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Foreword

As we continue to seek ways to increase opportunities and advance the status of women in our society, gender analysis offers a new tool in understanding and developing policies and services that promote gender equity. In other words, it helps make things happen.

This publication, The Full Picture: Guidelines for gender analysis, will provide organisations with a framework on how to carry out gender analysis. It can be applied by public and private sector organisations in the development and implementation of policies and services. 

All government agencies have a responsibility to assist in the achievement of the Outcomes for Women, set out in the introduction to this publication. Additionally, the Government is committed to meeting its international obligations in relation to the status of women in New Zealand. In particular, the Government is a signatory to the United Nations Convention on the Elimination of All Forms of Discrimination Against Women, and the Platform for Action document negotiated at the Fourth World Conference on Women in 1995. 

The Full Picture: Guidelines for gender analysis will also be useful for private sector companies, state-owned enterprises, crown entities, local government authorities and community groups. It will help organisations meet the needs of their women customers or clients, who are an increasing market force. 

The Government has a commitment to achieving equity for women. This tool will assist in delivering on that commitment. We would urge all those involved in policy and service design to use these guidelines.
Hon Jenny Shipley



Hon Katherine O’Regan

Minister of Women’s Affairs

Associate Minister of Women’s Affairs

Introduction

This publication:

· sets out a framework for undertaking gender analysis 
· explains what gender analysis is; sets out the benefits to organisations of integrating gender analysis into policy and service design; provides steps for implementation and suggests useful resources 
· includes case studies for the public and private sectors

The framework:

· provides the gender lens through which to view an initiative 

· is complementary to other policy guides, and therefore does not address all issues to be considered in the formulation of policy advice or service delivery 
· is aimed at chief executives, policy managers and analysts, researchers, product and service designers and implementers to enhance their understanding of gender analysis, its benefits and how to undertake it 
· reflects the Ministry of Women's Affairs' knowledge and experience gained over the past 10 years 
· is the first attempt in New Zealand to describe the principles and practice of gender analysis. As gender analysis becomes more widely practised the Ministry will update these guidelines based on that experience and publish case studies which document its use.
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The principles underpinning this framework are:
· gender analysis is a critical component of quality policy - one of the tests through which any policy proposal needs to be put in order to predict its outcome and ensure its effectiveness 

· policies which reflect the realities of women's lives will assist in enabling women to contribute fully to society, and society as a whole to benefit from the skills women have to offer, and thus contribute to the economic growth of New Zealand 
· unless policies and their delivery mechanisms reflect women's life experiences, women will be disadvantaged. Use of this framework will therefore contribute to the improvement of women's social and economic position.
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Role of the Ministry of Women's Affairs
The Ministry works towards achieving the Government's Outcomes for Women (set out below) which are specific goals consistent with the Ministry's Vision Statement: "Making a difference for women in Aotearoa New Zealand".
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	Government's Outcomes for Women

	The Ministry of Women's Affairs Minitatanga mō ngā Wāhine is the Government's primary provider of gender specific advice and works to achieve for women, and especially Māori women as tangata whenua:

	· equity;

	· opportunity and choice;

	· full and active participation;

	· adequate resources;

	· no discrimination;

	· a society that values the contribution of women.
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The Ministry is a small policy advice agency and does not have the resources to provide gender analysis on every public policy issue. 

When government agencies incorporate gender analysis into their policy process, the Ministry should be consulted on the key policy issues affecting women. 

The Ministry's aim is to enhance the ability of other agencies to contribute to the achievement of the Government's Outcomes for Women by:
· incorporating gender analysis into their policy processes;
· making gender an integral component of all policy development and service delivery.
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The Ministry will:
· provide assistance on gender analysis to agencies through training and advice;
· develop specific frameworks for analysis to address issues for Māori women and Pacific women.

What is Gender Analysis?
Gender analysis:

· examines the differences in women's and men's lives, including those which lead to social and economic inequity for women, and applies this understanding to policy development and service delivery;
· is concerned with the underlying causes of these inequities;
· aims to achieve positive change for women.
The term 'gender' refers to the social construction of female and male identity. It can be defined as 'more than biological differences between men and women. It includes the ways in which those differences, whether real or perceived, have been valued, used and relied upon to classify women and men and to assign roles and expectations to them. The significance of this is that the lives and experiences of women and men, including their experience of the legal system, occur within complex sets of differing social and cultural expectations'.
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Gender analysis recognises that:
· women's and men's lives and therefore experiences, needs, issues and priorities are different;
· women's lives are not all the same; the interests that women have in common may be determined as much by their social position or their ethnic identity as by the fact they are women;
· Māori women's life experiences, needs, issues and priorities are different from those of non-Māori women;
· the life experiences, needs, issues, and priorities vary for Pacific women and other groups of women (dependent on age, ethnicity, disability, income levels, employment status, marital status, sexual orientation and whether they have dependants);
· different strategies may be necessary to achieve equitable outcomes for women and men and different groups of women.
Gender analysis aims to achieve equity, rather than equality. 

· Gender equality is based on the premise that women and men should be treated in the same way. This fails to recognise that equal treatment will not produce equitable results, because women and men have different life experiences.
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Gender equity takes into consideration the differences in women's and men's lives and recognises that different approaches may be needed to produce outcomes that are equitable.

Gender analysis provides a basis for robust analysis of the differences between women's and men's lives, and this removes the possibility of analysis being based on incorrect assumptions and stereotypes.
Figure 1: Gender predominance in population groups

	Population Group
	Women
	Men

	Māori

	51%
	49%

	Pacific peoples

	51%
	49%

	Beneficiaries

	54%
	46%

	Superannuitants

	56%
	44%

	Sole parents

	87.5%
	12.5%

	ACC claimants

	35%
	65%

	Jobless

	49%
	51%

	Full-time workers

	36%
	64%

	Part-time workers

	73%
	27%

	Young people (under 20)

	49%
	51%

	Lesbians
	100%
	

	Gays
	
	100%

	Rural location

	47.5%
	52.5%

	People with disabilities*
	**
	*

	Carers of small children*
	**
	*

	Carers of adult dependants*
	**
	*
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* Note that insufficient data exists to measure these groups accurately. However, given women's longer life expectancy and the higher level of disability among older people, there are likely to be more women than men with disabilities. In addition, women are the primary caregivers of children and other dependants.
· The Government's economic and social goals would be compromised if policy was based on stereotypical assumptions: for example, that women freely choose lower paid or unpaid work. Research reveals that systematic and structural barriers limit women's opportunities for participation in the labour market.
 

