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Executive Summary 

 
The triangulation of data collected under the thematic review shows that the current Gender Equality 
Policy (GEP) has been relevant and in line with the frameworks on gender equality and mainstreaming 
such as the Beijing Platform for Action and the Sustainable Development Goals. The importance of 
gender equality has grown both thematically and in tendency within the International Organization 
for Migration (IOM), and the understanding of what elements need to be included in the next 
generation of GEP is now refined. The new GEP will be vital to ensure that accountability for IOM’s 
work on gender equality is strengthened. The review also assessed the degree of achievement of the 
objectives and results from the current GEP and concluded that IOM’s performance and effectiveness 
in relation to the IOM Gender Marker and gender-responsive performance management have been 
partially satisfactory, despite successful initiatives in the implementation of the marker, while 
partnerships and knowledge generation and communication have been highly satisfactory per 
detailed account under 4.1. Findings and 5. Conclusion sections.  
 
In terms of implementation of recommendations from the mid-term evaluation of GEP, the review 
concluded that some recommendations have been partially implemented and others not at all. A 
global gender capacity assessment for instance has not been conducted to support the integration of 
gender perspectives into enhanced operational effectiveness of the Organization. Although the need 
for creating gender advisor posts has been identified, and earmarked funding put aside, dedicated 
gender advisor positions in the Regional Offices (ROs) are yet to be created. The recognized value of 
the mid-term evaluation is in accentuating the need for senior-level commitment, which is the 
transformative aspect of mainstreaming, and it serves as a potential for bringing about the types of 
structural changes required for achieving gender equality mainstreaming. 
 
With regard to the implementation of the Multilateral Organisation Performance Assessment 
Network (MOPAN) recommendations relating to gender, the review determined that systems and 
practices that enable the implementation of recommendations include strong IOM presence at field 
level ensuring relevance to needs, which demonstrate agility and flexibility at the field level and enable 
responsiveness to need (4.3 Findings section). IOM has also been able to align interventions with 
national migration priorities and strategies, an approach that is highly valued by partners and delivers 
result for good migration governance, often in challenging operating contexts. 
 
With the ongoing Organization’s restructuring in mind, the review noted that GCU reorganisation may 
need further attention as the process might adversely affect a range of key roles that GCU played thus 
far, for instance on the efforts of progressing gender equality in programming. If not carefully tackled, the 
process might direct IOM’s attention towards gender parity, culture in the workplace while neglecting 
the essential part of Organization’s work linked to gender mainstreaming in programs. The upcoming 
reorganization may not be either fully in line with MOPAN recommendations, which call for GCU 
consolidation (amidst other reasons) to support and provide further contributions to the realization 
of Sustainable Development Goal 5 (SDG 5) and UN System Wide Action Plan (UN-SWAP).   
 
Finally, the review identified six areas of recommendations relating to more comprehensive policy 
analysis and inclusion of SDG 5 targets needed in the next round of policy drafting; revising the Project 
Handbook to provide guidance on minimum gender standards in reports; applying IOM Gender 
Marker in consultation with gender experts; strengthening IOM’s reporting practice by moving focus 
to reporting on gender equality results; conducting a comprehensive capacity assessment of IOM staff 
leading to the development of a capacity building strategy and revised staff ToRs; and further integrate 
RBM and gender related results to respond to IOM’s growing portfolio.  
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1. Background 
 
Gender equality remains high priority on the agendas of countries, international organizations, non-
governmental organizations, universities, and social movements calling for social and political equality 
among people of all genders. Gender equality and women’s empowerment is one of 17 Sustainable 
Development Goals (SDGs)1, but also integral to all dimensions of inclusive and sustainable 
development. All the SDGs must be related to the achievement of SDG 5, which aims gender equality 
and empowerment of all women and girls by 2030, and ending all forms of discrimination, exclusion 
and violence against women and girls everywhere. The Global Compact for Migration (GCM)2also calls 
for combating xenophobia, racism, and discrimination towards all migrants regardless of gender.  
 
The Beijing Platform for Action3 was set out to remove the systemic barriers that hold women back 
from equal participation in all areas of public and private life. Despite some progress, real change has 
been slow. Today, not a single country can claim to have achieved gender equality as multiple 
obstacles remain unchanged in law and in culture. As a result, women remain inadequately valued, 
continue to work more, earn less, have fewer choices, and experience multiple forms of violence at 
home and in public spaces. 
  
The Fourth World Conference of Women in Beijing, China, in 1995, known as the largest gathering of 
gender equality advocates, confirmed the need for an enhanced framework for international 
cooperation on gender issues. The Beijing Platform for Action was adopted by 189 governments 
committed to taking strategic action in 12 critical areas of concern: poverty, education and training, 
health, violence, armed conflict, economy, power and decision-making, institutional mechanisms, 
human rights, media, environment, and the girl child. Following the conference, the international 
community, including International Organization for Migration (IOM), made commitments to gender 
mainstreaming and gender balance, including Gender Equality and Empowerment of Women (GEEW). 
IOM acknowledged the strong links between gender and migration and endorsed in 1995 the Staff 
and Programme Policies on Gender Issues (MC/1853)4.  
 
In February 1995, IOM established a Working Group on Gender Issues (WGGI), tasked to develop 
policy goals to serve as guiding principles on gender, 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". In November 1995, IOM's 
Council adopted a resolution approving the gender policy and invited the Director General to take all 
the necessary steps to implement it. While still not part of the UN system at the time, IOM definitions 
on gender and gender mainstreaming and major decisions on the policy and strategies closely 
followed the trends and recommendations made by the United Nations Economic and Social Council 
– ECOSOC, by international conferences (such as the Fourth World Conference of Women) and by 
other key partners of the UN System, in particular United Nations Populations Fund – UNFPA and 
United Nations Population Fund for Women – UNIFEM. In 1998, a strategy paper Gender 
Mainstreaming in the Organization was issued, and Gender Focal Points (GFP) were identified within 
the Organization to advocate, provide advice and monitor progress in implementing the gender policy, 
strategy and programme activities.  
 
In 2000, the responsibility for gender mainstreaming in IOM was transferred under the leadership of 
the Deputy Director General assisted by the Gender Officer/Head in the Executive Office, who was 

 
1 https://sdgs.un.org/goals    
2 https://www.iom.int/global-compact-migration  
3 https://beijing20.unwomen.org/en/about    
4 https://www.un.org/womenwatch/ianwge/repository/IOM_Policy.pdf     

https://sdgs.un.org/goals
https://www.iom.int/global-compact-migration
https://beijing20.unwomen.org/en/about
https://www.un.org/womenwatch/ianwge/repository/IOM_Policy.pdf
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leading the WGGI and then the Gender Coordination Unit (GCU). A series of strategy papers and 
policies were also developed during the same period.  
 
In 2015, IOM adopted a new Gender Equality Policy 2015–2019 that addresses programmes and 
activities, gender balance in staffing and gender-sensitive organizational culture. With its adoption 
IOM intended to reinforce its “commitment to identifying and addressing the needs of all beneficiaries 
of IOM projects and services, and to ensuring equality of opportunity and treatment of all staff 
members within IOM”.  The implementation of the new policy has strengthened IOM’s capacity to 
follow through on the commitments established in this UN global accountability framework. IOM’s 
Gender Equality Policy 2015–2019 also focuses on results reporting, in alignment with the United 
Nations System Wide Action Plan (UN-SWAP) on GEEW and its United Nations Country Team 
equivalent, which require reporting on gender equality results for the entire United Nations system 
as part of a move towards more coordinated planning and implementation of gender equality.  
 
The GFPs play a key role in operationalizing the Gender Equality Policy (GEP), however, per Office of 
Inspector’s General (OIG)’s mid-term evaluation of IOM Gender Equality Policy 2015-2019, a more 
strategic prioritization of their activities—both as individuals, as well as part of the GFP network—is 
needed to ensure that their role can effectively support further gender mainstreaming.  
 
The technical expertise and support provided by the Gender Coordination Unit (GCU) has contributed 
substantially to improve capacities in Regional and Country Offices (ROs and COs) to mainstream 
gender, and more recently GCU has been subject to an organizational review which led towards its 
reorganization into a new Diversity, Gender and Inclusion Unit. This development reflects the need 
for deepening institutional commitments within IOM with the aim to address a broad range of areas 
of potential inequity, such as sexual orientation, Lesbian, Gay, Bisexual, Trans, and/or Intersex (LGBTI), 
race, and disability, and realize the benefits of a fully diverse and empowered work environment. This 
unit will sit side by side with the Senior Advisor on Prevention of Sexual Exploitation, Abuse and 
Harassment. 

2. Rationale   
 
In the 2019 IOM UN-SWAP Report, OIG committed to discuss with GCU the conduct of a final 
evaluation or a review of IOM’s corporate performance in the implementation of GEP. It has been 
agreed to focus the review on the implementation of the recommendations of the OIG mid-term 
evaluation of the policy conducted in 2017 in light also of the objectives and expected results of the 
policy, as well as on the implementation of the recommendations on gender of the MOPAN 
assessment finalized in 2019. The exercise will also document the preparation of a new IOM policy on 
gender.  
 
The overall objective of the review is to assess the status of IOM gender related work and to promote 
the use of evidence-based learning to inform the new IOM policy on gender and gender-responsive 
organizational practice within IOM (see Annex 1 for Terms of Reference). More specifically, the 
threefold purpose (specific objectives) of the review is to: 
 

• Document the status of the implementation of the 2015-2019 Gender Equality Policy and its 
achievements for the preparation of the new IOM policy on gender.  
 

• Follow-up on the implementation of recommendations from the mid-term evaluation of GEP 
conducted in 2017. The explicit recommendations can be summarized as follows:  
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o IOM should conduct a gender capacity assessment at the global, regional, and country levels 
and hire/train additional gender experts at Headquarters (HQ) and regional levels to ensure 
that staff has access to gender expertise.  

 
o IOM should appoint dedicated gender advisors in each RO to build the capacity of project 

developers, as well as gender focal points in the region.  
 
o IOM needs to increase its dedicated budget allocation to support gender-mainstreaming 

processes.  
 
o Gender-related responsibilities for all staff should be clearly incorporated in ToRs and 

specifically mentioned in their Staff Evaluation System (SES).  
 
o The Diversity and Inclusion Officer should develop a communication strategy to disseminate 

information to staff at HQ, ROs and COs concerning gender parity targets, IOM achievements 
vis-à-vis commitments in this area and recruitment policies adopted to achieve it.  

 
o IOM should review its partners’ gender related policies and commitments as a prerequisite to 

enter a contractual agreement. 
 

• Inform the Organization on the implementation of MOPAN recommendations relating to gender 
and on improving the gender responsive systems and structures in IOM. The implicit 
recommendations can be summarized as follows: 

 
o IOM needs more systematic and reliable mainstreaming of gender equality; and to integrate 

gender indicators into the corporate results framework. 
 

o Gender mainstreaming is necessary both corporately and within individual projects.  
 

o Mainstreaming and results in gender and environment/climate change require a focused 
effort.  
 

o Internal audit processes require an assessment of gender mainstreaming.  
 

o Analysis of gender as a cross-cutting issue needs strengthening to ensure corporate 
consistency. 

3. Review Methodology 
 
The section clarifies the approach for the review conducted through the iterative and participatory 
data collection process implemented with key informants (list of interviewees available in Annex 2). 
In accordance with the Terms of Reference, the review relied on three lines of evidence: interviews 
with key stakeholders (primary source of information), a document study (secondary source of 
information – list of documents available in Annex 3) and a survey aimed at IOM’s Country Office (CO) 
Gender Focal Points (GFPs) – see Annex 4 for detailed survey report. Information was collected and 
triangulated in a sequenced approach, whereby each layer of evidence was informed by and built on 
the previous layer, wherever possible. 
 
