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1. Background  
Irrigation is generally considered as a means of modernizing the country’s agricultural economy and is an 

important investment for improving the rural income through increased agricultural production and 

productivity. It is also central for reducing the ever increasing pressure on land, especially up in the 

highlands primarily by increasing the productivity of a unit of land and to some extent by bringing new 

land under cultivation, particularly in the lowlands where population density is relatively lower and 

uncultivated land is abundantly available 

 The Federal Democratic Republic of Ethiopia has given top priority to the irrigation sub-sector in the overall 

development plans of the country with the ultimate objective of enhancing agricultural production and 

productivity in general and crop production in particular thereby improving the food security situation.  

Realizing the potential irrigation in Ethiopia, a working strategy document from the MOA outlines specific 

Capacity Development Strategy for Small Scale Irrigation Capacity Development. The objective of the SSI 

Capacity Building Strategy is to undertake infrastructural, institutional and human resource capacity 

building which will help the country to optimize the efficient use of water resources with improved land 

management of smallholder irrigated agriculture development.in order for SSI to effectively perform and 

succeed adequately its overriding objectives to lay down a road map to ensure irrigation water availability 

and access to smallholder farmers for increased production and productivity of irrigated agriculture.  

Oromia is one of the Ethiopian Regions has the best situated climatic conditions for irrigated agriculture 

development. Irrigated Agriculture in Oromia can be classified as large, medium, asmall and micro 

irrigation based on the size of command area greater than 3000 ha, between 300-3000ha and 2.5 -300 ha 

respectively(IWMU working Paper 98 , 2005). Regarding the classification on the user’s bases, the capacity 

building strategy of Ministry of Agriculture (MOA) brings small holders and private investors in to 

consideration. The small holder irrigation farmers can also be categories’ as large, medium, small, or HHMI 

regardless of the size of irrigated area of the scheme. 

The region’s potential for irrigable land with the slope of 15 % has been estimated to be about 1.7 million 

hectare of land. The irrigation land has been utilized in two round in a year. According  to Oromia Irrigation 

Development  Authority,2015 Horticulture Development Strategic Plan ,the  coverage  of  irrigation in the  

Year  2007   first  and  second  round   accommodates  respectively 985,173   and 502,529 hectare. The 
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potential productivity of irrigated crop on average with maximum utilization of technology   and 

application of Good Agricultural Practice   (GAP) is estimated to be about 323 quintal/ha. 

2. Gender in Irrigated Agriculture  

Irrigated Agriculture has potential ground for gender mainstreaming and improving gender relations. 

Gender roles and benefits at disaggregated level can be different in under all calsification of irrigations, 

especially where women commonly invest labour at all level. The traditional experience HHI is undertaken 

on a small plot of land adjacent to home, some of the irrigated crops like vegetable  are  placed as women 

domains ,the possibility female farmers  have had to  earn income  from HHI  and contribution  improve 

HH consumption can  serve  as  a potential  entry  point to maximize  women  participation and benefit 

from SSI and MI  intervention . The indigenous knowledge women owns on water management and use 

as a result of  their closeness to natural resource often used in domestic spheres is another opportunity 

to be considered and upgraded for effective and efficient water management and use.  

However, despite their involvement and contribution in agriculture, female farmers lacks equitable access 

to productive resources. Particularly, as irrigated agriculture is usually influenced by women and men 

farmers: needs, competing demands, the challenges they faced. Their ability to voice for their 

participation and benefit is also largely directed by the context of existing cultural norms, values, 

customary laws design and construction. In turn, these factors have had multiplier effect on their capacity 

to access water resource, irrigation technologies and extension services. In SSI development, studies show 

that male headed households have a comparative advantage to engaging in irrigated farming because 

they are land owners, and have higher access to income, farming inputs and information. According to 

ATA, 2011, FHHs have significantly lower take-up rates of irrigation as compared to men consists only 

2.9% of FHHs, but 4.8% of MHHs, on currently irrigation use. 

