18th session of the Human Rights Council

Annual discussion on the integration of a gender perspective in the work of the

Human Rights Council
“Promoting gender equality as institutional practice: from policy to action”
ELEMENTS OF REPLY BY PANELLISTS ON QUESTIONS POSED
1st round of questions: key challenges and lessons learnt in operationalizing gender equality in institutional settings (4mn given to each panellist to answer)
1) To Ms. Reine Alapini Gansou: The adoption of the Solemn Declaration on Gender Equality in Africa in 2004 is often considered as a historic event for African women, as it was the first time a continental organization had taken ownership of gender mainstreaming at the highest level. 7 years later, can you identify some positive measures that were taken by African institutions to integrate gender equality issues in their structure and functioning? 
Africa has tried to be an example which was really fast and has made effort to solve the question. 

· Special Rapporteur on VAW in Africa

· African Commission →7 women out of 11 in the commission
2) To Ms. Savitri Goonesekere:You are a member of the advisory committee for International Women's Rights Action Watch Asia Pacific, one of OHCHR partner in the fight against gender-based discrimination on the ground. Do you see any concrete impact in the field of the UN institutional commitment to gender integration? What is the role of civil society, in particular NGOs, in working with and challenging UN institutions on making gender integration a reality? 
Comments on concrete impact of the UN commitment to gender integration and role of NGOs in working with and challenging UN institutions in making gender integration a reality.

CEDAW came in to force as an international human rights instrument thirty years ago. International Women’s Rights Action Watch Asia Pacific has used a human rights based approach in its work for over twenty years on gender equality and implementation of the CEDAW Convention.  It is our experience that this approach is more relevant in gender integration than national or regional initiatives which focus on the need for women’s protection as a vulnerable group in society.
Over the years the organisation has witnessed a much broader commitment among UN agencies to integrating gender equality and women’s human rights analysis into their respective mandates and programming.  This is reflected in work at the country, regional and sub-regional levels on specific issues such as violence against women, trafficking in women and girls, reproductive health, and women’s political participation.  Some time ago these were considered too politically sensitive for governments to respond to.  The recognition has contributed to a strong information and data base in some countries on these issues, which has been used effectively in initiating law and policy reform, and government and UN agency and civil society programmes.  United Nations World Conferences have also encouraged regional peer reviews, sometimes stimulating National Plans of Action, local law reforms policies and programmes.  The SAARC Gender Information Base with quantitative and qualitative data and indicators for monitoring treaty obligations under the CEDAW Convention, developed with the support of UNIFEM and now UN Women, is an important initiative in South Asia that is relevant for monitoring and peer review in integrating gender and a right based approach in national interventions.
The CEDAW Committee, other treaty bodies and the work of some special procedure mandate holders have also contributed through Concluding Comments, General Recommendations and Comments and Reports, to a broader understanding among activists and women’s NGOs of the implications of women’s rights and linkages between them the concept of gender equality and non-discrimination, and the need for holistic approaches in realising rights.  These insights and understanding on gender based inequality are crucial for gender integration.  This knowledge has helped NGOs to contribute to integrating a gender equality perspective in Constitutional reform, national jurisprudence, law and policy reform and programming in partnership with the State and UN agencies.  This has also helped civil society organisations like IWRAW Asia Pacific to develop gender expertise, promote peer learning on CEDAW ratification in the Pacific, strengthened CEDAW Shadow reporting by women’s groups to the Committee, and follow up by States Parties and NGOs on Concluding Comments.  NGO engagement has also helped the CEDAW Committee to raise in their Concluding Comments, concerns in regard to the actual situation facing women within countries.
Despite these positive developments, adequate progress has not been made in promoting holistic gender integration at the national level.  Development Goals have sometimes acquired a parallel focus which does not integrate human rights commitments of State Parties and has impacted to undermine gender integration in the responses of government and development agencies that partner with the State.  National gender agencies are invariably poorly resourced, lack technical gender expertise and leadership in the political power hierarchy to integrate gender.  The lack of capacity in technical expertise for leadership and partnerships that can help to forge a rights based approach is also seen in the country offices of the UN.  UN agencies at the country and regional level do not seem to have institutional mechanisms for effective country strategies to encourage holistic gender integration based on a human rights approach in country programming.  They therefore lack the capacity to obtain commitments from governments to prioritise gender integration in law and policy reform resource allocation and programmes.
NGOs do partner with the government and UN agencies in some successful ad hoc initiatives, but still lack an institutional role in most countries that can help to integrate gender in a holistic manner.  Adopting human rights based approach also requires democratic space for NGOs to challenge governments locally, regionally or internationally through interaction and constructive democratic dialogue and dissent.  Though UN policy, the Human Rights Council policy documents and the Universal Periodic Review (UPR) Process and the CEDAW Committee recognise the important role and responsibility of civil society and NGOs in advancing human rights, the country situation does not always encourage NGOs to work on human rights issues including gender integration.

