization cannot fill this 
vacuum with the statistics 
generated by projects.  

 UNIDO and Member States to explore the option of extra-funding for the 
Statistics Division to complement the UNIDO national questionnaires with 
sex-disaggregated information. 

 Include gender equality as a core focus of the UNIDO Industrial 
Development Report.  

 Gender Office, Research and Programme Development and Technical 
Cooperation departments to collaborate and develop a 5-year Gender and 
ISID research agenda to identify gaps in information and data and build 
capacity for gender-responsive technical activities.  

 Research department to co-operate with think tanks, research institutions, 
etc. to draw on their expertise and develop gender-responsive flagship 
reports and policy notes. 

Member States perceive 
organizational attention to gender 
equality and the empowerment of 
women by UNIDO. There was a 
request from Member States 
interviewed as part of this review 
for more communication to 
increase understanding on how 
UNIDO is approaching GEEW in 
projects and programmes and 
what the impacts have been so 
far. 

 Share this review, including case studies, with Member States. 

 Ensure that UNIDO’s communications strategy includes increased 
communication with member states regarding UNIDO’s work on GEEW. 
More opportunities for discussion and feedback would be welcomed, for 
example, through Gender Breakfasts. 

 Put continuous efforts into dialogue with Member States in order to raise 
awareness, build gender-sensitive culture and promote achievement on 
gender equality and the empowerment of women in inclusive and 
sustainable industrial development. 

 Communications training for staff to integrate a stronger gender focus and 
to enable staff to better outline the positive impacts of gender 
mainstreaming in UNIDO projects and activities. 
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UN Women has strongly 
commended UNIDO for their good 
practice in implementing UN 
System-wide Action Plan 
commitments as well as in 
contributing to system-wide 
initiatives. UNIDO has exceeded 
requirements on a number of 
fronts, including its Policy and 
Strategy, financial tracking, and 
certain elements of leadership 
practice. There remains a need to 
enhance efforts in terms of 
enhancing the sustainability of the 
gender architecture, certain 
leadership criteria, promoting 
UNIDO’s good practices, and 
gender parity.  

 Implement recommendations in this review, in particular regarding building 
leadership capacity on gender, gender architecture, increasing 
communications around good practices and gender parity. 

 

2.9 Concluding Note on Results and Recommendations 
 

Progress in Implementation 
 

The review reveals that UNIDO has made strong 
progress to meet its Policy and Strategy 
commitments. It should be commended for these 
efforts and results. 
 
The strongest results and most progress are in 
relation to: 

 Gender-responsive design in programmes 

and projects; 

 Institutional arrangements for gender 

equality and the empowerment of women; 

 Resource tracking of projects through the 

gender marker system. 

 
The least progress appears to be in relation to:  

 Mainstreaming gender-related 

responsibilities and ensuring accountability 

across the organization. The burden of 

expectation appears to remain primarily on 

the resource-constrained Gender Office; 

 Despite slow and small progress, there is a 

lack of gender parity in UNIDO and this 

disparity is more pronounced at senior levels; 

 Use of organizational units’ annual gender 

plans as key tools for facilitating the 

implementation of commitments and for the 

identification of responsibilities and needs. 

 
Factors contributing to progress include: 

 A robust organizational Policy and Strategy 

on gender equality and the empowerment of 

women that is strongly aligned with UN 

system-wide requirements; 

 Visible and strong leadership from the 

Director General and a core team of senior 

managers. Effective implementation from the 

Gender Coordinator, supported by a 

dedicated team of interns, experts and the 

rotational Gender Officer; 

 A strong Gender Focal Point network and 

core group of extremely committed 

individual staff members; 

 Increasing Member State and donor support 

for advancing gender equality in 

industrialization, bringing further momentum 

and accountability to carrying out actions to 

advance gender equality and women’s 

empowerment. Furthermore, committed 

donors with high prioritization of gender 

equality and the empowerment of women 

have required gender mainstreaming within 

their funded programmes and projects and 
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across the Secretariat, which has built 

competence and momentum; 

 UN Women have been vital in providing 

guidance for advancing gender equality and 

the empowerment of women throughout the 

Organization, including in leading 

implementation of the UN-SWAP framework;   

 The international community’s commitment 

to gender equality and the empowerment of 

women as reflected in SDG 5, in the 

indicators of almost all other SDGs, and 

gender equality as a crosscutting focus in the 

2030 Agenda; 

 Support from one Member State (Finland) 

providing extra budgetary support, and extra 

budgetary support from UNIDO funds; 

 Momentum generated by the adoption of the 

Secretary General’s System-wide Strategy on 

Gender Parity. 

