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EXECUTIVE SUMMARY

The Women’s Voice and Leadership Bangladesh (WVLB) Project, implemented by Manusher Jonno
Foundation (MJF), is part of a global initiative by Global Affairs Canada (GAC) aimed at advancing the
empowerment of women and girls, promoting gender equality, and protecting the human rights of women
and girls in developing countries. This project works in collaboration with 16 local Women’s Rights
Organizations (WROs) across various clusters, including women and adolescents, Dalits, ethnic minorities,
transgender individuals, sex workers, migrants, and people with disabilities. By engaging these socially
excluded communities, the WVLB project fosters positive changes through creative expressions and active
participation in promoting gender equality and women's empowerment.

A significant aspect of the WVLB project is its flexible and adaptive strategy, which evolves based on
community feedback and changing needs. This approach ensures that interventions remain relevant and
impactful. The workshop employs various methodologies such as dot voting, group activities, discussions,
and role-playing to capture insights and encourage democratic practices among participants. These
activities not only evaluate successes and areas for improvement but also address challenges and promote
a supportive environment where feminist values are practiced every day.

The WVLB project has achieved notable successes, including effective community engagement, increased
access to government services for women and adolescents, and established linkages with service providers
for life skills and leadership training. However, challenges remain, such as low women's participation in
family decision-making processes and the need for consistent monitoring and evaluation at the WRO level.
Despite these challenges, the project continues to empower women and girls by involving them in
decision-making processes and providing leadership training and resources, thus creating a cadre of
community leaders dedicated to promoting gender equality and social change.



INTRODUCTION

Manusher Jonno Foundation (MJF) a non-government and non-profit organization works with local
organizations to improve the well-being of poor and marginalized communities, through increasing their
voices, capacities, realization of their fundamental rights, and demand-driven institutional responsiveness.
It is one of the largest national non-governmental organizations in Bangladesh providing grants and
capacity building support for human rights and good governance initiatives. MJF believes in equal rights
of all human beings and therefore, is working for upholding the dignity of socially excluded and
marginalized people. MJF is dedicated to mainstreaming gender in its operation in terms of participation,
capacity, and programmatic focus.

MJF programs are conceptually and strategically consistent with the relevant provisions of the Constitution
of Bangladesh, as well as national plans, targets, and the Sustainable Development Agenda 2030. To that
extent, MJF considers itself a partner of the Government and other stakeholders working to ensure human
rights and promote good governance.

PROJECT BACKGROUND

Women'’s Voice and Leadership- Bangladesh (WVLB) Project is a part of the global initiative of Global Affairs
Canada (GAC) to support Canada’s new Feminist International Assistance Policy. Globally, this program has
been launched to respond to the needs of local Women’s Rights Organizations (WROs) working to advance
the empowerment of women and girls, promote gender equality, and protect the human rights of women
and girls in different developing countries and regions.

In Bangladesh, Women’s Voice and Leadership (WVL) Bangladesh is being implemented by Manusher
Jonno Foundation (MJF). The Project aims to build the capacity of Women'’s Rights Organizations (WROs)
and support their activities to empower women and girls, advance the protection of women’s and girl’s
rights, and achieve gender equality.

The project is being implemented through partnership modalities with 16 Women Rights Organizations
(WROs), coalitions, and networks in Bangladesh through multi-year funding. MIJF provides targeted
organizational capacity-building support to fund recipients. It also provides financial assistance to organize
discrete events and opportunities for other WROs, and CBOs under Fast Responsive Grant.

OVERALL OBJECTIVES

The overall objective of the lessons learned workshop is to capture the “Learning of Women'’s Voice and
Leadership (WVL) Bangladesh Project modalities, challenges, and future considerations. Define a Good
Practice in Gender Equality, Leadership, and Women’s Empowerment as an intervention, business
practice, process, or methodology that is responsive to the needs of women, girls, and Trans replicable,
scalable, and succeeds in achieving gender equality and women’s empowerment.