Gender analysis makes women and women-dominated population groups visible. 

· A defined population group or groups are affected by each policy decision. Some groups comprise equal numbers of women and men; others do not. Figure 1: Gender predominance in population groups
 lists some groups which might be considered in policy analysis. Double stars indicate those in which either women or men predominate.

Such information shows, for example, that: 

· policy which impacts on part-time workers will impact on women more than men; and 
· men are more likely to receive ACC benefits than women, because the ACC payment system is based on paid earnings, and men are more likely to have accident-related disabilities
.
Gender analysis is not the same as equal employment opportunities (EEO) for women.

· EEO is an internal organisational strategy to ensure non-discriminatory employment practices and the best use of skills. Gender analysis is concerned with an organisation's outputs: its policy, products, programmes, services and the impacts and effectiveness of these. EEO is complementary to gender analysis.

Benefits of Gender Analysis

Public sector

Economic and social benefits 
Women make significant economic and social contributions to New Zealand, in paid and unpaid work, in the family, community and workforce. Effective public policy recognises this contribution. 

Gender analysis:

· assists in ensuring maximum participation by women and this increases benefits to society from women's skills. These benefits can include increased tax revenue, reduced demand for welfare assistance, and improved health status for women and children, which lowers demand on the health system;
· ensures better targeting of policies and programmes. For example, to enable women to take full advantage of employment training programmes, assistance with childcare and transport may be necessary. Such programmes increase women's potential and in the long term help them to move off welfare benefits;
· broadens the focus of economic analysis to inspire different questions to be asked and issues raised. Orthodox economics is often gender blind because it assumes a generic 'rational' individual, and does not analyse the different needs and responses of women and men. Hence, it can fail to define the problem adequately.
 For example, the assumption that there is altruism within a household may obscure how or whether intra-family income distribution occurs - that is, whether the income of a sole earner is shared equitably among family members so that their basic economic needs are met. Or the focus on the rational choices between employment and leisure, which makes unpaid work, on which the economy depends, invisible;
· enables agencies to analyse systematically whether the outcomes of policies and services are equitable
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Quality of advice
The incorporation of gender analysis assists in ensuring quality advice by:
· generating data disaggregated by gender, ethnicity, and other factors relevant to the particular policy issue 

· identifying where more detailed data is needed in order to have quality information on which to base policy decisions 

· examining the underlying issues For example, it is simplistic to view domestic violence as a problem solved solely by the provision of women's refuges. Refuges assist women and children directly and raise community awareness of the issue. However, they cannot stop the violence. The cause of the problem needs to be recognised and addressed. Until policy responses address the causes, women's needs will not be met;
· revealing and examining the differences in women's and men's lives. If this does not happen, 'unexpected' consequences of policy and services can arise, which may contribute to policy failure, or unintended discrimination. For example, in the past some overseas aid provided to developing countries failed to take account of the fact that women were the major food producers or farmers in some countries. The projects aimed at increasing local food production were less effective than expected because aid money was distributed to men;

· ensuring opportunities are not missed. For example, if career guidance information presented a limited range of jobs or careers for young women, it would contribute to decisions which have long-term and significant consequences for a woman's earning capacity and future choices in life, and this impacts negatively on the economy;
· ensuring that sound and credible advice is provided. Policy and services developed on the basis of gender analysis will have greater credibility and validity among those affected by them.
[image: image10.png]



Effectiveness and efficiency
Gender analysis can: 

· assist in improving the predictability of outcomes, and therefore contributes to policy being effective and efficient;
· improve the accuracy of costings and projections in relation to uptake of programmes or benefits. For example, unless data on employment recognises under-employment (e.g. women in part-time jobs who would work full-time if affordable childcare was available) and total joblessness (e.g. women who do not register as unemployed because they are not entitled to a benefit), it would be difficult to predict accurately the need for employment and training programmes or childcare.
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International and legal obligations
Gender analysis assists the Government to meet New Zealand's obligations under international conventions and agreements.
· New Zealand is a party to the Convention on the Elimination of All Forms of Discrimination Against Women (CEDAW). Signatories to this convention agree to pursue by all appropriate means policies to eliminate discrimination against women. The Convention covers most policy areas. 
· Some of the International Labour Organisation (ILO) conventions to which New Zealand is signatory have particular implications for women. These include No. 100 Equal Remuneration and No. 111 Discrimination (Employment and Occupation).
· There are, additionally, United Nations documents with specific gender implications to which New Zealand is a party. These include the Programme of Action which arose out of the International Conference on Population and Development held in Cairo, 1994; the International Covenant on Economic, Social and Cultural Rights; and the Platform for Action of the Fourth World Conference on Women held in Beijing, 1995, which seeks government action to integrate gender perspectives in legislation, public policies, programmes and projects.
Gender analysis also assists in ensuring existing and future government polices and services meet the criteria of the Human Rights Act 1993, in relation to both direct and indirect discrimination, as required by the year 2000. For many departments this will require a comprehensive review of policy and legislation. 

There are other legal obligations which require equitable treatment of women, including the Equal Pay Act 1972, the Employment Contracts Act 1991 personal grievance provisions, the 'good employer' provisions of the State Sector Act 1988 and the State-Owned Enterprises Act 1986. 
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Private sector
Gender analysis makes good business sense as it can provide private sector organisations with a mechanism for ensuring: 

· a quality approach to products and services;
· improved management practice;
· an enhanced customer focus.


Gender analysis improves opportunities for increased sales, innovation, niche marketing and extra productivity, and therefore makes good business sense. 
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Women as customers
Gender analysis can result in better information about customers and their needs: 

· A 1994 study
 showed that even though men mostly control the family finances, it is usually women who manage the household money on behalf of the family. This includes buying groceries, paying bills and making some major purchases. Earlier research by the Society for Research on Women
 found that women were more likely than men to be responsible for making holiday plans, including booking holidays.

· Occupational segregation means that women are more likely to be in clerical positions and therefore have direct responsibility for purchasing corporate travel, catering, stationery and other supplies. 