 
Factors inhibiting progress include: 

 Lack of individual accountability for 

implementing commitments, with an 

accompanying tendency to place this at the 

door of the Gender Office; 

 Lack of organization-wide capacity building 

on gender equality and the empowerment of 

women; 

 Under-resourcing of the Gender Office in 

terms of predicable staffing and financing; 

 UNIDO’s budget constraints, limiting the 

scope to bring in new staff and capacity to 

devote the necessary resources towards 

reaching gender equality goals; 

 Project managers and project support staff 

are overburdened with several competing 

demands on their time and resources; 

 Lack of a strong accountability framework 

within Human Resources Management for 

gender parity has meant that, despite efforts 

by management and Member States, results 

have been weak.  Locating responsibility for 

parity within the Gender Office is not an 

appropriate strategy as the Office does not 

have the expertise, capacity, or entry points 

to deal with human resources 

practices/recruitment; 

 Mischaracterization of gender equality issues 

as solely women’s issues with success limited 

to achieving gender balance amongst 

participants in UNIDO activities; 

 Lack of research as knowledge base for 

gender and ISID policy advice and 

programming. 

 

Recommendations  
 

Overall recommendations include: 

 Re-structure responsibilities for gender 

mainstreaming. “Business owners” should be 

developed for each priority area of the Policy, 

Strategy, and the UN System-Wide Action 

Plan. This should be articulated in the new 

Strategy and in the updated Policy. The 

various responsibilities should be allocated to 

the respective departments who will be 

reporting on those factors. The Gender Office 

should retain clear boundaries around the 

limits of its 

Coordinating/Coaching/Monitoring function. 

All staff should set at least one work and 

learning objective on gender in their annual 

compacts; 

 Build staff and leadership capacity to 

respond to commitments. All staff must 

complete the “I Know Gender” training as a 

minimum and mandatory requirement. A 

tailored executive leadership programme 

should be rolled out as a priority. Some 

departments and divisions must engage more 

robustly with their annual gender equality 

work plans; 

 Build capacity for and strengthen the 

collection and analysis of sex-disaggregated 

data in the context of inclusive and 

sustainable industrial development for 

monitoring, evaluation and reporting 

purposes; 

 Develop a robust communications strategy 

for a) capitalizing on the good work UNIDO is 

doing and for ensuring that it is 
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communicated internally and externally b) 

clarifying the links between UNIDO’s 

mandate and gender equality and c) 

highlighting expectations to be moving 

towards gender-transformative 

programming, in line with UN SWAP 2.0 and 

the 2018 UN System-wide Strategy on 

Gender Parity;  

 Gender Office to take steps to ensure 

compliance with the new UN SWAP 

performance indicators.  
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3. Relevance  

3.1 Relevance of the UNIDO Policy and Strategy in relation to UNIDO’s mandate 
 
UNIDO was founded in 1966 with the mandate to 
act as the central coordinating body for industrial 
activities within the UN system and to promote 
industrial development, focusing its efforts on 
relieving poverty by fostering productivity 
growth. In 2013, UNIDO clarified its focus on 
inclusive and sustainable industrial 
development14 and in so doing ensured that 
gender equality and the empowerment of 
women and UNIDO’s mandate were conceptually 
intertwined and indivisible; without women, 
development cannot be inclusive and without 
inclusivity, development cannot be sustainable. 
Gender equality and the empowerment of 
women is therefore relevant to UNIDO in very 
practical terms as well as in ethical terms. 
Without gender equality and the empowerment 
of women UNIDO cannot meet its mandate.   
 
UNIDO has repeatedly confirmed and re-affirmed 
the inter connection between its mandate and 
gender equality and the empowerment of 
women. Paragraph 1 of its Policy on this theme 
notes that that gender equality and the 
empowerment of women have a significant 
impact on sustained economic growth and 
inclusive and sustainable industrial development. 
Gender equality and women’s empowerment in 
industrial development was strongly highlighted 
in several events and speeches at the 17th 
session of the General Conference, where the 
Director General underscored the importance of 
gender equality to the mandate of the 
Organization.  
 
Member States interviewed as part of this review 
were also clear in their understanding of the 
necessity of gender equality efforts to enable 
UNIDO to meet its mandate. Member States have 
also reflected the increasing relevance of gender 
to the mandate on inclusive and sustainable 
industrial development by adopting two 
resolutions on Gender Equality and the 
Empowerment of women at the 16th and 17th 

                                                           
14

 The term was officially introduced into UNIDO 
strategic planning in the 2013 Lima Declaration: 
https://isid.unido.org/lima.html 

sessions of the UNIDO General Conference. The 
resolutions called for: 
 

(i) scaling up the implementation of 

gender mainstreaming; 

(ii) strengthening efforts to achieve 

parity; 

(iii) mainstreaming gender throughout all 

strategic documents where relevant; 

(iv) supporting Member States in sex-

disaggregated data collection and 

analysis; and 

(v) organizing gender-related events.  

