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Annex 1: Evaluation Terms of Reference  

 
MID-TERM EVALUATION OF IOM  

‘GENDER EQUALITY POLICY 2015-2019’ 
 

Terms of Reference 
 

 
1. BACKGROUND 

 
Gender, and in particular gender equality and women empowerment, is not a new topic on the 
agendas of countries, international organisations, non-governmental organisations, universities or 
social movements as it already emerged in the second half of the nineteen century with women 
calling for respect of their rights, and even in many situations, for recognizing that they are also 
entitled to basic rights. The emergence in the 1960s of a universal movement of women raising 
awareness on women’s important role and specific needs in the development and humanitarian 
fields has invited, and on occasion, forced governments and international development agencies to 
respond more actively worldwide.  The concept of gender has evolved over time with for instance a 
focus placed in the 1970s on the concept of ‘Women in Development’, which influenced the way the 
development community integrated women.  The main objectives were to call for social and political 
equality for women, improved education and employment opportunities, and increased health and 
welfare services.  In 1979, a major step was achieved through the adoption of the ‘Convention on 
the Elimination of all Forms of Discrimination against Women’.  
 
In many cases however, separating programme components focussing on women from the global 
programming resulted somehow in the marginalization of women and their roles, the opposite effect 
of the objective of stronger integration into social, economic and political life. In response to this 
problem, the Gender and Development Theory (GAD) in the 1990s started to promote gender 
mainstreaming including equality between men and women.  The Fourth World Conference of 
Women organized in Beijing in 1995 confirmed the need for an enhanced framework for 
international cooperation on gender issues in order to ensure the integrated and comprehensive 
implementation of the concept.    
 
Following the conference, the international community, including IOM, made strong commitments to 
gender mainstreaming and gender balance, including the empowerment of women, and IOM 
decided to develop policy goals to serve as guiding principles for the Organization (MC/1853), which 
state that “IOM is committed to ensuring that particular needs of all migrant women are taken into 
consideration and that equality of opportunity and treatment of men and women is a guiding 
principle of IOM”.  At the Beijing+5 review in 2000, Member States as well as the international 
community confirmed their commitments to accelerate implementation of gender balance.  A certain 
number of measures were implemented at the institutional level in IOM including the creation of a 
specific Gender Coordination Unit (GCU).  
  
IOM’s rapid expansion in terms of Member States and the major increase and diversification of 
operational activities also required further reinforcement of the inclusion of a gender balanced 
approach in internal procedures, rules and regulations for the recruitment of staff, and a proactive 
approach to mainstream gender in the IOM programmes and projects to be implemented. The 
emergence of a new phenomenon, the ‘feminization of migration’, with its specificities and 
sometimes with damaging effects as in the case of ‘trafficking’, also required a change in the way 
migration had to be managed to become more gender sensitive, and as a corollary, more effective in 
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responses provided. In 2006 an evaluation of the Gender Mainstreaming Policy and Strategy in IOM 
was conducted by the Office of the Inspector General (OIG) with a certain number of 
recommendations proposed; ten years later, GCU requested a new evaluation on its current ‘IOM 
Gender Equality Policy 2015-2019’ (C/106/INF/8/Rev.1).   
 
Gender-related activities are implemented today more or less under similar structures and 
mechanisms as in the last ten years, including special allocation of funds, inclusion of gender related 
sections in reports to the Council covering the various initiatives implemented internally and 
externally, organization of workshops,  development of specific programmes and projects, special 
awareness-raising events such as on the occasion of commemorating International Women’s Day, 
active participation in conferences, contribution to and drafting of publications and issuance of 
specific and innovative guidelines and tools. The majority of the work is dedicated to support 
inclusion of gender in all IOM projects and capacity building of different groups of staff. The new 
policy also intends to reinforce accountability mechanisms.  
 
In terms of staffing, reports are regularly presented to the Council on the policy and status of gender 
balance within IOM’s staffing and on progress made or lack thereof. The reports, which are not 
falling under GCU’s responsibility, are prepared by the Human Resources Management (HRM) 
division. The policy does not focus substantially on gender parity and specifies that HRM will 
produce a report and a plan of action on how to achieve gender parity. HRM is in the process of 
recruiting a diversity and inclusion officer to work on the implementation plan. GCU supports gender 
parity with its activities, for instance by organizing Unconscious Bias training and developing a video 
on it for recruitment, and promotes inclusion of gender in instructions and guidelines issued at the 
programmatic, institutional and staffing levels.  The Gender Coordination Unit is invited as an 
observer in the recruitment and rotation processes.  
 
The performance of IOM gender mainstreaming work through established structures, functions and 
activities, including support to gender parity among staff, is reviewed on a yearly basis in a self-
assessment accountability report requested by the UN System-wide Action Plan on Gender Equality 
and the Empowerment of Women (UN SWAP). 
 
 

2. OBJECTIVE OF THE EVALUATION 
 
Paragraph 36 of IOM Gender Equality Policy 2015-2019 specifies that “the Office of the Inspector 
General/Evaluation will conduct a mid-term evaluation two and a half years into the implementation 
of this policy, and a final evaluation will take place after five years. Both evaluations will evaluate 
gender mainstreaming, gender equality results, and the linkages between the two”. Hence, the 
overall objective of the evaluation is:   
 
In line with the scope and objectives of the policy, to evaluate the mid-term overall 
performance and achievements of IOM in mainstreaming gender in its programme activities, 
including an assessment of the mid-term outcome of IOM’s gender policy on migration 
management, in creating a related organisational culture and in promoting gender balance in 
its staffing structure.  
 
As the evaluation will be a complex exercise, it is important to organize the work according to the 
two main components of the policy, staffing and programming activities and results. Being a mid-
term evaluation of the policy implementation, the report will make recommendations for adjustments 
to the policy, if necessary, but the exercise will not be limited to an assessment of the policy results 
during the first years of implementation; it can also include any recommendations on gender related 
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managerial commitments, processes for implementation or gender reporting, being specifically part 
or not of the policy.   
 
For both components, the evaluation will also examine to which extent the policy was implemented 
in ‘isolation’ or was institutionalized as an integrated part of IOM work, taking into account elements 
such as managerial arrangements and organizational structure, allocation of resources, application 
of formal rules and guidelines, capacity building activities and collaboration and partnership.  
 
More specifically, the evaluation will be guided by and answer the following questions: 
 
Relevance: 
 
- Is IOM’s gender policy and related strategy relevant to IOM’s mandate and to other international 

engagements and commitments (for instance recommendations of international conferences, 
the 2030 Agenda for Sustainable Development or gender guidance published by UN Women)?  

- Are the various means, gender markers and targets selected for implementation relevant to the 
policy and its goals? 

- Are the policy and related interventions relevant to address the drivers of exclusion, 
discrimination and unequal power relations and to challenge established gender beliefs and 
norms (for both staffing and programming)?  

- Are IOM institutional processes, frameworks and guidance, such as the Migration Governance 
Framework (MiGOF), the Migration Crisis Operational Framework (MCOF), the organisational 
effectiveness report or IOM budgeting processes, properly integrating a gender dimension? 

 
Effectiveness: 

 
- How effective is IOM in institutionalizing and implementing the gender policy and related 

strategy, in particular through the analysis of the effectiveness of the guidelines, procedures, 
networks, programmes and other mechanisms developed in the framework of the policy? 

- To what extent did the projects and programmes selected address the root causes of gender 
inequality, exclusion and discrimination? Did they bring changes beyond the immediate 
beneficiaries needs? Are the collaborative efforts necessary for an effective implementation of 
the policy and strategy, both at Headquarters and in the field, effective? Is there an 
organizational culture conducive to gender mainstreaming and gender parity? 

- Is IOM’s external partnership effective for the promotion of gender equality? 
- Is IOM’s overall management of gender mainstreaming and for reaching gender parity among 

staff effective, including regarding recruitment, promotion and other aspects that are relevant to 
gender parity such as granting of flexible working time or reports of harassment cases?  What is 
the overall perception of the Organisation towards gender, in particular for a top-down 
supportive approach? 

Efficiency and cost-effectiveness: 
 
- Are the investments made efficient for a proper implementation of the policy (including for 

instance dedicated staffing, training, research, attendance to conferences etc.)? 
- Are investments made efficient for positioning IOM as a gender sensitive lead organisation on 

migration? 
- Are measures taken for implementation cost-effective? 
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Sustainability:  
 
- Is the policy including sufficient elements to guarantee sustainability of the measures 

implemented for gender mainstreaming in programmes and gender balance in staffing?  
- Did the policy contributed to sustainable changes of gender roles and relations (transformative 

change), especially in terms of gender sensitizing among IOM staff, at programmatic level and 
in organizational culture? 

 
Outcome and Impact:  
 
The analysis of the outcome, briefly defined as the immediate impact, and longer-term expected 
impact will focus on the outcome and impact of the implementation of the policy and strategy at the 
programming level in terms of migration management mainly: what changes did the policy bring on 
migration management after two years.  
 
The outcome and impact on gender balance in IOM staffing will be more briefly discussed, with a 
focus on cultural changes, as the effectiveness in implementing measures for reaching gender 
balance is more relevant for the analysis of results achieved (or not achieved). 
 
 

3. METHODOLOGY 
 

Paragraph 36 of the policy also proposes to use as baselines data “IOM’s 2014 reporting under the 
SWAP framework, and global IOM gender equality results aggregated from Country and Regional 
Office reporting”, as for instance presented in the newly established organisational framework 
reporting using a results-based management approach. However, OIG will not limit its analysis to 
those data and will include for instance further analysis of the evolution of the UN SWAP reporting in 
the last five years, considering that it is a self-assessment with its objectivity constraints, and verify 
the data through other specific analysis and channels. 
 
The evaluation methodology will then also consist of an extensive desk review and analysis. The 
Gender Coordination Unit will assist in collecting relevant documentation and provide assistance to 
the evaluator when required. Contribution from other departments and offices will also be needed.  
 
A review of a representative sample of projects and programmes will be conducted in order to 
examine the inclusion of the gender component in IOM programming activities in more details, 
including the establishment of a typology of strategies, interventions, practices and results.  
 
For staffing, the evaluation will review a sample of vacancy notices processing and recruitment, 
including the recommendations of the Appointments and Postings Board (APB) and final decisions 
of IOM’s Director General. The focus will be placed on the P4 to D1 posts where the imbalance is 
problematic, and covering the last five years in order to see if changes have been noticed following 
the adoption of the policy in 2015. 
 
In that regard and taking into consideration the confidential nature of some of the documentation, 
the Charter of the Office of the Inspector General IN/229 specifies under Point 3.1.2 that “OIG also 
adheres to the UNEG ethical guidelines and code of conduct for evaluations”, which includes full 
confidentiality and absence of references in the report that can lead to the identification of any staff 
or specific person, and under point 4.2.1 that OIG staff should have “complete and unrestricted 
access to all records, documents, personnel and physical assets relevant to the subject under 
review at Headquarters, in Administrative Centres and in the regional and country offices”. 
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Interviews (and/or focus group discussions) will be conducted with the members of the GCU and 
with relevant senior staff at Headquarters, in the Regional Offices and Administrative Centres. The 
launch of a survey and comprehensive questionnaire will be further examined taking into account 
surveys already conducted in the last two years, in particular with IOM Gender Focal Points.  

 
4. TEAM COMPOSITION AND INDICATIVE TIMING 

 
In order to have a gender balanced team, a female consultant will be recruited to work with the OIG 
Chief Evaluation and Monitoring, who will act as team leader. The cost of the OIG officer will be 
borne by the Office of the Inspector General, as well as any travel that may be considered relevant. 
The costs of the consultant will be covered by the Gender Coordination Unit, including for travels. 
Working modalities will be further clarified with GCU and the consultant. 
 The evaluation will therefore be a mix of internal/external evaluation, which will be beneficial by 
having an external expertise and vision, coupled with an internal good knowledge of gender in IOM. 
The Chief Evaluation and Monitoring already conducted the evaluation of 2006.   
 
A draft report should be made available to GCU for comments by end-June 2017 with the final report 
available by end of October 2017. The timeframe also takes into account possible delays due to the 
conduct of surveys or for retrieving data, in particular from the recruitment processes. Any further 
delay will be discussed between relevant parties.   
 

Tasks Days 

Development of Evaluation methodology 2 

Desk review 6 

Survey and data analysis 3 

Interviews (outside of field visit) 3 

Field Visits (Two) 8 

Report Drafting/finalizing 8 



7 

 

Annex 2: Evaluation Analytical Framework  

 
OIG Evaluation of IOM Gender Equality Policy—Evaluation analytical framework  
 

Evaluation 
Criteria 

TOR evaluation 
questions 

Evaluation 
Questions 
(Additional Lines 
of Inquiry) 

Means of Verification & 
Data Sources 

 
Relevance – the 
extent to which 
IOM’s gender 
policy and 
related strategy 
are  
relevant to 
IOM’s mandate  

 
1) Are IOM’s 
gender policy and 
related strategy 
relevant to IOM’s 
mandate and to 
other international 
engagements and 
commitments (for 
instance 
recommendations 
of international 
conferences, the 
2030 Agenda for 
Sustainable 
Development or 
gender guidance 
published by UN 
Women)?1 
 
2) Are the various 
means, gender 
markers and 
targets selected for 
implementation 
relevant to the 
policy and its 
goals? 
 
