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TRAINING GOAL
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To prepare
Self-Confident, Risk-Taking Pioneering Women Leaders
as individuals and as a group - to bring about gender-
sensitive policies and programs, and practices that will

positively affect the lives of women and men.
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This Action Workbook is part
of a three-part training package:

Chrysalis: Leadership Training for Pioneering Women
| Trainer’s Manual and Trainer's Master Copy of Action Workbook.

ll. Master Copy of Action Workbook for Photocopying.
lli. Quotations for the Wall.
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The Chysalis Training Package evolves from:

AAA

THE AWLAE PROGRAM

African Women Leaders in Agriculture and the Environment

LEADERSHIP FOR CHANGE

“This is no longer a program. It’s a movement.”
- Program Donor

AWLAE inspires, empowers and mobilizes professional women as leaders and
advocates for rural women. The model of the program, designed in 1989 by African

wormnen and men, operates in 13 African countries and China.

The AWLAE program (1) Prepares women leaders through Leadership for Change

training, post-gradate scholarships, and mentoring, (2) Builds an enabling

AAAAAAAAAAAAAAAAAAAAAAAAAAAANA

professional environment through institutional partner grants for gender activities,
gender training, working in partnership with men, public advocacy, and research on
issues of women farmers and professional women, and (3) Creates sustainable impact
through establishing professional associations, training centers, Chrysalis: Leadership

Training for Pioneering Women Training Package, and a Leadership for Change CD-Rom.

The program opeiates on both the macio level - helping women to advance to
influential positions to change the policies and programs affecting rural women - and
the micro level - conducting mentoring, technology transfer, gender training and
school scholarships for rural women and girls. In other words, AWLAE is driven by
the extraordinary commitment of professional women who link directly the key

agricultural and environmental institutions with the rural people in the field.

Pan-African Office of AWLAE, Winrock International,
Mechai Drive off Gong Road, PO Box 60745, Nairchi, Kenya
awlae.ea@winrock org Tel. 254-2-711-590, Fax 712-966
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Table

MODULES Of
I. BUILDING A PIONEERING TEAM c on 'l'e n is

Who are we and
how will we work
together?
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Il. SEEING THE CHALLENGES AHEAD

What inspires and sustains
pioneering women?

. MOVING BEYOND THE ROADBLOCKS
Where do we want to go?

What's stopping us?

How do we move forward?

V. WOMEN & MEN: TRAVELING THE
GENDER ROAD TOGETHER

What is gender?

Why is it important

and stressful

for women and men?
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Vii. PREPARING OUR PLANS
How do we mobilize

as individuals and as a group

for the journey ahead?
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RECORDING THE JOLIRNEY:
AN ACTION WORKBOOK

Creating a personal record of the journey:
thoughts, analyses, plans
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Action
Workbook

Module I

BUILDING A
PIONEERING
TEAM
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TRAINING
GOALS

To set a positive and inspirational
climate for working together.

7o create a Pioneer Porirait of
each person.

IN THIS SECTION
YOU WILL:

Be introduced to the program and workshop
goals and agree together to a schedule and
guidelines for how the group will operate.

Learn about each other and the staff,
with each member being both learner
and teacher.

Begin the creation of your own Pioneer
Portraits as the first step in building
self-confidence, risk-taking abilities, and
support for one another as pioneers.

Mama told her her
children te
“Jjump at the sun”.
We might not land on

the sun, but at least we

\Vi“ get O{:i: the gl'OUlld.

- Neale Hurston
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YOU cannot discover new oceans

until you let go of the shore.

Definitions of a Pioneer

Until one is committed, there is
hesitancy, the chance to draw back, always ineffectiveness.
Concerning acts of initiative (and creation)
There is one elementary truth:
The ignorance of which kills countless ideas and splendid plans;

The moment one definitely commits oneself, the providence moves too.
All sort of things occur to help one
That would otherwise never have occurred.

A whole stream of events issues from the decision
Raising in one’s favor all manner
Of unforeseen incidents and meetings
And material assistance
Which no person could have dreamt would come her way.

Whatever you can do, or dream you can, begin it.
Boldness has genius, power, and magic in it

Goethe

Action Workbook
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It doesn’t interest me what you do for a living.
[ want to know what you ache for,
and if you dare to dream of meeting your heart’s longing.
It doesn’t interest me how old you are.
I want to know if you will risk looking like a fool for your dreams,
for the adventure of being alive.
It doesn’t interest me what planets are squaring your moon.
I want to know if you have touched the center of your own sorrow,
If you have been opened by life’s betrayals,
or have become shriveled and closed from fear of further pain.
I want to know if you can sit with pain, mine or your own;
If you can dance with wildness
and let the ecstasy fill you to the tips of your fingers and toes
without cautioning us to be careful, be realistic,
or to remember the limitations of being a human...
It doesn’t interest me if the story you are telling me is true,
I want to know if you can disappoint another
to be true to yourself;
If you can bear the accusation of betrayal
and not betray your own soul.
[ want to know if you can live with failure, yours and mine,
And still stand on the edge of a lake
and shout to the silver of the full moon, “Yes!”
It doesn’t interest me to know where you live
or how much money you have.
[ want to know if you can get up
after the night of grief and despair,
weary and bruised to the bone,
and do what needs to be done for the children.
It doesn’t interest me who you are, how you came to be here.
[ want to know if you will stand in the center of the fire with me
and not shrink back.
It doesn’t interest me where or what or with whom you have studied.
I want to know what sustained you from the inside
when all else falls away.
I want to know if you can be alone with yourself,
and if you truly like the company you keep in the empty moments.

B Oriah Mountain Dreamer

Action Workbook
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Follow

your bliss *

Joseph Campbell

EXPECTATIONS FOR THE WORKSHOP

What | want to happen What | don’t want to happen

Action Weorkbook
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DEFINITION OF
A RISK

: 1

A RISK I HAVE TAKEN. . .

With my family In my work In other areas
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Why is it im ortant to take riskse

What s the relafienship, it dny, between taking risks and self-confidences

What is the question we can ask ourselves as we contemplate a riske
Example What's the worst that can happene” Can | five with thate

How does that compare with the potential benefits it | succeece
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What animal would you associate with risk-taking? The turtle, She never gets ahead unless she
sticks her neck out. Each day we take risks, consciously and unconsciously. Each time we take a

visk and succeed, it increases our self-confidence. We feel stronger, energized, more empowered.

What is a small step for some is a large risk for others. Risks can range from speaking up in a male
dominated meeting at work, asking family members to help with chores not usua"y associated
with their gender role, making a proposal to our boss, organizing an
informal women's support group, even leaving a job or an abusive

marriage.

Sometimes it is scary to move away from a situation to which we are accustomed, no matter how
bad it is. Sometimes we pretend that things are not so bad because admitting it means you have to

do something about it. It is the doing something that is so frightening.

To risk implies taking action. You can just sit where you are and remain afraid to take a chance,
doing nothing, waking up one day, wondering “what if....” Bug, if you want to reach your dreams,
you will have to take a risk. You cannot make a good decision until you understand why you are
afraid of making it. What is the worst that could happen? Could I live with that? If we can accept

our fears, we feel free to move forward.

Some of us fear losing control of money, influence, or position, but underneath this fear is the fear
of being weak, bad, angry, impotent, vulnerable, or rejected by someone. Some of us fear losing
face, reputation, being embarrassed, shown up, made fun of or ridiculed, having our true feelings
made public. Some of us have stage fright - the fear of performing, of being seen, of being

counted, measured, evaluated or judged.

When you try to gain esteem by being competitive, you may be trying to be better than others rather
than to be your best self. Some people are overcome by the realization that they are not and never
will be better than everyone else. This weakens their conviction, even when they have

the ability to succeed.

Action Workbook

9

YYVYVVYYV VYVVVVVVYVYVVYVYVVVYVVVY

YVYVVVVYY

YVV

LAAAS

VVYVVVVVVVYVY

VVYVVVYVVVVVVVVVVVVVVVVYVVVVVVYVVVVVVVVVVVVVVVVVVVVVVYVVVVVVVVYVVVYVYY



AA

AYAYAVAVAVAVAVAVAVAYAS A

For some of us who have become dependent on someone or some thing, we may have trouble
leaving the familiar for the unknown. When we are fearful of change, old familiar things (old

home, old job, old friends and lovers) may suddenly take on a glow, making them seem better

YVVVVVVVVVVVVY

than they were. Sometimes women risk by giving up dependency on a man (and that doesn’t

necessarily mean leaving him). The old may seem better because it was more comfortable to

give up your power and vision ofyourself to someone else, but you may never become the person

you could truly become while dependent on another’s approval.