In addition to the conceptual links, gender 
equality and the empowerment of women is 
operationally linked to UNIDO’s corporate 
strategic planning documents, as shown in 
Section 2.2.4. This means that the Strategy and 
Policy are embedded within meaningful 
management and implementation arrangements, 
and therefore go beyond fulfilling a bureaucratic 
requirement.  UNIDO has also developed a 
results chain that describes the connection 
between gender equality and the empowerment 
of women and inclusive and sustainable 
development - from both internal and external 
perspectives.15 
 
Finally, it is worth noting that UNIDO has a crucial 
role to play in the implementation of the 
Sustainable Development Goals, a core principle 
of which is to “Leave No-one Behind”. Gender 
equality and the empowerment women is a core 
tenet of that principle. 

                                                           
15

 See UNIDO “Bennett Results Chain – Gender 
Narrative”. 
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3.2 Perceived relevance of gender equality and the empowerment of women and 
the accompanying Policy and Strategy to staff 

 
To explore relevance, it is also important to 
assess the extent to which the Policy and 
Strategy are known, understood, accepted and 
acted upon throughout the organization16.  
 
Member States interviewed noted that the Policy 
and Strategy have been instrumental in raising 
awareness on gender equality and empowerment 
of women related issues within UNIDO, as has 
the Director General’s commitment, particularly 
as a Gender Champion. 
 
In terms of staff, 13 out of the 14 units 
responding to the Mid-term Review survey  
perceive gender equality and the empowerment 
of women to be relevant to the work of their 
organizational unit.  
9 of the survey respondents agreed or strongly 
agreed with the statement that “Most members 
of our Organizational Unit feel that the actions 
stated (in the Policy and Strategy) are the most 
relevant to our work”. 4 were neutral and 1 
strongly disagreed. This indicates that there may 
be a need moving forward to build capacity and/ 
or better align the work of some departments 
with the requirement for them to take action to 
ensure gender equality and the empowerment 
of women.   
 
Indicators of perceived relevance can also be 
drawn from engagement with organizational 
tools for gender equality and the empowerment 
of women. The Mid-term Review Survey asked 
staff whether they thought that “At least three 
quarters of staff in their Unit had read the UNIDO 
Policy and Strategy”. 6 of the responding units 
agreed or strongly agreed with the statement. 5 
disagreed or strongly disagreed and 3 were 
neutral. This indicates a need to further socialize 
the Policy and Strategy. Dissemination of the 
findings of this review could be a useful 
opportunity. 
 
Directors interviewed were very clear about the 
relevance of gender equality and the 
empowerment of women for UNIDO to be able to 

                                                           
16

 See 2018 UNEG Guidance on Evaluating Gender 
Mainstreaming. 

meet its mandate and various commitments. The 
need to ensure that gender equality and the 
empowerment of women was reflected inside of 
UNIDO as well as in its external activities was also 
noted as important to UNIDO meeting its 
mandate.  
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3.3 Relevance of the UNIDO Strategy and Policy in the context of the UN System 
Wide Action Plan for Gender Equality and the Empowerment of Women 

 
The UNIDO Strategy and Policy were developed 
to align with the UN System-wide Action Plan on 
Gender Equality and the Empowerment of 
Women (UN SWAP) (see Section 2.5 above). Both 
documents are therefore relevant to UN system-
wide expectations. 
 
UNIDO has been actively involved in the 
development of UN SWAP 2.0 performance 

indicators, and was an active member of the 
working groups on results and on the theory of 
change for UN system-wide contributions to 
gender equality and the empowerment of 
women in the context of SDG implementation.  
Interviews with UN Women confirmed the high 
value of UNIDO’s contributions to enhancing 
system wide coherence as well as to providing 
good practices for others to learn from. 

 

3.4 Recommendations regarding Relevance 
 

The qualitative responses to the survey, 
interviews, and focus group discussions on 
relevance indicate a need for: 
 

 On-going and renewed awareness raising on 

Policy and Strategy commitments; 

 Ensuring that the online training “I Know 

Gender” module is mandatory to enable staff 

to better understand the relevance of gender 

to their work; 

 Re-assessing and engaging with units’ annual 

work plans and a need to prioritise gender 

equality and the empowerment of women 

within units and personal performance goals. 

Staff indicated the importance of engaging 

the Gender Focal Point in the annual planning 

cycle and that where the 

department/division’s annual plan did 

incorporate a gender perspective it was a 

very useful tool for increasing commitment 

to and awareness of gender equality and the 

empowerment of women within the Unit.  