· Women's economic base is increasing:

·  women's labour force participation has doubled over the last four decades, and by 1991 women made up 45 per cent of the labour force employed for 20 hours or more per week
 
· in 43 per cent of two-parent families with children, women's income is more than 35 per cent of the total family income.
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Customer identification and segmentation is a critical part of business planning. The customer base can be disaggregated by gender and other relevant factors such as ethnicity, age, income or family status, to identify women's needs as customers. These can then be reflected in corporate goals, objectives and associated service delivery strategies, without trivialising or patronising women. 
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Targeting of products and services
Gender analysis of the customer base enables more effective targeting of products and services. For example, a Western Australian water authority found that it increased its rate of bill payment once it identified that women paid most household bills and changed its opening hours to suit women in paid work.

Gender analysis can help determine whether any discrimination in the provision of services is occurring that has negative results for both the women clients and the company, e.g. discrimination in providing credit. 

When marketing products and services it is important to take into account factors such as access to transport and income levels. Deliveries to where women work or live may be more effective both for the service or product provider and women. 

The increased ability to target services and products offers opportunities for an increased customer base, especially if an organisation develops this strategy earlier than its competitors. It may not be necessary to change a product or service, but to communicate it differently, or provide different access to it. 
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Potential for sales and productivity
Commercial organisations which incorporate gender analysis into their customer costings and profitability analysis enhance their potential for sales and increased production. 

Internationally, the potential of the women's market is being explored. Articles and books are starting to appear which advise on segmenting the women's market to capture the purchasing power of women.
 One recent publication was dedicated to "women everywhere who are reshaping the American retail scene".
 This publication segments the women's market in the USA by age groups, ethnicity, income and life stages or choices - providing detailed information about relevant demographic information, consumer research and behaviour of each group, and providing advice on how to target each market segment.
Ability to influence public policy
An improved information base and expertise in gender analysis will enhance the business sector's ability to influence government policy. This is of particular relevance to private sector agencies: 

· contracted to Government to provide services 

· seeking to provide contestable policy advice 

· wishing to influence the policy process through, for example, submissions to select committee

Framework for Gender Analysis:
How to do gender analysis

The framework for gender analysis outlined in the following pages is designed for public and private sector organisations. There are three parts to it:

A. Background issues to the stages set out in Figure 2: Policy development and service delivery model.
B. Guidelines for action for each stage of the framework.

C. Gender analysis model of the key questions at each stage. This final part can be reproduced as a wall chart for easy reference.

Case Studies for the public sector and the private sector follow, to demonstrate two possible applications of the gender analysis framework. 

Two factors are needed for the framework to be effective: 

· Commitment from the organisation through, for example, the organisation including in accountability documents and performance criteria, the need to achieve equitable outcomes for women in the development or design of all policies and services.

· Commitment from the policy analyst or product or service designer, demonstrated by their bringing the same critical, thorough and professional approach to gender analysis as to any other aspect of analysis or design. This could be a core competency in job descriptions and models.
Figure 2: Policy development and service delivery model
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A: BACKGROUND ISSUES
Inputs to the Policy Process

There are a number of documents which set out requirements or guidelines for activity by government agencies; some are also relevant for private sector organisations:

Government policy direction documents: Path to 2010 sets out the Government’s general statement of policy and its vision of New Zealand into the next century. This has been supplemented by annual publications updating process and settings out goals. These include goals for women.

Strategic Result Areas: The Government’s Strategic Result Areas (SRAs) for 1994-1997 provide the framework for policy decisions. The Prime Minister’s foreword to Strategic Result Areas for the Public Sector 1994-1997 states that the SRAs have been formulated to apply to all sections of the community. This includes women.

The Treaty of Waitangi: As New Zealand’s founding document the Treaty of Waitangi is a critical document for setting the context of New Zealand’s government policy. In considering the implications of this in any policy area, recognition is needed that the Crown’s obligations under the Treaty include Māori women.
Outcomes for Women: The Government’s Outcomes for Women are set out in the mission statement of the Ministry of Women’s Affairs, and are included in the introduction to this publication. These are key policy objectives for government agencies, and also provide a good set of societal objectives on which private sector organisations can base their gender analysis.

Data and research

Relevant, reliable and up-to-date data is essential for gender analysis. However, statistics alone do not provide reasons or explanations for gender differences, patterns and trends.

Analysis of the data can reveal underlying causes or trends that are not apparent from a cursory or superficial examination. For example, coronary heart disease is the most common cause of death in New Zealand women. Yet this fact is often overshadowed by statistics which reveal a higher incidence of coronary heart disease in men. American studies have shown that, despite having more severe symptoms, fewer women had significant investigations and treatment.

Where economic modelling is used in policy development, its ability to reflect reality depends on good data and accurately based assumptions. If gender analysis is not used the results will be a poor reflection of the real world. For example, in modelling for student loan repayments, working part-time and lower earning is factored in, a more accurate effect is predicted than if it is assumed that women’s loan financing problems are the same as men’s.

In some areas insufficient data exists. For example, the way work is measured hides much of the unpaid activity carried out by women in the home and community, and leads to a failure to recognise the resulting managerial and organisational skills developed by women, as well as their contribution to the economy. This also means the impacts of some government policies may not be measured effectively.

Consultation

A consultation strategy is an integral part of the policy process. It enables an assessment to be made of the view of those who are affected by the policy decisions or design of services. Approaches will vary depending on the issue, and on who needs to be consulted.

The Crown has an obligation to consult with Māori on key issues affecting Māori,
 and it is essential that consultation includes Māori women, as they may have a different view of the issues and be affected in different ways from Māori men. Māori women still need to be consulted even when they share the same view as Māori men.

Community feedback

Community feedback is an important part of the consultation process, particularly when the project includes reviewing existing policy. Interested members of the community, users and providers and key stakeholders are all likely to provide useful feedback. This enables the range of different effects to be considered in the policy process.
Policy Process

Stage One: Define Desired Outcomes
The Government’s Strategic Result Areas identify desired outcomes for the public sector. There is scope within these broad parameters for refining the policy outcome to include gender specific objectives. In the private sector, gender-specific objectives can be planned to form an integral part of the desired outcome. For example, a target to reach a certain percentage of women clients may be set when introducing a new service.

Stage Two: Identify Problems and Issues

Gender analysis is essential at the outset of the process because it helps ensure adequate definition of the problems and issues. The problem may look different from another perspective, or may not be one which affects both women and men equally.