One never stops taking risks for self-esteem. Once we have a reputation, others expect us to
equal or improve on those achievements. Eventually each one of us must replace the attempt to
impress others with a desire to please ourselves. We will never know the person we can be until

we take some risks.
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WHAT WAS MOST MEANINGFLUL TO ME IN
THE ARTICLE ON TAKING RISKSI

VYVVVYVVYVVVYVVVVVYVYVVVYVVVVVVVVVVYVVVVVVVY

Action Workbook
10
VVVVVVVVVVY

VYVVVVYVYVYVVVYVY

VVVVVVVVVVVVVVVVVVVVVVVVVVVVY



AAAAAAAAAAAAAAAAAANAAAAANA AAAAAAAAAAAAAAAAAAAAAAAAANAAAARNANAAN

I

I PLAN TO BE A TURTLE. HERE ARE SOME RISKS 1| PROMISE MYSELF THAT |
WILL TAKE:

IN M¥ PERSONAL LIFE>
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IN MY PROFESSIONAL LIFE:
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Life is either
a daring

adventiire or
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it 15 nothing.

- Helen Keller

Action Workbook
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TRAINING
GOALS
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To identify what inspires, sustains and

gives women leaders self-confidence M d 1 I I

to be pioneers who bring about change. oduie
SEEING THE

IN THIS SECTION, CHALLENGES
YOU WILL? AHEAD

Examine the characteristics of pioneers and
leaders for change, the risks they take, issues
they face, and forces that motivate them and
give them self-confidence.

Examine one’s own strengths, styles, goals,
and inspiration for becoming a leader
for change.

In the confrontation
between the stream and -
the 1‘ock, the stream
always wins, not
t’]]r()ug]l strengt h but

thl'OUgl] persiste_nce.
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Pioneering is the result of caring more than
others think is wise.
Risking more than others think is safe.
Dreaming more than others think is practical.

Expecting more than others think is possible.

When | have been a Pioneer in my life

Your attitude

almost always
determines
your altitude

Action Workbook
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BEING A PIONEER
Rewards Challenges

Qualities that Pioneers need:

y

Don't worry about what the world wants from you.
Worry about what will help you become more alive.

Action Workhook
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MY GROWTH AS A PIONEER

Characteristics | Have Ones To Acquire or Improve
Demonstrated
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As avempowering leader, I really think that the highs for me

have been making people do-things they could never do-before.

4 Gving them confidence and the criticism and the help and the ideas;

and sharing my courage; and making thenwhave it too-
That's the empowerment.

- Anonymous
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YOU ARE THE INSTRUMENT

When all is said and done, you are the instrument.
When the tools and techniques have run their course,
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You were still the conduit.

When you respond to what's going on,
Your self is involved.

While it's important to know theory and method,

It's not enough.
[t's necessary, but not sufficient.

What comes out, comes out through you...
through your filters
through your self-esteemn
through your fears
through your skills
through your needs
through your personal turmoil
through your presence.

You are the instrument of change,
and that means knowing who you are...
how you "touch” people
your special qualities
how others gain from you
how you communicate with others
your way of giving
what you value and what you value blindly
what brings out the worst in you
when you're at your best
what you're working on personally
the selves inside of you
the spaces that you occupy
how you're influenced
when it's fun and when it's not
when you're "on" and when you're "off"
your need for structure and security
your repetitive patterns.

Being an instrument of change is exciting,
challenging, scary, fulfilling, engaging,
intense, and rewarding.
Through our work we help others,
And grow ourselves.

Excerpts from an article by Dave Jamieson, OD Praciitioner, March 1991

Action Workbook
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Once there was a woman who lived in a house with a huge rock on her land. She
wanted to move the rock because she wanted to plant a garden in that area. Everyone in
the community told her that it was impossible, that the rock was too big to be moved.

But, she was determined.

One day she had an idea. She saw kids playing. They were home during school break
and had nothing to do. “If you will go and get your hammers and break small pieces off
this rock, [ will give you all the lemon drink and sweets that you want,” she said. The
kids ran home, telling other kids on the way, and found their hammers. Every day they

came and hammered the rock until it was only small pieces that could be taken away.

The whole community talked about how she solved the problem of getting rid of the
rock and how she mobilized the children. Then a leadership organization heard the

story and came to see her. “We want you to work for us. You are just the kind of leader
we need. Creative. Determined. You have vision. You know how to reward people and
are able to mobilize them.” “Oh, no,” she protested. “I am not a leader -- just a
housewife and a mother.

A true story.

A person who brought change or inspired
me to do something differently in my life:

Action Workbook

L~

vvvvv vvv V'VVTV' vvvvv LY AVAY, YAV AV AV AV A VAV AVAVAV AV AVAVAVAVLAY, v/ L VAVAVAY. v N\




A

extraordinary
determination

< >
< >
< >
< >
< >
< >
< 3
<
< >
ﬁ Leaders are :
< ordinary 2
< eople with >
< peop >
< >
>
< S

Transformational leadership

Fosters an environment where it is safe to create visions {we may encourage our
children to dream about the future),
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Where each person’s vision is listened to.

Encourages participation in all parts of an organization, especially participation of
those whom the change will most affect {not true in every family, but may encourage
discussion when a change will affect the children).
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Empowers people to become independent and strong.

Encourages people to take risks in order to build their self-confidence.

©

A TRANSFORMATIONAL LEADER IN MY COLINTRY...
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HOW CAN | BE A TRANSFORMATIONAL LEADER WITH CHILDREN!
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A good leader insPircs others

to have confidence in her.
Agrcat leader insPircs Pcople

to have confidence in themselves.

Definition of Change

The world hates

change, yet it is
the only thing
that has brought
progress.
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EXAMPLES OF CHANGE
IN THE WORKPLACE OR COMMLINITY

Good for Women Good for Men
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Not Good for Women Not Good for Men
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People act their way into a different way of thinking
More often than they think
Their way into a different way of acting.

Action Workbook
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REACTIONS TO CHANGE

Example of Change Why Resisted Why Accepted

Ferson who says it cannot be done

should not interru Pt person doing it.

O|d Cl-.incsc Frovc rb.

Why People Resist Change

Why People Accept Change

Action Workbook
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Large scale change occurs when a lot of people
change just a little.
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If you do what
you have
always done,

you will get
what you have
gotten.
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RESISTING CHANGE

Fain Reasons Gain Reasons
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ACCEPTING CHANGE
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]:__vcrg nnovation increases the chance that further innovation will
flourish. ]:_vcrﬂ woman who breaks mto a new sector increases the chance
that other women will {ollow because she acts as an cxamp|e that

cvcrgthmg 15 posane.

-- Limor Livhat

Why Men Might Resist Change That Helps Women

Change rarely takes place when people are “comfortable”
or think they are comfortable.
A tension must develop before individuals or groups
can have meaningful change.

Paolo Freire’s |dea

.

opposition
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How can we reframe
the issues of women to find
a common goal with men?

Strategies for Helping People Accept Change
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A CHANGE 1| WANT TO MAKE

Who might resist Ways to diffuse Who might support Ways to increase
resistance support
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The Japanese monkey, macaca fuscata, has been observed in the wild for a period of over
30 years. In 1952, on the island of Koshima, scientists were providing monkeys with unwashed
sweet potatoes, but the monkeys found the dirt unpleasant. An 18-month female named “Imo”
found that she could solve the problem by washing potatoes in a nearby stream. She taught this
trick to her mother. Her playmates also learned this new way and they taught the other mothers
too. This cultural innovation was gradually picked up by various monkeys before the eyes of the
scientists.

Between 1952 and 1958, all the young monkeys learned to wash the sweet potatoes to
make them more palatable. Only the adults who imitated their children learned this social
improvement. Other adults kept eating dirty sweet potatoes.