3) Are the policy 
and related 
interventions 
relevant to address 
the drivers of 
exclusion, 
discrimination and 
unequal power 
relations and to 
challenge 
established gender 
beliefs and norms 
(for both staffing 
and programming)?  
 
4) Are IOM 
institutional 
processes, 
frameworks and 

 
How successful 
has IOM been in 
integrating gender 
in HQs, regional 
and country work?  
 
Was the gender 
policy consulted in 
the process of 
planning and 
selecting 
strategies and 
activities?  
 
What has been 
the most valuable 
experience in the 
process of 
developing and 
implementing the 
gender policy and 
strategy? 
 
 
 

 
Analysis of 
documentation, interviews 
and discussions with staff 
at headquarters and 
regional offices regarding 
the contribution of the 
gender policy and 
implementation plan to 
staffing and programming  
 
Interviews and discussions 
with staff concerning 
monitoring and 
accountability 
mechanisms, and use of 
the information collected in 
planning processes. 
 
Document review 
includes:  
- IOM’s Migration 
Governance Framework + 
tools to use the 
framework; 
- IOM’s reporting under 
the SWAP framework; 
- IOM gender equality 
results aggregated from 
Country and Regional 
Office reporting; 
-Progress reports on 
policy implementation to 
the Council, the 
Management Coordinating 
Committee and the Policy 
Coordinating Committee; 
- Revised version of the 
IOM Project Handbook; 
- Migration Initiatives; 
- Regional strategies; 
- Sample of country level 
planning documents; 
- Results frameworks; 
- A review of a 
representative sample of 
projects and programme;  
- A sample of vacancy 

                                                        
1 The evaluation will not include a detail analysis, but will briefly address whether the policy align to International 
Conventions or with UN-SWAP. 
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Evaluation 
Criteria 

TOR evaluation 
questions 

Evaluation 
Questions 
(Additional Lines 
of Inquiry) 

Means of Verification & 
Data Sources 

guidance, such as 
the Migration 
Governance 
Framework 
(MiGOF), the 
Migration Crisis 
Operational 
Framework 
(MCOF), the 
organisational 
effectiveness report 
or IOM budgeting 
processes, properly 
integrating a 
gender dimension? 

 
 
 
 

notices processing and 
recruitment;  
- Planning/strategic 
document related to 
humanitarian settings: 
IOM Principles for 
Humanitarian Action, 
Migration Crisis 
Operational Framework, 
gender markers, 
protection mainstreaming 
checklists and cluster 
standards; 
- Gender balance in 
staffing Plan; 
- Policies promoting 
supporting family 
responsibilities and 
promoting work/life 
balance; 
- RBM institutional 
questionnaires and gender 
audits; 
 
 
Document review for case 
studies:  
- Activity reports, annual 
reports and evaluations; 
thematic reports and 
analysis developed by the 
regional offices 
 
Web surveys to all IOM 
staff; to gender focal 
points and to IOM Offices 
and departments 
 
Appreciative Inquiry 

 
Effectiveness – 
the degree to 
which IOM has  
achieved or is in 
the process of 
achieving the 
results outlined 
in the Gender 
Equality Policy 
2015-2019 and 
Implementation 
plan 2016-2017. 
 

 
5) How effective is 
IOM in 
institutionalizing 
and implementing 
the gender policy 
and related 
strategy, in 
guidelines, 
procedures, 
networks, 
programmes and 
other mechanisms 
developed in the 
framework of the 
policy? 
 
6) To what extent 
did the projects and 
programmes 
selected address 
the root causes of 
gender inequality, 
exclusion and 
discrimination? Did 
they bring changes 
beyond the 
immediate 
beneficiaries 
needs? Are the 
collaborative efforts 
necessary for an 
effective 
implementation of 
the policy and 
strategy, both at 
Headquarters and 
in the field 

What evidence of 
contributions of 
the gender policy 
and 
implementation 
plan can be found 
in IOM’s work?  

Where positive 
results are found, 
what are the 
enabling factors 
and processes?  

What may prevent 
IOM from 
achieving certain 
results? What 
lessons can 
already be drawn 
at this stage? 

What are the roles 
of other internal 
and external 
stakeholders, 
including other 
UN agencies, in 
contributing to 
reach expected 
results?  

What are the best 
examples of how 
the gender policy 
and 
implementation 
plan 
contribute/have 
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Evaluation 
Criteria 

TOR evaluation 
questions 

Evaluation 
Questions 
(Additional Lines 
of Inquiry) 

Means of Verification & 
Data Sources 

effective? Is there 
an organizational 
culture conducive 
to gender 
mainstreaming and 
gender parity? 
 
7) Are IOM’s 
external 
partnerships 
effective for the 
promotion of 
gender equality? 
 
8) Is IOM’s overall 
management of 
gender 
mainstreaming for 
reaching gender 
parity in staffing 
effective, including 
regarding 
recruitment, 
promotion and 
other aspects that 
are relevant to 
gender parity such 
as granting of 
flexible working 
time or reports of 
harassment cases?  
What is the overall 
perception of the 
Organisation 
towards gender, in 
particular for a top-
down supportive 
approach? 
 

contributed to 
gender 
mainstreaming in 
programming and 
staffing?  
 
 
 
 
 
 
 
 

 
Efficiency and 
cost-
effectiveness – 
the extent to 
which IOM’s 
management 
has supported 
the 
implementation 
of the gender 
policy and 
implementation 
plan; and the 
extent to which 
resources have 
been efficiently 
used to achieve 

 
9) Are the 
investments made 
sufficient to 
implement the 
gender policy 
(including for 
instance dedicated 
staffing, training, 
research, 
attendance to 
conferences etc.)? 
 
10) Are the 
investments made 
adequate to 
position IOM as a 
leading 

 
Has IOM invested 
the necessary 
resources 
(human, financial, 
political) to 
achieve the policy 
objectives? 
 
How well has 
senior 
management 
supported the 
implementation of 
the policy? 
 
What do IOM’s 
staff and partners 
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Evaluation 
Criteria 

TOR evaluation 
questions 

Evaluation 
Questions 
(Additional Lines 
of Inquiry) 

Means of Verification & 
Data Sources 

intended results 
 
 
 
 
 
 
 
 
 
 
 

organisation on 
gender and 
migration? 
 
11) Are the 
measures taken for 
implementation 
cost-effective? 
 
 
 
 
 
12) Have the 
organizational 
arrangements used 
to support the 
implementation of 
the gender policy 
and implementation 
plan been 
adequate to 
achieve the 
intended results?  

value most about 
the gender policy 
and related 
strategy? 
 
How have the 
gender policy and 
related strategy 
contributed to 
strengthening the 
capacity of staff to 
mainstream 
gender into IOM’s 
work? 
 
What 
accountability 
mechanisms  
have been put in 
place to monitor 
implementation 
and results?  
 
 

 
Sustainability  – 
the degree to 
which the 
measures 
implemented 
under the 
gender policy 
are sustainable. 
 
 
 
 
 
 
 
 
 
 
 

 
13) Does the policy 
include sufficient 
elements to 
guarantee the 
sustainability of the 
measures 
implemented to 
mainstream gender 
in programmes and 
gender balance in 
staffing?  
 
14) Has the policy 
contributed to 
sustainable 
changes in gender 
roles and relations 
(transformative 
change), especially 
in terms of gender 
sensitizing among 
IOM staff, at 
programmatic level 
and in 
organizational 
culture? 
 

 
Are the results 
and achievements 
likely to be 
durable?   
 
Are the internal 
stakeholders at 
HQ and regional 
and country level 
committed to 
continue to work 
on gender 
integration? 
 
How effectively 
have the gender 
policy and 
implementation 
plan contributed 
to build necessary 
capacity, including 
knowledge, tools 
and guidance in 
order to achieve 
the goals of the 
policy?  
 
At this stage, how 
have the policy 
and 
implementation 
plan already 
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Evaluation 
Criteria 

TOR evaluation 
questions 

Evaluation 
Questions 
(Additional Lines 
of Inquiry) 

Means of Verification & 
Data Sources 

contributed to the 
creation of a 
gender sensitive 
culture in the 
office? What are 
the most relevant 
experiences in 
this area? 
 
 
 

 

Outcome and 
impact –the 
extent to which 
the the gender 
policy and 
strategy are 
likely to make a 
significant 
contribution to 
changes in 
programming 
and staffing; the 
extent to which 
the gender 
policy supports 
transformational 
change within 
IOM 

 

 
15) What has been 
the outcome and 
impact of the 
implementation of 
the policy and 
strategy at the 
programming level 
in terms of 
migration 
management? 
what changes did 
the policy bring on 
migration 
management after 
two years? 

 
16) What has been 
the outcome and 
impact of the 
implementation of 
the policy and 
strategy on gender 
balance in IOM 
staffing? 
 
 

 
To what extent 
have the gender 
policy and 
strategy been 
transformative in 
terms of changing 
gender relations 
at HQ, regional 
and country 
offices, or at least 
built the basis for 
changes 
/improvement? 
 
What do staff and 
partners value 
most about IOM’s 
gender work? 
 
What are the best 
examples of 
short-term and  
long-term 
interventions 
aimed at 
promoting gender 
mainstreaming?  
 
To what extent 
has the gender 
policy and 
implementation 
plan contributed 
to enhancing the 
capacity of staff to 
challenge 
discrimination? 
 
How does the 
GCU monitor 
implementation of 
the gender policy 
and 
implementation 
plan? 
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Evaluation 
Criteria 

TOR evaluation 
questions 

Evaluation 
Questions 
(Additional Lines 
of Inquiry) 

Means of Verification & 
Data Sources 

 
Do these 
mechanisms 
monitor concrete 
outcomes as well 
as structural 
changes? 
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Annex 3: List of respondents  
 
Headquarters, Geneva 
Anh NGUYEN, Head, Migrant Assistance Division, DMM/MAD 
Florian FORSTER, Head, Immigration and Border Management (IBM), DMM /IBM 
Mohammed ABDIKER, Director, Department of Operations and Emergencies (DOE) 

Shabnam MOSSAHEB, Head, Ethics and Conduct Officer, ODG 

Greet DE LEEUW, Director, Human Resources Management Division, DRM/HRM 

Yvonne MORTLOCK, Inspector General, OIG  

Igor CVETKOVSKI, Reparations Division, DOE, IOM  

Leonard DOYLE, Head, Media and Communications Division - Spokesperson, ICP/MCD 

Alison HOLMES, Chief, HR Policy and Advisory Services, Human Resources Management 

Laura THOMPSON, Deputy Director General 

Helder CASTRO, Internal Auditor, OIG 

Theodora SUTER, Head, Gender and Coordination Unit 

Lee KANTHOUL, Gender and Coordination Unit 

Robertshaw GRANT, ICT Business Relationship Manager, DRM/ITC  

Tristan BURNETT, Global Project Coordinator at IOM 

Alessia CASTELFRANCO, IOM Development Fund Administrator, DMM/IOM Development 

Fund 

Davide MOSCA, Director, Migration Health Division 
Sarah LOTFI, Results-Based Management, ODG 
Rana JABER, Chief, Resettlement and Movement Management, RMM 
Renate HELD, Director of Department of Migration Management, DMM 
Clarissa AZKOUL, Deputy Chief of Staff 
Dyane EPSTEIN, Head, Talent Management, Human Resources Management 

Regional Offices 
Jeffrey LABOVITZ, Regional Director, RO Nairobi  
Eugenio AMBROSI, Regional Director, RO Brussels 
Argentina SZABADOS, Regional Director, RO Vienna  
Richard DANZIGER, Regional Director, RO Senegal 
Carmela GODEAU, Regional Director, RO Cairo  
Nenette MOTUS, Regional Director, RO Bangkok  
Marcelo PISANI, Regional Director, RO San Jose  
Diego BELTRAND, Regional Director, RO Buenos Aires  
 
Regional Office Vienna 
Livia Styp-Rekowska, Senior Regional Thematic Specialist, Immigration and Border 
Management Division (IBM) 
Feridoon Barraghi, Senior Regional Resource Management Officer  
Vassiliy Yuzhanin, Regional Project Development Officer  
Sarah Haris, Regional Monitoring and Evaluation Officer  
Ivona Zakoska-Todorovska, Regional DTM Officer, DTM  
Kristina Uzelac, DTM Officer, DTM  
Michael Newson, Senior Regional Thematic Specialist, Labour Mobility and Human 
Development Division (LHD)  
Jaime Calderon, Senior Regional Migration Health Advisor, Migration and Health Division 
(MHD)  
Sacha Chan Kam, Senior Regional Thematic Specialist, Migrant Assistance Division (MAD)  
Peter Van der Auweraert, Head, Land, Property and Reparations Divisions, Department of 
Operations and Emergency, Sub-Regional Coordinator for Western Balkans (to be done via 
skype).  
Argentina Szabados, Regional Director 