3) To Ms. Aparna Mehrotra: UN Women has a mandate to lead, coordinate and promote accountability for the work of the UN system on gender equality and women’s empowerment, also known as GEWE.  How can UN Women most effectively do this? What are some of the key lessons you have identified in advancing gender equality within the UN secretariat? 

UN Women is a new entity empowered to improve the status of women worldwide and promote gender equality.  It is constructed from four existing entities, and integrates their respective mandates into its objectives. In terms of governance, UN Women is a composite structure reporting to both the General Assembly for its normative functions and to an Executive Board for its operational functions.  As such, it hopes to gradually bridge the gap between the two.  In terms of staffing, its head, Michelle Bachelet, has consistently emphasized that gender equality and women’s empowerment is not and cannot be sole the work of women, for women. Success lies also in partnering with men.  Accordingly, UN Women has many men amongst its ranks, some at the highest levels. 
In terms of achievement of gender equality within institutions, several lessons have emerged:

Several ways to achieve institutional gender equality and integration:

· 1. Sponsorship at the highest level: The importance of this cannot be underestimated. Consistent and constant messaging, and demonstrated commitment from the top tier of leadership, is fundamental. Without it change will be limited, at best.   

· 2. Women must be visible in senior posts and be present in all occupational categories – this is not only important as a symbol to other women, but also ensures that women are involved in key organizational decision-making, occupying positions of influence in the main line of the work of the organization.
· 3. Special measures for gender equality or affirmative action remain necessary, as noted by CEDAW in its article 4.  History repeatedly shows that while it is good to appoint women to the senior most ranks, there is no inherent correlation between the high number of women at junior levels and the number of women reaching senior management positions.  Each level in the organization must be independently targeted to attain and sustain parity within it.  Also, without affirmative action, parity is rarely achieved. For example, of the 28 countries who have achieved a critical mass of more than 30 percent female representation in parliament, 25 have done so with the assistance of special measures that actively promotes the representation of women.

· 4. Dedicated resources – As with all other areas of work, dedicated human and financial resources, in the area of gender equality are essential.  To be effective, organizations must put their money where their mouth is, in order to demonstrate their impact and progress in meeting their goals.  Tracking, therefore, becomes crucial. 

· 5. Attention to systems: Internal policies covering the work environment, harassment, sexual harassment, abuse of power, and flexible work arrangements. It is not enough to grant women the jobs – the work environment must be conducive to and welcoming of their participation in a meaningful way. This involves creating an environment that women find responsive to, and supportive of their needs. Also, many policies which target the needs of women benefit the entire organization and help to challenge gender norms e.g. policies of paternity leave, against abuse of power and harassment and flexible work arrangements. 

· 6. Monitoring and Public reporting – Monitoring the status of women, both in numbers (parity) and environment (surveys), and publicly reporting the findings is key. They are both a cause and consequence of progress in the area of gender equality and accountability for it.

· 7. Autonomous and separate structure with direct access and reporting to the highest levels of the organization – Without such support and access, these important messages may be lost or suppressed by the institutional norms that reinforce the status quo. Influence sufficient to offset the strength of such norms can only be achieved by the weight and symbolism of overt, direct and uninhibited access to authority at the highest level. 

· 8. Consolidated gender strategy - Encapsulate the principle, policy and practice related to gender equality in all its dimensions (program and parity) in a single overarching strategy, publicly known and widely disseminated. What is invisible is not measured and what is not measured is lost – a strategy visualizes the commitment, packages coherent policy and practice, and enhances accountability. 