Staff also cited the importance of leadership 

in both positive and negative ways i.e. where 

leaders ensure inclusion of gender equality 

and the empowerment of women priorities, 

staff follow suit and where leaders fail to 

prioritise gender equality and the 

empowerment of women the topic is made 

invisible within team priorities.  The survey 

revealed that often the actions that hadn’t 

been started were the ones that hadn’t been 

prioritized. This indicates a lack of perceived 

relevance. Follow up to this review could 

include the gender team working with the 

relevant units to discuss the relevance of the 

stated action so that they can either be 

modified, discarded or ramped up; 

 Clarifying and socializing the impact that 

gender equality and the empowerment of 

women can have on inclusive and sustainable 

industrial development. The Gender Office is 

currently working with a gender expert to 

publish the very first academic paper on the 

topic. This review has not been able to 

explore the comparative advantage and role 

of UNIDO in promoting gender equality and 

the empowerment of women and gender 

mainstreaming results at the country, 

regional and global levels and this could be a 

good topic for UNIDO to explore prior to 

developing its new Strategy. 

In addition, the next UNIDO Strategy would do 
well to include specific actions on developing and 
socializing the link between gender equality, the 
empowerment of women, and inclusive and 
sustainable industrial development. It would also 
do well to connect with wider efforts in-house to 
develop indicators to demonstrate impact, 
including at country level, and to ensure that 
these include both gender-targeted and gender-
responsive indicators.  
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The final evaluation of the Strategy will need to 
explore the extent to which UNIDO has taken on a 
gender-transformative, -sensitive, -targeted or -
neutral approach and whether this is adequate in 

light of its mandate. As indicators are developed, 
UNIDO may also wish to take these questions 
into account. SWAP 2.0 is also requesting entities 
to work towards gender-transformative results.  
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4. Concluding note    
 
UNIDO has made strong progress to meet its 
commitments. It should be commended for these 
efforts and results. For the effective 
implementation of the Gender Policy and 
Strategy, UNIDO relies on: 
 

 Continuing global support for gender equality 

and women’s empowerment work; 

 Sufficient human and financial resources for 

the operationalization of its commitments; 

and  

 Internal understanding, leadership and 

integration of gender equality and the 

empowerment of women across all areas of 

activity. 

A decrease in any of these will limit the 
organization's ability to address gender 
inequalities in a substantive manner, thus 
impeding achievement of its inclusive and 
sustainable industrial development mandate. 
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Annex 1: Case Study Highlights 
 
1. Case study 1: Workshops on Harassment Awareness 
 

UNIDO planned a series of workshops to begin the process of culture change in the Organization regarding 
harassment, abuse of power, and discrimination. Two separate series of workshops were conducted 
targeting staff, consultants, and interns, including 54 participants from the field from Nigeria, Sierra Leone 
and Egypt. The workshops sparked discussion among UNIDO employees on what constitutes harassment, 
the abuse of power, and discrimination and how to react in the case that one becomes aware of such 
behaviours. The participants were as follows: 
 

Level Mar-18 Jun-18 Total 

P-5 and above:                  25 14 39 

P-2 – P-4:                             60 28 88 

GS:                                         80 134 214 

Consultants:                        84 94 134 

Other:                                   14 7 21 

Total:                                    263 277 540 

 
The workshops were structured to enable participants to: 

 List behaviours that constitute harassment or sexual harassment; 

 Know how to foster a harmonious working environment and thus prevent harassment; 

 Familiarize themselves with the UNIDO standards of conduct & the harassment policy; 

 Have the required knowledge to cooperate with the bodies handling complaints of prohibited conduct; 

 Have clarity on formal and informal processes; 

 Acquire basic tools for informal conflict resolution. 

There was overwhelming agreement that a culture change is only possible if two factors are in place: 1. 
Wrongdoings are reported as early as possible and 2. Action is taken in case of wrongdoings. A clear 
message resulting from the workshops was the need for more transparency and communication about 
actions taken following harassment reports. It is planned to follow up with participants regarding what 
concrete steps will be taken in UNIDO to share statistics on actions taken while safeguarding the 
confidentiality of the parties involved. More trainings are currently being scheduled for autumn 2018. 
 
