
Learning
gender mainstreaming 
through practice
DIGNI’s Women Empowerment and Gender Equality
programme (WEGE)

Heidi Holt Zachariassen



Learning 
gender mainstreaming 
through practice
DIGNI’s Women Empowerment and Gender 
Equality programme (WEGE)

Heidi Holt Zachariassen



If there is commitment, 
nothing is impossible!

Publisher:
Digni
PO Box 2347 Solli
0201 OSLO

Design: Eili Lindøe
Front page photo: Arild Vik
Print: Østfold Trykkeri
Text face Minion 11 pt/15

© 2012 Digni and Heidi Holt Zachariassen
All Rights Reserved

ISBN: 978-82-93052-04-3 (Printed version)
ISBN: 978-82-93052-05-0 (Digital version)



LIST OF CONTENTS

Preface      08

Foreword      10

List of participants     12

Abbreviations     13

CHAPTERS

1 Introduction     14

2 Gender mainstreaming: 
 a historical and 
 theoretical overview    15

3 Development of the 
 WEGE programme    21

 A. Development and goals of the WEGE 
   programme     21
 B. The WEGE programme structure   23

4 Execution of the 
 WEGE programme    27

 A.  Administration of the WEGE programme 
    in Norway     27
 B.  WEGE core group - the work in projects 
    and organizations    29
 C.  WEGE for all Digni members   54

5 Learning from the 
 WEGE programme    56

 A.  What we learned about gender 
    mainstreaming in projects and organizations 56
 B.  What  we learned from WEGE as a 
    programme for competence building on 
    gender mainstreaming    72
	 C.		Reflections	on	points	of	improvement	 	 79

6 The way forward    82

 Literature     84

 Useful websites    88

 Glossary     89



8 9

Preface

There are two kinds of people on this earth, namely women and men, each 
comprising about half the world’s population. Throughout the centuries, 
one half has constantly been defined as having lesser worth – the women. 
This is not only true historically. Today still, many women in the world 
are devalued. They are excluded from rights and jobs. Many opportunities 
that are open to men are closed to women. 
 Digni sees God as the creator of all human beings. As such, God 
has given women and men the same worth, and each gender is challenged 
in the same way to be good stewards and co-workers in building a better 
future.
 To promote empowerment of women and gender equality, Digni 
established a gender programme in 2007. Projects and organizations from 
Ecuador, Bolivia, Madagascar, Ethiopia, and Norway joined hands in the 
Women Empowerment and Gender Equality (WEGE) programme. Each 
participating group established their own local project activities and ran 
them for three years. Annual meetings were arranged, where all the par-
ticipants met, developed competences, shared experiences, and learned 
from each other. Seminars were held, where findings and experiences 
were shared with other Digni member organizations.
 The WEGE programme ran for three years under the capable lead-
ership of Heidi Holt Zachariassen. In this book, Zachariassen documents 
the story of WEGE and the lessons learned from the programme. The 
experiences and conclusions it contains represent valuable sources of in-
formation for those who participated as well as for other projects and 
organizations.
 The challenge of gender equality is still on. Women every day 
around the world are treated as second-class citizens. The WEGE pro-
gramme was an important step on the way to building a better future for 

women and men. If we are going to reach our goal, women and men need 
to work together, to respect each other, and to provide the same opportu-
nities to all of us no matter where we are from or which sex we are. 
 Across the globe, we all need to challenge the political, cultural, 
and religious power structures, as well as our own attitudes, so as to en-
sure the end of discrimination. To be successful, we need to join hands 
with other people and organizations who share the same vision.
 WEGE was an important and challenging programme and I want 
to thank all those who participated directly or indirectly. I am proud to 
have taken part in some of its activities, and I pray that this book will 
bring inspiration and challenges to all our members and their partner 
organizations – and beyond!

Oslo, October, 2012

Jørn Lemvik
Digni Secretary General 
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Foreword

WEGE (Women Empowerment and Gender Equality) has been a jour-
ney of learning, both professionally and personally. During the course of 
three years of working with this programme, I have had the privilege of 
collaborating closely with some of Digni’s member organizations, partner 
organizations, and projects on gender mainstreaming. These organiza-
tions and projects welcomed me to see their work and shared their expe-
riences openly along the way. There have been successes and challenges, 
but most importantly the commitments to these efforts have translated 
into learning experiences that have taken us further on this journey. 
 I would like to thank all the members of the ‘WEGE core group’ – 
Aldana José Reyes, Jannina Hidalgo Alvarez, Sandra Rocha Morales, René 
Vega Sanchez, Mario Delgado Alvarez, Leonarda García Cardona, Nega 
Kediro Bato, Zerfu Beriso Gene, Tadelech Mamo Beyene, Letu Kumera 
Bushen, Abeya Wakwoya Fufa, Noël Harrison Andrianandrasana, Zo 
Ramiandra Rakotoarison, Tone Lindheim, Elin Vannes, and Anne Karin 
Kristensen – for being creative, persistent, and committed to advancing 
gender mainstreaming, and for sharing their experience and knowledge. 
The success of WEGE is the result of your efforts and accomplishments 
and has been the motivation for my work. 
 Thank you to Marianne Skjortnes for giving advice from the start 
and along the way. Your experience with gender equality has been an in-
spiration for the direction I have chosen to go. To the ‘support group’ 
in Digni – Jørn Lemvik, Kristian Larsen, and part of the time Marianne 
Næss Norheim – I thank you for all the meetings, discussions, and travels. 
This work would have been lonely had it not been for your full support 
and help. I also want to thank the rest of the Digni secretariat for giving 
me time and space to run this programme. Your interest and support has 
meant a lot to me. Gratitude goes to all Digni members who showed up 

for the numerous seminars, and to Berit Aasen at the Norwegian Institute 
for Urban and Regional Research (NIBR) for giving me a place ‘to hide’ 
when writing this report and for having time to discuss and read several 
drafts. Your view from ‘the outside’ has been important for shaping this 
report. To Christine Wiik, Hanne Lotte Moen, and Thora Holter, you have 
been my external support group. Thank you for encouraging me. And 
thanks to Elie Storesletten, for giving me good advice when finishing this 
report. Lastly, to Eric, Selma, Michael, and Carla - all my love.
 I think a statement made at the last WEGE experience sharing 
seminar speaks to the work that lies ahead of us:   
 
 ‘If there is commitment, nothing is impossible!’ 

Slependen, October, 2012

Heidi Holt Zachariassen
Senior Adviser, Digni
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CHAPTER 1

Introduction

Women Empowerment and Gender Equality (WEGE) was a competence 
building programme in gender mainstreaming from 2007 to 2010. It was 
initiated and run by Digni1 , a Norwegian umbrella organisation for 19 
mission and faith based organisations (FBOs) who work co-operatively 
with churches and FBOs in the Global South. 
 This report presents the WEGE programme as one way of under-
taking competence building in mainstreaming gender where learning 
from practice was a key factor. WEGE was designed to fit the needs of the 
Digni secretariat, its member organizations, partner organizations, and 
development projects. It was created as a means to raise awareness and 
competence on gender equality issues, thus improving women’s empow-
erment and gender equality through the work of Digni, Digni’s members, 
and its partners.
 This report describes how WEGE was run and what we learned 
from it. It describes an ongoing process that was started by WEGE. The 
hope is that sharing these practical lessons and experiences will contrib-
ute to the development of practitioners and help others getting started on 
gender mainstreaming. 
 Beginning with a short historical and theoretical overview of gen-
der mainstreaming, the report continues with a description of the devel-
opment, structure, and execution of the WEGE programme. The last part 
of the report is devoted to sharing the lessons and experiences gained 
from working with WEGE – what worked and what could have been done 
differently.

CHAPTER 2

Gender mainstreaming: 
a historical and 
theoretical overview

The term ‘gender mainstreaming’ refers to the most important mecha-
nism for fulfilling the commitment made to the Beijing Platform for Ac-
tion in 1995: to achieve “gender equality and women’s empowerment”. 
There are several definitions of gender mainstreaming, but the one posed 
by the UN Economic and Social Council (ECOSOC) has been particu-
larly influential:   

 “Mainstreaming a gender perspective is the process of assessing the 
implications for women and men of any planned action, including legisla-
tion, policies or programmes, in all areas and at all levels. It is a strategy 
for making women’s as well as men’s concerns and experiences an integral 
dimension of the design, implementation, monitoring and evaluation of 
policies and programmes in all political, economic and societal spheres so 
that women and men benefit equally and inequality is not perpetuated. The 
ultimate goal is to achieve gender equality”  (United Nations 1997, 28).

 As a strategy, gender mainstreaming contains the hope for trans-
formation, a change in “how we do development” that includes a gender 
perspective, with the goal of gender equality and women’s empowerment. 
Gender mainstreaming was put forth as a means not to look at women’s 
concerns and marginalization as isolated matters, but to raise these is-
sues at all levels, even taking into account the importance of men’s in-
volvement in achieving this goal. The term ‘gender mainstreaming’ was 
coined at a time when there was a shift in focus on how to promote gender 

1) DIGNI administers an agreement with NORAD (The Norwegian Agency for Development Cooperation) on 
behalf of its members, assisting them on development projects and programmes. DIGNI also contributes to 
interaction	within	competence	building,	information/lobbying,	exchange	of	experiences	and	network	building.
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equality, from ‘Women in Development’ (WID) to ‘Gender and Develop-
ment’ (GAD) (Taylor, 1999). It is therefore important to take a closer look 
at these concepts. First, WID and GAD and the shift from WID to GAD 
illustrate the history and the dominant ideas that operated in the work 
to improve the situation faced by women, their role and status, and the 
fight for equal rights. Second, what the GAD approach implies in connec-
tion to gender mainstreaming is important in understanding why gender 
mainstreaming came to be considered the most significant way to fulfil 
the 1995 Beijing Platform for Action. GAD also remains relevant as it is 
still the principal mechanism for achieving women’s empowerment and 
gender equality.
 Beginning in the 1970s, Women in Development (WID) was the 
approach for promoting women’s rights and gender equality. This ap-
proach advocated for the integration of women into already existing de-
velopment initiatives, but did not question or challenge the existing social 
structures that could be the main factors hindering women’s participa-
tion. The inclusion of women was often practised through women-specif-
ic initiatives like income-generating activities. WID initiatives often made 
women passive recipients, and the positive outcomes of the work were 
only short term and not sustainable, as they did not transform unequal 
relationships and structures. 
 The Gender and Development (GAD) approach, by contrast, is 
based on the idea that men and women have different life courses and 
that development initiatives must take this into consideration if one is to 
obtain equal outcomes for both men and women. Improving the status 
of women cannot be achieved on its own; accounting for the status of 
both men and women is vital to this achievement. The GAD approach is 
built on an awareness of the differences between men and women, and 
the inequalities that result from these differences (Taylor, 1999). It is an 
approach that recognizes the complexity of gender mainstreaming, tak-
ing into account the social, economic, cultural, and political forces that 
determine how women and men can best participate in and benefit from 
a development project (Chege, 2007).
 Whereas the WID approach mainly sought to meet women’s prac-
tical, immediate daily needs, such as food, water, and shelter, the GAD ap-
proach seeks to meet both practical and strategic gender needs. Strategic 

needs vary with context, but often address discriminating legislation and 
structures in order to improve women’s status, equity, and participation 
in decision-making bodies (Taylor, 1999). GAD recognizes that because 
men and women have different roles and responsibilities, they also have 
different practical and strategic needs. 
 The GAD approach focuses on men and women as active agents 
of change instead of passive receivers. It is therefore closely linked to the 
concept of empowerment- taking control of one’s life, setting the agenda, 
gaining skills, and solving problems. It is a self-driven effort, but should 
be encouraged and supported by development initiatives. A definition 
that describes this approach is “the expansion in people’s ability to make 
strategic life choices in a context where this ability was previously de-
nied from them” (Kabeer, 2001). For illustrative purposes, the table below 
summarizes the WID and GAD approaches (UNDP, 2000).

FROM WID TO GAD

Early approaches (WID) 

ANALYSIS

- women left out
- women lack:
 education
 training
 self-esteem 

APPROACH 
Woman must change themselves
to be integrated into development

APPROACH 
Society and institutions must 
change their ideas and 
practices in support of equal 
choices and opportunities

PROBLEM
Woman

PROBLEM
Inequality between woman and men

ANALYSIS

- social structures and processes
recreate inequalities between
woman and men in: 
 resources
 opportunities
 decision-making 

Current thinking (GAD) 