METHODOLOGY

The learning documentation draws on a literature review and discussions, employing several methods to
capture insights from a daylong workshop. These methods included dot voting to encourage democratic
practices as the key strength of the project, group activities to assess what worked well and what did not,
discussions on challenges, and role-playing. Additionally, it covers the staff retention status of the WROs.

This project involved 16 local Women’s Right Organizations (WROs) working toward gender equality,
leadership, and women’s empowerment, overall strengthening the feminist approach within the very
deprived communities. These organizations spanned grassroots-level women’s groups, including those
supporting socially excluded and most marginalized individuals such as ethnic women, Dalit women, Hijra
and trans women, sex workers, and women with disabilities. Women’s research and rights organizations
also contributed to the project’s collective efforts.

The WVLB project operates across several clusters, including women and adolescents, Dalits, ethnic
minorities, transgender individuals, sex workers, migrants, and people with disabilities. Participants
actively promote positive change in their daily lives through owning the project. The project’s name aptly
reflects its activities, which help participants experience and practice empowerment. The following are
some expressions from the participants, like

“Patriarchal society has kept women dormant
in terms of enjoying and practicing their rights.

: : C i
Through this project, may women wake up and “:::Om::r'ty
burn like flames, illuminating our societal
system with their light.”
“The seed of the project that was planted four
years ago has now grown into a banyan tree, Finance
and despite various natural calamities, it has Officer
become a blessing for us.”
“I want to work with MJF as a volunteer to
Volunteer

ensure that all women can move and fly freely
like birds.”




DOT VOTING

In this methodology, participants exercised their democratic rights by voting on six statements on a
conference wall. The audience engaged in discussions and then divided into two groups: one on the left
side and the other on the right side of the facilitator. Each group had three statements to consider. The
statements offered four voting options: Agree, Disagree, Neutral, or Not willing to answer. Participants
expressed their knowledge and skills related to feminist methodology, concepts, and considerations
acquired through comprehensive training and on-the-job interactions with MIJF. Their active and
meaningful participation allowed them to read and understand the statements for 20 minutes, followed
by 10 minutes of exchanging perspectives with the other group. Finally, they exercised their voting rights
based on their understanding of the statements.

STATEMENT 1: At the core of the feminist perspective is advocating for gender equality and equal rights
and opportunities for all genders.
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Disagree

Neutral

Not willing to answer

Figure 1: Statement 1

In Figure 1, all participants exercised their voting rights by choosing from four options. Specifically, they
voted as follows:

= Agree: 100 votes, more than 95% of participants voted the option ‘Agree’.

= Neutral: 5 votes, about 5% of participants stood for the option ‘Neutral’. They did not vote for
either the option ‘Agree’ or ‘Disagree’.

= The remaining two options received no votes.

= Total 105 votes, there were a total of 105 votes counted for Statement 1.



The methodology allowed participants to actively engage in democratic decision-making. By voting on
statements, they exercised their rights and contributed to the discussion. Participants had four voting
options (Agree, Disagree, Neutral, Not willing to answer). However, most participants chose only two
options (Agree and Neutral), indicating a preference for these responses.

STATEMENT 2: | believe gender, sexuality, feminism, and human rights are all important for women's
development.

Disagree

Neutral

Not willing to answer

Figure 2: Statement 2

In Figure 2, participants exercised their voting rights by choosing from four options. Here is the breakdown
of their votes:

= Agree: 83 votes, more than 79% of participants voted the option ‘Agree’.

= Disagree: 16 votes, more than 15% of participants voted the option ‘Disagree’.

= Neutral: 6 votes, about 6% of participants stood for the option ‘Neutral’. They did not vote for
either the option ‘Agree’ or ‘Disagree’.

= The remaining option received no votes.

= Total 105 votes, there were a total of 105 votes counted for Statement 2.

It was noted that most participants favored the three options (Agree, Disagree, and Neutral). This indicates
a diverse range of perspectives among the group.