· 8. Formalized Network of Gender Focal Points or Facilitators – The work of gender equality and institutional change requires that policy advice is consistently grounded in the lived realities of those it aims to benefit.  Formalized Networks of focal points or facilitators should be mandated to assist and advise both individuals and policy makers alike. 

· 9. Gender responsiveness and sensitivity as a competence across the organization in every job – gender sensitivity and understanding can no more be an attribute required of only a small subset of staff.  It has to be a core competence for all staff – much as sensitivity to the mandate to eliminate poverty or further universal human rights is. It is not an option – rather a mandate.  Organizational culture and the organization’s work depend on it.  Development that is not engendered is endangered, and this also applies in institutions.
· 10. Gender equality is as much about parity as it is an attitude – an attitude of equality and respect always; it is about character.  And organizations cannot form or shape character. What they can do, however, is set the standard, and enforce it; alternatively, an organization must enforce the behaviors (of equality and non-discrimination), then let the attitudes follow. The other way around will not work. 
4) To Ms. Hala Ghosheh: Cultural resistance is often quoted as a biggest challenge in establishing gender equality practices in institutional structures. From your experience in Jordan, what challenges did you encounter and which lessons learnt can you share in terms of overcoming deep-rooted resistance?

I will focus on key/some lessons learnt as they do emerge from challenges faced:  
· Gender mainstreaming initiatives should build in strategies to address resistance from the outset of the process and include them in the approach and activities undertaken.  This implies a need to

· Understand the source, nature and type of resistance 

· Source: meaning whether it is from individuals, groups within the organisations or the organisational structure itself including management 

· Type: is it part of the formal policies, procedures and practices or is it part of the informal culture, expectations and practices.  Usually the informal culture and power relations perpetuate more resistance to gender equality.

· Nature:  whether the resistance is value based meaning it emerges from the broader social perceptions and biases or whether it is fear of loss of power or simply fear of change.  

Once the source, type and nature of resistance have been identified it becomes easier to address and manage them.  Nonetheless this implies that in addition to undertaking a gender analysis, the working team should undertake an organisational analysis of power relations and informal and formal systems.   The latter is critical for the team in order to facilitate their work and expose their allies, passive supporters, those who publically oppose gender equality and most importantly those who have double standards meaning the ones who publically support gender equality but work to undermine it (most commonly found in organisations especially among management).  

· Demystify misunderstandings about gender equality and the process of gender mainstreaming.  The organisational analysis should expose the organisational mental models in relation to women and men in order to help address them. Also, the process of gender mainstreaming should challenge misconceptions about gender mainstreaming such as it is synonym with women rights. 

· Gender mainstreaming processes should not follow a blue print.  Key elements to ensure its success should be developed throughout the process but each organisation may have a different entry point to initiate the gender mainstreaming process.  The nature of interventions on gender mainstreaming and approach to introducing depends on the organisational mandate, size, culture and composition.  Nonetheless, to earn more support to mainstreaming initiatives it is recommended that the first interventions be less costly with high rewards for the organisation and for women and men within it.  This approach helps dismantling resistance that emerges from fear of loss of power and change.  In addition, mainstreaming process should account for gender sensitivities whereby they do not create greater resistance but slowly work to challenge them. 