A HISTORICAL AND THEORETICAL OVERVIEW A HISTORICAL AND THEORETICAL OVERVIEW
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 Since gender mainstreaming was created in 1995 as a mechanism 
for achieving women’s empowerment and gender equality, much experi-
ence has been gained on how gender mainstreaming should be applied, 
what it takes to achieve results, and what challenges come with this ap-
proach. 
 In development organizations, it is important that gender main-
streaming is practised both at the organizational and project levels. If an 
organization has a clear mandate and commitment to gender equality at 
the organizational level, it has a greater chance of implementing gender-
sensitive projects that can benefit both men and women. To achieve this 
though, the commitment to gender equality has to be embedded in stra-
tegic areas within an organization and at all levels and stages of a project. 
 At the organizational level, there are a few strategic areas that are 
key for institutional development to promote gender equality. First, the 
organization has to have a commitment to gender equality in its mandate, 
and this needs to be shared and understood within the organization and 
its board. A gender policy can be the written commitment to this man-
date, but it is important that the policy has ownership within the organi-
zation and that someone is held accountable for meeting the policy goals 
and objectives. The organization must “walk its talk”: Initiatives must be 
taken and progress made in the areas that need improvement. The com-
mitment to gender equality also has to be seen in the review of policies, 
programmes, and personnel management procedures. Does the organi-
zational structure reflect the commitment to gender equality? Who are 
the decision makers? Someone must be responsible for ensuring that gen-
der issues are adequately addressed, although all staff should likewise be 
made responsible. This person should be strategically placed within the 
organization, preferably at the senior management level. Are both men 
and women benefiting from the programmes, projects, and procedures 
carried out by the organization? As thoroughly presented below, there are 
many tools for ensuring this. Moreover, it is important to create room for 
learning within the organization, where experiences and challenges are 
shared and changes made (Hunt, 2000).
 An organization’s programmes, projects, and procedures – its out-
reach work so to speak – are places where one sees commitments to gen-
der equality. Mainstreaming gender into projects should follow the project 

cycle, where both men and women are active participants at every step. 
Gender mainstreaming in projects should start with a gender-sensitive 
situation analysis. Many different analysis tools have been developed, and 
it is important to use one that best fits the context and the project in ques-
tion. The analysis should map the different roles men and women have in 
a particular society and what factors (like culture and religion) influence 
the distinct expectations of men and women. Also significant are power 
relations, access and control of resources, legislation, and the different 
practical and strategic needs men and women have. In the implementa-
tion of a project, both men and women should actively participate in the 
management of the project, and everyone should have the same access to 
information, resources, and opportunities. The activities initiated should 
fit into the daily tasks of both men and women, and as little as possible 
should be added to their workload. A monitoring and evaluation system 
should be in place to identify the project’s positive and negative impact in 
terms of gender equality. This system should look to address changes in 
men’s and women’s equal participation in decision-making (private and 
public sphere), changes in equal access to and control over resources, in-
cidences of gender-based violence, women’s empowerment, and changes 
in stereotypes and attitudes towards women and girls (Dawson, 1999).
 Since 1995, gender mainstreaming has been the subject of mas-
sive discussions about its success and failure. As mentioned above, gender 
mainstreaming was introduced at a time when the focus on WID was 
replaced by a focus on GAD. With this change in scope came the cri-
tique that attention to women’s needs and marginalization did lose some 
of its needed attention and that men’s issues and gender relations took 
up too much space (Porter and Sweetman, 2005). Another issue raised 
against gender mainstreaming as a strategy is its assumption that all 
women’s needs are the same. Gender mainstreaming does not address 
distinctions between women based on class, politics, or religion (Moser 
and Moser, 2005). Both Clisby (2005) and Moser and Moser (2005) as-
sert that many institutions have put in place gender policies, but fail to 
properly operationalize or translate them into reality. Moser and Moser 
(2005), in a study on gender mainstreaming in international organiza-
tions, also discover that gender policies seem to “evaporate” at the level of 
implementation. It is at this stage where challenges remain. This “gender 

A HISTORICAL AND THEORETICAL OVERVIEW A HISTORICAL AND THEORETICAL OVERVIEW
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policy evaporation” can be due to a number of reasons, including a lack 
of staff capacity, resistance due to organizational cultures and attitudes, 
treatment of gender equality as a separate process, a perceived diminish-
ment in the importance of gender equality on the part of staff, and a lack 
of policy ownership (Moser and Moser, 2005).
 With almost twenty years of experience working on gender main-
streaming, new insights are formed on ‘what it takes’ to succeed and in 
turn to achieve women’s empowerment and gender equality. Rao and Kel-
leher (2005) discuss the different areas where change has to take place in 
order for gender equality to develop. They distinguish between formal 
and informal areas and individual and systemic changes. By introducing 
these areas of change, the authors show a more complex picture of gender 
mainstreaming. In striving for gender equality, it is important to work at 
both the individual and societal levels and at the same time to address 
both formal and informal sectors in a society. All these areas influence 
how gender roles are conceived and acted out in real life. 
 When discussing the importance of religious faith and culture in 
communities, Wendoh and Wallace (2005) further underline the com-
plexity in working with gender mainstreaming. Indeed, religion and cul-
ture in certain contexts are not always receptive to the current concepts 
of gender equality championed by NGOs and international agencies, and 
it is important to be aware of this dimension when introducing the topic. 
Also, religion and culture are decisive when it comes to defining gender 
roles in a given context. These norms instruct women and men about 
what they can and cannot do. The complexities in working with gender 
mainstreaming require a long-term perspective. Or as UNIFEM em-
phasizes, gender mainstreaming is a process rather than a goal (Sandler, 
1997).

CHAPTER 3

Development of the WEGE 
programme

The development of the WEGE programme has been inspired by the 
theory and history of the work for gender equality and women’s em-
powerment during the last forty years. The experience and lessons that 
have been accumulated, both what works and what does not, have been 
instrumental for planning WEGE activities and for analysing the expe-
riences and learning achieved through undertaking these activities. In 
this chapter, the development of WEGE will be described, and in the last 
chapter the lessons learned from the programme will be presented and 
commented.

A. Development and goals of the WEGE 
programme

Awareness raising, competence building, and learning were the key factors 
in shaping the WEGE programme. As Digni had not previously conduct-
ed competence building for its members on gender issues in development 
assistance, the lack of basic knowledge and awareness on gender equality 
and women’s empowerment was one need that WEGE had to fulfil. At 
the same time, there was a desire to move beyond gender-mainstreaming 
theory and learn ‘how to do gender mainstreaming in practice’. What we 
learned from the work in practice was shared with all Digni members 
and served the requirements of both awareness raising and competence 
building. In order to realize these goals, we focused on work done in Dig-
ni’s secretariat, three of Digni’s member organizations, and six running 

A HISTORICAL AND THEORETICAL OVERVIEW
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projects in Digni’s portfolio over a period of time. Competence building 
and learning therefore became parallel areas of work in the WEGE pro-
gramme, and would intersect at certain times and bring new insights and 
knowledge to Digni, its member organizations, and some of its partners. 
 The WEGE programme was developed internally at Digni, but two 
resource persons2 on gender and development were consulted to give 
input to the plans. The programme for a previous competence-building 
programme on organizational development for Digni members also 
shaped the WEGE programme3. The programme was to follow the line 
that Digni works through, and this defined the target group: Digni, its 
member organizations in Norway, and its partners abroad. The overall 
goal was to increase women’s empowerment and gender equality through 
the work of Digni, its members, and its partners.

Programme objectives 
•	 Awareness raising at Digni, among Digni’s members, and its partners 

on women’s empowerment and gender equality.
•	 Competence building of Digni, its members, and its partners to help 

them plan and implement projects that integrate a strategy for em-
powering women and increasing gender equality.

Anticipated results: 
•	 A policy for women’s empowerment and gender equality for Digni.
•	 Three Digni members develop their own policy for women’s empow-

erment and gender equality.
•	 Gender equality in leadership positions in the entire organiza tional 

structure of Digni, its members and their partners. 
•	 No discrimination on the basis of gender is to take place in the  

organizational structure of Digni, its member organizations, and its 
partner organizations.

•	 The projects that are supported by Digni have a clear gender equality 
focus in all stages of the project (planning, implementation, phasing 
out), and project interventions are relevant for women’s life situations.

•	 An increase in women’s empowerment projects among Digni mem-
ber organizations and their partners.

B. The WEGE programme structure

The programme was divided into two parts. The first part focused on 
gender mainstreaming based on experiences from work in Digni’s secre-
tariat, three of Digni’s member organizations, and six ongoing develop-
ment projects in Digni’s portfolio. This was the ‘WEGE core group’. The 
second part focused on awareness and competence building among all 
Digni member organizations. This was the Digni member group.

The WEGE programme structure followed the line of work that Digni 
works through. It involved the Digni secretariat, three Digni member 
organizations,	six	partner	organizations	with	one	project	each	in	
Bolivia, Ecuador, Ethiopia and Madagascar. The learning from these 
projects was essential for the WEGE programme and was mediated to 
all Digni member organizations.

THE WEGE PROGRAMME STRUCTURE

INTERNATIONAL: PROJECTS

NORWAY: ORGANIZATIONS

Madagascar
+

Ethiopia

Ethiopia
+ 

Bolivia

Bolivia
+

Ecuador

NMS NLM Mission
Alliance

DIGNI (19 members) 

Le
ar

ni
ng

2) Thora Holter, Norwegian Church Aid, Marianne Skjortnes, School of Mission and Theology
3) Jørn Lemvik, “Enabling organizations - Stories and tools”, “Enabling organizations - supporting articles” 
(2005)

DEVELOPMENT DEVELOPMENT
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WEGE core group
 
The development of the first part of the WEGE model was implemented 
with the goal of gathering practical experiences from organizations and 
ongoing projects on how to do gender mainstreaming and to share it with 
other partner organizations and Digni members. Three of Digni’s mem-
bers in Norway were invited to join WEGE. These members chose two 
projects each that were already supported through Digni. In an effort to 
have a close follow-up of the WEGE components in the projects during 
the WEGE programme period, two representatives from each partner 
organization, preferably a man and a woman, were appointed. These rep-
resentatives were responsible for planning the gender components of the 
projects. They were the link between Digni and the partner organization 
abroad, received visits from Digni every year, and participated in annual 
meetings with the other representatives. Together with Digni, the three 
Digni member organizations and the six partner organizations with one 
project each, made up the WEGE core group.

 For two reasons, we deliberately chose ongoing projects in Digni’s 
portfolio. First, this made it possible to analyse work at the project level 
and learn from what happened in the field when components that pro-
moted a stronger focus on women’s empowerment and gender equality 
were included. Second, this enabled us to gather knowledge and lessons 
learned based on practical experiences in gender mainstreaming from ac-
tual project work. In addition to the work on the projects, there was also 
gender-mainstreaming work in Digni and the three member organiza-
tions belonging to the WEGE core group.
 By involving both member organizations in Norway and some of 
their partners abroad, a network was created where experiences and les-
sons learned could be shared. In WEGE, this was done during the entire 
programme period through semi-annual and annual reports and experi-
ence sharing seminars. In Norway, seminars were employed for sharing 
experiences with the rest of the Digni members. In this way, practical 
learning from gender mainstreaming in organizations and at the grass-
roots level abroad was used towards the competence building of both 
Digni member organizations in Norway and the partner organizations 
taking part in the WEGE programme abroad – a so-called inductive ap-
proach.

WEGE for all Digni members

The focus for this part of the programme was to include the rest of the 
Digni members in Norway into the WEGE programme, with the goal of 
increasing the members’ awareness on gender issues and improving their 
competence on mainstreaming a gender focus in all stages of a project – 
i.e. from planning to phasing out. In the long run, Digni wished to see a 
stronger gender focus in the entire Digni project portfolio. In addition, 
Digni wanted to enable member organizations to build competence on 
and raise awareness about women’s empowerment and gender equality 
for their partners abroad. 
 By including components to strengthen the focus on women’s em-
powerment and gender equality in the three member organizations and 
six running projects as described above, Digni hoped to be able to share 
experiences and lessons that would be relevant for all Digni member 

The WEGE core group. Back from left: Jørn Lemvik, Jørgen Haug,  Zo Ramiandra Rakotoarison, 
Aldana José Reyes, Leonarda García CardonaI, Zerfu Beriso Bene, Kristian Larsen, Elin Vannes.
Front from left: René Vega Sanchez, Jannina Hidalgo Alvarez, Marianne Skjortnes, Tadelech Mamo 
Beyene, Heidi Holt  Zachariassen, Noël Harrison Andrianandrasana, Anne Karin Kristensen, Letu 
Kumera Bushen, Sandra Rocha Morales, Nega Kediro Bato, Mario Delgado Alvarez. Tone Lindheim 
was not present.
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CHAPTER 4

Execution of the 
WEGE programme

A. Administration of the WEGE 
programme in Norway
 
WEGE was planned to last for three years and be the main competence-
building programme offered to Digni member organizations during this 
time period. One million NOK were earmarked for running this pro-
gramme each year. The administration of the programme can be divided 
in three segments: one position in Digni mainly reserved for running 
WEGE, one internal WEGE working group within Digni, and one WEGE 
steering committee.

The work in Digni

WEGE was run from the Digni office, with one adviser having the ad-
ministrative and professional responsibility during the whole WEGE pro-
gramme period. The adviser was already knowledgeable about gender and 
development issues and developed the WEGE programme based on this 
knowledge and previous work on competence building for Digni mem-
bers. Initially, running WEGE was made part of the adviser’s workload, 
but when administering the programme became very comprehensive, the 
adviser’s position grew into an almost full-time WEGE position. 
 Administering WEGE entailed creating yearly activity plans, fol-
lowing-up with the six WEGE projects abroad (visits, reading reports, 
planning activities, and giving feedback), following-up with the three 

organizations and their partners. This learning was channelled back to 
all Digni members and used towards competence building for all. In ad-
dition to the practical knowledge gained from the projects, other topics 
on gender equality and gender mainstreaming were taught to the Digni 
members in Norway during the WEGE programme as an effort to raise 
awareness and competence.

In order to make sure that each Digni member organization followed the 
WEGE process to a certain degree, Digni asked each member organiza-
tion to identify a WEGE ambassador. This ambassador would participate 
in each seminar and report back to their colleagues so that as many as 
possible would learn from the WEGE work in each organization.

Tone	Lindheim	sharing	experiences	from	
the work in the Mission Alliance.
PHOTO: Jan-Eivind Viumdal

Sharing	experiences	from	the	work	in	two	
projects in Ethiopia. 
From left: Zerfu Beriso Gene, Nega 
Kediro Bato, Tadelech Mamo Beyene, 
Abeya Wakwoya Fufa.
PHOTO: Jan-Eivind Viumdal 
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members in Norway that were participating in WEGE, planning semi-
nars in Norway and abroad, administering the steering committee, writ-
ing reports, and following-up with internal gender work in Digni, such as 
a gender audit of the secretariat and writing a gender policy.
 With the increase in WEGE tasks and as a means to integrate 
WEGE into the Digni secretariat itself, an internal WEGE group was 
established. This group consisted of the secretary general of Digni and 
one more adviser with the necessary contextual and language skills. For 
several reasons, it was important to include the secretary general. One 
reason was that he needed to be informed about all the WEGE activities. 
He also could give feedback on administering the programme, as he had 
experience as a consultant for running a Digni competence-building pro-
gramme on Organizational Development. Lastly, but most importantly, 
taking part in the WEGE group as the leader of Digni highlighted the 
importance of the WEGE programme in the eyes of Digni members and 
its partners.
 The internal WEGE group had regular meetings where activity 
plans, seminars, and other plans were discussed. Also, the follow-ups to 
the WEGE projects were discussed in this group, and the yearly follow-up 
visits were divided between the three group members. The rest of the Dig-
ni secretariat participated in gender seminars offered to all Digni mem-
bers. In addition, the whole organization went through a gender audit – a 
process that involved everyone and each area of work within Digni. This 
process resulted in a gender policy for Digni.