STATEMENT 3: | feel honored to work on gender equality, women's empowerment, and leadership
development.

Disagree

Not willing to answer

Figure 3: Statement 3

In Figure 3, participants exercised their voting rights by choosing from four options. Here is the breakdown
of their votes:

= Agree: 104 votes, 100% of participants voted the option ‘Agree’.

= The remaining three options received no votes.

= Total 104 votes, there were a total of 104 votes counted for Statement 3.

It was noted that only one option chose most participants (Agree) and the other three got no votes.



STATEMENT 4: | love to promote gender diversity and inclusion within teams or organizations.
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Figure 4: Statement 4

In Figure 4, participants exercised their voting rights by choosing from four options. Here's the breakdown
of their votes:

= Agree: 99 votes, more than 97% of participants voted the option ‘Agree’.

= Neutral: 3 votes, about 3% of participants stood for the option ‘Neutral’. They did not vote for
either the option ‘Agree’ or ‘Disagree’.

= The remaining two options received no votes.

= Total 102 votes, there were a total of 102 votes counted for Statement 4.

Interestingly, most participants favored the (Agree and Neutral) options, while others received no votes.



STATEMENT 5: | am committed to gender equality in my family and organization.

Disagree

Neutral

Not willing to answer

Figure 5: Statement 5

In Figure 5, participants exercised their voting rights by choosing four options for each statement. The

votes were distributed as follows:

Agree: 78 votes, more than 74% of participants voted the option ‘Agree’.

Neutral: 26 votes, about 25% of participants stood for the option ‘Neutral’. They did not vote for
either the option ‘Agree’ or ‘Disagree’.

Not willing to answer: 1 vote, about 1% of participants showed the option ‘Not willing to answer’.
The remaining option received no votes.

Total 105 votes, there were a total of 105 votes counted for Statement 5.

Notably, most participants preferred the (Agree, Neutral, and Not willing to answer) options, leaving the
other option with no votes.



STATEMENT 6: Economically empowered women can make decisions for the family.
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Disagree

Neutral

Not willing to answer

Figure 6: Statement 6

In Figure 6, participants exercised their voting rights by choosing four options for each statement. Here's

the breakdown of their votes:

Agree: 35 votes, more than 32% of participants voted the option ‘Agree’.

Disagree: 28 votes, about 26% of participants voted the option ‘Disagree’.

Neutral: 45 votes, about 42% of participants stood for the option ‘Neutral’. They did not vote for
either the option ‘Agree’ or ‘Disagree’.

The remaining option received no votes.

Total 108 votes, a total of 108 votes counted for Statement 6 which was the highest vote count
among the Statements.

Most participants favored the (Agree, Disagree, and Neutral) options, leaving the other option with no

votes.
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MAJOR FINDINGS OF THE DOT VOTING

To assess the participant's opinions and level of trust in feminist principles, six distinct statements were

presented. These statements were designed to cover various aspects of feminism, allowing the participant

to express their level of agreement or disagreement. The following points are captured from the workshop
during the dot voting exercise.

High agreement with the feminist principles: The findings revealed that statements advocating
for gender equality and women's empowerment received overwhelming agreement,
demonstrating a strong alignment with feminist principles. For example:

- Statement 1: 100 votes Agree.

- Statement 3: 104 votes Agree.

- Statement 4: 99 votes Agree.
Various viewpoints on practical applications: Statements addressing the practical implications of
feminist concepts—such as the intersections of gender, sexuality, feminism, human rights, and
economic empowerment, concluded a wider range of responses.

- Statement 2: 83 Agree, 16 Disagree, 6 Neutral.

- Statement 6: 35 Agree, 28 Disagree, 45 Neutral.
Commitment to gender equality at family and organization levels: Participants felt honored and
motivated to work on gender equality, women's empowerment, and leadership development.
Statements addressing family and organizational commitment to gender equality also received
strong support, indicating participants' dedication to integrating these principles into their lives.

