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I. Overview of the TA  
 
During the period June 2002-January 2004 Viet Nam’s Ministry of Agriculture and Rural 
Development (MARD) and the Viet Nam Women’s Union (VWU), with support from the Asian 
Development Bank (ADB), implemented a technical assistance project to develop a Gender Strategy 
and Implementation Plan for the agriculture and rural development sector.  The technical assistance 
(TA) focused on the Ministry of Agriculture and Rural Development (MARD) in accordance with the 
second national Plan of Action (POA2) of the National Committee for the Advancement of Women 
(NCFAW) and the MARD CFAW Action Plan to 2005.  The TA also aimed to strengthen the human 
resource capacities within MARD and VWU for developing and adopting gender mainstreaming 
approaches into institutional strategies, policies, programs and projects at all levels and stages of 
operations.1 
 
The period June-December 2002 focused on conducting a Stakeholder Analysis (SA).  This rapid 
assessment of the existing situation relevant to the development of the Gender Strategy and 
Implementation Plan included an assessment of the institutional arrangements within MARD as well 
as consultations with key stakeholders at the national, provincial, district, commune and household 
levels.  These activities were conducted by the national counterparts and the TA teams at MARD and 
VWU using a participatory, learning by doing methodology.  
 
During the period January-August 2003, the TA at MARD focused on supporting the Ministry to 
develop the gender strategy for the sector to the Year 2010 and an implementation plan for MARD to 
the year 2005. In addition, several capacity building activities were held with the MARD Committee 
for the Advancement of Women (MARD-CFAW) and the Public Administration Reform (PAR) 
Action Planning Teams for Human Resource Development and Management.  Also during this period 
the TA assisted the Viet Nam Women’s Union to strengthen gender mainstreaming capacity within 
the VWU network through support for and development of a core training team within VWU.  The 
team then conducted a series of training activities for VWU cadres in four selected provinces and 
completed a training curriculum and follow-up assessment. 
 
MARD activities during the months of September–November 2003 focused on the review and 
approval process of the Strategy and POA among the MARD leadership.  Both documents were 
approved by the Minister in late October, and a date was set for the final TA dissemination workshop.  
Also during this period, VWU held workshops for the training team to review the findings of the 
assessment and conducted a closing workshop to disseminate experiences of the TA and to solicit 
comments on the training curriculum from key stakeholders. 
 
During the final months of the TA (December 2003-January 2004) the final TA workshop and 
dissemination meeting was conducted for all key stakeholders.  In addition, follow up consultations 
were held with a number of key individual stakeholders and donors to build support and identify 
opportunities for implementation of the Strategy and Plan.  MARD concluded its TA activities with a 
series of workshops and trainings for the CFAW network in four MARD corporations. 
 
 
II. Major TA Activities  

 
A. Stakeholder Analysis 
 
Objectives & Methodology 
Following initiation of the TA, a Stakeholder Analysis (SA) was conducted by MARD and VWU at 
the national, provincial, district, commune and household levels.2  The MARD and VWU activities 
under the SA focused on: 
                                                      
1 Asian Development Bank TAR VIE 34367-01 January 2002 
2 See ADB TA 3831 VIE Midterm Report, November 2002 
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1. assessing the organizational structures, processes and institutional arrangements at 
MARD and in 4 selected Provincial DARDs; 

2. assess knowledge and awareness within MARD and selected DARDs on key concepts of 
gender, gender equality and gender mainstreaming; 

3. assess the capacity of MARD to develop a Gender Strategy and Action Plan for the sector 
and MARD, respectively;  

4. identify the gender gaps and differentials in current MARD policies and programs and the 
implications for rural women and men; 

5. identify key concerns, needs and aspirations of individual women and men working in the 
sector and with civil society at the grass roots level; 

6. solicit recommendations for mainstreaming gender in MARD and the ARD sector; and; 
7. finalize the process needed for the TA to develop a Strategy and Action Plan using a 

participatory, capacity building and gender mainstreaming approach; 
 
Both MARD and VWU conducted a series of workshops, interviews, focus group discussions and 
surveys—together reaching more than 900 stakeholders at the national level and in four provinces.  
The results were submitted to MARD leadership, documented in the TA Midterm Report and 
presented at the Midterm Review Meeting for consideration in the development of the Gender 
Strategy for the ARD sector. 
 
 MARD Stakeholder Analysis Activities   

Level/ Location Type of Activity # Attendees Date  
National     
Hanoi Individual Interviews 16 4-11 Oct 02 
 Focus Groups –North (2) 42 12 & 14 Nov 02 
 Focus Groups --South (2) 43 26 Nov 02 
Provincial    
Thai Binh Individual Interviews 17 17 &19 Sep 02 
 Workshop 18 18 Sep 02 
 Focus Group Discussions 15 19 Sep 02 
Tien Giang Individual Interviews 19 15-18 Oct 02 
 Workshop 26 17 Oct 02 
 Focus Group Discussions 24 16 & 18 
Quang Binh  Individual Interviews 14 4-7 Nov 02 
 Workshop 34 5 Nov 02 
 Focus Group Discussions 31 6 Nov 02 
Kon Tum Individual Interviews 12  19-22 Nov 02 
 Workshop 25 20 Nov 02 
 Focus Group Discussions 19 21 Nov 02 

TOTAL All MARD interviews, focus groups & 
workshops 

355  

    
Survey Tool MARD participants from central, 

provincial & district 
177 Sept-Nov 02 

 
VWU Stakeholder Analysis Activities 
 

Workshops -- ~300 provincial and district leaders from VWU and ARD sector 
Focus group discussions with ~ 150 provincial and commune leaders from VWU and ARD sector 
Interviews with ~90 commune level leaders, farmers & rural households 

 
Provinces/district/communes 

• Thai Binh Province (Tan Thuat commune, Kien Xuong district) 
• Tien Giang Province (Hau Thanh commune, Ca Be district) 
• Quang Binh (Thanh Trach commune, Quang Trach district) 
• Kon Tum (Tan Lap commune, Kou Ray district; Dak Nong commune,  

Ngoc Hoi district & Dien Binh commune, Dak To district) 
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Key Findings of the Stakeholder Analyses 
 
Consolidated findings of the SA can be summarized as follows: 
 
MARD’s vast institutional structure and complex policies and procedures continue to undergo 
reform under decentralization and PAR. Policy making and implementation is often fragmented 
with little coordination within the Ministry and vis- a-vis the DARDs.  
 
MARD is one of Viet Nam’s largest Ministries with over 300,000 employees.  It was created in 1995 
by the amalgamation of three pre-existing ministries, as part of the Government's initial attempt at 
Public Administration Reform and continues to undergo reforms under the Government’s Master Plan 
for Public Administration Reform to the year 2010.3 Over the years, MARD has undergone staffing 
cuts and organizational restructuring and continues to struggle with bureaucratic downsizing, 
decentralization and reorganization, including its role with the provincial DARDs and district level 
SARDs.  Individual departments at MARD have ambiguous and often overlapping areas of 
responsibility and there are few, if any, formal individual job descriptions or performance evaluation 
systems. Personal networks and relationships can be more important for effectively conducting work 
than any formal structures. 
 
Personnel policies are set at a higher level (the Government and Ministry of Home Affairs) and in 
laws passed by the National Assembly. In practice, decisions at national, provincial, district and 
commune levels utilize a system that gains internal consensus among staff for promotions and other 
appointments, with ultimate approval resting with the Party or People's Committee (Chair or 
delegated to Vice Chair). Regarding socio-economic policy development and implementation, 
policies are set at the national level and implemented in “an equal way for women and men” by 
provincial and district authorities; however, in reality the few policies and instructions relating to 
gender equality are described as paperwork only with no provisions for enforcement or accountability. 
 
Each provincial DARD officially relies on MARD for technical input for agriculture and rural 
development services including extension, forestry, plant protection, water supply and sanitation, 
irrigation, veterinary services, etc.  These are the “public services” that should be targeted to ensure 
that inputs in the sector are gender-equitable. DARDs and related sub-departments in provinces 
receive technical input from MARD and these inputs may be designed to be responsive to gender 
needs. Under recent reforms however, and the move towards decentralization, provincial authorities 
play a far more influential role with the majority of financial inputs to DARDs as well as oversight for 
implementation of provincial-wide activities coming from the Provincial Peoples Committees. 
Moreover, under decentralization and the Government’s master plan for PAR the relationships 
between MARD and DARDs are undergoing review and reform. Local People’s Committees and 
Councils will continue to have an increasingly significant role in the provision of resources for 
DARDs to implement national programs and also influence human resource and personnel decisions 
at the provincial, district and commune levels.4   
 
The structures and process of policy development, implementation, review and allocation of resources 
in Viet Nam, in general, and MARD, in particular, continue to be conducted in a "top-down" approach 
with assignment for primary strategy development usually given to ad hoc committees.  In the context 
of the ongoing shift towards de-centralization MARD maintains its “technical” oversight with limited 
resources to support DARDs.  

                                                      
3 See Action Plan for Implementing MARD’s Administrative Reform Program Period 2001-2010 
4 Under decentralization, the flow of financial resources from MARD to DARD has changed, with People’s 
Committee’s playing a greater role in funding for DARD, including personnel costs. 
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Figure 1: Relationship between DARD and PPC, Quang Binh Province (SA 11/2002) 
 

RELATIONSHIP BETWEEN DARD & PPC – QUANG BINH PROVINCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: Flowchart of relationship between DARD & PPC, Quang Binh Stakeholder Analysis 4-7 November 2002 
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Current institutional practices, namely those for personnel decision making and human resource 
management and development, create unfavorable conditions for mainstreaming women in MARD 
and DARDs and, hence, for mainstreaming gender equality in agriculture and rural development.  
 