14 

 

 
Country Office Vienna 
Marian BENBOW PFISTERER, Head of Office 
Andrea GÖTZELMANN, Head of Assisted Voluntary Return and 
Reintegration Unit 
Evelyn RAINER, Project Coordinator, Gender Focal Point 
Julia RUTZ, Head, Research and Migration Law Unit 
Marianne DOBNER, Deputy Head of Integration Unit 
Elisabeth Hochenegger, Operations Department 
Elisabeth AXMANN-MARCINKOWSKI, Finance Coordinator 
Katie KLAFFENBÖCK, Project Manager, Focal Point Counter- 
Trafficking 
 
Country Office Ukraine 
Alessia Schiavon, Deputy Chief of Mission 
Ester Ruiz de Azua, Gender Focal Point 
Anna Eremina, Oleg Khomyak, Maksym Osavoliuk, Olga Bozhenko, Olga Liuta and Roman 
Lyubchenko, Emergency and Stabilization (E&S) Programme Staff 
Muditha Sampath Henadeera Pathirage, Gender Advisor in Kramatorsk  
Mustafa Alrefai, Larysa Popovska, Resettlement Support Center (RSC) Programme Staff 
Nataliia Koshovska, UNFPA 
Mark Richmond, Marina Mayorova and Roman Horvovyy, Capacity Building for Migration 
Management (CBMM) Unit 
Olga Streltsova, Iryna Mydlovets ,  Ali Chabuk, Irina Titarenko and Katya Ardanyan, Counter 
Trafficking  (CT) Programme staff 
Kiana Tabakova, Leah Morrison and Vlada Ozhydrianova, Monitoring and Evaluation (M&E) 
Unit 
Halyna Meshcheriakova, UN Women  
Anna Rich, Protection Cluster, UN High Commissioner for Refugees (UNHCR) 
 
The mission included interviews with staff at the Rehab Center Hori Clinic, two interviews with 
beneficiaries of the Livelihood program and a meeting with a Community Initiative Group from 
the Social Cohesion Program. 
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Annex 4: Documents reviewed  
 
- IOM Gender Equality Policy 2015-2019 (C/106/INF/8/Rev.1) and Implementation plan 2016-
2017; 
- Staff and Programme Policies on Gender Issues (MC/1853), 7 November 1995. 
- Office of the Inspector General: Evaluation of the gender mainstreaming policy and strategy 
in IOM (CRP/22 issued in November 2006); 
- IOM Strategy, MC/INF/287, 9 November, 2007. 
- IOM Diversity and Inclusion Report, May 2016; 
- IOM Diversity and Inclusion Workplan, May 2016; 
- Gender Parity Within IOM, August 2017; 
- Rotation Guidelines, 2016 – 2017; 
- Organizational Effectiveness Report for 2016; 
- IOM Annual Report for 2016, C/108/4, 12 June 2017 
- IOM Global Activities 2016, may 2017 
- IOM Gender and RBM Guidance, November 2016; 
- IOM Gender and RBM Tip Sheet; 
- RBM and KM in IOM, one year review and next steps, June 2017; 
- IOM Project Handbook second edition, 2017; 
- Gender and Communications Toolkit; 
- Internal Audit SN201603 – Participatory Gender Audit– IOM Dakar (Regional Office) – 26-
30 September 2016; 
- Gender Audit Regional Office Asia and The Pacific, December 2014; 
- UN SWAP reports for 2014, 2015 and 2016; 
- UN-SWAP, A plan to improve gender equality and the empowerment of women across the 
UN system; 
- Overview of IOM’s 2016 UN-SWAP, UN Women; 
- IOM/UNOPS peer review on the UN SWAP for gender equality, UNOPS report; 
- 2015-2016 IOM/UNOPS peer review on the UN SWAP for gender equality, IOM Report; 
- Terms of Reference, IOM Regional Office Gender Focal Points; 
- Terms of Reference, IOM Country Office Gender Focal Points; 
- Gender Marker Guide for Piloting, June 2017; 
- UN statement on Ending violence and discrimination against lesbian, gay, bisexual, 
transgender and intersex people; 
- Status of Women in the United Nations System 2016, UN WOMEN; 
- Mainstreaming a gender perspective into all policies and programmes in the United Nations 
system, Report of the Secretary-General, E/2017/57, 6 April 2017; 
 
IOM Regional Strategies:  
- IOM Strategy in Asia and Pacific (2017-2020)  

- IOM Internal Regional Strategy for Central, North America and the Caribbean (2017-2019)  

- IOM Regional Strategy for Middle East and North Africa (2017-2020)  

- IOM Regional Strategy for South Eastern Europe, Eastern Europe and Central Asia (2015-

2020) IOM Regional Strategy for East and Horn of Africa (2016-2019)  

- IOM Regional Strategy for EU Member States, Norway and Switzerland (2014-2020)  

- IOM Regional Strategy for South America (2017-2020)  

- IOM Regional Strategy for West and Central Africa (2017-2019)  

- IOM Regional Strategy for Southern Africa (2014-2016)  

 

Documents reviewed from Vienna RO 

- Gender Mainstreaming for Secure Borders in Tajikistan (GEMSBO); 

- Final Report to the IOM Development Fund GENDER MAINSTREAMING FOR SECURE 

BORDERS IN TAJIKISTAN (GEMSBO); 
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- Project Proposal: THE MOLDOVA YOUTH HEALTH AND WELL-BEING SURVEY 

SANATATEA MEA; 

- Regional Programme Against Human Trafficking . Phase II; 

- Project Proposal: 6th ANNUAL WOMEN IN POLICE CONFERENCE – 2017; 

- Project Proposal: ASSISTED VOLUNTARY RETURN AND REINTEGRATION 

SUPPORT TO MIGRANTS RESIDING IN TURKEY;  

- First Interim Report – Women in Police Regional Conference 2017;  

 

Documents reviewed from Vienna CO: 

- Final Report to MoI: “CULTRAIN IV – CULTURAL ORIENTATION TRAININGS FOR 

YOUNG REFUGEES”; 

- AUCO – Austrian Cultural Orientation Trainings for Syrian Refugees admitted for the 

Humanitarian Admission Programme (HAP III) to Austria; 

- Trainings for Austrian Migration and Asylum Stakeholders; 

- PROJECT DESCRIPTION “RESTART II - Reintegration Assistance for Voluntary 

Returnees to Afghanistan, Iran and Pakistan”; 

 

Documents reviewed from Ukraine CO: 

- Project Proposal: WASH REHABILITATION AND WINTERIZATION SUPPORT IN 

CONFLICT AFFECTED COMMUNITIES OF DONETSK (NGCA); 

- Promoting Cohesion and Sustainable Community Development in Conflict- 

Affected Communities in the Donbas 
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Annex 5: Institutional surveys2 
 
In the framework of the evaluation, three surveys were conducted to assess the knowledge 
related to the policy, the level of implementation of the policy and its effectiveness: 1) for all 
IOM staff worldwide, to collect their views on the policy in terms of their knowledge and 
interest, their support for implementation as well as their views on IOM institutional support 
for implementation; 2) for the gender focal points (GFP), to gather information on the role of 
GFPs in general and for the promotion of the policy, the institutional and informal support that 
they receive and their perception on changes in IOM gender mainstreaming culture in general 
and related to the policy; 3) for the Regional Directors, Chiefs of Mission and Heads of Office 
to have a formal institutional perspective on the content of the policy and its implementation 
by IOM field offices (contrary to the surveys for the staff and the GFP which was more 
focused on individual opinions).  The overall feedback on the three questionnaires was 
productive with representative rates of return.   
  
For the IOM staff survey, 1166 respondents provided a feedback with an interesting gender 
balance as more or less half of the respondents (53.43 per cent) are female and slightly less 
than half of the respondents (45.28 per cent) are male, with 4.3 % not having indicated their 
gender. In terms of status, the most populated group of respondents (58.23 per cent) come 
from General Service or National Officer positions and about 24 per cent from professional 
categories (P/D staff), with the remaining 18 per cent of respondents having other types of 
contracts (interns, ungraded positions or not specified). The distribution is representative of 
IOM worldwide staff distribution among grades - G/NO and P/D grades; IOM has a total of 
around 10,000 staff worldwide.   
  
Regarding the survey for the GFPs, it was sent to 198 staff who were however not all active 
GFPs at the time of the survey, some being former GFPs and others staff interested in 
gender having asked to be on the list. Currently, IOM has a total of 125 GFPs formally 
registered. Out of 58 respondents, 54 are GFPs and among the 54 respondents, around 74 
per cent have between 0-2 years of work experience as GFP, 15 per cent between 2-5 years 
and 8.62 per cent 5 or more than 5 years.   On the total of respondents, 79.31% are female 
and 20 per cent are male employees. If we consider the total population surveyed under this 
questionnaire and the number of active GFPs of 125, the rate of return can be considered as 
good.  
  
For the survey to the Regional Directors, Chiefs of Mission and Heads of Office, it was sent to 
188 staff, with 44 respondents representing a return rate of 23%. The distribution among the 
different regions (Africa and the Middle-East, Europe and Central Asia, the Americas and 
Caribbean, Asia and the Pacific) was however balanced.        
  

                                                        
2 Surveys were prepared by OIG Chief Evaluation and Monitoring and analyzed by Rushda Abad Khan under the 
supervision of Christophe Franzetti. 
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MID-TERM EVALUATION OF IOM GENDER EQUALITY POLICY 2015-2019 
QUESTIONNAIRE TO GENDER FOCAL POINTS (GFP) 

________________________________________________________ 

 

In total, how many months/years have you been GFP?     

What is your staff category?   G (NO) staff ☐   Grade level: 

P/D staff       ☐  Grade level: 

Other         ☐  Please specify: 

What is your IOM Office or HQs Department?  

What is your gender?   Male ☐ Female ☐ Other ☐  Prefer not to respond ☐

  

___________________________________________ 

 

1. How did you become Gender Focal Point (please select as many options as apply)?  

 

☐ Volunteer   

☐ Appointed by Chief of Mission or supervisor 

☐ Approached by GCU 

☐ Approached by another Department/Office (please specify):  

☐ Other, please specify:  

 

2. Have you already worked on gender issues before becoming a gender focal point?  

 

Yes ☐    No ☐ 

 If yes, please specify:   

 

 

 

3. What handover did you receive from your predecessor or what specific briefing if no 

predecessor (please select as many options as apply)?  

 

☐ Documentation sharing (hand-over file) 

☐ Oral briefing – please specify from whom:  

☐ Training on gender 

☐ GFP specific training/workshop 

☐Other, please specify:  

☐ I did not receive any handover  

 



19 

 

Did you find the above handover to be effective? 

 

Yes ☐  Partially ☐  No ☐  Did not receive any handover ☐ 

 

Comments:  

 

 

 

 

4. Did you receive guidance/coaching from GCU upon appointment as GFP?  

 

Yes ☐   No ☐  Don’t recall ☐ 

  

If yes, how would you assess the guidance/coaching?  

 

☐ Very effective   ☐ Somewhat effective  ☐ Not effective 

 

5. Did you receive GFP Terms of Reference (ToR) upon appointment? 

 

Yes ☐   No ☐  Don’t recall ☐ 

 

Please describe your main and concrete tasks as GFP: 

 

 

 

 

6. Are your tasks aligned to (please select as many options as apply):  

 

☐  Your GFP ToR (if received) 

☐  The new IOM Gender Equality Policy 

☐  Specific local/regional Gender mainstreaming strategy and objectives 

☐  Other:  

 

 

7. Do you receive adequate support from your Regional Director/Chief of Mission/Head of 

Office/Director of Department regarding your work as GFP?  

Yes ☐   Somewhat ☐   No ☐ 

 

 If no or somewhat, please explain: 

 

 

 

 

 



20 

 

  

8. In an average month, approximately how much time do you devote to your role of GFP? 

☐ 0 to 8 hours  ☐ 9 to 16 hours ☐ 17 to 24 hours ☐ more than 25 

hours 

 

 

 

9. What obstacles or enabling factors have you encountered while acting as GFP, if any? 

 

Please describe: 

 

 

 

10. Do you consider that you need to strengthen your capacities to carry out your tasks as 

GFP? 

Yes ☐   No ☐    Not sure ☐ 

 Please explain why:  

 

 

 

11. How regularly are you in contact with other IOM GFPs in your region or from other 

regions?  