The steering committee

Representatives from the three Digni member organizations who were 
invited to participate in WEGE – Norwegian Mission Society (NMS), the 
Mission Alliance, and Norwegian Lutheran Mission (NLM) – became 
members of a steering committee for WEGE. Moreover, the internal 
WEGE group in Digni and two external resource persons were part of this 
committee. Digni’s secretary general was the leader. The committee met 
on average four times a year. Along with representatives from the six part-
ner organizations abroad, members of the steering committee also partici-
pated in all annual seminars and some also participated on project visits.

In the beginning, the steering committee mainly discussed and planned 
activities for the WEGE programme in Norway and abroad during their 
meetings. After some time, there was a need to work for greater gender 
equality in each member’s own organization in Norway. NLM, NMS, and 
the Mission Alliance were asked to make activity plans for their gender-
mainstreaming efforts, including developing their own gender policies/
strategies. This also was done at Digni. At every meeting, each organiza-
tion was asked to report on their activity plan. This reporting, together 
with a need for more in-depth discussions and sharing of experiences on 
different gender issues in general, changed the schedule for the steering 
committee. Each meeting was prolonged by an hour and had a defined 
time for discussing and reporting.

B. WEGE core group - the work in projects 
and organizations

Gender mainstreaming in the projects  – preparation and 
follow-up 

PREPARATION

•	 Choosing projects
In the beginning of the WEGE process, Norwegian Mission Society 
(NMS), the Mission Alliance, and Norwegian Lutheran Mission (NLM) 
were asked to select two of their running projects, each in Digni’s portfo-
lio,  that they wanted to invite into the WEGE programme for three years. 
A few criteria for selection were given by Digni: No new projects would 
get funding through WEGE, the projects had to be running projects in 
Digni’s portfolio for the three years of the WEGE programme, and they 
had to have different scopes of work in order to secure a variation in topics. 
Each partner organization responsible for the projects had to invite two 
people each, who would be responsible for the follow-up of the WEGE 
programme in the projects. The reason for inviting two people from each 
partner organization was based on the ease of working on gender issues 
when there are two people with the same information and experience, 
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and specifically a man and a woman representative.
 Digni’s contribution to every project participating in WEGE was 
NOK 40 000 per year during the programme period. 

•	 A direct link between Digni, partner organizations, and projects
Digni rarely has direct contact with its member partners and projects 
abroad. It is only during project visits that Digni has such contact, but 
there is always a representative from the member organization present. 
 For efficiency reasons and as a way of obtaining practical knowl-
edge from the gender-mainstreaming work undertaken in the six projects, 
Digni asked permission from NMS, NLM, and the Mission Alliance to 
have direct contact with their partners taking part in WEGE during the 
programme period. In the absence of representatives from the members 
in Norway, Digni was allowed to visit the projects and to provide profes-
sional supervision on the WEGE components of the projects undertaken 
by the partner organizations. 

•	 Gender analysis and action plans
In early December 2007, the first annual WEGE seminar took place 
in Asker. Two representatives from the six partner organizations  were 
present in addition to all members of the WEGE steering committee in 
Norway. The goal for the seminar was to provide a good introduction 
to WEGE and how it was supposed to function in practice. In addition, 
all projects involved were presented as a way for everyone to become 
acquainted with each other’s work. In order to start focusing on how to 
mainstream a gender focus into the projects, the Gender Empowerment 
Assessment Manual (GEA) was advanced as a tool for gender analysis. 
GEA was used thereafter to analyse each project’s action plan for 2008 
as a means to identify issues concerning gender equality that could be 
improved in each project. This analysis laid the foundation for the an-
nual action plans that each project would send to Digni on their par-
ticular gender-mainstreaming activities for each year during the WEGE 
programme period. Internally in Digni, there was a discussion on what 
kind of criteria should be implemented for the WEGE activities, if any. 
It was decided that no criteria should be given for the first annual action 
plan and that it was fully up to each project how they wanted to work in 

order to mainstream a gender perspective into the project activities. The 
only demand was that the activities should be part of the overall plans 
for the project and not become an isolated issue within the project itself. 
This strategy of having few criteria was to ensure ownership of the action 
plans. In addition, there was a hope that a certain amount of freedom 
would inspire a variety of ways of doing gender mainstreaming which in 
turn would enhance the general knowledge of different approaches for 
the whole group. 
 After reading the first annual plans (for 2008), however, a few gen-
eral principles were given as a common guide for all the projects. One of 
these principles was to refrain from spending WEGE money on invest-
ments in the project or on salaries (as they were already covered by the 
funds for the project itself). Creating a baseline survey was recommended 
to all projects. In addition, it was recommended that the money be spent 
on helping each project bring greater awareness to the gender dimension 
in all the activities it was already undertaking and that the focus should 
not only be on women, but on men and women and the relation between 
them. These guiding principles shaped the WEGE activities within the six 
projects. These projects ended up practicing six different ways of main-
streaming gender into their work, which created many learning opportu-
nities along the way.
 The two representatives selected from the partner organizations for 
the WEGE follow-up turned out to have different roles within the partner 
organization – for example, a project worker in the field and someone re-
sponsible for the entire development department of the partner organiza-
tion. To have representatives with distinct domains of responsibility was 
very positive for the development of the WEGE activities and its effects 
within the projects and in the partner organizations.

Follow-up of the projects and organizations

•	 Action plans and reports
The projects and organizations taking part in WEGE were responsible for 
sending action plans annually and reporting on these plans twice a year. 
A financial report was also required on an annual basis. Digni’s internal 
WEGE group went through each annual plan and gave written comments 
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directly to the WEGE representatives in each of the six projects. The an-
nual plans and reports for the member organizations in Norway were 
discussed at steering committee meetings. Before every annual seminar, 
the projects and organizations sent in their annual reports so that they 
could be distributed and read by the other participants in WEGE before 
they met. This was done in an effort to inform all participants about each 
other’s work and to spend less time on reporting from each project during 
the annual seminars. Instead, common themes and challenges would be 
discussed during these seminars. 

•	 Annual project visits
An important activity in follow-up to the projects was the annual project 
visits by one or two representatives from Digni’s internal WEGE group. 
During these visits, it was possible for Digni to see the projects, meet with 
project workers, and discuss issues of special interest. It was also possible 
for Digni to give direct feedback. On most visits, Digni was asked to hold 
seminars on different gender issues for the project staff or for the entire 
staff of the partner organization. The seminars were often held in coop-
eration with the local staff responsible for the WEGE follow-up. Project 
visits were a unique way of gaining an understanding of and insight into 
the projects that were part of WEGE and for the partner organizations 
abroad to get to know Digni better. 

•	 Joint visits
 In 2010, it was decided that instead of visiting all projects, some repre-
sentatives from projects and partner organizations taking part in WEGE 
would visit one WEGE project together with a Digni representative. In 
that way, they would be able to directly exchange lessons learned. The two 
joint project visits took place in Ethiopia and Bolivia. 

•	 Annual seminars 
Every year, the whole WEGE core group met. During the first two semi-
nars in Asker and Nairobi, the main programme agenda consisted of re-
porting on the completed project activities. This was important as a way 
of getting to know each other’s projects and the different activities being 
undertaken. Eventually, certain common issues arose, and the need for 

experience sharing between the projects became necessary. In Johannes-
burg and at the final seminar in Asker, the main activities were experience 
sharing as a means towards learning from each other.

 In addition to reporting and experience sharing during the annual 
seminars, another important part of the programme was competence 
building. For each annual seminar, a topic of common interest was put on 
the agenda. In Asker in 2007, the focus was on gender analysis (using the 
GEA manual) and the Rights-Based Approach (RBA). In Nairobi in 2008, 
gender mainstreaming in organizations was the topic. In Johannesburg in 
2009, the focus was on gender and religion. For all these annual seminars, 
external experts4 were invited to share their knowledge. As competence 
grew within the WEGE core group, there was less need for external ex-
perts to provide competence building. In both Johannesburg and Asker 
in 2010, most of the time was reserved for participants in WEGE to share 
their experiences as a means for competence building.
 Other aspects of the annual seminars that were important included 
motivating and supporting each other’s work and creating a network 

Experience	sharing	at	the	annual	seminar	
in Nairobi. 
PHOTO: Heidi Holt Zachariassen

4) Asker: Elie Storesletten, Norwegian Church Aid
Nairobi: Wasye Musyoni, Norwegian Church Aid Kenya 
Johannesburg: Dr Genevieve James, University of South Africa.
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between the participants in the WEGE core group that would last beyond 
the completion of WEGE.

Presentation of the projects 

The six projects taking part in WEGE were all quite different, but can 
be categorized into two groups based on where most of their WEGE 
activities were undertaken. Four projects are categorized as community-
based, and two projects as organizational development. The project pres-
entations provide some information about the project in general, what 
the mainstreaming activities consisted of, some challenges, and main 
achievements.
 It is important to note that not all the results related to gender is-
sues in the projects and the organizations can be ascribed to the WEGE 
process alone. In certain projects and organizations, some work had al-
ready been started to promote women and increase gender equality, and 
in other projects and organizations, plans had already been made for this 
kind of work. With an increased focus on gender issues and extra funds 
through WEGE, however, these activities were given extra support and 
priority.

List of projects

•	 Rayitu Community Development Project (RCDP), 
EECMY-DASSC, Ethiopia

•	 Bikilal Integrated Rural Development project (BIRD), 
EECMY-DASSC, Ethiopia

•	 Integrated Developmet of the Inter-Andean Valleys (PDIVI), 
Combaya municipality, MAN-B, Bolivia

•	 Jesus Maéstro, 
ICEL, Bolivia

•	 Use Your Talents,
FLM, Madagascar

•	 Community Development Project (DECO), 
MAN-E, Ecuador

Community - based
projects

Rayitu Community Development Project (RCDP)
Ethiopian Evangelical Church Mekane Yesus - Development and Social 
Services Commision (EECMY-DASSC), Ethiopia with Norwegian Lutheran 
Mission (NLM)

Bikilal Integrated Rural Development Project (BIRD)
Ethiopian Evangelical Church Mekane Yesus - Development and Social 
Services Commision (EECMY-DASSC), Ethiopia with Norwegian Mission 
Society (NMS)

Integrated Developmet of the Inter-Andean Valleys (PDIVI), 
Combaya municipality
Mission Alianza de Noruega en Bolivia (MAN-B), Bolivia with Mission  
Alliance

Jesus Maéstro
Igreja Christiana Evangelica Lutherana (ICEL), Bolivia with Norwegian 
Lutheran Mission (NLM)
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RAYITU COMMUNITY 
DEVELOPMENT PROJECT 
(RCDP)

EECMY-DASSC, Ethiopia, working with 
Norwegian Lutheran Mission (NLM)

The Rayitu community development project (RCDP) is an integrated 
project in the Bale district in the southeast of Ethiopia, an area domi-
nated by Muslims. The RCDP constitutes six components: health, wa-
ter, education, HIV/AIDS prevention, agro-pastoral development, and 
capacity building. The only component with a special focus on women 
prior to the initialization of WEGE was HIV/AIDS prevention. The two 
people responsible for the WEGE follow-up were the project leader and 
one representative from the synod.
 With the WEGE funding, the RCDP increased the focus on gen-
der equality through activities such as awareness-raising sessions for the 
community, RCDP staff, teachers, and religious leaders; skill develop-
ment training in the communities; and supply of materials for income-
generating activities for women. In addition, the plan was to build model 
huts and buy tools and material for fuel-saving stoves. These gender-
mainstreaming activities met internal challenges as some staff thought 
these activities were an extra burden. Also, the involvement and interest 
within the communities was very minimal at first, and there was resist-
ance from both women and religious leaders. 
 Eventually, after the second annual seminar in 2008, the WEGE 
plans changed. Some of the investments were omitted and more focus 
was put on ‘software activities’ like sensitization on gender equality is-
sues in the community, and among the synod leaders, the Development 

and Social Services Commission (DASSC), senior staff, and government 
workers. There has over time been an attitudinal change in these groups, 
due to seeing the practical results of hard work and good sensitization.
 At the community level, a great achievement for the project was that 
women were allowed to speak publicly and together with men. Aware-
ness of women’s rights and harmful traditional practices has increased. 
It is no longer a taboo for men and 
women to work together. Awareness 
on gender equality and women’s rights 
has also increased among stakeholders 
at higher levels within the church or-
ganization, and there has been a shift 
away from only addressing practical 
gender needs to also focusing on stra-
tegic gender needs. A stronger gender 
profile has also been implemented in 
other projects run by EECMY-DASSC. 
Gender awareness has spread from the 
project to the organizational level.

Role play was used as a tool for raising gender equality issues within the community. 
BOTH PHOTOS:  Heidi Holt Zachariassen. 

At the community level, a great achievement 
for the project was that women were allowed to 
speak publicly and together with men.
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BIKILAL INTEGRATED 
RURAL DEVELOPMENT 
PROJECT (BIRD)

EECMY-DASSC, Ethiopia, working with 
Norwegian Mission Society (NMS)

The Bikilal Integrated Rural Development project was initiated in July 
2006. The project activities are focused on improving the health status in 
the area, ensuring sustainable access to safe water supplies and sanitation, 

agricultural productivity, household income diversification, and facili-
tating the equal participation of both men and women in the develop-
ment and social activities of the community. There were specific activities 
planned for improving gender equality and the situation faced by women 
in the area prior to the WEGE programme. But the lack of money pre-
vented these activities from initializing before the project became part of 
WEGE. The two responsible for the WEGE follow-up were the project 
leader and the leader of DASSC in EECMY.
 The activities initiated through WEGE were as follows: awareness 
raising on gender issues for men and women, an experience-sharing tour, 
and capacity building for staff in DASSC and BIRD and for workers in the 
Western Synod. There were also activities aimed at empowering women, 
including the introduction of sericulture as a means to economic income, 
establishing a revolving fund within cooperatives, and supporting wom-
en’s saving and credit cooperatives.
 A challenge at the beginning was lack of interest in gender equal-
ity issues among the communities. Also, the work on sericulture never 

Husband 
and wife 
working in 
the	field	
together 
PHOTO: 
Arild Vik
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succeeded. With time, though, the communities that BIRD works in be-
came more accepting towards gender equality. The experience-sharing 
tour that visited a village with full gender equality became an inspira-
tion for the participants who started a WEGE committee. This committee 
has worked hard for attitudinal change in farmers’ associations, religious 
denominations, schools, and cooperatives. The work has already yielded 
some results: Together with their husbands, women in the target commu-
nity started making decisions on family affairs. The women in the credit 
groups have become independent decision makers regarding the plan-
ning and use of the credit. In the overall activities of the project, previ-
ously dominated by men, women are now participating. These activities 
include soil and water conservation, water development, and afforestation 
activities. Men, on the other hand, have assumed a greater role in home 
management, such as sanitation, vegetable production, and cooking. Men 
have also become members of credit groups.