The desk review in combination with the inception interviews led to the production of the inception 
report as the first deliverable, which served as means of ensuring mutual understanding of the 
review’s workplan and timeline and to confirm the relevance of the ToR.  
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In-depth reference was made to available secondary sources of information (from gender related 
documents and other relevant literature) to set findings within context as well as to validate and cross-
reference them. Conclusions were drawn based on evidence-based findings and actionable and 
specific recommendations were put forward. The overall findings, conclusions, and recommendations 
of the review, as well as discussions with relevant IOM staff, helped identify key lessons learned to 
inform both current and future programming and policy design for IOM and other concerned 
stakeholders as may be relevant. 
 
Online interviews were carried out with 18 individuals. The interview sessions were conducted either 
as individual or group sessions and in several successive consultations through the period of May – 
August 2021. The interviewees were selected based on an agreed approach also considering logistical 
and time constraints. In terms of interviewee profile most of them were IOM staff, except one 
representative from UN Women and one external gender consultant. 
 
The online survey was implemented to gain insights and assess the status of IOM gender related work 
considering the recommendations of the 2017 mid-term evaluation and of the MOPAN assessment. 
As GFPs play a key role in operationalizing the GEP, a set of eight questions was designed and the 
survey was conducted in July 2021.  

4. Findings 
 
This chapter contains findings from the review organized under three specific objectives and in line 

with 15 key questions from the ToR. 

 

4.1 Specific Objective 1: Status of the Implementation of Current GEP 

The GEP provides the foundation for IOM’s work on gender equality for the period 2015-2019. It is 
aligned with the UN-SWAP and it reinforces IOM’s related accountability mechanisms. GCU supports 
gender parity with its activities, for instance by organizing training and promoting inclusion of gender 
in instructions and guidelines issued at the programmatic, institutional, and staffing levels. The 
performance of IOM gender mainstreaming work and of established structures, functions and 
activities is reviewed every year through the UN SWAP self-assessment accountability report. 
 

A. Has the current Gender Equality Policy been relevant relating to internal and 
external frameworks on gender equality and mainstreaming mentioned in the 
Background section?   

 
The GEP has been relevant to the internal and external frameworks on gender equality and 
mainstreaming. There are different ways and frameworks for understanding and responding to 
challenges of gender and one of them is the Beijing Platform for Action. Although there is no direct 
reference to the platform, the GEP has clearly recognized that gender roles and relations are 
embedded in the social, political, economic, and cultural frameworks and that IOM has made 
commitments to gender mainstreaming and gender balance, including GEEW.  
 
The GEP acknowledges the strong links between gender and migration and recognizes that gender 
concerns the relations between women and men, and not being related to women alone, even if a 
focus is often put only on women as shown below. The policy makes clear references to most of the 
12 critical areas of concern (as defined in the Beijing Platform for Action). While training continues to 
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be at the forefront of IOM’s interest in relation to project development and gender mainstreaming, 
education is referenced under the United Nations Millennium Project, ‘Task Force on Education and 
Gender Equality, Taking Action: Achieving Gender Equality and Empowering Women’ (2005).  
 
In the context of IOM’s work on migration and gender equality, GEP has made clear references to 
addressing gender-specific protection and assistance needs as well as preventing and responding to 
the emergence of new forms of gender-based violence and mitigating vulnerabilities. It reflects how 
gender influences access to social services, economic growth, capacities, risks and vulnerabilities. In 
line with the Preamble to the Charter of the United Nations, gender equality lies at the heart of human 
rights and values, and GEP makes multiple references to this area of interest. 
 
Under the knowledge generation and communication section, GCU is providing support to the Media 
and Communications Division in integrating gender considerations into communication including 
speeches, publications, visuals, videos, social media outlets and websites, thus ensuring that IOM’s 
communication plan promotes gender equality as an integral component of internal and public 
information dissemination. GEP also gives special attention to women and girls in the context of 
violence and the institutional mechanisms for advancement of women. Out of the acknowledged 12 
critical areas specified in the Beijing Platform for Action, the ones which are not explicitly presented 
in the GEP include women and environment, women and health, and women and poverty. 
 
Women's equality and empowerment is one of the 17 SDGs, but also integral to all dimensions of 
inclusive and sustainable development. All the SDGs depend on the achievement of SDG 5, which 
targets gender equality and empowerment of all women and girls by 2030 (and ending all forms of 
discrimination, exclusion and violence against women and girls everywhere). Progress in this regard 
demonstrates how strategic policy dialogue may have impact on advancing gender equality. Despite 
making clear references to the 1981 Convention on the Elimination of All Forms of Discrimination 
against Women, which requires equal treatment for women and men and addressing discrimination 
in the context of gender equality results in humanitarian settings and in the IOM work environment 
(gender balance in staffing and a gender-sensitive organizational culture), other key targets5 are only 
implicitly listed in the GEP.   
 

B. Have the policy objectives and results been achieved, and if yes, to what extent 
(benchmark: the mid-term evaluation)?   

 
When GEP was developed in 2015, it replaced the ‘Staff and Programme Strategy and Policies on 
Gender Issues’ of 1995 and the two guidelines published in 2006, the ‘Guidelines on implementing the 
IOM programme policy on migrants and gender issues’ and the ‘Guidelines on implementing the IOM 
staffing policy on gender issues’. IOM has recognized the need to update the previous policies on 
issues relating to external programmes and activities and to ensure gender balance in staffing and its 
organizational culture. As reported by the GEP, IOM has formally indicated that it will integrate gender 

 
5 Eliminate all forms of violence against all women and girls in the public and private spheres, including trafficking and sexual and other types 
of exploitation; Eliminate all harmful practices, such as child, early and forced marriage and female genital mutilation; Recognize and value 
unpaid care and domestic work through the provision of public services, infrastructure and social protection policies and the promotion of 
shared responsibility within the household and the family as nationally appropriate; Ensure women’s full and effective participation and 
equal opportunities for leadership at all levels of decision-making in political, economic and public life; Ensure universal access to sexual and 
reproductive health and reproductive rights as agreed in accordance with the Programme of Action of the International Conference on 
Population and Development and the Beijing Platform for Action and the outcome documents of their review conferences; Undertake 
reforms to give women equal rights to economic resources, as well as access to ownership and control over land and other forms of property, 
financial services, inheritance and natural resources, in accordance with national laws; Enhance the use of enabling technology, in particular 
information and communications technology, to promote the empowerment of women; Adopt and strengthen sound policies and 
enforceable legislation for the promotion of gender equality and the empowerment of all women and girls at all levels. 
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equality considerations into all facets of its work to ensure that accountability for work on gender 
equality is strengthened and to follow through on the commitments made regarding the 
implementation of the UN-SWAP on GEEW. The review analyses to what degree the policy objectives 
and results have been achieved using the mid-term evaluation of Gender Equality Policy conducted in 
2017 as benchmark. 
 
The section 4.2. of the mid-term evaluation report outlines benchmarks to be used for IOM’s 
performance and effectiveness in relation to the IOM Gender Marker, gender-responsive 
performance management, partnerships, and knowledge generation and communication.  The 
findings show that the policy objectives and results have been partially achieved in relation to the IOM 
Gender Marker and gender-responsive performance management, but that they have been well 
achieved in relation to the partnerships and knowledge generation and communication. 
 
The IOM Gender Marker has not been fully and systematically integrated across IOM’s programmatic 
work. The reasons for this include insufficient guidance on its usage, staff turnover, but also lack of 
funding and HR resources specifically set aside to implement IOM Gender Marker. GCU has developed 
and launched the E-Course/online training on the marker, but it has been completed by a limited 
number of staff, and based on the survey results, online training does not provide sufficient guidance 
on the marker use. Despite noteworthy progress made in relation to the increased integration of 
gender in project proposals as well as the development and implementation of gender-sensitive tools 
and strategies such as IOM Project Handbook, the training of Regional Thematic Specialists (RTS’) and 
project developers, IOM Gender Marker remains relatively new, so it will continue to take time for the 
staff to understand it fully and use it correctly.  
 
An additional issue with the IOM Gender Marker is over-coding of projects and interventions, as 
projects receive higher codes than they deserve. This is a risky pitfall as it contributes to an inflated 
vision of what is being invested and achieved for gender equality by IOM. At times, the language in 
project documents is changed to justify the allocation of a higher code, but projects or its components 
remain weak. Other reasons for over-coding include having incomplete information as well as 
provision of differing levels of detail or understanding on projects’ objectives and results. As the 
marking must reflect the project’s overall goals, responsibility for applying the IOM Gender Marker 
should sit with those who have a good understanding of the project goals but also of gender 
mainstreaming. The codes are assigned by project developers in the field offices and verified by RTS 
and the reasons for over-coding remain limited understanding, capacity, and skills in gender 
mainstreaming and of the requirements of IOM Gender Marker.   
 
The lack of understanding of the IOM Gender Marker remains a challenge in building accountability 
on commitments to gender equality, in facilitating efficiency and effectiveness in targeting and 
enhancing the quality of programming, and in providing a practical tool for monitoring gender 
mainstreaming progress. Currently, all new project proposals developed, activated, and endorsed are 
required to apply the IOM Gender Marker. The marker is also linked with PRISM to allow IOM to track 
how much of its funding is being allocated to projects that promote gender equality.  
 
IOM’s external partnerships are effective in the promotion of gender equality, and this has been 
achieved by ensuring continuous inter-agency cooperation and sharing of best practices, as well as 
collaborative efforts among IOM and other UN agencies. This finding originates from the recognition 
by these agencies that they have a common area of concern, and that the culture of cooperation is 
being built. One of the quality improvement initiatives to better understand and enhance the 
partnerships was the International Gender Champions, which enhanced the commitments made by 
IOM to carry out some of the requirements of the UN-SWAP. The dedication and commitment of IOM 
staff in HQ and in field offices have also contributed to positive changes in promoting gender equality. 



 12 

C. Is the current gender policy and related mechanisms relevant to contribute to 
delivery of internationally expected gender results?  

 

Significant milestone in measuring IOM’s contribution to gender equality is the recent report “Getting 
to Equality: Measuring Gender Results to Improve IOM’s Performance” (May 2021). This is a 
breakthrough baseline study and the first systematic review of reporting on gender-related results. 
The report in a user-friendly and accessible format communicates key findings and highlights the 
importance of GEP and promotion of results reporting in relation to gender equality. The interest of 
IOM in this report is evident not only for documenting progress in relation to systematically 
strengthening gender-related results reporting across the Organization, promoting learning on good 
practices, and coordinating with wider efforts on results-based management, but also for 
accountability purposes. Segments of the donor community (UK Foreign Commonwealth & 
Development Office; Global Affairs Canada, etc.) have a vested interest in the subject-matter and have 
sought explanations on several report content-related issues6 not merely because it will serve as a 
tool for informing the evaluation of GEP and IOM’s new GEP but as an opportunity for channelling 
additional funding7 in the form of voluntary contributions. This comes at a time when the total volume 
of the IOM earmarked contributions has slightly declined in 2019 but the need for engaging further 
with donors and partners to identify additional avenues to increase and diversify sources of 
unearmarked funding has increased. 
 
GEP focuses on results reporting in alignment with UN-SWAP, which requires reporting on gender 
equality results for the entire UN system as part of a move towards more coordinated planning and 
implementation of gender equality. As far as gender mainstreaming is concerned, GEP is relevant in 
contributing to the delivery of internationally expected gender results as it implies a peer review via 
the UN-SWAP, which constitutes the first unified accountability framework to systematically revitalize, 
capture, monitor and measure performance on mainstreaming gender perspectives into the work of 
the UN system8.  
 