 

☐ Regularly – at least once a month  

☐ Sometimes – once every 3 months  

☐ Occasionally – less than once every 3 months but at least once a year  

☐ Not at all  

 

If you answered “regularly”, “sometimes” or “occasionally”, is this contact: 

(please select as many options as apply) 

☐ Your own initiative 

☐ A request from your CoM/HoO   

☐ An initiative of the Regional Office   

☐ An initiative of GCU encouraging regular contacts   

☐ Only when specific requirements emerge 

☐ Other:  

 

12.  How regularly are you in contact with GCU? 

☐  Regularly (at least once a month)    

☐  Sometimes (once every 3 months) 

☐  Occasionally (less than once every 3 months but at least once a year) 

☐  Not at all 
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13. Are you in contact with any GFPs from Ministries, International Organizations, NGOs?  

 

Yes ☐   No ☐ 

 

Comments if any:  

 

 

 

 

14. What have you specifically done to promote the new IOM Gender Equality Policy?  

Please explain:  

 

 

15. What suggestions would you make to achieve better visibility of gender-related work? 

 

Please explain:  

 

 

16. Have you observed positive changes in attitude/culture towards gender in the Organization 

in your capacity as GFP? 

Yes ☐   No ☐     Not sure/No opinion ☐ 

 If yes, briefly explain: 

 

 

17. Do you think that communications (reports, e-mails, documents) and support from GCU 

are useful and facilitate your work? 

 

Yes☐  Partially ☐  No ☐   Not sure/No opinion ☐   

 

 If no or partially, please explain:  

18. Do you feel globally positive about your role as GFP?  

 

Yes ☐  Partially ☐  No☐    Not sure/No opinion ☐   

 Please comment: 
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MID-TERM EVALUATION OF IOM'S GENDER EQUALITY POLICY 2015-2019 

QUESTIONNAIRE TO ALL IOM STAFF 

________________________________________________ 

  

What is your IOM Office or HQs Department?          

What is your gender?  Male ☐  Female ☐    Other ☐ Prefer not to respond ☐  

What is your staff category?  ☐ G (NO) staff   -    Grade level:       

☐  P/D staff        -    Grade level:  

☐  Other         -   please specify:  

 

In total, how many years have you worked for IOM?         

_______________________________________ 

 

1. How well do you know IOM’s Gender Equality Policy 2015-2019? 

 

☐  Very familiar – I have contributed to its development and/or implementation  

☐  Familiar - I have read the policy and know its content  

☐  Somewhat familiar – I have seen the new policy but don’t recall specific details  

☐  Unfamiliar – I was not aware IOM had a new policy on gender  

  

2. How would you rate your interest in: 

 

a) gender parity in staffing: 

  

High ☐  Moderate ☐   Low ☐ No specific interest ☐ 

 

b) gender mainstreaming in IOM projects and programmes:  

 

High ☐  Moderate ☐   Low ☐ No specific interest ☐ 

 

 Comments if any, in particular if low or no specific interest:   

    

  

 

3. Do you think that IOM’s Gender Equality Policy outcomes and impacts can be fully 

achieved by 2019? 

 

a) In terms of staffing: 
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   Fully ☐ Partially ☐  Not at all ☐  Don’t know☐ 

Please explain:   

 

 

b) In terms of programmes and projects:  

      Fully ☐ Partially ☐  Not at all ☐  Don’t know☐ 

Please explain:      

 

  

 

4. Do you think that IOM sufficiently invests in the implementation of the policy and for 

gender mainstreaming in IOM? 

   Yes ☐   No ☐   Don’t know/No opinion ☐ 

 

If you answered “no”, what do you think should be done? (select as many options as   

apply): 

☐ More funds should be allocated to specific projects focusing on gender and migration 

☐ More funds should be specifically allocated to training activities on gender 

☐ More funds should be specifically allocated to promoting gender equality in staffing 

☐ Other reasons/comments:    

 

 

   

5. Do you think that IOM should have a greater role and impact on promoting gender equality 

in the context of migration and on gender-sensitive approaches in programming? 

  

Yes ☐  No ☐  Don’t know/No opinion ☐ 

 

Please comment:      
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6. Do you think that the Gender Equality Policy should include specific reference to 

individuals identifying as LGBTI (Lesbian, Gay, Bisexual, Transgender, Intersex)? 

 

Yes☐   No☐   Don’t know/No opinion ☐ 

 Please explain: 

 

 

 

 

7. Do you promote gender equality – either in staffing or in programming – in your 

work/office?  

 

Yes actively ☐  Yes when needed ☐  Occasionally ☐ Not at all ☐

  

 If yes, what are you concretely doing?       

  

 

8. What are the enabling factors that support your work for promoting gender equality, or the 

obstacles that prevent your promotion ? 

 

 

9. Do you believe:  

 

a) that the Organization is giving sufficient recognition to those involved in gender 

mainstreaming activities? 

  

Yes ☐   No ☐   Don’t know ☐ 

  

b) that your Chief of Mission and/or supervisor is giving sufficient recognition to those 

involved in gender mainstreaming activities? 

  

Yes ☐   No ☐   Don’t know ☐ 

 

If no, please explain: 
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     MID-TERM EVALUATION OF IOM'S GENDER EQUALITY POLICY 2015-2019: 

QUESTIONNAIRE TO IOM OFFICES AND DEPARTMENTS 

_________________________________________ 

 

Office location or Department:                                                          

Does your office have a Gender Focal Point (GFP):   Yes ☐  No ☐   

Total Number of:   Male G staff:          Female G staff:            

   Male NO staff:        Female NO staff:       

   Male P staff:         Female P staff:       

   Male D staff:         Female D staff:       

   Other (ungraded for instance) Male:        Other Female:  

  

1. What new measures/approaches did the new IOM Gender Equality Policy facilitate/inspire 

you to implement in your office/department compared to previous situation? 

 

a) For gender parity in staffing and organizational culture? 

 

 

b) For gender mainstreaming in IOM projects and programmes? 

 

 

No new measures facilitated/inspired:  ☐       

Please briefly explain why:   

 

 

 

2. What most important outcomes related to the new policy have you already achieved or 

plan to achieve in 2019? 

 

 

 

3. How often does your office/department monitor progress on the implementation of the 

policy, including tracking results for reaching related outcomes and impact as requested 

by the policy? 

 

a) In terms of programmes/projects development and implementation:  

☐ Twice a year or more     
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☐ Once a year outside of formal institutional requirements  

☐ Only when needed (i.e., fulfilling institutional requirements such as annual report 

      questionnaires or SWAP reporting)  

☐ No specific monitoring of the implementation of the policy  

 

b) In terms of staffing:    

☐ Twice a year or more     

☐ Once a year outside of formal institutional requirements  

☐ Only when needed (i.e., fulfilling institutional requirements such as annual report 

     questionnaires or SWAP reporting)  

☐ No specific action  

 

 Comments, if any:       

 

 

  

4. How would you rate the success of your office/department in complying with the policy 

and its implementation? 

☐ Very good – complying with/implementing most relevant aspects of the policy  

☐ Good – complying with/implementing several relevant aspects of the policy 

☐ Fair - trying to comply with/implement some aspects of the policy  

☐ Poor – not complying with/implementing any aspects of the policy  

 

5. What internal and/or external factors are preventing your office from properly 

implementing the policy or acting as enabling factors, if any? 

 

 

       

6. Since the adoption of the policy in November 2015, have you implemented any activities 

(projects, conferences, communications etc.) whose principal objective is to contribute to 

gender equality (such as combatting gender-based violence, assisting one particular 

gender, promoting more gender-equitable norms or practices, etc.)? 

Yes ☐       No ☐  Don’t know/Not sure  ☐ 

 If yes, please describe:  
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7. Do you consider that the new Gender Policy and gender-equality related activities are 

relevant to IOM’s mandate? 

 

Yes ☐   No ☐ 

 If no, please explain:  

 

 

 

8. As the UN Migration Agency, do you have an action plan/strategy for promoting gender 

equality in migration at the international level with UN partners and government(s) and to 

reinforce IOM’s gender related role?  

 

Yes ☐   No☐ 

 

 Please briefly explain:  

 

 

 

9. Are you implementing gender equality related activities with other partners (UN, 

governments, NGOs, civil groups)? 

Yes ☐   No☐ 

 If yes, please briefly describe which activities: 

 

 

 

10. Do/did you receive support (technical guidance, financial assistance, etc.) from IOM’s 

Gender Coordination Unit (GCU) at HQ for implementing the policy and related activities? 

  

Yes, direct support ☐  Yes, indirect or partial support ☐   No☐ 

    

Comments if any:      
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11. In your office/department, do you consider that your staff may need increased capacity to 

implement the policy and related strategy(ies)?  

 

Yes ☐  Yes, somewhat ☐   No ☐    

 If yes, please specify:      

  

 

 

12. Who do you think should be responsible for regularly organizing gender-related training? 

(please select all that apply) 

  

☐ GCU at HQs   

☐ HQs/HRM (staffing) and HQs/Dpts (operations)  

☐ Regional offices  

☐ Country Offices  

  

Comments if any:  

 

 

13. Does the Gender Focal Point (GFP) structure add value to the implementation of the 

policy? 

   Yes  ☐  No ☐   Don’t know/Not sure ☐ 

  Please explain why:      

 

 

 

14. Which of the following most accurately describes your perception of the level of 

commitment/resources allocated by the Organization to an effective implementation of 

the Gender Equality Policy?  

 

☐ Fully committed to allocating the required resources  

☐ Partially committed because of global financial constraints 

☐ Partially committed because the policy is not considered a priority  

☐ Partially committed to comply with the minimum requirements of a positive image 

☐ Poorly committed as not part of the organizational culture 

☐ Other (please specify): 
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Comments if any:  

 

 

 

 

15. Do you think that it would be relevant to include LGBTI references in a revised version of 

the policy (N.B. Some Member States have requested to remove them in 2015 for 

approving it)? 

Yes ☐    No☐   No opinion ☐ 

 Please explain:   
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Annex 6: Surveys Analysis 

To facilitate the analysis, the questions have been regrouped by themes under various 

chapters, with some changes in numerical order.  

 

SURVEY ANALYSIS 

Gender Focal Points 
_________________________________________________________________ 

 

Total respondents – 58  

CHAPTER 1: GENERAL INFORMATION  
 

Q1: In total, how many months or years have you been serving as 
GFP? 
Answered – 58/58 
Skipped – 0 
 

GFP Respondents  0-2 years 40  
 

74.07% 

2-5 years  9  16.66% 
5 and above years  5  9.25% 

Total GFP 
Respondents  

 54 100% 

Non GFPs  Other (unclassified)  4  - 
Total 
respondents  

Total  58   
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Q2. What is your staff category?  
 

    
 
 

 
 
 

Q3: Please indicate grade level. 
Answered: 58 
Skipped: 0 
 

Conclusion – Out of 58 respondents, 54 are GFPs. Among 54 GFP respondents, around 
74 per cent of GFP respondents have between 0-2 years of  work experience as GFP. 
About 15 per cent of GFP respondents have between 2-5 years of  work experience as 
GFP. Only 8.62 per cent of GFPs have 5 or more than 5 years of work experience as 
GFPs. The remaining 4 respondents could not be classified in the above mentioned 
time scales as they are not GFPs but have attempted the survey.  
 

Conclusion – Majority of GFPs are G/NO staff. About 41 per cent of GFPs are P/D 
staff. The rest of GFPs of about 10 per cent belong to other category (for instance, 
ungraded or consultant).  
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P1-P5 22 37.931% 
P5 and above 0 0 
G1-G5 7 12.068% 
G5 and above 5 8.62% 
NO (National Officer)  15 25.862% 
Other (unclassified) 9 15.51% 

 

  

Q5: What  is your gender? 
 

  

Conclusion – The most populated group is in the category of grade scales ranging 
from P2-P4 constituting 37.9 per cent (P4 – 9 respondents; P3 – 8 respondents and 
P2 – 4 respondents). Second major category of GFPs are National Officers at 25.8 per 
cent. 12 per cent of GFP respondents belong to G1-G5 positions and about 8 per cent 
of GFP respondents have G5 and above positions.  
*No one from P1 and P5 & above attempted this survey 
 
 
*No one from P5 and above attempted this survey.  
                                                 
 
 

Conclusion – Majority of GFPs are female IOM workers. Or, 79.31% percent of IOM 
GFP respondents are female employees. Only 20 per cent of GFPs are male 
employees. 
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CHAPTER 2: HISTORIAL BACKGROUND/APPOINTMENT   
 

Q6. How did you become Gender Focal Point?  
 

 
 
 
 

 
 

Conclusion – 30 per cent of GFP respondents volunteered to be the GFP. The rest have 
been appointed by Chief of Mission, Supervisor or approached by GCU to be the GFP. 
Therefore, 70 per cent of GFPs have been appointed on a non-spontaneous basis.  
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Q8. Have been already working on gender issues before becoming a 
gender focal point?  
 

 
 
 

 
 

Q9: If yes, please specify: 

 

 
 
 

Conclusion – Around 72 per cent of GFP respondents have already worked on gender 
issues before becoming a Gender Focal Point. Only 27 per cent of GFPs did not work on 
gender issues before. 

