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Executive Summary
Access to finance for women has long been a matter of concern for policy makers. Even though the majority of microfinance systems have focused explicitly on women, numerous problems still exist relating to treatment of women as customers, product design and adequacy, and fit of financial services. There is an imperative need to engage with banks and orient key banking sector staff towards gender issues, and the challenging of attitudes regarding the provision of financial services for women. 

In recent years there has been a significant increase in the number of Self Help Groups (SHGs) and other non-formal sources of credit for women. At the same time, the All India Debt and Investment Survey (2011) indicated a decline in domestic banks’ capacity to meet the 1991 targets set for “weaker sections” of society. Secondary evidence[footnoteRef:1] shows that since the early 1990s there has been an increased exclusion of rural Dalit population in terms of access affordable credit from commercial banks.  The average amount of credit per account going to Dalit women when compared with the credit amount directed towards women and men from non-Dalit/Adivasi categories has steadily declined since 1997-2001 and between the years 2001-2004[footnoteRef:2]. Evidence shows a decline in the proportion of bank credit flowing to rural areas since the early 1990s right up until the early 200os.  [1:  All India Debt and Investment Survey (2011)]  [2:  Ibid.] 


To address these gaps relating to the credit needs of women and in an attempt to increase  the gender responsiveness of existing policies, and financial institutions in India, RBI-College of Agricultural Banking and UN Women organized a training of select field level bank officials focused on establishing effective ways to address these challenges. A series of training of trainers (ToT) for Bankers was conducted between December 2011 and August 2012. The training, targeted at field level bank officials, included modules on gender responsive skills, attitude and approach. This was done to facilitate attendees at the training to subsequently train their colleagues and staff, leading to a multiplier effect.

Objectives of the programme
There were five broad objectives of the training:
· To increase awareness amongst bankers of the women and gender concerns inherent to the banking system and financial services 
· To promote a clear understanding of the specific needs of women  in accessing credit facilities, with a focus on rural poor women unable to provide  collateral
· To address the attitudinal issues of the bankers
· To sensitize bankers to incorporate  gender responsive budgeting in their policies
· To achieve gender equality and women’s empowerment

Two key results were expected from the training: First, it was expected that a pool of resource persons would be created with expertise on GRB and credit needs of women; and second, that a resource kit on ‘GRB and credit’ would be compiled and made available to the trainers and at the RBI-CAB for future reference. 

To assess the impact of the training of trainers an impact assessment questionnaire was developed by UN Women. The questionnaire was shared with 61 participants of the RBI-CAB UN Women Training of Trainers on Credit Needs of Women and Gender Responsive Budgeting whose email address were available. The questionnaire was organized into the following four sections:

· Relevance of the Training. 
· Usefulness of the Training.
· Comparison of the RBI-CAB UN Women training with similar trainings offered by other Organizations.
· Characteristics of the RBI-CAB &UN Women training, its Follow-up and participant’s background.

Key findings
· Majority of the participants were male. Just 8 female participants responded to the questionnaire. The majority of participants were from public sector banks (39 respondents) and only 6 respondents were from private banks. 
· The greatest similarity among the participant’s job profile was their involvement in training – nearly 65 percent of respondents are involved in conducting trainings in their organization.  This was an expected finding as the main objective of the programme was to “train the trainers” and the target audience was expected to modify their existing curriculums within their organization following their participation in the RBI-UN Women training. Over 80% of the participants were mid-level and senior-level employees in their organization.
· Significantly large numbers of participants were moderately proficient in the technical terminology used throughout the course indicating that they had had previous exposure to the concepts covered during the course.  A small percentage of participants reported having developed action plans. More significantly of those who did develop action plans, approximately 85% found it very useful.
· Follow up after the training, either by the training organizers or by the participants, was rare and not considered very useful.
· Participants reported an appreciation of interactive training methods such as case studies, audio-visual and field visits. Audio-visuals and case studies were considered to be the most effective training methods (69 percent), followed by presentations (66 percent) and classroom based training (64 percent). Group activities were perceived as least effective.
· The training was considered moderately relevant to the needs of the participant’s work and to their organization’s needs, with a mean relevance rating of 4.8 and 5.1, respectively (on a 7-point scale ranging from “Not relevant at all” to “Extremely Relevant”). 
· The perceived relevance of training to the needs of the participants’ work is reported as high by 44 percent of participants and moderate by 29 percent of participants. None of the participants perceived the activities to be irrelevant to their work or to their organization’s needs.
· Participant’s position within their organization, experience in developing action plans and follow up by the training organizers increases the overall relevance of the training.  The findings show that senior level participants found the training more relevant than mid-level and junior level participants. This is an expected finding as institutional change within an organization usually lies within the purview of senior management. Furthermore, the focus of the training was to encourage institutional change and change in policies. 
· Perceived effectiveness of the learning activities was high with a mean of 5.6 (on a 7-point scale). Perceived effectiveness is highly correlated with perceived relevance. The coefficient of correlation between perceived effectiveness and relevance to work is 0.70**.
· The course was reported to have a high “interest” value. An overwhelming majority of respondents (96 percent) reported to having either thoroughly or briefly discussed the issues raised during the training at work, with colleagues, trainees, customers, government officials, NGOs and in the media. The usefulness of the course had a moderately high rating of 5.5 (on a 7-point scale). 
· Comparison of mean overall usefulness of the new knowledge and information acquired through the training, when organized across participant typologies reveals that participants from public sector banks report higher use of the training information. Similarly, participants who hold senior level positions in their organizations report higher use. Follow-up by the participant after the training and the development of an action plan/strategy during the training are reported to lead to higher reported use.
· Support from senior management was considered to be the most supportive factor in utilization of new knowledge, while organizational structures and rules were considered to be least helpful.
· None of the participants reported attending a similar training by any other non-RBI or non-UN Women organization, highlighting this activity as innovative and providing an opportunity for both organizations to work collaboratively. 
· Sixty percent of participants reported a positive change in their knowledge, skills and resource levels attributable to the training. Average impact was rated moderately high at 5.5 (on a 7-point scale). Pair-wise correlations between participant characteristics and activity features show that course effectiveness is highly correlated with perceived impact of the training on participant’s work. Significantly, higher usefulness of the training is not correlated with higher impact, suggesting that the impact of the course may not necessarily be associated with utilization orientation but may simply be associated with an increase in the conceptual understanding of  GRB and women’s issues. 


[bookmark: _Toc348553324][bookmark: _Toc352813635][bookmark: _Toc353207156]Introduction and background
Access to finance for women has long been a matter of concern for policy makers. Even though the majority of microfinance systems have explicitly focused on women, many associated challenges persist, in terms of; treatment of women as customers, product design and adequacy, and fit of financial services. There is an imperative need for increased engagement with banks and an orientation of key banking sector staff towards gender issues and to the addressing of attitudes to the provision of financial services for women. 

In recent years, there has been a significant increase in the number of Self Help Groups (SHGs) and other non-formal sources of credit for women. At the same time, the All India Debt and Investment Survey (2011) indicated a decline in domestic banks’ capacity to meet the 1991 targets set for “weaker sections” of society.  Secondary evidence[footnoteRef:3] shows that since the early 1990s there has been an increased exclusion of rural Dalit population in accessing affordable credit from commercial banks. In addition, the average amount of credit per account going to Dalit women when compared with the average directed towards women and men from non-Dalit/Adivasi categories has steadily declined since 1997-2001 and between the years 2001-2004[footnoteRef:4]. [3:  All India Debt and Investment Survey (2011)]  [4:  Ibid. ] 

	
Evidence also shows a decline in the proportion of bank credit flowing to rural areas agriculture disproportionality affected, since the early 1990s up until the early 2000s. The number of farmers borrowing from moneylenders has risen to pre-Independence levels, despite the doubling of the availability of agricultural credit in recent years. Hence, references to the credit needs of women, is not inclusive to women and SHGs, women constitute a significant proportion of the Indian agricultural sector alongside many other sectors that are being adversely affected. 