While women constitute more than 38% of MARD’s total staff, women are significantly absent from 
MARD/DARD leadership and decision and policy-making roles. At the national level, MARD’s 
leadership currently consists of the Minister and four male Vice Ministers. There is no female director 
of the nine cuc (or technical) departments nor of the seven vu (administrative) departments and in the 
Central Ministry there only five women at the vice-director level. Table 1 highlights the number of 
women in leadership compared to female and total staff in those units that have women in leadership 
positions. Figure 2 provides an overview of male and female leadership in MARD as a whole. 
 
Table 1: Comparison of women leadership versus female and total staff of those units that have 
women participating in leadership 
 

Unit Total staff Female staff Female leadership 
Personnel Dept 34 9 1 
Policy Dept 30 9 1 
Planning Dept 44 14 1 
Extension Dept 55 13 1 
MARD Office 74 34 1 
 
 
 
 

Figure 2: Comparison of male and female leadership in MARD as a whole. 
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Within the MARD/DARD system at the provincial and district levels, women are almost absent from 
leadership and decision making positions. 
 
Figure 3: Comparison of male and female leadership in Quang Binh DARD 5 (SA 11/03) 
 

Figure 4: Comparison of male and female leadership in Minh Hoa SARD, Quang Binh Province 
(Stakeholder Analysis 11/2002)  
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5 Data on number of females and males in leadership are also for Kon Tum and Tien Giang DARD--available 
from MARD DOP. 
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retirement, age of first promotion, age for participation in professional development and training 
opportunities, training allowances and maternity/paternity benefits all contribute to this continued 
gender gap in leadership positions.  
 
The CFAW structure and the effectiveness of individual committees varies greatly though, in 
general, committees function in extremely limited capacity - particularly in the agriculture & rural 
development related institutions - with vague responsibilities and few, if any, human and financial 
resources.  
 
As noted in the TA Inception Report, the central level MARD CFAW operates with limited capacity 
and visibility and tends to function in response to demands from the NCFAW. Additionally, there is 
an estimated 86 sub-CFAWs at the MARD national institutions and, in principle, each DARD should 
have established its own CFAW. It is notable that there is a dearth of sub-CFAWs within the DARD 
and GDLA provincial systems as well as low representation from DARD to the provincial CFAW. 
Moreover, communication, accountability and linkages are ambiguous within the system. 
 

Figure 5: NCFAW structure on paper versus in practice 
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the provincial level, suggestions were made to have a committee for gender equality beside the 
CFAW.  
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Knowledge and awareness of key gender concepts and the capacity to mainstream gender equality 
is limited among civil servants in the MARD system. While most service providers had not had any 
gender training, even those that had participated in training could not accurately define concepts 
such as gender, gender equality and gender mainstreaming.  
 
With few exceptions, national and provincial level civil servants demonstrated limited knowledge of 
basic gender concepts and there is common and universal gender stereotyping. Most interviewees 
confused the “advancement of women” with “gender equality.” And while there is verbal agreement 
for the need for gender equality, and most officials interviewed believed that this was being 
successfully achieved, the majority of interviewees also noted that women’s responsibility for the 
home and family often prevented them from making the same achievements as men. Traditional 
values and some elements of the “heritage of feudalism” still strongly dominate the attitudes, values 
and behaviors of many older individuals. Many of the interviewees noted that women seem satisfied 
with, or resigned to, the roles in which they cast themselves and in which husbands and parents seem 
to expect of their wives and daughters.  
 
Skills of gender analysis, gender planning, gender budgeting and concepts of engendering policies, 
programs and services are limited at the central Ministry and nearly absent at the provincial and 
district levels; the exception being when an ODA or NGO “project” has integrated gender into its 
training or program(s) and provided technical assistance and training for staff. 
 
Results of the survey administered to more than 270 civil servants reveals that 47% of respondents 
perceive themselves to have a good understanding of gender and gender equality and 46% perceive 
themselves to have some understanding; however only 1.6% could correctly define the term “gender” 
and more than half of all respondents were not able to define the term at all. Similarly, only 1.2 % 
could demonstrate an accurate understanding of the term “gender equality” and only one respondent 
demonstrated understanding of the concept "mainstreaming gender." Nearly all respondents (97%) 
demonstrated little or no understanding of basic gender concepts.  
 
At the same time, 74.4% of respondents indicated that there are gender inequalities in Viet Nam, with 
40.6% citing gender inequalities in their workplace. The reasons cited included leadership's lack of 
gender equality awareness (29.3%), traditional values and decision making (18.1%), and education 
(13%). Women cited problems in the workplace nearly one and half times more than men did (50% 
vs. 32%). Forty point nine percent (40.9%) of all respondents reported having witnessed or 
experienced gender discrimination.  
 
A majority of civil servants (61.9%) cited the household burden of women as a major constraint in 
improving their situation, followed by traditional values and household decision making (51.5%). 
Women's and society's attitude, perception and behaviors were cited as the causes of these constraints.  
 
In addition to training, respondents recommend that mass media campaigns and seminars in social 
clubs can offer opportunities to raise awareness and change attitudes to support gender equality.  
 
Viet Nam’s laws and national policies grant equal rights for women and men; however in reality, 
significant gender gaps exist in the application of many laws, policies and practices. 
  
In general, officials state that the Constitution, other laws, decrees and Government's policies mandate 
equal rights for women and men and that the Government and its institutions must obey those laws 
and regulations. However, the application of such laws has not been universal and, as noted above, 
attitudes and values tend to be gender discriminatory. 
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Land Use Rights -- Continued population growth, internal migration patterns and long term 
agricultural goals--including food security and export products - will continue to create great demand 
and competition for land use, particularly in areas close to towns and cities. Under Viet Nam's Civil 
Codes and Land Laws all land in Viet Nam belongs to the State and the Government grants long-term 
use rights, evidenced by land tenure certificates, to individuals and households for periods of either 20 
or 50 years, depending on use.  
 
Legally, land use rights (LUR) are the joint rights of all adult members of the household. Land use 
rights Certificates (LURCs), commonly referred to as the Red Book, in respect of rights granted to 
households as opposed to individuals, have in the past, listed only the head of household. In 
approximately 70% of cases this is a male as approximately only 30% of households are headed by 
females.  
 
This has created a situation where married women often lack a formal security in the form of a LURC 
to secure loans. Occasionally, the Peoples Court overlooks or is not properly informed by officials of 
the LUR granted to the household of which a married woman is a member. This has, and still can, on 
occasions of separation, divorce and intestacy result in women losing their rights to land. This often is 
erroneously attributed to the content of LURC. The Courts in fact can only recognize the rights 
contained in the register of grants of rights held by the district Department of Land Administration 
(DLA) on behalf of the Peoples Committee that granted the rights. The DLAs sometimes make errors 
(either inadvertently or deliberately depending on individual circumstances) in informing the Courts 
of the existence of rights in which married women have an interest. This is the actual cause of women 
being deprived of LUR in cases of separation, divorce or intestacy.  
 
Recent directives of the former GDLA (now MNRE) have required the listing of both spouses' names 
on LURCs in cases where the LUR are granted to a household. This applies to all newly issued 
LURCs and will be applied to all existing LURCs if requested by any holder of the LUR. However, it 
is reported that there are cases when LURC continue to be issued only in the name of the head of 
household, or more often to "the household of named head of household". While MNRE has a 
responsibility and a program, in conjunction with the Peoples Committees of cities, provinces and 
districts to train land administration staff in all aspects of land allocation, administration and 
registration, there has been varied success in implementing the program.  As the head of household is 
often considered to be the man, in practice women's names may continue to be absent from LURCs 
but are still be contained in the register of LUR which is the definitive record of those rights.  
 
It is recognized by MNRE, that there is a varied effectiveness in its national training and that this may 
result in officials in more remote rural areas not being properly trained to implement the new 
guidelines. Officials report that rural women in remote areas, especially ethnic women, are frequently 
not aware of many of their rights under Viet Nam's laws.  
 
The recently approved CPRGS sets the goal for all LURCs, in respect of LUR granted to households, 
to be issued showing either the names of both spouses or that the LUR have been granted to the whole 
household of a named head of household by the year 2005. 
 
Credit -- There are a number of mechanisms for borrowing funds within the two main sources of 
credit - the formal and informal sectors (with often higher interest rate). Women, however, 
predominate as borrowers from the informal sector 6 largely due to requirements in collateral, 
mortgage, certifications and documentation. While representatives of both the Viet Nam Bank for 
Agriculture and Rural Development (VBARD) and the Bank for the Poor report that women and men 
have equal opportunity for borrowing, a 1997 study found that less than 10% of loans from VBARD 

                                                      
6 Situation Analysis NCFAW 2000 
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went to women.7 Provincial level VBARD staffs were not able to provide sex-disaggregated statistics 
on recent loans nor were they sensitive to the gender gaps in access to credit.  
 
Training, extension services and transfer of information and technology -- The availability of 
agricultural inputs and services, including those offered by both public and private sectors, varies both 
across and within regions. Similarly, utilization of these inputs and services also varies, though a 
number of generalizations can be made: (1) national programs for training and extension services are 
rarely designed in consideration of gender roles; (2) gender roles are not mainstreamed into the 
majority of IEC materials; (3) gender analysis and gender planning skills are weak among program 
managers at the national level as well as among provincial and district level service providers; (4) 
technology updates are biased towards the head of household who is often assumed to be the male; (5) 
locations, duration, time, content, design and follow up of training activities do not meet the needs of 
female farmers nor of women working in forestry, crop or livestock production. While training 
programs may be described as having a gender balance (incorrectly translated into equal numbers of 
women and men), gender issues are not mainstreamed into training and extension services.  
 