Then something startling took place. In the autumn of 1958, a certain number of
Koshima monkeys were washing sweet potatoes -~the exact number is not known. Let us
suppose that when the sun rose one morning there were many monkeys on Koshima Island who
had learned to wash their sweet potatoes. Let’s further suppose that later that morning, the
hundredth monkey learned to wash potatoes.

THEN IT HAPPENED!

By that evening, almost everyone in the tribe was washiug sweet potatoes before eating
them. The added energy of this hundredth monkey somehow created an ideological
breakthrough!

But, notice. The most surprising thing observed by these scientists was that the habit of washing
sweet potatoes spontaneously jumped once the number of one hundred was reached. Colonies of
monkeys on other 1slands and the mainland troop of monkeys at Takasakiyama began washing
their sweet potatoes!

Thus, when a certain critical number achieves an awareness, this new awareness may be
communicated from mind to mind. Although the exact number may vary, the Hundredth
Monkey Phenomenon means that when only a limited number of people know of a new way, it
may remain in the consciousness property of these people. But there is a point at which if only
one more person reaches a new awareness, a field is strengthened so that this awareness reaches
almost everyone.

Excerpts from The Hundredth Monkey by Ken Keyes Jr,
{Out of print)
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A Message That Motivated Me To Succeed

A Message For A Young Girl
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EMPOWERING MESSAGES
TO GIVE OUR DALIGHTERS

Parents who now recognize the enabling messages that helped them become leaders can pass
them on to their daughters. Unspoken messages from parents can sometimes suppress a
young girl's courage and ambition. Some daughters receive an ambivalent message that says
one thing — "You can be whatever you want" — while carrying with it an unspoken
contradiction - "Don't make people not love you."

SOME IMPORTANT MESSAGES:
You are loved and special.

You can do anything you want.

You can take risks.

You have aright to ask for what you need.
You are entitled to dreams of greatness.

It is especially important that these empowering messages be reiterated loudly and firmly
during adolescence at a time when their desire to be loved threatens their sense of
independence.

¢ Say these messages loudly and often. Don't assume that a child knows it, once spoken.
Demonstrate it physically.

e Make sure girls are asked to do the same chores that boys have. Listen to them so they
know their opinions are important.

¢ Let them know they are still loved if they take a risk and fail.

¢ Help them stretch and build their self-confidence.

When you hear your daughter express her goal (no matter how casually), encourage her to go
for it. Help her develop a strategy and a plan to achieve it. Encourage her activity by your
interest and support. Help her develop a sense of power: | am. | can. [ will. "l am" implies
that | have a sense of identity. "l can" suggests mastery. “lI will" describes intention to take
certain action. Help her depend on her own initiative and drive to provide for her future.

If a woman accepts a subservient role with her husband, her daughter will learn than it is
appropriate for women to defer to men.

If her father is too protective or much more responsive to her independent behavior, he will
be perpetuating the message that males love only dependent females and that being
independent will put her at risk for ever getting marriage and having a family.

Both parents should bring her up with limitless expectations for herself. HER expectations. If
your expectations are limitless, she will feel as if she can never measure up.

Excerpts from Women in Power: The Secrets of Leadership by Dorothy Canter and Toni Bernay,
Houghton Mifflin 1992.
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Courage is not the absence of fear,
but the conquest of it.

Definitions of Self-Confidence

How do self-confident people speak, lock, behave?
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A woman is like a tea leaf.
‘When she gets in hot water, she just gets stronger.

Eleanor Roosevelt

Messages for when we make mistakes
"I am only human."
"A mistake is a gift. It tells us something that we didun't know before.”

"Everyone makes a certain percentage of mistakes. A mistake means I am one step closer to the
step that brings success.”

"Remember that many people like leaders who are human beings, who can admit their mistakes,
laugh at themselves, and move on."

A Risk | Will Take

Q@ @O @ Q@ @@ Q@ @@ @ @

What do we live for if not to make the world less difficult for each other?
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KEY FACTORS IN SELF-CONFIDENCE

Increasing our knowledge about ourselves and being able to describe ourselves. Having
knowledge and confidence in who we are, an okay person.

Rejecting society's female stereotyping as a measure Of WI‘lO we are and the most we can
become.

Setting realistic standards for ourselves and describing ourselves by what we are, not what

we are NOT.

Refusing to continue comparing our childhood fantasies with who we are now and finding
ourselves wanting.

Describing ourselves with confidence, not with apologies for what we are not or always
exaggerating our faults.

Valuing something we feel competent in as much as those areas where we are not
competent.

Appreciating our uniqueness and feeling confident about it rather than constantly comparing
ourselves to others and looking for differences between others and ourselves.

Feeling okay when a mistake is made, focusing on what we achieve rather than the errors we
make, knowing that they enable us to learn and grow.

Being able to accept a compliment, rather than fighting it and saying to ourselves: "If they
really knew me, they wouldn't say that."

Searching for our own validation, rather than through something external person or thing,
because inside we feel deficient, inadequate, not good enough.

Accepting being an individual person, sometimes alone, as a positive thing, knowing that no
matter how clese two people are, they are still two individuals, not putting our lives "on
hold” until we meet a man and believing that life only begins with marriage.

Refraiuing from seeing motherhood as our only source of self-esteem and, when our children
fail, blaming ourselves.

Being comfortable with our bodies, rather than criticizing our body image, exaggerating our
faults, forgetting how often we accept other people's bodies no matter what their shape or

size.
- Anocnymous
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SELF-CONFIDENCE QUESTIONS

When have | felt self-confident?

AAAAAAAAAAAA

Describe the mental and physical changes when you feel self-confident

What factors contribute to my feeling self-confident?

What do | need to change in my looks, my behaviour, my speaking, to look,
feel and be more self-confident?
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GOALS

To identify the current status of professional
women, the knowledge gaps for potential

M d 1 I I I research on that status, ways to combat subtle

oqule forms of discrimination, and ways to organize

for individual advancement and support of
other women’s advancement.

MOVING

BEYOND THE

ROADBLOCKS IN THIS SECTION,
YOU WILL:

Review the statistics and realities
of the status of women.

Identify the internal and external barriers
to women'’s advancement and choose
barriers on which they want to work.

Identify the knowledge gaps on the status,
policies, and practices regarding women that

require further research.

Develop strategies to deal with subtle
forms of discrimination.

Begin to work on individual and/or
group Action Plans.
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Men are taught to feel apologetic
about their weaknesses,
Women about their strengths.

-- Lois Wyse

It's amazing how
she manages to
juggle her career
and her family.

Statistics on Women That Most Concern Me
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PERCEPTIONS AND REALITIES

In the 4th century BC, Aristotle wrote:
"The female condition must be looked upon as a deformity.”

Attitudes about professional women are in part a consequence of the thousands of years of
conditioning to the idea that the female is inferior.

SOME MALE PERCEPTIONS OF PROFESSIONAL WOMEN:?

Q0 Unfair competitors who use their minority status or feminine qualities to obtain
advantages over men.

a Not serious about their work, just hunting for a husband.

Not having sufficient abilities to lead teams.

o Cause problems with special demands and requirements related to family
responsibilities.

o Dreading discussions with feminist activists who wish to confront rather than discuss
and solve problems.

o Difficulty coping with "emotionalism" of women at times of family stress or reacting to
negative evaluations.

W}

QAAA

<

<

<

<

<

<

<

]

]

4

<

<

<

<

<

<

<

<

<

<

<

<

<

<

<

<

<

<

<

<

<

<

<

<

<

5

< SOME COMMON OCCURRENCES:

< o Men moving in on a promising area being explored by a woman, expanding on it and

E dominating it, giving little or no credit to the woman originating the ideas.

< Q Stereotyping women as unequal partners in teams, seeing them as technicians rather

E than conceptual or quantitative thinkers.

< 0 Some males seeing themselves as guided by intellectual objectivity, refusing to admit

5 that any of their actions may be the discriminatory or irrational actions of human beings
as well as logical thinkers.

g 0 Appraisal of women as sex objects as well as professionals.
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REALITIES OF WOMEN IN TOP POSITIONS

A woman at the top may feel very alone. If she is a "token” woman, she has enormous
pressures on her to succeed. She may want to keep the best interests of other women in mind,
but not allow too many gender considerations to enter the decision-making process. Asa lone
woman, she may be excluded from many facets of life at the top and may have no support
network at her level. In addition, junior women may expect special treatment and be hostile
to her when she tries to act with impartiality.