· Gender mainstreaming initiative should be practical and participatory.  Organisational staff should understand what it means to them personally and how does it reflect on their work.   Their capacities should be build to facilitate action towards achieving gender equality as opposed to learning only the theory.  Moreover, once the staff are involved in designing the processes and action they have more ownership of the process and will adopt it more.  
· Gender mainstreaming is a transformative process; this is why it will be resisted. We need to recognise that and we should not assume that management ‘even if they invited us in” that they want to change.  Through gender mainstreaming we will expose our personal biases towards issues and that is why we should be prepared to take gender mainstreaming to personal levels along professional levels.  Our experience indicates that once people work out their personal biases their professional ones become easier to manage.  
5) To Mr. Marcos Nacimento: One too often tends holds the assumption that gender is only about woman. Proof is that we really struggled to find male experts on gender integration to invite to this panel! How do you make men understand that gender raises important issues for men as well? How can this be done without losing sight of the reality of structural inequalities that devalues women?   
· In the last 20 years there is a consensus that is important to promote male involvement in order to achieve gender equality (see Conference of Cairo 1994 and Beijing 1995). Despite the fact of the efforts from different men’s groups worldwide, we still need to make policies that include men and boys as the other half of gender;
· It means that gender is NOT related to women only; it is an important concept and tool to analyse relations of power and brings attention to iniquities between men and women, and also between men;
· The Men and Gender Equality Policy Project seeks to analyse how men and masculinities have been incorporated in public policies to promote gender equality;
· It involves countries of different context: Brazil, Chile, Mexico, India, South Africa, and Croatia;
· A good example is the attention to perpetrators of violence against women in programs that seeks to educate men and boys and prevent VAW;
· One of the challenges is to promote a dialogue between various agendas: feminist and women’s agenda, children rights, LGBT (lesbian, gay, bisexual, transgender), among others;
· For example the issue of fatherhood is equally important to women and children rights agenda;
· The Global Symposium in Rio de Janeiro (2009) brought together 77 countries to exchange experiences at community level and policy level; for more details on that, see http://www.promundo.org.br/en/reports/ 
· One important point to mention is the effort of MenEngage Alliance to push a men’s agenda worldwide. I used to be the coordinator for Latin America. For more details, see http://www.menengage.org/
2nd round of questions: recommendations on how to integrate gender in the Human Rights Council structure and functioning
1) To Ms. Reine Alapini Gansou: The African Commission on Human and People’s Rights you are chairing is monitoring the implementation of the Protocol to The African Charter on Human and Peoples' Rights on the Rights of Women in Africa, which recognizes specific women’s rights specific to the African context. How is gender equality understood by the Commission? And how can institutions like the African Commission or the Human Rights Council ensure that gender equality goes beyond ensuring women’s participation as it is too often identified with? 

In Africa, there has been determination. 

i) Cultural challenges: need to continue to train people and keep informed.

ii) Resources needed to tackle.

In African Commission, we develop strategies to address politicians` concerns on rights of women. There appears the importance of stakeholders to make politicians implement decisions they have taken. 

There is a need to continue to open dialogue with politicians and keep bodies with obligations. 

2) To Ms. Savitri Goonesekere: The Convention on the Elimination of Discrimination against Women (CEDAW) provides the primary basis for states’ legal obligations with respect to women. As a former CEDAW member, how do you think CEDAW Committee and the Human Rights Council can better work together?  