At the national level, Cuc-Department staff responsible for development and implementation of 
training and extension services for DARDs and related provincial level chi-cuc departments have 
limited awareness and skill for mainstreaming gender into the design of training and extension 
programs, IEC materials and technology updates.  
 
Public officials perceive gender inequalities to be more pervasive among the poor and advocate for 
increasing women’s access to education, income and employment opportunities and childcare. 
 
Poverty reduction and its relationship to education, good health, and income has become a 
cornerstone of Viet Nam’s national development agenda and pronouncements for reaching the poor, 
especially poor women, can be heard at all levels throughout the Government system. There is a high 
level of awareness among provincial and district leaders and mid-level civil servants regarding the 
inter-relationships of the causes of poverty and most stakeholders held the views that gender 
inequalities were far more pervasive among the poor. Violence against women, women’s increased 
burden of labor, women’s low self esteem and lack of self confidence as well as the attitudes of men 
and traditional family cultures and practices were all cited as barriers to achieving improvements in 
the status of women. Within the household and the community women and girls were believed to be 
worse off than men and boys. 
 
Educational curricula, including university programs, management schools and other professional 
development and re-training programs, rarely mainstream gender into teachings of socio economic 
development concepts and theories, technical concepts and skills and management development. 
Teaching of in- depth concepts related to gender are generally absent from the educational system. 
 
Many stakeholders pointed out that the modern gender concepts are not integrated into people’s 
education and training. Beginning with primary school, children, in fact, learn in a context that 
reinforces gender inequality including gender roles and gender stereotyping. Adults seeking higher 
education, either at vocational schools, colleges or universities, have few opportunities to learn about 
gender in the context of their academic studies, with the exception of selected social sciences. 
Reinforced by the traditional “gender-biased” professions, adults further “learn” that women work in 
education and health and men take on the “harder” professions, including those that require travel.  
 
Professional development and training offered through the MARD’s two Management Schools and 
the Forestry and Irrigation Colleges do not adequately mainstream gender into curricula or 
coursework. MARD’s Institutes and Corporations have had little systematic exposure to the role of 
gender in development. Extension workers are predominantly male and there is little, if any, training 
in mainstreaming gender into the design of services.  
                                                      
7 ibid. 
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Gender equality and issues related to gender roles vary significantly among Viet Nam’s ethnic 
minority populations. 
 
An estimated 75% of Viet Nam’s ethnic minority population lives in poverty. 8 While great diversities 
exist among the 53 different ethnic groups, women, in general, are reported to suffer more from the 
effects of poverty than men. Gender gaps are often more pronounced and more complex among 
different ethnic groups, with many groups maintaining strong patriarchal or matrilineal household and 
communities.  
 
Public service providers report that ethnic minority women suffer from lack of education and long 
working hours; however, in spite of efforts to offer subsidies for education and advancement, many 
women, particularly among matrilineal groups, perceive their role to be in the household. Efforts have 
also been undertaken to increase access to public services for both women and men and women, more 
than men, have been targeted to participate in a number of micro credit programs. 
 
Officials noted that the availability of employment opportunities, application of labor laws and 
migration/re-location practices are complicated by many of the traditional cultures of ethnic 
minorities.  
 
Each ethnic group in Viet Nam has their own culture and, in general, ethic minority people are 
dependent for their livelihood on hunting and agriculture.  In some ethnic populations agricultural 
production is mainly done by women and husbands stay home and care for the children; however, 
women, in some cases, must carry their children on their back while working in the field. In other 
ethnic communities, men may work in the field with their wives and children.  Several ethnic 
populations live high on the mountain slopes and are distant from towns and cities, making 
transportation very difficult.  A number of interviewees acknowledged receiving literacy education; 
however, the lack of opportunity to communicate with Kinh people resulted in most people, especially 
women, soon becoming “re-illiterate.” 
 
Partly as a result of the custom of planting crops and leaving them to the weather without care, 
agricultural productivity is very low and unstable. This contributes to shifting cultivation and 
wandering of hill tribes as a preferred lifestyle as land becomes infertile after 2-3 crops and gives no 
production. 
 
In Kon Tum, extension workers report that services are provided in the form of models (usually a 
farm or a hill area) in which 40% of the cost is invested by the Government and 60% by the 
household. Most of the female-headed households are too poor to be able to afford investment in such 
extension models and, therefore, cannot access these services. 
 
Key Recommendations of the Stakeholder Analyses 
 
Recommendations from the consolidated work of the MARD and VWU teams included: 
 
Address practical, short term needs to “level the playing field” through interventions that are 
designed and implemented in a participatory, demand-based approach.  This includes increasing 
women’s access to resources and empowering women at all levels. 
• Raise incomes of women through a series of interventions: increasing access to appropriate terms 

of credit and training; strengthening farming inputs and market access for agricultural, livestock 
and non-farm products; ensuring equal access to non-farm employment opportunities; and 
providing consistent and relevant information on new technologies and market opportunities. 

                                                      
8 Poverty Task Force 2002 
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• Empower and raise the self-confidence and skills of women through mentoring programs, 
community groups and leadership development. Scholarships, particularly for ethnic minority 
girls and young women, should be made available under conditions that meet the needs of girls 
and women. 

• Improve the quality and gender sensitivity of extension services. Train extension staff at the 
national, provincial, district and commune levels in gender analysis and gender-equitable program 
development and implementation. Participation targets for women and men should be compulsory 
for all public agricultural extension training activities, and monitored through systems of 
accountability that evaluate service delivery using gender and sex disaggregated indicators. 

• Strengthen community infrastructures and services that have a direct impact on women’s labor 
time (e.g. water supply and sanitation, childcare, etc.). At the commune level, childcare services 
should be offered and subsidized by the PC. 

• Train cadres to implement the land law to ensure that all LUCs have the names of both women 
and men. Provide IEC materials in communities to raise awareness of women about their rights. 

• Public and private agricultural services should include farm economics and marketing. The 
periodic but routine provision of farm economists with an understanding of gender issues can 
improve the quality of extension and training services. 

• Achieve the target of 30% women in official and paid positions in the PC at all levels and to be 
achieved within a 5-year period. 9 

• Political endorsement and competitions should be initiated to encourage provinces to set up 
specific benefits and recognition for women working in public services and social activities at 
village level. 

• Improve effectiveness and sustainability of literacy programs for poor ethnic communities. 
National literacy programs should be adequately financed, including monitoring and evaluation. 
District WU can assume a role with DPC or PPC to ensure that efforts are targeted at women and 
girls. 

• Specific needs of ethnic minority women, which vary significantly among ethnic groups and 
locations, need to be factored into design and delivery of public services in ARD.  

 
Address strategic interests that will ensure meeting the practical needs of women as well as 
achieving sustainable and mainstreamed gender equality through policy changes, institutional 
change and transforming social attitudes. 
 
At the national level: 
• Establish formal mechanisms for M&E and annual reviews of socio economic development plans 

to ensure the engendering of national and provincial plans, including the 10 year national plans, 
the CPRGS and the sector specific 5 year plans. 

• Review, enforce and ensure consistency in national legislation, laws and policies - particularly 
labor, civil servant employment regulations, and marriage and civil codes to ensure that women 
and men have equal rights and benefits.  

• Reforms are needed in key Labor and Human Resource legislation and procedures to ensure 
gender equality in recruitment, hiring, re-appointment, promotion, retirement, professional 
development and salary and benefits in both the public and private sectors. 

• Consider a full time Gender Equality paid position in the People's Committee with responsibility 
to achieve gender equality and mainstreaming gender in sectoral programs, including DARDs. 

• Provide incentives to the private sector for ensuring equal opportunities for women and men.10 
For example, the Government can remove added costs of maternity benefits through tax credits. 

• Mainstream women in the agricultural and rural development sector through affirmative action 
policies at vocational schools, universities and among public and private employers.  

                                                      
9 Decision No. 04 NQ TW July 1993 
 
10 Government decision 23/CP April 1996 
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• Support further development of experimental female owned SMEs in the ARD sector. 
• Raise awareness and build commitment among leadership in Party, PC, MARD, VBARD at all 

levels through targeted behavior change communications strategies to raise awareness about the 
role of gender equality, beginning with a mass media communications strategy and plan, 
highlighting the benefits of engendering development. 

• Mass media programs, advertisements and propaganda for the ARD sector must be gender 
sensitive and aim to promote gender equality; this may require the development of guidelines and 
training for staff working in the mass media. 

• Strengthen capacity to mainstream gender among relevant PC leaders, MARD and DARD 
officials and community leaders through seminars, training courses and targeted delivery of 
reading materials. Target gender awareness raising activities to male decision-makers. 

• Step by step integrate gender education into the system of personnel training of the Government, 
starting with the provincial cadre training schools, by developing curricula in gender studies and 
teaching with training entities such as Ho Chi Minh National Political Academy, National 
Academy of Public Administration.  

• Provide gender training as a supplementary subject in Agricultural Universities and Colleges.  
 
Within MARD/DARD, VBARD, GDLA/MNRE, and VWU: 
• Develop and implement a strategic gender equality communications initiative for leadership in the 

sector at all levels, starting at the grassroots. 
• Mainstream comprehensive gender training into the curricula of MARD’s management, 

vocational and technical training schools.  
• Develop a strategic training plan, curricula and technical modules for specific sub-sectors aimed 

to enhance the quality of services provided by MARD, DARD, VBARD, GDLA and related 
service providers at the provincial, district, and commune levels. Document best practices and 
improve tools for technical staff.  