For example, if the outcome sought was to reduce expenditure on public transport, the identification of problems and issues would include consideration of women’s and men’s different patterns of transport usage. Because of their lower income levels, women are more likely than men to rely on public transport. With higher participation in part-time and casual work and greater responsibility for unpaid work, women are more likely than men to use transport at off-peak times. This means cuts in transport at those times has greater negative impact on women. It can reduce their ability to work in part-time and casual jobs, to access services – including health care – or to assist in the care of relatives and friends. Poor night transport services also pose problems for women’s physical safety.

Stage Three: Develop Options

Gender analysis can assist in ensuring that:

· The full range options available are identified;

· The problems identified in the earlier stages are addressed. It may require some creativity to do something different in order to ensure more equitable outcomes than in the past.

Stage Four: Analyse Options and Make Recommendations

It is useful when analysing options to establish criteria which prioritise issues. In order to ensure gender issues are incorporated in the analysis, include those criteria identified by the Outcomes for Women and the Government’s international obligations with respect to women in New Zealand.
An important issue in analysing options is whether to analyse impacts on the basis of families or individuals. Analysis based on a family unit obscures gender differences, and can lead to assumptions about equity within that family unit. For example, it may assume distribution of income within the family unit which may in fact not occur.

Long-term versus short-term objectives need to be considered, as well as social and economic benefits and fiscal impacts.

There are always trade-offs in making a decision about which option to recommend: gender analysis assists in ensuring all issues have been considered, and all impacts identified.

Stage Five: Implement Decisions

At the implementation stage it is critical that the elements of the policy decision which result from gender analysis are retained.

For effective implementation an organisation needs to:

· know its client group;

· pilot if necessary;

· build in appropriate accountability and review processes;

· consider appropriate methods for communicating the policy change.

Women are the main user of many government services. Government agencies are responsible for ensuring they are providing an accessible and appropriate service to women as well as men.

The Ministry of Consumer Affairs, for example, has taken steps to determine the needs of its women clients. In 1993 it carried out a research project on how Māori, Pacific and low-income women clients receive and perceive information.

The New Zealand Employment Service has designed separate programmes targeted to meet the specific needs of women clients, the Wāhine Ahuru programme for women returning to the paid workforce is one example.

Other agencies seek to meet the needs of women clients in their mainstream programmes. For example, the document of accountability, negotiated by the Education and Training Support Agency (ETSA) with the Ministry of Education, specifies women as a client group, and has an appendix outlining targets for participation levels in relation to women, which ETSA endeavours to meet.

Sometimes the implementation strategy may involve a pilot programme which is later transferred to another agency. For example, Wāhine Pakari is an initiative aimed at assisting Māori women into business. It was initiated and piloted by the Ministry of Women’s Affairs, further developed by Te Puni Kokiri and is now part of the New Zealand Employment Service’s package of employment assistance programmes.
Women as customers

Gender analysis enables the private sector to tap into women’s markets. Some private sector organisations are already targeting women as customers.

Actuaries have used gender analysis for some time to calculate insurance risks and premiums. For example, one insurance company introduced reduced car insurance premiums for women because women have fewer car accidents and are a lesser risk to the company. In another example, a health insurance provider has developed a care plan designed to meet the health insurance needs of women. Where premiums vary by gender it is important that this is made clear. Care is also needed to ensure the Human Rights Act 1993 is not breached.

The insurance industry is reviewing superannuation schemes so that they are better designed to meet the needs of women by being portable, with shorter vesting periods and the flexibility to suspend payments.

Addressing the needs of women as customers may not require the development of new products, but rather attention to issues such as ability to access. For example, it may be easier for women to use services if children are also welcome; or if shopping area and parking buildings are made safer, particularly in the evenings. The content of advertising is also important – advertising which is based on the realities of women’s lives, rather than stereotypes, may be more effective.

Stage Six: Monitor and Evaluate

It is critical to monitor and evaluate any policy initiative to determine its effectiveness and efficiency. A policy is not effective if it only delivers quality outcomes for half the population. Gender analysis makes it possible to assess whether this is occurring.

In the private sector, applying gender analysis to the results of market research establishes a more accurate picture of what is happening in the market – for instance, who is really making the decisions about purchases and the reasons for the decisions taken.

Where the information gained from monitoring and evaluations shows that the policy or service is not contributing to the Outcomes for Women, consideration needs to be given to how it can be modified so that it does.

Accountability

The inclusion of explicit gender equity objectives and performance indicators strengthens accountability objectives.

Purchase agreements

Gender-based objectives in departmental purchase agreements provide a benchmark from which to:

· assess the extent to which gender analysis is addressed in policy and service delivery;

· improve the effectiveness of government agencies’ self-assessment of their outputs and in resultant policy impacts.

Some agencies, such as the Education and Training Support Agency and the New Zealand Qualifications Authority, already include gender-based participation targets in their document of accountability.

The following criteria for quality assurance in policy advice used by the Ministry of Women’s Affairs provides an example of how an agency might ensure gender issues are included in policy analysis:

· knowledge of gender issues and gender-specific analysis

· knowledge of subject and empirical research
· thorough analysis and logical presentation of argument
· consideration of the policy’s impact on non-Māori women, and/or women’s perspective

· knowledge of overall government policy objectives
· consideration of the relative cost and benefits of the options considered
· consideration of the risks associated with the preferred option, with a suggested process for risk management
· consideration of strategy for policy development and acceptance.

Chief Executives’ performance agreements

Key Result Areas (KRAs) are a fundamental part of chief executives performance agreements. When formulating KRAs thought could be given to:

· what would have the most positive impact for women;

· the priority to be given to those work areas;
· objectives which reflect the need for the agency concerned to carry out gender analysis.

An example of a KRA could be to implement a process of integrating gender analysis at all steps of the policy process or service delivery.
Strategic Results Areas (SRAs)

The Government’s SRAs for 1994-1997 set out the Government’s policy direction and priorities for the medium-term; and, each government agency is required to be explicit in the Estimates about how their Output Classes contribute to the SRA’s. As agencies develop their work programmes for each Output Class, consideration should be given to how their work programmes will also advance the Outcomes for Women. For example, domestic violence is a significant issue in relation to community security and in particular for women, and adequate public transport is significant to the objective of social cohesion as well as providing specific benefits to women.

Private sector accountability

Public companies are accountable to their shareholders through their boards of directors, and their annual reports. As more women become directors there may be increased impetus to:

· tap into the market potential of women customers;

· meet the needs of women as customers, clients and consumers.