The CEDAW Committee has strengthened its review process since the late 1990’s and adopts very country specific Concluding Comments on State Party reports.  The Committee also requires State Parties to explain how gender integration is operationalized in relation to some other treaties and international policy documents such as the Beijing Platform for Action and the Millennium Development Goals.  The CEDAW Committee focuses on the accountability of both State and Non-State actors.  Like the Human Rights Council the CEDAW Committee recognises the critical importance of NGOs, including women’s groups working in partnership with State and Non-State actors and UN agencies in CEDAW implementation, based on the universality and indivisibility of women’s human rights.
IWRAW Asia Pacific has advocated consistently for the Universal Periodic Review (UPR) process being used to reinforce these core approaches of the CEDAW Committee.  It is obvious that the UPR process provides an occasion for States Parties to report on implementing other treaty obligations, and a constant argument is made for avoiding duplication.  However gender integration is a cross cutting issue in relation to both treaty obligations and the international development agenda, and CEDAW Commitments should receive greater priority.  UPR reporting is invariably co-ordinated by the foreign office in many countries, while CEDAW reporting and follow up is the responsibility of gender focal points or gender agencies which, invariably, are not as significantly placed to integrate gender.  In the absence of strong national institutional structures to support gender integration, efforts undertaken by one political regime may not be sustained when governments change, and there can even be a roll back on the agenda.  Emphasising gender integration, CEDAW commitments and implementation in the UPR process with specificity,  in the UPR outcome document with emphasis on sex disaggregated data, goals, targets and indicators is essential to operationalize gender integration, and give this issue central importance.
The UPR process provides an opportunity for the Human Rights Council to promote the political will that the CEDAW Committee requires from States Parties in the universal application of gender equality and women’s human rights.  Consistently requiring progress on ratification and withdrawal of reservations to CEDAW, is as important as requiring reporting on gender integration where political authority is devolved to State and Provincial governments within a country, to ensure that they do not undermine gender integration and CEDAW commitments.  The lack of understanding of ‘culture’ including its transformative nature promotes the acceptance of a “cultural defence” for denying equal life chances for men and women.  Constant interaction with and support of the Human Rights Council for the work of the Independent Expert on Cultural Rights is critical for gender integration.
The CEDAW Committee’s approach to the indivisibility of rights requires that State Parties and Non State actors, UN bodies, agencies regional and sub-regional mechanisms adopt gender analysis and gender integration as an intrinsic dimension of development.  Too often a consistent rights based approach is not adopted, resulting in the marginalisation of women’s rights issues during economic transition, where growth and human development are not harmonised.  UPR Conclusions and Recommendations can promote accountability in integrating women’s human rights and development, so that progress on the MDG’s is not perceived by States as isolated from CEDAW Commitments.  The CEDAW Committee itself does not consistently address some issues such as gender integration in access to shelter and water, natural disasters and climate change adaptation measures.  These are areas in which the Human Rights Council can give leadership through its work, so that the CEDAW Committee too is encouraged to consider areas sometimes neglected in their progress reviews and General Recommendations.
The important area of Non State actor liability, and especially monitoring progress or Resolutions 1325 and 1820, adopting a right based rather than a protection approach can be strengthened through the UPR Outcome document.  Special procedures and mandate holders should interact with women’s NGOs while on missions, and use CEDAW General Recommendations in their reports.  The most recent initiative of a Working Group on Discrimination against Women in Laws and legal systems creates an opportunity to strengthen the CEDAW Committee’s work in promoting law reform and effective law enforcement within countries, particularly those which share a common legal heritage of discriminatory laws.  Greater interaction between this Working Group, special procedure mandate holders and UN agencies and the CEDAW Committee will strengthen and promote greater understanding of the strategies for gender integration and need for a balance between focusing on the impact of situations, laws, policies and programmes on both men and women, and also addressing the multidimensional and specific problems of discrimination against women and girls.
3) To Ms. Aparna Mehrotra: UN Women is currently coordinating a broad system wide consultation process for the development of a system-wide action plan for gender equality and women’s empowerment.  The Action plan intends to yield a set of minimum performance standards, to which the UN system may aspire and adhere. Could you give us an example of those minimum performance standards and how they would apply to the work of the Human Rights Council? What is the particular added value that the Human Rights Council can bring to the implementation of gender integration in the UN system in cooperation with UN Women? 

The Human Rights Council and OHCHR have both been proactive in supporting gender equality and the empowerment of women. These serious attempts are both encouraging and an example to the rest of the UN system. By adopting resolution 6/30 on integrating the human rights of women throughout the United Nations system, the Human Rights Council has reaffirmed its commitment to integrate effectively the human rights of women as well as gender perspectives into its work and mechanisms. Its recommendations with respect to gender equality are forward looking, certainly, and commendable. 
The OHCHR report on Integrating the human rights of women throughout the United Nations System (A/HRC/12/46) notes a number of areas where the Human Rights Council will work to strengthen its reflection of work on gender equality, including greater attention to women’s human rights in the UPR, violence against women and greater attention to gender perspectives in special procedures. In addition, OHCHR is to be warmly congratulated on its Gender Equality Policy, approved in September 2011, which provides internal guidance on how the Office will ensure that a gender perspective and integration of women’s human rights are reflected throughout policy formulation, programme development and activity implementation, including project monitoring and evaluation. The discussion of Guiding Principles in the Gender Equality Policy is particularly welcome, as is the recognition that gender equality must be institutionalized in OHCHR’s organisational culture, as failure to change institutional culture has been a major hindrance to gender mainstreaming. As OHCHR adheres fully to its Gender Equality Policy, it will likely meet or exceed the performance standards included in the System-wide Action Plan for implementation of the CEB policy on gender equality and the empowerment of women.
In terms of the Human Rights Council, the System-wide Action Plan (SWAP) will support the development of the UN system’s capacity so that it will have adequate accountability, leadership, resources, expertise and coordination to promote adequately gender equality and the empowerment of women. This will directly enable the UN to support women’s human rights at the country level, including in relation to completion of the Universal Periodic Review. While there have been advances in the last decade, evaluations and reviews have shown that the UN is falling short in several areas related to gender equality and the empowerment of women, including supporting the capacity of governments to meet CEDAW commitments and promote women’s human rights. In order to support Member States, the UN itself needs to have an adequate gender architecture and resources in place. The SWAP will help ensure that this architecture is fully developed, as it sets out a series of performance standards that all UN entities will need to meet vis-à-vis intergovernmental mandates on gender equality and the empowerment of women. Further details on the SWAP are provided below.
Most Universal Periodic Reviews contain information related to CEDAW as well as national commitments to promote gender equality and the empowerment of women. The Human Rights Council requires adequate capacity itself to be able to review the national reports and ensure that reporting on gender equality is adequate, as well as to be able to respond to national reports in Working Group Reports. As OHCHR adheres to the performance standards in the SWAP, it will have adequate capacity to support the Human Rights Council in its review of UPRs. 
In terms of the formulation of the SWAP, the UN Chief Executives Board (CEB) for Coordination policy on gender equality and the empowerment of women, for which the System-wide Action Plan will act as an implementation tool, sets out six key elements for promotion of gender equality and women’s empowerment:
· Strengthening accountability for gender equality results among staff at all levels in order to close implementation gaps both in policy areas and in the field

