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FOREWORD

Over 90 years ago nomadic Mongolians approved their first constitution and declared their
independence which laid a foundation for semi-sedentary economic, social and cultural civiliza-
tion. This period had also witnessed an onset of modern industry, agriculture, education, culture
and science development on the ancient land of Mongolians. We are honored to point out
valuable contributions made by the construction sector workers and employees towards making
inroads into a new era of the construction development progress in the country.

Our sector has been responsible for facilitate accelerating the construction and urban devel-
opment processes as well as creating favorable living and working conditions for the population
by introducing novel development approaches and know how.

The “Construction and urban development sector-specific gender-responsive policy” ap-
proved by the Minister’s Order # 208 in 2017 has been implemented as the first-ever gender-re-
sponsive policy document developed for the industrial sector.

Gender issues of the construction and urban development sector concern not only human
resources and employees of the sector but also gender-responsive impacts of the sector’s
products and services.

Therefore, this sector-specific gender-responsive policy is significant for creating an en-
abling mechanism and sustainable structure for coordinating gender-related issues at all lev-
els by training capable human resources, improving the understanding and realization of gen-
der-equality concept in the sector’s policy planning processes as well as gender impacts of the
sector’s products and services.

We are grateful to the Gender Consulting team of the joint Mongolian Gov-
ernment and Asian Development Bank’s “Gender-responsive sector and local development
policies and actions” technical assistance project as well as all employees of the sector who
participated and worked in partnership for development of this policy document.

Gender Council of the Ministry of Construction and Urban Development

22 March 2018, Ulaanbaatar city



FOREWORD

The true meaning of gender equality is to provide the same opportunities to women, men and
various social groups, enabling them to enjoy the same status and to have equal opportunity
to realize their potential to participate in and contribute to development processes, as well as
benefiting equally from the gains achieved. The time of understanding gender equality only as
a matter involving gender relations and/or women'’s issues has already passed. Now a com-
prehensive approach is being introduced towards considering differentiated needs of women
and men, taking into account their distinct reproductive roles and examining the obstacles and
challenges that prevent women and men, girls and boys of varying social groups, from partic-
ipating equally in development processes and from benefiting from the results. This includes
integration into policy planning, budgeting, implementing, monitoring and evaluation processes,
thus becoming ways and means of implementing the principle of “leaving no one behind” in the
development processes as outlined in the Sustainable Development Goals — 2030.

Gender-responsive policies and actions generally provide support to more efficient, effective
and inclusive ways of implementation of the national and sector-level objectives and action
plans. Research analysis and information data-base within the framework of the gender-re-
sponsive policies contribute significantly to the sector-policy planning, implementation, mon-
itoring and evaluation processes. The management strategy, taking into account the varying
needs of women and men and resolute measures on establishing an inclusive organizational
culture, would facilitate improvement of the working conditions for female and male employees,
thereby improving the standards of products and services and meeting the different needs and
requirements of customers. Rational gender-responsive policy planning processes, are condu-
cive to boosting the sector’s and organization’s images in society, improving stakeholders’ and
customers’ attitudes and assessments, as well as enhancing the inter-sectoral partnership and
cooperation modalities.

The construction and urban development sector is pioneering development of its gender-re-
sponsive policy among other industrial sectors and establishing a new standard. It is espe-
cially significant that the construction and urban development sector activities are conducive
to creating safe and healthy living and working conditions for female and male populations,
including the disabled, single parents, senior citizens, young couples, girls and boys. Also, this
gender-sensitive approach plays a critical role in removing discrimination and unfair treatment
in the society.

It is believed that this gender policy is conducive to creating of a favorable environment
for healthy, safe living and working conditions based on varying needs of women, men and dif-
ferent social groups, by enabling them to participate in the construction and urban development
processes, as well as helping find ways to resolve obstacles and challenges. These processes
will further contribute to the promotion of gender equality in the country, as well as introducing
a comprehensive approach of broader economic, environmental and societal frameworks, sim-
ilar to those being integrated in the construction and urban development planning practices in
advanced societies.

Gender consulting team
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GLOSSARY

1. Gender analysis: Process that uncovers whether policies, plans and activities respond
to different needs of women, men and various social groups, including whether they provide equal
access to participation and opportunities for equal and adequate impacts. For this purpose not only
sex-disaggregated data analysis but also a combination of policy analytical and qualitative research
methodologies could be used.

2. Gender checklist: Set of questions and/or list that assists users, through all stages of
the policy planning and activities being implemented, in determining whether the responsible focal
points adequately lead or implement the gender mainstreaming tasks and responsibilities. These
indicators would also provide qualitative information on the content of gender equality.

3. Gender equality: Women and men enjoy the same status and have equal opportunity to
realize their potentials to contribute both in their public and private lives; also to equally participate
in development processes and benefit from the results.

4. Gender mainstreaming: Process and strategy of integrating gender perspectives into all
activities. This is achieved by organizations assessing the different impacts on female and male, as
well as on various social groups, of their policies, legal environment, projects, programs and plan-
ning processes at all levels, taking into consideration their different needs and practical implications.

5. Gender responsive: Commitment, awareness and capacity to recognize female, male
and various social groups’ different needs and inequalities, in order to redress these inequalities
through enabling participation in development processes and benefit from this participation.

6. Gender statistics: Sex-disaggregated quantitative data used as a baseline for policy for-
mulation processes, by using a time-specific and social needs-based means, in order to facilitate
changing gender stereotypes and address gender inequality in societies.

7. Gender stereotype: Simplistic generalizations about gender roles, attributes and differ-
ences between women, men and various social groups. These assumptions impede the adequate
pursuance of needs-based policy planning practices and might serve as a basis for justifying unfair
treatment and inequality.

8. Sex-disaggregated data: Gender statistics rely on sex-disaggregated data which reflect
the comparative realities of women and men, girls and boys. While providing opportunities for re-
vealing gender gaps and inequalities, this helps illustrate the accessibility of products and services,
as well as the participation of women and men in sector activities.

9. Work-life balance: Policy and planning processes that detect and minimize unforeseen
female and male employees’ roles and responsibilities in their families and households, that might
prevent women’s career advancement, pushing them to less secure and lower-paid jobs; while
restricting men’s contribution and capacities to participate in family affairs, thus increasing their
health-related risks. Therefore, adequate work-life planning and pursuing a relevant “work-life bal-
ance” policy, would be one of the fundamental requirements for promoting gender equality.



ONE. RATIONALE

The construction and urban development sector gender-responsive policy (referred to as “sector gender
policy”), is a mid-term development strategy towards mainstreaming gender in the sector development poli-
cies and actions. It will also serve as a basic document for the sector’s longer-term policy and implementation
frameworks.