Influence of social relation at household and community level also determine male and female farmers 

(FHH &FMHH) place on water management, and HH livelihood structure. The power dynamics reflected 

around decisions related to input selection, technology identification and use, income expenditure & 

control, credit access also spillover effect on success and sustainability of irrigation scheme and 

functionality. Moreover ,individual perspectives such as level of development practitioners understanding 

on gender and  attention given to respond  to cultural norms and practices, and power inequalities 

exercised  at all levels determines the extent gender dimension taken up at different  steps  of Irrigated  

agriculture  intervention. The Institutional set up and commitment on systematizing gender issues also 

governs the scope the issues can be taken as part and parcel of organizations mandate.   
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Numerous research have demonstrated the consequence of gender gaps in access to productive 

resources, technologies, markets, networks and services. According to WB 2014, the constraint women 

faces result in 23% productivity gap between MHH and FHH. 

To this end, responding to gender gaps emanated from the socio cultural, structural, systemic and 

operational issues requires multi-faceted investment aligned with context-specific knowledge of the 

dynamics of social inequality. The success on gender responsiveness SSI and MI demands to understand 

the systemic nature of gender inequality across program contexts and designing twine track strategies in 

order to identify ways to create more enabling socioeconomic environments, systemic and operational 

responses for women and men priorities. 

3. Over view of SMIS Project Intervention and Gender Strategy  

Small Scale and Micro Irrigation Support (SMIS) project is among the development partners  working 

closely with Ministry of Agriculture (MoA)in SSI  and MI irrigation in the  four  National Regional  States 

(Oromia ,Amhar, Tigray  and  SNNPR) of  Ethiopia with funding from the Netherlands and Canada. The 

development objective of SMIS project is “To ensure that all concerned public and private institutions 

within each of the four regional states have the necessary capacity required for gender-responsive 

identification, planning, design, construction and management of sustainable SSI systems and MI schemes 

in a coordinated manner and according to adopted integrated watershed-based approach”. The Project 

has three key components, namely: SSI Capacity Development (CD) (Component 1), CD of Agricultural 

Technical Vocational Education and Training (A-TVET) Colleges (Component 2); and, promotion of Micro 

Irrigation (MI) (Component 3). SMIS’s target beneficiaries includes  the public and private institutions at 

regional, zonal and woreda levels involved in the development of SSI, MI and irrigated agriculture; A-TVET 

Colleges; local entrepreneurs involved in manufacturing, installation and maintenance of hand-driven and 

motorized pumps, and unemployed youth and landless women interested in training in hand-drilling 

techniques. 

Further, SMIS is committed to strengthening gender responsiveness of irrigation sector interventions and    

developed gender strategy. The project gender strategy aims to ensure gender responsive SSMI 

development in SMIS-supported intervention components and areas, in the four regions (Oromia, 

Amhara, SNNPR &Tigray). The strategy entails mainstreaming gender in all project activities to ensure 

gender responsive SSI scheme development, WUO organization and water management practices, A-TVET 

SSMI training programs, irrigation extension, agronomic practices and MI support services. The gender  

intervention  is  also  intended  to  harmonized with current GoE initiatives in gender equality, national 
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development plans (the 2015-2020 GTP), irrigation-sector policies, Canadian and Dutch the project   

designed a  gender  strategy   to  support  achievement  of intended objectives   

SMIS is committed to employ a complementary twin track approach accommodates gender 

mainstreaming and gender standalone interventions in order to ensure gender responsiveness project 

management of all activities. Cognizant to magnitude gender gap, SMIS believed that establishment of 

linkage mechanism is important to redress multidimensional gender inequality practices reflected at 

system and operational level. To this end, formation Gender Working Group is initiated to lay ground for 

wide range of interconnected gender responsive change issues in SSI and MI through promoting 

collaborative sustained action.    

4. Working Definition  
Gender Working Group is a forum comprises gender/relevant experts involved from key partner Public 

intuitions who have shared responsibility on implementation of SMIS intervention component. The 

Gender working group is a  team  assigned  with the  consent of  officials at  member organization to 

strengthen the effort towards gender mainstreaming at each and every aspect of Small scale and Micro 

irrigation development and management through promoting collaborative, Systematic, and progressive 

actions. 