· Enhancing results-based management for gender equality by utilizing common-system indicators and measurement protocols

· Establishing oversight through monitoring, evaluation and reporting by utilizing, inter alia, peer reviews, gender audits as well as collecting sex-disaggregated data

· Allocating sufficient human and financial resources including better utilization of current resources, joint programming, allocation of additional resources where required, alignment of resources with expected outcomes and tracking the utilization of resources

· Developing and/or strengthening staff capacity and competency in gender mainstreaming by adopting both common-system and individual organizations’ capacity development approaches

· Ensuring coherence/coordination and knowledge/information management at the global, regional and national levels

In other words, the CEB policy requires a comprehensive approach to accountability, leadership and capacity development for the UN to meet its gender equality and empowerment of women mandates.

In response to the CEB policy, the SWAP is one of three inter-connecting mechanisms which will establish a comprehensive accountability framework for gender equality and women’s empowerment, as follows:

1. Development of a SWAP at the corporate level, with a focus on human resources, strategic planning and coherence.

2. The United Nations Country Teams (UNCT) Performance Indicators for Gender Equality and the Empowerment of Women, introduced in August 2008. This involves rating of UNCTs against a set of performance standards vis-a-vis gender mainstreaming. To date 20 countries have completed these Performance Indicators with a further 20 countries in process or planning the exercise.

3. Accountability for the United Nations system’s contributions to gender equality development results at country level. This will be developed after the SWAP is in place in April 2012, and will probably take about two years to be functioning. UN Women is taking a staggered approach to development of this third element in the accountability framework.

The framework will promote both accountability and leadership through establishing a system of sanctions and rewards. Senior managers need clear guidelines as to what they are accountable for, and adequate resources and capacity in their entities to be successful leaders on gender equality and women’s empowerment. The framework will support this by establishing a common understanding of, and minimum requirements for, gender equality and women’s empowerment. This in turn will facilitate an analysis of strengths and weaknesses across the UN system by the six CEB elements noted above, and identify the resources and capacity needed to build on strengths and fill gaps.

4) Ms. Hala Ghosheh:
You have an extensive experience in developing trainings on organizational development and gender mainstreaming. Based on your research and practical experience with UNIFEM and UNDP at country level, what constitute key elements of a successful accountability framework in integrating gender in institutions? How could those be applied to the Human Rights Council?
I will focus on key elements that are needed for ensuring the success of accountability framework and hopefully HRC can adopt the most relevant: 
· With regards to the content of the accountability framework:  normally accountability frameworks are not realistic in terms of the capacity, resources and timeframes they adopt.  As such, they need to be set with more realism and clearer reflection of results desired.  
· Accountability frameworks should be the responsibility of all members of organisations and should not be the responsibility of an organisation, department or an individual.  Accordingly, and to ensure their effectiveness the organisation should aim to: 

· Involve staff in developing them – whereby staff will have more ownership of the framework and also will understand their own contribution (as individuals, departments teams etc) to adhering to it. 

· Ensure the clarity of roles and responsibilities of all contributors to achieving the desired level of transparency and diligence as determined by the framework. 

