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Message

he political and societal climate has varied much duringthe change of the decade. Stronger policy directives and intensifiedadvocacy to mainstream gender and development concerns in thedevelopment planning cycle have led to an increased demand for guide-lines to assist government agencies in the task.
On this note, the publication of this guidebook, Ways to AGender Responsive Organization, becomes another significant step in thegender mainstreaming efforts of the NCRFW. This tool points to theexperiences of agencies that sought to transform themselves into moregender-responsive organizations.
This tool has for its target users those involved in human re-sources management and development as well as members of thegender and development focal points in the various agencies. Althoughthe methods presented here will not work in the same manner for allagencies, they nevertheless are a pregnant resource to those wishing togather and use best practices.
We greatly appreciate the support of the Canadian Interna-tional Development Agency in making the production of this publicationpossible. We thank the Civil Service Commission, whose guidance andsteady support fueled this undertaking. We would likewise not omit thecontributions given by the Department of Agriculture, the Departmentof Environment and Natural Resources and the Department of Laborand Employment. And to Ms. Manuela �Mel� Silva, our forever indebt-edness to her masterful work in writing this Guidebook.
We hope that the NCRFW partners and the GADmainstreaming agencies maximize the use of this Guidebook. This shall bethe beacon for organizations striving for gender-responsiveness.

Aurora Javate de DiosChairperson, NCRFW
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Message

he silver anniversary at the advent of the millennium hasbeen very symbolic for the National Commission on the Role of FilipinoWomen.  It has a grand tradition of leadership as the first nationalmachinery to be set up in Asia in 1975, continually striving to achieve itsmission of making government work for women�s empowerment andgender equality.  It envisions a Philippine society where women and menequally contribute to and benefit from national development.
In this spirited effort, the NCRFW conceptualized the GenderMainstreaming Resource Kit a year after its 25th anniversary.  In theconception of the GMRK, the NCRFW brought together the mostrespected minds in Gender and Development to draft the eight tools inthe kit.
Policies are not gender neutral.  It affects men and womendifferently.  Thus, the GMRK presents aids and guides to facilitate gendermainstreaming in agencies.  With these tools, government agencies,academic and training institutions and civil society will be betterequipped to build on their accomplishments.  These can also address thegaps and confront the challenges that have faced them in their gendermainstreaming work.
I believe that the Commission is beaming with pride in thiscontribution.  This is a big milestone and I am proud to be part of theexperience in laying the foundation for women equality and empower-ment.  As an active participant in the conceptualization process of thisKit, I have continued to nurture its development.  It is a great joy to seehow each guidebook, sourcebook and manual in this kit has blossomedto formulate the women�s agenda and integrate the Framework plan forWomen (FPW).  It will be most rewarding to see how each tool will bearfruits of gender-responsive policies and plans, programs and budgets andgood governance.
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With this, we are optimistic that the government shall realize empower-ment and equality for Filipino women.  Let us look forward to ensuringthat the Gender and Development experience endures for equality andempowerment.

Amelou Benitez-Reyes, Ph.DNCRFW Commissioner for Culture and Arts, 2002 to presentNCRFW Chairperson, 1998 to 2001
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Message

he Canadian International Development Agency (CIDA)is honoured to have been a partner of the Government of thePhilippines for many years in promoting Gender Equality. One decade-long of partnership with the National Commission on the Role of FilipinoWomen (NCRFW) through the Institutional Strengthening Projectfor Gender Mainstreaming has been highly successful in terms ofincreasing the capacity of government to implement laws and policiessuch as the Women in Development and Nation-Building Act (RA 7192).This same partnership has resulted in numerous innovative approachesto gender mainstreaming which have been catalysts for similar efforts inthe neighbouring countries of the Asia-Pacific region.
It gives me great pleasure, on behalf of CIDA, to congratulateall those who have contributed to the long and challenging process ofproducing the �Gender Mainstreaming Resource Kit�, a compilation ofseven �tools� in the form of source books, manuals, guides and trainingmodules. I am certain that these will be well-received and used towardsa better quality of life for Filipino women through more effectivegovernance that fosters gender equality.
While much has been accomplished, much remains to be doneand the challenges are great. Amid these challenges, CIDA remainscommitted to integrating gender equality in all of our developmentefforts in the Philippines.