• Establish a Gender Equality Unit in MARD with membership criteria to maintain a balance of 
women and men and establish lines of accountability with Ministry and Party Leadership. This 
may be a temporary unit to implement the gender strategy and mainstream gender in the 
institution. The unit must have full time professional staff and financial support.  

• Develop monitoring and evaluation systems in MARD & DARD that track key gender and sex-
disaggregated indicators, including those called for in the CPRGS, NCFAW's and MARD 
CFAW's POAs.  

• Conduct independent research on gender equality and document lessons learned that can feed into 
policy development and socio-economic development plans. 

• Formalize a position for a gender focal point/specialist in the VWU and the development of a 
gender database to facilitate gender mainstreaming within and outside the Union. A gender 
specialist will be responsible for gender training activities within the WU system, monitoring 
personnel policy implementation, coordination of VWU joint activities for gender mainstreaming 
in different sectors and management of the gender database of VWU. 

• Increase cooperation between MARD and other stakeholders. The gender strategy should pay 
adequate attention to cooperation/coordination between MARD networks and other stakeholders 
in rural areas, especially PC at different levels.  

 
Recommendations for the Process for the Development of the Strategy and POA: 
The process for development of the Strategy should be initiated under the direction of the TA Director 
at MARD, with support from the TA team. During the ADB Midterm Mission and Review, a draft 
gender framework with an outline of general objectives should be agreed upon by the MARD TA 
Director and ADB. A Working Group of key national counterparts who can work individually, as well 
as in a team, should be formed to develop specific objectives and expected outcomes under the 
general objectives of the framework.  
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Following the completion of the first draft of the strategy, a stakeholders’ workshop should be held to 
present the draft strategy and plan and solicit comments and input. National counterparts (teams) 
should then be assigned to develop plans of action for each of the objectives, including timeframes, 
indicators, responsible agencies and resources needed. The planning model used by the PAR teams 
provides a useful model for participatory development of action plans. 
 
Following completion of the individual action plans, participatory stakeholder workshops should be 
conducted at the national level as well as in one or two selected provinces11. The draft strategy and 
action plans should be disseminated widely to solicit comments from MARD's key leadership, CFAW 
MARD members, the ISG and the leaders of MARD's related institutions. Stakeholder workshops to 
allow for final comments from the broader community shall be conducted at the national level prior to 
submitting for approval to MARD. The Strategy can then be officially “launched” through a series of 
forums for all stakeholders, including the Government, scholars, donors, NGOs, etc. The timeframe, 
as well as necessary resources - financial, human and technical - should be agreed upon during the 
Midterm Mission.  
 
B. Development and Approval of the Gender Strategy for the ARD Sector and the MARD Plan of 

Action 
 
During the TA Mid-term meeting (December 2002), a draft framework for the Gender Strategy was 
developed and approved by the project Steering Committee.  Following the meeting, the TA team and 
the MARD project leadership drafted an outline and workplan for a participatory process to develop 
and approve the Strategy and Plan and also build capacity within MARD. 
 
Working Groups were formed at MARD to draft the Gender Strategy and to develop a preliminary 
MARD Plan of Action to 2005.  In January 2003, members were recruited from key MARD 
departments and additional input was provided, as requested, from selected national experts. 
Following the initiation workshop in February, members of the TA team were assigned to work with 
each member of the Working Group to develop first drafts of sections of the Strategy, based on areas 
of expertise.  
 
Following the submission of first drafts, the TA Team worked together to consolidate, edit and 
prepare a draft Strategy for review by all members of the Working Group and MARD counterpart 
staff.  Three consultative, participatory workshops were held in March and April, including one 
presentation workshop where comments were invited from more than 40 MARD representatives.  
Throughout the consultative process, the TA team continued to work closely with the Working Group 
and MARD counterparts on revisions to the draft strategy. 
 
Preparation on the draft Plan of Action also commenced in March with an orientation meeting in 
Hanoi, followed by a four day workshop in April in Hoi An.  The workshop included one day of skill 
building to strengthen and refresh participants planning skills and to review the use of the recently 
approved MARD PAR action planning tool.  Facilitators and trainers included the TA Team as well as 
an international expert in strategic planning.  
 
Following the Action Plan drafting workshop, the TA Team worked with national counterpart staff to 
revise the draft MARD Action Plan. Consultations were held with each member of the Working 
Group and with the group as a whole.  The TA Team prepared revised documents that were then 
presented at a workshop to a broad group of MARD’s leadership for further review and comment.  

                                                      
11 Consideration was recommended for  Quang Binh or Kon Tum where ADB is supporting the Central Region 
Livelihood Improvement Program 
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During the period May-September 2003 several consultative workshops were held to invite comment 
and build support for the strategy and plan of action.  The revised DRAFT Strategy and the DRAFT 
MARD Action Plan to 2005 were circulated to members of MARD for comment.  A core MARD 
counterpart team was formed to work closely with the TA team to finalize both documents.  Two 
national workshops (one in Hanoi; one in HCMC) were held for approximately 120 MARD leaders 
and representatives to discuss and comment on the proposed Strategy and Action Plan.  Additional 
comments were solicited from the VWU, NCFAW and the UNDP supported PAR project in MARD. 
 
Following the workshops, the core MARD counterparts and national TA consultants worked together 
and comments were again incorporated into the Strategy and the DRAFT MARD Action Plan.  In 
October, final documents were prepared by the TA Team, and finalized and approved by the TA 
Director, for circulation in MARD as part of the final review and adoption process. 
 
In October and November 2003, MARD counterparts circulated the final drafts of the Strategy and 
POA among MARD leadership. Together with the TA team, MARD counterparts secured all 
necessary final documents including forwards from the MARD Minister and VWU President and 
NCFAW Chairperson and the Ministry-level decision No. 4776 QD-BNN/TCCB.   
 
The final documents were widely disseminated to nearly 100 participants at the TA final meeting in 
December 2003 and through follow-up consultations with key stakeholders.  Documents were also 
made available through MARD’s International Support Group (ISG) –including its website, the 
Gender Action Partnership, the gender-vn e-list, the network of ongoing ADB-supported projects and 
to key donors to the sector.  Final printings were completed in January 2003--in English and 
Vietnamese languages—and were provided to MARD, VWU and ADB the Viet Nam Resident 
Mission office in Hanoi. 
 
 
C.   Capacity Building and Institutionalization at MARD 
 
The process of delivering the TA inputs, conducting activities and achieving outputs involved 
ongoing capacity building of targeted MARD leaders, including MARD CFAW.  Capacity building in 
strategic and action planning skills, mainstreaming gender in planning and public services and raising 
awareness and knowledge among MARD civil service cadre was achieved through workshops, 
trainings, dissemination of materials and checklists and--most importantly-- through the working 
group processes noted above.  More than 25 MARD staff worked closely with the TA Team to 
develop the Strategy and Action Plan and MARD CFAW representatives participated in workshops to 
build awareness on the Strategy and Action Plan and the concepts of gender equality and gender 
mainstreaming. Throughout the TA, more than X00 MARD cadres participated in an activity 
supported by the TA which included raising awareness and/or increasing knowledge of gender 
equality and equity.  Due to the limitations of both budget and time, the TA was unable to support 
extensive technical trainings or the development of a core group of MARD trainers. 
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Table 2.  Matrix of MARD Activities for Development of Strategy and POA 
Location Type of Activity Target Group  # 

attendees 
Date of 
Activity 

Hanoi Mid-term Review Meeting and DRAFTING of 
Framework for Gender Strategy and POA 

MARD, VWU related stakeholders, 
donors, TA Teams,  VRM, ADB 

75 04/12/02 

Hanoi Formation of Gender Strategy Working Group 
(WG) 

Leading experts (w/in MARD & from 
other concerned agencies)  in areas to 
be addressed in the Strategy 

13 11/2/03 

Hanoi WG Introduction Meeting WG,  TA Counterparts 15 12/2/03 
Hanoi Meeting to present and discuss on 1st Draft 

Strategy   
Gender Strategy WG, TA 
Counterparts 

15 18/3/03 

Hanoi Workshop to present Draft Strategy and Solicit 
input for POA 

WG, representatives from MARD 
departments, institutes 

44 17/4/03 

Hoi An Workshop for recommendation and 
Development of POA 

WG, National Counterpart 16 5-9/5/03 

Hanoi POA Working group meeting WG, National Counterpart 9 21/5/03 
HCMC Workshop for MARD CFAW in the South to 

present MARD CFAW POA and introduce 
concepts of Gender Strategy 

MARD Departments, Institutes. 75 22/5/03 

Hanoi Workshop for MARD CFAW in the North to 
present MARD CFAW POA and introduce 
concepts of Gender Strategy 

MARD Departments, Institutes 85 30/5/03 

Hanoi Strategy Working Group Meeting WG 13 25/4/03 
HCMC  Workshop to present Draft Strategy and POA 

in the South 
MARD Departments, Institutes 46 11/7/03 

Hanoi Consultations by Institutional Development 
Consultant  with related stakeholders 

MNRE, MoLISA, MPI, VBARD, 
VBSP, VWU, VFU,  

7 07/2003 

Hanoi Workshop to present Draft Strategy and POA 
in the North 

MARD Departments, Institutes 71 23/7/03 

Hanoi Review/Comments from MARD National 
Counterparts 

MARD counterparts 3 12/9/03 

Hanoi Review/Comments form MARD Leadership MARD Leaders 23 10-
20/10/03 

 
 
Training materials were customized for each capacity building intervention—adapted as needed from 
materials currently in use in MARD, NCFAW, etc.  Key resources included: the Strategy and Action 
Planning training materials and tools from the Public Administration Reform Project (PAR) in MARD 
(VIE 98/004); the Gender Training materials and Gender Guidelines under development by NCFAW; 
and the ADB checklists on agriculture and rural water supply and sanitation.   
 