GEP has been endorsed internally by the IOM Policy Coordinating Committee and brought to the 
attention of the Member States. Implementation of this policy ensures that IOM meets its mandate 
on gender equality and remains at the forefront of promoting safe, humane, and orderly migration 
for all. GEP is a product of many insights gained through experience and self-assessment as presented 
in the consecutive UN SWAP reports. This is confirmed by the review findings, which underline the 
high relevance of GEP as aligned to international development and sector strategies, including all the 
major international human rights treaties such as the Convention on the Elimination of All Forms of 
Discrimination Against Women and the Convention on the Rights of the Child as well as the Universal 
Declaration of Human Rights, the International Covenant on Economic, Social and Cultural Rights,  the 
International Covenant on Civil and Political Rights.  
 
GEP is in line with SDG 5 directly pertaining to gender equality, the progress of which is measured by 
nine targets and 14 indicators. Six of the targets are outcome-oriented and four of them are directly 
referenced in the GEP, as seen in the table on next page:  

 
6Policy linkages; Structural barrier; Gender related reporting varying by region; non-humanitarian projects; Outcome vs activity-level 
reporting; Strengthening links between MEAL frameworks and program quality. 
7 More than 97 per cent of IOM's funding is in the form of voluntary contributions for projects. The remainder represents the administrative 
budget, funded from Member State contributions.  
8 In 2012, to enhance its commitment to gender equality, IOM began to implement the UN SWAP on Gender Equality and the Empowerment 
of Women as an accountability framework made up gender mainstreaming indicators based on international best practice. It provides IOM 
and the United Nations system with a strategy and a common set of standards to which to adhere and aspire. In February 2012, IOM agreed 
to meet or exceed those standards. IOM undertook this commitment with the proviso that its funding arrangements are different from 
many United Nations entities, and that meeting or exceeding SWAP standards would require adequate resources from internal and external 
sources. 
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SDG  5 Target GEP reference to the target 
 

Ending all forms of 
discrimination against all 
women and girls everywhere 

Clear reference to the 1981 Convention on the Elimination of All 
Forms of Discrimination against women and girls, which requires 
equal treatment for women and men. Reference to 
discrimination under the heading Gender equality results in 
humanitarian settings. Reference forbidding discrimination and 
harassment in IOM workplaces. 

Ending violence and 
exploitation of women and 
girls 

Clear reference to the Declaration of the High-level Dialogue on 
International Migration and Development which sets out the 
international community’s commitments to incorporate a gender 
perspective into policies and to combat gender-based violence. 
Reference to preventing and responding to the emergence of 
new forms of gender-based violence. Reference to mitigate 
vulnerabilities and threats of gender-based violence. 

Eliminating harmful practices 
such as child, early and forced 
marriage and female genital 
mutilation 

No direct reference is made. 

Increasing value of unpaid 
care and promoting shared 
domestic responsibilities 

Clear reference to equal and non-discriminatory access to 
support, social services and justice. Equal rights, responsibilities 
and opportunities of all individuals. 

Ensuring full participation of 
women in leadership and 
decision-making 

Clear reference to experience within and outside IOM and the UN 
system for promoting gender equality i.e.  senior manager 
leadership and accountability. Advocating for equal rights under 
the law in employment and mobility. 

Ensuring access to universal 
reproductive rights and health.  

No direct reference is made. 

 
 

D. Has the GEP enabled measuring of impact of mainstreaming gender equality?  

 
GEP has provided a broader framework for measuring impact in relation to gender equality results 
and clear developments have been made with the introduction of PRIMA and the development of 
gender specific tools on results-based management and monitoring and evaluation (M&E). To track 
its performance IOM has developed a global online institutional questionnaire to collect data from 
ROs and COs. As designed the questionnaire is based on the Migration Governance Framework 
(MiGOF) results framework and requires all key data to be disaggregated by sex and age. It also 
requires reporting on the MiGOF indicators on GEP implementation. As such, the reporting is useful, 
but tends to be at the activity, and not the results level, although with the IOM Gender Marker 
initiative this has been steadily addressed. A strong tool for tracking progress against the 
implementation of GEP and the UN-SWAP, is the Organizational Effectiveness Report, which includes 
a comprehensive review on gender in staffing issues and organizational culture and notes the gaps on 
gender parity within IOM. Conversely, the Annual Report has its limitation in this respect. Beyond the 
online institutional questionnaire, IOM does rely on solid project reports, the appropriate usage of the 
IOM Project Handbook and the UN SWAP reports. It also relies on the role of the GCU and regional 
M&E Officers (ROMEOs) in collecting and analysing data from the ROs and COs, which is seen as critical 
in respect to IOM’s reporting and presentation of good practices.  
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IOM project reports9 describe the progress, milestones, and roadblocks but more importantly they 
are used for holding ROs and COs accountable for their commitments on gender equality. The reports 
can show visible gaps between the commitments made and make the IOM offices accountable for 
their actions, or lack of action. They help stimulate change which may improve gender reporting in 
the future. In most reports, gender equality has been addressed and well-integrated in key areas of 
interest where direct references are made on gender mainstreaming principles. In most cases the 
intersection with women’s rights and women’s empowerment ensures the integration of gender 
specific targets and indicators across the scheme and this has been well captured in numerous reports. 
However, the main difficulties associated with the project reports are that terms such as “gender 
mainstreaming”, increasing “gender awareness” or including a “gender approach” were used without 
proper consideration of their implications. Very often vague references are made to gender equality.  
 
Despite an increasing trend towards significant integration of gender considerations in the reports, 
the references are in some instances being integrated and addressed for accountability purposes 
rather than for offering solid analysis and reviewing gender mainstreaming efforts, beyond the simple 
male and female data disaggregation. This poses a risk that if not specifically required and understood 
the gender equality will not be adequately considered in the reports, and it underlines the lack of clear 
guidance and the need for examples of good practice and of gender-related indicators other than sex-
disaggregated data that could be included in project proposals and tracked throughout the project 
cycle.  
 
Developments made in relation to integration of gender in project proposals and the development 
and implementation of gender-sensitive tools and strategies such as the IOM Project Handbook, are 
good steps forward in addressing potential impact in terms of providing guidance on minimum 
standards in the reports and GCU has contributed significantly to developing detailed guidance to 
mainstream gender into IOM projects. The revised IOM Project Handbook contains gender 
mainstreaming as a cross-cutting issue in all phases of project development, has a clear focus on 
gender and includes plentiful references to people with diverse gender identities and/or expressions. 
In practice, the projects are becoming more gender-sensitive but gender mainstreaming remains 
inconsistent, and the Handbook might need some revisions as some of the guidance and questions 
are not distinct and leave room for misinterpretation especially in relation to the summary of key 
achievements, inclusion of gender outputs, and sex-disaggregated data.  
 
The GEP is in alignment with UN-SWAP standards, and it has provided an enabling environment, which 
creates a sense of ownership and facilitates the process of assessing the implications of planned 
actions, including of IOM policies or programmes in key areas related to the gender SDG results and 
results-based management as reported in the consecutive IOM SWAP reports. A good example is the 
use of Performance Indicator (PI) 10, which explains how IOM reports to its Member States and 
governing bodies on implementing the GEP. Although, the reporting does not explicitly mention how 
results on gender equality will contribute to meeting SDG targets (including SDG 5), the mechanism 
for collecting data from more than 173 field offices through the institutional questionnaire based on 
the Global Results Framework helps IOM to report on impact. Responses received generate 
information that pertain to gender mainstreaming and empowerment. 
 
A SPECIAL NOTE ON COVID-19 
Placing migrant women and girls at the centre of the economies will dramatically drive improved 
sustainable development outcomes and support a more rapid recovery. COVID-19 has proven to be a 
major challenge for gender equity, which has been manifested with a surge in domestic violence 

 
9 Source UN-SWAP reports.  
10 Details on Performance Indicators (PIs) can be found under 4.1 Findings on Specific objective 2, IOM UN-SWAP Performance – Comparative 
table, page 24.  
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during lockdown. Women were at the frontline tackling the pandemic (majority of healthcare and 
social-care workers, personal care workers in health services are women) seeing unprecedented rise 
in workload, health risk and challenges to work-life balance. Because these jobs cannot be done 
remotely, women were adversely affected especially in sectors where they are overrepresented and 
that are worst affected by the crisis (retail, hospitality, care and domestic work). According to the 2021 
Report on Gender Equality in the EU, there is a striking lack of women in COVID-19 decision-making 
bodies11.  
 

E. What are the systems and practices currently in place to enable the monitoring and 
evaluation of the implementation of GEP? What are the challenges and/or enabling 
factors to policy implementation?  

 

As mentioned under previous question, IOM developed a global online institutional questionnaire to 
obtain relevant data from field offices for the purpose of tracking overall organizational performance. 
Information gathered is utilized to monitor and report on organizational practices (organizational 
effectiveness report) and programming work (IOM annual report). With the introduction of IOM 
Gender Marker, the online questionnaire has shifted its focus from reporting on activities to reporting 
on gender equality results, which is a solid development. In addition, IOM utilizes a wide range of 
different M&E techniques to develop findings and conclusions on the implementation of GEP. The 
M&E practice of continued gathering of information and assessment is applied to determine if 
progress is made towards GEP-specified goals and objectives, and this is an integral part of IOM good 
management practice, which is also the responsibility of the GCU, the GFPs and ROMEOs as detailed 
below. 
 
GCU 
The fact that GCU is responsible and held accountable for the development and implementation of 
GEP ensures that gender perspective is mainstreamed throughout IOM policies, activities and 
programming12. This is the result of a growing demand for more evidence and accountability and many 
GCU development efforts are aimed at better-quality M&E system with a view towards increasing 
accountability, oversight and responsiveness.  GCU’s M&E role is multi-fold and entails a provision 
of technical advice and coordination including in project cycle management, GCU being quite vigorous 
in reviewing project development guidance and checklists to ensure that systematic gender analysis 
is carried out in project conceptualization, development and M&E. Commitments listed in the GEP are 
a direct responsibility of GCU and have contributed significantly to developing detailed guidance to 
mainstream gender into the projects13. As a result, the projects are becoming more gender-sensitive, 
even if gender mainstreaming remains inconsistent and not yet perceived as a core component. The 
M&E framework beyond the online institutional questionnaire does not have an organization-wide 
monitoring and reporting system and the capacity to capture gender equality results is the 
responsibility of GFPs and ROMEOs and may differ greatly depending on the specific office’s 
commitment to gender and available resources. 
 
GFPs 
The GFPs are based in nine ROs and 168 COs and their roles typically include planning the M&E 
activities, coordinating meetings and overseeing gender-related work. The GFPs in each ROs help 

 
11 A 2020 study found that men greatly outnumber women in the bodies created to respond to the pandemic. Of 115 national dedicated 
COVID-19 task forces in 87 countries, including 17 EU Member States, 85,2% were made up mainly of men, 11.4% comprised mainly women, 
and only 3.5% had gender parity. At the political level, only 30% of health ministers in the EU are women. 
12 GCU supports initiatives specifically aimed at advancing gender equality and strives to ensure that IOM programming responds to the 
particular needs of all migrants and their families, regardless of sex, gender, gender identity or sexual orientation. 
13 The developed guides and tools are raising awareness and sensitizing RTSs, project developers and other staff about IOM commitments 
to strengthen gender analysis in the project cycle. 
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coordinate GFPs in their respective regions, while the CO GFPs have been selected to advocate, 
provide advice and monitor progress in implementing gender policy, strategy and project activities. 
Coordination of the IOM GFP network falls under the GCU responsibility and registers a good 
performance especially in relation to ensuring steady communication and coordination with the actual 
GFPs, even though its position in easing the communication and networking among GFPs has not been 
optimal. To help build their capacity, GCU has organized training in several areas but mostly on gender 
mainstreaming in project development, management and M&E.  
 