As their economic power increases, women’s expectations increase. Women who combine paid work with child rearing, lead busy lives, which makes speed of service deliver and flexibility of access important. For example, telephone access to services may be or particular benefit to women combining home and paid work responsibilities.

B: GUIDELINES FOR ACTION

Inputs

· When interpreting government policy direction documents, Strategic Result Areas, the Treaty of Waitangi and any other relevant inputs, consider how these can be applied so they further the Government’s Outcomes for Women.

· Ensure the objective is not contrary to the Government’s Outcomes for Women.

Data and research

· Collect and analyse quantitative data by gender and ethnicity as a minimum base from which to predict outcomes.
· When using sample methods, ensure that the sample is large enough for the data to be disaggregated by gender, ethnicity and the other key policy variables for the question in hand (employment status, income etc.).

· Use qualitative or evaluative research or information gathered by both government and non-government agencies to assist in interpretation of quantitative data, for example, case studies of users of government services.

· Consider how information is gathered and what it was gathered for, in determining its usefulness and credibility. For example, were women included in focus groups, did the organisation gathering the information ask relevant gender questions?

Consultation

· Begin consultation with women at the outset of the policy process to enable accurate scoping of the issue.

· Consider whether groups or individual women should be consulted, the time of day, appropriateness of venue, in particular whether it can be accessed by women with disabilities, how the meeting is to be run, the use of appropriate language, a signer (for those who are deaf or hearing impaired) and the provision of accessible and affordable childcare.

· Consult with different groups of women to reflect the different issues affecting women.

· Allow adequate time for women and especially Māori women to consult amongst themselves as part of the process of forming a view.

· Seek the advice and assistance of the Ministry of Women’s Affairs on key gender-specific issues concerning social and economic policy development.

Community feedback

· Ensure that women’s views are heard so that any differentials in the gender impacts of the policy initiative are able to be analysed.

Policy Process
Stage One: Define Desired Outcomes
· Include specific gender equity objectives based on the Outcomes for Women.
Stage Two: Identify Problems and Issues

· Consider the numbers in the population groups affected and the reasons for the underlying causes of high or low participation or update by women.

· Consider in what ways women have different needs, experiences, issues and priorities in relation to the particular policy issue.

· Consider whether there is an opportunity to improve women’s status.

· Frame the question or problem to accommodate the information gathered and to ensure the issues for women will be considered in the process.

Stage Three: Develop Options

· Consider the impact on and the effectiveness of each option in relation to the Outcomes for Women and for women in the population groups affected.

· Build in strategies which reduce, or preferably remove, negative impacts on women.

· Introduce separate initiatives if needed, to reflect the different experiences and needs of women and men.

· If separate initiatives are not necessary, ensure consideration is given to which mainstream initiatives are relevant to the needs of women identified in Stage Two.

Stage Four: Analyse options and Make Recommendations

· Consider how each option would impact on and be influenced and supported by women in the population groups.

· Consider the opportunity costs of implementing each option – will the social and economic benefits to women of implementing the option outweigh the costs to Government?

· Give particular consideration to its impact on Māori women and the Government’s obligation under the Treaty of Waitangi.

· Also consider whether the Government has international obligations in relation to women which would be breached by, or could be furthered by the option.

· Ensure recommendations reflect the information gathered and the analysis carried out in relation to gender.

Stage Five: Implement Decisions

· Ensure the policy objectives relating to women are understood and carried over into implementation.

· Consider how to ensure the service or programme is appropriate and accessible to different groups of women.

· Consider whether separate implementation strategies are necessary for the policy to be effective for women and men.

· Consider how women will be advised of the new or changed policy or service.

Stage Six: Monitor and Evaluate

· Monitor the performance targets of a service of policy by gender and ethnicity.

· For government agencies, include an evaluation of net social benefits, For example, as well as accessing the cost of a programme aimed at women, it is useful to measure any resultant increase in women’s health or employment which has lead to increased earning ability, reduction in benefit dependency and an increase to the Government’s tax-take.

· For private sector companies, include women in market research, such as in surveys, focus groups, product sampling and programme assessments.
· If the monitoring and evaluation show that the policy or service is not contributing to the Outcomes for Women, modify it so that it does.

Accountability

· Include gender analysis objectives in performance agreements for managers, policy analysts, service and product designers.

· For government agencies, include gender equity objectives in purchase agreements, and Key Result Areas in chief executives’ performance agreements. Such objectives and measures could include:

· the development of specific programmes targeted at women;

· percentage targets for uptake by different groups of women;

· a quality assurance indication to endure that the gender impact is taken into account in all policy advice.

· For non-governmental organisation with constitutions, include gender analysis objective in constitutions to ensure activities meet the needs of women members.
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C: GENDER ANALYSIS MODEL


PUBLIC POLICY CASE STUDY

A future government has decided to review its retirement income policy. This case study illustrates how the process might proceed with and without gender analysis.

	WITHOUT GENDER ANALYSIS
	GENDER ANALYSIS ADDS

	
	

	Stage One: Define Desired Outcomes
In accordance with the Strategic Result Area: Social Assistance, to:
· encourage greater financial self reliance for retired people  
· promote inter-generational equity in the provision of income for retired people  
· achieve greater fiscal sustainability in provision for retired people

	Stage One: Define Desired Outcomes
and, in accordance with the Outcomes for Women, to:
· ensure gender equity in the provision of income for retired people  
· recognise that women are the majority of the retired population, and an even greater majority of those aged over 80  
· ensure that policies take account of women's needs in retirement


	Stage Two: Identify Issues 

The number of people over 65 is expected to rise sharply, nearly doubling between 1990 and the 2030s.

	Stage Two: Identify Issues 
There are more than five women to every four men over 65 and women over 80 outnumber men by more than two to one. Māori life expectancy is less than that of the population as a whole. Households of women on their own increase in the over 65 age group.

	Current provision is New Zealand Superannuation funded from taxes and paid to everyone over 60 (rising to 65 by 2001). There is a surcharge of 25 percent on income over $80 a week if single, or on income over $120 for a married couple. Costs of New Zealand Superannuation are expected to almost double by 2041, to possibly 16.6 percent of the average wage of each taxpayer.
The Government is concerned at the low levels of private savings for retirement.
	New Zealand Superannuation is paid separately to men and women. If eligibility was assessed on joint couple incomes, there is a disincentive for younger women to remain in the workforce, as this would affect their spouse's entitlement to New Zealand Superannuation. For some women, although increasingly less so, New Zealand Superannuation may be the first income of their own since marriage.