- Statement 5: 78 Agree, 26 Neutral, 1 Not willing to answer.
Preference for positive and cautious responses: The options for 'Disagree' and 'Not willing to
answer' received minimal votes, indicating that while there were diverse perspectives, entirely
opposition to feminist principles is low. Most participants preferred to vote 'Agree' or 'Neutral,'
indicating a generally positive outlook towards feminist concepts while also showing caution and
a desire for further clarity or discussion. For example,

- In Statement 4: 99 Agree, 3 Neutral.

LESSONS LEARNED FROM THE DOT VOTING

The dot-voting exercise provided several valuable insights into the participants' perspectives on gender

equality, the feminist approach, and related topics. Here are the key lessons learned:

High engagement with feminist concepts: Statements such as advocating for gender equality and
the importance of working on gender equality and women's empowerment received
overwhelming agreement (Statement 1: 100 votes Agree; Statement 3: 104 votes Agree). They
believe that the feminist concept is the only approach that directly contributes to women's
empowerment and gender equality. This shows a strong alignment and commitment among
participants to the core principles of feminism.
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= Diverse opinions on practical applications: When it came to more specific and practical issues,

such as the importance of gender, sexuality, feminism, and human rights for women's
development (Statement 2) and economic empowerment (Statement 6), there was a wider
distribution of votes across 'Agree,' 'Disagree,’ and 'Neutral' (e.g., Statement 6: 35 Agree, 28
Disagree, 45 Neutral). This highlights the diversity of opinions and experiences among participants
regarding the practical application of feminist principles.

= Commitment to personal and professional gender equality: The statements touched on critical
themes such as gender equality, women’s empowerment, and leadership development.
Participants’ votes reflected their commitment to these principles, also, statements addressing
personal and professional commitment to gender equality also received strong support (e.g.,
Statement 5: 78 Agree, 26 Neutral, 1 Not willing to answer). This suggests a high level of individual
commitment to gender equality both in personal and organizational contexts.

= Effective use of discussion time: The methodology of dot voting promoted democratic
participation, enabling participants to voice their opinions and engage actively in the decision-
making process. The discussion period before voting was crucial for participants to exchange
perspectives and make informed decisions. This process likely contributed to the thoughtful
responses observed during voting.

Moreover, the dot voting exercise highlighted a strong commitment to feminist principles such as
participation, inclusion, empowerment, and gender equality among participants, which came from WVLB
project interventions. While there was a clear consensus on core values like non-discrimination, equality,
participation, and accountability, practical applications of these principles revealed a range of opinions,
indicating areas where further discussion and education might be beneficial. The preference for 'Agree'
and 'Neutral' options suggests a positive but cautious approach to feminist approaches and concepts. This
exercise effectively demonstrated the importance of democratic participation and open dialogue in
understanding and advancing gender equality.

12



GROUP WORK

During this session, all the participants were divided into nine groups to assess what strategies worked
effectively and what areas needed improvement. It was a very interesting moment for the participants to
actively engage in the group work for lively discussion on the given topics.

PARTNERSHIP MANAGEMENT
Partnership management of the Women's Voice and Leadership (WVL) Bangladesh Project was pivotal. A
rigorous selection process identified committed Women’s Rights Organizations (WROs), ensuring
credibility and capability through thorough due diligence. Strategic budgeting supported both core
operations and specific initiatives. Continuous support through capacity-building, regular communication,
and monitoring fostered collaboration, allowing partners to share best practices and achieve common
goals. The participatory partnership management approach strengthened WRO capacities and ensured
impactful, sustainable interventions.
= WRO selection process: Assessed whether the selection process for WROs was effective and
inclusive, ensuring no potential WROs were overlooked. After the rigorous selection process, the
project maintained the inclusive approach for the WRO selection, and 16 organizations were
selected based on the project's priority to gender equality.

= Due diligence assessment: Assessed the effectiveness of due diligence processes, particularly with
grassroots WROs, to understand if any essential organizations were excluded. This process was
completed by the project successfully.