Excerpts from: Women in Science: Portraits from o World in Transition by Vivian Gornick, 1993, (out of print)
and The Woman Scientist by Clarice Yentsch and Carl Sindermann, 1992.
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DECIDING WHICH BARRIERS TO TACKLE

Examples:

Internal Barriers Target of Activity Activity
Women lack Professional women Newsletter tips,
confidence, skills to speak . Workshop,

in public.

Men alienated by attitude Professional women Build support,
that “gender-sensitive” equals participation
“women-sensitive,” forgetting men, with men.
External Barriers Target of Activity Activity
Attitude that girls should not Parents of school girls Meetings & Data
study science. Career counselors
Women not appointed to Policy makers Gather data
meetings, workshops, for presentation To
commiltees policy makers
Internal/External Barriers Target of Activify Activity

1.

2.
3.
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HOW PEOPLE ADVANCE

List and check whether the method is used by each sex.

Metheds of Advancement
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CRASHING THE OLD BOY PARTY
A TRLUE STORY

An informal group of women in middle management had been meeting monthly for several
years. They realized that after many years they were still middle management while men
with better contacts got the iobs above them. Many peop]e who recruited for jobs didn't even

know they existed. They were invisible.

Calling themselves the A Team, they resolved to be pragmatic, to be noticed, to help one
another move up. Their goal was to have at least three of them in the top positions within a

few years.

In a highly organized way, they let people know about their desire to take on higher positions,
making phone calls, informing personnel officers, politicians, sympathetic senior managers,
and mentors, holding seminars on management topics where they needed to brush up, They

invited key people to their meetings.

From the beginning, they took a one-for-all approach, sometimes competing for the same
positions - but knowing that the more women who are in the pool for advancement, the
better for all women. The strategy of aiming for the top gave the group a sense of both

urgency and mission.

They fanned out across the region to speak with women leaders in other fields, anyone who
might help them press their case. Their goal was to learn more about how to break into the

power structure and to make their names known at l(ey institutions.

Every time a senior-level job came open, they phoned friends and former associates to
recommend colleagues. Today nearly half the group hold senior positions. The group still

meets to diSCUSS other issues more related to family and personal development.

AAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAANAAAAAAAAAAAAAAAAAAANA

o4 Initially they had had ne agenda except to create a safe place to discuss their professional
y Y g P P P
concerns. But, today, one says: "We knew if we didn't initiate an organized approach, it
< "
< would never happen.
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Perseverance is a great
element of success.
If you only knock long
enough and loud enough at

the gate,

you are surely to wake up
@ somebody.

- Henry Wadsworth Longfellow

Strategies | Want To Try to Help Women Advance in My Institution

THE INVISIBLE WOMAN

There was 3 woman on a task force who had a brilliant idea and did most of the
work. But another man on the task force thought to mention to their boss that
the task force was doing great, moving forward with a new idea. The boss
assumed that the man was the leader in the task force and behind the brilliant
idea. This was what was remembered in their next petformance evaluations and
promotions. The woman remained invisible.
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Ways To Become More Visible In My Professicn

EXAMPLES: MAKING OURSELVES VISIBLE

Attending conferences.

Speaking/presenting at conferences.

Joining or volunteering for committees.

Finding one or more mentors.

Building a ccllection of references for jobs.

Letting people know our career goals.

Joining/volunteering for/organizing panels at professional meetings.

Telling others about the worle of bur team:

Publishing an article about our project in a newsletter or professional journal.
Starting a task force or coalttion.

Writing memos with positive problem-solving suggestions.

Using the media t& publicize individual or group activities.

Point out to superviscrs the good work of other women.

Get to kriow pecple cutside our department.

Find @ woman mentor wheo dresses well and ask her for advice on your wardrobe
or professional image.

Suggesting wonen for every possible assignment or position. Forward lists of
candidates.

Copy appropriate people on memos so they are aware of your presence. (For
example, when you compliment ancther staff member, copy their boss an the
memo.)

Make sure that senior pecple are aware of what | am doing through memos or
informal conversations.

At the end of a meeting, take a leadership role and summarize for peaple; ncting

“This is what | think we ve agreed to. |s this correct!™
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THREE WAYS | WILL INCREASE VISIBILITY IN MY
PROFESSION

For myself For other women

1.

Don't hide
your light !
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ECIDE TO NETWORK

Decide to network.

Use every letter you write,

Every conversation you have,

Every meeting you attend

To express your fundamental beliefs and dreams.
Affirm to others the vision of the world you want.
Network through thought.

Network through action.

Network through love,

Network through the spirit.

You are the center of a network.

You are the center of the world.

You are a free, immensely powerful source

Of life and goodness.

Affirm it.

Spread it.

Radiate it.

Think day and night about it

And you will see a miracle happen:

The greatness of your own life.

In a world of big powers, media, and monopolies
But of four and a half billion individuals
Networking is the new freedom

The new democracy.

A. new form Of happiness.
- Robert Musller
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Definition af Mentor

s

The greatest power is in being a role model.

o

Advantages of Having A Mentor

Advantages of Being A Mentor
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MENTORING

ADVISOR. CONFIDANT. TEACHER.
PARENT FIGURE - CONFESIOR -MOTIVATOR

MENTCORING IDEAS

A mentor can provide access to the thinking, attitudes, and the networks of
your profession.

MEntors give you SIgnposts On your journey 10 competence, assertivensss.
and self-estecn.

A good mentoring relationship helps you, the protége, develop a
professional identity.

You heard about a rising star in your profession. You telephoned and asked if you
could interview her o leam about aspects of her profession. The nsing star was
flattered and you had a new imentor.

WHAT IS MENTORING1

A mutaally beneficial relafionship between somecne who 18 more experienced and
sometimes == but not always - older with someone less experienced, a protége. A
mentor may be of either gender, and wormen miay have one or many mentors. A
mentoring relationship niay last for an hour or several years.

Protege: (Frenclt) "to protect.”

My mentor keeps an open door for me: When | am really having
probleins, I'ean 20 in and say ‘I'm struggling. I need vour help.”

THE MENTOR BENEFITS TOO

This professional reélationship  gives  the mentor an opportunity to sit back, reflect on what she has
learned, and pass it on to ancther young “rising star:* It 4lso provides @n opportunity to stay in touch
with the younger generation.

Men have often nsed this process to build a power base — having protéges who write about them,
quote them, and invite them to speak. " Mentoring can enhance a reputation in an organization for
identifying and developing good talent.
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MENTOR FROM GREEK MYTHOLOGY

The word "mentor" originated in The Odyssey where Mentor, as the goddess Athena in disguise,
embodied both the male and female personas.

ROLE MODELING OR "LINCONSCIOUIS MENTORING"

A role model is a person emulated and admired by young professionals; there may
be no personal relationship involved.

Exercise:
Identify your role models, observe them. Write down every aspect of them that you admire ... the
way they present themselves, their clothes, manners, air of confidence, particular skills, courage,
speaking out, social skills, etc.

Assess yourself according to these items and draw up a plan for the qualities, skills, and
characteristics that you can emulate, practice, or learn. In some cases, you can even ask your role
model for help.

SELECTING A MENTOR

"...This is my professional goal. 1 am seeking someone whom 1 can call on to give me advice
about my professional career, help me with learning the informal ways of career advancement
and issues that come up along the way. Would you be willing to be help me with that?"

Before you approach someone about mentoring you, put yourself in her position -- perhaps she
would welcome the opportunity, but again, perhaps she feels she is too busy or not interested or
feels currently overwhelmed by personal problems. Think of specific ways you can ask her for
help, which then could expand into a broader mentoring relationship. It could also be that the
"chemistry” between you is not right.

You could ask:
Would you be willing to advise me on this project in your area of expertise?

Could you suggest any ways | might learn (a particular skill)? Would you be
willing to give me some feedback if I try itout?

I am still learning the ropes here. Would you be willing to help me understand the
culture of the organization and how it works informally and unofficially?

I would really like to learn how to make a presentation as well as you. Can you
suggest how I could learn that?

I have admired the way you always look so professional. Could you give me some
advice on my professional appearance or tell me where to go for suggestions?
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OTHER WAYS OF SHORT-TERM MENTORING

If your candidate is not interested in an on-going mentoring relationship, you could still get some
help by offering to take the person to lunch "to pick her brain” if she is willing.