Towards the end of the TA period, numerous consultations were held with the UNDP-supported 
Public Administration Reform (PAR) program to explore potential opportunities for implementing 
components of the MARD Plan of Action into Phase II PAR activities.  As a result, the PAR project 
worked closely with the ADB TA team to assess potential activities that could build upon the work of 
the ADB TA, particularly in the reform of human resource systems and data collection.  The Inception 
Report of Phase II PAR calls for a new gender-sensitive approach in all project activities as well as 
specific activities to assist with implementation of MARD’s gender action plan.12 
 
D. Capacity Building in Gender Mainstreaming in ARD for the Viet Nam Women’s Union 
 
To prepare for the development of the capacity building activities in VWU, a training needs 
assessment was conducted concurrently with the Strategic Appraisal.  The key findings are detailed in 
the Midterm Report and the VWU TNA Report and include: 

                                                      
12 See MARD UNDP VIE 02/016 Inception Report Phase II, November 2003 
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• Knowledge and awareness of key gender and mainstreaming concepts vary greatly among the 

cadres at the national, provincial, district and commune levels of the Women’s Union structure.  
• A core group of trainers within the VWU national office have received training in technical 

concepts and skills for gender equality and equity and participatory training methods; however, 
there is little understanding of mainstreaming gender or gender issues in agricultural sector-
specific programs.  

• VWU cadres at the provincial, district and commune levels demonstrated knowledge and 
awareness of the importance of women’s advancement rather than gender equality and equity.  

• Basic gender concepts such as gender inequality, gender analysis or gender mainstreaming, are 
not well understood by VWU members—even among those who have attended trainings.  

• While previous training has increased self confidence, it has not specifically equipped VWU 
members with skills to address gender issues in their work.  

• At all levels, the capacity to mainstream gender in the agricultural sector is low from a lack of 
experience either in sector-specific planning, training or strategizing, or capacity being spread 
too thinly. 

• Generic training materials and methodologies are available but need upgrading to encompass 
sector-specific gender mainstreaming activities and methodologies which are flexible for all 
levels in the VWU structure. 

 
Based on these findings and recommendations, the TA supported the VWU to design a training 
program for VWU staff at the national, provincial, district and commune levels who are working with 
rural women on ARD sector programs and projects.  The program included: (1) introductory training 
on gender issues in ARD for national staff; (2) a Training of Trainers (TOT) in mainstreaming gender 
in ARD for VWU national trainers; (3) a 4 day training for provincial VWU staff ; and (4) a four day 
training for district and commune VWU staff and local civil service cadres working in the ARD 
sector.  Appendix IV provides an outline of the training program.  
 
The TA Team supported VWU to develop draft training materials for the national level TOT course.   
The materials expanded upon the generic gender mainstreaming materials developed by NCFAW, 
adapting for sector specific gender analysis, case studies, project cycle and field assessments of 
gender issues at the local level. These materials were tested in a 5 day training program and materials 
development workshop structured as a TOT for the national counterpart staff and eight trainers from 
VWU.  A one-day field visit was held to test training methodology and use of gender analysis tools.  
The training materials will be finalized for use at the national level and for refresher and advanced 
training at the provincial level. 
 
Following the TOT, VWU trainers, with support from the TA, developed a training program and pilot 
materials for provincial and district level VWU staff and ARD sector public service staff.  Nine 
trainings were conducted in four provinces—Quang Binh (2), Quang Tri (2), Hue (3) and Kon Tum 
(2) for more than 300 participants.13   In each province, one training was held for provincial VWU 
staff and VWU representatives from each district in the province. A second training (two in Hue) was 
held at  district level for VWU staff and civil service staff  from the district and selected commune 
ARD-related offices and service providers.14  
 
Materials for the lower level trainings were piloted, revised and further tested throughout the trainings 
to adapt for diversity in levels of education, language, cultural issues and ARD sub-sector issues.  The 
product was a training manual that offers flexibility in curricula, case studies and tools. 
 
 
                                                      
13 See VWU Final Training Report July 2003 
14 The targeted provinces, districts and communes are all participating in the ADB-supported Central Regions Livelihoods 
Improvement Program. 
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Table 3. VWU Training Activities 
VWU Training Program # 

Participants 
Location Month/Year 

Training of Trainers (TOT) 8 Ha Noi 20-24 January 03 
VWU Staff 30 Ha Noi 11-15 March 03 
Provincial & District VWU 
staff 
(4 courses) 

30 
30 
34 
30 

Quang Binh (QB) 
Quang Tri (QT) 
Thuan Thien Hue (TTH) 
Kon Tum (KT) 

10-13 June 03 
28-31 March 03 
7-10 May 03 
23-26 May 03 

District & Commune VWU 
leaders and ARD service 
providers 
(5 courses) 

30 
30 
33 
27 
22 

Minh Hoa  & Tuyen Hoa (QB) 
Huong Hoa & Dak Rong (QT) 
A Luoi (TTH) 
Nam Dong (TTH) 
Kon Plong & Kon Ray (KT)  

15-18 June 03 
2-5 April 03 
12-15 May 03 
17-20 May 03 
28-31 May 03 

Total 304   
 
The TA supported VWU to conduct a rapid, follow-up survey of trainees and on-site assessment of 
the training in selected locations.  The results of the survey revealed that while almost all trainees 
(96.9%) felt they were able to apply knowledge and skills learned in their daily work, cadres continue 
to be constrained by time, budget and a lack of data and information.   
 
VWU conducted a final workshop to present the training activities and the training program and to 
seek recommendations for follow up. Approximately 35 participants including VWU staff, 
stakeholders and donors attended this workshop.  Comments from the workshop were considered by 
the core VWU training team and the TA consultant for inclusion in the final training curricula.  The 
final training curriculum is available through VWU in Vietnamese and English. 
 
 
III. Overall Assessment of the TA  
 
Implementation of the Workplan 
The TA provided significant support for workshops and training activities to both the MARD and 
VWU components of the TA.  All activities-- the stakeholder analyses, development and approval of 
the Gender Strategy and Action Plan for MARD, and capacity building at MARD and VWU were 
largely comprised of participatory “learning by doing” workshops, trainings and focus group 
discussions.  This support and approach allowed the TA to emphasize “process” as well as “output,” 
further strengthening counterpart skills in each step of the TA. 
 
Following the Inception Meeting of the TA (August 2002) each counterpart institution developed a 
six-month workplan which included a schedule of workshops and trainings to be conducted consistent 
with the framework of the TA.  The Stakeholder Analyses, the main activity during the initial six-
month  period, was conducted as a series of workshops, focus group discussions, interviews and 
surveys in Hanoi, Ho Chi Minh City and the four selected provinces.  The TA team members at 
MARD and VWU were primarily responsible for leading the design of the SA in consultation with the 
Project co-Directors and national counterparts; activities were conducted by teams of national 
counterpart directors, staff and TA team members.   
 
Overall, the workplans were implemented as planned, though several changes were made in the 
selection of provinces and the timing of pre-assessment and field visits. Advance approvals for 
working with specific provinces were required and resulted in several changes in the final selection of 
provinces and the composition of the TA team.  In some provinces, coordination and communication 
between MARD and the DARDs proved to be difficult. This resulted in both administrative and 
logistical challenges as well as constraints on securing the broadest and most desirable mix of 
participants.  At the same time, the strong network of the VWU helped to facilitate good preparation 
for all field-based activities.   
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While challenges existed in maintaining participatory collaboration between MARD and VWU at the 
national level, both organizations played fully complementary roles and ensured the broad coverage 
of all stakeholders, specific to each institution. Moreover, it is worthy to note that there was a high 
level of practical collaboration at the provincial, district and commune levels between the DARD and 
VWU representatives, with many existing relationships among the cadres of both organizations. 
 
Following the Midterm Review and dissemination of the Stakeholder Analysis, each counterpart 
institution again developed a workplan which emphasized participatory workshops for development 
of the Strategy and Action Plan at MARD and trainings for capacity building within VWU and 
MARD CFAW.  National counterparts at both MARD and VWU assumed a more active role in 
design and delivery of workshops and trainings to be conducted during the second half of the TA. 
 

• Development of the Strategy 
The initial development of the strategy was conducted at MARD through a series of workshops led by 
a team representing both the TA team and MARD counterparts.  Preparation for the content of each 
activity was conducted by the TA Team, in consultation with the Project Director and counterparts.  
Logistics and administrative tasks were conducted by MARD with support from the TA project staff.   
The shared responsibility aimed too build ownership and capacity among MARD counterparts.  
 
Participation in the workshops to develop the Strategy and Plan of Action targeted leadership from the 
MARD “cuc” and “vu” departments (the technical and administrative standing departments in 
MARD), the Management School #1, MARD Corporations, MARD Trade Union and the MARD 
CFAW membership.  A core working group and counterpart team was maintained throughout the 
process and provided MARD with a group of representatives from throughout the MARD system who 
would “own” the process. 
 