Despite the steady increase in GFP appointments14, there are pressing issues that require attention. 
The first area of concern is the level of seniority in GFP positions – a problem recurrently highlighted 
in the consecutive SWAP reports but not adequately addressed i.e under PI11 on gender architecture 
– GFPs at HQ, RO and CO levels. In 2015, there was a strong requirement that the GFPs should be at 
the P3 or NOC level and above and if this criterion was not met (mostly due to limited grade levels 
among staff, particularly in small offices) a justification was required. As noted in the table below, 34 
percent of GFPs were at the P3 level or higher in 2015-2016, reaching the highest level in 2017 with 
35.6 percent, and three years on there is a decreasing trend in seniority, with, 29.7 percent of the 
GFPs at the P3/NOC level and above in 2018, down to 26.6 percent in 2020. 
 

GFP staff level at P3 or above 

Year Percentage Baseline 

2015 34% Same 

2016 34% Same 

2017 35.6% + 

2018 29.7% - 

2019 27.5% - 

2020 26.6% - 

  
A second area of concern relates to the allocation of GFP’s gender related work. Initially the GFPs had 
ToR requiring allocating at least 20 per cent of their time to GFP functions. Although this percentage 
has not been precisely warranted it does provide a good indication on what to expect from them as a 
projectized organization. In practice, the actual time allocation differs extensively among GFPs with a 
small number of them spending less than 10 percent of their time on GFP functions. As verified from 
different sources, the reduction to 10 percent has been an issue on the agendas of GFPs meetings15. 
Within the 10 percent gender-related allocation, key elements of their work-scope consist in 
operationalizing gender mainstreaming (such as advocating for the inclusion of gender in project 
formulation, introducing relevant gender dimensions in meetings at HQ, ROs, COs and at external 
meetings), leaving them with very limited time to introduce accountability and monitoring 
mechanisms in their tasks. Within this 10 percent allocation, M&E is not prioritized especially in 
relation to supporting gender sensitive project monitoring and assessment i.e., complete review of 
draft evaluation reports addressing gender-related omissions and achievements as well as applying 
gender indicators of success.  
 
Inadequate allocation of time over the work-cycle on gender functions is amplified in most instances 
as the majority of the appointed GFPs are not gender experts.  Their potential good communication 
and interpersonal skills, the training provided and their ability to multi-task cannot unfortunately 
compensate for the fact that many of them possess inadequate gender analytical and thematic 
problem-solving skills. This becomes even more problematic when GFPs are randomly selected, thus 
their potential to contribute may clearly be undermined by their unfamiliarity with the subject matter, 

 
14 As of January 2021, 87% of the 168 IOM COs and ROs have at least one GFP in place which is an increase from 81% in January 2020. 
15 Which have also discussed the basic link between time allocation and their comprehensive ToR which lists a number of activities, all of 

which have do not have equal added value. 
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and they often have minimum time to devote to gender related work as it is combined with other 
numerous responsibilities. It is essential that the role of GFPs gets the focus it deserves and that ROs 
and COs nominate staff members at relevant levels with sufficient time to carry out gender related 
functions. 
 
ROMEOs  
The appointment of ROMEOs in the ROs provides a good step in the direction of integrating gender 
on a wider scale and ensuring a higher gender-related interaction among them i.e., good examples 
are noted in provision of support in reviewing proposals, revising indicators, raising gender concerns, 
and integrating gender in evaluations. ROMEOs interact through an online network, where they can 
post questions and share information and this modality has proved to be rather useful.  
 
MID-TERM EVALUATION 
The mid-term evaluation is the result of a joint initiative of GCU and OIG and it was included as a 
requirement in the IOM GEP. As such, it was conducted two and a half years into GEP implementation 
with the aim of assessing the continued relevance and the progress made towards achieving its 
planned objectives especially in relation to gender mainstreaming, gender equality results, and the 
linkages between the two, using as baseline data IOM’s 2014 reporting under the SWAP framework 
(and global IOM gender equality results aggregated from COs and ROs reporting). The evaluation 
served two immediate purposes: decision-making and taking stock of initial lessons learned from GEP 
implementation. Specifically, it provided IOM with a basis for identifying appropriate actions to: (a) 
address issues or problems in design, implementation, and management, (b) reinforce initiatives that 
demonstrate the potential for success, and (c) make modifications to ensure the achievement of these 
objectives within the lifetime of the GEP. Several recommendations and lessons learned have been 
put forward and they are examined in detail under the next section (Specific Objective 2).  
 

F. What are the lessons learned and good practices that can strengthen the 
development and implementation of future IOM GEP?  

 

Increasingly best practices are being used to guide future IOM gender policymaking. One such practice 
is the UN-SWAP, which enables the IOM staff to engage in ensuring the integrity of self-assessments, 
provide evidence and share best practices (within the UN-SWAP 2.0 Knowledge Hub). This is important 
for avoiding repeated mistakes and when it comes to creating and managing gender policies, UN-
SWAP serves as a tool for raising awareness, getting everyone onboard and making practical 
improvements.  
 
UN-SWAP 
GEP is aligned with 17 UN-SWAP performance indicators, which cover strengthening accountability, 
M&E and reporting, resource tracking and allocation, capacity development as well as measures to 
enhance results-based management. Following the creation of UN Women in 2010, the UN-SWAP 
framework was developed through inter-agency consultations to operationalize GEPs16. The UN SWAP 
is based on a set of principles where expectations are predefined and understood, and decisions are 
informed by evidence. The PIs are embraced as a form of feedback and reproach, which enables IOM 
to receive a critical view of its performance, which in turn creates an opportunity to improve. This 

 
16 Since 2012, in order to enhance its commitment to gender equality, IOM agreed to implement it as an accountability framework called 
the UN System-Wide Action Plan (UN-SWAP) on gender equality and the empowerment of women, which was approved by the UN Chief 
Executives Board for Coordination (CEB). This initial framework of the UN-SWAP ended in 2017 and has been succeeded by an updated 
framework, known as “UN-SWAP 2.0”, which IOM has committed to implement by 2022. With the ambition of making gender mainstreaming 
operational, the UN-SWAP has provided the UN system with a strategy and a common set of goals and standards to which to adhere and 
aspire for the achievement of gender equality. Every year, IOM and other participating agencies report on how they are progressing towards 
implementing the framework. 
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does not mean that all feedback has been acted upon, but it has been considered. More importantly, 
the UN-SWAP serves as a good practice, which has been applied and has consistently shown results, 
but it also warrants continuous improvement. As a learning organization, IOM aims to maintain an 
effective performance management system in place.  
 

G. What are the most promising areas for collaboration between departments and 
offices relating to gender mainstreaming and gender parity? Are there any 
untapped opportunities?  

 

As per its mandate, GCU is responsible for the development and implementation of the IOM GEP, 
which ensures that a gender perspective is mainstreamed throughout all IOM policies, activities, and 
programming. It supports initiatives specifically aimed at advancing gender equality and strives to 
ensure that IOM programming responds to the needs of all migrants and their families of all genders 
and gender groups. GCU also supports the division of Human Resources Management (HRM) and the 
Ethics and Conduct Office (ECO) to promote gender awareness activities and sensitize the whole 
Organization17.  
 
In terms of organizational structure, GCU has a total of five staff including two professional staff 
members, two junior professionals (JPOs) sponsored by the Member States of Japan and Netherlands 
and one projectized short-term staff.  Clear roles and responsibilities are assigned to staff allowing for 
management structure but also with a good degree of operational autonomy. The GCU makes 
operations more efficient and more effective and with the concrete separation of functions into 
different sections, it performs different operations, a) gender mainstreaming in the management and 
programming, and b) PSEA at once seamlessly. At the same time, having in mind both operational and 
policy work GCU needs to conduct, the current staff number is not optimal to enable operational 
capacity. Since it was established, GCU hasn’t had an upward funding trajectory18 despite undertaking 
ever-increasing commitments deriving from the UN-SWAP, which requires that it takes the lead on an 
increasing number of initiatives and processes. This matter has been exacerbated even more so with 
the COVID-19 crisis, which also presented an opportunity to alter the status quo. Now more than ever 
it has been recognised by GCU, ROs and COs alike, that it needs to intensify efforts to overcome the 
dramatic impact of the crisis on gender equality.  
 
GCU is part of the Office of the Director General (ODG), but it is undergoing imminent restructuring19. 
From the IOM management viewpoint, this is seen as part of the lifecycle where restructuring is a way of 
tweaking internal departmental structures to improve overall functionality. ODG sees this move as a 
strategic matter that will influence several other diversity and social inclusion aspects that serve as a 
priority for IOM. Placing the unit under the Deputy Director General (DDG) Management Reform is 
not intended to diminish the relevance of mainstreaming gender. On the contrary, preserving its 
relevance is guaranteed by the program and project development process. The relevance of the 
reorganization is increased by the inclusion of other diversity and inclusion issues under the 
responsibility of the new unit, which will be renamed into the Gender and Diversity Unit (both being 
cross-cutting issues mainstreamed into operations and internal management related to recruitment, 

 
17 This includes providing inputs to the development and implementation of policies and strategies to establish a workplace that is sensitive 
to the needs of all staff members, regardless of sex, gender, gender identity or sexual orientation. GCU is also present on both the 
Appointments and Postings Board and the Rotation Appointments and Postings Board, in order to help ensure that IOM honours its 
commitments to gender parity at all levels of the Organization, and to ensure that other gender-related considerations are taken into 
account during the process. 
18 GCU has received funding from IOM Discretionary Income for carrying out gender-specific projects. This allocation has changed minimally 
during the last decade. 
19 Subject to approval by the Standing Committee on Programmes and Finance (SCPF) and to be formalised at the IOM Council in November 
2021. 



 19 

career development etc). Another argument supporting GCU’s reorganization is the legitimate push 
from the Member States to have greater diversity inclusion from a nationality and geographical point 
of view20. The new structure with two DDGs is also expected to ensure that cross-cutting issues such 
as gender have a greater impact on all sides of the spectrum of IOM policy, administrative and 
operational activities.  
 
The findings from the review however show that despite given assurances that eliminating certain 
positions is not an option, the plan for GCU restructuring may need further consideration. There may be 
a genuine risk in placing GCU under the DDG management portfolio of affecting a range of key roles that 
GCU has played in mainstreaming gender in various areas of IOM programming and implementation. The 
reorganization may have important implications on its staff and migrants it serves, but also on the efforts 
of progressing gender equality in programming. This reorganization could imply that IOM is directing its 
attention towards gender parity in the workplace while neglecting the essential part of its work linked 
to gender mainstreaming in programs and operations. The upcoming reorganization may not be either 
fully in line with MOPAN recommendations, which repeatedly called for GCU consolidation (amidst 
other reasons) to support and provide further contributions to the realisation of SDG 5 and UN-SWAP 
commitments.   
 
Another legitimate concern, which was also raised with GCU, is that the restructuring and the merging 
of gender and diversity and social inclusion may not be followed by adequate human and financial 
resources, including on related expertise, to support its broader mandate. Learning from previous 
practice and GFPs, the resources are expected to be spread too thinly, which could ultimately have a 
negative impact on the significant strides that GCU has made to date.  
 

4.2 Specific Objective 2: Implementation of recommendations from 
the mid-term evaluation of GEP 

One of the primary purposes of mid-term evaluation of GEP was to inform IOM management on the 
conclusions, recommendations, and lessons learned issuing from the assessment of GEP 
implementation. The process proved to bring added value to management understanding of what 
works, what does not work and what should be improved, thus promoting informed decision making 
about programming choices, approaches, and practices. As reported during the interviews, 
recommendations of the mid-term evaluation have enhanced IOM programming in the field to a 
certain extent and opened prospects for new knowledge shared with the larger development 
cooperation community.  
 