= Budgeting and human resources management: The project focused on whether budgeting
practices were gender-transformative and whether human resource management followed a
feminist approach. Notably, budget preparation and staff recruitment emphasized feminist
principles, contributing to the seamless implementation of the project.

What worked well:

= The selected relevant WROs prioritize participation, inclusion, and empowerment. Their focus is
on identifying, supporting, and empowering women who have experienced divorce, face social
exclusion, and marginalization, and hold feminist values. These efforts aim to create a cohesive
network.

= The organization has made a process in its structure and has initiated implementing gender-
responsive budgeting practices. Both budgeting and human resource management align with a
feminist approach. Additionally, the organization prioritizes skills and capacity development
through training sessions, workshops, and active participation in project approaches.

=  Engaged community members, especially women and girls, in the decision-making process to
ensure that interventions were community-driven and were successfully done.

What did not work well:
= The organization’s program budget is not in line with the price of goods.

13



INSTITUTIONAL CAPACITY BUILDING INITIATIVE

The institutional capacity-building initiative in the WVLB Project significantly enhanced the effectiveness
of WROs. Through targeted training sessions and workshops, WROs developed critical skills in
organizational governance, leadership, advocacy, and financial management. These capacity-building
efforts not only improve the operational efficiency of the organizations but also empower them to
advocate more effectively for women's rights and gender equality. Continuous support, mentorship, and
resources provided by MJF ensured that the skills and knowledge gained were sustainably integrated into
the WROs' practices, leading to stronger, more resilient institutions capable of driving long-term social
change.

What worked well:
= Several policies such as HR, financial, and gender have been developed and revised.
= There has been some visible progress in advancing feminist organizations. Socially marginalized
women can now speak out about their issues not only that they can even find the solutions.
=  WRO got the registration from the NGO Affairs Bureau. That was a significant event for the WROs.

What did not work well:
= |nadequate budget as they can think outside the boundaries that the budget cannot support.

MONITORING, DOCUMENTATION & RESULT TRACKING (FINANCIAL & PROGRAM)

Monitoring and evaluation (M&E) are fundamental to the effectiveness and accountability of the Women'’s
Voice and Leadership (WVL) Bangladesh Project. Through rigorous and systematic M&E processes, the
project tracks the progress and impact of its initiatives, ensuring that objectives are being met and
resources are used efficiently. This involves regular field monitoring visits, detailed documentation of
findings, and comprehensive result tracking for financial and programmatic activities. The M&E framework
helps make informed decisions by capturing data on what strategies and interventions work well and
identifying areas for improvement. Moreover, it facilitates transparency and accountability to
stakeholders, demonstrating the project's commitment to achieving gender equality and empowering
women and girls. Enhancing the overall impact of the WVL Bangladesh Project through continuous
feedback loops, M&E not only measures success but also drives learning and adaptation.

What worked well:
= Developed appropriate tools and techniques for data collection based on the project indicators.
= A comprehensive overview of the entire project’s activities and objectives has been obtained
through the PMF.

What did not work well:
= Need M&E personnel at the WRO level to ensure consistency in monitoring activities and culture
the learning and knowledge management within the organization.

14



LEADERSHIP & EMPOWERMENT

The WVLB Project fostered leadership and empowerment at both organizational and grassroots levels. At
the organizational level, targeted capacity-building initiatives enhanced the leadership skills of WRO staff,
enabling them to drive effective advocacy and program management. At the grassroots level, the project
empowered women and girls by involving them in decision-making processes and providing them with
leadership training and resources, thus creating a cadre of community leaders dedicated to promoting
gender equality and social change.
What worked well:

=  Access to government services has increased, and women and adolescents have increased their

ability to speak up.
= Established linkage with service providers for life skills and leadership training.

What did not work well:
= Women's participation in the decision-making process in family activities is low.