Call a person you met at a conference and say you'd like to ask their advice over the telephone.

Don't forget to look for mentors in professional organizations and other areas outside your own work
environment,

Find a successful woman you admire and say you'd like to interview her about her career path and
why she made the choices she did.

IF YOU WANT TO RISE IN ONE ORGANIZATION

If you goal is to advance in one organization over the years, selecting the right mentor is even
more critical. In your mind, you must also interview the potential mentor. Is sfhe the best one to
help you reach your goals? How is she viewed within the organization? How would those
supervising you view your association with her/him?

QUESTIONS TO THINK ABOUT

Do you want someone with access to and knowledge about power in the organization?
Do you want someone accessible to you frequently?
Do you want someone supportive and encouraging?

Some studies indicate that male mentors currently give more in terms of advancement, while women
mentors provide more support and teaching.

POTENTIAL WOMEN MENTORS

Role models may know that they are good, but they may not be aware that they are being scrutinized
closely for traits useful to aspiring professionals.

Some women in positions of power do not see themselves as powerful or do not feel powerful
because society devalues their gender and because they feel insecure in their position.
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CONSIDERING A MALE MENTOR

e With a male mentor, be more assertive and less deferential in developing the
professional relationship. (Here is what I need in a mentoring relationship; would you be
willing to fulfill this role?)

e Men may be more reluctant to mentor women because of concern how others will view the
relationship. Some may fear the risk of sexual harassment charges.

e  Women should be cautious about offers of ‘professional friendship’ that turn out to be less than
professional.

o There are many similarities between an evolving mentor relationship and an evolving romantic
relationship.

e A sexual relationship with a mentor is almost certain to have a negative effect on your future
career.

IF YOLI SELECT A MALE MENTOR?

e  Avoid discussing personal matters or asking for personal advice.
Try to keep the relationship objective and friendly.
»  Keep the door open during conferences to avoid idle talk,

e Avoid falling into a father/daughter relationship and excessive deference in a mentoring
arrangement,

o At the first sign of personal attraction on his part or your part, dissolve the relationship
quickly and completely.

» If a mentoring relationship develops into romance, there is the danger of a mentor taking
unfair advantage of a less experienced protégé, who may be infatuated with the glow of
power and influence.

DIFFERENT ASPECTS OF MENTORING

Mentors can make things happen for their protégés. For a young
professional who does not yet understand how the informal power
structure operates, it may seem like magic.
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MENTORS HELP BY...

Providing a sounding board, as well as feedback and political information and advice -- most
often by mentors who are peers with special expertise.

Coaching the protégé by giving specific feedback and honest appraisals of a protégé’s performance
or behavior.

Sponsoring the protégé by promoting her within the organization and bringing her to public attention,
such as making positive comments about the protégé to important others. (This can enhance the
mentor's position if the protégé is successful.)

Introducing the protégé to the informal power structure and power-brokers of the organization,
relaying behind-the-scenes information, and lobbying on her behalf for choice assignments.

DON'T LEAVE THIS RELATIONSHIP TO CHANCE. THINK THROUGH WHAT YOU WANT.

Finding a mentor is an active process, requiring vision, planning, and sensitivity. You can not wait to
be chosen.

1. Define your career goals.

2. Identify your professional strengths and weaknesses -- training, credentials,
achievements, areas of competence.

3. Identify anyone who might have been observing you as a potential protégé.

4. Identify any relationships at work that might develop into mentoring relationships or
people in other institutions or fields who might help.

5. Identify what you think you need -- more access to powerful people in the

organization, more information about the informal ways of advancement, advice
about career paths, etc.

IDEAS FOR FORMAL MENTOR PROGRAMS

Institutionalize the mentor program in a university by randomly assigning all senior staff to act as
mentors for junior staff or graduate students.

Develop training programs on how to be a successful mentor and/or protégé.

Incorporate successful mentoring as an element of performance evaluation for promotions.

TIMES WHEN A MENTOR IS CRITICAL

Because women's roles are more complex than those of men, women need role models and mentors
at different ages and at different times of their lives to help them formulate their work dreams,
advance them in their careers, and support them as professional women.
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L. When she first sees her work as more than a job and realizes that she'll be
doing it for the rest of her life.

2. When she is ready for the final push to the top where few women have
ventured and role models are scarce.

3. When deciding on a specialty.

4, When changing careers.

5 When faced with a tough decision about a promotion or job offer.

It is often said that women learn to know themselves through their relationships and that ‘needing’
someone does not compromise them. Often when women consider their own individualistic needs
first, they view themselves as selfish. In contrast, men may see individuality as their right.
Consequently a man may deny the intimacy involved in mentoring and emphasize the power/success
aspects, while the women stress the support they receive.

Often it is women's lack of self-confidence and inexperience that hold them back, not their lack of
ability. A mentor can help a woman to take risks, to succeed and increase her confidence.

GET YOURSELF READY FOR MENTORING

Take risks, show others that you are willing to take initiative and accepting a challenge. Volunteer
for a job that no one else wants and do it creatively.

Show a desire to learn, to grow. Show curiosity and interest in expanding your knowledge or skills
and signal to others that you are receptive to new ideas and open to challenges. Accept criticism as
valuable information to help you grow.

Work on learning non-verbal signals, body language, pacing, actions, etc. As you move up,
communication becomes much more subile and reading non-verbal cues more important.

Mentoring is not necessarily a one-time or one-
person process. Women often have a network of
mentors and support people throughout the stages
of their lives.

Excerpts from:

Women, Mentors, and Success by Jeruchim and Shapire, 1992,

The Woman Scientist by Clarice Yentsch and Carl Sindermann, 1992
Corporate Romance by Leslie Westoff, 1985,

The work of Carol Gilligan.,
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SUBTLE FORMS OF GENDER-BASED TREATMENT
TOWARDS WOMEN

1. Exclusion: Lack of participation in male networks, exclusion from informal social or recreational sites
where decisions are made, lack of support for new proposals, acceptance for training opportunities, tips
on job openings, collaboration in ongoing research, the give-and-take of networking, and conversation
about technical matters. Exclusion in jobs and promotions on the basis of non-functional or irrelevant
criteria, such as race, religion, extent of commitment fo careers, family plans, physical appearance, and
other devices to disguise bias.

What Would | Say or Do2

2. Condescension: Men operating with condescension {often without awareness) with the idea that women
must be protected from harsh realities and that only men should handle work requiring specific physical
or technical abilities. Not selecting women because they are too "fragile” or “vulnerable.” Women can be
accused of emotionalism if they express annoyance.

What Would | Say or Do?

3. Role Stereotyping: Women can still be trapped in stereotyped expedations that they should be
supportive of men, feminine in appearance, often emotional, sexually available, committed primarily to
home and family, and assumed to perform service and secretarial functions in a group.

What Would | Say or Do?
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4. Tokenism: Tokenism exists when male-predominant environments employ one or two token women to
demonstrate non-discriminatory practices. The token women must unwillingly assume responsibility as
representatives of their sex and are expected to perform above average. On a daily basis, their every
action and appearance receive spoken or unspoken criticisms, in effect isolating the woman.

What Would | Say or Do?

5. Hostility: Hostility can occur when women who are viewed as trespassers on male territory {in fear of
being displaced or bested by a woman competitor). Often disguised as teasing, making belitiling and
inappropriate remarks, and accusing the woman of lacking o sense of humor if she responds negatively.
Other forms of hostility can be expressed in the ugly aside or double entendre.

What Would | Say or Do?

6. Sexuval Innuvendo: Most women have stories of uncomfortable and humilialing sexual innuendo by
men focusing on women as sex objects rather than as professional colleagues. Examples can range from
inappropriately placed sexual photos or suggestive jokes in the workplace.

What Would | Say or Do?

7. invisibility: Examples: Not calling on women in class, forgetting them in iniroductions, ignoring
contributions to work co-authored by men, overlooking them in discussions, directing remarks and
making eye contact only with males in the group, and dismissing their roles as wage earners for the
family. Again, such expressions are often unconscious by men until called to their attention.

What Would | Say or Do
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8. Body Language: Expressions of discomfort with the presence of women can be all too familiar in body
language based on assumed sexual overtones for every interaction. It can also be seen in open displays
of disinterest when women are demonstrating professional competence.