H. Are the recommendations of the mid-term evaluation of GEP still relevant? 
Have they been implemented effectively?  

 

The mid-term evaluation recommendations are still realistic given the current development context 
and feasible within budgetary constraints. The recommendations with findings from the current 
review are listed below.   
 
Recommendation 1:  IOM should conduct a gender capacity assessment at the global, regional, and 
country levels and hire/train additional gender experts at HQ and the regional levels to ensure that 
staff has access to gender expertise.  
 

 
20 Information received during interviews with the Director and the Diversity and Inclusion Officer in the Human Resource Management 
Division. 
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The GEP has had a limited impact on IOM’s capacity to conduct such assessments, also with a view of 
guaranteeing sustainability of IOM efforts. To date, IOM has not conducted an organization-wide 
capacity assessment. This has been repeatedly verified in the consecutive UN-SWAP reports and the 
last comprehensive but informal capacity assessment was carried out in 2017 with the GEP mid-term 
evaluation. The sample of persons who were interviewed included one RO, one CO and the HQ, which 
is not a significantly representative sample. Despite bringing added value in terms of identifying 
weaknesses and helping GCU to use key findings to feed into their plans to continue building staff 
capacity on gender mainstreaming, the GEP itself had limited impact on increasing the capacity to 
conduct assessments and to develop a capacity-building strategy. Assessments have only been done 
on an ad hoc basis as confirmed by the UN-SWAP 2020 PI14. If compared to UN-SWAP 2017 PI14 (at 
the time of the mid-term evaluation), no progress has been made and the status quo presented in the 
following formulation is confirmed: 
 

IOM continues to approach the requirements of this Performance Indicator. While there are 

currently no plans for an organization-wide capacity assessment of all staff, IOM continues to 

conduct capacity assessments for selected staff, and generally on an ad hoc basis. GCU continues 

to work on the gaps previously identified from past capacity assessments, combined with 

spontaneous requests from the field and in our conversations with HQ and field staff, to shape the 

training plan for capacity building on gender issues. 

 
Recommendation 2: IOM should appoint dedicated gender advisors to each RO to build the capacity 
of project developers, as well as gender focal points in the region. 
 
The importance of integrating gender perspectives in enhancing operational effectiveness and the 
necessity of having full-time gender advisors has been called for repeatedly but this matter has not 
been adequately addressed despite dedicated earmarking funds for establishing gender 
advisor/specialist posts in the ROs. The status quo in terms of their uncertain appointment does not 
revoke the fact that their future roles would facilitate a more efficient mechanism to coordinate an 
active network of GFPs in each region and allowing GFPs to dedicate more working hours to gender 
aspects. Their role in operationalizing the GEP from a more strategic position has not been 
investigated, especially in terms of effective support to strengthen gender mainstreaming.  
 
Placing staff with gender-related expertise and experience in gender specialist/officer posts is the 
main prerequisite for the implementation of this recommendation. Currently gender is not considered 
as highly specialized position and therefore gender specialist positions are included in rotation system, 
and any staff member who is subject to rotation could be appointed as gender specialist. Having 
dedicated gender advisory positions is needed, but it would be important to make sure these posts 
are filled by those staff who have the capacity and skill to perform as gender experts.  
 
GCU has been repeatedly advocating for recruiting RO gender advisors. Their prospective position 
would be detached from the RO GFPs as it would be a significant task for the latter to take on such 
responsibilities. 
 
Recommendation 3: IOM needs to increase its dedicated budget allocation to support gender-
mainstreaming processes. 
 
Gender equality is a horizontal principle to be considered and promoted throughout the preparation, 
implementation, monitoring, reporting and evaluation of IOM activities. Delivering on its objective to 
promote and support gender-mainstreaming processes, IOM has decided to establish a financial 
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benchmark to ensure that gender has been mainstreamed into all OM programmes and projects, 
including IOM Development Fund projects21, and has set a target of expending five percent of its 
budget on gender-specific activities, corresponding to a 2b code using the IOM Gender Marker22 
methodology. However, to date this has not been met despite significant improvements and the 
development of the web-based management platform (PRIMA), which facilitates the tracking of the 
IOM Gender Marker code23.  
 
With the introduction of the IOM Gender Marker, it was estimated that about 42 percent of all 
applicable projects can be considered as contributing to gender equality i.e. projects coded “2a” or 
“2b” using the IOM Gender Marker24. These codes have been self-assigned by project development 
staff, and have not been fully crisscrossed, so they may not be entirely correct. Still, they provide an 
approximate baseline from which a financial benchmark can be established for all IOM projects 
worldwide. The obstacles to meeting the 5 percent target are several but the main condition for 
success is that key IOM actors need to understand the importance of gender mainstreaming process 
as well as the need for having additional human and financial resources to create a stimulating working 
environment. Staff sensitization (and training) might only have a limited impact on necessitating a 
higher allocation of resources while it is more important for the IOM decision-makers to understand 
and promote the benefits of dedicating a higher budget allocation to support gender-mainstreaming 
processes.  
 
Recommendation 4: Gender-related responsibilities for all staff should be clearly incorporated in 
ToRs and specifically mentioned in their Staff Evaluation System (SES).  
 
In the 2016 UN-SWAP report, IOM included specific competency indicators on gender equality in the 
existing SES that applied to all staff members. This was done with the aim to ensure that managers 
are held accountable for mainstreaming gender in programming and staffing. In 2017, the mid-term 
evaluation stated that gender-related responsibilities for all staff should be clearly incorporated in 
ToRs and specifically mentioned in their SES and that managers need to ensure that all staff is assessed 
on their gender performance25. At that time, the PI8 on gender responsive management was not 
introduced in the UN-SWAP. In 2018, IOM met the requirements of the PI and the SES assessed all 
managers at the P3/NO-C or higher levels on three gender-related key performance indicators. At 
present, gender-related responsibilities have been incorporated in the ToR but IOM staff is not 
thoroughly held accountable for integrating gender in their work and the gender-related objectives in 
the SES appraisal are not automatically included.  
 
Recommendation 5: The Diversity and Inclusion Officer should develop a communication strategy 
to disseminate information to staff at HQ, ROs and COs concerning gender parity targets, IOM 
achievements vis-à-vis commitments in this area and recruitment policies adopted to achieve it.  

 
21 An IOM-administered funding mechanism established to support capacity-building activities in migration management for developing 
countries 
22 The IOM Gender Marker as a follow-up tool was introduced in 2018 to assesses how well IOM projects incorporate gender considerations 
and is linked with ICT solutions such as PRIMA so that IOM can track how much of its funding is being allocated to projects that promote 
gender equality. The classification of gender marker codes is as follows: (i) 0 implies a project does not include gender perspective; (ii) 1 
implies some but insufficient inclusion of gender; (iii) 2a implies sufficient inclusion of gender (mainstreamed); and (iv) 2b implies focus on 
gender perspective (targeted). 
23 During 2020, the Fund continued to use the IOM marker for all its projects. Of the 75 project proposals (USD 20,425,296) approved by the 
Fund in 2020 through PRIMA, 100% had at a minimum an IOM Gender Marker code of “2a” and had successfully mainstreamed a gender 
perspective prior to project approval and activation; moreover, three projects had a code of “2b”, or 3% (USD 680,339) of funding available 
for projects. While this falls short of the 5% funding target for gender-specific projects, it is a significant improvement from 1.27% in 2019. 
24 Source – UN-SWAP 2020.  
25 In particular, project developers, project endorsers and GFPs, should either include a gender-specific objective in their SES or mainstream 
gender in other objectives, activities and indicators. IOM needs to ensure that managers are held accountable for doing so. Managers need 
to ensure that all staff is assessed on their gender performance. In particular, project developers, project endorsers and GFPs, should either 
include a gender-specific objective in their SES or mainstream gender in other objectives, activities and indicators. IOM needs to ensure that 
managers are held accountable for doing so. 
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The recruitment of the Diversity and Inclusion Officer was completed in 2017. One of the main 
objectives for the employment was the development of a communication strategy to disseminate 
information to staff at HQ, ROs and COs. This has been highlighted in the mid-term evaluation, which 
called for information dissemination on gender parity targets, IOM achievements vis-à-vis 
commitments in this area and recruitment policies adopted to achieve it. This has also been 
emphasized in the Organizational Effectiveness Report, which provides an important baseline to track 
progress against the implementation of the gender policy and the UN-SWAP. The report includes a 
comprehensive review on gender equality in staffing issues and organizational culture, and gaps on 
gender parity within IOM. Significant advancements have been made when it comes to achieving 
gender parity in staffing. Yet, despite all the efforts such as the execution of the Diversity and Inclusion 
Workplan (which includes targets for gender parity and other activities to foster a gender-inclusive 
work environment), training implemented to improve the work environment and promote gender 
parity26, and the global launch of the IOM Misconduct platform “We Are All In”27, gender parity is still 
not fully embedded into structures and IOM still has some way to go. The Diversity and Inclusion 
Report and Workplan provide strong evidence for staff to learn about the progress and the challenges 
ahead to achieve gender parity, in terms of setting goals and having a critical look at processes to 
identify where change is needed. 
 
Creating change programs and approaches that allow staff to set concrete steps in supporting and 
promoting greater gender parity in the workplace is important, but this alone will not bring about 
change. Changing adverse perceptions and improving selection mechanisms in relation to recruitment 
polices need to be linked with other organizational initiatives aimed at changing the organizational 
culture and deconstructing stereotypes, making sure that IOM addresses both the obvious and more 
subtle equality issues in the Organization. While pay gaps and motherhood benefits are pin-pointed 
and addressed relatively easy, issues of sexual exploitation and abuse, harassment, retaliation, 
biased recruiting, and performance reviews can be much harder to address as they are often 
happening under institutional “radar”. Likewise, issues within the IOM work culture can also be much 
less tangible and harder to identify. A supportive and bias-free environment is the top driver when it 
comes to empowerment of less represented gender groups in the workplace. This does not only mean 
creating a supportive and inclusive culture and awareness about conscious and unconscious bias 
throughout the Organization, but also training managers to lead more gender equal and diverse teams 
and making sure leadership is taking decisions with gender parity in mind. In view of this, IOM also 
submitted an action plan to achieve gender parity by 2021 as requested by the UN Secretary General 
systemwide strategy on gender parity. One of its top institutional priorities is a new global effort for 
the development of a Roadmap on Diversity and Inclusion, to ensure full, equitable representation 
and participation across IOM. The change of GCU into a Gender and Diversity Unit may be a positive 
sign on the continued attention to such issues.  

Recommendation 6: Partnerships are critical for IOM to achieve gender equality results. IOM should 
review its partners’ gender related policies and commitments as a prerequisite to enter a 
contractual agreement. This requirement should be made clear in all calls for proposals. 

IOM relies on strong partnerships on gender issues, including with governments, NGOs, UN agencies 
and others. At the global level, IOM’s position as the UN Migration Agency and its role in the UN 
Migration Network or within Inter-Agency Standing Committee have expanded its room for 
partnership.  At country level, IOM’s operating model and its country-level role enable its involvement 
in UN Country Teams.  Its leadership of the global Camp Coordination and Camp Management Cluster 

 
26 IOM has organized sessions on unconscious bias for senior-level staff at Headquarters as well as for Regional Directors, Chiefs of Mission 
and Heads of Office at IOM’s bi-annual Global Chiefs of Mission Meeting (GCOMM). Regional follow-up sessions have also been organized. 
The Organization has also played a key role in capacity building efforts to prevent and respond to sexual exploitation and abuse in its 
response operations. 
27 https://weareallin.iom.int/ 

https://weareallin.iom.int/
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also requires close partnership with sister agencies and with national governments. IOM engages in 
comprehensive partnerships with national stakeholders that support gender-related interventions. 
Especially on cross-cutting themes, the Organization’s interventions are strongly contextualised, and 
appropriate understanding of its work reinforces the drawing of strategies in the countries and regions 
where it operates. IOM also has a Private Sector Partnership Strategy in place, and there are good 
indications that the strategy is being well-implemented. 
 