It is important to address these gaps in addressing the credit needs of women and increasing the gender responsiveness of existing policies and financial institutions in India. Ideally, a training of all field level bank officials would be done to address these challenges. However, since it is not possible to reach all ground level bank personnel, the Reserve Bank of India and the College of Agricultural Banking, in partnership with UN Women, conducted a series of Training of Trainers (ToT) for Bankers between December 2011 and August 2012. The training, targeting field level bank officials, included modules on gender responsive skills, attitudes and approaches to increase the capabilities of those attending the trainings to subsequently train their colleagues and  staff, leading to a multiplier effect.

1.1 Objectives of the training
There were five broad objectives of the training:
· To increase awareness amongst  bankers of the many women and gender concerns inherent to the banking system and financial services 
· To promote a clear understanding of the specific needs of women in accessing credit facilities, with a focus on rural poor women unable to  provide  collateral
· To address the attitudinal issues of the bankers
· To sensitize bankers to incorporate  gender responsive budgeting in their policies
· To achieve gender equality and women’s empowerment

1.2 Training methodology
Four Training of Trainers (ToT) Programmes were conducted by UN Women and RBI-CAB over a period of 12 months between December 2010 and January 2012. The details of the ToTs were:

· The target audience: The Programme targeted the present and prospective Trainers/Members of Faculty of the Training Institutions of all types of Banks.

· The duration of each ToT was 3 days: The four ToTs were spread over a period of twelve months, one in each calendar quarter and were offered at the CAB campus in Pune. 

· Identification of participants: RBI announced each of the programmes at least 45 days in advance and invited nominations from the banks. The list of participants was shared with UN Women. Leaders of four SHGs and NGOs were also invited to each of the four ToT programmes to enable them to identify the obstacles that they face in accessing credit from banks and how bank officials can help them.

· The course content: was developed by RBI-CAB and UN Women. The curriculum included financial literacy, FLCCs, RSETIs, and BC/BF model. The course included a half-a-day field visit to women’s’ groups or experience sharing with successful women entrepreneurs (micro or small). Case studies / group exercises were an integral part of the training. 

1.3 Course Contents
The course included the following modules:

· Basic concepts relating to gender and Gender Responsive Budgeting (GRB)
· Overview and current status on inclusive credit for women 
· HR Issues: Attitudes and approaches, change and transformation in management, communication in dealing with and challenging stereotypes and cultural norms relating to gender 
· Government and other schemes and policies for financing women; policies and procedures, potential activities in farm and non-farm sectors, SHG-bank linkage programmes and microenterprises
· Practical application of GRB in banks; meeting the goals of GRB-using GRB as a tool for women’s equality and empowerment through its facilitation of  more effective targeting of credit, through innovative financing including sponsored schemes, private/public partnership 
· Prudent fiscal management of government funded anti-poverty schemes
· Detailed analysis of the anti-poverty schemes and government issued guidelines to banks on ensuring inclusive development

The mode of instruction included presentations, case studies, group exercises, film shows, experience sharing discussions, and field visits.

1.4 Expected results from the ToT
1.	A pool of resource persons will be created with expertise on GRB and credit needs of women. Approximately 100 middle and senior level officials from private and public banks have an enhanced understanding of GRB principles and knowledge of how to better address credit needs of women through banks. 
2.	A resource kit on ‘GRB and credit’ will be compiled and will be made available to the trainers and at the RBI-CAB for future reference. 

1.5 Context of the assessment
To evaluate the extent in  which the ToT programme achieved its stated objectives and results of creating a cadre of bank officials with an increased understanding rural women’s credit needs and GRB, two data collections tools were developed in collaboration with the team of trainers and UN Women M&E team. These are:

i. A pre/post training evaluation questionnaire which was administered immediately before and after the training was conducted. Following principles of level 2 training evaluation, which was first proposed by Donald Kirkpatrick[footnoteRef:5]. A detailed questionnaire was developed to determine participant’s learning by comparing their scores immediately before the training and after the training.  [5:  Kirk, “Four Level Training Evaluation Model”, 1994. ] 


The pre-training questionnaire included 29 questions that tested participants’ knowledge of the topics that were covered by the training. Sample pre-post training questionnaire is included in Annex 1. 

ii. An impact assessment questionnaire was developed and administered to participants, following 6 months of the completion of the last training. The impact assessment tool uses Level 3 and 4 training assessment principles and aims to gauge participant’s retention of the key principles learned during the training and the resultant behavioral and organization change/impact, following the participant’s attendance of the training. 

The questionnaire was organized into the following four sections:
· [bookmark: _Toc348553327]Relevance of the Training
· [bookmark: _Toc348553328]Usefulness of the Training
· [bookmark: _Toc348553329]Comparison of the RBI-CAB UN Women training with similar trainings offered by other Organizations
· [bookmark: _Toc348553330]Characteristics of the RBI-CAB&UN Women training, its Follow-up and participant’s background.

Impact assessment questionnaire is included in Annex 2. 

1.6 Organization of the assessment
The main objectives of the impact assessment were to: (a) provide an independent assessment of the effectiveness and impact of the training, (b) examine whether the training was appropriate and applicable, and (c) through intermediate products, provide timely, reliable and valid feedback and other information for decision-making in order to improve the performance of future trainings.

In the chapters hereafter, this report specifies the questions, provides an outline of the methodology, and addresses each of the questions in turn.  The final chapter highlights the conclusions and provides recommendations for strengthening GRB trainings provided by UN Women and the trainings for banking sector officials, in particular. 



[bookmark: _Toc352813636][bookmark: _Toc353207157][bookmark: _Toc348553325]questions and Methodology 
[bookmark: _Toc352947131][bookmark: _Toc348553215][bookmark: _Toc348553326]The impact assessment was undertaken to answer the following key questions:

1. What was the relevance of training to the needs of the participants?
2. What was the effectiveness of training? 
3. What was the impact of RBI-CAB trainings?
4. What features of the trainings are related to effectiveness and impact?

[bookmark: _Toc352947132]In this report, impact is operationalized as the degree to which the activity influenced or led to changes in raising organizational awareness of gender issues, teaching and existing curriculum, implementing new practices, and changing organizational rules and regulations. Effectiveness is operationalized as the degree to which an activity raised participant awareness, increased knowledge, and helped participants develop strategies to address women’s needs. The evaluation also seeks to identify participant characteristics and training features that relate to the effectiveness, use and impact of the training.   
[bookmark: _Toc352947134]
[bookmark: _Toc352947135]Impact of the training is determined by four sets of variables: 
· Characteristics of participants together with main features of the trainings.  This set of variables is conceptualized to have a direct effect on impact.  In addition, they have an indirect effect on impact as they are considered determinants of perceived relevance and effectiveness;
· Course characteristics such as level of attendance and design for the participants;
· Perceived relevance of training and effectiveness of these activities, and; 
· Environmental facilitators and barriers at the level of the work organization.
2.2 Data collection tools
The impact assessment questionnaire included 28 questions which included multiple-choice questions, open-ended questions and questions that were based on a 7-point likert scale. The questionnaire was administered online using Survey Monkey. Data was analyzed using the statistical software Stata. The analysis presented in the following chapters uses descriptive statistics of various components of the questionnaire. 
[bookmark: _Toc348553336]
[bookmark: _Toc348553331]2.2 Sample size 
A total of 95 participants attended the four ToTs. Of these, the online questionnaire was shared with 61 participants, who had provided their email address. A total of 55 participants responded to the survey with a response rate of 90 percent. 