Comments – Most GFP respondents who already worked on gender issues mentioned 
that they worked on gender related issues in either their previous jobs, had undertaken 
projects related to gender during their academic studies or have their higher degrees in 
gender related field.  
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CHAPTER 3: SUPPORT AND GUIDANCE  
 
Q10 & Q12: 
 
Q10. What handover did you receive from your predecessor or what 
specific briefing if no predecessor?  
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Q12. Did you find the above handover to be effective?  
 

 
 

 
 

Q13: Comments: 
Answered: 12      Skipped: 46  

 

Conclusion – 58 per cent of GFP respondents did not receive any handover. Out of 
those who received handover, half of them answered they are satisfied and another 
half answered partially satisfied with their handover.  

Comments – On the comments received by 12 GFPs, most of them believe that a 
handover is necessary by the predecessor to facilitate and continue their work as 
GFP.  



37 

 

Q14 & Q15: 
 
Q14. Did you receive guidance/coaching from GCU upon appointment as 
GFP?  
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Q15. If yes, how would you assess the guidance/coaching?  

 
 
  
 

 

 
 
 
 
 
 
 
 
 

Conclusion – 60 per cent of GFP respondents received guidance or coaching from 
GCU upon appointment as the GFP. In the remaining 40 per cent, around 35 per cent 
did not receive any guidance from GCU and about 4 per cent could not recall having 
received any guidance or coaching from GCU.  
Among those who received guidance or coaching from GCU upon appointment, 
around 40 per cent of GFP respondents found training or coaching effective provided 
by GCU. Another 40 per cent of GFPs found guidance or coaching somewhat effective. 
The rest did not find it effective.  
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Q34. Do you think that communications (reports, emails, documents) 
and support from GCU are useful and facilitate your work?  
 

 
 
 
 

 

 
 

Conclusion – Around 69 per cent of GFP respondents found resource materials (reports, 
emails, documents) and support from GCU useful to facilitate their work. Around 24 per 
cent found them partially useful and the remaining few GFPs did not find them useful or 
are not sure.  
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Q35: If no or partially, please explain: 
Answered: 13 
Skipped: 45 

 
 
CHAPTER 4: INSTITUTIONAL /FORMAL FUNCTIONNING  
 

Q16. Did you receive GFP Terms of Reference (TOR) upon appointment?   

 

Comments - Among those who attempted this question gave the following reasons – 
- Inaccessibility of online resources in remote areas  
- Mere forwarding of emails  
- Lack of action points in the resource materials  
- Lack of guidance  
- Time constraints  
- Lack of measures for capacity building for GFPs and other staff on gender 

mainstreaming  
- Language barrier (most documents are sent in English and provide no 

translation for other contexts)  
- Need for more coordination with GCU  
- Lack of support from Senior Staffs, Directors or chiefs of missions  
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Q17: Please describe your main and concrete tasks as GFP: 
Answered – 48/58  
Skipped – 10/58  

 
Q18. Are your tasks aligned to (please select as many options as apply):  
 

 
 
 

Conclusion – 54 per cent of GFP respondents received GFP TORs upon appointment. 
About 37 per cent of GFP respondents did not receive TORs upon appointment. The 
remaining 8 per cent of the GFP respondents could not recall if received any.  

Comments - The main tasks described by the GFP respondents include mostly -  
Information sharing  
Liaison with GCU from time to time  
Attending gender related events  
Ensuring Gender related training of colleagues  
Review of projects/providing technical assistance to the project managers on 
Gender   

Besides, a few others also included other additional tasks they had taken on over the 
period of time like PSEA training, promoting gender parity, organizing gender related 
events for instance on International Women’s Day etc.  
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Q19. Do you receive adequate support from your Regional Director/ 
Chief of Mission/ Head of Office/ Director of Department regarding 
your work as GFP?  
 

 
 

 
 

Q20: If no or somewhat, please explain: 
 
 

Conclusion with multiple options:  
For most GFP respondents, their tasks are aligned to either their GFP TOR or to the 
new IOM Gender Equality Policy. 23 respondents have their tasks aligned to their GFP 
TORs and 20 respondents have their tasks aligned to the new IOM Gender Equality 
Policy. Rest of the respondents have their tasks aligned to either specific local, 
regional gender mainstreaming strategy and objectives or other.  

Conclusion – About 43 per cent of GFP respondents receive adequate support from 
their regional director/Chief of Mission/Head of Office/ Director of Department 
regarding their work as GFP. Another 41 per cent somewhat receives active support 
from them. About 15 per cent of respondents said that they do not receive active 
support from them.  
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Q21. In an average month, approximately how much time do you devote 
to your role of GFP?  
 

 
 
 

Comments - Most respondents pointed to the need for more active support from the 
senior staff to promote gender mainstreaming in their respective work 
(projects/policies) than merely circulating information on gender related events.  

Conclusion – Around 63 per cent of the GFP respondents only devote between 0 – 8 
hours (one working day) on an average every month to their respective role as GFP. 
Around 22 per cent (21.74 per cent) of GFPs spend between 9 to 16 hours (up to 2 
working days). Around 15 per cent of GFPs spend more than 3 working days on an 
average every month to their respective role as GFP.   
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Q22: 9. What obstacles or enabling factors have you encountered while 
acting as GFP, if any? Please describe: 
Answered – 46  
Skipped – 12  
 

 
 
 

CHAPTER 5: CAPACITY BUILDING/EXCHANGE OF EXPERIENCE  
 

Q23. Do you consider that you need to strengthen your capacities to 
carry out your tasks as GFP?   
 

   

Conclusion – Most GFP respondents mentioned cultural factors, personality factor 
(attitude of colleagues and senior staff), time constraints and lack of training as major 
obstacles to carrying out their tasks more effectively as GFPs. Most GFPs see strong 
institutional commitments (including capacity building, funding, gender sensitive culture, 
clear TORs etc.) as the major enabling factor for carrying out their tasks more effectively 
as GFPs. However, quite a few respondents mentioned no major obstacle to their work as 
GFP.  
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Q24: Please explain why. 
Answered – 35  
Skipped – 23  
 

 
Q25 & Q26: 
 
Q25. How regularly are you in contact with other IOM GFPs in your 
region or from other regions?  
 

 

Conclusion – Around 78 per cent of the GFP respondents agreed that they need to 
strengthen their capacities to carry out their tasks as GFPs. The rest either said no or not 
sure.  

Comments – Out of 35 respondents, many consider that they need more time 
allocation, training and funding in order to strengthen their capacities to carry out their 
tasks well as GFP. Others count on their self-initiative, cooperation from senior 
managers as well as networking as important factors for capacity building as the GFP.  
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Q26. If you answered ‘regularly’, ‘sometimes’ or ‘occasionally’, is this 
contact: (please select as many options as apply)  
 

 
 
  
 
 

 
 
 
 

Conclusion – 70 per cent have occasional or no contact with other IOM GFPs. Out of 
the remaining 30 per cent who have contact (regularly or sometimes), 2/3rd 
respondents only get in touch with other GFPs on needs basis. Thus, networking 
among GFPs is not very effective.   
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Q27. How regularly are you in contact with GCU? 
 

 
 
 

 
 

Q28 and Q29: 
 
 
Q28. Are you in contact with any GFPs from Ministries, International 
Organizations or NGOs?  

Conclusion – Around 87 per cent of GFP respondents maintain contact with GCU 
whether regularly, sometimes or occasionally. 13 per cent of GFPs do not have contact 
with GCU.  
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Q29: Comments if any:  
 
Mostly respondents have specified their affiliation with other international 
organizations/NGOs relating to gender.  

 
 
 

CHAPTER 6: EFFECTIVE WORK ON POLICY 
 
 

Q30: 14. What have you specifically done to promote the new IOM 
Gender Equality Policy? Please explain: 
 
Answered – 46  
Skipped – 12  
 

Information dissemination 18 39.13% 
Training 4 8.69% 

Conclusion – Around 71 per cent of the GFP respondents are in contact with GFPs from 
ministries, international organizations and NGOs. Looking at the comments made on 
Q29, we cannot deduce any substantial conclusions.   
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Technical Assistance/support  2 4.347% 
Including gender indicators in the 
projects/ gender mainstreaming 
in programming  

8 17.39% 

Formalization of GFP in the region  1 2.17% 
Not done much or anything  13 28.26% 
 46 100% approx.  

 
 

 
 
Q31: 15. What suggestions would you make to achieve better visibility 
of gender-related work? Please explain: 
Answered – 45 
Skipped – 13  
 

 
 
 
 
 
 
 

Conclusion – The most populated group containing 18 GFPs are involved in 
information dissemination to promote the new IOM Gender Equality Policy. The rest 
are involved in other tasks such as training of their colleagues (4 GFP respondents), 
technical support (2 GFP respondents), including gender mainstreaming in the 
projects/programmes (8 GFP respondents) and formalization of GFP (1 GFP 
respondent). The rest 13 GFPs have stated not having done much in this regard.  
*One interesting insight is from one GFP respondent who stated having done nothing 
on promoting the new Gender Policy due to it being discriminatory towards those who 
don’t consider themselves belonging to the gender binary (masculine/feminine). There 
is no acknowledgement of third gender in the new policy.  

Conclusion - Following are the popular suggestions made by the GFPs who attempted 
this question –  

Inclusion of gender perspective in the projects/work of IOM  

Increased visibility of gender related issues in social media platforms  

More gender based training  

Reporting 

Information sharing among colleagues of gender related events/programs 

Funding for gender based projects  

More time allocation for GFP tasks  

Regular newsletter from GCU  

While very few have no suggestion in this regard.  
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Q32.  Have you observed positive changes in attitude/culture towards 
gender in the organization in your capacity as GFP?  
 

 

 
 

 
  
 

 
 
Q33: If yes, briefly explain: 
Answered: 23 
Skipped: 35 

Conclusion – More or less than half of GFP respondents (55.6 per cent) agree that they 
have observed positive changes in attitude/culture towards gender in the organization. 
While the remaining others (44.4 per cent) have either no opinion or have observed no 
change in attitude/culture towards gender in the organization. 
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CHAPTER 7: OVERALL SATISFACTION  
 
Q36. Do you feel globally positive about your role as GFP?  

 
 

 
 
 

Comments – The GFP respondents gave the following main reasons for positive 
changes in attitude/culture towards gender in the organization –  
PSEA  
Institutional change (gender based policies, gender mainstreaming in the projects etc.)  
Awareness 
Changed attitude of staff  
Training  
While quite a few of them observed no positive change in attitude/culture towards 
gender in the organization.  

Conclusion – Around 58 per cent of GFP respondents feel globally positive about 
their role as GFP. Another 28 per cent of GFP respondents feel partially globally 
positive about their role as GFP. The remaining 13 per cent are not sure or have no 
opinion.  
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Q37. Please comment:  
 

 
 

------------------------------ 
 
 
 

Q4: What is your IOM Office or HQs Department? (optional) 
 
Answered: 45 
Skipped: 13 

*Classified regionally (acc. to UN, classified into 10 regions)  
 
Africa 8  
Asia 6 
North America  2 
South America  3  
Central America  
Eastern Europe  3   
European Union 3   
Middle East 3 
Caribbean  1 
Oceania  1 
Others (unclassified)  11 
IOM HQ 2  
 

 

Comments - The GFP respondents gave certain recommendations which can further 
reinforce their role more positively and globally as GFPs which include –  

- More time allocation for their tasks as GFPs 

- Need for more institutional and management support for gender mainstreaming in 

their respective offices/departments (including change in organisational culture, 

more funding for gender based projects etc)  

- Space constraints? 

- More specific guidance from HQ on gender mainstreaming  

- Need to be contextually sensitive 

Some interesting quotes –  
 The relationship between gender and migration is very interesting, and with more 

insight can develop into an important thematic approach to IOM's activities. 

Nonetheless, it is still addressed as a "tick in the box" and not provided with the 

relevance it deserves. 

 I still think a lot more can be done in IOM looking at the number of female staff in 

higher positions, IOM is a "men's club" and HR management doesn't do anything to 

counter balance that. Things look good on paper but I find that the reality on the 

ground is a lot different, especially when there are complaints and nothing is 

happening/IOM is turning a blind eye. 
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Q7: Please specify the Department/Office that approached you. (Optional)  
*13 answered out of 54 respondents –confidential as can be identified.  

 
 
Q11: Please specify from whom did you receive the oral briefing. 
Answered: 10 - confidential as can be identified. 
Skipped: 48  
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SURVEY ANALYSIS 

All IOM Staff  

______________________________________________________________________________________ 
 
Total respondents – 1,166  

 

CHAPTER 1: GENERAL INFORMATION  
 
Q2. What is your Gender?  
 

 
 

 

Conclusion – More than half of the respondents (53.43 per cent) are female IOM 
employees and slightly less than half of the respondents (45.28 per cent) are male 
IOM employees. Less than 2 per cent of respondents either belong to other gender 
or prefer not to respond. This distribution represents good gender balance 
especially considering that more than one thousand respondents completed the 
survey, a relevant sample.  
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Q3. What is your staff category?  
 