This sector-specific gender-responsive policy is consistent with principles of the Sustainable Development
Vision of Mongolia (2030), National Program on Gender Equality (2017-2021) and the construction and ur-
ban development sector policies and action plans.

Findings of the “participatory gender audit” (PGA) conducted for the period of July-October 2017, in order
to identify the sector specialists and employees’ practical and strategic gender needs and critical points
raised during the relevant discussions, have been reflected in development of the sector-specific gender
policy.

The PGA exposed the need for creating decent working conditions for women and men employed in the
construction and urban development sector: in its public and private sector-led organizations, taking into
account the different needs of women and men, by ensuring the health and safety standards, pursuing the
“work-life balance” policy, with sustainable income sources and potentials. Currently, with private sector en-
tities playing an ever dominant role in the sector, in order to reveal the health, safety and “work-life balance”
policy related challenges faced by female and male employees of the sector and further address these
issues in the sector’s policy planning processes, it is necessary to change the traditional ways of estimating
employees’ accomplishments and performance, to fulfilment of planned schedules as a main “output” and
human resources as only one of the “inputs” of the whole operations.

This is of critical concern, particularly for those who are engaged in seasonal and/or part-time employment,
which is quite common in the construction sector. These employees are often left without sustainable and
stable payment and are often outside the social protection schemes, making it difficult to plan their personal
and family arrangements/priorities. They have limited access to information, training opportunities for im-
proving their skills and capacities, access to new technologies, banking and financial services; also they fall
outside the labor relations related legal aid and services. The most marginalized persons, including poor
women, need decent work as most often they are engaged in the informal economic sector and are vulner-
able to accidents and occupational illnesses. Men'’s life expectancy is lower by 10 years than that of women
and they are vulnerable to illnesses and accidents. The increasing number of female headed households is
another priority concern.

There is a strong gender stereotype among the sector decision-makers, in that the construction and urban
development industry is a male-dominant sector, making it an uncomfortable work-place for women and
unappealing for both female and male employees. This illusive notion aggravates the organizational culture,
allowing male employees of the construction and urban development sector less time with their families, child
rearing and maintaining their health, thus exacerbating health and lifestyle related risks.

The current statistical data is not sufficient for the gender-responsive human development planning in
the sector. Men make up 55.7 per cent and women 44.3 percent of all employees of the construction and
urban development sector, while men make up 84.8 percent of decision makers and women only 15.2 per
cent. As the sex-disaggregated data is not collected and consolidated regularly for employees engaged in
private-sector entities, the participation and challenges faced by women who make up 40 per cent of the
sector employees remain neglected, making it difficult to assess the working conditions of all employees.

It would be desirable to produce and consolidate the sex-disaggregated data according to a number of
indicators; not only by numbers of female and male workers, but also inclusive of their payment status, cover-
age by the health and insurance schemes, involvement in professional and personal development trainings,
awarding of promotions and bonuses, work-load and over-time status. Sex-disaggregated data of foreign
labor force engaged in the construction and urban development sector is also needed. While the gender ratio
among students studying in the construction and urban development areas is comparatively equitable (girls
make up 40 per cent of students), more detailed information by professions and skills is needed in order to
help regulate the sector’s work place supply and demand needs. Moreover, land relations related sex-disag-
gregated data is required at all levels on a regular basis, to facilitate a more rational utilization and protection
of land; active participation of women and men of various social groups in land utilization and management
processes is also needed.

Engineers and technicians are generally in deficit in economic entities, especially in rural areas. Although
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girls study in the construction-vocational technical and training centers in local areas, they do not often get
employed, while the construction companies still lack skilled professional staff. Besides paying attention to
the gap of human resources supply and demand in the sector, it is advisable to support girls/female students’
employment opportunities through improving the educational system, teaching quality and competitiveness.

One of the critical means to support decent work and employment opportunities in the construction and
urban development sector, is introducing "human-centered and socially responsible” management principles
in both public and private-sector organizations, that consider differentiated needs of female and male em-
ployees; also pursuing a “work-life balance” policy. In order to make the construction and urban development
sector policy planning processes more humane and gender-responsive, it is necessary to make women and
men “visible” by regularly issuing, collecting, consolidating, disseminating and using sex-disaggregated data
obtained by conducting gender-sensitive surveys and studies among the public and private-sector institu-
tions, and to share the best practices information and indicators on a regular basis..

The construction and urban development sector gender issues are not only dependent on the sector’s hu-
man resources and employees but also on impacts of the sector’s gender-responsive products and services.

As construction and urban development acts as a mirror, measuring the nation’s civilization and culture
and reflecting its values and lifestyles, the sector’s gender impacts need to be comprehensive and versatile.
Although the construction and urban development sector’s legal and policy environment does not have any
content discriminating one or another social group directly and/or indirectly, this does not guarantee that
the sector’s products and services would respond to differentiated needs of women and men of different
ages and represent varying social groups. Based on the wisdom of the sector’s legal and policy documents
referring to the needs of disabled persons, it is advisable to reflect the differentiated needs of varying social
groups in the sector’s policy planning processes at all levels, by encouraging the monitoring practices of
residents and further improving the quality of products, services and impacts.

When the gap between haves and have nots is exacerbated and there is increasing multicultural diversity
in the society, it is advisable to create an enabling environment, where mixed families with differing sources
of income can live in the same districts, residential buildings. This would help facilitate zero-tolerance of any
forms of discrimination and deter violence and crime. Much work is needed by the construction and urban
development sector’s policy coordination, towards creating an enabling and favorable living environment in
the aimag, soum centers and at bag level, through lowering living costs in rural and remote areas as com-
pared with densely populated cities/towns. This can be achieved by lowering and coordinating the service
charges further from the capital city, which would then facilitate decentralization of internal migration flows.

The construction and urban development sector is open to supporting gender-responsive social develop-
ment policy, through encouraging gender-sensitive employment opportunities and developing architectural
design potentials which respond to varying needs of customers, reflecting the specificities of local areas, tak-
ing into account possible choices of residents of different age groups, including young couples with modest
income sources, enabling them to bring up their children while employed. It is important to take into account
the changing structures of families/ households, family values and relations while planning, designing and
constructing residential areas.

With the current rapid expansion of the capital city, it is necessary to broadcast and disseminate, system-
atically through TV and internet, stories and information related to Mongolian urban living culture, including
personal interactions in public spaces and information on the appropriate utilization of buildings and facilities,
taking into account people’s gender-differentiated roles and responsibilities. It is of utmost importance to
involve the associations of residents and local authorities in these processes.