[bookmark: _Toc348553337][bookmark: _Toc352813637][bookmark: _Toc353207158]
participant’s characteristics and training features
3.1 Participant’s characteristics
The participants’ survey collected basic information on the individual characteristics of the respondents, mainly;
•	The demographic characteristics: sex, age;
•	Characteristics related to work: type of organization, type of work, position at work;
•	Qualifications related to participation: proficiency in the language of instruction, proficiency in the terminology used in the learning activity;
•	Interest in the learning activity: contact for follow-up issues or questions on content of the activity.

[bookmark: _Toc348553338]Figure 3.1: Profile of the participants 
The majority of the participants were male. Only 8 female participants responded to the questionnaire. The majority of the participants were from public sector banks (39 respondents) and just only respondents were from private banks. 

The greatest similarity among participant’s job profile was involvement in training – nearly 65 percent of the respondents were involved in conducting trainings in their organizations. This was an expected finding in line with the main objective of the course, which was to “train the trainers” and with the target audience that was expected to modify their existing organization curriculums following their participation in the RBI-UN Women training. Over 80% of the participants were mid-level and senior-level employees in their organization.

Figure 3.2: Proficiency in Technical Terminology used in the Training


Significant numbers of participants were moderately proficient in the technical terminology used throughout the course implying that they had had some previous exposure to the concept covered during the course.  

3.2 Training features
[bookmark: _Toc352946036][bookmark: _Toc352947137][bookmark: _Toc353146150][bookmark: _Toc353207159]Participants in the survey provided information concerning trainings.  This information includes:  
· Whether the training involved development of an action plan/strategy to apply the knowledge provided; 
· Whether the participants were provided with a contact list of participants;
· Whether and if so, how did the participants use the contact information, and;  
· Mode of instruction (e.g. video sessions, face-to-face, web-based, etc.)
· RBI-UN Women’s helpfulness in addressing participant’s follow-up issues/questions.

Small percentage of participants reported developing an action plan.    Of those who did develop action plans, approximately 85% found it very useful. 

Forty percent of the participants reported  having developed an action plan/strategy to apply the knowledge of the learning activities. Of these, nearly all participants (85%) reported using the action/strategy as part of their work, following the training. Qualitative responses show that participants used the action plans to “sensitize bankers about financing for women SHGs, women micro enterprises, marketing of women products of SHGs etc.” and “to develop discipline among SHG members because duplication of members is being observed.”

Follow up was rare and not considered very useful. 
To gauge the sustainability of the training course, participants were asked if (a) they were provided with a contact list; (b) they used the contact list; (c) they had follow-up contact by the organizers; and (d) organizers followed-up with them. 
Contact information of other participants was provided to nearly 90 percent of the participants. Of these, about half of the participants used the contact information that was provided to continue training related discussions, while the other half of the respondents did not use the information for follow-up. 
[bookmark: _Toc352946037][bookmark: _Toc352947138][bookmark: _Toc353146151][bookmark: _Toc353207160]Nearly two-thirds of the participants reported that there was no follow-up by RBI (64 percent): only about one-tenth of the participants took the initiative to contact RBI to follow-up on the issues or questions on the content of the training. 
Table 3.1: Percent distribution of participants based on their response on activity follow-up
	
	Yes
	No

	Did RBI follow-up?
	36
	64

	Did participants initiate a follow-up?
	11
	89



Participants appreciated the interactive training methods such as case studies, audio visual and field visits.

The participants were asked to rate the effectiveness (on a scale of 1 to 7) of the type of  training technique including classroom based (face-to-face), group activities, conferences/presentations, case studies (including experience sharing), and audio-visual (e.g. films). Figure 3.3 shows the percentage of participants who rated the training technique as “highly effective” (rating of 6 or 7).   Audio-visuals and case studies were considered to be the most effective training method (69 percent), followed by presentations (66 percent) and classroom based (64 percent). Group activities were perceived as least effective. 




Figure 3.3: Percent of participants who regard the training technique as “highly effective”


[bookmark: _Toc348553339][bookmark: _Toc352813638][bookmark: _Toc353207161]
Relevance of the training
What is the relevance of RBI-CAB & UN Women training to the organization’s and participant’s needs? The assessment attempted to answer this question in two ways. First, the questionnaire focused on the participants’ assessment of the training’s relevance to their ongoing work. Second, the assessment examined the training’s relevance to the participant’s organizational approach on promoting gender-sensitive lending and attitudes towards women clients.

Relevance is measured on a 7-point scale ranging from “Not relevant at all” to “Extremely Relevant”. Responses related to perceived relevance of the topics covered were then regrouped into the following three categories:
· Not relevant at all (scale points 1 and 2);
· Moderately relevant (scale points 3, 4 and 5), and;
· Extremely relevant (scale points 6 and 7).
The training was considered moderately relevant to the needs of the participant’s work and to their organization’s needs.
The overall relevance of RBI-CAB & UN Women training to participant’s work and to the specific needs of their organization was perceived as moderately relevant with a mean rating of 4.8 and 5.1, respectively. A third (32 percent) of all participants perceived the topics covered to be highly relevant to the needs of their work while 40 percent of the participants perceived the trainings to have a moderate degree of relevance. None of the participants perceived the activities to be irrelevant to their needs. 

Figure 4.1 Percent distribution of relevance of the training to participant’s work and to their organization’s needs



The perceived relevance of training to the needs of the participants’ work is perceived to be high by 44 percent of participants and moderate by 29 percent of participants. None of the participants perceived the activities to be irrelevant to their work or to their organization’s needs. The distribution of perceived relevance of learning activities to participant’s work and their organization’s needs is shown in Figure 4.1.

Participant’s position in the organization, developing an action plan and follow up by the training organizers increases the overall relevance of the training.

A comparison of the overall relevance, categorising by participant’s professional level in their organization shows that senior level participants find the training more relevant to their work and to the needs of their organization than mid-level professionals who attended the training. Table 4.1 shows the comparison of the overall mean by participant’s position and training features. 

Table 4.1 Comparison of overall mean relevance by participant’s features and training features

	Training and participant features
	Yes
	No
	Significance

	
	
	
	

	Action Plan developed
	5.19
	4.86
	**

	Professional level (mid-level vs senior level)
	4.95
	5.18
	**

	Follow up by RBI-CAB & UN Women
	5.6
	4.98
	**



Follow up after the training by the organizers leads to a higher perception of relevance amongst participants relative to participants who did not receive any follow up. Similarly, participants who developed an action plan found the training to be more relevant than participants who did not develop an action plan.  

In sum, we can conclude that the RBI-CAB & UN Women training was only moderately relevant to the needs of the participant’s organization and to the participants ongoing work. The findings show that senior level participants found the training more relevant than mid-level and junior level participants. This is an expected finding  given that institutional change within organizations usually lies within the purview of the senior management and that th training was focused on brining about institutional change realting to policies.  It is recommended that future trainings focus  on senior level staff and managers to increase the training impacts.  

[bookmark: _Toc348553341][bookmark: _Toc352813639][bookmark: _Toc353207162]Effectiveness of the training
The survey instrument aimed at measuring seven dimensions of effectiveness of the RBI-CAB & UN Women training:
· Raising personal awareness and understanding 
· Raising organizational awareness
· Providing knowledge and/or skills
· Increased understanding of role as an agent of change 
· Helping develop training modules on women's credit needs
· Helping develop training modules on GRB 
· Networking

Figure 5.1: How effective was this type of learning activity in helping the participants learn?  


