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Draft Capacity reflection tool (programme on labour rights and social protection)
Introduction

The reflection tool outlined below is designed to guide a yearly reflection about the partner’s capacity in the different capacity domains (i.e. thematic expertise, political action, synergy, Institutional capacity , gender). It is foreseen that this reflection will be done during the yearly monitoring meeting between the partner organizations and programme coordinators where the partner’s progress reports are discussed. 

Besides an analysis of the main strengths and challenges for each capacity domain the tool also encourages a discussion about possible action points. The tool will also help the partner organisations to identify which of the following four situations apply for them for each of the four capacity domains:
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(adapted from barefootguide 1)
To help the programme coordinator to facilitate the reflection meeting, a number of discussion points have been formulated for each capacity domain. These discussion points are not exhaustive and are not aimed to be used as a checklist. Instead they are meant as possible discussion points that the facilitator of the meeting can fall upon and refer to. The discussion 
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Possible discussion points for the different capacity domains
The discussion points below are not exhaustive and don’t need to be used a checklist. Instead they can help to guide the reflection meetings around the capacity development process of the partners. There are some general discussion points and some domain specific discussion points.
A. General discussion points that may apply to serveral domains

· We have a clear policy in this domain, 
· We have operational structures, 
· We have a clear methodology 
· We conduct efficient actions, 
· We achieve tangible results and draws lessons from our achievements and setbacks
B. Domain specific discussion points

1. Gender
· Make women’s issue a top priority of the organisation’s agenda. For example, including gender in all policies, programmes and activities and ensuring equal access for women to decision making positions. 
· Implement methods for organising that suit women’s need and situation. For example, meeting places should be safe and convenient; the timing, agenda and

duration of meetings should take account of workers’ family responsibilities; and, if necessary, care arranged for young children.
· Special bodies/structures at different levels in the organisation that empower women to take initiative. For example, women’s committees, women’s departments or task forces, women’s groups and women’s networks who examine the problems facing women workers and make proposals for eliminating discrimination, encouraging women’s participation, promoting equal opportunities and monitoring the advancement of gender equality in the organisation. These bodies/structures should have the power to take initiatives, liaise with other groups of members, and input directly into decision-making. Joint action in cooperation with women's organisations should be a means to achieve common objectives.
· % of women holding leadership positions in relation to the percentage of women members 

· Positive action to overcome direct and indirect discrimination against women taking up leadership positions in trade unions. Positive action (e.g. separate statistics on men and women, reserved seats/quota, reporting on gender related progress in policies and measures, inclusion of women in negotiating teams at all level and gender dimension in all items of bargaining agendas)
· Training, communication and research on women’s issues

(SOURCES:  ITUC, 2007, Action Programme on achieving gender equality in TU ;  Ledwith Sue (report compiled by), 2010, Gender and Trade Unions, Global Labour University Alumni)
2.  Synergy

· Synergy happens around a specific thematic issue involving local experts with expertise around this issue.

· The synergy is organically grown based on local initiative

· The synergy involves different types of actors (political actors, technical organisations, government actors, )

· Concrete actions in synergy are organised, taking advantage of each other’s expertise and capabilities.

· Effects of actions in synergy are monitored and lessons learned from this monitoring are used to inform future planning.
3. Thematic expertise
· Procedures and systems are in place to develop thematic expertise of staff and members.

· Thematic training programmes are implemented and are part of a more longer term capacity development process.

· Regularly assessing and (re)designing products and services.
· Follow new developments and publications around thematic areas of social protection and labour rights. 

· Sharing thematic expertise with wider world: conferences, publications, policy briefs
4. Political action

· Political context is mapped using a variety of appropriate methods
· key influential stakeholders are identified and their role and position analysed

· Desirable behavioural changes of influenced actors are identified
· Strategy to achieve the policy changes is developed
· Ensure that the team has the competencies required to operationalise the strategy.
· Theory of change for political action is clarified
· A monitoring and learning system for the political action is implemented.
· Political action is implemented in synergy with different partner organisations and other actors.
(source: Young, P. and Mendizabal, E. (2009). Helping Researchers Become Policy Entrepreneurs, How to develop engagement strategies for evidence based policy-making, ODI Briefing Paper No. 53, London. http://www.odi.org.uk/resources/download/1127.pdf.) 
5. Institutional development (incl. project management)

· Democratic ownership: Enable consultation with and involve all relevant levels of membership and potential beneficiaries before formalising the agreement with the supporting partners; Commit to participatory approaches that allow the inclusion of their internal structures and beneficiaries in the monitoring and evaluation of programme progress. 
· Transparency: Keep open communication and accessible information on programme implementation (e.g. narrative and financial monitoring reports).
· Accountability: Put in place/strengthen monitoring mechanisms within the organisation and include all relevant bodies/representatives in the monitoring process (possible multi-disciplinary monitoring teams, including sector organisations when relevant).
· Inclusiveness and equality: Keep membership statistics and other relevant data that reflect the number of women and young members, as well as, disadvantaged groups; Integrate gender equality into the design, planning, implementation, monitoring and evaluation phases of every programme and measure the impact on young workers and members;

· Durability: Dedicate own resources to provide follow up to programmes after external support has ended; Create effective financial systems management for a better use of resources, on the basis of dues payment. 

· Sound project management
(Source: TUDCN DEVELOPMENT PAPERS 2011/1 - TRADE UNION PRINCIPLES AND GUIDELINES ON DEVELOPMENT EFFECTIVENESS: http://www.ituc-csi.org/tu-development-effectiness-profile?lang=en) [image: image6.emf]
We are OK for now, so let’s continue the good work
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