· It should be relevant to the organisation’s mandate and activities in addition to being for all aspects of the organisational internal and external work i.e. program, service, product, structure, behaviour etc. 

· Accountability frameworks do not necessarily come across as positive tools to measure progress and achievement. They are generally used with negative connotation that individuals oppose them ,  dismiss them or use them as merely reporting mechanism.  

It is difficult but important to present accountability frameworks as positive frameworks that will be used to challenge those who are not delivering their part of the work.  Organisations should aspire to have their staff work with accountability frameworks as opposed to for them (that is merely reporting on them and relating to them). 

· By introducing accountability frameworks organisations need to commit to acting on them, otherwise they become irrelevant with little significance attached to them.  This implies taking action in order to ensure that they are not being systematically ignored.  For example, most organisations will take action on issues of sexual harassment, but organisations who insist on having gender sensitive programs but are  not questioning offices, managers etc. on why projects are still not being sufficiently analysed from gender perspective – fail to keep their own measures of being accountable.  This we have witnessed year after year within international organisations and UN.  The question is why? And how serious are organisations about having accountability frameworks if they do not question the why they are not delivering internally on their own policies and systems then accountability frameworks will fail. 

· Accountability frameworks should be all encompassing for an organisation and the party to whom the organisation is accountable should be defined and clear.  Meaning organisations should be setting measures for all different aspects of their work internally and externally.  They should also note who will hold them accountable. This will at least clarify responsibilities.    
To Mr Marcos Nacimento: You recently co-authored several reports on men and gender equality, including a multi-country policy analysis and survey, entitled “What men have to do with it: public policies to promote gender equality.” What are some models of successful institutionalization of gender integration you have encountered in terms of organizational design, human and financial resource managements or institutional culture? Can some of their characteristics be used to further integrate gender in the Human Rights Council structure and functioning? 

We can only build gender equality through partnerships. 

One too often tends holds the assumption that gender is only about woman. Proof is that we really struggled to find male experts on gender integration to invite to this panel! How do you make men understand that gender raises important issues for men as well? How can this be done without losing sight of the reality of structural inequalities that devalues women?   

We have to be clear about political agenda, keep an open dialogue with women`s groups. Working with men is important to understand the power relations. 

· We should talk about men`s health as well →male mortality and morbidity

Paternity → sexual, reproductive health, violence

· Question of empowerment of girls →experience of working with men having daughters. 

Responses to questions and comments by member States
Ms Alapini Gansou: 

Effective implementation needs reporting and accountability. It is most importantly about strengthening current mechanisms, not developing new ones. Through the UPR process, major steps can be taken at OHCHR level to review progress.  For example, as African Commission, we have a monitoring role and we promote cooperation between the Commission and human rights organizations.


Ms. Savitri Goonesekere: 
I would like to respond to the questions of distinguished delegates on how the Human Rights Council can contribute to law reform to eliminate discrimination against women.  As I mentioned in my earlier responses, the UPR process can be used to require progress review on law reform in line with the CEDAW Committee’s Concluding Comments.  The Committee refers to sharing best practices and comparative jurisprudence in relation to countries with a shared legal heritage.  This approach can also be reinforced by the Human Rights Councils proposed “gender friends” group in interactions with the recently appointed Working Group on Discrimination in Law and Practice.  The distinguished delegate from Pakistan referred to the need to eliminate the concept of ‘forced’ sexual exploitation.  The CEDAW Committee’s views in the recent Vertido Communication under the Optional Protocol, the Palermo Protocol, and jurisprudence in some countries offer insights for law reform in this important area.  CEDAW General Recommendation No. 25 interpreting Article 4 on temporary special measures including quotas also clarifies the immense importance of these particular legal measures for gender equality and integration, as highlighted in many responses from the floor.  The recent initiatives in regard to quota’s in the private sector mentioned by the distinguished delegate from Belgium is indeed a best practice that can contribute to gender integration by Non-State actors.