[bookmark: _Toc348553343][bookmark: _Toc352813640]
Perceived effectiveness of the learning activities was high.

Effectiveness of the training was measured using a 7-point scale. Responses are then averaged over the seven areas and regrouped into three categories: low effectiveness (below 3), moderate effectiveness (between 3-5) and, high effectiveness (above 5).  Average effectiveness was perceived as medium to high with a mean of 5.6. Figure 5.1 shows the percent distribution of participants rating of effectiveness in seven dimensions. 

Comparison of effectiveness across participant’s perceptions and training features shows that effectiveness does not vary significantly according to training features and that the overall effectiveness of the training is consistent when categorizing across various types of training features and participant profiles.

Perceived effectiveness is highly correlated with perceived relevance. 

Scatter plots of the relationship between effectiveness and relevance to work, and relevance of country needs revealed just a few outliers.  TA high degree of correlation exists between relevance to work and relevance to country needs, and perceived effectiveness of activities. Figures 5.3 and 5.4 show the scatter plot between perceived relevance and effectiveness. The coefficient of correlation between perceived effectiveness and relevance to work is 0.70**. 

Figure 5.2: Scatter plot of effectiveness and relevance of the training
[image: ]r=0.59**




[bookmark: _Toc353207163]
usefulness of the training
This chapter presents the participant’s responses on two dimensions of usefulness: usefulness to individual’s work and usefulness within organizations. 

Majority of participants did not develop an action plan during the training. 

One measure of usefulness in this study is participant’s development of action plans in training and their subsequent usefulness at work. All participants were asked if they had developed an action plan/strategy to apply the new ideas they learned during the activity and if they did, whether they have actually used it at work.  Over one-third (43 percent) of the participants did develop such an action plan during the activity, and nearly 37 percent of them  used part/all of the action plan at work as presented in Figure 6.1. 

Figure 6.1 Percent distribution of participants who developed an action and used it in their work


In qualitative responses, one participant mentioned that he/she planned to develop an exclusive training programme on financing for rural women. Participants also explained that developing a plan helped them to better understand various loan schemes available to women and the need for the empowerment of women. 

Over 90 percent of the participants discussed the issues with their colleagues and other counterparts. 

To further gauge usefulness of learning activities, participants were also asked if the issues raised in training had been discussed at work, with local partners, government officials, NGO’s or in the media.  Figure 6.2 shows that over 90 percent of the respondents discussed the issues at work: 63 percent thoroughly and 33 percent occasionally. Just 4 percent reported never discussing the issues raised during training at work. 

Figure 6.2 Percent distribution of participants who discussed the issues raised during the training at work, with colleagues, trainees, customers, government officials, NGO and in media.



The participants were asked to evaluate their usage of knowledge and skills from the course in seven different areas: 
a. Raising awareness on gender issues in your organization
b. Incorporate it in your teaching (i.e. modifying existing curriculum)
c. Introducing new modules on women’s credit needs and GRB in your trainings
d. Training senior management who can then Influence operational rules and regulations

Participants could choose to rate the level of usage on a scale from 1-7 with 1 being “Use Not At All” and 7 being “Use Very Often”.  On the average overall usage (sum of each individuals rating in all seven areas) was rated highly useful with a mean of 5.5 on a scale from 1-7.

Participants’ use of new knowledge acquired through the training is applicable to a few areas of their work. 

Figure 6.3 displays the percent of participants who declared specific areas to be “Not Applicable” for using the knowledge and skills acquired during the training.  Training senior management who can then Influence operational rules and regulations represented the largest proportion of participants, almost half of the participants, who designated training as “Not Applicable” followed by the introduction of new modules on women’s credit needs and GRB within and incorporated across organization trainings r teachings (2o percent). Areas concerning raising others’ awareness on gender issues are least likely to be considered “Not Applicable”.
[bookmark: _Toc352946041][bookmark: _Toc352947142][bookmark: _Toc353146155][bookmark: _Toc353207164]Figure 6.3 Percent distribution of participants who find the training “not applicable” to a specific dimension of their work
[bookmark: _Toc352946042][bookmark: _Toc352947143][bookmark: _Toc353146156][bookmark: _Toc353207165]
When the area of use of the knowledge/skills acquired in the training is considered applicable, the majority of participants use these knowledge/skills very often as presented in Figure 6.4.  Participants are likely to use these knowledge/skills relatively often in the areas of raising awareness on gender issues, in incorporating in their teaching, introducing new gender curriculum  and training senior management on gender issues. 

Figure 6.4 Percent distribution of participants by their use of knowledge and skills acquired through the training



Participants also provided several examples of how the knowledge and skills acquired through the training were utilised. These include:
· Motivating the branch heads to support and promote women enterpreneurs.
· During the training programmes conducted for Newly appointed Probationary Officers in the sessions related to Govt. sponsored schemes as well as Financial Inclusion, the knowledge and skills acquired in this programme was perceived to be very useful. Particularly as the participants were expected to work in rural / semi-urban areas during their initial 2-3 years in the bank. 
· Understanding the concerns of  rural women and their credit assessment, and needs. 
· Creating an environment that will contribute to more women customers availing of and accessing  banking services.
· One participant made a suggestion to corporate office that  the incorporation of  GRB in advance accounts appraisals would be the best method of increasing the speed of dissemination. A circular to all the branches may be helpful in ensuring this takes palce.
· Arranged an exhibition of SHG products at branches and visits of dignitories to the SHG members residence to witness growth of SHG movement.
· Advised a colleague on ensuring equal rights for daughters and sons.
· Spreading awareness among bank branch managers of the need to be gender sensitive in financing for SHGs, JLGs and other rural development banking areas.

Senior bankers from public sector banks are likely to use  the new knowledge and skills from their trainings.

Comparison of mean overall usefulness of the new knowledge and information acquired through the training, according to participant profile  indicate  that  public sector bank participants report higher use of the training information. Similarly, participants who hold  senior positions in their organizations report higher use.

Follow-up by the participant after the training also leads to a higher reported use, as does the development of  an action plan/strategy during the training. 
Table 6.1 Mean usefulness across participant and training features

	Training and participant features
	Yes
	No
	Significance

	
	
	
	

	Follow up by participant
	5.7
	5.4
	

	Action Plan developed
	5.2
	5.6
	**

	Professional level 
(mid-level vs senior level)
	5.33
	5.5
	**

	Type of banks (public vs private)
	5.4
	4.7
	**
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The participant survey examined the extent to which environmental factors related to the work organization, have been helpful or unhelpful in actually using the new knowledge/skills acquired from the training. These factors are:

· Work procedures/regulations
· Colleagues personal and social biases
· Availability of Funds
· Support from leadership/management
· Organization’s incentive system

Mixed messages on organizational factors as obstacles to implementing the acquired knowledge.

Survey results show that an equal proportion of participants considered the environmental factors as being helpful and   unhelpful to the use of knowledge and skills acquired in the training.  The distribution of the participants’ ratings is displayed in Figure 6.4. As shown in Figure 6.4, nearly one-half of interviewed participants referred to the work environment as being helpful in implementing the knowledge acquired. 

Figure 6.4 Percent ratings of helpfulness of environmental factors to use of knowledge and skills 



None of the participants were aware of or had attended any similar training on women’s credit needs or GRB by other organizations (including their own organization). 

None of the participants reported attending a similar training by any other non-RBI or non-UN Women organization. This highlights the training as innovative and an opportunity for both organizations to work collaboratively. 
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Impact of the training
A majority of the participants indicated that training led to an overall positive change.

In the survey, each participant was asked whether the training he/she attended, had led to any overall changes (negative or positive) in the specific area of the activity. The majority of the participants (60 percent) affirmed the occurrence of an overall positive change, no one reported a negative change and a large percentage (40 percent) reported no change.  The distribution is displayed in Figure 7.1.