In order to address and resolve these issues at all levels, the Participatory Gender Audit (PGA) sug-
gested setting up a sector-level structure/mechanism to act on and coordinate gender-related matters in a
sustainable way and to train the needed human resources; also to facilitate improvement of gender related
knowledge and responsibilities reflected in the sector’s policy planning processes as well as improving the
gender impacts of the sector’s products and services. In order to strengthen the sector’s gender-responsive
human resources policy and generate gender-responsive products and services, it is critical to systematically
train and capacitate the sector decision-makers, managers and key specialists engaged in policy planning,
monitoring and evaluation, human resources and budgeting and financing processes, on gender sensitiza-
tion. It is necessary to further train the construction, urban development and land management specialists on
gender-analysis and related sensitization/methodology courses, by attracting their interest s and attention to
mainstreaming gender in their routine and mainstream actions.



»

»

It is imperative to consolidate efforts of all stakeholders and develop packages of basic indicators of norms
and standards for further dissemination, through encouraging the participation and improved capacities of
women and men of different population groups in the construction, urban development and land relations
related processes. This is critical for gender mainstreaming. Within the framework of this gender policy, equal
and social participation opportunities will be defined for the monitoring of construction, urban development
and land relations related processes, utilization and services. Further, legal and policy frameworks will be
created for examining and studying the differentiated needs of customers in the planning stages; also best
practices and accomplishments will be identified for further dissemination of experiences through encourag-
ing a broad range of partnership and cooperation as well as joint actions.

Figure 1. The construction and urban development sector’s gender-responsive policy cycle
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This sector’s gender policy will be conducive to more efficient and productive allocation of both human and
financial resources of the construction and urban development sector. Also, its multilateral stakeholders in
the gender-responsive policies and actions will bring up the sector’s human resources, products and services
to a new level, making a tangible contribution to the promotion of gender equality.



TWO. POLICY GOAL

To provide support towards promoting gender-responsive policy planning, implementation, monitoring and
evaluations processes in the construction and urban development sector’s human resources, products and
services.

Three. Policy objectives and implementation directions

The following objectives will be pursued to reach the sector-specific gender-responsive policy goal:

1. Strengthen national capacities for gender-responsive construction and urban development planning
and processes;

Expected results: The construction and urban development sector’s gender-responsive policy planning,
implementation, monitoring and evaluation capacities will be strengthened and relevant mechanisms
advanced.

2. Provide support to the construction and urban development sector’s decent employment opportuni-
ties through gender-responsive human resources policies.

Expected results: Comprehensive measures will have been taken to create a gender-responsive and in-
clusive environment for the construction and urban development sector’s employees and working
conditions improved for all female and male employees.

3. Encourage the engagement and participation of customers and partners in improving of the con-
struction and urban development sector’s gender-responsive products and services.

Expected results: Expanded partnership and cooperation in support of the construction and urban devel-
opment sector’s gender-responsive policy planning and further development and improved participation of
female and male residents.

The following activities will be implemented within the framework of the Objective 1:

1.1 Encourage knowledge, awareness and capacities for mainstreaming gender in the construction and
urban development sector’s activities at all levels

1.2 Expand the system/mechanisms for promotion of gender equality in the construction and urban de-
velopment sector

1.3 Develop the construction and urban development sector’s legal and policy environment based on the
gender analysis and relevant studies

14 Introduce gender indicators related to the employees, customers, products and services in the mon-
itoring and evaluation systems of the construction and urban development sector

The following activities will be implemented within the framework of the Objective 2:

2.1 Start joint actions and cooperation through integrated and consolidated consultations on decent em-
ployment opportunities and gender-responsive human resources policy planning

2.2 Develop the sector’s human resources data base by age groups and gender and improve its utiliza-
tion

2.3 Set up and develop a system at the organizational level, aimed at preventing discrimination and
responding to gender-related complaints

24 Establish and popularize the gender-responsive “human-centered and socially responsible” man-
agement model to the public and private-sector entities

25 Increase employment opportunities for women and disabled by introducing technological progress
and improving working conditions.



The following activities will be implemented within the framework of the Objective 3:

3.1 Develop a set of indicators for the Basic Standards of Quality of Life (BSQL) to ensure gender-re-
sponsive, healthy and safe living environments and pursue their further dissemination and improve-
ment through the activities of all relevant stakeholders.

3.2 Facilitate improved participatory opportunities and capacities of women and men of varying social
groups in the construction and urban development processes

3.3 Provide support to the construction and urban development sector through gender-responsive policy
engagement, partnership and cooperation modalities

Four. Policy implementation time frame

The policy will be implemented in two phases for the period of 2018-2025.

Phase I, (2018-2021): This period is complimentary to the implementation of the Government “National
Program on Gender equality” (2017-2021).

Phase IlI, (2022-2025): This period is complimentary to the implementation of the Sustainable Develop-
ment Vision - 2030.

FIVE. FINANCIAL SOURGES TO IMPLEMENT THE POLICY

The policy budget will be covered by the following financial resources:

. National and local level budgetary resources;

. Grants of donor and international organizations;

. Investments of private sector entities and donations;
. Other.

The sector-specific gender-responsive policy’s action plan and required funding resources will be reviewed
annually in detail by the key implementation institution and its stakeholders; they will be respectively reflected
in the annual budget.

The relevant coordination mechanisms will be set up and agreements reached with all international and
partner organizations and agencies providing support to and working in the construction, urban development
and land relations sector. They will be required to allocate at least two per cent of their project and programs
for the implementation of this policy.

SIX. MANAGEMENT, ORGANIZATION, MONITORING AND EVALUATION

The construction and urban development sector’s Gender Council will lead and manage this policy.

The Ministry of Construction and Urban Development (MCUD) will be in charge of monitoring and evaluat-
ing the policy implementation processes. The results of the monitoring and evaluation report will be reviewed
by the Gender Council and reflected in the sector’s relevant policy planning, budgeting and



THE CONSTRUCTION AND URBAN DEVELOPMENT SECTOR GENDER-RESPONSIVE
POLICY 2018-2025) ACTION PLAN BY PHASES

Goal: Provide support towards promoting gender-responsive policy planning, implementation, monitoring and evaluations processes in the construction and
urban development sector’s human resources, products and services.

Phase I: 2018-2021

Phase II: 2022-2025
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. Conduct systematic (step by step)

training sessions on implementation
of the gender policy designed for
members of the sector Gender Coun-
cil, decision-makers and managers

Organize the sector’s gender policy
related advocacy and training semi-
nars designed for employees of the
relevant institutions

Set up a sector gender training of
trainers (ToT) group designed to
strengthen trainers’ capacities

Introduce an E-learning gender
training program designed for deci-
sion-makers and managers, in line
with sector activities,

Organize gender training and related
advocacy activities designed for the
planners,

Develop and test a handbook on the
gender-responsive, decent employ-
ment opportunities and environment,
gender-sensitive, human resources
development policy planning process-
es, of the CUD sector

Organize gender-responsive
construction and urban development
related training sessions for all
employees engaged in architecture
and design as well as urban planning
specialists

Develop guidelines in support of the
sector gender policy, designed for
those who implement various projects
and programs; also, develop and

use relevant indicators and carry out
gender-sensitive actions.