 
 
 

 
 
 
 
 
 
 
 

Conclusion – The most populated group of respondents (58.23 per cent) come 
from General or National Office grade positions. About 24 per cent of respondents 
comprise of P/D staff. The remaining 18 per cent of respondents have other types 
of contracts (ungraded positions for instance or not specified). The distribution is 
representative of IOM worldwide staff distribution among grades - G/NO and P/D 
grades.  
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CHAPTER 2: KNOWLEDGE AND INTEREST  
 
Q6. How well do you know IOM’s Gender Equality Policy (2015-2019)?  
 

 
 

 

Conclusion – Around 92 per cent of IOM Staff respondents are familiar with IOM 
Gender Equality Policy (2015-2019) out of which 7.68 per cent of respondents 
are very familiar to the policy and have contributed to its development and 
implementation in their respective programmes/projects, 43.94 per cent are 
familiar with the content of the policy and 40.20 per cent recall being somewhat 
familiar to the policy. The remaining 8.18 per cent of respondents stated being 
unfamiliar with the policy.   
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How would you rate your interest in: 
 
Q7. Gender parity in staffing:  
 

 
 
 

 
 
 
 

Conclusion – Around 52 per cent of respondents have high interest for gender 
parity in staffing. 42 per cent of respondents have moderate interest for gender 
parity in staffing. The remaining 5 per cent of respondents have either low or no 
specific interest for gender parity in staffing.  
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Q8. Gender mainstreaming in IOM projects and programmes:  
 

 
 
 

 
 
Q9. Comments if any, in particular if low or no specific interest in terms 
of staffing or gender mainstreaming in programmes/projects:  
Answered: 72                  
Skipped: 1,096  
 

Conclusion - More or less half of the respondents (51 per cent) show high interest 
for gender mainstreaming in IOM projects and programmes. Around 43 per cent 
of respondents have moderate interest for gender mainstreaming. Around 6 per 
cent of respondents either have low or no specific interest for gender 
mainstreaming in IOM projects and programmes.   
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Do you think that IOM’s Gender Equality Policy outcomes and impacts 
can be fully achieved by 2019?  
 
Q10.  In terms of staffing:  
 

 
 
 

Comments: Not many comments were made on this question. However, out of the 
comments received, respondents gave the following most common reasons for 
stating no specific or low interest in gender mainstreaming   

 Gender is considered as secondary consideration (due to lack of personal 
attitude/interest, cultural factor, donors’ interest etc.)   

 Lack of institutional support  
 Lack of knowledge  
 Discriminatory nature of the policy (preference given to females, gender 

imbalance, no recognition of LGBTI in the policy etc.)  
 Organizational culture not conducive to gender mainstreaming   

 
 

 

 



60 

 

 

 
Q11. Please explain:  
Answered: 249 
Skipped: 918   

 
 

 
 
 
 
 

Conclusion - In terms of staffing, around 80 per cent of respondents think that IOM’s 
Gender Equality Policy outcomes and impacts can be achieved by 2019 out of which 
55 per cent stated “partially” and around 25 per cent of respondents stated “fully”. 
The remaining 20 per cent of respondents do not think or are not sure that the 
achievement is feasible by 2019.  

Comments: Around 21 per cent of respondents provided comments. Among them, 
many raised the following most common impediments for successful implementation 
of IOM Gender Equality Policy by 2019 in terms of staffing -   

 Lack of training of staff on gender parity  
 Cultural contexts not conducive to female participation in the organization 

(culture of the host country; depends on the situation in every office)   
 Discrimination (for instance, female preference, pay gap etc.)  
 Funding issue  
 Organizational culture (IOM’s culture is not conducive to meaningfully 

implementing such types of policy)  
 Leadership/ senior management attitude (impediment due to the attitude of 

senior management staff; women remain underrepresented)  
 Time constraint  
 The issue of gender treated as secondary consideration 
 Merit argument (choosing the best candidates based on their credentials and 

work experiences)     

While some respondents gave the following suggestions that can help the 
organization towards achieving policy goals and impacts in terms of staffing in 
near future -  
 Training and capacity building of staff/employees on gender parity  
 Gender balance at senior level positions or promotion of female employees at 

senior level positions    
 Building gender sensitive culture  
 Changing the organizational culture of IOM 
 Local community support   
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Do you think that IOM’s Gender Equality Policy outcomes and impacts 
can be fully achieved by 2019?  
 
Q12. In terms of programmes and projects:  
 

 
 
 
 

 
 
 

Conclusion – In terms of programming, around 83 per cent of respondents agree 
that IOM’s Gender Equality Policy outcomes and impacts can be achieved by 2019 
out of which more or less half of the respondents think that policy outcomes and 
impacts can only be “partially” achieved by 2019 while 28 per cent believe that 
policy outcomes and impact can be “fully” achieved by 2019. The rest 17 per cent of 
respondents do not think or are not sure that the policy outcomes and impact can be 
achieved at all by 2019.  
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Q13. Please explain:  
Answered: 191                  
Skipped: 976  

 
 

 
 
 
 

Comments - 16 per cent of respondents provided comments. Most common 
concerns raised that can possibly hinder achieving the policy goals of gender 
mainstreaming in programmes/projects by 2019 are the following –  

 Cultural contexts not conducive to promoting gender equality in the 
projects/programmes 

 Narrow conception of the policy and of the term gender as understood by 
IOM staff  

 The issue of gender seen as secondary consideration/ of low priority by IOM 
staff 

 Donors’ interest  

While a few others gave the following recommendations –  
 Training on gender mainstreaming in projects/ programmes to all IOM staff  
 Positive leadership/ senior management support  
 The need for female staffing  
 Monitoring of the projects/programmes on a regular basis  
 Institutional support including funding/provision of resources in order to 

promote gender mainstreaming in the projects/programmes  
 Awareness raising  
 The need for policy to be made more specific – specific TORs on gender 

mainstreaming in the projects/programmes  

Some interesting quotes –  
 “It is likely to be much easier to achieve relevant outcomes to ensure that 

programmes and projects mainstream gender issues, including by 
mandating that all proposals, reporting etc. include a gender analysis. 
However, the Policy could be more specific in terms of defining which 
documents should include gender issues. 'Key strategic planning documents' 
is a bit vague.”  

 “I am struggling with the formulation of the intended gender equality results 
especially in humanitarian settings. I don't think gender equality can or 
should be a programme /project result in humanitarian assistance. I don't 
think it’s clear from the current formulation what are appropriate results. 
Gender sensitive programming and protection mainstreaming results are 
different from gender equality in my view. The expected impact and outcome 
is not entirely clear from the document.”  
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Q20. Do you promote gender equality – either in staffing or in 
programming – in your work/office?  
 

 
 
 

 
 
 
 

Conclusion – Most IOM staff respondents (92.38 per cent) promote gender equality 
in staffing and programming in their work and office, out of which 46.07 per cent do 
it actively, 33.95 per cent do it on needs basis and 12.36 per cent do it occasionally. 
The remaining 7.62 per cent of IOM staff respondents do not promote gender 
equality in any way (noting that they may not have such opportunities in their type 
of job).  
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Q21. If yes, yes when needed or occasionally, what are you concretely 
doing? 
Answered: 256 
Skipped: 911  

 
 

 
 
 
Q22. What are the enabling factors that support your work for 
promoting gender equality, or the obstacles that prevent your 
promotion? 
Answered: 866  
Skipped: 301 
 
 
 
 

Comments - Around 22 per cent of respondents provided comments. The respondents 
described the following activities/functions they are involved in for promoting gender 
equality –  
 Personal attitude (fair recruitment, fair treatment, respect for all genders)  
 Promoting gender sensitive culture (including mentoring on gender equality)  
 Supporting gender balance in staffing/ gender parity  
 Ensuring training of staff on gender equality  
 Information sharing  
 Celebrating International Women’s Day, IDAHOT etc.  
 Positive discrimination  
 
Some quotes about positive discrimination –  
- “Even if the beneficiaries of the project are migrants and most of our migrants are 

male I try my best to refer woman with presumptive TB symptoms for TB 
diagnostics.”  

- “Within my scope of responsibility and access to resources, more attention is given 
to non-male staff members, whenever there is a learning opportunity, maternity-
related issues or promotional opportunity involved.”  

- “Promoting gender mainstreaming in my program by ensuring more vulnerable 
women and girls are targeted by project results.” 
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Comments - 74 per cent of respondents gave comments highlighting the factors that 
support and/or prevent them from promoting gender equality.  
 
Most common enabling factors that support the work of respondents for promoting 
gender equality are the following:  
 
 Working Environment (favorable team and respectful environment; open 

minded and listening attitude of peer workers; conducive to gender equality); 
 Female Staffing (the need to have presence of female staff in unconventional 

gender roles):  
- “IOM's policy on gender equality - what prevents this is when we don't have a big 

enough pool of female staff that fit the criteria - mainly in emergency related 
jobs because IOM's culture in the emergency field was to prioritize males due to 
the thought that females did not fit - this school of thought I believe has 
changed in recent years - so we are playing catch up; more leadership roles for 
women”; 

 Institutional Support and commitment; 
 IOM Gender Equality Policy as an enabling factor;  
 Training (Suggestion to increase the training about Gender; For instance, the ‘I 

know Gender’ training in particular is a very relevant tool; more internal staff 
training recommended): 
- “The availability of training pertaining to gender sensitivity/equality, and visible 

promotion of the concept across departments.” 
- “Training and prior knowledge about the gender approach. As well as the tools 

provided by the Gender Unit at Headquarters.”  
- “There is a need to have more trainings on gender, promoting this issue for the 

public and partners.”; 
 Personal attitude/behavior (Personal attitude/behavior – respecting both 

genders and treating them equally; respect other gender; respecting each other’s 
preferences; following the rules and respecting staff; Self-initiative, fair 
treatment) 
-   “With love and respect for everyone's opinions and differences, we can make a 
better world.”; 

 Senior Management Support (Good management who is aware of gender; Senior 
Management commitment; support from supervisor; managers who understand 
the importance of gender equality);  

 Proactive role of Gender Focal Point in promoting gender equality. 
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Comments (continue) 
 
Some significant obstacles were raised by the respondents which could plausibly 
hinder their promotion for gender equality –  
 Gender issue perceived as of secondary importance/consideration (general lack 

of interest about gender equality results; lack of interest in the subject from male 

colleagues);   

 Cultural contexts/ values:   

-  “Local culture may be an obstacle sometimes. Female staff cannot travel alone 

or be posted far from the family especially if they are not married. One female 

colleagues had to wait 6 months to find an accommodation as owners did not 

want to rent a house to a single woman. In this context, respecting simple 

reporting lines (reporting to a woman) might be difficult to accept even for 

generally more educated people as IOM/UN colleagues. Removing cultural 

barriers should be the first step but it takes long.” 

- “Cultural factors in some country offices that prevent gender equality in access 

to education, leadership, and job travel.”;  

 Attitude of Senior Management Staff/Leadership (lack of interest in promoting 

gender issues by senior management staff/supervisors/chiefs of mission/HoDs):  

- “Several superiors do not take issues of sexism or gender equality within the 
office environment seriously…”; 

 Female staff qualifications (difficulty to find professional and experienced 

females);  

-  “Difficulty in finding local qualified female staff makes it difficult to have gender 

balance in the office. For programming, cultural norms and pre-defined gender 

roles, especially in conflict areas and/or conservative societies make difficult to 

engage female in more complex interventions.”;  

 Lack of Funding:  

-  “Global gender policy is an advance. More budget is needed.” 

- “Enabling factors is the positive perception of staffs towards gender promotion 

and the obstacle factor is funding problem that hinders the promotion.”; 

 The Culture of Patriarchy (encompassing the prevailing culture of male 

dominance, organizational culture, gender stereotypes):  

- “There is a great, but quiet, feeling among many females that IOM is male 

dominated and females are not to succeed ahead of males. This is seen in 

comments, removing senior females from email chains, interrupting during 

meetings, not asking opinions, etc.” 

- “Several superiors do not take issues of sexism or gender equality within the 

office environment seriously…”; 
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CHAPTER 3: IOM’S INSTITUTIONAL ATTITUDE  
 
Q14. Do you think that IOM sufficiently invests in the implementation of 
the policy and for gender mainstreaming in IOM?  
 