5. GWG Establishment Process 
The initiation on Gender Working Group establishment is taken by Small and Micro Irrigation Support 

(SMIS) Project and Oromia Irrigation Development Authority (OIDA). Initial round table discussion was  

organized with few key  partner  organization  representatives  and gender  experts .The  aim is  to  draw  

ideas on importance of  the GWG  and get in to  censuses . Accordingly, round table  for  conception  of 

the gender  working  group  is organized on  August  5,2015.  

 

Based on consensus reached, Selection of member organization was made following determination of the 

scope to ensure involvement of the right institutions and peoples. Considering where a process  to be 

originate , end, and the different steps it takes along the way, Key SMIS partner organizations have been 

identified as member organization. Further, the shared responsibilities Key partner holds in SMIS project 

on SSI and MI development and management and knowledge of the process under consideration have 

been accounted as part of selection criteria.  
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The assigned individuals are also from the appropriate Partner Institution unit which have had significant 

influence and contribution on process to be improved and the problem to be solved. The member’s 

organization as well as represented individuals showed great interest to be part of the team and at end 

of initial meeting, agreed on development of team charter. 

6. Purpose for GWG Existence  
The assessment work conducted during the inception phase of the SMIS project in the four regions of 

implementation in Amhara, Oromia, SNNPR and Tigray found that RPPIs limited capacity to apply gender 

analysis across all stages of SSMI from design to M&E .Additionally, gaps on skill, practical tools and 

systems to develop gender responsive activities to reduce gender inequality have been among the 

challenges identified.  

Strengthening of institutional and program level gender mainstreaming have been among the key 

strategies identified to promote gender responsive SSI scheme development and MI promotion. To this 

end, initiation on formation of GWG is deemed important to strengthen institutional integration aimed to 

feel the gender competency gap, pledge innovative ideas, methodologies and strategies to engender the 

system, create solutions for progressive change.  

The GWG is intended to provide a forum for enhanced achievement of the Objectives detailed in SMIS 

gender commitment and the Charter through designing and employing complementary effort promotes 

more gender equitable systems, approaches, tools, and techniques. It is also to lay ground for gender 

responsive study/problem analysis, rational planning, equitable targeting, and service delivery, input 

supply to female and male farmers. Consistent interaction among the team member contributes to 

promote interventions reducing gender gaps worsening existing gender and social inequities. The ultimate 

aim to work collaboratively, effectively and creatively to engender system and operation to address the 

gender gaps that causes gender disparities in resources, technologies and services among male and 

female farmers. 

7. Scope of Gender Working Group 

The scope of the Gender Working Group (GWG) membership at initial stage is limited to SMIS key partner 

public Regional Institution. Particularly at the initial stage membership Includes OIDA, OARI, OATEVT 

Commissions, OBoA, OBoWCA, OBoWME, OBoLAU, OBoTM, PASIDP and OAGP. In the long run 

membership  will extended to non-governmental organizations and private  sector  working on  SSI  and  

MI  development at  Oromia  region  .  
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The GWG responsibility is restricted to exploring gender gaps in SSI& MI development, proven experiences 

to improve equality of practices, recommending and employing alternative strategies, approaches, 

techniques and tools to promote gender responsiveness of SSI and MI. The GWG will invite Non-

government organization involved in SSI and MI intervention to share their experience on queerly 

meeting. The team provide technical support on capacity development through creating forum for 

experience sharing, organizing, documenting and disseminating best practices. The team will promote 

excellences through joint work, providing technical support to respective management, recommending 

problem solving approaches.   

8. Purpose of the Team Charter  
 

The purpose of the team charters is to realize achievement of the intended gender responsive outcome 

set out by SMIS through strengthen joint intervention. The charter will contribute to catalyze application 

of the principle indicated in MOA Small-scale Irrigation capacity Building Strategy on promoting 

participation of user communities as whole and women in particular. It also provide direction to sets out 

the role, composition, responsibilities of gender experts at each member organization. As guiding   

document  provides directions on number of operational matters, common interest areas, scope and 

structure of GWG , roles and responsibilities of member organization, communication plan, linkage with 

SMIS related institutional coordination structures (,Regional supervisory  boards , Technical committee 

and  Project  Implementation Team )  formulated  to  expedite performance of  SSI  and MI. The charter is 

subjected to revision based on demand from member organization and SMIS management.   