ADOPTING /INTRODUCING FEMINIST VALUES AND PRACTICES AT INDIVIDUAL AND ORGANIZATIONAL
LEVELS

One of the key learnings from the WVLB Project is how WROs and their staff are adopting and integrating
feminist values both organizationally and individually. At the organizational level, policies and practices
were revised to reflect feminist principles, such as inclusivity, equality, and transparency. Staff training and
workshops reinforced these values, fostering a culture of respect and empowerment. Individually, staff
members welcomed feminist practices in their daily interactions and advocacy efforts, promoting gender
equality and challenging traditional gender norms. This dual approach of institutional and personal
adoption of feminist values highlighted successes and challenges, providing valuable insights for future
initiatives.

GENDER EQUALITY (GE) PROGRAMMING

The gender equality programming in the WVLB Project was meticulously designed to address the specific
needs of women and girls. The implementation phase involved community-driven initiatives and inclusive
practices to ensure broad participation and support. Rigorous result tracking through continuous
monitoring and evaluation allowed for real-time adjustments, ensuring the programs remained effective
and impactful. This approach not only advanced gender equality but also provided measurable
improvements in the lives of women and girls across participating communities.
=  Program design: Developed programs that addressed the specific needs and challenges faced by
women, girls, and transgender individuals. The design phase involved stakeholder consultations,
needs assessments, and the development of tailored interventions. WROs were responsible for
designing the program

15



= |mplementation: Executed the designed programs through a participatory approach that involves

beneficiaries and stakeholders at every stage. Implementation strategies focus on ensuring
inclusivity, accessibility, and effectiveness of the interventions.

= Result tracking: Established robust monitoring and evaluation mechanisms to track the outcomes
and impacts of the programs. This included setting up indicators, collecting data, and conducting
regular assessments to measure progress and inform future actions.

STRATEGY

The WVLB Project employed a flexible and adaptive strategy, continuously evolving based on community
feedback and changing needs. Effective community engagement, inclusive decision-making, and strategic
use of resources ensured that interventions remained relevant and impactful. This dynamic approach
allowed the project to address emerging challenges and leverage opportunities, maximizing its
effectiveness in promoting gender equality and women's empowerment.
- Successes and challenges:
= Effective strategies: Identified strategies that successfully advanced women'’s rights and gender
equality, such as advocacy campaigns, community mobilization, and policy engagement.
= Challenges: Recognized challenges, including resource constraints, socio-cultural barriers, and
resistance from certain community segments.
- Innovative approaches:
= Effective community engagement strategies, featuring participatory approaches that involved
women and girls in decision-making processes at the family and organizational levels, were a
beauty of the WVL Bangladesh project.

ROLE-PLAY BY THE WRO STAFF

A role-play event showcased performances by various levels of WRO staff, illustrating the application of
feminist principles. They aimed to break the superstition that feminist approaches only apply to unpaid
domestic work. In this scenario, an office boss called a meeting to review assigned tasks. A female staff
member was unable to complete her task because her daughter was sick. The boss dismissed her apology
and, in a patriarchal manner, suggested she work from home and quit her job, implying women should not
work outside the home. He then exited the room.

In his absence, colleagues voiced their disagreement noting that the female staff member always
submitted her reports on time despite challenges. They argued that everyone, regardless of gender, can
face personal difficulties. They questioned why blame always falls on female colleagues. Drawing on their
understanding of gender equality from the feminist approach, they collectively labeled the boss’s actions
as unjust.

16



Upon returning, the boss listened as his male colleagues discussed the importance of the feminist
approach. Realizing his mistake, he empathized by imagining himself in a similar situation. The boss
apologized sincerely for his earlier behavior, acknowledging his misjudgment.

LESSONS LEARNED FROM THE ROLE-PLAY EVENT

Gender equality and inclusivity
= The event emphasized the significance of addressing the deprivation faced by female staff due to
management decisions. It highlights the need for equal treatment of all employees, avoiding any
form of discrimination. Challenges can affect anyone, and equitable support should be provided.
= |t demonstrated the need to break traditional stereotypes about gender roles, particularly the
notion that women should only handle unpaid domestic work.
Empowerment through feminist practices
= Empowering employees to speak up against injustices fosters a culture of accountability and
mutual respect.
= Creating a supportive environment where feminist values are practiced daily can lead to better
team cohesion and morale.