I. What have been the direct contributions of the mid-term evaluation 
recommendation to any further gender equality mainstreaming within IOM?  

 

The mid-term evaluation was recognised as a relevant assessment for promoting gender equality and 
gender mainstreaming in the Organization. The implementation of the recommendations and 
incorporation of information on the activities, responsibilities, contributions, priorities and needs in 
gender equality mainstreaming need to be accompanied by clear political (senior-level) commitment 
to take the processes to the next level. The qualitative aspects of the mid-term evaluation concern 
the need to give equal weight to the values, knowledge, experience and priorities of IOM, as a means 
of enriching and directing all areas of organizational development. The purpose is not simply to 
produce documents and provide evidence that gender mainstreaming has been undertaken, but to 
lead to concrete actions, which will ensure greater potential for promoting it. This might conduct to 
changes in the way objectives are expressed, activities drawn up, and anticipated outcomes defined. 
 

J.  What are the contributing factors, bottlenecks, lessons learned and good practices 
from the mid-term evaluation that still apply?  

 
IOM was one of the pilot agencies for both the original UN-SWAP framework and UN-SWAP 2.0. Its 
participation in the implementation of the UN-SWAP has generated the formation of a few initiatives 
and processes that have reinforced gender mainstreaming in programmatic work, gender balance in 
staffing and a gender-sensitive organizational culture. Good results produced are in corelation with 
safeguarding sustained support from senior management as well as having an adequately capacitated 
GCU. GCU has noticeably contributed to advancing the gender mainstreaming capacities in the ROs 
and COs. Contingent to further improvement, a good practice is the IOM Gender Marker, which has 
massive potential to further the implementation of the GEP.  
 

K. What are the systems and practices currently in place in IOM that enabled the 
implementation of gender related evaluation recommendations to guarantee 
sustainability? 

 

The application of UN-SWAP safeguards the implementation framework efforts. Sustainability is 
guaranteed with an enhanced application of the recommendations by IOM staff and practitioners as 
put forward by the GEP. This can be reinforced with the further use of UN-SWAP as a suitable 
framework, and also by maintaining the IOM community stakeholder engagement and partnerships. 
The actual upgrade of the UN-SWAP with new PI has contributed towards developing an 
implementation mechanistic process model which helps specify implementation outcomes and 
evaluate its application. The use of UN-SWAP provides a foundation from which generalizable 
implementation knowledge can be advanced. In contrast, superficial use of the framework hinders 
being able to use, learn from, and work sequentially to progress the field and ensure sustainability. 
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The mid-term evaluation makes a clear reference to the UN-SWAP accountability framework. As 
already mentioned, the UN-SWAP 2.0 includes a set of 17 PIs, organized in two sections (gender-
related SDG results and institutional strengthening to support achievement of results) and clustered 
around six broad areas. The UN-SWAP rating system consists of five levels. The ratings allow UN 
entities to self-assess and report on their standing with respect to each indicator, and to move 
progressively towards excellent performance. The performance indicators are divided in four 
categories: missing; approaches requirements; meets requirements; exceeds requirements. Since the 
time of the mid-term evaluation (in 2017), the overall performance has been mostly static as 
illustrated in the table below. 
 

IOM SWAP PERFORMANCE – COMPARATIVE TABLE 

Performance indicator 2017 2018 2019 2020 
 

PI1 Strategic Planning 
Gender-Related SDG Results 

N/A Missing Missing Missing 

PI2 Reporting on Gender-
Related SDG Results 

N/A  Exceeds 
requirements 

Approaches 
requirements 

Approaches 
requirements  

PI3 Programmatic Gender-
Related SDG Results not 
Directly captured in the 
Strategic Plan 

N/A Approaches 
requirements 

Missing Missing  

PI4 Evaluation Meets 
requirements 

Exceeds 
requirements 

Exceeds 
requirements 

Exceeds 
requirements  

PI5 Audit Exceeds 
requirements 

Meets 
requirements 

Exceeds 
requirements 

Exceeds 
requirements  

PI6 Policy Meets 
requirements 

Meets 
requirements 

Meets 
requirements 

Meets 
requirements 

PI7 Leadership N/A Approaches 
requirements 

Approaches 
requirements 

Approaches 
requirements 

PI8 Gender-responsive 
performance management 

N/A Meets 
requirements 

Meets 
requirements 

Meets 
requirements 

PI9 Financial Resource 
Tracking 

N/A Meets 
requirements 

Meets 
requirements 

Meets 
requirements 

PI10 Financial Resource 
Allocation 

N/A Approaches 
requirements 

Approaches 
requirements 

Approaches 
requirements 

PI11 Gender Architecture Approaches 
requirements 

Approaches 
requirements 

Approaches 
requirements 

Approaches 
requirements 

PI12 Equal representation of 
women 

N/A Approaches 
requirements 

Approaches 
requirements 

Approaches 
requirements 

PI13 Organizational culture Approaches 
requirements 

Approaches 
requirements 

Approaches 
requirements 

Approaches 
requirements 

PI14 Capacity Assessment Approaches 
requirements 

Approaches 
requirements 

Approaches 
requirements 

Approaches 
requirements 

PI15 Capacity Development Meets 
requirements 

Meets 
requirements 

Meets 
requirements 

Meets 
requirements 

PI16 Knowledge and 
Communication 

N/A Exceeds 
requirements 

Exceeds 
requirements 

Exceeds 
requirements 

PI17 Coherence Exceeds 
requirements 

Meets 
requirements 

Meets 
requirements 

Meets 
requirements 
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Overall, the GEP together with the implementation of the UN-SWAP have triggered the possibility of 
measurement of substantive processes in a comparative mode. The table can be used to examine 
progress over time as found on each PI. For PIs from 6 to 17, interpretations are based on linear data 
for the years included in the table (2017-2020). For P5 (audit), the changes in 2019 and 2020 reappears 
linear – as in 2017. The downgrade in 2018 did not affect audit planning as IOM’s Internal Audit (a 
function of the Office of the Inspector General) continued to consider gender-related risks in its Annual 
Planning28. 
 
In contrast, PI2 and PI3 show a worsening trend (2018 compared to 2020). It is hard to interpret 
findings.  IOM reports regularly to its Member States (Governing Body) on implementing GEP, 
however the reporting does not explicitly mention how results on gender equality will contribute to 
meeting SDG targets, including SDG 5. In relation to sex-disaggregated data, the project managers are 
encouraged to enter such data on both the project development platform and the institutional 
questionnaire. However, the activity is yet to be made a compulsory practice. Currently, for data 
collected on partners in training for instance, disaggregation by sex only (and not by age) is required. 
Other reasons for the lack of disaggregated data are low human resources, working in emergency 
contexts where households rather than individuals are sometimes the denominator for beneficiary 
numbers, or the nature of the project where disaggregated data is not permitted for various reasons 
(security for border management projects for instance). Still, there has been progress for 
disaggregating reporting data by gender and efforts are made to encourage disaggregation wherever 
possible.  
 

4.3 Specific Objective 3: Implementation of MOPAN recommendations 
relating to gender 

MOPAN as a network of like-minded donor countries mainly, assesses the performance of multilateral 
development organizations that receive development and humanitarian funding. This knowledge base 
is intended to contribute to organizational learning within and among multilateral organizations. 
Network members also use the findings as input for strategic decision-making about their 
engagements with the organizations reviewed. The MOPAN 2019 report concluded that IOM made 
progress in building the strategic architecture for cross-cutting priorities, including gender. However, 
because of limited flexible resources to support and ensure gender mainstreaming, programmatic 
application of gender related activities was noted to be dependent on individual staff willingness and 
interest. It was further noted that IOM’s strategic approach to gender and policy architecture has 
gained momentum, but more progress is needed in implementation. The gender policy is reported to 
be unevenly applied in practice. Plans exist to integrate gender indicators into the corporate results 
framework, though this is still under development. MOPAN has not previously assessed IOM, and no 
other comprehensive, independent institutional assessment has been conducted in recent years. 
 

L. Are the recommendations from MOPAN assessment still relevant? Have the 
recommendations been implemented, and if yes, to what extent?  

 
The implicit recommendations from MOPAN are listed below, with findings from the current review.  
 

 
28 In 2018, GCU was again consulted to provide inputs to the Internal Audit Unit’s Annual risk-based planning exercise, which determined 
the specific offices to be audited each year, and GCU continues to be informed (with the possibility to provide inputs) at the preparatory 
stages of each internal audit. Similar practice continued to be rolled forward in 2019. 
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Recommendation 1: IOM needs more systematic and reliable mainstreaming of gender equality and 
to integrate gender indicators into the corporate results framework. 
 
Gender mainstreaming in IOM serves as an instrument towards implementing specific policies and 
actions for the advancement of women and for the promotion and coordination of a gender 
mainstreaming strategy in all IOM projects and programmes. The identified areas of improvement in 
the MOPAN assessment should lead to better informed policymaking, fairer allocation of resources 
and greater transparency in the IOM gender mainstreaming process. IOM has considered MOPAN 
recommendations and is steadily moving towards a more-inclusive process of integration of gender 
equality concerns into the planning, budgeting, implementation, monitoring and evaluation of all its 
policies, programmes and activities. IOM’s strategic approach to gender has also gained momentum 
and IOM’s gender policy environment has improved in recent years. The GEP is a step forward in this 
direction, yet it has been unevenly implemented in practice.  
 
IOM is still missing the specific requirements of the strategic planning PI since its current global results 
framework does not include a high-level result on gender that explicitly mentions SDG 5. Some 
improvements have been made in integration of gender indicators into the corporate results 
framework and IOM makes efforts to mainstream gender considerations into its policies, frameworks, 
strategies and programming. A noticeable development in this respect is the recent publication of 
IOM Strategic Vision and its accompanying Strategic Results Framework (SRF). In addition, the results 
framework of the Internal Governance Framework (IGF) is in the process of being finalized. While the 
SRF focuses on IOM's external impact, IGF will enable IOM to better measure internal performance 
with set targets to encourage growth and improvement. In the interim, with the aim of UN-SWAP 
reporting, IOM considers MiGOF and its supplementary Global Results Framework to be the main 
strategic planning and reporting document. The Global Results Framework is also complemented by 
the Organizational Effectiveness Results Framework, which measures internal performance against its 
corporate strategic priorities. As already mentioned, this framework includes a specific outcome on 
GEP, with eight indicators that measure the implementation of the policy internally, including one 
indicator specifically on whether the milestones for implementing the policy have been met.  
 

Recommendation 2: Gender mainstreaming is necessary both corporately and within individual 
projects.  
 
Gender mainstreaming is vital for the IOM policy and programming cycles. It is a preparatory step for 
the planning stage and serves to inform the development of policies, programmes, and projects. 
Gender mainstreaming ensures that sound and credible advice is provided, and the policies, 
programmes and projects developed based on it will have greater credibility and validity among those 
benefiting from them. This approach should be preserved at an organizational level. At the same time, 
encouraging bottom-up analysis through a project-driven approach is equally important. IOM has a 
projectized structure, which denotes that its funding and interventions are largely dependent on 
donor funding and field driven approaches. The decentralised and projectized model supports and 
restraints relevance and agility. Weighing pros and cons is easy to assess.  
 