Several consultative workshops were held following various drafts of the documents.  During these 
sessions it was often extremely difficult to maintain participation of senior MARD leadership and 
attendance was often delegated to department staff.  In addition, there was an over emphasis on 
targeting MARD CFAW membership and female members of department  staff were often requested 
to attend all activities related to gender.   
 
Workshops scheduled away from Ha Noi were able to maintain the continued presence of participants 
to a greater extent than those scheduled in Ha Noi.  It was also deemed important to conduct parallel 
activities in Ho Chi Minh City as well as in Ha Noi.   
 

• Institutional Capacity Building  
MARD   
MARD counterparts often advocated for very large “meeting-style” activities with the goal of 
“sharing information, seeking consultations and getting feedback” on developed materials.  Often, 
there was little time for meaningful debate and input as meetings were often limited to half-day 
sessions.  Training sessions for MARD CFAW were limited in both number and time and, again, 
counterparts advocated for brief activities that raised awareness rather than in-depth trainings or 
training of trainers. 
 
VWU   
The majority of the VWU trainings were conducted by the VWU counterparts with support from the 
national consultant.  At the national level activities, there was a high level of participation from the 
Research Department, limited participation from the Training Department, and little participation 
from other departments. At the provincial level, participation was exclusively from the local Women’s 
Union staff and volunteers; at the district and commune levels trainees included representatives from 
the Women’s Union, extension offices of Departments of Agriculture and Rural Development, 
Farmers Union,  Bank for Agriculture and Rural Development,  cooperatives, local Peoples 
Committees and Councils, etc.  As detailed in the follow-up rapid assessment, the trainings were 
highly valued by participants. 
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Time Period for the Technical Assistance 
Following approval and selection of the TA Team Leader in March 2002, project activities were 
delayed until national consultants could be recruited and national counterparts identified.  This was a 
time consuming process that had not been built into the timeline of the TA.  In addition, the time 
required for both the stakeholder analyses and the participatory process with review, revisions and 
approval of the Gender Strategy and POA, was extremely limited.   The one year TA required 18 
months to complete core activities.  The flexibility allowed by the ADB was greatly appreciated by 
MARD and the TA team. 
 
At the same time, the VWU component—particularly the training program—progressed largely on 
schedule at completed all activities close to the original one-year TA period. 
 
 
Structure of the TA 
The complexity of the TA Project structure—two components at VWU and MARD--with both 
complementary and independent activities and oversight from a high-level Steering Committee with 
membership from MARD, VWU and NCFAW created challenges for securing concurrence on 
institutional roles and responsibilities as well as prioritizing and approving operational activities.  In 
addition, this structure required extensive communication, coordination, administrative oversight and 
financial management and, hence, significant time from the Team Leader and the project staff.  While 
project staff were based both at MARD and VWU, the Team Leader was based at MARD and 
devoted the majority of her time to MARD activities. 
 
Steering Committee 
A seven –member Steering Committee was proposed in the TAR, including two co-chairs—the 
President of the VWU and the Chair of CFAW MARD/Vice Minister MARD. Unfortunately, during 
the TA three different Vice Ministers were assigned as the MARD CFAW Chairman, and hence the 
co-chair of the TA.15  The additional members included the Vice President, VWU, the Vice 
Chairperson of CFAW MARD, the Head of Research, VWU, and representatives from NCFAW and 
MPI.  While the proposed committee was agreed to by MARD and VWU, the committee was unable 
to convene a meeting with all of its members present at any time in the TA.   Due to practical issues, 
the co-chairs often delegated their responsibilities for attending meetings to the two project co-
directors who were also members of the Steering Committee. In spite of the difficulty to meet as a 
group, each individual members of the committee played a key role in securing necessary approvals 
and support for the TA activities and outputs as well as serving as advocates for follow –up activities.  
 
Evaluation of Planned Outputs of the TA  
 

• Development of Strategy and MARD POA 
As noted throughout this report, the TA utilized a highly participatory approach in the development of 
the Gender Strategy for the sector and the MARD POA.  This approach aimed to build ownership and 
to increase internal capacity for mainstreaming gender in MARD.  However, the process presented 
several challenges due to the existing limited institutional capacity in strategic planning, gender 
equality and mainstreaming and language.   
 
The participatory process also required significant negotiation in selection of counterparts, design of 
and timing of workshop consultations, linkages with key stakeholders inside MARD (e.g. CFAWs) 
and related external stakeholders, and responsibilities and expectations of MARD staff and the TA 
team.  Each step of the process required more time than originally anticipated in the TAR.  
 

                                                      
15 First Vice Minster retired in first year of project and the second Vice Minister died in the late summer of 
2003. 
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As the drafting and development of the Strategy and POA were considered to be the primary 
responsibility of MARD, with technical support from the TA team, the drafts of the Strategy and POA 
were developed first in Vietnamese, and subsequently translated into English.  This presented several 
challenges with respect to translation, use of terminology, writing style, and time. 
 
The initial draft of the Strategy and POA was prepared as individual sections by members of the 
Working Groups, with support from the TA team, following the outline approved at the Midterm 
Review meeting.  The draft required significant input from the TA team to address deficiencies 
including: overlap between sections; extraneous background information on the sub-sectoral 
programmes; little attention to gender gaps, gender mainstreaming principles or gender equality; and 
no logical framework or results-based strategy or plan of action.  Following the additional inputs from 
the TA team and consultations with TA counterpart leadership, a revised format for the Strategy was 
agreed upon and the MARD PAR Action Planning tool was adapted for use as a guide for 
development of the POA.   Participatory workshops held over a three month period resulted in 
numerous revisions to the documents and a format consistent with MARD’s 10 and 5-year Socio-
Economic Development Strategy and Plan. 
 
Both the process and product emphasized the role of MARD, with the TA team in an advisory role.  
Hence, there were numerous negotiations on strategy formulation, action plans, assigning 
responsibility, technical content, feasibility, and timeframe. The final Strategy represents a significant 
achievement for MARD and undoubtedly provides a strategic direction for achieving gender 
mainstreaming in the agriculture and rural development sector over a 7-10 year period.  Moreover, the 
Strategy calls for the participation of all related stakeholders including MARD, VWU, NCFAW, 
MOET, Peoples Committees, Provincial Departments of Planning and Investment, Banks, Trade 
Unions, Farmers Union, etc.  It is Viet Nam’s first sectoral strategy for mainstreaming gender equality 
and provides a starting point for strengthening commitments and channeling inputs from both the 
government and donors. 
 

• Capacity Building  
 
MARD 
In addition to the capacity building inherent in the process of development of the Strategy and POA, 
the TA provided limited training to members of the MARD CFAW structures and to key staff of the 
DARDs in four selected provinces.  For the MARD CFAW membership, training focused on the 
introduction of gender mainstreaming concepts, institutional change, collection, analysis and use of 
sex-disaggregated data and raising awareness and building ownership for the CFAW Strategy and 
POA and the Gender Strategy for ARD and MARD POA.  These activities tended to be limited in 
both time, content, and follow up.  While awareness may have been raised, and some new knowledge 
and skill introduced, there was insufficient opportunity to develop a core of highly qualified trainers 
who were part of the MARD bureaucracy. 
 
Training and capacity building for DARD staff proved to be extremely challenging.  DARD 
leadership and staff, almost exclusively men, had little exposure to basic concepts of gender, gender 
equality and gender mainstreaming.  The TA introduced key concepts of gender and sex, gender gaps 
in agriculture and rural development and gender analysis; however time and resources were extremely 
limited and, therefore, there was little opportunity for meaningful capacity building.  Of more 
significance, perhaps, was the documentation of the limited capacity and commitment that did exist 
within the DARDs and the need to mainstream gender into the provincial plans and initiatives of the 
Peoples Committees rather than through MARD.  Given this situation it will be extremely critical for 
future implementation efforts to be targeted at the provincial and lower levels. 
 
VWU 
The TA inputs under the VWU component were both more focused in content as well as more 
intensive in time.  The TA supported capacity building initiatives for VWU staff at the central, 
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provincial and district levels as well as staffs of both VWU and government ARD sector staff in 4 
selected provinces of Quang Tri, Thua Thien – Hue, Kon Tum and Quang Binh.  
 
Generally, the vertical “line of command” within VWU, coupled with the allocation of significant 
time from counter-parts in the Research Department, contributed to a successful and generally well- 
functioning implementation of the TA.  
 
Two training consultants, an international and national consultant, worked with the Research 
Department of the VWU and representatives of the Training Department to support VWU to develop 
both a training curriculum and a cohort of trainers able to deliver the curriculum on mainstreaming 
gender in ARD.  
 
The capacity building initiative was initiated with a review of the materials and expertise currently 
existing in VWU.  After identifying a core group of potential trainers, the consultants worked with 
them and prepared a draft curriculum.  The curriculum was adapted for use during a training of 
trainers (TOT) on gender mainstreaming in ARD for eight VWU staff members.  
 
The training team, supported by the consultants, designed a training plan to train VWU staff from the 
provincial, district and commune levels in four provinces. The provinces (as well as the district and 
commune selected for field work) were selected for their participation in the ADB-supported Central 
Regions Livelihood Improvement project.    
 
A follow up assessment conducted by VWU,  and the findings were supported by the TA team and 
TA supervisors, determined that the TA had helped to establish a core group of resource persons 
familiar with concepts of gender analysis in project planning and design in each locality where the 
training had been conducted.  Documentation of persons trained, including their position and location, 
should be shared with ADB CRLIP teams.  
 