Gérard BélangerCounsellor (Development) and Head of AidCIDA, Philippines
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Foreword

evelopment planners and human resource specialistshave long sought to integrate gender responsiveness in organizations.
The task has not been easy for often, the intended beneficia-ries of gender responsiveness are the very ones who stand in the way.Well-entrenched socio-cultural biases underlie the traditional genderstereotypes.  Efforts to instill gender responsiveness are often dis-missed as trivial concerns being attended to in the name of politicalcorrectness.  Just as often, the issue of gender and gender responsive-ness are treated with a jocular, tongue-in-check attitude, both by menand women alike.
Thus, achieving gender sensitivity and responsiveness in theworkplace remains a formidable challenge.  But the stereotypes andbiases can be surmounted.  What is important is that we try and thatwe draw lessons from our failures and our successes.
All of us can therefore learn from this documentation of theexperience of offices and agencies who have sought to make gendersensitivity and responsiveness integral to their organizations.
We all know what we want.  Manuals such as this will take usto the next step, which does not mean that we shall now do a perfectjob of it but at the very least, we shall not commit the same mistakesall over again.

Karina DavidCommissionerCivil Service Commission
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roduction of this Guidebook would not have beenpossible without the guidance and support of people who believe in theimportance of this tool to NCRFW�s pursuit of its mission of makinggovernment work for gender equality.
The NCRFW GMRK advisors, (Executive Director  Emmeline Verzosaand former NCRFW-CIDA Project Manager, now CIDA Senior Devel-opment Officer Myrna Jarillas.
We would like to thank Manuela Silva for drafting and finalizing thedocument.  We acknowledge the Resource Kit Management Teamcomposed of Rina Jimenez-David, Veronica Villavicencio and Luz-LopezRodriguez. Their substantive inputs have been instrumental in the reviewof the manuscript and further development of the tool. We also wish tothank Estrella Maniquis for her endearing commitment as Resource KitEditor.
Very special thanks to Ermelita Valdeavilla, Sarah Umandal and formerChairperson Amelou Benitez-Reyes who initiated the project andprovided guidance in the production of this Resource Kit. Ms. Umandalwas then Project Manager of the Institutional Strengthening Project,Phase II (ISP II) and it was during Executive Director Valdeavilla�s andChairperson Reyes� term that the GMRK reached fruition.
We thank Arnel Orea, Virginia Policarpio, Nigel De Leon and AlfredoBaldermor Jr. for their effort in the Design and Layout of the tool.
Finally, we want to thank Chairperson Aurora Javate- de Dios who cameat midpoint but gave solely unrelenting support to the GMRK project.
Most of all, gratitude is due to the many nameless women and men whohave given their time and energy to the realization of this project. Thishas been a most rewarding experience.
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The Ways to Gender Responsive Organizations isone of the seven tools chosen for the compendium, GenderMainstreaming Resource Kit (GMRK). The GMRK is a projectinitiative of the Institutional Strengthening Project-Phase II (ISP II),collaboration between the Canadian International DevelopmentAgency (CIDA) and the National Commission on the Role of FilipinoWomen (NCRFW). It aims to produce relevant and tested tools thatwill aid the mainstreaming of gender and development perspectives indevelopment work.
The GMRK is a compendium of tools for gender mainstreamingwhich can be used by partners and other agencies as a guide in theirefforts even beyond the project life.  The NCRFW, in consultationwith partners and other agencies, went through a thorough processof selecting the tools to be included in the kit.  The tool kit thereforeincludes a range of methods, techniques, know-how, practices andother ways through which gender mainstreaming can be integrated indevelopment efforts. The tool kit is addressed to GAD focal teams,trainers, advocates and champions in various government agencies,academic and training institutions and civil society organizations whoengage government institutions in making their operations gender-responsive. This serves as training and reference guide for theirvarious advocacy and training activities and other gendermainstreaming strategies.
Seven (7) tools were chosen for this compendium and are clusteredinto five (5) categories. The first two (2) categories illustrate thestages of the development planning cycle except for the programmingand budgeting  implementation phases. The rest of the categoriesrelate to essential components of the gender mainstreaming strategywhich catalyze the integration of gender perspectives in thedevelopment planning process.

