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1. 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 (POA?2) 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.'

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.

1L 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.” The MARD and VWU activities
under the SA focused on:

' Asian Development Bank TAR VIE 34367-01 January 2002
*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 & 355
workshops
Survey Tool MARD participants from central, 177 Sept-Nov 02

provincial & district

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
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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 DARD:s.

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.> 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.*

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.

* See Action Plan for Implementing MARD’s Administrative Reform Program Period 2001-2010
* 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
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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.
Key leaders in MARD
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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 ° (SA 11/03)

Manpower of DARD - Quang Binh. 11/2002
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Figure 4: Comparison of male and female leadership in Minh Hoa SARD, Quang Binh Province
(Stakeholder Analysis 11/2002)

Manpower of SARD - Minh Hoa District, Quang Binh 11/2002 o Male
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At all levels of the system, traditional values and gender stereotyping are prevalent, in spite of legal
documents which mandate equal opportunities for women and men. Key respondents report that
promotions and opportunities for professional development both in-country and abroad are made far
more available to men. Gender differentials in official Human Resource policies including age of

> 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-CFAWSs 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

NCFAW STRUCTURE ON PAPER

NCFAW

- 1 Chairperson, - 2 Vice NCFAW OFFICE
Chairpersons- 15 members

CFAWSs in ministries and agencies CFAWs in cities and provinces
(49/53) (61/61)
CFAWs in branches and CFAWSs in towns and districts
departments
CFAWs in office premises CFAWSs in communes and wards

NCFAW STRUCTURE IN PRACTICE

NCFAW

- 1 Chairperson - 2 Vice NCEAW OFFICE
Chairpersons - 15 members

CFAWSs in ministries and agencies CFAWs in cities and provinces
(49/53) (61/61)
CFAWs in branches and CFAWs in towns and districts
departments
CFAWs in office premises CFAWS in communes and wards

While the establishment of the CFAW structures has created a pool of cadres with some awareness
and knowledge of gender equality, and several leaders of the provincial CFAWs have received
training, most CFAWs do not have a clear mandate or role in ensuring gender equality in institutional
decisions and practices and are perceived as organizations for women’s advancement. There were
numerous questions about whether the CFAWs are for women's advancement or gender equality. At
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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 LURC:s in cases where the LUR are granted to a household. This applies to all newly issued
LURCSs and will be applied to all existing LURC:s 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 ° 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

® Situation Analysis NCFAW 2000
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went to women.” 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. * 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.

e 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.

¥ 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. °

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. '
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.

? Decision No. 04 NQ TW July 1993

' 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.

E