The decentralised structure allows for flexible and adaptable delivery of programmes, which signifies 
a high reliance on COs to identify and design projects for implementation29. At the CO level, examining 
the allocation of resources is easier and so is understanding the reasons for gender distribution of 
representation and resource allocation. In contrast, having a high dependency on ensuring funding, 
limits the Organization’s scope for decision-making on staff and resource allocation when these fall 

 
29 IOM has guidelines in place to ensure smooth decision-making processes for project endorsement that involve Chiefs of Mission, Regional 

Directors, relevant HQ divisions and project endorsers. 
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outside programme and project frameworks. Projectisation also limits IOM’s ability for resource 
reallocation, and this has become increasingly apparent as IOM’s role and scope have expanded over 
time. A disadvantage (of the project-oriented structure) is that due to the specific project 
requirements, gender mainstreaming may be put aside.  
 
The decentralised and projectized model does not necessarily contribute to the monitoring and quality 
assurance systems for gender mainstreaming efforts at the level of Organization. With the IOM 
Gender Marker, this matter has been somewhat addressed because the marker is used at the project 
proposal/development level, but consolidation can give a global view of IOM efforts. According to the 
UN-SWAP 2020 it is estimated that about 42 percent of all applicable projects can be considered to 
contribute to gender equality, and they provide an approximate baseline from which a financial 
benchmark can be established for IOM projects worldwide. In practical terms, around 42 percent of 
all applicable projects were marked "2a" or "2b" and considered to contribute to gender, but which 
falls far below the 80 per cent required for IOM to be considered "approaching" the requirements of 
UN-SWAP PI. Capacity-building in this area has been ongoing since 2020 with the development of an 
online training course on the IOM Gender Marker, which should help contribute to higher percentage 
in gender mainstreaming.  
 
Recommendation 3: Mainstreaming and results in gender and environment/climate change require 
a focused effort. 
 
MOPAN states that IOM response to climate change needs to be more effective and sustainable. It is 
essential that its initiatives focus on interlinkages between gender and climate change and that 
women are engaged at all levels of the decision-making process. Environmental sustainability and 
climate change agendas are emerging, but programmatic application within IOM is variable. MOPAN 
states that gender equality and women’s empowerment are central to development, environmental 
sustainability, and achievement of IOM policies. Although at present there is a greater understanding 
of the need to incorporate gender perspectives into climate change policy, there are still considerable 
gender-based barriers across the major pillars of IOM policy and processes on climate change. This is 
seen via the lack of integrated principles of GEEW into financing for climate change as well as the 
neglect when it comes to integration of gender perspectives into mitigation and adaptation initiatives.  
 
At present, IOM is drafting the policy on migration, environment and climate change, and a policy 
statement on organizational environmental sustainability has been produced in 2020. IOM staff has 
limited awareness of its policy commitments and initiatives in respect to environment and climate 
change. Capacity building on the subject-matter has been limited to the RTS’ and the lack of core 
funding means that training to date has been restricted to migration, environment, and climate 
change as thematic areas.  
 
A positive development is that specific indicators for environmental mainstreaming are being finalised 
for the corporate results framework30. Environmental safeguards are part of the Project Handbook 
and Project Review Checklist for endorsers, and they form part of IOM project guidance, but their 
application varies in practice.   
 
Recommendation 4: Internal audit processes require an assessment of gender mainstreaming.  
 
IOM’s internal audit function is independent from management and reports through various 
management and governance bodies31. IOM is compliant with international accounting standards, 

 
30 Environment indicators feature in the institutional questionnaire, from which data is gathered to inform IOM’s Annual Report. Annual 
Reports in the review period include sections on environmental sustainability and climate change, though data is gathered from survey of 
IOM offices only, and focuses on activities rather than results. 
31 Audit and Oversight Advisory Committee, the Director-General, and the Standing Committee on Programmes and Finance. 
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including on internal audit, and its management response process is adequate, although relevant 
documentation on audit processes is not publicly available. The IOM internal audit has enhanced the 
collective capacity of the Organization to examine its activities from a gender perspective and identify 
strengths and weaknesses in promoting gender equality issues with two gender audits conducted so 
far, one of RO Bangkok (RO for Asia and the Pacific) in 2014 and one of RO Dakar (RO for West and 
Central Africa) in 2016.The audits have  assessed the progress made in gender mainstreaming and 
helped build IOM ownership for gender equality initiatives and sharpened organizational learning on 
gender through a process of gender mainstreaming built into IOMs shared objectives. The audits 
utilize a “gender filter” that facilitates the process of audit findings and recommendations being duly 
monitored through the Internal Audit Unit’s database tracking system.  To continue exceeding the 
requirements of PI 5, IOM needs to conduct a gender audit in 2021.  
 
Recommendation 5: Analysis of gender as a cross-cutting issue needs strengthening to ensure 
corporate consistency. 
 
The Project Handbook’s guidance on M&E references the integration of gender, human rights, and 
environmental sustainability and sensitivity as IOM cross-cutting issues. The IOM M&E Guidelines of 
2021 also include relevant information on them including on Gender. Information and analysis on 
crosscutting issues is required for reporting and this is also included in the report reviewers’ checklist. 
These issues have benefited from mainstreaming but there is less evidence overall of tangible results. 
In terms of structures and mechanisms in place to support the implementation of global frameworks 
for cross-cutting issues, IOM has a gender policy in place and reports on progress through a range of 
mechanisms to its governing body. Its piloting of the IOM Gender Marker provides a significant 
potential route for improving gender mainstreaming in operational activity. The good governance 
agenda is central to IOM’s corporate frameworks and operational practice being the foundation on 
which the MiGOF rests. Project guidance and screening processes mainstream good governance 
concerns. Human rights agenda is generally well embedded in IOM’s corporate frameworks although 
resources to ensure the mainstreaming of human rights are limited.  

 

M. What are the systems and practices currently in place that enabled the 
implementation of MOPAN recommendations?  

 
The systems and practices that enable the implementation of MOPAN recommendations are not 
limited to policies, strategies, advocacy efforts, greater sex disaggregation, and improved gender 
analysis of data. They include country presence at field level ensuring relevance and responsiveness 
to needs, which demonstrates agility and flexibility at the field level. IOM has also been able to align 
interventions with national migration priorities and strategies, an approach that is highly valued by 
partners and delivers result for good migration governance, often in challenging operating contexts. 
 
Addressing gender gaps in governance entails the adoption of reforms to engender different 
governing institutions at the various levels and to ensure development effectiveness and results. To 
harness this realization, IOM has been committed to playing a key role in enhancing the quality of 
governance while simultaneously elevating good governance matters to the top of the development 
agenda with the aim of achieving progress towards gender equality and ensuring that good 
governance agenda is central to IOM’s corporate frameworks and operational practice. Project 
guidance and screening processes mainstream good governance and the same applies for human 
rights where gender concerns are well embedded in IOM’s corporate frameworks and operational 
practice.  
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N. What are the challenges and/or enabling factors to systematic and reliable 
mainstreaming of gender equality identified by MOPAN that are still relevant?  

 

Vision planning is an ongoing process that requires complete workforce engagement. IOM 
management and staff help in providing insight into potential issues and challenges as well as 
opportunities in the process of strategy creation, and inputs considered solidify IOM ‘s commitment 
to successfully carrying it out.  Although MiGOF guarantees a comprehensive, operationally driven 
framework which receives backing from both management and staff, it does not offer medium-term 
view linked to clear corporate results on gender mainstreaming. Innovation plays a key role in IOMs 
culture and vision planning, and while some strategic plans fail due to the lack of understanding and 
adaptation, IOM must address the question of whether the tools and the space necessary for truly 
creative modernization have been provided, adapting where necessary and as often as necessary.  
 
IOM has undergone restructuring to reinforce RBM as the results architecture remains weak and the 
Organization has no standalone results-based management policy, despite the RBM Roadmap 
actualisation. A similar improvement at the level of implementation of a GEP, including the next one, 
is necessary in terms of RBM processes as already discussed previously.  
 

O.  What are the lessons learned and good practices from the implementation of 
MOPAN recommendations? 

 

A good practice is one that meets at least two of the following criteria: leads to an actual change; has 
an impact on the policy environment; demonstrates an innovative or replicable approach; or 
demonstrates sustainability.  
 
IOM’s participation in the implementation of the UN-SWAP has generated the creation of functional 
initiatives and processes that have strengthened gender mainstreaming in programmatic work, 
gender balance in staffing and a gender-sensitive organizational culture.  In specific terms, a good 
practice is the production of knowledge products such as the World Migration Report and the 
Migration Portal. The World Migration Report has download rates of approximately 13,000 downloads 
a month for the English version and each edition has dedicated sections on cross-cutting issues, 
including gender. The Migration Portal similarly provides global trend data with thematic sections such 
as gender and migration, with key trends and data sources related to gender.  
 
By effectively partnering with other organizations that create meaningful impact on gender balance, 
IOM provides opportunities for its staff to learn from, and network with, likeminded people. It also 
demonstrates its commitment to gender equality outside of the scope of the Organization. Partnering 
with organization with a shared mission can help in achieving goals related to equality and diversity. 

5. Conclusions 
 
The findings of the review show that the current Gender Equality Policy has been relevant and in line 
with the frameworks on gender equality and mainstreaming such as GAD, the Beijing Platform for 
Action and the SDGs. Gender equality has since grown both thematically and in propensity, and the 
understanding of what elements need to be included in a more comprehensive analysis in the next 
GEP is now refined. The new GEP will be vital to ensure that accountability for IOM’s work on gender 
equality is still strengthened and that gender equality orientation is moving in the right direction given 
the new social, political, and economic challenges. 
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This review assessed to what degree have the policy objectives and results been achieved, referring 
to the benchmarks of the mid-term evaluation of Gender Equality Policy conducted in 2017. It 
concludes that IOM’s performance and effectiveness in relation to the IOM Gender Marker and 
gender-responsive performance management have been partially satisfactory, despite successful 
initiatives in the implementation of the Gender Marker, while partnerships and knowledge generation 
and communication have been highly satisfactory. The IOM Gender Marker is still a relatively new 
tool, so it will continue to take time for its staff to fully understand it and use it correctly i.e., the issue 
of over-coding still stands.  
 
The “Getting to Equality” results report has increased the interest of the donor community, which may 
pave the way for more unearmarked voluntary contributions allocated to gender. While a significant 
portion of the resources received by IOM is tightly earmarked for individual projects, additional 
unearmarked contributions to gender mainstreaming will enable IOM to respond to strategic needs 
and to finance important core functions and functional areas, including the provision of technical 
expertise and policy advice. For instance, the commitment to the UN-SWAP standards means that 
meeting or exceeding UN-SWAP standards would require adequate resources and such unearmarked 
funding is important32.  
 
GEP has provided a broad framework for measuring impact in relation to gender equality results and 
clear developments have been made with the introduction of PRIMA and the development of gender 
specific tools on results-based management and on M&E. IOM also tracks its performance through 
the global online institutional questionnaire. Beyond the online institutional questionnaire, IOM does 
rely on good project reporting systems, the appropriate usage of the IOM Project Handbook and the 
newly developed M&E Guidelines. It also relies effectively on the role of the GCU and ROMEOs in 
collecting and analyzing data from the ROs and COs.  
 
GCU has created a favourable institutional set-up conducive to a more balanced M&E of GEP 
implementation and part of this is attributed to the need for ensuring regular communication with 
the GFPs as well as monitoring the implementation of their respective workplans. GCU has been 
responsible for the development of GEP and is held accountable for its implementation. The GFP role 
under the leadership of the GCU may be considered as relevant for having an effective focus on gender 
issues and for monitoring GEP implementation. Despite the steady increase in GFP appointments, 
there are still pressing issues that require attention such as the level of seniority and allocation of work 
on gender equality functions, both of which will bring added value in M&E of the GEP. Since issuing 
the GEP, refining the roles and responsibilities of the GFPs has not come to the fore.  
 