 
 

Comments (continue) 
 Lack of Institutional Support: 

-  “The main obstacle to my promotion has been - FOR YEARS - the rotation 
system. Before reaching gender equality, we must first address the DIFFERENT 
needs of men and women. This is a dual system: we are not doing this if we 
implement the same rotation system for men and women. Women's needs ARE 
different: reaching their 40's they do NOT necessarily want to move and a vast 
majority want to settle down if they haven't had kids yet. This is a reality that 
IOM is conveniently bypassing. In addition, the retrograde rotation policy only 
addresses the need of traditional families (single people or families with kids 
where one person follows the other), completely disregarding the fact that 30 to 
40% of families are actually following a different model!! The Administration 
should really look into why it is losing such an amount of skilled and dedicated 
staff.” 
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Q15. If you answered “no”, what do you think should be done? (Select as 
many options as apply):  
 

  

Conclusion – 45.66 per cent of respondents consider the investments made by IOM 
“sufficient” for the implementation of the policy as well as gender mainstreaming 
within the organization. Around 28 per cent of respondents do not consider the 
investments sufficient and the remaining 26. 46 per cent are not aware or have no 
opinion on the investments made by IOM for implementation of the policy and gender 
mainstreaming within the organization.  
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Q16. Do you think that IOM should have a greater role and impact on 
promoting gender equality in the context of migration and on gender-
sensitive approaches in programming?  
 

Conclusion with multiple options – The most populated group of respondents 
favor for more funds’ allocation to training activities on gender (220 votes) and 
promotion of gender equality in staffing (215 votes) as the crucial investments to 
be made towards the implementation of the policy. While many (191 votes) also 
favor for more allocation of funds to specific projects focusing on gender and 
migration.  
 
Also, 75 comments were received by respondents who gave other critical 
actions/activities besides the given three options for IOM in order to implement 
the policy effectively:  
 Timely monitoring/gender audits (to check if departments and offices 

integrate gender perspective in staffing and project planning);  
 Promotion of female staff in higher/senior positions or targeted promotions;  
 Recruitment:  

-  “More vigorous efforts in recruitment, succession planning and targeted 
promotions.”; 

 Promotion of gender sensitive culture through awareness raising activities on 
gender:  
-  “It’s less about funds than unconscious biases of management.”  
- “Funding is only part of the issue. A change in mindset of who can be 

competently in a position is also a contributing factor.”; 
 Information sharing/awareness raising on gender issues 

- “There should be more awareness and understanding created about the policy 
and this is not about the funds all the time.”  

- “Dissemination of best practice stories related to gender equality to all staffs 
worldwide would inspire and be needed.”;  

 Mentoring;  
 Senior Management Support for gender mainstreaming in projects/gender 

parity.  

A few others also brought up some crucial steps for IOM to consider like 
strengthening GCU, encouraging male participation in gender related activities, 
hiring gender expert at the regional level, more time and space allocation for GFPs 
etc.  
 
On the other hand, merit argument was also put forth by few respondents (5 
respondents) who expressed that positive discrimination towards women in 
recruitment process will not be an effective measure in the long run and therefore, 
stressed the need to hire more ‘qualified’ female staff.   
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Q17. Please comment:  
Answered: 132 
Skipped: 1,035  

Conclusion – 85.57 per cent of IOM staff respondents agree that IOM should have a 
greater role and impact on promoting gender equality in the context of migration and 
on gender-sensitive approaches in programming. Only 5 per cent do not agree on 
IOM’s greater role on promoting gender equality and 9.35 per cent of staff 
respondents hold no opinion.   

Comments: 11 per cent of respondents provided comments. On IOM’s greater role on 
promoting gender equality in the context of migration and on gender sensitive 
approaches in programmes, following are the common concerns raised –  
 The issue of gender is perceived as secondary consideration by IOM staff; 
 Narrowness of the policy:  

- “Women, girls, boys and men have different needs and it’s the role of IOM to 
ensure those needs are fully addressed in the context of migration and on 
gender-sensitive approaches in programming.”   

- “Yes particularly for LGBTI. The current policy is focusing too much on woman 
and it should equally consider man and LGBTI.”  

 Donors’ interest and donor governments’ priorities  
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Q18. Do you think that the Gender Equality Policy should include 
specific reference to individuals identifying as LGBTI?  
 

 
 

 
 
 
Q19. Please explain:  
Answered: 158  
Skipped: 1,009  

Conclusion – Majority of IOM staff (64.43 per cent) favor inclusion of specific 
reference to LGBTI in the Gender Equality Policy. 17.32 per cent of staff 
respondents does not favor it and remaining 18.24 per cent of respondents do not 
know or have no opinion on it.  
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Do you believe –     
Q23. a) That the organization is giving sufficient recognition to those 
involved in gender mainstreaming activities?  
 

 

Comment -  13 per cent of respondents provided comments. Most comments were 
along those lines –  
 Lack of recognition (the need for social inclusion and respect for LGBTI community 

in the workspace and society)  
 Personal attitude (secondary consideration; discrimination and bias towards 

LGBTI community due to differences in personal opinion, cultural values, religion 
etc.)  

 Cultural/religious context not conducive to LGBTI acceptance/recognition:  
- “This is quite problematic considering the diverse and often sensitive and 

prohibitive cultural contexts in which IOM operates in. This may present a 
minefield which may negatively affect IOM's programming in other contexts. The 
two areas should be considered separate portfolios.”  

 State laws/national context not conducive to LGBTI acceptance/recognition:  
-  “However, in some regions, these are very sensitive issues to deal with, especially 

with governmental counterparts.”  
- “Because there are member countries of the United Nations who have laws that 

are against LGBTI.”   
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Q24. b) that your Chief of Mission and/or supervisor is giving sufficient 
recognition to those involved in gender mainstreaming activities?  
 

 
 
 

 
 

Conclusion – More or less half of the IOM staff respondents agree that IOM is 
giving sufficient recognition to those involved in gender mainstreaming activities. 
20.32 per cent does not agree that IOM is giving sufficient recognition and 31.18 
per cent of respondent do not know on this.  

Conclusion – 60.28 per cent of IOM staff respondents believe that their Chief of 
Mission and supervisor give sufficient recognition to those involved in gender 
mainstreaming activities. 13.16 per cent do not believe that their Chief of Mission or 
supervisor gives sufficient attention or recognition to those involved in gender 
mainstreaming activities. 26.56 per cent of respondents are not aware of this.  



74 

 

Q25. If no, please explain:  
Answered: 87 
Skipped: 1,080  
 

 

Comment - 7 per cent of respondents provided comments. Among the comments 
received, plausible reasons for senior management staff in not recognizing those 
involved in gender mainstreaming activities are –  
 Gender issues are seen as secondary consideration and not a priority (*due to 

personal attitude/opinion, cultural values, patriarchal organizational culture etc.) 

 Lack of funding 

 Time constraint   
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SURVEY ANALYSIS 

IOM Offices and Departments  
_______________________________________________________________________ 

 
Total respondents – 44  

CHAPTER 1: GENERAL INFORMATION  
 

Q1. Office/Department (Not all respondents provided the information).  
 
IOM Regional Offices Number of Offices 
1. Central & North America & the Caribbean  3 
2. South America  2 
3. Asia and the Pacific 5 
4. South Eastern Europe, Eastern Europe & 
Central Asia  

3   

5. European Economic Area  6  
6. East Africa & the Horn of Africa   
7. Middle East & North Africa  3 
8. Central & West Africa  4 
9. Southern Africa  1 

 
 

Q2. Does your office have a Gender Focal Point (GFP)? 
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CHAPTER 2: POLICY IMPLEMENTATION  
 
What new measures/approaches did the new IOM Gender Equality 
Policy facilitate/ inspire you to implement in your office/department 
compared to previous situation? 
  
Q4. a) For gender parity in staffing and organizational culture?  
Answered: 25    
Skipped: 19  

 

 

Conclusion – Most respondents (88.64 per cent) have a GFP in their respective 
offices. Only 5 out of 44 respondents don’t have a GFP.  

Comments - Following are some measures taken by the respondents post the new IOM 
Gender Equality Policy –  
 Appointment of a GFP 
 Building Gender sensitive environment  
 Positive discrimination for women in higher grade levels/position  
 Promoting gender balance in recruitment  
 Promoting gender balance in all grades and across all units in the offices  
 Awareness raising  
 Training for staff on gender parity  
 Guidance for gender mainstreaming/ gender equality  

While a few have not taken any measure yet, some respondents said that they had 
already started considering gender balance prior to the new policy.  

-  “In accordance to Policy In/233, IOM Colombia prioritizes the selection of women, 
mostly when it comes to high-grade Jobs.”  

- “Ensure gender is adequately considered during recruitment and hiring of new 
staff. Consider gender balance not just across total number of staff but across all 
grades and across units in the mission.” 

- “Continual efforts at awareness raising and promotion of gender balance and 
sensitivity.”  

- “The IOM Gender Equality Policy has provided me with the necessary guidance to 
translate the policy into action at country level. It has also raised overall awareness 
of gender issues and has helped build the capacity of DRC's two gender focal points 
who are now playing a more active role in the inter-agency gender network. As a 
fervent advocate of gender equality, this policy has provided me with the necessary 
arguments to push this agenda forward and break down preconceptions stemming 
from past gender insensitive approaches and practices.” 
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Q5. b) For gender mainstreaming in IOM projects and programmes?  
Answered: 23              
Skipped: 21  
 

 
 
 

Comments - Among those who attempted the question, following are some 
measures taken by the respondents post the new IOM Gender Policy for gender 
mainstreaming in the projects and programmes –  
 Training to implement gender mainstreaming in the projects/programmes 
 Awareness raising on gender mainstreaming/gender equality  
 Inclusion of gender indicators when developing or implementing projects and 

programmes  
 Ensuring equal involvement of male and female staff in programmes  
 Applying gender sensitive approach  

Some also took a more proactive role like creating an internal working group by/of 
gender specialists in each programme in the office and ensuring gender 
disaggregated data to take into account the special needs of the beneficiaries. One 
respondent also brought to the light the problem of lack of resources and funding to 
ensure gender mainstreaming in the projects and programmes.  

-  “The policy has provided the mission with a backbone to ensure gender 
mainstreaming in all IOM projects and programmes, with a view to empower 
beneficiaries from both sides of what remains a very gender stereotypical 
environment. It is worth noting that data for some of IOM's key assistance 
programmes to address displacement needs or promote community 
stabilization is now disaggregated. Similarly, youth employment initiatives have 
successfully broken gender stereotypes with female beneficiaries engaging in 
activities traditionally attributed to men.” 

- “Since May 2016, OIM Colombia created an internal working group formed by 
the gender specialists of each programme. This group develops different 
activities in order to sensitize IOM Staff about gender equality, new 
masculinities, amongst others. Additionally, this internal gender group 
organizes training sessions directed to key staff when referring to Project design 
and implementation.”  

- “The policy provided a useful institutional background to ensure gender equality 
considerations were mainstreamed into the development and implementation of 
projects and programmes. For instance, the collection of gender disaggregated 
data was introduced in IDP programming to ensure those most in need, such as 
single female households receive the required assistance. Similarly, programmes 
designed to promote stabilization through democratic dialogues and 
community recompilation greatly benefited from gender sensitive approaches. 
Gender equality was also achieved in programmes designed to provide 
unemployed youth with equal opportunities through gender neutral vocational 
training.” 
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Q7. What most important outcomes related to the new policy have you 
already achieved or plan to achieve in 2019?  
Answered: 28                        
Skipped: 16  

 

 
 
 
 
How often does your office/department monitor progress on the 
implementation of the policy, including tracking results for reaching 
related outcomes and impact as requested by the policy?  
 
 
Q8. In terms of programmes/projects development and 
implementation:  
 

Comments – Following are the goals/activities that respondents have worked/are 
working towards achieving the gender equality policy in 2019 –  
 Appointment of GFP and supporting his/her proactive role  

 Capacity building of colleagues on gender issues  

 Fair treatment  

 Positive discrimination (favoring recruitment of female staff)  

- “Gender equality has now become more than a simple concept as it now 

translates into reality at Mission level. Old gender stereotypes that prevailed 

among colleagues and some of our national partners are being eroded through 

positive engagement and gender equality practices. Furthermore, gender 

considerations are now mainstreamed throughout the programming cycle, 

from the early conceptual stages through recruitment/HR to programme 

implementation. This was partly achieved through active leadership 

engagement and by taking concrete steps to prove that talent transcends 

gender considerations.” 

- “Efforts to domesticate the new policy have partly paid off but more needs to be 

done to effect what amounts to true corperate and cultural changes. Emphasis 

was put on building the capacity of colleagues, with a view to help them move 

from long-term G positons to P positions. As a result, I am happy to report that 

one national female G staff was recruited for an international P position. This 

proved that national colleagues, especially female colleagues, could break this 

perceived 'glass ceiling’." 
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Conclusion – 46 per cent of respondents said that their office monitors progress 
on the implementation of the policy only on needs basis for fulfilling institutional 
requirements. While 25 per cent of respondents said that their offices or 
departments monitor progress twice a year or more. Around 11 per cent said 
that their offices monitor once a year outside formal institutional requirements 
and the remaining others 18 per cent mentioned of having no specific monitoring 
of the implementation of the policy.   
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Q9. In terms of staffing:  
 

 
 

 
 
Q10. Comments, if any:  
Answered: 3         
Skipped: 39  
 
 

Conclusion – 85.71 per cent of respondents said that their offices/departments do 
monitor their progress on the implementation of the new Gender Equality Policy 
(2015-2019) out of which 35.71 per cent of respondents confirmed that their 
department does monitoring twice a year or more, 17.86 per cent confirmed that 
their department does monitoring once a year and 32.14 per cent said their 
department having involved in monitoring process only on a needs basis. The 
remaining 14.29 per cent of respondents confirmed that no specific monitoring takes 
place in their respective offices/departments on the implementation of the policy.  
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Q11. How would you rate the success of your office/department in 
complying with the policy and its implementation? 