Opportunities for Regional Consultations and Shared Learning 
The TA was able to facilitate and support several exchanges for national counterparts from Viet Nam 
and Cambodia to share experiences in development of strategies for achieving gender equality in the 
ARD sector.  During the final stages of the development of the Gender Strategy and MARD’s Plan of 
Action, a senior vice director from the Department of Policy was able to attend a regional conference 
on gender equality and PRSPs in Cambodia and to subsequently present the process and draft of the 
gender Strategy and MARD POA to senior members of the Cambodian Ministry of Agriculture, 
Forestry and Fisheries (MAFF) and the Ministry of Women’s and Veterans’ Affairs. Thereafter, a 
delegation of the five-member team of senior Cambodian government representatives and ADB 
consultants paid an exchange visit to Viet Nam to meet with provincial and district ARD government 
cadres on development and implementation of gender-equitable public services.  The delegation was 
also attended the final review workshop of the TA.  This experience was highly appreciated by both 
the Vietnamese and Cambodian government counterparts and offered opportunities for sharing 
experiences, approaches and lessons learned. 

 
• Materials 

In addition to the production of the Strategy and POA, the TA provided limited support for the 
development and production of several publications and materials and also funded the translation into 
Vietnamese of several technical publications of the ADB.  Checklists for Gender and Agriculture and 
Gender and Water Supply and Sanitation were translated into Vietnamese and shared with MARD 
and VWU.  Women in Viet Nam, published by the ADB in 2002, was also translated and distributed.  
These publications will be printed and disseminated through the final dissemination meeting and ISG 
meeting.  These materials are some of the first technical checklists available for MARD and should be 
tested through the Extension Departments and distributed through DARD and VWU networks. 
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With support from the TA, VWU produced a final training curriculum: Gender Mainstreaming in 
Agriculture and Rural Development.  The materials were developed in Vietnamese and translated into 
English and are available through the VWU.  This is the first gender mainstreaming curriculum 
designed specifically for the ARD sector and it incorporates both the foundation concepts in gender 
equality and gender mainstreaming developed by the NCFAW as well as practical experiences 
required for application of skills.  
 
The TA tested a progress report to introduce the Gender Strategy and POA to the MARD system 
nation-wide. It was designed to provide information on gender gaps in the sector and to introduce the 
TA and its objectives. The initial issues of the newsletter was distributed to all 61 provincial DARDs 
and more than 100 of MARD’s CFAW members.  While the TA had planned to produce periodic 
progress reports, time and approvals resulted in only one issue of the report during the entire TA.   
This may have been a missed opportunity to raise awareness about the TA and its objectives. 
 

• Reflections  
 
Institutional Context--MARD is an overwhelmingly male-dominated institution, nearly absent of 
women in key leadership positions above the vice-director level.  The institutional culture supports the 
status quo, with women reluctant to push for change that could be perceived as benefiting women’s 
access to power and no men taking on a catalytic role as champions for gender equality.   Given the 
existing organizational culture, the TA existed, on a day to day basis, in a most challenging 
environment.  Yet, the team (TA consultants and counterparts) managed to raise the gender equality 
“agenda” and advice and expertise was frequently sought from the TA office from both government 
staff and donor-supported project staff. 
 
Mainstreaming--The key objective of the TA—a strategy to mainstream gender equality in the 
sectoral programme—was, in the outset,  both unfamiliar and perceived as peripheral to the 
mainstream work of MARD.  There was extremely limited capacity and commitment among 
MARD’s leadership for gender mainstreaming and mainstreaming as an approach was further 
complicated by the brief history of discrete “gender projects” and the “add-on” nature of gender 
strategies in sub-sectoral programs and several recent evaluations of gender equality in MARD which 
focused on numbers of women active in the development process or project.  In addition, the TA’s 
“home” in MARD CFAW, a structure created under the NCFAW, exacerbated the perception of the 
TA as a women’s empowerment initiative and further complicated the efforts of mainstreaming 
gender. 
 
MARD-VWU Coordination--The participation of the VWU in the TA initially proved to complicate 
MARD’s understanding of its role in the process of developing and approving the gender strategy.  
During the TA Inception and Mid-term meetings several issues were clarified and complementary 
responsibilities were assigned to both institutions for contributing to both the Stakeholder Analysis 
and the development of the Strategy.  What worked best, in the end, were well-defined roles and 
responsibilities to achieve shared objectives while also delineating responsibility for discrete TA 
activities.   In spite of the institutional challenges, the TA teams based in MARD and VWU worked 
effectively together as did the project staff assigned to support each institution.   
 
Leadership--The joint co-chairpersonship of the Steering Committee, and the high level of the 
individuals, made it extremely difficult for the committee to function as a steering committee in 
anything but name only.  While this was an undesirable event and resulted in missed opportunities to 
build ownership, the two Project Directors appeared to be successful in securing necessary approvals 
from their respective co-chairpersons.  Regular joint meetings between MARD and VWU, when 
appropriate, as well as good communication between the TA team and counterparts in MARD and 
VWU, were able to resolve most issues that may have required Steering Committee approval. 
 
During the course of the TA, there were several significant changes in personnel among the MARD 
leadership, including the scaling down from five to three Vice Ministers (including the MARD 
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CFAW Vice Minister) and the unfortunate death of a Vice Minister (also the newly assigned MARD 
CFAW Vice Minister).  In addition, the Project Director was in attendance at political training at the 
Ho Chi Minh Political Academy during most of the TA’s duration.  These changes and demands on 
personnel who had responsibility to the TA presented numerous challenges in time, approvals, 
information exchange and commitments to activities. 
 
Support for Human Resource Inputs--Moreover, the limited support for counterpart remuneration 
under the ADB TA guidelines, as well as the absence of a fully-funded national “project office” 
created tensions between the TA team/consultants/staff and the national counterparts assigned to work 
on the TA.  As noted above, national counterparts were expected to contribute to the TA while 
maintaining their full time responsibilities within MARD or VWU. 
 
Overall Assessment--Regardless of the challenging context, and the risks inherent in such a “ground-
breaking” effort to develop a gender mainstreaming strategy for a sectoral program, the TA achieved 
its stated goals and the challenge now will be to identify the next steps and the support needed to 
implement the initiatives identified in the Strategy and POA.  Opportunities to utilize the capacity 
established in the provincial women’s unions and among those at the district and commune level who 
have now received some exposure to the goals of gender equality, equity and mainstreaming in the 
sector should be identified within the pipeline of ADB-supported programs and projects so as to 
ensure that the ground gained is not lost once the TA ends.  Without further external support, it will be 
difficult to sustain the momentum. 
 
Concluding Comments--To successfully build upon the achievements of the TA, the Gender Strategy 
and POA must be widely disseminated among all key stakeholders—MARD’s departments and 
related institutions, donors, project teams, CFAW networks, etc., etc, as well as among all related 
Ministries and Unions and Committees. Moreover, the Strategy and POA should be viewed as a 
“living” documents, to be modified and adapted as change occurs within MARD, with the hope that 
the POA objectives eventually become institutionalized into MARD’s mainstream operations, 
services and culture. 
 
However much an achievement this first Strategy and POA may represent, it is only a start.  While the 
concepts of gender equality and a mainstreaming approach have been raised among selected MARD 
constituencies, the core group remains small, marginalized and without sufficient strong and catalytic 
leadership for mainstreaming. 
 
The most likely opportunity to mainstreaming the commitments made to gender equality under the 
POA will be found through the key government planning processes, the large scale reform initiatives 
or large government-donor sector support programmes.  Raising both the level of commitment within 
MARD, the status of the gender equality “agenda” and its influence on future operational and 
programmatic changes will require a long term government-donor partnership.  Several opportunities 
may be available through the UNDP/Netherlands supported PAR project, through the donor supported 
ISG and CPRGS groups and increased dissemination of the Strategy and POA. 
 
Moreover, the Strategy and POA only address the cultural environment and institutional processes at 
the central Ministry level.  While the TA’s limited time and resources prevented extensive work at the 
provincial, district or commune levels, it is at these levels where the Strategy and POA can best be 
adapted and “mainstreamed” to promote the systemic changes that will affect the lives of rural women 
and men. ADB program support to provincial-level PCs, DPIs, DARDS, etc, may offer opportunities 
to integrate parts of the Strategy and Plan into provincial/district/commune work plans and should be 
considered in tandem with the gender analysis process of program design and the development of 
monitoring and evaluation systems. Pilot efforts to introduce the Strategy and POA, in coordination 
with ongoing PAR initiatives and the Gender Mainstreaming Project of the UNDP/Netherlands-
supported NCFAW initiative, can also be considered by donors working at the provincial, and 
possibly district, levels. 
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IV.  Follow-up Consultations with Key Stakeholders & Donors 
Following the final TA dissemination workshop, the TA Institutional Consultant conducted follow up 
consultations with key stakeholders, focusing on donors and government officials who could assist 
with implementation of activities in the MARD Action Plan. 
 
The donor agencies were all supportive of the strategy and pleased to be appraised of its existence and 
the level at which it had been approved. The fact that it is a Vietnamese developed strategy, albeit 
with assistance from this TA, is widely seen as one of its most important and encouraging features. 
None of the agencies felt able, at short notice, to be specific about how they or projects supported by 
them would be able support the strategy. Many were very enthusiastic at the prospect of the 
availability of the strategy for inclusion in future project designs. Unfortunately, a small number were 
“more pragmatic” and, while signifying formal support to the strategy, were less encouraging in their 
predictions of how or to what extent the strategy could or would be successfully integrated in projects 
supported by them. 
 
Most of the donors recognized that formal notification of the strategy to departments within MARD, 
organizations under MARD, PPCs, DPCs and DARDs of provinces and districts is essential to the 
success of the strategy. In fact, without such notification, it will effectively be non-existent. 
 