2. Case study 2: UN-SWAP Case Study  
 

In 2015, UNIDO updated its Policy on Gender Equality and Empowerment of Women to be aligned with the 
United Nations System Chief Executives Board (CEB)’s System-wide Policy and the requirements defined in 
the United Nations System-wide Action Plan on Gender Equality and Empowerment of Women (UN-SWAP). 
The UN-SWAP framework established 15 common, system-wide performance indicators, clustered around 
six broad and functional areas: accountability, results-based management, oversight, human and financial 
resources, capacity and coherence, knowledge and information management. Since 2013, UNIDO has 
greatly improved its performance under the framework, as detailed in the chart below.  Progress in 
advancing gender equality and women’s empowerment throughout the Organization and its work has been 
facilitated by the commitment of UNIDO's leadership. The Director General and senior management have 
highlighted gender equality as central to achieving the Organization's overarching mandate on inclusive and 
sustainable industrial development, which has in turn helped raised staff awareness of the interlinkages 
between gender and industrial development while building capacity to increase gender-responsiveness 
within the Organization and its work. These efforts were enabled by the Gender Office and the impressive 
dedication demonstrated by the Gender Focal Point network. Importantly, Member State support for 
advancing gender equality in industrialization has also increased, bringing further momentum and 
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accountability to carrying out actions to advance gender equality and women’s empowerment. The main 
factors stalling progress are the Organization’s budget constraints, limiting the scope to bring in new staff 
and capacity to devote the necessary resources towards reaching gender equality goals. 
 
Case study 3: Best practices from UNIDO projects in three thematic areas 

Creating Shared Prosperity 

Project Promoting Women Empowerment for inclusive and sustainable industrial development in 
the MENA Region (ID 140026) 
This project, funded by the Government of Italy, aims to improve the economic participation of 
women and to thereby create the conditions for inclusive and sustainable growth in the MENA region, 
by making use of the strong potential of female entrepreneurs in Egypt, Jordan, Lebanon, Morocco, 
Palestine and Tunisia. 
 
The project was born from the observation that the MENA region has the world’s largest disparity 
between men and women in terms of entrepreneurship (OECD, 2014). According to recent data, while 
women own and manage between 31% and 38% of enterprises on a worldwide level, in the countries 
of the MENA region, this number is only 13% (ILO, 2015) to 15% (WB, 20131 ). 
 
With the aim of helping women to strengthen their economic independence in the six target 
countries, UNIDO’s project was designed with a holistic approach embracing three levels of 
intervention:  
1. On a macro level, it aims to support, facilitate and nurture the policy dialogue between the key 
stakeholders with the objective of producing a set of recommendations and action points endorsed by 
all parties to promote women entrepreneurship in the region, 
2. At the meso level, the goal is to strengthen the capacities of national professional women’s 
associations so that they are able to provide female entrepreneurs with higher-quality and demand-
driven services to support the creation and growth of their enterprises, and effectively promote an 
environment that is more conducive to the development of women’s entrepreneurship.  
3. On a micro level, it promotes promising women-led investments in the target countries through 
training, coaching, identification and facilitation of business partnerships opportunities and access to 
finance. 
 
Project Empowerment of the Poor and Women in Flood-Prone Communities to Build Resilience to 
Natural Disasters through Diversified Livelihoods in Djibouti (ID140226) 
Financially supported by the Government of Japan, the project directly targets vulnerable people in 
flood-prone areas, especially women in need of diversified livelihoods. Based on the local context of 
Djibouti where the fishery sector has a great potential for growth, the project provided local women 
and men with two main trainings in fish drying and a skills training on outboard motor maintenance 
and fishing equipment in cooperation with Yamaha Motor. In addition, the project has been raising 
awareness in local communities about natural disasters and how to prepare for and cope with 
unforeseeable floods.  
 
Project Upgrading the Fishery Sector in Upper Nile State, South Sudan (ID 120447) 
Funded by the Government of Canada, this project in South Sudan, targets the fishery sector. This 
sector is an important, although secondary, source of food security and livelihood. Though there is 
potential for the fishery sector to play a greater role in the economic development of the local 
community, there are multiple challenges. One of them is the absence of fishery infrastructure, such 
as market stalls, storage facilities, collection points, and landing sites. In order to upgrade this sector 
from artisanal to commercial-oriented, UNIDO’s project built several small-scale processing centers 
for women in along the Nile River. Specifically, the local women who are direct beneficiaries were 
invited to participate in discussions with the project’s architect to design and build a center which 
addresses their needs. The procurement of machines and supporting tools was also handled by local 
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women with consultation from the project team. Thanks to these activities, the local women are 
active decision-makers and have developed a strong sense of ownership over the project. A range of 
small-scale agri-businesses are currently in operation. Women are using savings schemes and access 
to bank loans to fund the start-up and operations of their businesses. Technical support for food 
processing and safety was provided by the project, complemented through business development 
training and equipment and infrastructure. Beneficiaries are already seeing an increase income and 
more importantly what they can accomplish when working as a team.   
 
 
Project Establishing Moringa-based Economic Development Program to Improve the Livelihood of 
Rural Women in Ethiopia (ID 140330) 
In Ethiopia, food and nutrition security of rural communities is a real challenge to local economic 
growth. Meanwhile, Moringa in its diverse forms is very rich in proteins & micronutrients and can be a 
valuable complement to diets. This UNIDO project, funded by the Government of Italy, aimed to 
improve the performance of relevant stakeholders in the moringa value chain, including rural women.  
  