» Number of deci-
sion-makers and
employees trained by
gender and form of
training (in-class and
on-line)

* Number of organiza-
tions who conducted
training sessions, by
form of ownership and
activities

+ Gender-responsive,
human resources policy
planning hand-book
designed, for institutions
of the CUD sector

+ Guidelines developed
for staff members of the
projects and programs

-

N
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. Coordinate compulsory training

of the sector’s decision-makers
and managers, conducted through
gender-E-learning sessions

. Organize training sessions amd

introduce a handbook on the gen-
der-responsive decent employment
opportunities and human resources
development policy planning,
designed for administrative and hu-
man resources specialists engaged
in the public and privately owned
institutions of the sector

Reflect a gender-responsive con-
struction and urban development
content in the curricula of certified
architects and engineers programs

Conduct a consultation- training on
gender-responsive and inclusive
working conditions for the MCUD
monitoring specialists

Gender-assessment, gender-anal-
ysis and gender-responsive
construction and urban develop-
ment content to be compulsorily
reflected in the curricula of public
and privately owned educational
institutions that train cadres for

the construction and urban develop-
ment sector

« Percentage of deci-
sion-makers involved in the
online training sessions by
gender and organizations

« Number of organizations
using a handbook on the
gender-responsive human
resources development
policy planning by form of
ownership and directions of
activities

+ Gender content included
in the curricula of certified
arcitects and engineers

* Number of experts/spe-
cialists of the GASI?, TU®
trained in gender-respon-
sive and decent working
conditions

« Percentage of programs
containing the social and
gender aspects by educa-
tional levels

" General Agency for Specialized Inspection (GASI)

2 Trade Union (TU)




Goal: Provide support towards promoting gender-responsive policy planning, implementation, monitoring and evaluations processes in the construction and
urban development sector’s human resources, products and services.

settlements, cities related negative
social and other multi-faceted
consequences, study the possibilities
of defining the cost of living, based
on principles that enable cost of living
decreases in remote areas compared
with central locations in order to sup-
port local and regional development
processes and reflect them in the
policy framework.

sphere by professions on a regular
basis; examine the gap in the labor
market supply and demand dimen-
sions and its related gender nature
for further human resources policy
planning purposes
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ﬂ a g i Y tor’s Gender Council in relation to the | composition of the CUD studies on a regular basis vis-a-vis reflected the gender studies
r’ﬁ o S = E gender policy, review and renew the sector’s Gender Council ongoing changes taking place and in their action plans
g 2a %, o rules and relevant working activities to be updated accordingly | , Number of organizations
= = e N
= 3§ S 3 | 2. Assign/appoint gender focal points procedures to further strengthen capacities in | 546 financial commitment
m gg %@ (GFP) in the capital city's master « Number of employees relation to the CUD sector to gender related activities
§ o c % planning department (chief architect’s | reflecting gender issues 2. Conduct participatory gender by forms of ownership
> 2 ;‘-; 3 office) in their job descrip- assessment (PGA) on the sector’s - PGAreport
S | § | g1 o Docooanddssemiionoqise | [ mOPSOTINE | gkt O | et e o
z g e9 lines on implementation and reportin - . f
2 3 53 fth tp d lioy. d P dg organizations der-responsive policy perspectives | ticipated in the PGA report
o g T2 | forspocialistaof land reiatons, Percentage of land 3. Organize a PGA related di presentation by gender
< ° or specialists of land relations, + Percentage of lan . Organize a related discus-
> X ! . .
z 5 ER construction and urban development | relations, construction sion/s + Number of NGOs and
o 'g 23 departments at the aimag and district | and urban development | 4 Organize discussions on the partic- professional ass;aa—h
3 @ = : tions participated in the
% 'S; 23 levels* . :jheparlrrliems rle_pon_'\edlon ipation and capacity building needs discuSSionsp
n @ g § | 4. Prioritize the gender content that e gte? er pol '03; Imtp z’ of NGOs? and professional associ-
p Q 3 is reflected in key directions of the m?ﬁ a 'O%aﬁ Instructe ations, to facilitate further defining
2 S S sector activities and distribute roles in the guidelines of the sector’s gender-responsive
® £ o and responsibilities in relation to * Number of NGOs policy and its relevant implementa-
[] ™ respective job position/s and professional asso- ion processes
z 2 tive job position! d professional ti
® L . :
11 § 3 | 5. Identify roles and responsiblities of ;:r:atlton§ participated 'E
2 é ] NGOs and professional associations N dralnmg sessions by
ﬁ 2 2 in promoting gender equality in the gender
(2] [} s CUD sector; conduct a series of
] 3 2 :
o @, = capacity building training sessions
< . :
5 s 5 on social and gender equality related
< 3 = issues
m = o
o <
o Lo -
ﬁ n;z E ® 1. Conduct a base-line gender impact » Number of participants | 1. Assess the implementation of the * Number of revised norms
;} 3, Q g study on gender factors of the sec- engaged in the base-line BSQL with participation of women, and standards based othe
c a 3 § tor’s activities, products and services gender study and related men and different social groups and | BSQL assessment
9 = 3 3 2. Carry out an assessment on whether | discussions by gender revise the norms and standards « Checklist to assess
° 3 Y participatory opportunities of residents | « Number of partici- 2. Conduct gender analysis on the the aid and protection
z g 22 are reflected in the construction and pants engaged in the information pertaining to individuals | measures for those who
z 2 | G urban development sector’s legal assessment processes included in the ger area re-planning | were involved in the ger
o 2 oo and policy documents and provide on whether residents’ %nd ﬁ‘f*‘ség'em:m PFOC?SSESI a”g area re-planning and reset-
c = | 3¢ recommendations in support of pro- opportunities were identify aid and protection relate: tlement processes
o
g 3 o %. moting gender equality in the these reflected in the legal and needs . « Gender content in the
:‘z’ 3 25 documents policy documents by 3. Introduce a gender analysis base-line urban develop-
o S| 58 3. Provide gender related recom- gender methodology in the urban planning | ment study
il g§| 22 mendations for development of the « The recommendations base-line study « Number of residents who
m E3 23 settlement and habitation master for reflecting the set- 4. Asl?sszsci?olr:nrr?gz\t/e;::l)ll?r?alrsgi(-j participated in the imple-
o -] plan, regional development concept tlement and habitation 5 ty e 9 © mentation and monitoring
E 2 2 2 4. Facilitate creation of communities and | master plan in the egAsAant \{arx}lng ﬁc?ua lgroulps 0 processes of Ulaanbaatar
m ) < residential areas for mixed population | regional development participate in the afl-level implemen- City general and partial
] 5 : roups with varying income sources; concept tation and monitroing processes of master plans, by gender
= c ] groups rving T P the Ulaanbaatar city general and er p 'Y 9
h) s 3 investigate resources for scattering of | « Number of persons artial master plans and implementation phases
; 3 e rental accommodation and reflect the | involved in the “rental 5 gevelop and inptroduce 2 method-  Number of constructions
§ g o “rental accommodation” program in accommodation” pro- ’ ology on the environmental, social that considered differen-
= k] g relevant policies gram by target groups, and gender impacts by conéidering tiated needs of custorpers
g 2 ) 5. Create a sketch/map of Ulaanbaatar age and gender and studying differentiated needs and used methodologies for
4 gﬁ 2‘ city b_y the size of residential spe_lce/s : Number pf gndeﬁak— of customers, at all-levels of land al- environmental, social and
o 7] & 6. Identify the ways and means of intro- ings taken in line with location, infrastructure-engineering gender impact assessment
; % o ducing a “Universal design feature” the Universal design and construction processes by phases ]
o g 2 based on differentiated needs of feature planning, based | . Update the sex-disaggregatd data * Human resources train-
ron < o customers and provide recommenda- | on differentiated needs of students studying in the con- ing policy document based
7] 3 3 tions for further implementation by organizations and i on the gender-senstive
e o struction and urban development
% 2 é 7. Facilitate curtailing of migrant flow to local areas studies
@ o ]
3 3
a <
s 3
2 3
3 3
3 g
S ®
3 a
' o
=1