Figure 7.1 Percent distribution of participant’s responses concerning the overall impact of the training on participants’ knowledge, skills and resources



Impact on the trainings and trainees of the participants’ own courses is limited.

Figure 7.2 shows that just 31 percent of the participants reported that there was a positive change in their trainees and trainings, as a result of their attending the RBI-CAB & UN Women training or as a result of discussing the issues with their colleagues. Nearly 70 percent of the participants noted that they either did not know whether there had been a change or impact on their trainees, or that there had been no change. 









Figure 7.2: Percent distribution of participant’s responses concerning the overall impact of the training on the participants’ own training curriculums and trainees
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Using a 7-point scale, the survey also investigated the impact of the training in terms of negatively/positively influencing four specific areas:  
· Raising organization awareness on gender issues
· Your teaching and curriculum
· Implementing new practices within your work organization
· Influencing operational rules and regulations

Although the participants rated the overall change brought about by the activity as being positive, when impact was decomposed into four specific areas, as described above, the sum of each participants rating was moderate with a mean of 5.5 on a scale from 1-7. A preliminary analysis of the data revealed that the training is “not applicable” to each of the specific areas of interest as depicted in Figure 7.3.










Figure 7.3 Percent distribution of participants who find the training “not applicable” to their work


Figure 7.4 represents the percentages of responses indicating the direction of influence (positive/negative/no influence) of the training, among applicable cases only. When applicable, participants indicated that learning activities have a strong positive influence on teaching and raising awareness, followed by introducing new modules on gender in their course. 

Figure 7.4 Percent distribution of participants’ responses indicating positive/negative response in dimensions of impact
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DETERMINANTS OF IMPACT

Due to the limited number of observations and missing data, a fully specified multivariate regression with all variables of interest could not be performed. Instead, we performed a series of pair-wise correlations between two aspects of use and different aspects of participant and activity characteristics. These correlations revealed that use of the trainings are highly correlated with activity impact. Below are the scatter plots of some of the significant determinants of effectiveness. 

Course effectiveness is highly correlated with impact of the training on participant’s work.

Scatter plots of impact and effectiveness showed that there were not many outliers and that there exists a strong relationship between course effectiveness and course impact on participant’s work. Figures 7.5 show the scatter plot between impact and effectiveness. The coefficient of correlation between effectiveness and impact is 0.60**. 

Figure 7.5 Scatter plot of perceived effectiveness and overall impact of the training
[image: ]R=0.6**

Significantly, higher usefulness of the training is not correlated with higher impact suggesting that the impact of the course may not necessarily be associated with utilization orientation but may be seen as simply an increase in the conceptual understanding ofGRB and women’s issues. Therefore, the positive impact that emerges from these trainings is linked to awareness raising and modifying existing curriculums, rather than initiating new modules or implementing organizational changes. 
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findings and Conclusions 
Summary findings
· Majority of the participants (38 out of 55) were male. Only 8 female participants responded to the questionnaire. Majority of the participants were from public sector banks (39 respondents) and only 6 respondents were from private banks. 
· The main similarity across participant profiles was training – nearly 65 percent of the respondents were involved in conducting trainings in their organization. This is an expected result as the main objective of this course was to “train the trainers” and the target audience was expected to modify their existing curriculums in their organization following participation in the RBI-UN Women training. Over 80% of the participants were mid-level and senior-level employees in their organization.
· Significantly, large numbers of participants were moderately proficient in the technical terminology used in the course implying that they had had some prior exposure to the concepts covered during the course.  
· Small percentage of participants reported developing action plans.  Of those who did develop action plans, nearly 85% found it very useful.
· Follow up after the training, either by the training organizers or by the participants, was rare and not considered very useful.
· Participants appreciated the interactive training methods such as case studies, audio -visual and field visits. Audio-visuals and case studies were considered to be the most effective training method (69 percent), followed by presentations (66 percent) and classroom (64 percent). Group activities were perceived as least effective.
· The training was considered moderately relevant to the needs of the participant’s work and to their organization’s needs with a mean rating of 4.8 and 5.1, respectively (on a 7-point scale ranging from “Not relevant at all” to “Extremely Relevant”). 
· The perceived relevance of training to the needs of the participants’ work is reported as high by 44 percent of the participants and moderate by 29 percent of the participants. None of the participants perceived the activities to be irrelevant to their work or to their organization’s needs.
· Participant’s position in the organization, developing an action plan and follow up by the training organizers increases the overall relevance of the training. The findings show that senior level participants found the training more relevant than mid-level and junior level participants. This finding is expected given that institutional change within organizations usually lies within the purview of the senior management and the fact that training was focused on brining about institutional change in policies. 
· Perceived effectiveness of the learning activities was high with a mean of 5.6 (on a 7-point scale). Perceived effectiveness is highly correlated with perceived relevance. The coefficient of correlation between perceived effectiveness and relevance to work is 0.70**.
· The course was perceived as having a high “interest” value. An overwhelming majority of respondents (96 percent) said that they had either thoroughly or occasionally discussed the issues raised during the training at work, with colleagues, trainees, customers, government officials, NGO and in media. However, when asked to rate the usefulness of the course, the average rating was moderately high at 5.5 (on a 7-point scale). 
· Comparison of mean overall usefulness of the new knowledge and information acquired through the training and according to participant profile shows that participants from public sector banks report a higher use of the training information. Similarly, participants who hold senior positions in their organizations report higher use. Follow-up by the participant after the training also leads to higher reported use and developing an action plan/strategy during the training also leads to higher reported use.
· Support from senior management was considered to be the most supportive factor in utilization of new knowledge, while organizational structures and rules were considered to be least helpful.
· None of the participants reported attending a similar training by any other non-RBI or non-UN Women organization, highlighting this training as an innovative activity and an opportunity for both organizations to work collaboratively. 
· Sixty percent of participants reported a positive change in their knowledge, skills and resources as a result of the training. Average impact was rated at moderately high at 5.5 (on a 7-point scale). Pair-wise correlations between participant characteristics and activity features show that course effectiveness is highly correlated with impact of the training on participant’s work. Surprisingly, higher usefulness of the training is not correlated with higher impact, suggesting that the impact of the course may not necessarily be associated with utilization orientation but simply an increase in the  conceptual understanding of GRB and women’s issues. 
Conclusions
1. Training seems to be an innovative idea since there are no other organizations offering a similar course. There is an opportunity for the three organizations to carve a niche in this area of training.

2. The training is regarded as being useful in raising awareness of gender issues and women’s needs. However, a high percentage of the participants found the training to be inapplicable to their work.

3. Overall effectiveness of the course is consistent across dimensions of training features, i.e. training is regarded as  being effective despite low levels of action oriented training curriculum and limited follow-up.

4. There was limited follow-up after the training from the organizers and the participants. Further, very few respondents noted that they developed an action to enable implementation of the training into their work. 

5. The findings on utilization of knowledge suggest that participants are curious and interested to learn from the course. The majority of participants discussed the issues raised with colleagues and partners. However, the practical application is not as successful. 

6. Positive impact is not necessarily linked to perceptions of higher effectiveness of the course suggesting that the impact of the course may not necessarily be utilization orientation but simply an increase in the conceptual understanding of GRB and women’s issues. Therefore, the positive impact that we can see emerging from these trainings is linked to awareness raising and modifying existing curriculums, rather than initiating new modules or implementing organizational changes. 