In order to institutionalize the operation of rural communities, a farmers’ cooperative consisting of 
98% women members was established. In the leadership election process, the women farmers 
nominated mainly men. This triggered questions from the project team to the women’s cooperative 
members. Their explanations pointed to the fact that they believed that men were more eligible to be 
leaders than the women themselves. Through discussions with the project local team and among the 
cooperatives, the women later understood that they are equally qualified to lead their cooperative 
and elected women Executive Committee members with a ratio of 80:20 (women : men).   
 
This particular experience emphasizes the fact that unlocking women’s potential necessarily requires 
raising awareness among all beneficiaries and relevant stakeholders. This process should not be 
realized with a top-down approach but should come from the local partners and communities who 
need time and space for self-reflection to critically analyze their own power structures. Understanding 
this, the UNIDO local team has been acting as a catalyst to strengthen the participation of women in 
the project and to facilitate a bottom-up changes. 
  
 
The Entrepreneurship Curriculum Programme (ECP)  
UNIDO’s ECP is a cost-effective investment in the development of entrepreneurial capacity of young 
people. ECP is inclusive since it reaches out to both girls and boys in rural and urban areas and it is a 
sustainable approach to lay the ground for future national development. The programme supports the 
development of entrepreneurial culture and skills through the introduction of entrepreneurship as a 
subject in secondary schools and technical and vocational schools in Uganda, Mozambique, Namibia, 
Timor-Leste, Rwanda, Angola, and Cabo Verde. The programme has collaborated with the respective 
Ministries of Education and expert groups to develop nation-wide curriculum materials for each 
country and trains local teachers on this new syllabus. Approximately 2.5 million female and male 
students from 5000 schools have received lessons in classrooms and have participated in hands-on 
experiences facilitated through partnership with local private companies or through the development 
of their own small scale business projects. An independent impact evaluation study of ECP in several 
countries found that students who participated in this programme reported greater self-esteem, self-
confidence, and work ethics than those who did not. Notably, the teaching method introduced to the 
teachers and students has created classroom dynamics that better encourage female students to 
actively participate in class than the traditional methods. Various in-class group activities and 
homework assignments also allowed male and female students to recognize each other as equal 
partners and strengthen their capacities for oral expression, logical argumentation, teamwork, 
planning, research, and reflection on daily life challenges. The programme is financially supported by 
the Government of Japan, Republic of Korea, Norway, Portugal, and the Chevron cooperation. 
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Advancing Economic Competitiveness 

Project AZIR Oriental – Improving the Competitiveness of Rosemary Value Chain in Morocco (ID 
140303) 
In the Eastern region of Morocco, UNIDO is implementing a project, funded by the Government of 
Switzerland, to improve the efficiency of the rosemary value chain. Women actively participate in the 
collection of the plants (30% of the collectors were women in 2014) but become almost invisible when 
it comes to participating in the cooperative and in the decision making process (just 6% of the 
rosemary cooperatives’ board members were women when the project started). Through the daily 
coaching put in place by the facilitator recruited by the project, several informal and formal trainings 
were organized in order to strengthen women’s perceptions of their work and their contribution to 
the value chain. This led to the constitution of women’s associations within the existing cooperatives 
and to the organization of women-targeted technical trainings for the collection, drying, and cleaning 
of the rosemary leaves in order to improve women’s participation in the value chain. Thanks to this 
day to day coaching and to the parallel work undertaken with cooperative members to facilitate the 
inclusion and participation of women in the networks, women involved in rosemary collection have 
become more aware of their role in the value chain and have started being involved in the processing 
phase (drying, cleaning and packaging of final products). As a result, today the value chain counts 
5,236 women collectors (i.e. 48% of the total collectors) , 954 women members of rosemary 
cooperatives (28% of the total members), and 13 women board members.  
 
 
Project Market Access for Agro-Food Products (Projet d’accès aux marchés 
des produits agroalimentaires et de terroir or PAMPAT) in Morocco (ID 120625) 
Another UNIDO project with funding from the Government of Switzerland aims at improving the 
performance, market access and socio-economic conditions of local argan oil and prickly pear value 
chains through strengthening quality compliance and product development of small-scale rural 
producers. In technical trainings provided to local women cooperatives, the project translated laws on 
safety and hygienic standards into the local language and made it understandable for the beneficiaries 
through schemes, drawings, and simplified language. Thanks to daily coaching and this approach to 
training, 30 argan oil cooperatives are now compliant with the law. 
 