INTEGRATED DEVELOP-
MENT OF THE INTER-
ANDEAN VALLEYS (PDIVI),
COMBAYA MUNICIPALITY

MAN-B, Bolivia, working with Mission 
Alliance

With its origins dating back to 2003, the Combaya project is part of a large 
integrated project for the Inter-Andean valleys. It implements activities 
for improving health, education, the environment, and agricultural and 
livestock production in the area. The representatives responsible for the 
follow-up to WEGE were the project leader in Combaya and the person in 
charge of the development section at the head office in MAN-B in La Paz.
The activities initiated through the WEGE programme to strengthen 

Together with their husbands, women in Ghimbi 
started making decisions on family affairs. 
PHOTO: Aslak Gotehus for NMS 

Women have 
started taking on 
leadership posi-
tions within their 
villlages and the 
municipality. 
PHOTO: Arild Vik
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women’s positions and promote gender equality were of two different cat-
egories: first, information and training as a means to sensitize the popula-
tion in the municipality on gender equality, women’s rights, leadership, 
and the environment, and second, training for the production of flowers. 
The flower production project was employed in various villages as a way 
to promote income generation for women. The women of the villages led 
these groups and were responsible for growing and selling flowers. The 
men were also included in the flower production groups as a means for 
support and cooperation between men and women. In the Combaya mu-
nicipality, there was a certain resistance to working for women’s empower-
ment and gender equality due to customs and traditions. Yet information 
and sensibilization helped to overcome many obstacles. Furthermore, 
when the production of flowers was successful, thus garnering more in-
come for the families involved in the production, women gained more 
respect as providers of income. This in turn gave women the self-confi-
dence and courage to take on leadership positions within their villages 
and the municipality. The focus on gender with the concrete examples of 
mainstreaming from the Combaya municipality increased the interest in 
gender equality within MAN-B, where a gender policy was developed and 
more gender issues were put on the agenda.

Men	and	women	were	both	members	of	the	flower	committee.	
PHOTO: Heidi Holt Zachariassen

JESUS MAÉSTRO

ICEL, Bolivia working with Norwegian 
Lutheran Mission (NLM)

Jesus Maéstro is a school project in a poor area outside Cochabamba, Bo-
livia. The school is run according to a holistic approach focusing on both 
training of teachers and sensitization of parents in the community on the 
importance of education. 
 With the WEGE funds, the plans for supporting girls gained a 
wider scope that also included the community around the school as well 
as the church (ICEL) that was running the project. During the first year, 
the challenges and needs of the target groups were identified. Some of 
the challenges were low self-esteem among women, little value placed on 
women’s chores by men, violence against women, a resistance to discuss-
ing gender roles, and difficulties for women working outside the home 
when faced with the absence of childcare. Based on these challenges, a 
wide range of activities were planned for. The activities spanned from day 
care for children, planting an orchard for women, and creating a soccer 
tournament for women, to a large number of workshops on gender is-
sues and sensitization of youth and parents. The plans for 2009 and 2010 
increased the focus on sensitization within the church in addition to the 
school. Gender issues were raised at different courses, workshops, retreats 
for couples, and other activities. Biblical texts were used, but the issue 
of gender inequality was often raised on a personal level, which gave a 
greater understanding of the need for empowering women and work-
ing for gender equality. Collaborating with the members of the church 
on gender issues worked well. But within the church body itself, there 
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was reluctance towards addressing topics on women’s rights and gender 
equality. Another challenge for the project was the implementation of too 
many activities from the beginning. Yet an appropriate way of working 
was found after a phase of ‘trial and error’. The number of activities was 
scaled down and greater focus was set on sensitization, both at the school 
and the church. The most significant results of the gender-mainstreaming 
work were identified in people’s attitudes towards women’s rights and 
gender equality. The female students became more willing to challenge 
themselves to improve their standard of living and change their practices 
and customs. A greater willingness was found among male students, hus-
bands, and fathers to reconsider their attitudes and behaviours towards 
women, and they developed a greater appreciation of the value of women.

The project used a holistic approach sensitizing 
both teachers and parents in the community on the 
importance of education for boys and girls. 
PHOTO: Heidi Holt Zachariassen

Organizational
development projects

Use your talents
Finagonana Loterana Malagasy (The Malagasy Lutheran Church), (FLM) 
Madagascar working with Norwegian Mission Society (NMS)

Community development project, DECO 
Mission Alianza de Noruega en Ecuador (MAN-E), Ecuador, working with 
Mission Alliance
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USE YOUR TALENTS

FLM, Madagascar working with Norwegian 
Mission Society (NMS)

Initially, the gender-mainstreaming work in FLM was supposed to be 
undertaken in the project ‘Use Your Talents’(UYT). This was a commu-
nity-level project using members of the FLM synods and congregations 
in Madagascar as active agents for voluntary development work. Very 
soon, however, the WEGE activities mostly focused on sensitization tasks 
within the church structure of FLM, moving from a community to an 
organizational focus, as establishing support and understanding from the 
leadership of the church was seen as essential for future work. In order to 
broaden the reach into the church body itself, a WEGE team was estab-
lished consisting of representatives from the Women’s and Youth Depart-
ment, a coordinator from one of the synods, in addition to the two WEGE 
representatives. These representatives worked in the main administration 
of FLM as secretary for the FLM head office and coordinator for the de-
partment of development, FANILO. The goal for the sensitization work 
within the church structure was to increase the number of women in 
leadership positions within the church. In 2009, the activities were more 
thoroughly integrated into the activities of the UYT project. In this way, 
the gender-mainstreaming efforts could be spread to the synod and con-
gregation level and reach a larger number of people. Involving the synods 
in gender mainstreaming required gender equality training for the person 
responsible for development work in each synod. Moreover, a responsi-
ble WEGE representative (WEGE antenna) was selected for each synod. 
This person would be in charge of the gender component in each synod’s 

development work. As a result of the change of scope for the WEGE work, 
the WEGE team expanded to include the responsibility for all integrated 
projects in the FLM (MIRD) and the responsibility for an educational 
programme called Pro Vert. The work with the synods continued in 2010 
with the training of WEGE antennas and sensitization work.
 It was challenging to bring the issue of gender equality to the FLM’s 
agenda, both at the leadership level and to synods and congregations. 
Much prejudice and misunderstandings were met with explanations 
about what empowerment and women’s rights meant and the importance 
of gender equality for development. The early contact with and sensitiza-
tion of the leadership of the FLM and synod presidents, in addition to the 
creation of a WEGE team, have yielded support for the work and made it 
possible to increase sensitization. As a result, women’s empowerment and 
gender equality are now issues which are known within the church and 
are possible to discuss.

Involving the synods in gender mainstreaming 
required gender equality training.
PHOTO: FLM
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COMMUNITY DEVELOP-
MENT PROJECT, DECO

MAN-E, Ecuador working with Mission 
Alliance

The community development project (DECO) is run by MAN-E in mar-
ginal areas in Guayaquil, Ecuador. The project constitutes different com-
ponents that aim at improving living conditions and empowering people. 
It cooperates with different institutions within the community – mostly 
schools, churches, and grassroots organizations. The two responsible for 
the WEGE follow-up were the coordinator of the development work and 
one in charge of the education work.
 It was decided early on to do a ‘diagnostico’, a baseline, of the gen-
der situation in the project area and within MAN-E itself. This baseline 
mapped many issues that were the background for the activities initiated 
through the WEGE programme. There was already a rather strong focus 
on women in much of the work that the community project had done, but 
there was little awareness on gender relations and how gender stereotypes 
hamper women’s empowerment and social equality. Also, education in 
the church reinforced traditional gender roles that perceived women 
as subordinate to men. In MAN-E itself, there was not enough knowl-
edge of gender issues and not much interest in addressing such issues 
through projects and programmes. It was decided that the focus of the 
WEGE project should be on building awareness of gender equality among 
MAN-E’s workers and community leaders. The focus of the WEGE work 
was therefore set on the organizational level. Internally within MAN-E, 
a WEGE team was established with representatives from different units 
of the organization (management, communication, coordinator of the 

church, education, and HIV/AIDS projects) in addition to the two people 
responsible for WEGE. The activities in the project can be divided into 
three different categories: awareness raising through a baseline survey, 
competence building of the WEGE team, and training of stakeholders 
in the communities and within MAN-E itself. A practical and participa-
tive methodology was developed and applied as part of the WEGE work, 
and the use of biblical texts proved to be of good use in discussions and 
reflections. As a result of the WEGE work, the organization modified the 
strategic lines that will guide the organization’s work until 2015. This will 
include policy and institutional development, strengthening gender ca-
pacities, incorporating a gender perspective into the programme cycle, 
and communication for developing and building gender equality.

The focus of the WEGE project was on building 
awareness of gender equality among MAN-E’s 

workers and community leaders.
PHOTO: Heidi Holt Zachariassen
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Gender mainstreaming in organizations 

In 2007 and 2008, WEGE activities focused mainly on the follow-ups to 
the six projects abroad. By  2009, a need for a more inward focus on the 
Norwegian organizations in the WEGE core group (NMS, Mission Al-
liance, NLM, Digni) was identified. For some of the six partner organi-
zations abroad, the gender equality emphasis had already spread from 
project to organizational level. They had started working on integrating a 
gender approach at the organizational level, and this was a factor that in-
spired the Norwegian organizations to concentrate more on themselves. 
In addition, one of the initial anticipated results described in the overall 
project plan for WEGE, was that Digni, as well as NLM, NMS, and the 
Mission Alliance, were to develop their own policies for women’s em-
powerment and gender equality during the WEGE programme period.  
Although some of the organizations taking part in WEGE had already 
started their internal gender-mainstreaming work, the factors described 
above increased the focus at home. 

Norwegian Mission Society (NMS)
Prior to the WEGE initiation, NMS was already working on women’s 
empowerment and gender equality. In 2006, the report from the project 
‘Change of religion in a gender perspective’ was finalized, and the NMS 
board decided to mainstream gender in the entire organization. Being 
part of the WEGE core group made the emphasis on gender issues even 
stronger. NMS formed an internal gender group constituting persons 

with different responsibilities and areas of work. This group participated 
in a training course on gender analysis at Intrac in London to become 
educated about gender issues. The main tasks for NMS during the WEGE 
programme period included developing a gender strategy, continuing 
the work of establishing a documentation centre for gender literature at 
the School of Mission and Theology, and developing a gender handbook. 
Despite a substantial restructuring process within NMS that has reduced 
much of the organization’s capacity and delayed the gender programme, a 
gender policy for NMS has been accepted and the documentation centre 
established.
 
The Mission Alliance 
In the Mission Alliance, gender was already on the agenda in the different 
development projects, but there had never been any systematic effort on 
this topic. The Mission Alliance therefore saw WEGE as an opportunity 
to put gender equality higher on the agenda – both within the Mission Al-
liance headquarters in Norway and in the project portfolio abroad. From 
the Mission Alliance, the director of the international department became 
a member of the WEGE steering committee. Since the two projects taking 
part in WEGE abroad were situated in Bolivia and Ecuador, the director 
of Latin America was also included by taking part in annual seminars 
abroad and in Norway.
 During the WEGE programme period, gender became an organi-
zational issue within the Mission Alliance in Norway. The major activities 
included taking part in the WEGE steering committee, annual WEGE 
seminars, and gender seminars in Norway. Another activity involved de-
veloping a new strategic plan for the organization, with gender as a cross-
cutting issue, and creating a gender policy for the Mission Alliance in 
Norway. For the Mission Alliance’s work abroad, the organization wanted 
to increase the gender focus in project plans, applications, and reports, 
to discuss gender as a topic during project visits, and to conduct gender 
training during some of these visits. 
 The gender efforts in the Mission Alliance have been implemented 
according to the plan. It took more time than expected to finalize the 
strategic plan, but this was a deliberate choice the organization made as 
they did not want to develop a separate strategy, but rather include gender 

The development 
of the gender main-
streaming work in 
NMS illustrated by 
a timeline. 
PHOTO: Jan Eivind 
Viumdal

EXECUTION EXECUTION



52 53

as a crosscutting issue in the general strategy for the organization.

Norwegian Lutheran Mission (NLM)
WEGE gave the NLM International Department an opportunity to revisit 
an issue that had been brought forward numerous times in NLM, but 
which was not followed-up on with action. As one of the conservative 
Christian organizations practicing a division of roles between men and 
women when it comes to certain positions, NLM has had some heated 
debates on women’s positions in the organization in the past. The posi-
tion against female pastors has been one of the hallmarks of a staunch 
interpretation of the Bible as the ‘word of God’. 
 NLM saw WEGE as a chance to make use of the common effort 
from several organizations that were all focusing on the same issue at the 
same time, with the possibility of drawing on the professional resources 
Digni had included in the programme. The International Department 
asked the executive board to create a strategy for strengthening women’s 
positions and for a stronger gender perspective in the organization. The 
board supported the request and asked the administration to come back 
with a proposal on how to work on a strategy. The administration in NLM 
postponed this work for almost a year and a half. One reason for this 
postponement was that the leaders of the department and of NLM had 
perceived WEGE as working basically with gender issues in development 
projects, and not in their own organization. They were initially hesitant 
to apply these gender-mainstreaming principles inwardly, instead of out-
wardly. 
 The process was not picked up again until the last half year of the 
WEGE programme, when a new Secretary General was appointed in 
NLM. A working group was formed consisting of the general secretary, 
three department leaders (men), and three women working at the head 
office. One of the issues discussed by the group was clarifying which posi-
tions within NLM are limited to men (because of pastoral responsibili-
ties) and which are open to all. It included both clarifying the theological 
background of NLM’s view, and looking into the bylaws of NLM to re-
move limitations that are now perceived as unnecessary. In practice, this 
process concerns separating administrative and pastoral responsibilities 
in leadership positions and in administrative/leadership bodies. 