7. The value of the course may lie in increasing awareness of gender issues among bankers which is regarded as new and innovative. However, the course may not necessarily translate into a large positive change within existing organizational practices. 
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Training of Trainers Programme on Credit Needs of Women and Gender Responsive Budgeting by Banks

Jointly organized by CAB and UN Women
Jan 22-23, 2012
 
Pre-Test
UN Women will evaluate the course that you are attending in depth.  For this, we invite you to complete our questionnaires.
Your answers to all evaluation questionnaires are anonymous. However, to link your responses to all questionnaires — while maintaining your anonymity — we ask you to create a code and report it on every questionnaire.
To create your personal confidential evaluation code, please write the following:
	The first letter of the village/town/city where you were born: _______
	The first letter of your mother’s first name: _______	
	The year that you started to work: _______						
In each part of the code, if the answer is unknown or not applicable, please write "XX."
For example, a participant born in Goa from a mother first named Shobha, and who started to work in 1983, would have the code: G-S-83.
It is important that you write the exact same code on every questionnaire that you will answer to evaluate this course. To remember the code you just created, please write it on the first page of your binder.
I. 	Your current knowledge of the course topics
Please take your time to read each question and answer carefully. There is only 1 correct answer for each question. Indicate what you believe to be the correct answer by circling the corresponding letter in front of it.
Please do not try to guess. If you don’t know the answer, simply answer “I don’t know.” The purpose of these questions is not to test you, but to evaluate our effectiveness in providing you with a quality course.


	1. 
What is your understanding of sex and gender?

	
	Sex is biological; gender is social. 

	
	Gender is biological; sex is social.

	
	There is no difference; both are same.

	
	I don’t know. 


						
	2. 
Which of the following is not a statement about gender?  

	
	Women can give birth to babies.

	
	Women are emotionally weak.

	
	Only men are capable of labor intensive jobs.

	
	I don’t know. 


	
	3. 
What is your understanding of gender equity?  

	
	Refers to equal treatment of men and women. 

	
	Refers to equal rights, voice, opportunities and responsibilities for men and women in societies, at work and in the home.

	
	Refers to fairness between men and women in access to society’s resources, including socially valued goods, rewards and opportunities.

	
	I don’t know. 



	4. 
What is your understanding of gender mainstreaming?  

	
	Refers to equal rights, voice, opportunities and responsibilities for men and women in societies, at work and in the home.

	
	Refers to the consideration of gender equality concerns in all policy, programmes, administrative and financial activities, and in organizational procedures, thereby contributing to organizational transformation.

	
	Refers to equal treatment of men and women..

	
	I don’t know. 



	5. 
What is your understanding of the protectionist approach to gender equality?  

	
	Recognizes the difference and prescribes different treatment between men and women. However, it reinforces rather than challenges gender differences and stereotypes, often barring women from doing certain things in their own interest, or limiting their spheres of activity.

	
	It takes into account and focuses on diversity, difference, disadvantage and discrimination.

	
	Regards men and women as being the same and therefore sets out to treat women the same as men.

	
	I don’t know. 



	6. 
What is your understanding of the formal approach to gender equality?  

	
	Recognizes the difference and prescribes different treatment between men and women. However, it reinforces rather than challenges gender differences and stereotypes, often barring women from doing certain things in their own interest, or limiting their spheres of activity.

	
	It takes into account and focuses on diversity, difference, disadvantage and discrimination.

	
	Regards men and women as being the same and therefore sets out to treat women the same as men.

	
	I don’t know. 



	7. 
Please indicate which is the correct sequence of steps in the budget cycle.

	
	Approval → Implementation →Audit →Formulation

	
	Formulation → Approval → Implementation →Audit

	
	Approval → Formulation → Implementation →Audit

	
	I don’t know. 



	8. 
Which of the following is not a gender sensitive indicator?

	
	Literacy rate in country X is 75%”

	
	“60% of women in country X are literate, as opposed to 30% five years ago”.  

	
	“60% of women in country X are literate, as compared to 82% of men, and compared to 30% and 52% five years ago”.

	
	I don’t know. 



PLEASE INDICATE IF THE FOLLOWING STATEMENTS ARE TRUE OR FALSE.

	9. Sex disaggregated data is necessary for gender responsive planning and budgeting
	
	True
	
	False
	
	Don’t know

	10. Sex-disaggregated Public Expenditure Benefit Incidence Analyses provides an assessment of the distribution of government expenditure of a given programme between men and women and boys and girls  
	
	True
	
	False
	
	Don’t know

	11. Budgets are gender neutral.
	
	True
	
	False
	
	Don’t know

	12. GRB ensures that the needs and interests of individuals from different social groups are addressed.
	
	True
	
	False
	
	Don’t know

	13. GRB is confined to a gender analysis of budgets
	
	True
	
	False
	
	Don’t know

	14. Gender Responsive Budgeting means a separate budget for women.
	
	True
	
	False
	
	Don’t know

	15. Gender Responsive Budgeting  means spending the same on women and men.
	
	True
	
	False
	
	Don’t know

	16. Gender Responsive Budgeting  means an analysis of the impact of any form of public expenditure or method of raising revenue on women/girls as compared to men/boys.
	
	True
	
	False
	
	Don’t know

	17. GRB is best suited for social sector ministries
	
	True
	
	False
	
	Don’t know

	18. The Gender Responsive Budgeting   approach provides a single blueprint that fits for every context”
	
	True
	
	False
	
	Don’t know



III. Personal Information
	26.  Which of the following best describes the organization in which you have worked the longest since the training?  (Select one.)

	
	Public sector bank
	 
	Private sector bank

	
	Non-governmental organization 
	
	Government department

	
	Other, specify: ____________________________
	
	

	27.  Which of the following best describes the primary type of work you have done the longest since the training?  (Select one.)

	
	Training
	
	Provision of operational support

	
	Management/administration
	
	Other, specify: ____________________________

	
	Teaching/Research
	
	

	
	Other, specify: ____________________________

	
	Highest level (e.g., Top Government Official, Full Professor, President of an organization)

	
	Senior level (e.g., Department Head, Division Head, Associate Professor, Senior Researcher)

	
	Middle level (e.g., Program Manager, Project Leader, Assistant Professor, Technical Expert)

	
	Junior Level (e.g., Research associate, Ph.D. level graduate student)

	
	Entry level (e.g., Intern, assistant)

	
	Other, Please specify: __________________________________________________________________

	29. What is your gender?
	
	Male
	
	Female



III. Your expectations
What do you expect most from this course?
	
	
	


Thank you for completing this questionnaire. 
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ANNEX 2: IMPACT ASSESSMENT Questionnaire 
[bookmark: _Toc348553349]Impact Assessment of RBI-CAB&UN Women Training of Trainers on Credit Needs of Women and Gender Responsive Budgeting

Instructions for Participants Survey

RBI CAB & UN Women had the pleasure to have you participate in the following learning activity:

Title of Training: _____________________________________________________________

Held from: ________________________ 	   to:	 ________________________

Getting your opinion of the above-mentioned training—now that you have had time to reflect on it and incorporate the learning in your work —is very important to help RBI, CAB & UN Women improve their trainings. For this, we ask you to complete this questionnaire. 

The questionnaire has four sections and should take approximately 20 minutes to complete.

Section 1 asks about the relevance of the training.

Section 2 asks about the usefulness of the training. 

Section 3 asks you to compare this training with similar learning activities offered by other organizations.

Section 4 asks about the characteristics of the training, its follow-up and your background.

We need your honest feedback.  Please keep in mind that your responses will be kept confidential, and will be used for the sole purpose of improving CAB & UN Women GRB trainings..

If you have any questions about the questionnaire please call or send a message to Ms. Navanita Sinha at navanita.sinha@unwomen.org 

Thank you for your time to complete this questionnaire.