The GMRK
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� The first category is about Gender-Responsive Planning.This cluster consists of three titles that tackle mainstreaminggender in the planning process at different levels. The first book isa �Manual for Mainstreaming Gender in DevelopmentPlanning: Framework and Guidelines� that describes howthe integration of gender perspectives can enhance macrodevelopment planning particularly at the National Economic andDevelopment Authority, the central planning agency ofgovernment.  It focuses on the application of the tool in reviewingand drafting the Medium Term Philippine Development Plan(MTPDP). It develops a set of guidelines in the analyses,formulation, implementation, monitoring and evaluation ofpolicies, programs and projects to promote gender equality. Thesecond is on �Gender Responsive Strategic Planning inNational Government Agencies� that tackles how GAD canbe woven into the strategic planning process of nationalgovernment agencies as they translate the MTPDP into theirspecific agency mandates. The third discusses �MainstreamingGAD in Regional and Local Development Planning� andfocuses on GAD mainstreaming cascades at the planningprocesses of sub-national agencies at the regions and with localgovernment units.
� The second category is on Gender-Responsive Monitoringand Evaluation which features the tool, �A Guide onGender Mainstreaming: How Far Have We Gone�? Thisguidebook aims to track progress of mainstreaming efforts andprovide GAD practitioners with a holistic view of the gendermainstreaming process. It provides a framework for goals,objectives and strategies for systematic gender mainstreaming;and cases of effective application of strategies at the various stagesof gender mainstreaming in national agencies.
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� The third category is on GAD Advocacy and Training whichfeatures the �Transforming Government to Think and Act
GAD: A Handbook on Gender and Development
Training�, a tool to help GAD trainers in government agenciesformulate their GAD training design and conduct their GADtraining sessions.  This tool includes as one of its parts, theGender 101 or GAD Dictionary that defines basic concepts andterms in the source book and in most gender and developmentliterature. It also contains a GAD Planning and Budgeting trainingmodule that will orient agencies on the drafting of a GAD planand the utilization of a GAD budget to ensure that the effects willbe most beneficial to women.

� The fourth category is on Gender-Responsive Organizationwith a single volume on �Ways to Gender-ResponsiveOrganization�. This guidebook gleans from the experience ofagencies that sought to transform themselves into more gender-responsive organizations through a review of their mandate,structure, leadership, culture, resources and other elements.
� The fifth category features Gender and Statistics with a solotitle on �Guidebook in Using (not on) Statistics for