° Non-governmental organization (NGO)

4 Land relations, construction and urban development department




Goal: Provide support towards promoting gender-responsive policy planning, implementation, monitoring and evaluations processes in the construction and
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1. Introduce age and gender related
specifications in the studies, assess-
ments and surveys conducted by the
public institutions of the sector, includ-
ing surveys conducted for and among
the sector employees and clients and
providing guidelines for reporting on
the analysis by age and gender

[\

Assess the information need required
for general data on land owners, land
holders and tenants reflected in the
Unified Land Information Data-base,
by age and gender groups at the
soum, district and aimag-levels and
take necessary regulatory measures

w

. Develop a package of quantita-
tive and qualitative indicators for
assessing the gender-responsive and
inclusive working conditions for the
sector employees, taking into account
specificities of directions of activities
in the sector and test it in the public
and private sector institutions of the
sector

>

Prepare a data-base on the individu-
als involved in the ger-area re-plan-
ning and resettlement plans by age,
gender, income sources and disability
status

o

Review whether the work-loads of
employees of the MCUD and its
affiliated public institutions are appor-
tioned equally/adequately vis-a-vis
their job descriptions and facilitate
integrating this indicator in the moni-
toring and evaluations systems

+ Guidelines on using
age and gender speci-
fications in the investi-
gation and assessment
processes

* Report on the
unified land information
data-base by age and
gender

A package of
quantitative and
qualitative indicators
on the assessment of
the gender-responsive
and inclusive working
conditions for the CUD
sector employees

* Number of orga-
nizations tested the
indicators by the forms
of ownership

+ Adetailed sex-disag-
gregated data-base on
the residents included in
the ger-area re-planning
processes

 Content on the work-
load distribution reflected
in the MCUD monitoring
and evaluation report

-

N

54

>

[

. Revise the questionnaires for

the customers’ survey within the
gender-responsive products and
services framework

Introduce a package of gender-re-
sponsive quantitative and qualita-
tive indicators in relation to the CUD
sector products and services and
their customers at all levels

Introduce a package of quantitative
and qualitative indicators in

the public and privately owned
institutions, to assess the working
conditions of employees of the CUD
sector in a gender-responsive way

Integrate the working conditions-re-
lated gender indicators in the of
the Labor safety® , GASI and TU’s
monitoring systems

. Criteria on the promotion of

gender equality and creation of
gender-responsive decent working
conditions to be included in the best
organization selection processes

« Gender-responsive
content of the products
and services in the clients’
research report

* Number of organizations
that introduced a package
of gender-responsive indi-
cators in the CUD sector
products and services

* Number of organizations
assessed and were as-
sessed, on the utilization of
gender-responsive indica-
tors of working conditions,
by directions of activities
and forms of ownership

« Gender content included
in the criteria for selecting
the best performing orga-
nization

¢ Labor safety




Goal: Provide support towards promoting gender-responsive policy planning, implementation, monitoring and evaluations processes in the construction and
urban development sector’s human resources, products and services.
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of employees of the construction and
urban development sector

ties, gender-responsive
human resources devel-
opment policy planning

N

. Disseminate the handbook on the

decent working conditions and gen-

2138 28 Phase I: 2018-2021 Phase Il: 2022-2025
o S o Qo
2 |7 =4 -
5 g =9 AT Performance AT Performance indi-
] o Activities R Activities
indicators cators
-cu_; 1. Set up a joint team with represen- « Order on the estab- 1. Conduct a joint gender-sensitive « Number of gender-re-
o tatives of the GASI, MCUD, MLSP? lishment of a joint team assessment on working conditions sponsive assessments
s TU and MoH® and professional in the underground mining con- carried out by joint teams
- ’ na g pd o, + Number of people par- hp '?d' hioh ng ) V)
] assolclatlons and conduct training ticipated in the decent ;tructlon ui ||jg whicl .IS. emerging | ., Number of assessment
g_ sessions on thelassessrpent of trlu? employment opportuni- |n.the sector with the Ministry of follow up undertakings
@ gender-responsive working conditions Mining (MoM)

* Number of organizations
using the handbook on the
decent working conditions

obe Aq aseq ejep sa2inosal uewny s,Jojoas ayj dojeneq 'z

and age status of employees
engaged in the public and privately
owned institutions of the sector on a
regular basis and identify the relevant
regulations, ways and technical
conditions for integrating it into the
general information data-base of the
sector, including relevant costing and
financial sources

tions that participated

in identifying formal and
informal employment op-
portunities in the sector
by forms of ownership

« Number of organizations
that participated in identi-
fying employees engaged
in the sector formally and
in-formally by forms of
ownership

==
R
:3
=
= 0
8
o2
-3}
® o
o =
® o
=3

7]
[+]