What Would | Say or Do?

9. Backlashing: In o competitive world, backlashing is often expressed by complaints -- or lawsuits --
about “reverse discrimination." Sometimes men, following a personal experience of being bested by a
woman, express dismissal of the entire concept of feminism.

What Would | Say or Do?

10. Devaluation: Devaluation occurs when a woman s success is attributed to chance, to sexual factors, or
affirmative action rather than competence and hard work. Credentials may be evaluated differently from
those of men or their contributions or comments may be trivialized. In the labor market, it occurs when
female-dominated professions earn lower salaries than male-dominated professions requiring
comparable skills and when jobs requiring female-stereotyped functions, such as caring or nurturing, are
less valued in the marketplace.

What Would | Say or Do?

Excerpts from The Woman Scientist by Yentsch & Sindermann, 1992

I have learned through bitter experience the one supreme lesson:
To conserve my anger. And, as heat conserved is transmuted into energy,
Even so our anger controlled can be transmited into power

Which can move the world.
- Gandhi
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Two Situations of Subtle Discrimination That | Want To Change for Myself.

Here is what | will do or say:
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MAKING A PLAN

WHY GOAL {Dream) HOW
WHY OBIJECTIVE (Results) HOW
WHY OUTPUTS (Activities) HOW
Example
GOAL:

To increase the influence of women professionals
on policies, programs and practices affecting rural women.

OBIJECTIVE:
To prepare 500 gender-sensitive, self-confident, risk-taking
professional women for leadership & advocacy by December 31, 2008.

OUTPUTS:

20 Leadership for Change Training Programs held.
8 Professional Associations established.

6 Gender Centers established.

6 Mentor Programs established.

' Other Examples:

A A
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The Problem Flip

"melborP" = Objective

|

Measurable
How Much?
How Many?
How Good?
By When?

Problem:
Few women have credentials to hold professional positions.

Objective:

To prepare 175 women with graduate degrees
for professional positions by December 31, 2010.

First draft of my own professional goal and objectives

If 1 dont know where I'm going,
any road will get me there -
But, how will | know when | have arrived?
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TRAINING
GOALS

To clarify the definition, impact and
implications of gender roles for women
and men and to introduce tools for
gender analysis of organizations.

I THIS SE TION,
YOU WILL:

Learn about the differences between gender
and sex and about the historical development
of the word “gender” in the development context.

Learn how childhood messages about gender
roles influence our adult behavior and attitudes.

Gain greater understanding of the stresses and
perspectives of the other sex.

Increase sensitivity as to how societies mold
females and males into boxes that may or
may not reflect their choices or opportunities
to reach their full potential.

Think about the future and gender roles in
their own personal and professional lives.
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THE DIFFERENCE BETWEEN GENDER AND SEX

Gender Sex

P fF foF o OF F F ¥ O L Lo L &F

DEFINITION OF GENDER:

Some Gender Words for Women and Men

Gender: The roles and behaviors that different societies or groups “assign” to or
expect of women and men.

Gender Analysis: Conducting an analysis of the actual activities, behaviors,
resources, roles, etc. according to the sex of the population.

Gender Equity: Women and men with equal access and opportunity to choose
roles and behaviors. (This does not mean absolute parity in all situations.)

Gender Stereotypes: Societal views of how women and men should behave and
what kinds of tasks they should take on in society, such as only women being the
caretakers of children or only men responsible for cash crops.

Gender Sensitivity: Developing and demonstrating an awareness of the
stereotypes and language that constrain women and men from reaching each
individual’s potential outside of society’s “assigned” roles.

Gender Gap: The differences and possible inequities between women and men’s
gender roles that are illustrated as a result of using gender analysis tools.
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Gender is about. ...

Having the freedom to CHOOSE
your role in society without
ridicule or harassment from either sex.
Gender is about choice.

Ior a man, the 51(3 is the himit.
[or a woman, it is the roof of

tl‘nc house.

Anonymous

A Gender
Stereotgpc:
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Girls Do

Boys Don't Girls Don‘t
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HOW DO THESE CHILDHOOD MESSAGES INFLUENCE OUIR ROLES IN
THE WORKPLACE TODAY!?

Men Women

AAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAANANAAANANAAAAAAAAAAAAAAAALS
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NOTES

What | learned about Gender Roles in the workplace toda
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How urban women are overlooked in national statistics:

2\

How rural women are overlooked in national statistics:

i

2\

Importance of Gathering Sex-Disaggregated Data.

*  Women may be involved in tasks that the men do not recognize.
= Researchers cannot know the entire system from only half the population.

* |n urban areas, women may work in the informal sector, which is usually not counted
in the Gross National Product and other economic surveys.

s Women may not benefit from certain development efforts because of their already
heavy workloads, their low literacy or education rates.

*  Researchers may learn about constraints in transport, time, resources, and cultural
practices that affect the success of projects.
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A person does not walk very far or very fast on one leg:
Flow can we expect half the people to be able to develop a nations
Yet the reality is that women are usually left aside when development needs

are discussed.
= Julius Nyerere
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Gathering Data on Women in Rural Areas

‘L never knew we Were missing Woimen Hecause
We went io ask questions at a certain tune of day.
- Researcher

AAAAAAAAAANAAAAAAAAAAAAN

Researchers face special problems in gaining the full participation of women in research
studies. Here are some examples of why women may be missed in studies:

1. Women may be more difficult to interview than men.

= Women may be too busy getting food, water, fuel, caring for children fo talk'to
researchers.
Wamen may deler to men. It men are present, they may not answer questions.
Women are not involved in some fasks on which the researcher focuses, but may be
in others that may also impact findings = and vice versa. (gender division of labor).
Women may be shy with cutsiders.
Women may not be allowed culturally o speak fo a researcher of the cpposite sex.
Wamen may not be literate or speak ihe national [anguage.
Women may think their husbands won‘t want them 1o say anyihing.
Women may not identify what they do in the same ways that men would: Example:
Do you worke They may assume ihe researcher only means salaried worl. Even in
industrialized countries, women in the infermal secior may not be counted as
“employed.”

g
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Ways to interview rural women.

Ensure that women are on the interviewing teams.

Visit rural women at appropriate times, such as early mornings when husbands are in
the field or lcie affernoon when husbancds are out, or when they are not involved in
urgent fuel and waier fasks:

Tallcwith them in their kitchens or when they are working.

Talk to two or three women togeiber to lesson their fear or embarrassment.

Ask older children cnd men to leave or, if interviewees are willing, have one part of
the inferviewsng team interview the men separately:

Have male interviewers who are sensifive fo the 1ssue of talking with women.
Askwomen about the fopics that they are experts in. (th’r tasks are you good at that
the men may not do so welle)

AANAAANANAANAN
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TYPES OF POWER IN THE TWO ARENAS

Power/Influence in: Women Men

Workplace Arena
Where Programs
Affect Society

Home/Family Arena
Where Future
Citizens Are Raised

Go confidently in the direction of your dreams!

Live the life you have imagined!
- Henry David Thoreau
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WHY STRESS EXISTS IN THE TWO ARENAS

Going to the Core of People’s Identities
The Arenas Women Men

Workplace:
Programs for Society

Family:
Producing Future
Citizens

CHANGES | WANT TO MAKE IN MY OWN GENDER ROLES

At home At work
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Do you have any different perceptions of the opposite sex
and how s/he might want to choose slightly different gender
roles in these two arenas?

There 1S more power n the open

hand than in the clenched fist.

FEELINGS ABOU POWER
Feelings When | Felt Powerful Feelings When | Felt Powerless

You are onlg as PowerFul as that for which you stand.
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What happens to an organization when a group of people feel powerless?

What words would | use to discuss the subject of power with my spouse? With
my boss?

A strangerin a new culture sece on|9 what she knows.