Gender-Responsive Local Development Planning�.This guidebook clarifies gender statistics amidst other statistics aswell as explains the importance and uses of sex-disaggregateddata in the various aspects of planning and program development,implementation, monitoring and evaluation.  It guidesresearchers, planners and program implementers to a genderindicator system that will be useful to gender-responsivedevelopment planning.
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This harvest of materials is a work in progress.   It is best to applythem and monitor closely how they work. Further validation invarious situations will be most helpful to refine its substance andform.  Feedback and suggestions from readers, GAD advocates andpractitioners are most welcome to improve the substance and flow ofthese materials.  Please accomplish the feedback slip inserted in eachpacket for this purpose.
We hope that these materials will fast track the process of gendermainstreaming in Philippine governance and development. In the end,we hope that these tools will catalyze transformation of individualsand institutions of governance as well as much-awaited improvementsin the lives of women and communities.
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G ender mainstreaming in government aims to ensure twothings: 1) that government programs and services address the specificconcerns of women and men beneficiaries, and 2) that the needs andconcerns of women and men in the bureaucracy are met so that theybecome gender-sensitive and empowered agents of development.
Stronger policy directives and intensified advocacy to mainstreamgender and development concerns in the development planning cycle (i.e.,planning, programming, budgeting, implementation, and monitoring andevaluation of government programs and services) have led to an increaseddemand for guidelines to assist government agencies in the task.Consequently, handbooks, tools and primers have emerged from thelessons and insights of pioneering agencies, some of which have developedspecialization and expertise in their respective areas of concern.Theoretical frameworks to organize the accumulated body of knowledgefrom the field have been formulated with the participation of the academe.Fuelling these efforts are various forms of financial and technical assistanceprimarily from Canada and the United Nations.
This guidebook gleans from the experience of agencies that soughtto transform themselves into more gender-responsive organizations througha review of their mandate, structure, leadership, culture, resources andother elements.
The book is addressed in particular to those involved in humanresource management and development as well as to the members of thegender and development focal points in the various agencies. Employeeswhose tasks relate to gender mainstreaming should find in it insights thatadd to their understanding of the processes involved in their work. It is alsohoped that the book will be useful to government employees in general, andthat it will promote a deeper understanding and wider practice of genderequality principles among civil servants at all levels.
Part One introduces the rationale for gender mainstreaming and itslegal basis. It points out that although legal mechanisms have been put inplace, the same gender-related concerns have kept surfacing - a sign thatgender equality is far from being the norm. The government has to lead inaddressing these concerns so as to inspire the private sector to act likewise.

Overview
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Part Two provides more specific recommendations for instillinggender responsiveness in the organization, including kickoff activities totrigger interest among officials and employees. It looks at how gendermainstreaming could be made part of the agency�s mandate, vision andobjectives, policies, procedures and structures. Actual cases are used toillustrate certain processes or procedures. Tools that could be used tofacilitate gender mainstreaming are also introduced.
The third part focuses on the women and men in the organizationand how their personal and professional growth could be enhanced.Within existing civil service policy, it advocates the development ofgender-responsive career and personnel development programs. Moreimportantly, it recommends specific career development activities tonarrow the gap between men�s and women�s participation in employmentparticularly at the executive level. This portion also looks at existinghuman resource management and development policies, and suggests waysto improve practice through the use of guide questions on genderresponsiveness. Also presented are forms of employee services thatrespond to the practical and strategic requirements of both women andmen officials and personnel.
The concluding part offers strategies to promote gendermainstreaming in the field of human resource management anddevelopment. It urges the vigilance of practitioners in ensuring that theeffort to empower the workforce will be sustained.
Certainly the proposals presented here will not work in the sameway for all agencies, neither do they attempt to solve all the problems.Nor do they offer instant remedies, much less promise definite outcomes.But they do provide a handle for those embarking on the process. Itshould be noted that agencies which have made some headway in gendermainstreaming went through periods of experimentation beforediscovering what worked best for them. This manual presents the lessonslearned. In so doing it hopes to assure beginners that although the journeymay be rough and arduous at first, it will gradually become smoother andsoon prove to be most rewarding.



PART 1: Background 1

1
Philippine Policy
and Action on GAD

The crystallization of the gender and development (GAD)concept is a milestone in the formulation of development theory.GAD grew out of attempts to understand the unequal status andtreatment of women and men, and the failure of developmentinitiatives to advance women�s status. This development perspectiverecognizes that women and men, due to differentiated roles, needs,and characteristics attributed to them by society, have not equally andequitably shared in the benefits and costs of development.
The Philippines has firmly adopted the GAD framework byvirtue of various policy imperatives on the national and internationalfronts.