O
.?_, 3|2 Orga_nize a series _ofjoint training training sessio_ns _by der-responsive h_uman resources and gender-responsive
R sessions and seminars on the decent | gender, organizations by development policy planning in the human resources devel-
3 _§ employment opportunities and forms of ownership and CUD sector opment policy planning by
H ; s -~
2 5 gender»responsn_/e human_ resources directions of activities 3. Learn from international experienc- | forms of ownership and
k) g- dg\;]elr(:plzln_ant pgllli)sgplanmng together | , Report on the es on decent working conditions directions of activities
83 with the an gender-responsive and gender-responsive human « Number of people partic-
2 :’:; 3. Conduct a detailed gender-respon- and inclusive working resources development policy plan- ipated in the presentation
3 2 sive study on working conditions of conditions study ning processes in the CUD sector of the international best
XS e . ) ) ) > f
2> selected organizations engaged inthe | . Nymber of persons 4. Organize a discussion on the practice sharing report by
8 ¥ construction, production of construc- | yicinated in the promotion of partnership and coop- | gender
2 _tlodn "t'ate”als' utilities and service discussion of the eration in support of decent working | , Budget size allocated
ez industries assessment report on conditions in the CUD sector with for supporting the decent
2 g 4. Conduct a joint assessment with the occupational diseases, participation of financial institutions employment opportunities
& - - o
|l o | & Ercouoge hespociissand | it CUD sk
[+] I

o ! ! ’ ’ experts of the sector to participate
% 2 social protection issues among protection by gender in Zecent working condigons apnd + Number of employees
5 5 female and male employees of the ! . ) . participated in the in the
@ o » The recommendations gender related international train- : .
<3 sector and identify the needs in the traini Ny : A decent working conditions
S ; | - on the training systems ing-seminars and gender related inter-
-3 inter-sectoral coordination and social protection o i camirars
5 2 | 5. Organize discussions and seminars measures aimed at by gender 9
] 2 on reducing informal employment in reducing informal
3o the sector, skills-training options for employment and tran-
2 S transitioning from informal to formal sitioning from informal
E g employment opportunities and on the to formal employment
2 g gender-responsive social protection opportunities

measures with a broad range of
partners

% 1. Establish a data-base on employees « The CUD sector’s 1. Assess and improve the sex-disag- | * Age and gender specific
5 engaged in both public and privately sex-disaggregated and gregated data packages on employ- | data reflected in the sec-
a owned institutions of the CUD sector, age-specific data-base ees engaged in the sector formally tor’s unified data pool
% by illustrating a broad range of indi- in place and informally « The guidelines on the
Q cators, |nclud|ng:"]prolf:ssu()jns/sl_qI:s_, » Assessment report 2. Develop and disseminate the usade and reporting of
3 payment _stau:s, ea t_ a?\ socia In_l on the number of guidelines on the usage and sex-disaggregated and
° sugancef, invo velrzent Iln the persona employees engaged in reporting of sex-disaggregated and age-specific data packages
E and protessiona e\ée/ct))pment trell_ln_mg the sector formally and age-specific data packages in the in the human resources
2 oppg_rt_umtles,da\_u_ar S| h_onuses, "t’)'ng informally by age, gen- human resources development development and policy
5 oondmonsdan citizenship stat;s, Y | der and citizenship policy planning processes at the planning processes at the
g gender and age groups, step by step « Number of organiza- sector and organizational-levels sector and organization-
5 2. Update a data-base on the gender al-levels
=
Y
N
2
z
=

« Number of policy docu-
ments using sex-disaggre-
gated data of employees
engaged in the sector
formally and in-formally

"The Ministry of labor and social protection (MLSP)
8The Ministry of health (MoH)
SInternational labor organization (ILO)




Goal: Provide support towards promoting gender-responsive policy planning, implementation, monitoring and evaluations processes in the construction and
urban development sector’s human resources, products and services.
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1. Conduct regular “satisfaction studies”
of female and male employees on
relations among themselves, between
employees and decision-makers
and on working conditions; develop
guidelines for reporting the results
based on gender analysis; test and
introduce these guidelines in all public
and privately owned institutions of the
sector

[\

Develop guidelines for the sector
institutions’ gender-responsive plan-
ning, implementation processes and
reporting procedures to the sector’s
Gender Council, taking into account
the given institution’s ownership
status, size, directions of activities;
test and introduce the guidelines to
the selected organizations/institutions

[

Reflect the provisions on preventing
discrimination and sexual harassment
at the work place and complaint
resolution mechanisms, in work-place
internal organizational rules and
regulations

>

Reflect the provision of appointing
official/s who is/are in charge of
resolving the cases on discrimination,
sexual harassment and related com-
plaints at work places, in the general
staff meeting organizational internal
rules and regulations.

o

Set a plan and implement actions,
according to work place related prac-
tices and procedures, on awareness
raising, advocacy and related actions,
for preventing gender and age-dis-
criminatory recruitment and sexual
harassment.

* Number of organi-
zations that conducted
gender-responsive
satisfaction studies

» Number of organiza-
tions with action plans
and implementation
reports on the promotion
of gender equality by
forms of ownership and
directions of activities

* Number of organiza-
tions with the provisions
on preventing discrim-
ination and sexual
harassment at the work
place and responding
to relevant complaints;
reflected in their internal
rules and regulations by
forms of ownership and
directions of activities

* Number of officials in
charge of preventing dis-
crimination and sexual
harassment at the work
place and responding

to relevant complaints,
appointed by the general
staff meeting

+ Budget spent for
awareness raising and
advocacy actions on
the prevention from age
and gender-based dis-
criminatory recruitment
practices and sexual
harassment at work
place.

-

N

@

IS

o

. Assess the implementation of rules

for conducting gender-responsive
satisfaction studies, improve the
questionnaires and introduce them
to public and privately owned
institutions of the CUD sector

Disseminate and use the guidelines
for all institutions of the sector, on
their gender-responsive planning,
implementation processes and
reporting procedures

Continue awareness raising,
advocacy and related actions for
preventing gender and age-dis-
criminatory recruitment and sexual
harassment, in work place related
practices and procedures.

. Assess the guidelines on the plan-

ning, implementation and reporting
of activities to the Gender Council
of the sector and disseminate
them to public and privately owned
organizations of the sector.

Develop and disseminate guide-
lines encouraging a multi-cultural,
diverse, inclusive organizational
culture.

« Number of organizations
that conducted the gen-
der-responsive satisfaction
survey among employees

* Number of organizations
that implemented and
reported on the action
plans on promotion of
gender equality by forms of
ownership and directions of
activities

+ Budget size allocated

for actions on awareness
raising, advocacy and re-
lated actions, practices and
procedures, for preventing
gender and age-discrim-
inatory recruitment and
sexual harassment at the
work place.