9. User of the Team Charter  

The Gender working Group is the primary user of the Team Charter. The team will use it as guiding 

document while developing action plan and measuring team performance. The officials at member 

organization / Regional supervisory Board  will  also use it  as reference  to provide   the  support needed 

to  the GWG  and monitor  alignment  of  GWG  support  with  the intended  objective  

10. Objective 
General  

The general objectives of the Gender working group is to strengthen collaboration and greater integration 

among public institutions on the common interest areas  related  to SMIS intervention  in order to facilitate 

consistent and improved performance on gender mainstreaming in SSI and MI of the  Region  . 
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Specific 

The specific objective is to: 

 exchange experiences and encourage innovation and idea sharing 

 Discuss on strategic application of gender mainstreaming to maintain consistency and  effectiveness 

within particular sector and across member organization  

 Identify innovative and potential alternatives to address systemic and operational level gender gaps  

 Explore  gender gaps , proven  experience and make suggestion / design strategies on issues to 

promote gender mainstreaming in the best interest of members  organization  

 identify issues for consideration and communicate queries to Regional  Supervisory Board, SMIS 

management  and Technical Committee   

 Promote values to strengthen consideration of gender in all aspects ( problem identification,  

designing construction ,service delivery,  input  supply  ,technology  dissemination and adoption, 

WUA  governed  etc.) of SSI and MI development  and management 

 promote strategies and approaches to strengthen gender responsiveness of change process and 

result at each and every SSI and MI intervention (empowerment measures to enhance and  

strengthen female farmers  (FHH &FMHH) representation, participation and decision making  

power) 

 jointly review member organization performance and find  way out for excellence   
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11. Core values 
      

    Atmosphere 
 

 

 

 

 

Efficiency 
 

 

 

 

 

Excellence 
 

 

 

 

 

Integrity 

 

 

 

 

  

 Team members will facilitate a supportive environment showing respect for each other. 
 Ideas will not be criticized rather will communicate effectively and appreciated   
 No competitiveness within the team, rather complement each other to achieve the highest 

level of possible performance 

 Work to complete all team assignments in a timely manner in order to maintain a healthy 
balance on work and timeliness.  

 Group members will deliver assignment/ any given responsibility ahead of due date to allow 
revisions and any problems/gaps will be addressed early. 

 Will achieve the highest success possible both on individual and team assignments while 
helping each other  

 Will define excellence in terms of learning and improving. 

 Team members communicate difference in opinions and move forward. 
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12. Reality Check/ Team Suitability 
Alignment of the Gender Working Group’s objective to  the scope of SMIS intervention and responsibility  

shared  among member PIs  is  the  main  reference  point  to check reality . Suitability of the  GWG  support 

will also checked based on creativity and potential solutions the GWG  designs and employs to address 

systemic (Institutional), Strategic (methodological responses-service deliver input supply , technology  

access etc.) and operational (technical, process, targeting etc. ) issues to strengthen gender 

mainstreaming  in SSI  and MI development and management  

13. Team Compositions and Structure: 
13.1. Team composition  

SN Institution Assigned personnel    Responsibility In GWG 
1 Oromia Irrigation Development Authority  Gender Expert  Cahir Person/ team 

leader  
2 Oromia Bureau of  Women  and  Children  Affaire Gender Mainstreaming Expert  Co-Chair /team leader  
3 Oromia Small Scale and  Micro Irrigation Support   

Project  
Gender  Equality Expert  Facilitator/Secretary  

4 Oromia A-TVET  Commission  Gender expert  Member  
s Oromia Bureau of  Agriculture  Gender Unit Coordinator  Member 
6 Oromia  Agricultural  Growth  Program  Gender Specialist Member 
7 Oromia Bureau of  Water Mine  & Energy Gender expert  Member 
8 Oromia Agricultural Research institute  Socioeconomic Expert Member 
9 Oromia Bureau of  Trade and Market Development  Gender expert Member 
10 Oromia Bureau of  Land  Administration  and use  Gender expert Member 
11 Oromia Cooperative Agency  Gender expert Member 

 

13.2 Team structure   

Once team members have been selected, important to understand several roles to be played. This is an 

important step early in the process to maintain common understanding on team structure, roles and 

responsibility. The most common structure among the team consist: 

  
       1 . Team Leader 

3. Team Recorder/Secretary 

2. Facilitator 

4. Team Timekeeper 

5. Team Member 
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14. Team roles and Responsibilities  

13.1 Role of the Team Leader 

The team leader organizes and manages the work of the team. As a full-fledged team member, the 

team leader participates in discussions but is cautious not to dominate them. Often, team leaders are 

expert from Key SMIS project partner OIDA, although another team member are expected to play  

rotationally leading role in managing meeting / events . 
 