 

Comments –  
- “Working environment is very challenging to Female professionals due to 

ongoing conflict, however the programing response has improved 

considerable.”  

- “Despite the rhetoric, the willingness by donors to specifically look at gender 

issues in project submissions is still lacking, at least for instance to the extent 

that the IDF imposes a gender lens. The question remains whether there are 

more "points to be gained" by having a gender focus, not from an 

implementation perspective since that if of course the case, but from a Selling 

Point to donors.” 
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Q12. What internal and or external factors are preventing your office 
from properly implementing the policy or acting as enabling factors, if 
any?  
Answered: 28           
Skipped: 16  

 
 

Q13. Since the adoption of the policy in November 2015, have you 
implemented any activities (projects, conferences, communications 
etc.) whose principal objective is to contribute to gender equality (such 
as combatting gender-based violence, assisting one particular gender, 
promoting more gender-equitable norms or practices, etc.)? 

Conclusion – 42.86 per cent of respondents stated that their office/department has 
been complying with or implementing several aspects of the new Gender Equality 
Policy and rated their performance “good”. Three respondents (constituting 10.71 
per cent) rated their office/department’s performance “very good” implying their 
office implementing most relevant aspects of the policy. 35.71 per cent of 
respondents rated their department’s/office’s performance “fair” implying their 
office’s/department’s efforts in complying with or implementing some aspects of the 
policy. Only 3 respondents (constituting 10.71 per cent) rated their 
departments’/offices’ performance “poor” implying that their departments/offices 
have not been implementing any aspects of the policy.    
 

As per the respondents, following are some of the enabling factors that can facilitate 
implementation of the policy –  
 More time allocation  
 Self-initiative  
 Awareness raising  
 Appointment of Gender Focal Point  
 Institutional support in terms of providing training and guidance on gender 

equality/gender mainstreaming  
 Female staffing in senior management positions  
 Compliance with organizational values  

While the factors preventing the policy can be the following as brought up by the 
respondents in their comments –   
 Time constraints  
 Shortage of staff in implementing the new policy  
 Gender issues seen as secondary consideration  
 Funding or lack of resources  
 Cultural or national contexts 
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Q14. If yes, please describe:  
Answered: 18 
Skipped: 26 

Conclusion – Since the adoption of the IOM Gender Equality Policy in November 
2015, 78.26 per cent of respondents have been engaged in implementing activities 
contributing to gender equality. The remaining 22 per cent have either not engaged 
in implementation or are not sure.   
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CHAPTER 3: IOM’S ROLE AND MANDATE TO THE POLICY 
 
Q15. Do you consider that the new Gender Policy and gender equality 
related activities are relevant to IOM’s mandate?  

 
 

Comments - Since the adoption of the policy in November 2015, most respondents have 
mentioned being involved in the activities thereby somehow contributing to gender 
equality -   
 Training (on gender/PSEA/gender mainstreaming) 
 Incorporating gender perspective in the projects (especially emergency response 

projects)  
 Awareness raising (for instance, through celebrating International Women’s Day/ 

Migrants Day, sharing the gender based information or facts with colleagues)  
 Partnership with Civil Society Organizations/Groups  
 Gender balance in teams 
 Discussion with senior management for achieving gender balance in terms of 

staffing 
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Q17. As the UN Migration Agency, do you have an action plan/strategy 
for promoting gender equality in migration at the international level 
with UN partners and government(s) and to reinforce IOM’s gender 
related role?  
 

 
 
 

 
 

 

Conclusion – All the respondents apart from one, believe that the new Gender 
Policy and gender equality related activities are relevant to IOM’s mandate.  
 

Conclusion – Out of the 25 respondents, 12 respondents (48 per cent) have an 
action plan/strategy for promoting gender equality internally and internationally 
with UN partners and governments while 13 respondents (52 per cent) stated 
having none.  
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Q18. Please briefly explain:  
Answered: 16               
Skipped: 28  

 

 
 
Q19. Are you implementing gender equality related activities with 
other partners (UN, governments, NGOs, Civil groups)?  
 
 

 

Comments - Strategies or action plans by respondents for promoting gender 
equality internally and internationally mostly comply with – 
 Membership/Participation of gender related initiative or group of UN system 

(UN SWAP, Interagency gender technical group, UN Gender Working Group etc.)  

 Inclusion of gender in other UN related events/initiatives 

 Awareness raising or promotion of gender at the international events  

A few others raise the issues of time, staffing and funding limitations for coming up 
with action plans internally and internationally on gender mainstreaming/related 
gender equality goals.  
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Q20. If yes, please briefly describe which activities:  
Answered: 17                   
Skipped: 27  
 

 

 
 
 
Q29. Which of the following most accurately describes your perception 
of the level of commitment/resources allocated by the Organization to 
an effective implementation of the Gender Equality Policy?  

Conclusion – 72 per cent of respondents are making efforts in implementing 
gender equality activities with other partners like UN, governments, NGOs, civil 
society etc. The rest 28 per cent are not engaged in implementing gender equality 
activities with other partners.  

Comments - Respondents have been involved in the following in implementing 
gender equality activities –  
 Participation/membership in other groups/ entities -  

- IOM office actively involved in an inter-agency gender group of UN 
- UNIC  
- CCCM WG and health cluster which are looking at gender approach  

 Including gender perspective in the project activities -  
- Promoting activities for empowering women including education and 

training under the Social Integration British Funded Project 
- Including gender perspective in the project activities  
- Mesoamerica Project  
- Implementing joint capacity building activities on gender equality  
- Funded projects (in collaboration with UNFPA and UNCT), use disaggregated 

data through DTM exercises to keep into account the needs of girls, boys, 
women and elders 

- IOM and UN Women collaboration on the project which is looking at the 
gender aspects of poverty reduction through labour migration and skills 
development among female migrant workers 

- Working with UN Women an UNFPA in context of emergency response and 
CCCM training 

- Training and internship programmes for disadvantaged rural women. 
Reintegration of victims of TIP.  
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Conclusion – 8 respondents out of 23 believe that IOM is fully committed to 
allocating the required resources for the implementation of the Gender Equality 
Policy. 6 respondents believe that IOM is partially committed to the 
implementation of the policy because of global financial constraints, 2 to comply 
with the minimum requirement for a positive image and 1 as not considered as 
priority. 6 believe that IOM is poorly committed due to organizational culture.     
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Q30.  Comments if any:  
Answered: 6                
Skipped: 38  
 

 

Q31. Do you think that it would be relevant to include LGBTI references 
in a revised version of the policy (N.B. Some Member States have 
requested to remove them in 2015 for approving it)? 
 

 

Comments –  
- “Apart of a policy and encouraging staff to attend training sessions which are 

UN, there is nothing that the Organization is doing to ensure proper gender 

awareness. Only PSEA is seen as one element of gender.”  

- “Funds earmarked for promoting the practical implementation of the gender 

policy should be allocated to country offices too.”  

- “IOM Business model is challenging gender equality policy. Maternity leaves 

are shouldered by mission/projects which have very short timeframe and often 

not able to cover the necessary time.”  
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Q32. Please explain:  
Answered: 8                           
Skipped: 36  

 
 
 
 

CHAPTER 4: CAPACITY BUILDING ON GENDER 
  

 
 
Q21. Do/did you receive support (technical guidance, financial 
assistance etc.) from IOM’s Gender Coordination Unit (GCU) at HQ for 
implementing the policy and related activities?  
 

Conclusion – Out of 23, 13 respondents (constituting 56.52 per cent) think it 
relevant to include LGBTI references in a revised version of the policy. Among the 
remaining 10, 2 respondents (constituting 8.7 per cent) do not think it relevant 
and 8 respondents (constituting 34.78 per cent) have no opinion on this.   

Comments - Some of the factors that respondents showed concern for including 
LGBTI reference to the policy are Member states’ opinions or cultural/national 
contexts.  

-  “IOM operates on member state consensus and it is crucial to continue in this 

line to ensure support for obtaining results that affect people rather than 

prioritizing words in a document that will cause opposition by countries.”  

- “Personally believe that LGBTI should be included, but also understand the 

political dynamics that might lead to a momentary or partial concession on this 

point to move the policy and practice forward.”  

- “It would be but can be really difficult in some countries. Nevertheless, we need to 

show that as an Organization we defend the rights of all.”  

- “Promotion of LGBTI rights and anti-discrimination seems like a different issue 

from promoting equal gender participation unless gender equality is in some 

contexts reduced to anti-discrimination only.”  
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Q23. In your office/department, do you consider that your staff may 
need increased capacity to implement the policy and related 
strategy(ies)? 
 

Conclusion – 56 per cent of respondents have received support either directly or 
indirectly (partially) from IOM HQ’s Gender and Coordination Unit for 
implementing the policy and related activities. 44 per cent of respondents have not 
received support from IOM HQ’s Gender and Coordination Unit.  
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Conclusion - 19 out of 23 respondents consider capacity building necessary for 
staff to implement the policy and related activities. Only 4 respondents do not 
consider the need for capacity building for staff for implementing the policy and 
related activities.  
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Q24. If yes or yes somewhat, please specify:  
Answered: 14             
Skipped: 30  
 

 
 
 
 
 
Q25. Who do you think should be responsible for regularly organizing 
gender related training? (Please select all that apply)  
 

Comments – Notable comments out of 14 responses – 
-  “On capacity building.”  
- “New approaches on how to better address and integrate gender mattes within 

project activities.”  
- “It is very important to have a comprehensive approach to gender indicators for 

different interventions.” 
- “We need to go through the Gender-related Policy so that everybody refreshes all 

measures.”  
- “There is a need to strengthen the capacities on gender mainstreaming in 

programme development.”  
- “The context require consistent activities to counteract cultural issues.” 
- “I know Gender training was an effective tool to raise awareness among staff on 

gender issues. More capacity building training is required to keep the momentum.”  
- “Having clear examples of what other missions have done, or what we could do, 

would always be useful.  
- “Possibly more guidance and information on gender mainstreaming to projects and 

programmes.”  
- “We need adapted approach for a country where the culture does not allow a 

systematic approach to gender balance. There are a lot of bias.”  
- “This is absolutely necessary to anchor the institutional and required cultural change 

within the organization, this at all levels of responsibilities, including at mission 
management level where gender equality considerations are sometime perceived as a 
simple box ticking exercise or worse, in missions where gender equality have been 
regularly disregarded, or at best considered as optional.”   

- “Improved practical knowledge of what works in the field.”   
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Q26. Comments if any:  
Answered: 4        
Skipped: 40  

 
 

Conclusion with multiple choices/options – The respondents believe that all 
entities mentioned should be responsible and involved for regularly organizing 
gender related training – GCU (13 votes), HRM and HQs/Dpts (11 votes), Regional 
Offices (12 votes) and Country Offices (12 votes).  Alternatively, no conclusion can 
be drawn on who should be responsible or involved for regularly organizing 
gender related training.   

Comments – 
“All would be good, but if selecting one it is HRM and Operations as they will be best 

able to respond in most detail to ground level circumstances, questions and related 

issues”   
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Q27. Does the Gender Focal Point (GFP) structure add value to the 
implementation of the policy? 
  
  

 
 

 

 
 
Q28. Please explain why:  
Answered: 9     
Skipped: 35        

Conclusion – 12 out of 23 respondents consider having GFP structure crucial for 
the implementation of the policy. The remaining 10 respondents either do not 
consider or are not sure whether having GFP structure would add value to the 
implementation of the policy.  
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Comments – Out of the 9 comments received, some of the respondents emphasized 
the following factors that make GFP structure relevant for the implementation of the 
policy –  
 Collaboration with external entities/groups/bodies for gender mainstreaming  
 Follow up  
 Information sharing and tracking updates  

While a few others pointed out factors like time constraints, staff shortage, lack of 
resources, lack of institutional support etc. that can affect GFPs’ efforts towards the 
implementation of the policy.  
  
-  “The GFP structure can add value providing focal points are given the appropriate 

level of training and the means to accomplish their TORs, which by the way should be 
universally defined and distributed. However, the focal point system is a pauper's 
solution to address the challenges that remain ahead of us. If gender and gender 
equality are that important to IOM's mandate, then those institutional priorities 
should be properly resourced and staffed to secure the required cultural change that 
IOM’s leadership aims for.”   

- “GFP is an important asset because he/she promotes gender equality activities 
through the gender internal working group and follows up the implementation of 
activities related to the policy.”     

 