	With a surcharge, there is also an issue for the Government in needing to identify savings which generate an income stream, as opposed to assets (which do not attract a surcharge).
	Women are less able to save for old age than men, because they earn less than men, take time out of the paid workforce to care for children and may return to work part-time. For example, women earn 59 percent of men's average annual earnings. Māori women earn less than non-Māori women.

	Those making the highest contributions to superannuation schemes are people in professional and managerial jobs, and even in these groups less than half contribute. People on low incomes are not joining long-term savings schemes.
	Vesting requirements discourage women from joining employment-based superannuation schemes because they often require an employee to remain in the scheme for several years before benefiting from employer contributions on withdrawal. If women leave to have a family, they usually have to start from scratch with retirement savings when they rejoin the workforce. This means distribution of the scheme is unfair, as men are more likely to collect on their investment.

Many women see their husband's occupational superannuation scheme as a joint scheme. Increasing divorce rates mean many marriages do not last long enough for women to receive these benefits. Retirement savings are divided on divorce but a woman's share may not be sufficient to replace the benefits she would otherwise have received in retirement had the marriage survived. Also, because of women's greater longevity, women spend more time on their own, and on a low, fixed income for a long period of time.

	Stage Three: Develop Options
The aim is to ensure fiscal sustainability by increasing savings and better targeting. Three options are proposed.

1. A compulsory contribution scheme 
Employees have to contribute a minimum percentage of their salary. The amount of pension relates to the level of contributions. Employees can contribute more salary and gain a larger pension. Beneficiaries and those with no incomes are not required to contribute.

2. Tax rebates and scheme regulation
Tax rebates to provide an incentive to make it easier to contribute to superannuation schemes; regulations for the private superannuation market regarding favourable vesting arrangements and portability of savings; plus a 'safety net' of an income tested state pension.

3. Couple-based targeted state superannuation
Only those without enough money to maintain a reasonable standard of living qualify for a pension. Under this option entitlement is jointly assessed in line with other benefits.

	Stage Three: Develop Options
The aim also recognises constraints in women's saving due to different labour market participation patterns and lower earnings, and therefore a fourth option is proposed.

4. Current individually based national superannuation scheme
An individually based state-funded pension is a good option for women as it provides them with retirement income regardless of their earning history and, in addition, provides some recognition of the unpaid caring work that prevents many women from accumulating savings. It ensures access to income in retirement which couple-based assessment cannot guarantee as this assumes sharing of intra-family income. An adequate individually based state pension protects all women from poverty in their old age, including Māori women, Pacific women, women with disabilities, women who are sole parents and other low income women.


	Stage Four: Analyse Options
Issues for each option:
· what is its fiscal impact?
· will it promote inter-generational equity by reducing costs to the taxpayer?
· will it increase retirement savings?
· are there equity issues?

	Stage Four: Analyse Options
Will the scheme provide well for women?


	Option 1: Compulsory contribution scheme
This option is likely to result in greater savings to taxpayers. Retirement savings would increase because the scheme is compulsory.

Compulsory savings could cause hardship at certain stages in people's lives, for example, when starting a family, setting up a business, purchasing tertiary training for children.  

There is also difficulty in establishing an amount which generates a reasonable pension level but which is affordable for those contributing.
	Option 1 Gender Analysis:
Women are more likely than men to receive only the minimum pension, because they earn less, have broken employment histories and put time into unpaid caring work.

Because of their very low income levels, Māori and Pacific women are likely to suffer hardship through compulsory savings. Because of their different family structures and patterns, individual savings schemes may not be the best option for women in these groups.

	Option 2: Tax rebates and scheme regulation
Costs and benefits would need to be analysed in relation to savings to taxpayers: would tax losses be offset by savings?  

People would have incentives to put more savings into superannuation. Low income earners might save more because of tax concessions. It would encourage employers to contribute to occupational or workplace schemes.  

There would be a 'windfall gain', where those with most surplus money would benefit most.
	Option 2 Gender Analysis:
Even with tax incentives women are discouraged from joining many private superannuation schemes because:  

· vesting arrangements may require an employee to remain with the same employer for a long period before employee contributions can be withdrawn  
· membership of the scheme often cannot be taken from one workplace to another (i.e. schemes are not always portable)  
· part-time workers may not be able to join  
Women on low incomes, including many Māori and Pacific women and women caring for children or dependent adults, are unlikely to be in a position to take advantage of tax incentives.  

However, the Government could use this option as a lever for improving superannuation schemes, for example, tax rebates only applying to schemes with full vesting.

	Option 3: Couple-based targeted state superannuation
The cost to the state would be reduced by the sum of the pensions of those over the target threshold.  

It would provide incentives to those who could afford to save to provide themselves a retirement income above pension level, but it might prove a disincentive to those who could not save enough for a high retirement income, and might prevent people from earning after retirement for fear of losing their pension.  

It would put scarce resources where they are most needed.
	Option 3 Gender Analysis:
A key issue for women is whether eligibility is on an individual basis or based on the income of a couple. Women are best served by individual assessment, but this would raise costs to the state considerably as many more women would qualify.  

Women with low incomes, or who have had their access to income limited by other activities such as caring for children or dependent adults would be protected in their old age.  

However, this option provides a disincentive for women with older partners to remain in the workforce.

	Option 4: Current individually based national superannuation
This option has the benefits of targeting outlined above, without the disincentive for the younger partner to leave the workforce once the older partner becomes eligible for superannuation.
	Option 4 Gender Analysis: 
As assessment is based on the individual rather than a couple, this is a better scheme than other options for all women. At an adequate level, it provides an element of income redistribution at the end of their lives which is justified compensation for the unpaid caring work they provide. 

	Stage Five: Implement Decision

Option 4 selected: Individually based targeted national superannuation.

The Government, hearing the arguments about regressivity associated with the compulsory savings and tax rebate options, and the labour force participation impact of the third option, rejected those options.  

At time of implementation, a government-funded publicity campaign is run to ensure the new regulations are understood by employees and employers.
	Stage Five: Implement Decision

In addition, regulations to remove barriers to women joining employer-based private savings schemes are adopted. These include:  

· membership must be open to all permanent employees including part-time staff  
· early vesting of employer contributions so that, on leaving, an employee receives the full benefit of employer contributions  
· on retirement, member must receive the total member and employer account balances  
· portability to enable transfer to another fund on leaving a job

The publicity campaign encourages provision of women-friendly private retirement savings schemes.