Specifically, team leaders: 

• Take responsibility for team communication, such as 

correspondence, team chartering information, and map the 

process in collaboration with SMIS GEE 

• Serve as a full-fledged team member, participating as a 

"leader among equals." 

• Focus the team's attention on the objective of the SMIS and 

PIS mandate on mainstreaming gender in SSI and MI. 

• Convene team meetings and ensure all pre preparation are 

handled. 

• Work with the facilitator to plan upcoming team sessions. 

• Establish group interaction and encourage participation of all 

team members. 

 Distribute the minutes in enough time for team members to be 
reminded of the actions they are responsible for and complete 
them before the next meeting. 

• Ensure that decisions made by the team are carried out. 

• Act as a liaison between the team and SMIS and various 

groups in the member organization, such as Officials at 

member organizations leadership.  

 

Decisions should be reached 
by consensus, with all team 
members having an equal 
voice.  

CONSENSUS means that all 
team members can support a 
decision although the decision 
may not be the preferred 
decision of all members 
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14.2 Role of the Facilitator 

Facilitator need to be skilled communicators who is knowledgeable about the importance of 

establishing GWH among PIS and SMIS project .S/he has to be skillful and knowledgeable on processes, 

interaction, quality values and process improvement. The Facilitator will assist the team in achieving its 

objectives by guiding through effective team processes. The facilitator should be an objective team 

resource that is detached from the process being improved. This allows the facilitator to remain active 

in process and neutral on content. 
 

Specifically, facilitators: 

• Create and maintain a conducive environment to promote active participation, listening, 

understanding, and learning. 

• Assist the group to come into consensus, define and commit to next steps 

• Work with the team leader to plan meetings, structure tasks and assignments, 

 With team leader /co team leader assist team to develop self-assessment and performance 

measurement  tools  

 Assist  team  to identify ,propose and  incorporate quality tools , techniques and strategies to 

ensure  gender responsiveness of respective sector decisions(system) and functions (operation ) 

 Assist members to be critical in exploring opportunities and potentials to maximize gender 

responsiveness of SSI and MI Interventions  

 Challenge and encourage members to be open, individualistic, and be risks taker. 

• Keep the team on track by following the ground rules they established. 

• Help the team to make process changes or revise ground rules as needed. 

• Support team to be acquainted with various tools and techniques and use by their own. 

• Encourage the group to evaluate its own effectiveness by leading a meeting and encourage 

after action review at the end of each meeting/events. 
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14.3 Role of team Recorder/Secretary  

 The team recorder is one or more team members  

 responsible for recording the team's ideas, decisions, and recommendations  

 The team recorder should write down ideas or suggestions precisely.  

 Should not interpret the individual's ideas, instead, ask for clarification if a point is vague. 

 Reasonable to share draft minutes to members for feedback and comment   

 Once the minutes finalized and  signed  by  all members the recorder will  submit  to the   

Team leader and facilitator  

14.4 Role of Team Timekeeper 

 The team timekeeper is one or rotationally more team members  

 Assist the team's use of time based on time allocated to each activity / agenda. 

 Helps the team to optimize use of time by giving regular updates on time expended and time 

available. 

 Notifies the team leader or facilitator when the team has reached the end of allotted time for 

each segment either for reallocation of time or move to next segment.  

14.5 Role and Responsibility of the Whole Team 

 Identify and employ broader strategies and approach to effectively promote gender issues in SSI 

and MI interventions.    

 Systematically tests different sets of interventions combines various methodological and technical 

interventions to deliver better access to, new technologies and service, inputs to men and  women 

 Involve in revision of existing working guidelines and manuals particular to gender and related 

to irrigated agriculture as whole.  