 
Project Industrial Modernization and Competitiveness Improvement of Carpet Weaving and 
Embroidery/Textile Sectors in Tajikistan (ID 140396) 
Supporting the Government of Tajikistan in implementing the “National Programme on Development 
of Carpet Weaving in the Republic of Tajikistan for the period 2014-2020”, UNIDO, with the financial 
support from the Governments of China and the Russian Federation, provided Tajik 
embroidery/textile enterprises with technical assistance to modernize their production process, 
enhance efficiency and quality, and explore export opportunities. Five out of nine companies, which 
were chosen for the pilot phase, are women-led and 80% of beneficiary companies’ employees are 
women. Within its marketing component, the project created a new joint brand “LA’AL Textiles” with 
a visual identity designed to facilitate joint marketing activities of beneficiary companies in regional 
and international markets. Several contracts with hotel and retail chains (interior deco chain JYSK and 
retail hypermarket Auchan) have been signed to provide home textiles, carpets, and related products. 
Out of 68 well-known Tajik brands, “LA’AL Textiles” was selected as Brand of the Year 2017 at the 
national Pick of Glory competition. Over the course of two years, nearly 500 women, especially from 
vulnerable groups (refugees from Afghanistan, wives of migrant laborers living in rural villages with 
child care responsibilities, single mothers, women with disabilities) joined the network of freelance 
producers and received coaching on product design, personnel management, financial management, 
and marketing.  
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Safeguarding the Environment 

Women and Energy in Gambia 
 
The Gambia’s Ministry of Energy is demonstrating its commitment to renewable energy and energy 
self-reliance by developing a Renewable Energy Law that creates the conditions for sustainable energy 
access. A number of projects were designed and funded by the Global Environment Facility (GEF) and 
UNIDO as part of national efforts towards introducing, developing and promoting an enabling 
environment that stimulates renewable energy investments in rural areas. During the design of GEF 
project Promoting renewable energy based mini grids for productive uses in rural areas of The 
Gambia (ID 103023), it was found that women have a vested interest in energy. Women and girls are 
more severely affected by energy poverty than men. Lack of affordable and reliable energy means 
that the responsibility of providing household and community energy—the physically taxing and time 
consuming task of collecting biomass fuels—as well as performing daily household tasks falls on 
women and girls.  In addition, relying on biomass stoves for cooking means that women and children 
are regularly exposed to toxic indoor air pollution. This knowledge led to the realization that women 
are crucial to achieving sustainable energy access as they are household energy managers. This 
project also enabled women to participate directly in the design and installation of the photovoltaic 
standalone system. Women were trained to understand not just how solar panels function and how 
they are maintained, but also to understand the issue of climate change, the importance of renewable 
energy, and the crucial leadership role that they are playing in breaking local stereotypes and 
generating income by providing services to off-grid communities nearby. 
 
 
The GEF project Greening the productive sectors in The Gambia: Promoting the use and integration 
of small to medium-scale renewable energy systems in the productive sectors (ID 130110) aims to 
promote the market-based use and integration of small to medium scale renewable energy systems in 
productive sectors.  Women are often not included in the installation and maintenance of energy 
systems and therefore miss out on the opportunity to prove themselves as indispensable assets to 
energy access projects that are ongoing and underway. By making sure that women are being trained, 
by encouraging these women to teach more women, and by supporting existing women’s networks, 
projects can give a platform to role models and popularize business models that empower women. 
 
 

Project Creating Sustainable Livelihoods for Communities Affected By Influx Of Syrian Refugees In 
Northern Lebanon Through Improving Job Opportunities In The Furniture Sector (ID 150311) 
Since the outbreak of the Syrian crisis, more than 1 million refugees have come to Lebanon, especially 
to the Northern region. This in turn creates huge pressure on the local labor market. Meanwhile, the 
furniture sector, being the main industrial sector of the North, has been particularly affected by socio-
economic instability. 
To improve livelihoods and create job opportunities in Lebanon, UNIDO implemented a project, with 
funding from the Government of Japan, in collaboration with the Ministry of Industry and the General 
Directorate of Vocational and Technical Education of Lebanon (DVTE).  One of the outputs of this 
project was developing carpentry training manuals and organizing training sessions in a newly built 
Carpentry Vocational Training Center (hosted at the local Zgharta Official Technical Institute) with 
state-of-the-art equipment provided by the project. In more than a year, the Center has trained 109 
young men and women in carpentry skills. Of these trainees, 65% are women. In a sector which is 
traditionally male-dominated, this achievement resulted from the convenient location of the training 
Center, the design of the co-ed classes, strong partnerships including those with DVTE and the Zgharta 
Official Technical Institute, as well as the gender-neutral communication strategy and outreach 
materials. 
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Interagency cooperation between UNIDO and UNEP: the Climate Technology Centre and Network 
(CTCN) 
The CTCN programme, hosted by UNIDO and UNEP, and funded by GEF, the Green Climate Fund, the 
EU, the Governments of Switzerland, Norway, Denmark, Finland, Canada, the United States of 
America, China, Germany, Republic of Korea, Italy, Ireland, Spain and Japan, aims to establish effective 
mechanisms to accelerate the development and transfer of climate technologies at the request of 
developing countries for energy-efficient, low-carbon, and climate-resilient development. It provides 
technology solutions, capacity building, and advice on policy, legal and regulatory frameworks tailored 
to the needs of individual countries. The programme has extended its network to more than 80 
countries in Africa, Asia Pacific, West Asia and North America. In 2016, CTCN hired a gender expert 
from the international organization Women in Technology and Science to review the CTCN’s gender 
performance and develop a gender mainstreaming strategy. Consequently, the CTCN has begun to (1) 
integrate a mandatory gender review component in its technical assistance budgets so that each 
project can recruit gender experts; and (2) include gender indicators in its monitoring and evaluation 
framework. Some 1-2% of the total project budget has to be allocated to the support of gender 
mainstreaming. Furthermore, as part of a regional project, the CTCN is supporting 13 Economic 
Community of West African States (ECOWAS) countries with operationalizing the ECOWAS Policy for 
gender mainstreaming in energy access through capacity building and investment promotion.  
 