The one project within MARD that has given more thought to and planned in more detail for 
addressing gender issues than any other part of, or project within, MARD is the PAR in MARD 
project, funded jointly by the UNDP and the Netherlands, which will have the most significant role in 
advancing the gender strategy and the MARD PoA as it has the greatest amount of immediately 
available resources and is in a key position to influence the ways in which MARD will develop 
personnel policies and practices and conduct its operations in the future. Consequently, more attention 
was paid to its proposed activities and methods of approach. 
 
During the consultations it became clear that MARD has limited resources available to support the 
strategy and PoA in 2004-2005 at least. There are very severe demands on its available funds in the 
immediate future, partly due to losses incurred in the past and which have to be met during the next 
financial year. If MARD and DARDs are to give the support that will be necessary for the success of 
the strategy a considerable amount of training of trainers and preparation of publicity material will be 
necessary. MARD will have to find the funds for this from outside the State budget. The preferred 
source is the ADB as it supported this TA. A small number of donor agency representatives gave 
guarded hints that their organizations might be prepared to make some support available if they could 
be assured of the commitment of MARD, DARDs, PPCs and DPCs to the comprehensive 
implementation of the strategy. If MARD wishes to pursue these possibilities it will need to develop 
and make formal proposals that will satisfy the of donor agencies. 
 
For its part, MARD organized several follow up activities to promote the strategy and implementation 
plan and to consult with the MARD CFAW structures on development of actions plans for corporate 
and department level CFAWs.  Moreover, relevant gender-related targets have been adopted by the 
MARD management school and gender issues have been incorporated into the curriculum.     
 
V.        Management of the TA 
 
Steering Committee 
Vice Minister MARD (Mr. Nguyen Thinh Luan, Mr. Nguyen Dinh Thinh, Mr. Pham Hong Giang)  
Madame Ha Thi Khiet, President, VWU and Chair, NCFAW 
Madame Truong Thi Khue Vice President, VWU 
Mrs. Nguyen Thi Hong Loan, Vice Director, DOP, MARD 
Mrs.  Phan Thanh Tram, Chief Women’s Studies Department/ Research, VWU 
Madame Tran Thi Mai Huong, Permanent Secretary, NCFAW. 
Ms. Tran Thi Hanh, MPI Representative 
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Co-Directors: 
Mrs. Nguyen Thi Hong Loan, Director, MARD, Deputy Director, Organization & Personnel 
Department 
Mrs. Phan Thanh Tram, Director, VWU, Women’s Studies Department/ Research, VWU 
 
Consultants: 
Patricia Weisenfeld, Team Leader & Technical Advisor 
J. Cecil Hood, Consultant, Institutional Assessment, MARD 
Astrid Tripodi, Consultant, Participatory Development, MARD 
Matt Desmond, Planning Consultant, MARD 
Hoang Thi Bang, Consultant, Gender and Agriculture & Rural Development, MARD 
Nguyen Thi Cau, Consultant, Agriculture & Rural Development, MARD 
Nguyen Thi Nghia, Consultant, Gender & Rural Development, MARD 
Eileen Kelly, Consultant, Gender and Development, VWU 
Vu Ngoc Uyen, Consultant, Gender and Development Economics, VWU & MARD 
Tran Thi Van Anh, Consultant, Gender & Training, VWU 
 
Counterparts: 
Chu Thi Hao, Vice Director, Policy Department, MARD 
Nguyen Thi Hien, Principal Expert, Organization & Personnel Department, MARD 
Pham Kim Oanh, Principal Expert, Agriculture & Forestry Extension Cuc-Department, MARD 
Ho Thi Xuan Tien, Vice Director, OMARD 
Nguyen Thi Ban, Principal Expert, Policy Department, MARD 
Nguyen Thi Yen, Member, Executive Administration Board, Viet Nam Coffee Corp 
Pham Thi Hong, Principal Expert, International Cooperation Department, MARD 
Nguyen Thi Phuong, Research Department, VWU 
Hoang Huong Thuy, Research Department, VWU 
Cao Hong Minh, Research Department, VWU 
Nguyen Thi Minh, Research Department, VWU 
Le Tuong Van, Research Department, VWU 
Phan Huy Hieu, Research Department, VWU 
Nguyen Thi Minh Huong, Research Department, VWU 
 
MARD Working Group  
Nguyen Thi Hong Loan, Vice Director, Personnel & Organization Department, MARD 
Chu Thi Hao, Vice Director, Policy Department, MARD 
Ho Thi Xuan Tien, Vice Director, OMARD 
Dao Thi Kim Loan, CFAW, MARD 
Tran Le Hung, Management School #1 
Nguyen Thi Hien, Personnel &Organization Department 
Nguyen Duc Xuyen, Vice Director, Forestry Development Department, MARD 
Pham Vu Chanh, Capital Investment& Construction Department, MARD 
Tran Thanh Binh, Personnel &Organization Department, MARD 
Nguyen Thi Hong, Projection & Planning Department, MARD 
Tran Thi Xuyen, Plant Protection, MARD 
Nguyen Phu Binh, MARD Trade Union 
Nguyen Manh Dung, Forestry, Development Department, MARD 
 
Facilitators (MARD) 
Tran Thi Que, Gender and Development, GENDCEN  
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Project Staff: 
Tran thi Thanh Nhan, Administrative and Accounting Assistant 
Nguyen Huu Ngoc, Project Coordinator 
Nguyen Thi Phuong, Administrative Assistant, VWU 
Nguyen Thi Minh Huong, Training Coordinator, VWU 
 
Consultants & Project Staff 
The inputs to the TA included a team of international and national consultants with expertise in 
organizational development, gender mainstreaming, human resource development, institutional 
assessments, agriculture and rural development, participatory rural development, veterinary services, 
irrigation and water resource management, gender in economic development, economics, gender and 
development including gender analysis, assessments, etc.  With the exception of the Team Leader, all 
consultants worked on a part time basis.  The diversity of the skills and experience, coupled with the 
flexibility offered through the part time consultant assignments, allowed for utilization of appropriate 
TA skills at key points throughout the TA period.   A team approach—for the TA team and the 
national counterparts—was emphasized from the TA’s inception and was key to maintaining good 
progress and ownership among the national counterparts.  
 
Project staff for both MARD and VWU included secretarial support, an accounting assistant and two 
project assistant/coordinators.  All administrative, logistics and financial activities were conducted by 
the project staff. 
 
Overall, performance of consultants and project staff was satisfactory.  Flexibility by the ADB 
allowed for provision of specific expertise on an as-needed basis at key junctures in the TA.   
 
Several challenges are noteworthy of comment:  (1) the limited availability of full-time, independent 
national consultants with significant expertise in gender in ARD; (2) recruitment and secondment of 
MARD experts required release from public service and additional paperwork and follow-up.  This 
created delays in start-up of the team and difficulties in ensuring availability for activities, particularly 
for extensive field work out of Hanoi; (3) the limited cohort of national specialists with excellent 
verbal and written english language skills; and (4) government counterparts are often requested to 
take on additional responsibilities and activities of projects while maintaining full-time positions in 
key departments.  
 
Hence, while the project co-directors took on overall leadership and decision-making responsibilities, 
the TA team encountered frequent difficulties with the MARD director’s participation in key activities 
due to changing schedules and competing demands.  Delegation was difficult to achieve and the 
absence of another full time senior official at the operational level contributed to periodic delays and 
mis-communication. 
 
Office Space, Equipment & Supplies 
The TA provided MARD and VWU with limited equipment and supplies.  Each counterpart project 
office was equipped with a laptop computer, printer and basic office supplies were supported by the 
TA.  MARD received an additional printer and portable printer.  A digital camera purchased by the 
project was used document activities, contribute to the ADB web site and provide photography for TA 
publications. All equipment and supplies provided by the TA were well utilized and greatly 
appreciated by the TA team and national counterparts; all equipment was transferred to the 
counterpart institutions at the end of the TA.  Funds were provided for routine office administration 
and communications.  
 
Both MARD and the VWU provided the TA with office space and basic equipment. MARD also 
provided the TA Project Office with 2 desktop computers, 2 printers, a fax machine, telephones and a 
photocopy machine for use throughout the TA.   
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The primary project office was located at MARD. One small room was provided for the consulting 
team’s daily work and the limited space often required that consultants worked in separate offices and 
separately from national counterparts.  Access to meeting space was provided by MARD, the MARD 
CFAW and VWU as requested by the TA.  There were periodic problems with electricity at MARD; 
however, overall the power supply was reliable.  The TA expresses its gratitude to MARD and VWU 
for their contributions of office space and equipment. 
 

--end of report-- 
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Design Summary Performance Indicators 
and Targets 

Monitoring 
Mechanisms Assumptions/Risks 

 
• Conduct for VWU staff at 

national, provincial, and 
district levels workshops 
on gender mainstreaming 
in agriculture and rural 
development. 

 

 
July 2002 - February 2003 

 
TA review 

 

• Document results of 
learning-by-doing 
workshops and present 
findings to VWU. 

July 2002 - March 2003 Reports   

Inputs 
International consultants 
 
Domestic consultants 
 
Equipment and supplies 
 
Training and workshops 
 
Other ADB financing 
 
Counterpart financing 
 

 
18 person-months 
 
36 person-months 

 
Standard ADB 
procedures for 
recruiting and 
monitoring of staff 
consultants followed 
 
Consultant inception 
report and work plan 
in place 
 
Consultant mid term 
and final reports 
 
ADB TA review 
missions 
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