Lessons learned about perspectives of other sex

Action Workbook
70

VYVVVVVVYVVVVVVVVYVVVVYVYVVVVVVVVVVVVVVVVVVVVVVVVVVVVVVVVVVVY

>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>
>




AAAAAAAAAAAAAAANAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAANAAAAAAAN

Lessons learned about these perspectives that | want to apply in my own life

CHANGING GENDER ROLES

Advantage (+) Advantage (+) Advantage (+]

Disvantage (- Disadvantage {-) Disadvantage {-)
For Women For Men For Society

There is nothing in the world more powerful than an idea. No weapon can
destroy it; no power can conquer it, except the power of another idea.
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GENDER ISSLIES IN OUR ORGANIZATION

(Sumsmary of categories of incidents around gender that women and men experienced
or observed and that made them uncomfortable.)
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STRATEGIES TO ADDRESS GENDER ISSLIES

What | Can Do What the Organization Can Do

4. Any Issue Not Identified by
the Group:
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2.

Definitions of Sexual Harassment

Definition: Unwelcome sexual advances, requests for sexual favors, and other
verbal or physical conduct of a sexual nature when:

. Either explicitly or implicitly, submission to such conduct is made as a term

or condition of an individual’s employment,

An individual’s submission to or rejection of the conduct is used as the
basis for employment decisions affecting that individual,

Behavior or conduct that has the purpose or effect of unreasonably
interfering with an individual’s work performance or creating an
intimidating, hostile, or offensive working environment.

fo¥

Dealing With Sexval Harassment

Example of Sexual Harassment What the Organization Can Do
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HOW TO DETER SEXUAL HARASSMENT IN AN ORGANIZATION

1. A strong policy statement in clear, understandable language defining what is
prohibited and including illustrative examples.

2. A grievance procedure that -

» Preserves confidentiality and protects both the complainant and the alleged
perpetrator from retaliation;

e Offers an alternative channel of communication in the event that the person’s
direct supervisor is the alleged perpetrator;

¢ Provides specially trained personnel who can help the employee determine if there
has been harassment.

3. A clear indication of the consequences for non-compliance.

4. A training exercise designed to clarify behavior included in sexual harassment and to
develop skills for coping with it, with special attention to the sensibiliiies inherent in a
multicultural environment.

5. A periodic review process to ensure that the policy is effectively setting the stage for a
non-discriminatory work environment.

6. An unequivocal indication from top management that sexual harassment will not be
tolerated in any form.

Adapted from “Sexual Harassment in the Workplace Deserves Attention” by foan H. Joshi, CG
Gender Lens, Consultative Group on International Agriculture in Development, November 1996.
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2

INFLUENCES ON CHANGING GENDER ROLES
FORCE FIELD ANALYSIS

Forces That Farces That Forces That Forces That
Help Change Hinder Change  Help Change Hinder Change
For Women For Women For Men For Men

Eveiybody iy v fovor of progress. It & the chauwige they
don't like
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We learn to fly not
by becoming
tearless, but by the
daily practice of
courage.

== Sam Keen, Spirituality & Health, Winter 2000
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What 1/Qur Group Could Do In Working for Change for Women in the Organization:

What |/Our Group Could Do In Working for Change for Men in the Organization:

One way to have a clean mind

is to change it every now and then.

‘whubuh

LN = A
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Unless yow decide to-do- something
beyond what yow hawve already mastered,
yow will never grow.

VWhat | Learned About the Role of the Opposite Sex

One thing | will do differently in my interactions with the opposite sex:

Action Workbook
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MAIN POINTS IN GENDER TRAINING

e Sex is biological from birth; gender is about roles that are taken on after birth.

Gender is about the roles and behavior that society expects as “appropriately”
masculine or feminine through a socialization process in childhood and reinforcement
in adulthood.

¢ Gender roles also involve choices that people make to take on certain tasks or
behaviors that reftect their individual interests and talents.

o Gender Equity means that the whole is more than the sum of its parts: Example: You
have two groups trying to achieve a task -- drawing a picture -- for the department.
One group has plenty of colored pens and white paper and training and experience
in drawing on flipcharts. They have no outside distractions. The other group has
broken pencils, little experience or training, and is called upon to be doing ancther
job simultaneously. Both groups in the department will be judged together on the
product produced and how well it represents and helps the clients of the department.
What are the implications for the department and the product it must produce?

AAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAANAAALS,
*
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o If the department is to thrive and achieve its godls, it cannot ignore one sex or the other
in its constituency as it plans and implements research, technology, training, benefits,
policies, access, control, or participation. Likewise, if the department is going to achieve
its goals in serving its constituencies, it must have full representation on its staff of the
skills and perspectives of men and women who reflect those constituencies.

AAAA

e |f sons and daughters are to benefit fully from the family, the family roles and
responsibilities cannot omit 50% of the parental team. (As women increasingly enter
the workplace, they are in a transition period where this new generation is often
taking on two jobs in both workplace career and home career.)

AA
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* As women and men going through change, we must try out new behaviors.

¢ Changing gender dynamics requires taking risks. [t requires honesty, speaking openly
and being willing to learn -- knowing that we are all -- women and men -- struggling
with these issues.

NA'A

Many of us -- male and female -- may be blind to gender-biased comments and
behaviors. Unless we take small risks to learn and explore these new roles every day,
we cannot change, we cannot improve the products that we produce in our

workplace, and our male and female children will not be as successful as they might
be.

AAAAAAAAA

* As women, we must not be afraid to confront in non-threatening ways, knowing that
men -- as any group in power -- are not always aware of the implications of what

AVAYAYAVAVAYA
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they say or do and how they affect others with less power. (“When you use those
words, it makes me uncomfortable. | don't feel respected when ....")

As women, we must remember that gender roles are about choice, that women
choose workplace careers or home careers -- and they are of equal value.

As men, we must be receptive to learning new behaviors and to ask when we are in
question about whether something said or done is comfortable for women. We are in
a transition period, the lines are not clear, and people are choosing different gender
roles based on their values. As men, we must also remember that gender roles are
about choice in taking on different roles freely. These roles are of equal value to
sociefy.

Gender does not say women and men are the same. Gender preferences are on a
continuum. Most of us like or engage in some activities or behaviors that may be
seen as traditionally of the opposite sex, as masculine and feminine, both
complementary parts of the human being.

We are of different sexes, but gender roles are about choosing activities or behaviors-
- such as science, technology, sports, management, cooking, the arts or teaching or
showing emotions -- to break the stereotypes. Each of us can choose a blend of these
activities or behaviors that may be seen as traditionally linked with one sex. These
choices deserve our respect whether they are the choices of a man or the choices of a
woman.,

Nothing will ever be attempted
if all possible objections must first be overcome.

Samuel Johnson
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TRAINING
GOALS

To develop individual and
institutional plans for change.

IN THIS SECTION,
you wiLL:

Complete your Individual Action Plan in your Action
Workbooks with specific objectives and individual
marks of success.

Complete Institutional Action Plans to bring about
change in your organization over the coming year.

Lay out Gender Working Group plans, if you plan
to continue their efforts during the coming year.
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WHEN 1 AM NOT FEELING SELF~-CONFIDENT,
1 NEED TO REMIND MYSELF OF...

-_M

THINGS MY BOSS, MY FAMILY, MY SCHOOL TEACHERS, MY FRIENDS, AND 1
HAVE APPRECIATED IN MYSELF.

e flo flo el flo fto fte je o o tto Je o de e lo ftole fofle o d
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Areas | want to
improve

AAAAAAAAAAAAAA

Strategy

Tv vT

If you have built castles in the air, your work need not be lost;

That is where they should be. Now put the foundations under them.

LY AVAY vv vT
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INDIVIDUAL ACTION PLAN

Name

AYAVAVAVAYA

2. Personal Goals Strategy/Actions:
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Risks 1 Will Take...

In my organization:

In dealing with men:

In my family:

With friends:

Elsewhere in my life:

YVVYVVVVV
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Institutional Action Plan

Institution

Goal: To bring about gender-sensitive policies, programs and practices in our institution.

If you meet in small groups according to your institutions, you can come up with joint or individual action to
increase the gender-sensitivity of their organization's policies, programs, and practices.

Some of the actions might include:

Gender review of personnel policies.

Gender review of program policies.

Gender review of curriculum.

Study of the status of women and men in the institution.

Gender awareness training for staff.

Forming a Gender Working Group of women and men.

Forming a Communications Group to increase awareness of the issues.

Obijectives:

Outputs/Activities: (clear, measurable, deadlines)

Liaison person from the group with the program:

"Self-Confidence Comes With Taking
One Small Risk After Another.”