 The gender work of NLM did not start until the end of WEGE, 
and has therefore not made full use of the opportunities within the pro-
gramme. But some top leaders have attended WEGE seminars during the 
programme period, and the programme has ensured a continuous focus 
on the issue and started a process within the organization.

Digni
Digni never had a competence-building programme on gender before 
WEGE was started. At first the focus was to run the programme with the 
three member organizations in Norway and six projects abroad. A small 
internal working group constituting the Secretary General and two advi-
sors was established in Digni. This group operated as a planning and dis-
cussion forum for the WEGE activities. One of the advisers was respon-
sible for the professional and administrative management of the project.
 As a means to strengthen general competence on gender issues, 
the WEGE group in Digni participated in several courses in Norway and 
abroad. The rest of the Digni secretariat only took part in WEGE through 
participating in the seminars offered to all Digni member organizations. 
In addition, the development of WEGE in Norway and abroad was pre-
sented in internal forums such as staff meetings and Digni board meet-
ings. 
 To join the common effort of 
strengthening the internal gender 
awareness in the member organiza-
tions in WEGE’s steering committee, 
Digni decided to undertake a Gender 
Audit within the secretariat in 2010. 
Two consultants from the Gender and 
Non-Discrimination Programme at the 
International Labour Organization’s 
(ILO) International Training Centre in 
Italy were hired to do the job. During 
the course of a week, they undertook 
the Gender Audit within Digni’s secre-
tariat. After areas of improvements for 
Digni were identified, an activity plan 

To strengthen the internal gender awareness, 
Digni decided to undertake a Gender Audit 
within the secretariat.
PHOTO: Jan Eivind Viumdal
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was created. The priority for 2010 was to develop a gender policy. Digni’s 
gender policy was accepted by Digni’s board in October 2010. 

C. WEGE for all Digni members

The goal for this part of the WEGE model was awareness raising and com-
petence building on women’s empowerment and gender equality. This was 
to enable Digni member organizations to mainstream a stronger gender 
focus in their own organization and through their work with partner or-
ganizations abroad. Different activities were undertaken to achieve this.

Baseline survey
As a means towards making Digni and its member organizations aware 
of gender equality issues within their own organizations and among part-
ner organizations, a baseline survey5 was administered in the autumn of 
2007. Some general findings were presented at the first annual seminar 
in Asker in 2007. All Digni members were also invited to a seminar in 
March 2008, where a more thorough presentation took place. Tools and 
methods for working out a gender strategy within each member organiza-
tion were also presented at this seminar.

Seminars
There were seminars offered to Digni member organizations in Norway 
throughout the entire WEGE programme period. The WEGE ambassa-
dors for each member organization and others who were interested were 
invited. In the beginning, the focus was on a thematic introduction to 
gender equality and women’s empowerment as an effort to raise aware-
ness. A two-day kick off seminar was held for this purpose aiming at all 
members. Presenters from the Norwegian Agency for Development Co-
operation (Norad)6 and Forum for Women and Development (FOKUS)7 
were invited to give a general introduction to the topic. In addition, the 
Gender Empowerment Assessment Manual (GEA) was presented as a tool 
for gender analyses of development projects. In December 2007, all Digni 
member organizations were invited to one day of the first annual seminar 
for the WEGE core group. The day was devoted to the topic “Rights Based 

Approach to Gender and Development”. At the seminar, all Digni mem-
bers present were also introduced to the participants in the WEGE core 
group, and the first findings from the baseline survey were shared.
After the introductory seminars, seminars for all Digni members held 
later in the WEGE programme were more thoroughly connected to is-
sues that came up in the gender-mainstreaming work undertaken by the 
WEGE core group. These were often common issues, both challenges and 
new experiences that had been presented in reports and during the an-
nual seminars. The themes covered in these experience-sharing seminars 
were gender mainstreaming and policy development in organizations, 
gender and religion  and experiences from gender-mainstreaming work 
in  the WEGE core group. All Digni member organizations were invited 
to one day of the final annual seminar for the WEGE core group. At this 
seminar, the various organizations shared their experiences and lessons 
learned from their WEGE work during the past three years.
 Increased focus on gender equality in applications and reports
Digni included questions on all project applications and reporting forms 
on how each project supported by Digni worked to improve women’s 
empowerment and gender equality. These forms had to be filled out by 
the Digni members annually. Moreover, a gender analysis as part of the 
project document for new project applications was made a criterion for 
support. All project advisers in Digni were instructed in how to deploy 
‘gender lenses’ when processing applications, and to give feedback to the 
Digni member organizations if information on gender issues were not 
sufficient or lacking in the project applications. 

5) Developed by Nord-Sør Konsulentene, Christine Wiik and Hanne Lotte Moen
6) Sissel Hodne Steen, Norad 
7) Sissel Thorsdalen and Charlotte Nordby, FOKUS
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CHAPTER 5

Learning from the 
WEGE programme

This chapter examines some of the main lessons learned from WEGE. 
The chapter is divided into two parts: one focusing on the lessons learned 
from the projects and organizations doing ‘gender mainstreaming in 
practice’, and one part sharing what we learned from using WEGE as a 
programme for competence building on gender mainstreaming.

A. What we learned about gender main-
streaming in projects and organizations

In this section, the main experiences and trends identified in the work 
of the WEGE core group will be presented. The projects included in the 
programme were situated in very different contexts both in terms of ge-
ography and type of organization in charge. Some organizations were 
independent churches, others faith-based organizations, but they were 
all engaged in development work. The theological base was also differ-
ent, which is also the case for the three Norwegian mission organizations 
being part of the WEGE core group. All the projects were quite differ-
ent in terms of type of activities and stakeholders, but can be categorized 
in broad terms as done in chapter 4: community-based projects and or-
ganizational development projects. With these variations in geography, 
organizations, and project types, many participants had different experi-
ences when applying a stronger gender focus in their work. One might ex-
pect that these experiences would have been heavily tied to their context 
and therefore not very similar, but as WEGE developed, we found that 

regardless of the differences mentioned above, many of the projects and 
organizations were faced with common challenges and identified similar 
strategies in their work for gender equality and women’s empowerment. 
Below is a presentation of these common strategies, which were identified 
as successful for gender mainstreaming by the WEGE core group.

1) Make gender a priority 
 DIGNI provided the impetus for partner organizations to prioritize 
this issue and, in turn, cause projects to reflect a gender approach. (MAN-E)

 All the participants invited into WEGE were asked at the begin-
ning whether they had the time and resources to take part in the activities 
the programme required. The participants were expected to follow-up on 
their activity plans, report on their work two or three times a year, receive 
visitors annually, and participate in the annual WEGE seminars. 

Successful strategies for gender mainstreaming 

1) Make gender a priority 
2) Involve and commit leaders
3) Involve men and women
4) Never work alone – create a team
5)	 Understand	the	context	you	are	working	in,	and	do	a	
 gender analysis
6) Take the role of religion seriously
7) Use a ‘bottom-up’ approach
8)	 Be	flexible	and	allow	room	for	experimenting
9) Spend time on sensitization and competence building
10) ‘Not pressure, but a light push’ – gender main-
 streaming as a long-term, continual process
11) Planning for change makes change possible
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The participating organizations in Norway also had to take part in the 
meetings of the steering committee. The projects involved in WEGE 
would receive a small amount of money for their gender-mainstreaming 
activities annually. In addition, travel expenses were covered. All extra 
costs had to be paid by the participating organizations and projects. Mak-
ing the expectations clear up front and asking if certain sacrifices could be 
made allowed the WEGE activities to be a priority during the programme 
period.

 When the gender issue was opened up for discussion many people, 
both men and women, turned out to be very engaged in the issue. (NLM) 

2) Involve and commit leaders at both the community and organi-
zational levels
At least one of the two representatives from each project in WEGE had a 
leading position within the project or organization. Furthermore, a com-
mon development for many of the projects was to involve the top leaders 
within their organization during the WEGE programme period. In some 
cases, top leaders were provided with special training sessions on gender 
issues. In other cases, leaders became part of the WEGE committee. The 
projects and organizations saw that in order to create change, leaders had 
to be sensitized and informed about gender equality work, because with-
out their support not much would be achieved.

 After NLM had committed to the WEGE program, it turned out 
however that the leaders of the department and of NLM had perceived the 
program as working basically with gender issues in development projects, 
and not in our own organization. There was no local ownership of that part 
of the program, so all initiatives in that direction were seen as outside pres-
sure on the organization, and consequently perceived negatively. (NLM)

3) Involve men and women
A common ingredient in most of the initial activity plans for the projects 
in the WEGE programme was a dominant focus on women. These were 
activities such as income generating activities, vegetable gardens, stove 

making and soccer tournaments for women. With time, the projects also 
turned their attention to men, both in project activities and in sensibiliza-
tion and training. One example is the flower committees in Combaya, 
Bolivia. In these committees, both men and women were involved. The 
women were the ones leading the groups and selling the flowers, but men 
participated in decision-making and were in that way informed about the 
flower production activities. This was perceived as important for the fu-
ture development and success of the project:

 For the sustainability of the 
gender focus promoted in community 
projects, it is important that men par-
ticipate in events that treat gender is-
sues, those related to human rights and 
those derived from the new State Politi-
cal Constitution, which stresses gender 
equality and empowerment. (MAN-B) 

4) Never work alone 
– create a team
At the very start of WEGE, two per-
sons from each project were asked 
to be in charge of the WEGE activi-
ties. These two persons received the 
same competence base from follow-
ing the WEGE programme, and sup-
ported each other in the daily work for 
women’s empowerment and gender 
equality. In almost every WEGE-sup-
ported project, however, this group 
of two expanded into bigger groups. 
The groups have had different names 
across projects, like WEGE team, 
WEGE committee, or Gender com-
mittee. They also have served different 

The WEGE team in MAN-E was important for 
raising awareness on gender equality 

within the organization. 
PHOTO: Heidi Holt Zachariassen

Both	men	and	women	were	part	of	the	flower	
committees in Combaya, Bolivia.

PHOTO: Arild Vik
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functions, but they all were established after WEGE initiated a stronger 
gender focus in all the projects. 
 Although different in functionality and composition, the WEGE/
gender teams proved to be instrumental to the success of raising aware-
ness on gender equality and improving the situation for women. At the 
organizational level, where FLM and MAN-E had their team, the team 
were important for planning activities and for including the whole or-
ganization in the work. The participation of leaders in the organizations 
helped to legitimize the groups’ work on gender mainstreaming.
 
 Internal discussions of how to work the overarching theme of gen-
der equality began with the formation of a transitional institutional gender 
team that operated in 2008 and 2009. This stage was very important and 
strategic for acquiring knowledge, developing skills and managing tools for 
planning, analysis and evaluation, which should be extended to all members 
of every MAN-E department. The team was required to prepare a medium 
and long-term plan for training to meet this goal. (MAN-E)

 At the community level, where the other WEGE/gender commit-
tees functioned, these committees were important for pushing the project 
activities ahead and making sure that they included a stronger gender 
perspective.
 By having persons from different domains of work within the 
WEGE/gender committees, a stronger gender approach also spread to 
other projects. Although distinct, the WEGE/gender committees evolved 
out of a need to gather strength and wisdom, but perhaps even more im-
portantly to involve both men and women in the work for gender equal-
ity. The committees created ownership of the process and were looked 
upon as instrumental for the sustainability of the promotion of women’s 
rights and gender equality in the work ahead.

5) Understand the context you are working in and do a gender 
analysis
To empower without analyzing gender relations is to sustain injustice and 
inequality. (MAN-E)

 All the projects except for one were already established and ongo-
ing at the time the WEGE programme started. This meant that the project 
workers already knew the context where the work took place. Despite this 
pre-existing knowledge, all participants in the WEGE core group were 
asked to do a gender analysis of their projects.  This contextual knowl-
edge, in addition to that acquired by doing gender analysis, provided a 
solid foundation for future gender-mainstreaming work and the develop-
ment of the WEGE activity plan for each project. Awareness of context 
was also important for identifying the right strategies and activities for 
gender mainstreaming in the projects both at the community and or-
ganizational levels. For many, it was important to identify the right entry 
point. At the community level, starting with activities that would provide 
an income, food, or meet other practical needs, was a strategy chosen 
by almost all community-based projects, knowing that this would work 
as a ‘door opener’ for sensitization work later in the process. For some 
projects, contextual knowledge of communities and organizations was 
also decisive for choosing to engage the organizational level at an early 
stage in the WEGE process. Sensitization, training, and dialogue with 
leaders were strategies chosen for this purpose. 
 Knowing the context was also important for choosing the method 
for introducing issues of women’s empowerment and gender equality. A 
widely used strategy was to emphasize the importance of equal participa-
tion and gender equality for the sake of development.

[...] the challenge we face: WEGE is taken as an instrument for spreading 
homosexuality and other vices and encouraging the ordination of women, 
[...]. We then had to explain and make clear patiently that our final goal is 
development not changing structure or introducing divisive idea[s] in the 
church. (FLM) 

 Although the contexts of the projects were well known to most in-
volved in the WEGE work, and everybody had undertaken gender analy-
sis, four participants chose to do their own baselines or ‘diagnosticos’ of 
their organizations or community-based projects in order to get the ‘full 
picture’ regarding the gender equality situation. As one participant said: 
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 The conclusions of the baseline study demonstrate that the WEGE 
project’s hypothesis related to women’s empowerment and income genera-
tion is correct. It has strengthened the project’s development. (MAN-B)

 For MAN-E, the baseline changed the focus of the work: This 
[baseline] led us to build awareness on gender among the institution’s work-
ers and community leaders. As a result, the issue was not addressed in the 
area of programs and projects but rather throughout the organization, and 
communities have opened spaces for working on the issue. (MAN-E)

6) Take the role of religion seriously
Religion became an increasingly important issue for all projects and or-
ganizations during the WEGE programme period. All projects and or-
ganizations were church or faith based, and connecting theology to gen-
der issues became central to all in one way or another.