 Take part in development of on demand standard gender mainstreaming guidelines and field 

level practical operational guidelines (for OIDA). 

 Recommend and employ interventions directly or indirectly target to address the norms, values 

and attitudes which underpin wider inequalities at each and every steps of SSI and MI 

development and management. 

 Strengthen empowerment initiatives and provide mentoring support to concerned officials and 

practitioners to set up tailored strategies and approaches respond to differential women and 

men priorities and needs   
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 Identify appropriate capacity building interventions to strengthen institutional competency on 

gender knowledge and skills  

 Develop Information communication materials (broachers, leaflets etc.) on gender 

mainstreaming in deferent thematic (Engendering, Extension, Agronomy, M&E, NRM, PIDM) 

areas.  

 Develop and Self-assessment and performance measurement tools ,and communicate officials   

to strengthen accountability mechanism and gender responsive result    

 Familiarize team charter and any kind of documents approved endorsed by member 

organizations officials / Supervisory Board and SMIS management. 

 Approach  and lobby their respective sector management for issues requires resources 

mobilization  

 Set up team action plans with clear timelines and deliverables. 

 Institutionalize measures to realize increased women’s and men’s equitable access and control 

over to service, input access, and technology use adoption involvement in SSI and MI 

governance.  

15. Communication Plan 

 The team will manage regular quarterly meeting 

 Member  Organizations quarterly performance report will submitted one week ahead of meeting 

schedule  

 Performance report will be presented by team leader/co team leader/secretary on quarterly 

meeting. 

 Urgent meeting will be called on demand.   

 Frequent e-mail communication on given assignment. 

 In person discussion with Team leader or any  member on support needed  

 Biannual meeting will be organized in the presence OSMIS Management, Supervisory Board and 

of Technical committee. 

 Proceeding on annual meeting events will compiled and circulated to member organization and 

SMIS management  

 Team performance  will be  evaluated on quarterly  base  

 Issues  for  consideration will be  communicated to  RBC  and  OSMIS management on demand  
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16. Expected Result /outcome   

By participating in the chartering process, a team can 

• Develop a solid foundation for building high performing teams and sustaining performance 

• Increased communication, trust, and effectiveness on gender mainstreaming at institutional and 

program level. 

• Provide the structure and direction needed to stay focused on a common end result 

• Increased team agreements, commitment and accountability towards quality performance and  

institutionalization of gender   

• Create buy-in and increase officials and practitioners commitment to address systemic and 

operational gender gaps in SSI and MI development and management. 

17. Ground rules and guidelines 

Team members are required to: 

 attend all scheduled meetings  

 show flexibility in the instance last-minute meetings are necessary to complete periodic 

assignment 

 contact team leader /member of the group when unable  to  attend a meeting/ late,  

 A team assignment must be notified in adequate time prior to the assignment’s due date.  

 Inform when  multiple  member  cannot  attend scheduled meetings 

 team leader has  to  collect  agenda items a  week ahead  of meeting schedule    

 Meeting agendas have  to be  shared 3 days ahead of the  meeting day  

18. Familiarization of the Charter  

 Initial familiarization workshop will be organized for officials from Member Public Institutes and  

Development Partners  

 The Gender Expert in the working group will arrange familiarization events to their respective 

staff.   

 Key features of the charter will be outlined in the organization annual report. 

 Ones the charter finalized, the Working  group will find a means the charter will printed and 

disseminated 
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19. Reporting 

 Minutes from each team meeting will be recorded and Shared among the team to maintain the 

"team memory”. 

 Proceedings of any  meetings / minutes will  signed and  shared  to  the members   

 The minutes will be shared with cover letter to Officials at Member organization and Technical  

Committee Chair Person  

 Minutes of all GWG meetings will shared  to OSMIS management 

 Any problem solving initiatives, innovative Ideas, proposed strategies/approaches, items 

requires collaborative action etc. will first put to the GWG in draft form (as a “GWG paper”) 

and, once approved by PIs and SMIS management, are recorded as  final  and released for 

implementation as part of given organization system  and  structure. 

 Quarterly  report will be  summited to OSMIS and  Member Organization   

20. Review of the charter 

The Working group will review this charter biannually to ensure that it maintain consistency with the 

objectives and responsibilities. 

 