* Number of organizations
that implemented the
guidelines on encouraging
a multi-cultural, diverse and
inclusive organizational cul-
ture by forms of ownership
and directions of activities




Goal: Provide support towards promoting gender-responsive policy planning, implementation, monitoring and evaluations processes in the construction and
urban development sector’s human resources, products and services.
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processes, in the MCUD and its
publicly owned affiliated institutions

Integrate and implement the
principles of acknowledging and
recognizing participation and sugges-
tions of the work collectives/team, on
resolving social issues in the internal
labor rules and regulations of the
MCUD

Reflect a clause in the indicator of
international and domestic tenders, so
that one gender should not be lower
than 15 per cent among workers, and
25 per cent among decision-makers
and all employees should be paid
regularly

Select, praise and advocate through
the media, for the organization of

the sector that best managed to en-
courage opportunities for promoting
gender equality, established kinder-
garten/s for children of employees
and pursued the “work-life balance”
policy

Based on public-private partnership
(PPP), create a skills- training mecha-
nism for women engaged in seasonal
and part-time jobs in the sector, in
order to improve their capacities and
facilitate their competitiveness

Encourage and support the organi-
zations and economic entities that
provide their employees with apart-
ments/housing, monetized bonus
and include their workers in soft-loan/
mortgage schemes

Identify and implement the partner-
ship modalities between the public
and privately owned institutions of
the sector, on improving the quality
of practical and mentoring sessions
for students, accessibility of training
and working facilities, equipment and
materials

Create a mechanism in the MCUD for
addressing and responding to com-
plaints of women and men working in
the informal sector of the industry

decision-making related
undertakings in the
MCUD and its affiliated
public owned institutions

* Number of social is-
sues tackled by the work
team/collective’s partic-
ipation and suggestions
by organizations

+ Gender ratio in
relation to indicators of
tenders

» Number of organi-
zations established
kindergartens by form of
ownership

* Number of trained
women engaged in
seasonal and part-time
jobs

* Number of organiza-
tions having programs
on housing and resolv-
ing social issues of their
employees by form of
ownership and directions
of activities

» Number of orga-
nizations providing
equipment, technology
and facilities for practical
work/assignments by
form of ownership

* Number of complaints
to the MCUD by female
and male employees of
the sector by gender

N
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investment opportunities

. Conduct surveys in the public
and privately owned institutions
of the sector, on the status of
female-headed and single-parent
households, disabled persons and
living conditions of employees, for
human resources policy planning
purposes

. Through the questionnaire identify
the training needs of employees
on issues of health, personal and
household financial management,
family and gender related matters
and provide recommendations on
related planning and implementa-
tion processes

. Through various mass media
means, select, praise and advocate
for organizations that best ensured
equal opportunities for their female
and male employees, established
kindergarten/s for their children

and pursued the “work-life balance”
policy

Determine an “idle-time” (maxi-
mum) duration of seasonal activities
in relation to the production of ma-
terials and construction processes,
as well as take measures toward
mediating for other types of jobs for
employees in case of overrunning
of the “idle-time”

. Introduce the standards of decent
working conditions for female and
male employees engaged in the
public and privately owned institu-
tions of the sector, with accessible
rest-rooms, showers, change rooms
and accommodation/s in case of
“overnight” assignment/s

. Identify the size of organization/s
able to build kindergartens for chil-
dren of their employees and follow
the relevant procedures

. Through various mass media
means, select, praise and advocate
for organizations that best provided
decent working conditions for
their female and male employees,
established kindergarten/s for their
children and pursued the “work-life
balance” policy.

2138 28 Phase I: 2018-2021 Phase Il: 2022-2025
o S o Qo
Q |7 Q S . .
5 g =9 AT Performance AT Performance indi-
] o Activities R Activities
indicators cators
g 1. Identify and implement the par- * Number of participa- 1. Define the salary-fund size that * Number of participatory
= ticipatory and transparent human tory and transparent is essential for construction compa- | and transparent human-re-
] resources, decision-making related human resources nies to apply for tender and needed | sources decision-making

related undertakings in the
MCUD and its affiliated
public institutions

* Number of organizations
and social issues tackled
by the work team/collec-
tives’ participation and
suggestions

« Aprovision is in place on
the salary-fund availability
in the criteria for tender

« Number of organizations
that established kindergar-
tens for children of their
employees by forms of
ownership

* Number of trained wom-
en engaged in seasonal
and part-time jobs

* Number of organizations
with the programs dealing
with housing and social
issues of their employees
by forms of ownership and
directions of activities

* Number of organizations
that have training plans
based on the needs of their
employees

* Number of organiza-
tions providing support to
mentoring and practical
activities by supplying

the needed materials and
technological know-how, by
forms of ownership

« Number of organiza-
tions that introduced
gender-responsive and
inclusive standards of work-
ing conditions by forms of
ownership

« Number of complaints to
the MCUD by women and

men engaged in in-formal

employment in the sector

by gender

* Number of employees
who could improve their
housing and living condi-
tions by forms of ownership
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1. Conduct a know-how and tech-
nology related study and provide
recommendations for enabling more
employment for women and disabled
persons™ in the sector

[\

Increase the employment opportuni-
ties for women and disabled persons
through automatization and comput-
erization of some of the construction
materials on production conveyers

w

. Select the organizations that were
most successful in introducing apprio-
priate technologies enabling women
and disabled persons to be employed
and share their best practices through
media means

* Number of participants
in the presentation of the
report by gender

* Number of organi-
zations that enabled
women and disabled
persons to be employed
as a result of automati-
zation and computeriza-
tion of their production
conveyers

» Budget size spent for
advocating and sharing
the best practices of
organizations employing
women and disabled
people by improving
their production tech-
nologies

1. Increase the employment oppor-
tunities for women and disabled
persons through automatization
and computerization of some of the
construction materials’ production
conveyers

S

Create appropriate mechanisms
on technology-and-skills training
opportunities for women, disabled
persons and people with limited
capacities due to illness, through
public-private partnership modali-
ties

3. Select the organizations that best
introduced appriopriate technolo-
gies enabling women and disabled
persons to become employed and
share their best practices through
media means

* Number of of organiza-
tions that enabled women
and disabled persons to

be employed as a result of
automatization and comput-
erization of their production
conveyers

* Number of trained
women and disabled
persons participating in
technological know-how
related courses

« Percentage of women
and disabled persons in
relation to the total number
of employees by sector and
forms of ownership

+ Budget size spent for
advocating and sharing

the best practices of organi-
zations employing women
and disabled people by
improving their production
technologies
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1. Develop a package of basic indicators
for the healthy and safe quality of
life standards (BSQL) of residents,
jointly with national and international
institutions working on public health,
human rights, safety and security
related spheres

N

. Organize discussions on the BSQL
and its application, with participation
of the sector experts and specialists,
clients and customers

1

Develop and disseminate the BSQL
related recommendations to various
organizations and partners such as
the construction development center,
investors of the sector, customers,
architecture designing and construc-
tion companies, members of the state
commission, intellectual property
department, banks, real estate inter-
mediary companies, association of
protecting consumers rights, authority
for fair competition and consumers
rights, professional associations, local
authorities and the association of
residents

>

Carry out advocacy actions on the
BSQL for the general public, in a
popular language through press and
various media means

» The number of people
who participated in

the presentation of the
health and safety related
BSQL package of indica-
tors by gender and the
sector’s institutions and
customers

+ Guidelines on the use
of the BSQL indicators

+ Budget size spent for
advocating of the BSQL
for the general public

1. Introduce the BSQL package of
indicators into the training curric-
ula of general secondary schools,
vocational training centers and
“Gegeerel center” respectively

. Reflect the BSQL related standards

in the land allocation related legal
documents

N

* Number of curricula
that introduced the BSQL
package of indicators

« Number of legal docu-
ments reflected the BSQL
related standards

0 Disabled person




Goal: Provide support towards promoting gender-responsive policy planning, implementation, monitoring and evaluations processes in the construction and
urban development sector’s human resources, products and services.