	Stage Six: Monitor and Evaluate

The statistics collected by the Government Actuary to be improved so that savings levels can be monitored by occupational class, ethnicity, and age. The Government Actuary to report to Government on savings patterns for all these groups.
	Stage Six: Monitor and Evaluate

Statistics on savings levels are also collected by gender. Reports include trends in women's savings in all occupational classes, ethnic groups and age groups.


Private Sector Case Study
 
Gender analysis highlights issues to consider when designing retirement savings schemes for women. The retirement industry has already started to apply this analysis to schemes, with resulting changes.

Using data and research, gender analysis shows that women's retirement income needs are different from men's because:

· women on average live longer than men and are likely to need a pension for a longer period of time;
· women have lower levels of employment, for example, in 1994 54.3 percent of women were in the labour force compared with 73.4 percent of men;

· women's employment patterns are different. For example, women usually leave the workforce to care for their young children, and generally re-enter the labour force once their youngest child starts school, but some women return to paid work after parental leave of only a few months. Women with young children often work part-time. They may take temporary jobs at different stages of family life. As children grow older, women typically increase their work hours until they reach full-time employment;
· divorce rates have risen and, with that, the number of women caring for children on their own or remarrying, has increased. This instability provides an incentive for women to have their own retirement savings rather than relying on a spousal benefit associated with their husband's superannuation. Although a wife has the right to half the cashed-in value of her husband's superannuation savings on separation, this sum is unlikely to purchase the level of retirement benefit she would have expected had she remained with her husband;
· women as a group have lower personal incomes than men. In 1991, the median total income for women aged 15 and over was 59 percent of the median income for men
. However, women's incomes are increasing with their increased workforce participation. Women's median income levels remain fairly constant from their early twenties until their late forties, a time when men's incomes continue to increase. However, married women who return to full-time work and whose husbands earn enough to support the family, and single women in career jobs, are likely to have money available for long-term savings;
According to this analysis, increasing numbers of women are likely to be in a position to contribute to a savings scheme, and to have the incentive to do so.
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A women-friendly retirement savings scheme

Eligibility: If employer subsidised, the scheme would offer eligibility to join on appointment to the job, whether part-time or full-time. 

Contributions: Flexible minimum contributions which suit the members' requirements, for example, between two and ten percent of earnings - with employer's contributions (where available) set to match the employee contributions dollar for dollar; or a flat dollar rate contribution from the employer which disregards level of earnings or level of employee contribution to tip the scale in favour of the lower paid (usually women). In addition, the ability to suspend contributions when not in paid work.
Vesting: Full vesting of employer contributions if a member withdraws from an employer subsidised scheme, with no minimum membership time.

Portability: The ability to carry membership to other employment situations, including self-employment, without losing benefits. 

Death and disablement benefits: If the member dies or becomes disabled, a benefit to be paid to the family member(s) nominated by the member. The ability to continue this cover for a fee during times when savings are suspended. 

Annual charges: A fixed dollar rate, rather than on a percentage basis, is a higher percentage of low balances and therefore likely to impact particularly on women.

Implementing Gender Analysis
This section sets out steps which will enable an organisation to implement the gender analysis framework. 

Resources

· Provide copies of the gender analysis framework to all analysts and managers.
· Ensure staff have access to the resources listed on page 40.
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Training

· Provide policy managers and analysts with training in the principles and practice of gender analysis. The Ministry of Women's Affairs is organising a series of seminars to assist training.
· Invite staff from the Ministry of Women's Affairs to provide workplace-based training on gender analysis.
Review

· Review current processes for policy or service delivery development and design to identify ways in which the gender analysis framework can be integrated into organisational processes.
· Identify whether any structural or organisational design changes are needed in order to carry out gender analysis effectively, for example, designate responsibility for gender analysis to a specific staff member or unit.
Pilot

· Pilot the gender analysis process within a unit or section, or on one policy or service project; review and refine the process. The Ministry of Women's Affairs can provide assistance with this process.
· Demonstrate success of the pilot to senior executives.
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Implement

· Take a strategic, systematic and proactive approach to ensuring organisational goals are gender sensitive.
· Provide information about gender analysis as part of the induction process for all new staff involved in research and data collection, policy development, service design and delivery, and monitoring and evaluation.
· Include an understanding of gender analysis in the core competencies and appointment criteria for policy staff and managers, staff involved in product or service design and delivery, staff involved in data collection, monitoring and evaluation.
· Address gender analysis issues in strategic planning processes.
· Include gender analysis as a criteria for quality assurance in internal peer review and quality control processes.
Monitor

· Benchmark the organisation's current processes against those recommended in this publication.
· Set targets for integrating gender analysis principles and practices into organisational processes.
· Measure annually how well the organisation is meeting gender analysis principles and practices in terms of the quality of its advice and the outcomes achieved.
· Build in processes to enable policies and services to be modified if they do not deliver the Government's Outcomes for Women.
Accountability

· Include gender analysis as a quality indicator for policy advice in the organisation's next purchase agreement.
· Include implementation of the gender analysis framework as a Key Result Area in the organisation's chief executive's performance agreement.

Conclusion
Gender analysis is an essential part of providing robust and quality policy development and service delivery which is effective in meeting an organisation's outcomes. It is not an additional step to be added on later in the process.
This publication provides the tools for incorporating that perspective into the policy development and service delivery of any organisation. Additional assistance is available from the Ministry of Women's Affairs.
The challenge now is for organisations to take up the framework provided in this publication and adapt and apply it to their own models and processes. The benefits to the quality and effectiveness of the policy and service design will reward the initial effort required to approach problems from this broader perspective.