 There have not been any theological barriers to work on gender with-
in the Mission Alliance. Still it has been important for us to have a theologi-
cal basis for our gender perspective. First of all it is important to tie our work 
on gender to our organizational identity. Gender is not an agenda that is 
imposed on us by Norad or Digni. It is in our own interest to work on gender 
to be faithful to our overall goals of promoting justice, fighting poverty and 
building the kingdom of God. It is an intrinsic part of loving our neighbors 
and being good stewards. (Mission Alliance)

 The participants in WEGE work in contexts where religion is fun-
damental to how people live their lives. It is decisive for attitudes, the 
assignment of gender roles, power relations, norms, and value systems: 
 
 Traditional patterns of male-female relationships and the roles that 
each one assumes in the family and social structure are generally assumed to be 
normal, natural and part of Christian conduct, without needing to be reviewed 
or questioned. Christian education is aimed at forming women as wives and 
mothers. Messages reinforce women’s duties and obligations with regard to 
men, reinforcing subordination in the couple and family in general. (MAN-E)

 In some of the churches, there were 
structural hindrances to gender equality. For 
example, female pastors were not allowed in 
some churches. As WEGE focused on the 
development projects of the churches, however, these projects became a 
door opener for discussing gender issues within the church itself. Religion 
became a challenge that had to be addressed in order to make any changes 
at all. This was done in different and often creative ways. For some, the use 
of Bible texts was one way to begin the conversation on women’s rights 
and gender equality. Bible texts were used as a starting point for discus-
sion and sometimes dramatized to provide a clear illustration of a topic. 
This would often spark personal and communal reflections followed by a 
discussion.
 
 Theology with a gender perspective has had a positive influence with-
in churches that are local MAN-E counterparts; it has allowed members to 
review their actions. (MAN-E)
 (…) we concluded that we needed to work with a stronger emphasis 
not only on using Biblical texts to support fighting for women’s rights and 
equality but also that we needed to emphasize presenting Jesus Christ. 

Receiving support from the religious 
leaders and the church created 

legitimacy for and acceptance 
of gender equality. 

PHOTO: Kristian Larsen
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He is the only one able to change hearts, lives and preconceived notions and 
to allow men and women to relate to one another free of selfishness and the 
desire to oppress or harm one’s neighbor. (ICEL)
 
 In some contexts, it was important to distinguish between reli-
giously- and culturally-based customs. Involving different religious lead-
ers in a dialogue about harmful traditional practices, and what holy texts 
have to say about them, showed that culture was more decisive than reli-
gion in upholding these practices. 

  Some harmful traditional practices are attached to religion especially 
at project level. In reality, no religion for example ordered female genital 
mutilation. In order to break such thoughts different training packages and 
experience sharing programs are needed. (EECMY, Rayitu)

 To include religious figures and work within the church structure 
itself became increasingly important for many. Receiving support from 
the religious leaders and the church created legitimacy for and acceptance 
of gender equality. If the leaders were not ‘with you’, the whole develop-
ment of the project would be in jeopardy. 

 In all our first activities also, we became conscious that we need to co-
operate with the Synod Presidents if we intended to reach all FLM  members 
in the local church. We learned that year that the most important thing for 
the moment is to sensitize, to raise awareness on the need for men and also 
women to consider women’s skills and knowledge in the development works 
and in the life of the church. (FLM)
 Theology/religion positively influence the WEGE work, because gen-
der discrimination is deep rooted in theology/religion, and attitudinal change 
in this institution is helpful in gender mainstreaming. (EECMY, Ghimbi)
 
Religion was an obstacle for discussing women’s rights and gender equality 
in some situations, but it also initiated a creative and accessible way to talk 
about these issues both at the community and organizational levels. 

7) Use a ‘bottom-up’ approach
The WEGE funds were to be used on projects that already were granted 
funding from Digni. It was important for WEGE to gather experience on 
‘how to apply a stronger gender perspective‘ in already running projects. 
It was assumed that all activities would take place within the pre-existing 
project activities at the community level. What became a common de-
velopment for almost all the projects, however, was that the gender focus 
spread from the community level to organizational level within the part-
ner organizations:
 
 The program started at the project level has revealed the importance 
of WEGE work within the organization and the need of further attention in 
the whole organization for better results and progress. (EECMY, Rayitu)

 Thanks to achievements made, the project model is gradually ex-
tending to other areas of intervention by the organization with budgets for 
income-generating programs. (MAN-B)

 The change of focus from the project level to the organizational 
level has also created some tensions and challenges. Although all organi-
zations have been affected by the gender equality work at the community 
level, not all of them have been willing to address it at the organizational 
level during the WEGE programme period: 

 This WEGE work method was applied in both of our organizations, 
namely the Education Project and church. It is necessary to clarify that, 
within the church, we worked with full freedom on the ground (among the 
different group members), not at the directorate level, where members of the 
church were reluctant to handling topics of rights and gender equality, con-
cerned that this could cause rebellion against the church structure. (ICEL)

 Unintentionally, the focus on women’s rights and gender equality 
spread from the project level to the organizational level. It had a ‘bottom-
up effect’. There may be many reasons for this, but the good practical re-
sults achieved at the project level may have had a ‘contagious’ effect at the 
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organizational level. One might say that they have ‘legitimized’ discussing 
gender equality issues at the organizational level. Meeting practical needs 
at community level became a good entry point for addressing strategic 
needs and lift the work for women’s empowerment and gender equality to 
the organizational level. 8 

8) Be flexible and allow room for experimenting
A gender-mainstreaming process has to allow room for trial and error. 
There is no fixed toolbox for doing gender mainstreaming. It will look dif-
ferent in every context. In the case of many of the projects that were part 
of WEGE, moving from activities with a focus on women to sensitization 
on gender roles and gender equality developed over time.

  In the meantime, we realized that in the first year the WEGE works 
were apart from those of the Use Your Talents (UYT) project with which it 
should be integrated. This discovery led us to change our plan and to open 
the team not only to the responsible of the UYT but also to other projects 
and programs.[…] Then we added to our plan: training for trainers for all 
members of the team in the Synods and for each Synod a WEGE antenna 
who will be a Synod WEGE trainer with the FANILO coordinator. All par-
ticipants were expected to work for the spreading of WEGE philosophy in 
their Synod or office. (FLM)

 There were some changes through the process of WEGE planning and 
implementation of the last three years. Plan 2007 was focused mainly on 
both soft and hardware components. But, after the  WEGE annual visit and 
meeting in 2008 the project has given high attention to software component. 
For example, in plan 2008 the project has planned and implemented hard-
ware activities like Model house construction, hand crafts and fuel stove 
construction. But, these were omitted from plan 2009 and 2010 and synod 
leaders and DASSC senior staff, were included in the plan. More attention 
was given to the sensitization of community, government workers, synod 
leaders and DASSC Senior staff. (EECMY, Rayitu)

 Within the gender-mainstreaming process, unforeseen challenges 
often arise that must be addressed. Therefore room for flexibility is nec-
essary. As described above, religion became an issue that most of the 
projects taking part in WEGE had to face. In most activity plans, different 
ways of working with religion in relation to gender issues were identified. 
 The hope for change is embedded in the gender-mainstreaming 
process. Giving room for experimenting and being flexible in terms of 
expanding the scope and modifying activities is necessary in order to help 
facilitate that change.

9) Spend time on sensitization and competence building
During the WEGE programme, there was a shift in activities and scope 
for some of the projects that received WEGE funding. The ones whose 
activities mainly involved investments targeted towards women adapted 
some of their activities to focus more on training and sensitization. In the 
Rayitu project in Ethiopia (EECMY NLM), this was called going from 
“hardware to software”. 
 In order to achieve real changes in attitudes and behaviours regard-
ing women’s rights and gender equality, sensitization and training pro-
duced the best long-term effects. 

 We learned that year that the most important thing for the moment 
is to sensitize, to raise awareness on the need for men and also women to 
consider women’s skills and knowledge in the development works and in the 
life of the church.(FLM)

 For some of the projects, the shift from hardware to software co-
incided with a shift from the project to organizational level (bottom up). 
The use of concrete results from the project level was seen as an efficient 
way of creating sensitization and awareness building in leaders of the or-
ganization. 

 Mainstreaming the gender approach has been a complicated and 
greatly challenging process, because one must integrate the approach 
into analysis, planning, performance, personnel policies, monitoring and 

8) The ’bottom up approach’ is further discussed in Zachariassen, Heidi Holt: “From the bottom up: lessons 
about gender mainstreaming in the Andes from Digni’s WEGE programme” in in Gender and Development, 
vol.20 Issue 3, November 2012
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evaluation. Experience shows that to promote equality effectively, it is nec-
essary to develop the approach at all levels, and to make progress in this 
regard, awareness-building must be continuous, gradually progressing from 
sensitization to conceptualization and the analysis of relationships of power 
and violence. (MAN-E)

 When doing awareness building and sensitization on gender equal-
ity issues, many of the partner organizations involved in WEGE devel-
oped their own training material or adapted material to fit their context 
and needs. For many, the use of participatory methods was an efficient 
way to involve many people, both men and women. By using these meth-
ods, gender issues could be introduced by using examples that everyone 
could relate to instead of simply presenting ideas theoretically. This ap-
proach facilitated dialogue in which all participants, regardless of their 
position in society, had equal voice.

 
 

10)  ‘Not pressure, but a light push’ – gender mainstreaming as a 
long-term, continual process
In order to be flexible, allow room for experimenting, and have time for 
sensitization, awareness raising, and capacity building; the time factor for 
doing gender mainstreaming is essential. It is necessary to have a long-
term perspective.
 In the WEGE programme, this was evident for different reasons. 
One reason is the time it takes to understand what gender mainstream-
ing is and what it requires in practice. For many of the participants in 
the WEGE core group, gender mainstreaming and other concepts such 
as empowerment and gender equality were new. It took some time for 
them to acquire a real understanding of these concepts and identify ways 
to turn these theoretical concepts into practice. Identifying the right ac-
tivities in a certain context was important, and for many this became a 
‘journey of learning’ how to do gender mainstreaming in practice where 
the long-term time factor allowed for trial and error and the process of 
discovering the best approach along the way. 

 At the beginning of WEGE we thought that gender mainstreaming is 
incorporating women in the implementation of the project so as to empower 
them economically and to involve them in development activities. But after 
we have had different training on gender mainstreaming conducted by a 
Gender expert our understanding was changed. We understood that gender 
mainstreaming is incorporating and addressing gender issues in all develop-
ment policies and projected programmes at all levels, starting from plan-
ning, implementing, to monitoring and evaluation. As a result the target 
community accepted the issue of gender equality. (EECMY, Ghimbi)

 Another reason for why time was so important was that time also 
played a significant role in achieving changes within the projects and or-
ganizations involved. Bringing up issues of gender equality and women’s 
empowerment affects people’s picture of gender roles and values within 
a society. It takes time to make people aware of gender inequalities and 
even more time is need in order to change people’s attitudes and conduct. 
 

When doing awareness building and sensitization on 
gender equality issues, many of the partner organizations 
involved in WEGE developed their own training material or 

adapted	material	to	fit	their	context	and	needs.	
PHOTO: Arild Vik
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 The project has developed slowly, since it involves building awareness 
among individuals and within the organization of how gender inequalities 
affect us and how we are part of these practices either directly or indirectly.
(MAN-E)

 At the beginning of WEGE the community hesitated even to hear 
about the issue of  gender equality since inequality persists down from gen-
erations. But, gradually after different training and experience sharing the 
attitude and belief of most of the community changed. (EECMY, Ghimbi)

 There were significant differences between the projects in terms of 
how much was accomplished during the three-year programme period. 
For some, much had been achieved during a short period of time; for oth-
ers the work for gender equality and women’s empowerment had merely 
just begun.

 The gender work of NLM didn’t start until the end of the WEGE pro-
gram, and has therefore not made full use of the opportunities within the 
program. But some top leaders have attended WEGE seminars arranged 
by DIGNI, and the program has ensured a continuous focus on the issue. 
(NLM)

 Despite how much had been achieved during the WEGE pro-
gramme period, the work that had started in each project and organiza-
tion would need more time to reach the goal of gender equality. Many of 
the WEGE participants saw taking part in WEGE as merely the beginning 
of a much longer process.

11)  Planning for change makes change possible 
Introducing the issue of women’s empowerment and gender equality 
means asking for change. 
 It is easy to only focus on the process leading up to the change 
and to forget to accommodate for making change possible. As said above, 
working to mainstream gender is a long-term process. It is important to 
plan for this process and have the means and commitment to follow-up 

on the work that has been started to see the change through.

 We are now at a point where the idea of gender equality starts to 
be known and the leaders of the church begin to adopt WEGE philosophy. 
Besides, the team in the Synods needs materials and support and their work 
should be followed up if we aim to reach the people in the grassroots.(FLM)

 To plan for change makes change possible. This strategy together 
with the strategies described above, made change possible in the WEGE 
program. It is important to be persistent on your goal, but the ways in 
order to get to your goal can be many and it is important to find the ones 
that works in each context. 

Concluding remarks

Many of those strategies for gender mainstreaming – strategies that have 
been identified since gender mainstreaming was coined as the most im-
portant mechanism for fulfilling the commitment to the Beijing Platform 
for Action in 1995 – were found to be useful by the WEGE programme.  
Moreover, the experiences and lessons learned from our own work have 
given some new and valuable insights, dimensions, and strategies for gen-
der mainstreaming work.  We would like to highlight:  i) the usefulness 
of using WEGE teams; ii) applying the ‘bottom up approach’ to ensure 
a good entry level, iii) and the importance of taking religion seriously.  
These three dimensions gained through the programme represent exam-
ples of knowledge that give nuance and add to previous knowledge.  We 
also learned that there is not ‘one right way’ of doing gender mainstream-
ing. Some strategies work in one context or at one period of time whereas 
others work well in other contexts or time periods. It is essential to have 
knowledge about different strategies that have been identified and proven 
by others to be useful, but at the same, it is also crucial to be open to new 
strategies. The combination of using experience-based knowledge and 
being open and flexible to different strategies will increase the success of 
gender mainstreaming work. 
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B. What we learned from WEGE as a 
programme for competence building on 
gender mainstreaming

This part of the chapter is sharing some of the strategies that were good 
for running the WEGE programme. These strategies are based on the line 
of work that Digni works through as an umbrella organisation where the 
work goes through Digni’s member organisations and their partners. For 
a more detailed description of the set up of the programme see chapters 
3 and 4.