Background

P  A  R  T
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Legal instruments
The Philippine Constitution is one of thefew in the world that contains a gender equalityprovision. Article II, Sec. 14 stipulates: �The Staterecognizes the role of women in nation buildingand shall ensure the fundamental equality beforethe law of women and men.�
Republic Act 7192 (Women inDevelopment and Nation Building Act) instructsgovernment agencies to ensure that women andmen share equitably as agents and beneficiariesof development projects, and to allocate specific funds from OfficialDevelopment Assistance for women�s concerns. It gives women thecapacity to act and enter into contracts in the same way that men can,and allows women�s participation in certain areas that by traditionhad been completely or partially off-limits to them, such as admissionto military school.

RA 6725 (An Act Strengthening the Prohibition of DiscriminationAgainst Women with Respect to Terms and Conditions of Employment,Amending for the Purpose Article 135 of the Labor Code) declares itunlawful for employers to discriminate against women workers withrespect to the terms and conditions of employment, such as payingthem lower wages than the men for the same kind of work. Otherdiscriminatory practices include placing higher value on men�s work,and favoring men over women in the granting of promotion, trainingopportunities and scholarship grants.
Probably the most significant push given to GAD efforts ingovernment is the GAD Budget. The annual General AppropriationsAct (GAA) directs government agencies to formulate and implementa GAD plan, the cost of which shall be at least 5 percent of theagency�s annual budget.
Other laws enacted in the last decade or so eliminate many ofthe legal impediments to women�s empowerment and their fullparticipation in development.  Among these are RA 7877 (the Anti-Sexual Harassment Act of 1995), RA 8353 (the Anti-Rape Law of 1997)
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and Executive Order 209 (The Family Code of the Philippines) asamended by EO No. 227, 1989.
As a state party to international conventions, covenantsand declarations, the Philippines implements and reports on itsimplementation of the United Nations Convention on theElimination of All Forms of Discrimination Against Women(CEDAW), the Beijing Declaration and Platform for Action, andother relevant instruments.

Executive action
The National Commission on the Role of FilipinoWomen  (NCRFW), the national machinery on women, leadsthe effort to improve women�s status through genderresponsiveness in government policies and programs. As the�primary policy-making and coordinating body of all women-in-development programs and institutions in the country,� theNCRFW aims at
� promoting women�s empowermentthrough policies and programs forwomen�s effective participation and asfull and equal partners of men innation-building;  and
� enabling government agencies toeffectively address gender concerns indevelopment processes from planning,programming and budgeting toimplementation, monitoring andevaluation at the national and locallevels.
In close coordination with the National Economic andDevelopment Authority (NEDA) and major line departments/agencies in government, NCRFW formulated the Philippine Plan forGender-Responsive Development (PPGD), 1995-2025. Envisioned toprovide directions for women�s advancement in the long term, the
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PPGD outlined the policies and strategies and the programs andprojects that government must implement to address genderinequality.  The PPGD is the national vehicle for implementing theBeijing Platform for Action for the Advancement of Women(Executive Order No. 273, 1995).
Another valuable partner in the gender mainstreaming effortis the Civil Service Commission (CSC), which has spearheadedmeasures to bolster women�s participation in the higher rungs ofgovernment.  In May 1995, the President directed the CSC todevelop and undertake programs institutionalizing supportmechanisms that will provide women with adequate time and

Department of Labor and Employment (DOLE) and the Departmentof the Interior and Local Government (DILG), have taken stepstoward making their agency, programs and services as well as theirhuman resource management and development systems moregender-responsive.

opportunity for career advancement.The goal of achieving equalparticipation for women ingovernment became even moreexplicit with the CSC�s issuance in1999  of  Memorandum  CircularNo. 8 or the Policy on the EqualRepresentation of Women and Menin Third Level Positions inGovernment.
Other agencies, such as theDepartment of Environment andNatural Resources (DENR), the
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Gender Issues
in the Government Service

Notwithstanding government policy and initiatives, women ingovernment continue to face gender-related issues at work. Some ofthese are:
Low participation of women in decision-makingpositions

which is one of only three Constitutional Commissions, and theNational Anti-Poverty Commission whose head is of Cabinet rank,are headed by women.)
Women compose a mere 34.8 percent of those at the thirdand highest level of the civil service (CSC Inventory of GovernmentPersonnel, 1999).  Among all elective positions throughout thecountry, women occupied only 15.9 percent in 1999 (CSC Inventory ofGovernment Personnel, 1999).