 
Joint Programme on Environmental Mainstreaming and Adaptation to Climate Change in 
Mozambique (ID 103009) 
In Mozambique, UNIDO has implemented the United Nations Joint Programme on Environmental 
Mainstreaming and Adaption to Climate Change, together with FAO, the UNDP, UNEP, UN-HABITAT 
and the WFP. Through the Programme, renewable energy systems were installed for water supply, 
irrigation and electricity supply in seven different communities. Additionally, community members 
were trained on various issues, including the maintenance of the installed renewable energy systems. 
By providing marginalized communities with renewable energies and clean, accessible, drinking water, 
women’s lives were transformed by lessening the burden of fetching unsafe water and increasing 
opportunities for income generation and other pursuits. Due to the project’s very positive impact, the 
Government of Mozambique and the National Energy Fund (FUNAE) have replicated its best practices 
and rolled out the initiative in other rural communities. The programme is funded by the Government 
of Spain. 
 
 
Project Promoting Energy Efficiency Technologies in Beer Brewery Sector in Burkina Faso (ID 
100046) and project Promoting Energy Efficient Cook Stoves in Micro and Small-Scale Food 
Processing Industries (ID 120617) 
In Burkina Faso, UNIDO worked directly with local women beer brewers to help them acquire safe and 
energy-efficient cook stoves for production and to train them in business management, occupational 
health and safety standards. The adoption of energy efficient cook stoves has not only resulted in an 
emission reduction of 15750t CO2 but it has also improved the health conditions of the beer brewers 
and has significantly decreased occupational hazards. With the adoption of new cook stoves, the 
annual revenue has also increased significantly. Additionally, women beer brewers have more free 
time, on average 50 hours free per month. Many chose to spend this time cultivating an urban garden  
in their backyard, thereby being providing their family with additional revenue and more nutritious 
food.  
 
The project has been successfully replicated in Chad where 880 women beer brewers and 360 men 
meat grillers actively participated in the design of their cook stoves and connected to the cook stove 
manufacturers. Project beneficiaries have been organized in 65 cooperatives of women beer brewers 
and 26 cooperatives of men meat grillers and have received gender targeted trainings on credit 
management, business development, and decision making. A self-help financial mechanism has been 
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put in place and gender-sensitive trainings have been provided to micro-credit institutions aiming to 
increase access to credit for both men and women.  The two projects were funded by GEF. 
 
 
Project Promoting the Adaptation and Adoption of RECP (Resource Efficient and Cleaner Production) 
through the Establishment and Operation of a Cleaner Production Centre (CPC) in Ukraine (ID 
104112) 
RECP is a joint flagship programme hosted by UNIDO and UNEP to address countries’ growing demand 
for application of preventive environmental strategies to increase industrial production efficiency and 
reduce risks to humans and the environment. 
Within this programme, a project was implemented in Ukraine to provide national industries with the 
necessary tools to facilitate access to national and regional markets with environmentally sound 
products and to improve their ability to successfully negotiate their position in the global market. 
Before the implementation phase, this project, under the financial support from the Governments of 
Switzerland and Austria, recruited a gender specialist and conducted a thorough analysis of the 
gender situation in Ukrainian industries to raise awareness of the importance of gender aspects within 
the RECP Center and to formulate a gender policy to be endorsed by the Steering Committee and the 
management of the RECP Center.  

 
 