1) A clear structure – the WEGE programme 
The structure of the WEGE programme was made prior to its start. It  
was based on the line of work that Digni usually works through, but also 
involved the Digni secretariat. As WEGE wanted to work with both mem-
bers in Norway and partners abroad, but in different ways, two separate 

areas of work were delineated within the programme that would intersect 
at certain times and together fulfil the common goals. These were the 
WEGE core group as one group and all Digni member organisations as 
the other group. 
 Having a clear structure of the programme from the start made it 
easy for the participants, both the WEGE core group and the other Digni 
members , to understand in what way they would be involved. The expec-
tations towards participation were also mediated through this model sig-
nalling that the WEGE core group were expected to participate more than 
the rest of the Digni members. Including all the Digni members in the 
structure, however, signalled that these were also part of the programme 
and were expected to participate.
Having a clear structure also helped Digni define different working strate-
gies towards the different groups of participants. This was very helpful for 
the planning and execution of the programme.

2) Clear goals and defined means to reach them: competence build-
ing and learning
Goals for WEGE as a competence building programme were defined 
from the start. These goals guided the way the programme was structured 
and specified the means to reach them: competence building and learn-
ing. In the two parts of the model, the WEGE core group and the Digni 
member group, competence building on gender mainstreaming would be 
universal to all. The WEGE core group would produce knowledge based 
on the experiences made in the projects that would be used to educate all 
Digni members.

3) Leader involvement from the start
The secretary general in Digni initiated women’s empowerment and 
gender equality as the theme for a competence-building programme for 
Digni member organizations and partners. Throughout the WEGE pro-
gramme period, the secretary general took active part in the programme. 
He led the WEGE steering committee in Norway, was part of the WEGE 
core  group and took part in project visits and annual seminars abroad. 
This involvement was essential for the status of the programme and 
signalled to all Digni member organisations that working for women’s 
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empowerment and gender equality should be a prioritized area for all.

4) Prioritized and embedded in Digni
WEGE was made the main competence-building programme offered 
by Digni. Three years were reserved for the programme and a budget of 
NOK 1 million was earmarked every year during this period. An almost 
full-time WEGE position was established, and the programme leader was 
an adviser with gender equality competence already working in Digni. In 
Digni, an internal WEGE working group was established consisting of the 
Secretary General, an adviser in Digni, and WEGE leader.
 By running the WEGE programme in Digni the competence build-
ing that took place during the programme period would also be compe-
tence building for the Digni secretariat as they would follow the devel-
opment closely. This made it easier to make gender a crosscutting issue 
for all the work within Digni and through the work funded by Digni. In 
addition, the WEGE working group within Digni was a support for the 
project leader and a forum for discussion on the development of WEGE.

5) Work with a small group
Working with a relatively small group (3 Digni members, 6 partner or-
ganisations and their projects) made WEGE manageable. With steering 
committee meetings, project follow up and visits, annual experience 
sharing seminars and seminars in Norway, there was a lot to administer. 
In addition, as the learning aspect was very important for WEGE, there 
experience from the work in the WEGE core group produced much ma-
terial to analyze.

6) An involved steering committee
The steering committee was important for mainstreaming gender through 
the whole line of work in Digni. The member organizations taking part 
in the committee could give important feedback to the process from their 
point of view, and in addition, they had direct contact within their own 
organization and with their partners abroad. The development of WEGE 
was very much informed by the steering committee. This was especially the 
case when choosing topics and the mode of work for the annual seminars.

7) Use of running projects
Using running projects in Digni’s portfolio in WEGE was a good strategy 
for several reasons. First of all, ownership was already established as these 
projects had been running for a while. In addition, the project workers al-
ready had contextual knowledge which was important for how the WEGE 
component was shaped to fit into the project, as discussed above. Second, 
the experience and learning achieved from the gender mainstreaming 
work in these projects had the potential of becoming more relevant as 
it was acquired from work in existing projects and not from a project 
constructed for the WEGE programme only. As the projects already had 
their own structure, staff, and leadership, the work began through WEGE 
had a greater chance of being sustainable.

8) Gender analysis from the start
The projects taking part in WEGE conducted a gender analysis before ac-
tion plans were made for gender-mainstreaming the projects. In this way, 
‘gender lenses’ were used from the start. Combined with the pre-existing 
contextual knowledge described above, gender analysis was helpful in 
identifying what measures should be undertaken to strengthen women’s 
position and accomplish the goal of gender equality in each project.

9) Freedom and flexibility
Each partner organization, which was represented by two persons, had 
a wide latitude in shaping the WEGE component that would be part of 
the overall project invited into the WEGE programme. There were few 
criteria for what activities could be included. The reason for this was first 
of all to establish ownership of each gender-mainstreaming process. Also, 
as education was the goal for WEGE, the hope was that freedom would 
yield creativity and new ideas on how to do gender mainstreaming. 
 ‘Trial and error’ was allowed, as the process of finding the right 
gender-mainstreaming tools for each project and setting was also an im-
portant learning aspect for the WEGE program.

 DIGNI’s intervention in this process has been fundamental since the 
project’s beginning. It has facilitated the work, helping participating partners 
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to make our own decisions, with complete freedom, about how to empower 
women in each organization and allowing us to experiment, gradually gain 
experience and flesh out the need to address this complex and challenging 
topic. (MAN-E)

 This component of freedom and flexibility towards the projects 
included in the WEGE programme did indeed yield many new ideas on 
different ways to do gender mainstreaming. Also, it succeeded in setting 
up ownership of the process and garnered commitment from the partici-
pants towards the work in WEGE.

10) Clear expectations and close follow-up
Despite the freedom in shaping WEGE activities, clear expectations and 
close follow-up of the projects were required. Each project received NOK 
40 000 annually for their gender-mainstreaming activities. An annual ac-
tivity plan had to be handed in at the beginning of each year, which would 
show how the money would be used. 
 For the sake of learning as much as possible from the work in the 
six projects and the partner organizations during the WEGE programme, 
Digni asked permission to have direct contact with the projects and part-
ner organizations. This was accepted, and in this way Digni could keep 
close contact with projects and organizations involved during the WEGE 
programme period. 
 The close follow-up consisted of different types of activities. The 
internal WEGE group in Digni sent written comments on the annual ac-
tivity plans directly back to the WEGE responsible in each project. Three 
times a year, the activity plans were reported on directly to Digni. In ad-
dition to the biannual and yearly reports, the experience from the work 
on gender mainstreaming was shared orally with the rest of the WEGE 
core group at every annual seminar. The annual seminars were another 
way to follow-up on the projects and participants. Another important 
way to follow-up was the annual visits to the projects. It was possible 
to discuss challenges and other issues that had come up in the work for 
gender mainstreaming during these visits. The visits were also a crucial 
component of the educational aspect of WEGE. Those who came to visit 
acquired a better understanding of the project, and were therefore more 

able to provide an education based on the actual work they saw.
 DIGNI influenced WEGE work positively. The contact DIGNI has 
with the project is appreciable and helpful. The comments given by DIGNI 
during visits at project level and during annual meetings were remarkable 
in planning the WEGE work. The visit during the year was very encourag-
ing and fruitful for the practical information sharing and problem solving 
as well as for successful program implementation. This work is the start but 
not the end for the project. (EECMY, Rayitu)

 DIGNI provided the impetus for partner organizations to prioritize 
this issue and, in turn, cause projects to reflect a gender approach. DIGNI’s 
visits were encouraging and, not only did they provide monitoring for the 
project, but they also allowed us to learn from each other. In addition, the 
visit to a specific project (Combaya) evidenced the fact that, although con-
texts vary, the challenges remain the same but that, with women and men’s 
empowerment, the situation of inequality would improve. (MAN-E)

11)  A community of learning
The close follow-up through reports and feedback, visits and annual 
seminars, created a network between the participants in the WEGE core 
group. At the annual seminars, one of the main activities was the sharing 
of experiences as a way to learn from and inspire each other. The annual 
meetings also functioned as a source of support for the work undertaken. 
By learning about other projects’ challenges, how they were dealt with, 
and what came out of each project’s activities, a feeling of togetherness 
was created. 

 Sharing about projects among participating organizations has been a 
great contribution that allowed us to gain knowledge and become sensitized 
to situations more challenging than those in our own countries. (MAN-E)

 The annual meeting with other WEGE projects helped us to upgrade 
our knowledge of gender and to view gender issues cross-culturally.
 (EECMY, Ghimbi)
 The exchange of the different partner organizations’ experiences 
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influenced strategies for addressing the issue such as carrying out trainings, 
conducting projects for women that did not burden them and carrying out 
participative workshops to lead people to reflect on their fears, stereotypes 
and roles that have legitimized gender inequalities. (MAN-E)

12) An inductive approach to learning
The knowledge gained from the work in the WEGE core group was com-
municated to all Digni members  through seminars and therefore became 
a source of learning for all. This inductive approach, bringing learning 
from work in organisations and projects at grassroots level to Digni mem-
bers in Norway, was considered fruitful and inspiring and expanded the 
community of learning to all Digni members.

13) Vertical and horizontal involvement
In order to mainstream gender through the whole Digni system, the 
WEGE programme worked both vertically and horizontally.
 The WEGE programme was based on the whole line of work in 
Digni; from the Digni secretariat, to member organizations, partner or-
ganizations, and projects. This created a vertical line through the whole 
programme. 
 Within the WEGE core group was a horizontal line where all or-
ganizations involved, including Digni itself, had to come up with action 
plans, report on these, and share experiences with each other during the 
entire process.
 Another horizontal approach was through the member organiza-
tions in Norway. WEGE was supposed to reach all member organiza-
tions in Norway by appointing ambassadors for each organization and 
by arranging gender seminars for member organizations all through the 
WEGE programme period. The members in Norway were also targeted 
through measures on application and report forms. On all these forms, a 
question about gender equality was included. Also, for new applications, a 
gender analysis had to be undertaken as part of context analysis in project 
documents. By working both horizontally and vertically, it was possible 
to increase the focus on gender equality issues in different arenas using 
experience acquired through WEGE as an inspirational factor for change.

C. Reflections on points of improvement

During three and a half years of work, WEGE accumulated much experi-
ence. All in all, the feedback from those involved in the programme was 
very positive. There are certain aspects of the programme, however, that 
could be improved. By presenting these areas for improvement, the hope 
is that others in the future might avoid these pitfalls.
 The scope of work for WEGE was broad. Digni wanted the pro-
gramme to include and involve all member organizations. At the same 
time, it saw a need for narrowing the scope when it came to “gender 
mainstreaming in practice”, where only three member organizations and 
six partners were directly involved. The hope was that learning from 
this small group could be used for experience sharing and competence 
building for all Digni member organizations. At the beginning, there 
was extensive focus on awareness raising and competence building in 
the member organizations in Norway. Several seminars were arranged 
and a baseline survey was undertaken and presented. An ambassador for 
each organization was appointed that would have a special responsibility 
in taking part in WEGE seminars and sharing the information with col-
leagues in each organization. As WEGE progressed and a lot of time and 
energy was spent on the partners and their projects abroad, there was less 
time to follow-up on the member organizations and the ambassadors in 
Norway. Also, attendance at the WEGE seminars diminished and a pos-
sible ‘gender fatigue’ among the member organizations was suspected to 
have set in. 
 Expecting that all members would maintain the same level of in-
terest over three and a half years was perhaps ambitious. Digni member 
organizations are not a homogeneous group. Some have enough staff and 
resources to dedicate to such a programme, while others do not. Never-
theless, we see that in the project portfolio at Digni, there is an increase 
in projects to improve women’s life situation and gender equality and that 
plans for many more projects have been undertaken with much greater 
knowledge about ‘what it takes’ to create gender-sensitive projects and 
how both women and men can be better involved. For future programmes 
on gender mainstreaming, it is advisable to start small, with just a few 
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organizations and projects, instead of trying to reach all at the same time. 
A long-term perspective is important, as well as the understanding that 
gender-mainstreaming work goes through different phases where some 
organizations are more involved at certain times, and that this can shift 
over time.
 In the planning phase of WEGE, there was a discussion on how 
many different countries and continents should be involved, as this would 
affect the number of languages and contexts the work should be done in. It 
was decided that, despite the challenges identified by working in different 
languages (mainly English and Spanish) and different continents (Africa 
and Latin America), the partners in these countries would be invited to 
join. During the WEGE programme period, and also when evaluating the 
programme with the participants, the issue of language and communica-
tion came up. Participants saw that the opportunities to learn from each 
other could have been even greater if they could have communicated di-
rectly. For future programmes, communicating through a limited number 
of languages would be recommended. 
 In order to work as efficiently as possible and to learn as much as 
possible from the six partners and projects taking part in WEGE, Digni 
asked the three member organizations cooperating with these partners 
permission to have direct contact during the WEGE programme period. 
This was agreed upon. When evaluating the programme, there were dif-
ferent views on how well this direct contact had worked out. From the 
perspective of the partner organizations, having direct contact with Digni 
was a very positive experience. This was an inspirational and motivational 
factor for their work, and made them feel like they were equal partners in 
the project. Among the Digni member organizations, however, there were 
split views on how well this had worked. Lack of information and owner-
ship of WEGE were the factors most problematic. It was mostly the Nor-
wegian representatives from the Digni member organizations working 
with the local partners who had expressed a problem with this, but it was 
also sometimes those in the partner organizations that did not take part in 
WEGE. For Digni, it was very fruitful to have direct contact with partner 
organizations and projects, in terms of accumulating practical knowledge 
on gender mainstreaming. Yet the lack of ownership and information was 
experienced by some, and seen as negative. Therefore, information must 