THE WRO'’S STAFF RETENTION STATUS

We have collected data on the length of service for all staff members across 16 Women’s Rights
Organizations (WROs), ranging from the Executive Director to the Community Mobilizer. This data allows
us to assess the retention status. The graph below illustrates the retention levels of the WROs.

LENGTH OF SERVICES OF WRO STAFF
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Figure 7: Length of Services of WRO Staff
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Figure 7 revealed the distribution of designations within different organizations (WROs) based on the

length of service of their staff members. The legend represents different time ranges of staff tenure, from
below 1 year to above 4 years, while the x-axis represents lists of the organizations and y-axis numbers.
The numbers in the graph indicate the count of designations in each tenure category for each organization.

Overall staff distribution:
- The total number of designations counted across all organizations is 118.
- The distribution across different tenure categories is as follows:

= Below 1vyear: 16

= 1vyearto2years: 15

= 2yearsto3years: 13

= 3yearsto4years: 25

= Above 4 years: 49
49 participants with more than 4 years of experience constitute the largest group, the second-largest
group consists of 25 participants with 3 years to 4 years of experience, and last but not least the smallest
group is 13 participants with 2 years to 3 years of experience.

LESSONS LEARNED FROM THE LENGTH OF SERVICES OF THE WRO STAFF

= The majority of participants have significant experience (more than 4 years), indicating stability
and expertise. Ensuring staff retention within the organization is essential for fostering a
supportive environment. The WVL Bangladesh project operates with a feminist approach,
emphasizing participation, inclusion, and empowerment. These principles collectively contribute
to encouraging a supportive environment for staff retention.

= The distribution across different lengths of service categories suggests a mix of seasoned
professionals and those relatively new to their roles.

= QOrganizations may benefit from this diverse experience by leveraging the knowledge of long-term
participants while fostering growth in newer members and encouraging continuous learning and
skill development to enhance overall team effectiveness.

Moreover, tenure distribution reflects a dynamic mix of experience levels, which can contribute to
organizational resilience and innovation.
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RECOMMENDATIONS

= The WVLB project is being implemented by engaging socially excluded communities and
empowering them by raising voices which has touched its objectives. This good work needs to be
scaled up to other places where people are socially excluded and most marginalized.

= Highlighting the MEAL (Monitoring, Evaluation, Accountability, and Learning) and Documentation
aspects to encompass the WRO (Women'’s Rights Organization) level for capturing the excellent
works with socially excluded and marginalized communities.

= Through the project to counter prejudices of the society for the powerless people who can raise
their voices. It takes a long time to overcome community prejudices. WVL Bangladesh project is
going a long way towards reaching its overall goals but it takes time. Hence, such activities need
to be expanded for the next phase for the betterment of socially excluded and marginalized
people.

= QOrganizations should implement policies that reflect feminist principles, ensuring that all
employees are treated with respect and fairness, and give special attention to socially excluded
and marginalized people.

= QOrganizations should recognize the value of both experienced and fresh perspectives staff.
Mentorship programs can facilitate the knowledge transfer from senior participants to those with
less experienced staff.

CONCLUSION

The WVLB project has demonstrated significant progress in advancing women's empowerment and
promoting gender equality within marginalized communities in Bangladesh. The project has fostered
positive changes through adaptive strategies, inclusive decision-making, and active community
participation. The flexible approach allowed the project to remain relevant and effective despite
challenges. Continuous monitoring and feedback from participants ensured that the interventions
addressed the community's evolving needs. However, sustained efforts and expanded reach are essential
to overcome persistent socio-cultural barriers and achieve long-term impact. The learning and innovation
captured during the WVLB project provided a valuable framework for future initiatives that emphasized
empowering women and promoting gender equality.
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