I. Relevance of the Training

	1.  Since the end of the training, to what degree has the knowledge and learning been relevant to your ongoing work?

	
	
Not    
relevant 
at all      
	
	
	
	 Extremely                                                                   relevant
	

	
	
	1
	2
	3
	4
	5
	6
	7
	
	

	
	
	
	
	
	
	
	
	
	
	



	2.  To what degree have the topics covered in the RBI-CAB&UN Women training been relevant to your organization’s approach on promoting gender-sensitive lending and attitudes towards women clients?

	
	Not    
relevant 
at all    
	
	
	
	 Extremely                                                                   relevant
	

	
	
	1
	2
	3
	4
	5
	6
	7
	
	

	
	
	
	
	
	
	
	
	
	
	



	3.  Did RBI-CAB&UN WOMEN training provide with information and resources to enable you to promote the following?

	a. Promote gender equality and empower women
	
	Yes
	
	No
	
	Don’t know

	b. Improving financial literacy among women
	
	Yes
	
	No
	
	Don’t know

	c. Integrating livelihood options with finance
	
	Yes
	
	No
	
	Don’t know

	d. Reducing bias towards women borrowers
	
	Yes
	
	No
	
	Don’t know

	e. Making bank products accessible to women 
	
	Yes
	
	No
	
	Don’t know

	f. Providing recommendations/suggestion to the policy desk on the need to revise certain norms/policies/product designs that may be detrimental to women’s access to banking services 
	
	Yes
	
	No
	
	Don’t know

	g. Use of GRB tools in studies/research related to the banking sector
	
	Yes
	
	No
	
	Don’t know



	4 a.  Since the training, have you discussed the issues raised in the training, at work, with your colleagues, trainees , bank customers, government officials, NGOs, or in the media?

	
	Never discussed
	
	
	
	Thoroughly discussed
	

	
	
	1
	2
	3
	4
	5
	6
	7
	
	

	
	
	
	
	
	
	
	
	
	
	



	4 b.  Kindly indicate who you discussed the issues with and what were the topics discussed

	1.  	
2.  	
3.  	



II. Usefulness of the Training

	5.  Please rate the degree of effectiveness of the training in each area noted below. 
(If the area was not an objective of the training, please mark “not applicable.”)

	Areas
	Not    effective
at all  
	
	
	
	Extremely effective
	Not
applicable

	
	1
	2
	3
	4
	5
	6
	7
	
	NA

	a. Raising your personal awareness and understanding of the credit needs of women and gender responsive budgeting (GRB)
	
	
	
	
	
	
	
	
	

	b. Raising awareness and understanding of the credit needs of women and GRB in your organization
	
	
	
	
	
	
	
	
	

	c. Providing you with knowledge or skills to conduct training of your staff
	
	
	
	
	
	
	
	
	

	d. Helping you better understand your role as an agent of change to promote gender equality within your organization
	
	
	
	
	
	
	
	
	

	e. Helping you develop training modules on women credit needs in your training curriculum
	
	
	
	
	
	
	
	
	

	f. Helping you develop training modules on GRB in your training curriculum
	
	
	
	
	
	
	
	
	

	g. Helping you develop contacts, develop partnerships and build networks with bankers/trainers for knowledge sharing on gender issues
	
	
	
	
	
	
	
	
	

	
	6.  Have you used the knowledge and skills you acquired in the training for the following purposes? (If you have not worked in the given area since this training, please mark “Not applicable.”)

	Purposes
	Not   
at all  
	
	
	
	  Very
  often
	Not
applicable

	
	1
	2
	3
	4
	5
	6
	7
	
	NA

	a. Raising awareness on gender issues in your organization
	
	
	
	
	
	
	
	
	

	b. Incorporate it in your teaching (i.e. modifying existing curriculum)
	
	
	
	
	
	
	
	
	

	c. Introducing new modules on women’s credit needs and GRB in your trainings
	
	
	
	
	
	
	
	
	

	d. Training senior management who can then Influence operational rules and regulations
	
	
	
	
	
	
	
	
	

	e. Any other examples of using K&S of this training programme
	
	
	
	
	
	
	
	
	




	





	7a.  How would you rate the change—brought by the training—in providing you with knowledge, skills and resources to conduct trainings / discussions with colleagues in your organization on GRB?

	
	Strong   negative change
	
	No Change

	
	Strong   positive     change

	Don’t
Know


	
	
	1
	2
	3
	4
	5
	6
	7
	
	DK

	
	
	
	
	
	
	
	
	
	
	

	7b.  Kindly share with us examples ,if any, of changes in the trainings you conduct on regular basis.

	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	8a.  Has there been a change in your trainees - as a result of your trainings / discussions with colleagues on appreciating the credit needs of women ? 

	
	Strong   negative change
	
	No Change

	
	Strong   positive     change

	Don’t
Know


	
	
	1
	2
	3
	4
	5
	6
	7
	
	DK

	
	
	
	
	
	
	
	
	
	
	



	8b.  Kindly share with us examples of changes, if any.

	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	



	9.  To what extent did the following factors help or hurt the process of using the knowledge/skills that you acquired at the training? 

	Factors
	Greatly hurt   
	
	Neither 
helped
nor hurt
	
	Greatly   helped
	Not
applicable

	
	1
	2
	3
	4
	5
	6
	7
	
	NA

	a. Your work procedures/regulations
	
	
	
	
	
	
	
	
	

	Your colleagues personal and social biases
	
	
	
	
	
	
	
	
	

	b. Availability of Funds
	
	
	
	
	
	
	
	
	

	c. Support from leadership/management
	
	
	
	
	
	
	
	
	

	d. Your organization’s incentive system
	
	
	
	
	
	
	
	
	

	e. Other factors that support or hinder using the knowledge/skills acquired at the training
	
	
	
	
	
	
	
	
	



	10.  How has the training influenced or led to changes in the following areas?
(If the area is not relevant to the training, please mark “Not applicable.”)

	Areas
	Negative influence
	
	No
influence
	
	Positive influence
	Not
applicable

	
	1
	2
	3
	4
	5
	6
	7
	
	NA

	a. Raising organization awareness on gender issues
	
	
	
	
	
	
	
	
	

	b. Your teaching and curriculum
	
	
	
	
	
	
	
	
	

	Implementing new practices within your work organization
	
	
	
	
	
	
	
	
	

	c. Influencing operational rules and regulations
	
	
	
	
	
	
	
	
	

	d. Changes in credit requirement to meet the needs of women 
	
	
	
	
	
	
	
	
	

	e. Other areas or examples of change influenced by knowledge/skills acquired at the training
	
	
	
	
	
	
	
	
	



III. Comparison of the RBI-CAB&UN Women Training with Similar Trainings Offered by Other Organizations

	11.  Did you participate in any similar learning activities on credit needs of women and GRB  offered by other (NON-RBI CAB&UN Women) organizations including your own organisation? (If no, please skip to question 14.)

	
	
	Yes
	
	No
	
	



	12. If yes, please provide the name(s) of the organization(s):

	1.  	

	2.  	

	3.  	



	13. How would you rate the usefulness of the RBI CAB & UN Women training on Credit Needs of Women compared to other  NON-RBI trainings?

	
	RBI
much less useful
	
	About  the same
	
	RBI
much more       useful
	No
opinion

	
	
	1
	2
	3
	4
	5
	6
	7
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	14. How effective was this type of learning activity in helping you learn?