Gender tracking of occupations
A look at where women are in government and the level ofdecision-making entrusted to them would show that there is stillgender stereotyping in professions and positions.  A typical exampleis that of the Department of Education (DepEd). More than 81

A woman has ascended to thePhilippine Presidency for the secondtime in the country�s history. However,the latest Cabinet appointments includeonly four women (the Departments ofLabor and Employment, Budget andManagement, Social Welfare andDevelopment, and Science andTechnology). This makes women�sparticipation in the Cabinet only roughly16.67 percent. (On the other hand, thisis an improvement over that of pastadministrations. Moreover, the CSC
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percent of public school teachers, 56.6 percent ofeducation regional directors, 61.4 percent of schoolsuperintendents and 46.9 percent of faculty in highereducation are women (CSC Inventory of GovernmentPersonnel, 1999). The head of the department, however,is a man.
In the Department of Health (DOH), there areabout as many men as women health workers. Butexcept for the very short stint of a female healthsecretary (Dr. Carmencita Reodica in 1998), a man hasalways held the position in recent years.

Table 1
Agency Level Male % Female %
Dept. of Public I 6,798 75.1 2,248 24.9Works and II 3,830 68.3 1,779 31.7Highways III 63 94.0 4 6.0
Philippine I 582 68.2 271 31.8Ports II 898 69.2 400 30.8Authority III 28 90.3 3 9.7
National I 2,632 83.5 519 16.5Power II 1,957 72.5 742 27.5Corporation III 234 85.4 40 14.6
Source:  CSC� Level I refers to clerical, trades, crafts and custodial positions involving non-professional or sub-professional work in a non-supervisory capacity requiring lessthan four years of collegiate studies;� Level II refers to professional, technical or scientific work in a supervisory or non-supervisory capacity requiring at least four years of collegiate work up to DivisionChief level; and� Level III refers to positions in the Career Executive Service.

Social work and engineering jobs in government areassociated with women and men, respectively. Moreover, somegovernment agencies continue to shut out women not because of alack of qualified applicants, but because traditionally masculine rolesand characteristics are associated with the agency�s functions, such asphysical strength, night work, field assignments and supervision ofpredominantly male employees (Dr. Amaryllis Torres, 2nd Report onStrategies for Engendering Merit Promotion Plans, CSC, 7 July 2000).
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Among the most telling examples are the Department ofPublic Works and Highways (DPWH), the Philippine PortsAuthority (PPA), and the National Power Corporation (NPC)where men outnumber women by a wide margin especially at thetop.
Women�s multiple burden

Their reproductive function and productive roles saddlewomen with multiple tasks. Often this situation is aggravated bythe lack of a support system, forcing them to almost single-handedly perform housework and child and home care. This leavesthem little room for recreation, much less for pursuing intereststhat help develop other aspects of their personality.
Violence against women (VAW)

Women are subjected to various forms of abuse - physical,mental, even economic � in the workplace, on the streets, at homeand in media including the Internet.  Rape ranks high in crimestatistics, and sexual harassment is one of the most serious threatsto women at work. VAW is a major development issue because ithinders women�s attainment of their full human potential. It is aviolation of human rights, striking at the very core of eachwoman�s person and leaving her feeling defiled and diminished indignity.
gender issues in government service

� low participation of women indecision making
� gender tracking of positionsand occupations
� women�s multiple burden
� violence against women
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Why a Gender-Responsive
Government Organization