Action Workbook
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The concern for human beings
and their destiny
must always be
the chief interest
of all technical effort.
Never forget it
among your diagrams
and equations,

My most valuable learning from the workshop.

Lifelong Learning:

Just when | learned
all of life’s answers,
they changed the
questions.
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I can...

I will...

I have the right to...



e

As you are

And so see

Who you are

And how you are.

Let go

For a moment or two

Of what you ought to do
And discover what you do do.
Risk a little if you can.
Feel your own feelings.
Say your own words.
Think your own thoughts.
Be your own self.
Discover.

Let the plan for you

Grow from within you.

- F. Perls
...And when you've gone as far as you can go,

Quietly await your next beginning.
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The truly ereative individual
stands ready to abandon ald classificatians
and to acknowledge that life,
pacticularly her own unique life;
is rich with new possibilities:

AAAAAAAAAAAAAAA Y

iedicdieledledicdie ftediciicfle e lefic llofie s fio o iied
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hs

['am only one.

But, still,

* ['am one.
| cannot do
everything.

But, still,

I'can do

something.

AAANAAAAAAAAAAAAAAAAAAAAAAANANAANAAAA

1

will 2ot refuse
to do

the something

I can do.

= Helen Keller
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Life is either
a daring
adventure or
it is nothing.

- Helen Keller

AAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAALS

Whatever you can do,
or dream you can, begin it.
Boldness has genius, power,
and magic in it.
- Goethe

% % %k %k %k

Mama told her children to
“Jump at the sun”.
We might not lahd on the sun, but

at east we will get ofF the ground.

- Neale Hurston
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You cannot discover new
oceans until you let go of
the shore.

“Awnd | strive to discover how to signal my

coOMPpa nions...to sa Y L e o simpLe word, a password,

like conspirators: Let us unite, Let us hold each other

tightly, Let us merge our ears, Let us create for Earth a

brain and a heart, Let us give a huwman means to the
superhuman struggle.

- Nikos Kazantzaki

In the confrontation between
the stream and the rock,
the stream always wins,

not through strength
but through persistence.
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It doesn’t interest me what you do for a living.
I want to know what you ache for,
and if you dare to dream of meeting your heart’s longing.
It doesn’t interest me how old you are.
I want to know if you will risk looking like a fool for your dreams,
for the adventure of being alive.
I want to know if you can live with failure, yours and mine,
And still stand on the edge of a lake

and shout to the silver of the full moon, “Yes!”

AAAAAAAAAAAAAAAAAAAAN

It doesn’t interest me to know where you live

A

or hOW much money you have.

I want to I(IIOW lf you can get up

after the night of grief and despair,
weary and bruised to the bone,
and do what needs to be done for the children.
It doesn’t interest me who you are, how you came to be here.
I want to know if you will stand in the center of the fire with me
and not shrink back.
It doesn’t interest me where or what or with whom you have studied.
I want to know what sustained you from the inside
when all else falls away.
I want to know if you can be alone with yourself,

and if you truly like the company you keep in the empty morments.

B Oriah Mountain Dreamer

QAAAAAAAAAAAAAAAANAAAAAAAAAAAAAAAAAAAAAAAAN
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Follow
your bliss

loseph Campbell

Pioneering is the result of caring more
than others think is wise.
Risking more than others think is safe.
Dreaming more than others think is practical.

Expecting more than others think is possible.

s

Don’t worry about what the
world wants from you.
Worry about what will help
you become more alive.
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YVYYVYVVYVYVVVVVVVVVVVVVVVVVVVVYVVVVVYVVVVVVVVVVVVVVVVVVVVVVVVVVVVVYVVVYVVVVVVVVY

A

v \J TT""V'TV"VTV'V'V" V" vvv VVYVY v LY AVAVAY; vv VV vvvv



AAAAAAAAAAAAA AAAAAAAAAAAAAAAAAAAAAAANAAAAAAAAAAAAAAAAAAAAAANA

Ay anvempowering leader,

I really think that the highs for me
have beenw making people do-things
they could never do-befove:

Giving thew confidence and
the criticism and the help and the ideas;
and. shawing my courage;
ond making them have it too:

That's the empowerment.

- Anonymous

Leaders are
ordinary people
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Agoocl leader inspires others
to have confidence in her.
A great leader insPircs PcoPle

to have confidence in themselves
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People act their way Into a
different way of thinking
more often than they think
their way into

a different way of acting.

Ferson who says

it cannot be done

should not intcrrupt

person doing it.

Large scale change occurs
when a lot of people
change just a little.
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If you do what
you have
always done,

you will get
what you have
gotten.

AAAAAAAAAAAAAAAAAA

AAAAAAA

Everg innovation increases the chance that further
innovation will Hourish. Every woman who breaks
into a new sector increases the chance that other
women will follow because she acts as an example

that cver\gt]qing IS Possible.

-- Limor Livhat

Change rarely takes place
when people are “comfortable”
or think they are comfortable.

A tension must develop

AAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAA

before individuals or groups

can have meaningful change.

AAAAAAAAA
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Courage isnot t e
abse ce of fear,
butt eco quest of it.

Courage is being the only one

who knows you are afraid.
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A woman is like a tea leal.
When she gets in hot water,

she just gets stronger.

Eleanor Roosevelt

It's amazing how
she manages to
juggle her career
and her family.
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Facts, combined
with ideas,
constitute the greatest
force in the world.

Perseverance
is a great element
of success.

If you only knock
long enough and
loud enough
at the gate,
you are surely to
wake up somebody.

- Henry Wadsworth Longfellow

The greatest power
U8
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Don’t hide
your

light !

I have learned through bitter experience
the one supreme lesson:
To conserve my anger.
And, as heat conserved
is transmuted into energy,
Even so our anger controlled
can be transmited into power

Which can move the world.
- Gandhi

If I don’t know where I'm going,
any road will dget me there —

Rut, how will | know when | have arrived?

TAVLY
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Gender is about....

Having the freedom to CHOOSE
your role in society without
ridicule or harassment from either sex.
Gender is about choice.

"or a man, the s‘<9 is the limit.
FForawoman, itis the roof of

thc housc.

AAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAALS

Anonymous

Genc{er Stereotgpc \()ﬂ
23
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A person does not walk very far or very fast on one leg.
How can we expect half the people
to be able to develop a nation?
Yet the reality is that
women are usually left aside

when development needs are discussed.

- Julius Nyerere
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Go confidently in the
direction of your dreams!

Live the life you have imagined!
- Henry David Thoreau

There is more power in the open

©

hand than in the clenched fist.

You are only as
powerful

as that for which
you stand.

A strangerin a new culture

sees onlg what sl-le knows.
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There is nothing in the world
more pow erful than an idea.
No weapon can destroy it;

NO POWeEr can conquer it,
except the power of another idea.

Everybody iy inv
favor of progress.

ICs the change
they don't like:

We learn to fly
not by becoming
fearless, but by
the daily practice
of courage.

-- Sam Keen, Spirituality & Health, Winter 2000.
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One way to have a clean mind

is to change it every now and then.

Unless yow decide to-do- something
beyond what yow hawe already mastered;

If you have built castles in the air,
your work need not be lost;

That is where they should be.

Now put the foundations under them.
-Henry David Thoreau
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"Self-Confidence Comes
With Taking
One Small Risk After Another.”

The concern for human beings
and their destiny
must always be
the chief interest
of all technical effort.
Never forget it
among your diagrams
and equations.

Domeday

If I had my life to live over, I'd dare to make more mistakes.

I'd relax. I would limber up...I would take more chances.

You see, I'm one of those people who live
sensibly and sanely hour after hour, day after day.

Oh, I've had my moments, and if I had it to do over again,
I'd have more of them. In fact, I'd try to have nothing else.
Just moments, one after another,
instead of living so many years ahead of each day.

A woman, age 85
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As you are

And so see

Who you are

And how you are.

Let go

For a moment or two

Of what you ought to do
And discover what you do do.
Risk a little if you can.

Feel your own feelings.

Say your own words.

Tlliﬂk your own thO‘L‘lghtS.

Be your own self.
Discover.
Let the plan for you

Grow from within you.

F. Perls
...And when you've gone as far as you can go,

Quietly await your next beginning.
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I am one.

I cannot do
everything.
But, still,
I can do

something,

I

will not refuse

to do
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the something

I can do.

- Helen Keller
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