Fellow panellist Aparna Mehotra clarified the role of UN women in developing technical gender expertise as well as general understanding of gender equality and integration within the UN.  This can contribute to shifting the focus from welfare and women’s protection to their right to equality and non-discrimination.  We have for decades emphasised the importance of leadership on gender integration at the highest levels of government and the UN, and the failure of low level gender focal points in carrying forward commitments.  As fellow panellist Hala mentioned, there must also be a process for promoting and monitoring the accountability of Senior Management in UN agencies in regard to this commitment to integrate gender.  I have had the privilege of working with UNICEF and UNFPA and know that as mentioned by some distinguished delegates, these agencies have promoted gender analysis and integration.  However UN Women and the OHCHR must help this initiative to be replicated in all agencies of the UN.

The importance of including men in these endeavours was mentioned by our panellist as well as distinguished delegates.  Gender integration requires us to analyse and assess impacts of laws policies and programmes on both men and women, but always addressing and not under valuing or forgetting the particular type of discrimination and disadvantage that women suffer because of their sex.
Ms Aparna Merhotra:
With regard to quotas, and as presented by the delegate from Belgium, quotas or affirmative action are often essential to making progress.  UN Women, and Ms. Bachelet, have repeatedly said that history demonstrates their need – of the 28 countries which have exceeded critical mass of representation of women in parliaments, 25 did so only with the help of affirmative action of some sort. In the UN, these are often referred to as special measures for gender equality, taking their cue from CEDAW’s article 4 and from the repeated affirmation by the UN Tribunal where such measures have withstood challenge. 

With regard to UN Women’s partnerships with the several other multilateral organization’s such as the OAS, UN Women is determined to build such partnerships across regions and entities. As such it is in the process of negotiating memorandum of understandings and the like with multiple institutions. The process is advancing on a sure and determined footing and the leadership of Michelle Bachelet who has repeatedly emphasized that progress can only be had in partnership and never alone. 

With reference to the SWAPs, and over and above what was already stated in explaining the SWAP, UNW is most appreciative of the widespread interest and support expressed by several delegations in this framework, designed to promote coherence and accountability in the UN system for its work on Gender Equality and the Empowerment of Women (GEEW).  The process, if all goes well, should culminate in its approval by the Central Executive Board (CEB) in April.  Because it is key, again, UN Women thanks the delegates for their encouragement and reiterates its commitment, much as delegations have emphasized, to increasing coherence and cooperation across the UN system.  UN Women, again, expects not to lead in all areas.  While it may do so in some, in many others it underscores its intent to work in partnership and coordinate with others, recognizing, much as the SWAP does, that different entities manifest strengths in different areas and in which, therefore, they may fittingly be the leaders.  The point is not to do everything, rather to work in a way that everything gets done, maybe by multiple parties work. In sum, the accountability intends to bring coherence. Not necessarily uniformity. 

Finally, it may be noted that underlying everything is the need to genuinely and deeply affect attitudes. Gender sensitivity and responsiveness must become a mandatory competency, for every staff member; not remain one relegated to those working manifestly on the gender portfolio. Nor can it remain merely part of good systems.  Its application for the betterment of each individual life, whether in the institution or in life outside the institution, depends also on our willingness to speak up and act in its defence, everywhere and always. 

This is what it will take to more permanently and effectively moves the system in the direction it needs to go, at least with reference to Gender Equality and the Empowerment of Women.  The Human Rights Council can certainly assist with its mandate, advocacy and outreach. 
Ms Hala Ghosheh

· Gender mainstreaming approaches are flexible and should be adaptable to the organisation and community they are introduced to.   It is about transformative change and power relations and as such it is well understood that resistance will emerge and hence should be custom made to the field but with no compromises on the minimum standards.  

· It is time to reflect on how the discussion on gender equality has been misunderstood to mean women rights in many countries.  Indeed, the consequences are more apparent now as to the impact of this confusion.  Men have been systematically isolated in some areas from discussions on gender equality and to a large extent this has undermined progress towards gender equality.  

· With regards to Arab women in the Arab spring, it is worth looking at how much have we really changed the status of women as opposed to the conditions of women.  In many cases, women education and health levels have improved but the true question that we stand up to now is how much we have really changed the status of women in relation to their participation in all aspects of life within their families, communities and society.   

· Caution is required within the UN mechanisms so as not to overwhelm the UN Women with a mandate that requires all UN agencies to take part of.  Gender mainstreaming within UN agencies cannot be the sole responsibility of UN women especially in light of the power relations of UN organisations. The UN agency gender mainstreaming process should consider an organisational analysis that will look at power relations among agencies.  
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