Phase I: 2018-2021

Phase II: 2022-2025

SaAR3[qO
sjnsal
pajoadxg
SaIAO. JO
suonaalg

Activities

Performance
indicators

Activities

Performance indi-
cators

of special gender-responsive TV,
media, internet programs and com-
mercials on urban culture, adequate
utilization of construction and facilities
with particular focus on roles, respon-
sibilities of women, men and varying
social groups and in relation to their
lifestyles and needs

* Number of sugges-
tions from discussions
on the pressing urban
development related
issues by years

» Number of khoroo-lev-
el officialls trained in
land relations issues

+ Percentage of trained
AoR members

+ Percentage of khoroos
that presented the AoR’s
action plan, related
reports and suggestions/
comments in their
websites

 Order and decision
in integrating the as-
sociation for protecting
consumers’ rights in
the national monitoring
systems

« Social and gen-
der-specific report on the
pilot project implement-
ed in Darkhan city

* Number of residents
participated in the mon-
itoring processes of the
smart city planning stage
in Khushigt Khundii area
by gender

* Budget size spent
for producing and
dissemination of the
gender-responsive

urban culture, adequate
utilization of construction
and facilities and related
consumption patterns
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. Assess the BSQL related imple-

mentation with participation of
women and men of varying social
groups (disabled persons) and
provide recommendations with
follow up measures

. Reflect the gender-responsive con-

struction and urban development
content in the satisfaction survey
among customers

. Create mechanisms for monitoring

of expenses (budget) for the
urban-development operations

in local areas with participation of
women and men of different social
groups (including disabled persons)

. Carry out activities towards improv-

ing legal status of the AoRs with
participation of residents

Identify ways and means for
enabling customers’ equal par-
ticipation in the monitoring of the
land-allocation and construction-li-
cense obtaining processes and take
necessary measures

. Encourage and facilitate broadcast-

ing of special gender-responsive
TV, media, internet programs and
commercials on urban culture, ade-
quate utilization of construction and
facilities with particular focus on
roles and responsibilities of women,
men and varying social groups, in
relation to their lifestyles and needs

. Conduct gender analysis and

share experiences on the project
implemented in Darkhan city and
smart-city planning processes in the
Khushigtiin Khundii

. Set a gender-responsive action

plan that enables residents to
participate in the monitoring
processes of implementation of the
Ulaanbaatar city general and partial
master plans at all levels

* Number of follow-up
undertakings based on the
BSQL related participatory
assessment report

* Number of the customers’
satisfaction surveys on the
assessment of gender-re-
sponsive construction

and urban development
situation

* Number of residents who
participated in the monitor-
ing of expenditures (bud-
get) for the construction
and urban development
purposes at the local-level
by age, gender and location

« Legal document that con-
cretized the AoR status

« Budget size spent for
producing and dissemina-
tion of gender-responsive
information and advocacy
packages on urban culture,
appropriate utilization of
buildings and facilities and
reasonable consumption

* Number of local areas/
communities that used the
experiences of projects in
Darkhan and Khushigtiin
Khundii smart city planning
processes

* Number of residents
who participated in the
monitoring processes of
the implementation of the
Ulaanbaatar city general
and partial master plans by
age, gender and implemen-
tation phases
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Goal: Provide support towards promoting gender-responsive policy planning, implementation, monitoring and evaluations processes in the construction and
urban development sector’s human resources, products and services.
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and provide and implement the
recommendations on the enrollment
procedures of public and privately
owned educational institutions that
train the cadres for the CUD sector,
their training processes, graduation
and post-graduation employment
opportunities with the MCUD, MLSP
and MECSS .

on the mortgage-loan
and rental accommoda-
tion policy by age and
gender

* Number of undertak-
ings carried out as a
follow up of the gender
assessment recommen-
dations on training of
human resources for the
sector.

w

IS

impacts of construction and urban
development activities and process-
es

Identify ways and means of
sharing construction and urban
development related technology,
know-how, construction materials
development, labor safety norms
and standards, decent employment
indicators related information and
latest news with employees of the
sector and students in a regular
basis

. Organize discussions with the

participation of a broad-range of
stakeholders, on the gender-re-
sponsive construction and urban
development policy planning devel-
opment, keeping in mind traditional
and cultural heritage, family values
and lifestyles, supporting the green
cities’ objectives and taking into ac-
count the Mongolian geographical
and regional specificities.

glE¥ Er Phase I: 2018-2021 Phase Il: 2022-2025
[ = @ Qo
Q |7 Q S e
5 g =9 AT Performance AT Performance indi-
] o Activities R Activities
@ indicators cators
] 1. Sketch the sector’s stakeholders’ » Number of partner 1. Conduct studies on the construction | « Number of studies and
g map and organize meetings on the organizations participat- and urban development design and | research conducted on the
S gender-responsive sector policy and ing in the sector gender processes, taking into account dif- construction, architectural
3 its perspectives policy presentation ferent needs of a variety of custom- | design and urban devel-
§ 2. Identify inter-sectoral coordination on meetings ers.whg are env!rgnment-friendly, opment processes, based
g' social and gender related matters and | + Number of inter-sec- maintaining tradlt{ona! vglues land on th(=T differentiated needs
3 start partnership practices toral coordination patte.rpsl,'whlle being in line ywt.h of various customgrs who
o . . arrangements on social specificities of local areas within are environment-friendly,
g 3. Conduct a social and gender impact and gender issues the framework of public private keeping the traditional
= study on lzet_mO"tg'tl’_Qe"Oﬁdnd?nd rental Number of o wh partnership modality heritage and patterns and
@ accommodation policy and discuss » Number of people who . ificiti
the findings with participation of a participated in the pre- 2. Develop and introduce an specificities of local areas
broad range of stakeholders sentation of the social ass_essment metho_dology for the * Number of persons
. and gender impact study environmental, social and gender who (_:onducted _the above
4. Conduct a joint gender assessment mentioned studies and

researches by gender

* Number of means of
disseminating and sharing
new information and news
with employees of the
sector and students

* Number of participants in
the discussions on the gen-
der-responsive construction
and urban development
policy planning activities
and processes by age and
gender.

" The Governor’s administration office