Resources
Advance Women's Health Kōkiritia Te Hauora Wāhine: A Checklist for Regional Health Authorities and Crown Health Enterprises, Ministry of Women's Affairs, Wellington, 1995 

All About Women in New Zealand, Statistics New Zealand, Wellington, 1993 

Briefing to the Incoming Government He Whakamōhio Atu I te Kāwanatanga Hou, Ministry of Women's Affairs, Wellington, November 1993

Counting for Nothing: What Men Value and What Women Are Worth, Marilyn Waring, Allen & Unwin: Port Nicholson Press, Wellington, 1988 

Families, Money and Policy: Summary of the Intra Family Income Study, Susan Kell Easting and Robin Fleming, Intra Family Income Study, Wellington, and Social Policy Research Centre, Massey University, Palmerston North, 1994 

Labour Market 1994, Statistics New Zealand, Wellington, 1994 

Māori in Education: A Statistical Profile of the Position of Māori Across the New Zealand Education System, Davies and Nicholl, Ministry of Education, Wellington, 1993 

New Zealand Now: Māori, Statistics New Zealand, Wellington, 1994 

Platform for Action, Fourth World Conference on Women, Beijing, 1995 

Programme of Action, International Conference on Population and Development, Cairo, 1994 
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How can the relevant inputs, such as the Strategic Result Areas, the Treaty of Waitangi, and Government’s policy direction documents, be applied so they further the Government’s outcomes for Women?





Identify numbers of population groups affected by this policy issue by gender





How does each option address the issues for women raised in Stage Two?





Which of the Government’s Outcomes for Women could be furthered in this area?





Define objective so that it incorporates the Outcomes for Women





What are the reasons for women’s higher or lower representation in the populations groups affected?





What are the underlying factors which cause these gender differences in numbers?





Ensure the question / problem is framed so that the underlying causes of any differences will be taken into account in the analysis





In what ways to women have different:


needs;


experiences;


issues;


priorities;


in relation to this policy matter?





Reframe the question / problem to accommodate these differences and to ensure the issues for women will be addressed in the process.





What steps can be taken to reduce or eliminate any negative impacts on women?





How can the policy be designed to further the Government’s Outcomes for Women?





Can existing programmes and services be modified to better meet the needs of women?





Are separate approaches needed to ensure the needs of different groups of women are met?





If separate approaches are not needed, ensure mainstream options address issues for women.





DEFINE DESIRED OUTCOMES





IDENTIFY PROBLEMS AND ISSUES





DEVELOP SOLUTIONS





STAGE ONE





STAGE TWO





STAGE SIX





Consider for each option:





How will women know about the change in the policy or about the new programmes or services?





Are there monitoring systems in place which collect data by gender and ethnicity?





How will the option impact on women in population groups affected by the policy?





Does the Government have international obligations in relation to women which would be breached by this option?





Will the service / programme be accessible to different groups of women?





Are separate services or programmes or materials necessary to ensure equitable access and appropriateness for women?





Are the mainstream programmes designed so that women have equal access and so that they are appropriate for women’s needs?





Are there measures in place to review or change the policy if it is not delivering the Outcomes for Women?





Is the policy contributing towards the Outcomes for Women? If not, can it be modified so that it does?





ANALYSE OPTIONS AND MAKE RECOMMENDATIONS





IMPLEMENT DECISIONS





MONITOR AND EVALUATE





STAGE FOUR





STAGE FIVE





Will the social and economic benefits to women of implementing the option outweigh the costs to Government?








� Equity Before the Law, Australian Law Commission, Sydney, 1993


� Census of Population and Dwellings, Department of Statistics, Wellington, 1991


� ibid


� Quarterly Review of Benefit Trends, New Zealand Income Support Service, Wellington, 1995


� ibid


� Census of Population and Dwellings, Department of Statistics, Wellington, 1991


� Injury Statistics 1994 and 1995, Accident Rehabilitation and Compensation Insurance Corporation, Wellington, 1995


� Household Labour Force Survey, Wellington, 1993


� Household Labour Force Survey, Wellington, 1995


� ibid


� Census of Population and Dwellings, Department of Statistics, Wellington, 1991


� ibid


� For example: Beyond the Barriers: The State, the Economy and Women's Employment 1984 ? 1990, National Advisory Council on the Employment of Women, Wellington, 1990; and Women's Labour Force Participation in New Zealand: The Past 100 Years, Lisa Davies with Natalie Jackson, Social Policy Agency, Wellington, 1993


� Adapted from Gender Analysis of Policy, Robin McKinlay, Ministry of Women's Affairs, Wellington, 1993 (unpublished paper)


� See for example Injury Statistics 1994 and 1995, Accident Rehabilitation and Compensation Insurance Corporation, Wellington, 1995


� Women and Economics: A New Zealand Feminist Perspective, Prue Hyman, Bridget Williams Books, Wellington, 1994


� See for example, Gender Analysis in Development Planning: A Case Book, Aruna Rao, Mary B. Anderson and Catherine A. Overholt, Kumarian Press, West Hartford, 1991


� Families, Money and Policy: Summary of the Intra Family Income Study, Susan Kell Easting and Robin Fleming, Wellington, 1994


� Women and Money, Society for Research on Women, Wellington, 1980


� Census of Population and Dwellings, Department of Statistics, 1991


� ibid


� Women Customers, Office of Women's Interests, Perth, 1994


� See for example, 'Strategic Marketing Responses to Female Business Travellers - A Matter of Contemporary Marketing Management Practice', John Saee, AIM, October 1992, pp. 4-6


� Segmenting the Women's Market - Using Niche Marketing to Understand and Meet the Diverse Needs of Today's Most Dynamic Consumer Market, E. Janice Leeming and Cynthia F. Tripp, Probus Publishing Co, Chicago, 1994


� ‘Women and Coronary Heart Disease’, Andrew W. Hamer, Harvey D. White, New Zealand Medical Journal, No. 955, 12 May 1993


� Principles for Crown Action on the Treaty of Waitangi, Department of Justice, Wellington, 1989


� See for example, Influencing Transport Policy: Seminar Proceedings, Ministry of Transport, Wellington, 1993, and interviews with women in Health and Wellbeing, Open University Course K258, Open University, Milton Keynes, 1992


� How Women in the Ministry of Consumer Affairs Target Groups Receive Information, Ministry of Consumer Affairs, Wellington, 1993


� See for example,  The Portrayal of Women in Advertisements: Women’s Views About the Ways They are Portrayed in Television Advertising, Sally Hartnett and Associates, Canberra, 1988


� Annual Report 1994/95, Ministry of Women’s Affairs, Wellington, 1995


� This case study has been developed solely for the purpose of this publication, although many of the issues were discussed as part of the Task Force on Private Provision for Retirement, 1991.


�This case study has been developed solely for the purpose of this publication


�Household Labour Force Survey, Statistics New Zealand, Wellington, 1994


�Census of Population and Dwellings, Department of Statistics, Wellington, 1991