In light of the issues that continue to block women�sdevelopment, the question can be asked -- do public policies andprograms help bridge the gap between women and men�sparticipation in the economic, political and social spheres? To whatmeasure has government shown leadership by example in terms ofproviding equal opportunity to women and in implementingaffirmative action programs?  Are government officials andemployees, both women and men, aware of gender equality principlesand do they practice these in the workplace and in dealing with thepublic they serve?
The reality is that gender mainstreaming has not progressedas expected. Although compliance with the mandate is gainingground, commitment lags way behind, making the task doublydifficult. Commitment to gender equality presupposes awareness,understanding, a change in attitudes and values, belief, and inevitably,a change in the way things are done or practiced in the organization.Admittedly, change needs time and a lot of will and patience.  But it

gains from being a
gender-responsive organization

� creates a vast reserve of highly competent,diversely skilled and strongly motivatedwomen and men
� minimizes �brain drain� from government andreduces turnover
� maximizes resources for training
� strengthens credibility of government
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has to begin somewhere, particularly from the very institution tryingto espouse change -- the government and the people who run it.
Government as a model in gendermainstreaming

If government is to lead, it should practice what it espouses inprinciple, otherwise its credibility could be challenged. Governmenthas to serve as an example in providing women equal opportunityand in implementing affirmative action programs where disparities inmale and female participation exist.  This requires no less than aplanned and systematic review and reform of an agency�s mandate,its vision, mission and goals, and its budget and programs.  It wouldbe easier to convince the private sector to cooperate for women�sempowerment if it sees that the government is set on pursuing GAD.
By virtue of their authority and control over resources,government agencies have the ability not only to improve the lives ofwomen and men through their programs and services, but also tobecome GAD advocates with their clients and beneficiaries and withother groups they work with such as contractors and consultancygroups. However, they need to be oriented on GAD (or to recognizethat women and men, due to differentiated roles, needs andcharacteristics attributed to them by a society, have not equally andequitably shared in the benefits and costs of development).Otherwise, government resources for the various programs andservices would not be utilized fully.

Gains from being a gender-responsiveorganization
Government itself stands to gain from adopting a genderperspective in its human resource management and development aswell as in the implementation of its programs and services.Developing the skills of women, together with men, results in peoplewho are highly competent, have diverse skills and are stronglymotivated to push the government and the country�s performanceinto high gear.
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Many women and men look for a career rather than just a jobwhen they join an organization. They want challenge andresponsibility, and room for creative expression. Workers whodevelop competence but are ignored in promotion, or who arefrustrated over the seeming indifference of government to theirsituation, are more likely to leave their employment in search ofbetter opportunities or better working conditions. The result is highturnover rates, saddling government with the high cost of recruitmentand training/retraining, and even undermining operations whenthere is a freeze in hiring.
Another area where genderresponsiveness promotes the wiser use ofresources is personnel training and development.The sexes view each other differently � womenfor instance perceive men as strong, ambitiousand result-oriented rather than people-oriented,while men regard women as physically weaker butemotionally strong, loyal and hardworking, andmore people-oriented. Inevitably, the sexes evolvediffering work, leadership and management styles.

Being gender-responsive entails being aware of theperceptions and attitudes of women and men about each other,about their work and about the world in general. Resources could beused more strategically if these differences were considered in thedesigning and conduct of training and development programs.
Finally, gender responsiveness makes for good governance.By doing what it preaches, government demonstrates that it issincere in seeking public welfare. Bright and promising people whodesire a meaningful career and are sincerely interested in helping thecountry move forward are thus attracted to join the civil service.  Inthis regard, the program of the CSC called the �Brightest for theBureaucracy� could be more favorably perceived by capable youngmen and women as a possible career track.  This program seeks todraw into the civil service honor graduates, bar and boardtopnotchers, and other young people with superior qualifications,including those who obtained at least 88 percent rating in the secondlevel career examinations.