be a top priority in future work. Information should be available to eve-
ryone involved in a programme: to those managing the programme and 
also to those taking part directly in the programme, such as the steering 
committee. A different way of working with the Norwegian representa-
tives and the partner organizations abroad should also be investigated.
 When designing activity plans for each of the six projects taking part 
in WEGE, it was stressed that the measures to mainstream gender into the 
projects should function as a part of already planned activities, instead of 
introducing new ones. In spite of this, it was difficult to avoid adding some 
new activities. This created extra and sometimes problematic demands on 
the project staff. Previous experience from gender-mainstreaming efforts 
shows that many resources are necessary to achieve results and that this 
creates an extra workload. This is difficult to avoid, but by focusing on 
mainstreaming gender equality measures into pre-existing activities, this 
workload could be eased to some extent.
 As WEGE was a time-limited programme spanning three and a 
half years, it was decided that programme reporting was not to follow 
Digni’s usual reporting routines. The routines for WEGE were eased a bit, 
and different forms for reporting (both for narrative and fiscal reports) 
were used. It was not necessary to use an accountant when reporting on 
finances. By not employing the standard reporting routines, there was 
some confusion about deadlines. It was also discovered that the WEGE 
activities were reported on per se and in that way were not included with 
the other project activities. For some, double reporting was an issue, as 
there was one form for the WEGE work and one for the rest of the project’s 
work. Omitting the demand for the use of an accountant when reporting 
is not recommended, as this could have created room for corruption. For 
the future, it is better to use the same standards and reporting routines 
both on narrative and fiscal reports.
 Although there is room for improving WEGE, the programme 
worked well overall. Much was learned from the experience, which 
strengthened the commitment to continue the work for women’s rights 
and gender equality.
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need to be worked on further. Engaging with religious leaders and faith-
based organizations, and convincing them to commit to gender equal-
ity and women’s empowerment, as well as motivating change in partner 
and member organizations were two important results of the WEGE 
programme. The work with religious leaders and organizations calls for 
a long-term continual process and commitment. There is a need to sus-
tain what has been accomplished, to celebrate the results, to learn from 
mistakes, and most of all to further develop and maintain commitments 
to gender equality. There is a need to nurture the changes that have been 
sparked so that they become sustainable and make a real impact to the 
lives of women and men.
 After a three-year period the WEGE programme as such is end-
ing, but the gender focus at Digni will be maintained through a variety 
of other measures. Ensuring that gender equality is mainstreamed and 
integrated into the different areas of work at project and organizational 
levels will be focused on in the future. Linking rights and gender as well 
as further exploring rights-based approaches to development will be em-
phasized. Likewise, efforts to strengthen the focus on the environment 
will also entail women’s empowerment and gender equality issues.

CHAPTER 6

The way forward

WEGE has been a journey of learning. All the work undertaken by men 
and women at the community level, in partner organizations, member or-
ganizations, and at Digni, represents experiences and knowledge that has 
to be further communicated and shared. In addition to documenting the 
work, the hope is that this report can be used as a tool and an inspiration 
for future work on women’s empowerment and gender equality.  
 WEGE initiated and strengthened processes of change in projects 
and organizations. Some goals and objectives were met whereas some  
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The Oxfam Gender Training Manual, 
Oxfam	UK	and	Ireland,	1994.
http://policy-practice.oxfam.org.uk/publications/the-
oxfam-gender-training-manual-141359

A manual for gender audit facilitators; the ILO participa-
tory gender audit methodology, 
International Labour Organisation, 2007. 
http://www.ilo.org/dyn/gender/docs/RES/536/
F932374742/web%20gender%20manual.pdf

Cummings, Sarah, van Dam, Henk and Valk, Minke: 
Gender training; the source book. 
Royal Tropical Institute, 1998.

UNDP Learning and Information Pack, Gender Main-
streaming (draft), 
September, 2000 
http://www.gdrc.org/gender/mainstreaming

Chege, Rose:
A curriculum for the training of trainers in gender main-
streaming, African Women’s Development and Commu-
nication
Network, 2007. 

http://www4.worldbank.org/afr/ssatp/Resources/HTML/
Gender-RG/Source%20%20documents%5CTraining%20
materials/TRGEN1%20Femnet%20Gender%20Main-
streaming%20TOT.pdf

Hunt, Juliet:
“Understanding gender equality in organisations: A tool 
for assessment and action” 
Development Bulletin, No 51, March 2000. 
www. inc lus i vewash .o rg .au/L i te ra tu reRet r ieve .
aspx?ID=68102

Source Book on Concepts and Approaches Linked to Gen-
der Equality
OECD, DAC
http://www.oecd.org/social/genderequalityanddevelop-
ment/31572047.pdf

Introductory Gender Analysis & Gender Planning Training 
Module for UNDP staff.
http://info.worldbank.org/etools/docs/library/192862/
introductorymaterials/Glossary.html
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Useful web sites 

UN Women: www.unwomen.org

UN Convention on the Elimination of all forms of Dis-
crimination against Women (CEDAW): www.un.org/wom-
enwatch/daw/cedaw
1

UNDP: www.undp.org/content/undp/en/home/our	work/
womenempowerment/overview.html

Beijing Declaration and Platform for Action: www.un.org/
womenwatch/daw/beijing/platform

Instraw: www.un-instraw.org

BRIDGE: www.bridge.ids.ac.uk 

Eldis: www.eldis.org/go/topics/resource-guides/gender

International Women’s Tribune Centre: www.iwtc.org/42.
html

The Association for Women’s Rights in Development 
(AWID): www.awid.org

Genre en Action: www.genreenaction.net

Gender and Development Journal: www.genderand 
development.org

Norad:www.norad.no/no/tema/menneskerettigheter/
kvinner-og-likestilling

Glossary

Gender refers to the roles and responsibilities of men and 
women that are created in our families, our societies and 
our cultures. The concept of gender also includes the ex-
pectations held about the characteristics, aptitudes and 
likely behaviours of both women and men (femininity and 
masculinity). Gender roles and expectations are learned. 
They can change over time and they vary within and be-
tween cultures. Systems of social differentiation such as 
political status, class, ethnicity, physical and mental dis-
ability, age and more, modify gender roles. The concept 
of gender is vital because, applied to social analysis, it re-
veals how women’s subordination (or men’s domination) 
is socially constructed. As such, the subordination can be 
changed or ended. It is not biologically predetermined nor 
is it fixed forever.

Sex describes the biological differences between men and 
women, which are universal and determined at birth. 

Gender Analysis is the collection and analysis of sex-dis-
aggregated information. Men and women both perform 
different roles. This leads to women and men having dif-
ferent experience, knowledge, talents and needs. Gender 
analysis explores these differences so policies, programmes 
and projects can identify and meet the different needs of 
men and women. Gender analysis also facilitates the stra-
tegic use of distinct knowledge and skills possessed by 
women and men. 

Sex Disaggregated Data is data that is collected and pre-
sented separately on men and women. 
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http://www.norad.no/no/tema/menneskerettigheter/kvinner-og-likestilling
http://www.norad.no/no/tema/menneskerettigheter/kvinner-og-likestilling
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Gender Equality means that women and men have equal 
conditions for realizing their full human rights and for 
contributing to, and benefiting from, economic, social, 
cultural and political development. 
 Gender equality is therefore the equal valuing by 
society of the similarities and the differences of men and 
women, and the roles they play. It is based on women and 
men being full partners in their home, their community 
and their society.  

Gender Equity is the process of being fair to men and 
women. To ensure fairness, measures must often be put in 
place to compensate for the historical and social disadvan-
tages that prevent women and men from operating on a 
level playing field. Equity is a means. Equality is the result.

Empowerment is about people -both women and men- 
taking control over their lives: setting their own agendas, 
gaining skills, building self-confidence, solving problems 
and developing self-reliance. No one can empower an-
other: only the individual can empower herself or himself 
to make choices or to speak out. However, institutions 
including international cooperation agencies can support 
processes that can nurture self-empowerment of individu-
als or groups. 

Gender Division of Labour is the result of how each society 
divides work among men and among women according to 
what is considered suitable or appropriate to each gender. 

Women in Development (WID) The WID approach aims 
to integrate women into the existing development proc-
ess by targeting them, often in women-specific activities. 
Women are usually passive recipients in WID projects, 
which often emphasize making women more efficient 
producers and increasing their income. Although many 

WID projects have improved health, income or resources 
in the short term, because they did not transform unequal 
relationships, a significant number were not sustainable. A 
common shortcoming of WID projects is that they do not 
consider women’s multiple roles or that they miscalculate 
the elasticity of women’s time and labour. An other, is that 
such projects tend to by blind to men’s roles and responsi-
bilities in women’s (dis)empowerment. 
 The biggest difference between WID and GAD is 
that WID projects traditionally were not grounded in a 
comprehensive gender analysis. The GAD approach is 
gender-analysis driven.
 There is definitely a need for women-specific and 
men-specific interventions at times. These complement 
gender initiatives. Research shows that the success of both 
sex-specific and gender activities is directly linked with the 
depth of the gender analysis that informs them.

Gender and Development (GAD) The GAD approach fo-
cuses on intervening to address unequal gender relations 
which prevent inequitable development and which often 
lock women out of full participation. GAD seeks to have 
both women and men participate, make decisions and 
share benefits. This approach often aims at meeting practi-
cal needs as well as promoting strategic interests. A suc-
cessful GAD approach requires sustained long-term com-
mitment. 

Practical Needs refer to what women (or men) perceive 
as immediate necessities such as water, shelter and food. 

Strategic (Gender) Interests. Interventions addressing 
strategic gender interests focus on fundamental issues re-
lated to women’s (or, less often, men’s) subordination and 
gender inequities. Strategic gender interests are long-term, 
usually not material, and are often related to structural 
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changes in society regarding women’s status and equity. 
They include legislation for equal rights, reproductive 
choice, and increased participation in decision-making. 
The notion of “strategic gender needs”, first coined in 1985 
by Maxine Molyneux, helped develop gender planning and 
policy development tools, such as the Moser Framework, 
which are currently being used by development institu-
tions around the world.

Gender-mainstreaming is a process rather than a goal. 
Efforts to integrate gender into existing institutions of the 
mainstream have little value for their own sake. We main-
stream gender concerns to achieve gender equality and 
improve the relevance of development agendas. Such an 
approach shows that the costs of women’s marginalization 
and gender inequalities are born by all.
 UN ECOSOC describes gender mainstreaming as 
“the process of assessing the implications for women and 
men of any planned action, including legislation, policies 
or programmes, in all areas and at all levels. It is a strategy 
for making women’s as well as men’s concerns and experi-
ences an integral dimension of the design, implementation, 
monitoring and evaluation of policies and programmes in 
all political, economic and societal spheres so that women 
and men benefit equally and inequality is not perpetuated. 
The ultimate goal is to achieve gender equality”. (ECOSOC 
Agreed Conclusions 1997/2)

Gender Audit is a tool and a process that promotes organi-
zational learning of gender mainstreaming. It considers 
whether internal practices and related support systems for 
gender mainstreaming are effective and being followed. It 
also identifies critical gaps and challenges .

Gender-blind. A failure to recognize that gender is an 
essential determinant of social outcomes impacting on 

projects and policies. A gender-blind approach assumes 
gender is not an influencing factor in projects, programs 
or policy.

Gender Awareness. An understanding that there are so-
cially determined differences between women and men 
based on learned behavior, which affects access to and con-
trol resources. This awareness needs to be applied through 
gender analysis into projects, programs and policies.

Gender Sensitivity. Encompasses the ability to acknowl-
edge and highlight existing gender differences, issues and 
inequalities and incorporate these into strategies and ac-
tions.

Gender Planning. Refers to the process of planning devel-
opmental programs and projects that are gender sensitive 
and which take into account the impact of differing gender 
roles and gender needs of women and men in the target 
community or sector. It involves the selection of appropri-
ate approaches to address not only women and men’s prac-
tical needs, but also identifies entry points for challenging 
unequal relations (i.e., strategic needs) and for enhancing 
the gender-responsiveness of policy dialogue.

Gender Roles. Learned behaviors in a given society/
community, or other special group, that condition which 
activities, tasks and responsibilities are perceived as male 
and female. Gender roles are affected by age, class, race, 
ethnicity, religion and by the geographical, economic and 
political environment. Changes in gender roles often oc-
cur in response to changing economic, natural or political 
circumstances, including development efforts.
 Both men and women play multiple roles in society. 
The gender roles of women can be identified as reproduc-
tive, productive and community managing roles, while 
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men’s are categorized as either productive or community 
politics. Men are able to focus on a particular productive 
role and play their multiple roles sequentially. Women, in 
contrast to men, must play their roles simultaneously and 
balance competing claims on time for each of them.

Gender Needs Leading on from the fact that women and 
men have differing roles based on their gender, they will 
also have differing gender needs. These needs can be clas-
sified as either strategic or practical needs.

Access and Control. Productive, reproductive and com-
munity roles require the use of resources. In general, wom-
en and men have different levels of both access (the oppor-
tunity to make use of something) to the resources needed 
for their work, and control (the ability to define its use and 
impose that definition on others) over those resources.

Women Empowerment and Gender 
Equality programme (WEGE)
  
Women Empowerment and Gender Equality Programme  
(WEGE) was a competence-building programme in gender 
mainstreaming. It was initiated and run by Digni, a Norwe-
gian umbrella organization for 19 mission and faith-based 
organizations (FBOs) who work co-operatively with church-
es and FBOs in the Global South. 
 This book documents the entire WEGE programme 
period. It takes the reader through the three programme 
phases	 –	 development,	 execution,	 and	 learning	 –	 and	
shares one way of engaging in competence building in 
gender mainstreaming, thus inspiring practitioners and 
others in their work.
 WEGE had a practical approach, with the goal of 
using what we learned from gender mainstreaming in on-
going projects and in organizations as a means to raise 
competence on ‘what works in practice’. This book shares 
what	the	WEGE	programme	identified	as	successful	strat-
egies for gender mainstreaming in projects and organiza-
tions. In addition, the book shares useful advice on what 
it takes to manage competence- building programmes in 
gender mainstreaming like WEGE.

Heidi Holt Zachariassen 
is a sociologist working as a senior 
advisor in Digni with a specialization 
in  gender and development.