	
	Not effective at all
	
	
	
	Extremely effective
	No     
opinion 

	
	1
	2
	3
	4
	5
	6
	7
	
	

	
	
	
	
	
	
	
	
	
	

	a. Class room (Face to Face)
	
	
	
	
	
	
	
	
	

	b. Group activities
	
	
	
	
	
	
	
	
	

	c. Presentations
	
	
	
	
	
	
	
	
	

	d. Case Studies (eg. E. Experience sharing)
	
	
	
	
	
	
	
	
	

	e. Audio-visual (eg. Films etc)
	                 
	
	
	
	
	
	
	
	



	15. During the RBI-CAB&UN Women training, did you develop an action plan/strategy (e.g., work plans, strategy papers, or policy documents) to apply the knowledge and skills you learned?  
(If no, please mark “no” below, then skip to question 18.)

	
	
	Yes
	
	No
	
	

	16a.  If yes, did you use part or all of the action plan in your work?

	
	
	Yes
	
	No
	
	

	16b.  Please share with us examples of the action plan/strategy developed during the training. 

	
	
	
	
	
	
	



	17. Were you provided with the contact information of other participants in the training, such as e-mail addresses, telephone numbers or mailing addresses? 
(If no, please mark “no” below, then skip to question 20.)

	
	
	Yes
	
	No
	
	



	18.  If yes, how did you use it?

	
	
Never used it

	
	Used it to
 continue training related discussions
	
	Used it to
 organize joint follow-up activities 
	Other uses
(Please specify briefly)


	
	
	
	
	
	
	
	
	
	    
	_____________________________



	
19.  At the time of the training, what was your level of proficiency in the technical terminology used in the training?

	
	Not     
proficient
at all    
	
	
	
	  Highly proficient
	

	
	
	1
	2
	3
	4
	5
	6
	7
	
	

	
	
	
	
	
	
	
	
	
	
	



	20. After the training, did RBI-CAB&UN Women contact you for follow-up issues regarding the training?

	
	
	Yes
	
	No
	
	

	21  After the training, did you contact RBI-CAB&UN Women for follow-up issues or questions on the content of the training? (If no, please skip to question #23) 

	
	
	Yes
	
	No
	
	



	22.  Which of the following best describes the organization in which you are working?  (Select one.)

	
	Public sector bank
	 
	Private sector bank

	
	Cooperative Bank
	
	Other, specify: ____________________________

	
	
	
	

	23. Which of the following best describes your work profile when you were nominated for the training? (Select one)

	
	Training
	
	Banking Operations

	
	Management/administration
	
	Other, specify: ____________________________

	

	24.  Which of the following best describes the primary type of work you have done the longest since the training?  (Select one.)

	
	Training
	
	Banking Operations

	
	Management/administration
	
	Other, specify: ____________________________

	
	
	
	

	25. How would you best describe the level of your  position in your organisation?

	
	Highest level 

	
	Senior level  

	
	Middle level 

	
	Junior Level 

	
	Other, Please specify: __________________________________________________________________


	26. What is your gender?
	
	Male
	
	Female





Series 1	Female	Male	Didn't answered	Public sector bank	Private sector bank	Cooperative bank	Didn't answered	Training 	Banking Operation	Management/Operation	Didn't answered	Junior level	Mid-level	Senior level	Highest level	Didn't answered	8	38	9	39	2	0	14	36	3	5	11	0	25	21	0	9	Gender              Type of Organization                Work profile                               Professional Level                                                

Proficiency in Technical Terminology
Sales	Low Proficient	Moderate Proficient	High Proficient 	8	27	11	Extremely effective	
Face to Face	Group activities	Conference/presentations	Case Studies 	Audio-visual 	64.285714285714278	56.09756097560976	65.853658536585357	69.047619047619037	69.047619047619051	
Percentage

Not relevant at all  1	Relevant to participant's work	Relevant to organization's needs	0	0	2	Relevant to participant's work	Relevant to organization's needs	7.8	0	3	Relevant to participant's work	Relevant to organization's needs	9.8000000000000007	11.8	4	Relevant to participant's work	Relevant to organization's needs	13	15.7	5	Relevant to participant's work	Relevant to organization's needs	37.299999999999997	29.4	6	Relevant to participant's work	Relevant to organization's needs	21.6	33.299999999999997	Extremely relevant 7	Relevant to participant's work	Relevant to organization's needs	9.8000000000000007	9.8000000000000007	Not Effective at all 	
Personal awareness and understanding 	Organizatioinal awareness	Knowledge or skills	Understand role as an agent of change 	Develop training modules on women's credit needs	Develop training modules on GRB 	Networking	4.1666666666666661	0	2.1276595744680851	2.1276595744680851	0	2.2222222222222223	4.3478260869565215	Moderately Effective	
Personal awareness and understanding 	Organizatioinal awareness	Knowledge or skills	Understand role as an agent of change 	Develop training modules on women's credit needs	Develop training modules on GRB 	Networking	27.083333333333332	52.173913043478258	40.425531914893611	31.914893617021278	45.652173913043477	55.555555555555557	36.95652173913043	Extremely Effective 	
Personal awareness and understanding 	Organizatioinal awareness	Knowledge or skills	Understand role as an agent of change 	Develop training modules on women's credit needs	Develop training modules on GRB 	Networking	66.666666666666657	45.652173913043477	55.319148936170215	63.829787234042556	52.173913043478258	37.777777777777779	52.173913043478258	

Did not develop action plan	Action Plan developed and used it at work	Action Plan developed but did not use it 	0.56000000000000005	0.37	0.06	
Never discussed	Ocassionally discussed	Thoroughly discussed	0.04	0.63	0.33	
Awareness of gender issues	Incorporate in trainings	Introduce new modules on gender	Training senior management	10.869565217391305	19.565217391304348	23.913043478260871	41.304347826086953	Not Useful at all 	
Awareness on gender issues 	Incorporate training curriculum	Introducing new modules on gender	Training senior management 	4.3478260869565215	8.695652173913043	8.695652173913043	13.043478260869565	Moderately Useful	
Awareness on gender issues 	Incorporate training curriculum	Introducing new modules on gender	Training senior management 	45.652173913043477	45.652173913043477	50	30.434782608695656	Highly Useful	
Awareness on gender issues 	Incorporate training curriculum	Introducing new modules on gender	Training senior management 	39.130434782608695	26.086956521739129	17.391304347826086	15.217391304347828	
Greatly hurt   	
Work procedures/regulations	Colleagues 	Availability of Funds	Support from leadership/management	Organization’s incentive system	0	0	2.1739130434782608	2.1739130434782608	2.1739130434782608	Neither 
helped	
nor hurt
	
Work procedures/regulations	Colleagues 	Availability of Funds	Support from leadership/management	Organization’s incentive system	52.173913043478258	65.217391304347828	43.478260869565219	36.95652173913043	36.95652173913043	Greatly   helped	
Work procedures/regulations	Colleagues 	Availability of Funds	Support from leadership/management	Organization’s incentive system	39.130434782608695	32.608695652173914	19.565217391304348	41.304347826086953	23.913043478260899	

No change	Positive change	0.4	0.6	
No change	Positive change	Don't know	0.43	0.31	0.26	
Raising awareness on gender issues	Incorporate existing curriculum)	Introducing new modules on gender	Training senior management 	17	13	20	26	
No Impact	
Raising awareness on gender issues	Incorporate existing curriculum)	Introducing new modules on gender	Training senior management 	4.3478260869565215	8.695652173913043	8.695652173913043	13.043478260869565	Moderate Impact	
Raising awareness on gender issues	Incorporate existing curriculum)	Introducing new modules on gender	Training senior management 	45.652173913043477	45.652173913043477	50	30.434782608695656	High Impact	
Raising awareness on gender issues	Incorporate existing curriculum)	Introducing new modules on gender	Training senior management 	39.130434782608695	26.086956521739129	17.391304347826086	15.217391304347828	
0
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