The gender dimensions of the UN Response to the health and development crisis emanating from the 
COVID-19 have been also integrated in the accountability frameworks for the period 2020-2022 and 
this needs to continue as women have been hard-hit by the pandemic and they remain the backbone 
of recovery in communities. Even more so, COVID-19 has amplified existing gender-based violence 
against women, confirming long-standing research findings that the risk of domestic violence tends to 
increase in times of crisis. 
 
In terms of implementation of recommendations from the mid-term evaluation of GEP, this review 
concludes that some recommendations have only been partially implemented and others not. A 
gender capacity assessment at the global, regional, and country levels for instance has not been 
conducted to support of integration of gender perspectives into enhanced operational effectiveness. 

 
32 As IOM total revenue (and expenses) in 2019 surpassed the USD 2 billion mark for the first time in the Organization’s history, the portion 
of activities funded by unearmarked voluntary contributions only amounted to 1 per cent of total IOM revenue. A total of eleven donors 
made unearmarked contributions to the Organization in 2019, of which the top three donors accounting for 68 per cent of all unearmarked 
funding received. 
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The necessity of having gender advisors has been called for repeatedly but this matter has not been 
addressed despite earmarking funds for dedicated gender advisor/specialist posts in the ROs.  
 
IOM has ensured that gender has been mainstreamed into all IOM Development Fund projects, and it 
has set a target of expending 5 percent of its budget on gender-specific (targeted) activities, 
corresponding to a 2b code using the IOM Gender Marker pilot methodology. However, to date, this 
has not been met despite significant improvements made and the development of the web-based 
management platform (PRIMA), which facilitates the tracking of the IOM Gender Marker code and 
provides statistical reports.  
 
Gender mainstreaming requires all staff members to integrate gender equality into their respective 
fields of responsibility. Introducing gender mainstreaming not only requires a change of working 
routines but also demands staff to reflect on their own perception of gender. Accountability is not 
automatically created and internal transparency regarding the process of gender mainstreaming is 
crucial for acceptance. A communication strategy helps to ensure that all staff members are aware of 
the mandate and statement on gender mainstreaming. Staff performance assessment systems are in 
place but are not used comprehensively and are not fully respected by staff. Performance assessment 
is often treated as an administrative process rather than a sincere opportunity for workforce 
development. 
 
While gender diversity is being addressed regarding manifold forms of discrimination against women 
in the recruitment and workplace providing a better perspective on how gender parity is brought 
to the attention of the staff, IOM still has some way to go to reach a truly equitable working 
landscape. The gender parity strategy is designed to improve gender balance and the status of women 
throughout IOM and includes steps to increase gender awareness, enhance monitoring and 
accountability, and improve the work environment through appropriate human resource policies. The 
execution of the Diversity and Inclusion Workplan, which includes targets for gender parity and other 
activities to foster a gender-inclusive work environment, and training provided to improve the work 
environment and to promote gender parity are steps in the right direction,  but more needs to be 
done despite the evident increase in the number of female staff in IOM in relation to global staff, at 
the international professional (P) levels, and the senior management levels (P4 and higher).   
 
The importance of the mid-term evaluation is its contribution to further gender equality 
mainstreaming by accentuating the need for senior-level commitment, which is crucial for bringing 
gender equality mainstreaming to the centre of attention for these perspectives to influence the goals, 
directions, and outcomes of GEP. Ensuring senior-level support is the transformative aspect of 
mainstreaming and it serves as a potential for bringing about the types of structural changes required 
for achieving gender equality mainstreaming. 
 
IOM’s participation in the implementation of the UN-SWAP has generated the formation of several 
initiatives and processes that have reinforced gender mainstreaming in programmatic work, gender 
balance in staffing and a gender-sensitive organizational culture. GCU has noticeably contributed to 
advancing the gender mainstreaming capacities in the ROs and COs.  
 
The systems and practices that enable the implementation of MOPAN recommendations, in addition 
to policies, strategies, advocacy efforts, greater sex disaggregation, and improved gender analysis of 
data, include strong IOM presence at field level, ensuring relevance to needs. IOM ensures 
mainstreaming and results in key areas of good governance and human rights, and addressing gender 
gaps in governance entails the adoption of reforms to engender different governing institutions at the 
various levels and to guarantee effectiveness and results. The same applies for human rights where 
gender concerns are well embedded in IOM’s corporate frameworks and operational practice.  At the 
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global level, IOM’s position as the UN Migration Agency and its role in the UN Migration Network have 
expanded its room for partnership. By partnering with other organizations that create meaningful 
impact on gender balance, IOM provides opportunities for its staff to learn from, and network with, 
likeminded people, demonstrates commitment to gender equality outside of the scope of the 
Organization and the shared mission can help in achieving goals related to equality and diversity. 
 
IOM’s strategic approach to gender has improved but more can be done in its application and GEP is 
a step forward in this direction to proportionately apply the policy in practice. IOM is still missing the 
specific requirements of the strategic planning PI, since its current global results framework does not 
include a high-level result on gender that explicitly mentions SDG 5. 
 
A rigorous gender analysis ensures that sound and credible advice is provided, and the policies, 
programmes and projects developed based on it will have greater credibility and validity among those 
affected by them. This approach should be preserved at an organizational level. At the same time, 
encouraging bottom-up analysis through a project-driven approach is equally important. IOM 
projectized structure at times makes it challenging to successfully manoeuvre in the long-haul and to 
set a global financial benchmark for gender equality. Another disadvantage of the project-oriented 
structure is that due to the specific project requirements, gender mainstreaming may be put aside. 
With the IOM Gender Marker, this matter has been somewhat addressed. 
 
The GCU restructuring and its placement under DDG Management Reform may need specific attention 
during implementation as there are conflicting arguments on both sides of the spectrum. There is for 
instance a risk of affecting a range of key roles that GCU has played in mainstreaming gender in various 
areas of IOM programming and implementation, and the reorganization may have implications on the 
efforts of progressing gender equality at that level. This process could imply that IOM is directing its 
attention towards gender parity, culture in the workplace while neglecting the essential part of its 
work linked to gender mainstreaming in programs. A better-resourced new unit may ensure a greater 
capacity to promote gender equality at the regional and country levels in both programming and 
staffing and the provision of technical expertise and support to GFPs, COs, ROs (including gender policy 
development, advisory and coordination role, leading Gender Marker implementation, capacity 
building activities for IOM staff on gender, global knowledge generation and communication, RBM 
guidance etc.). The upcoming reorganization also need to support and provide further contributions 
to the realisation of SDG 5 and SWAP commitment.  

6. Recommendations  
 
Recommendation 1: A more comprehensive policy analysis is needed ahead of the next IOM policy 
cycle for the elaboration of a new GEP to unambiguously specify targets related to the 12 critical 
areas of concern of the Beijing Platform for Action and the nine targets of SDG 5, including those 
that are not systematically promoted by IOM, such as forced marriage or reproductive rights and 
health.  
 
This analysis should also include the new UN-SWAP indicators and how IOM will report regularly to its 
Member States on implementing the new GEP, i.e., explicitly mentioning how results on gender 
equality will contribute to meeting SDG targets, including SDG 5. The Covid-19 impact on gender also 
deserves a specific attention in the analysis as it has strongly affected the situation of women and 
other vulnerable groups; similar situations need to be properly addressed.  
 
Recommendation 2: In terms of operational framework updates, IOM should revise the Project 
Handbook and provide guidance to ensure that minimum gender standards in the reports are met 
i.e., top-most gender results should be included in the summary of key achievements; reports 
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should include reporting on at least one gender output; wherever gender parity is not achieved, a 
short explanation should be required; at least one lesson learned on gender should be included. 
 
Recommendation 3:  IOM should apply the Gender Marker in consultation with gender experts (and 
with verification from a quality control unit) from the early phases of project design as it has the 
most impact when it is used as tool to incentivise debates about the integration of gender equality 
and when adjustments are still possible and expand its use to all the stages of project 
implementation.  
 
Developing staff capacity on Gender Marker remains key to success as it has been the case up to now 
by providing: (i) Training on how to code projects to apply the IOM Gender Marker correctly, (ii) 
Further guidance for IOM staff who are involved in project development, endorsement, 
implementation, monitoring and reporting to make sure that the minimum standards are followed, 
and (iii) a facilitated process of authentication conducted by the Regional Thematic Specialists when 
they have finished reviewing the proposals. 
 
Recommendation 4: IOM should strengthen its reporting practice by moving the focus from 
reporting on activities to reporting on gender equality results within the global online institutional 
questionnaire. Gender could also be mainstreamed in all thematic areas and reflected accordingly 
in the IOM Annual Report. 
 
The promotion of the “Getting to Equality” report can also reinforce existing partnerships and actively 
seek potential partners and sponsors that have a demonstrated commitment to gender equality and 
interest to ensure that gender-related project results are pursued actively. Applicable and future 
agreements with partners may include commitments deriving from the report in relation to relevant 
cooperation or joint programming. 
 
Recommendation 5: Regarding Gender Focal Points, IOM should consider revising GFP ToR setting 
specific gender-related requirements such as possessing a gender academic/professional 
background, promoting a higher level of seniority, and decreasing the list of gender duties/activities 
to a few important and hitherto neglected ones such as knowledge management and advocacy. 
Appointing gender advisors in each RO still deserves close consideration and their role should focus 
on the roll-out of the Gender Marker, provide training to staff in the ROs and coordinate CO GFPs 
in the region. 
 
Improving the communication mode between GFPs and bringing coherence to the GFPs network by 
facilitating sharing of experiences and knowledge exchange may also be considered. To get buy-in and 
top-down support on the importance of the GFP network and to ensure that appropriate GFPs are 
nominated and supported to be able to have time to carry out their functions deserve attention too.  
 
Recommendation 6: For further implementation of the recommendations of the mid-term 
evaluation of GEP, IOM should consider conducting a comprehensive capacity assessment of 
individuals, with attention placed on the knowledge, skills and attitudes regarding gender equality 
and its integration into daily work, leading to the development of a capacity building strategy and 
revised ToR with specific tasks related to gender mainstreaming. The assessment can also address 
the challenges to effectively increase budget allocations for gender mainstreaming.    
 
The implementation of gender mainstreaming should not only rely on staff’s personal understanding, 
but also on strong institutional mechanisms of accountability. Managers should be held accountable 
for mainstreaming gender in staffing and their main responsibility to adopt both formal and informal 
mechanisms, by which they will create accountability and strengthen commitment. Other specific 
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activities may include entrenching the principles of the Roadmap on Diversity and Inclusion to ensure 
full, equitable representation and participation across IOM; expanding the counter-sexual harassment 
training package; achieving gender parity in P4 to D level positions by 2030 i.e. an annual selection 
rate of 70% females is required and; using the UN-SWAP as an accountability framework to 
systematically revitalize, capture, monitor and measure performance on mainstreaming gender 
perspectives into IOM work.  
 
Recommendation 7: In terms of MOPAN assessment, IOM should consider further integration of 
RBM and gender related results to respond to IOM’s growing portfolio and effective gender 
mainstreaming. This is necessary for strengthening the results architecture (in line with the RBM 
Roadmap) and for establishing a clear mechanism to aggregate project-generated results to report 
systematically on organizational performance on gender, especially at a programmatic level. IOM 
should also consider increased showcasing of what it has achieved in gender equality and that 
demonstrates that it is an active player and innovator in the gender mainstreaming sphere.  
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7. Annexes  
 

 

Annex 1: Terms of Reference    

 
REVIEW OF THE IMPLEMENTATION OF RECOMMENDATIONS FROM THE 2017 
EVALUATION OF IOM GENDER EQUALITY POLICY AND MOPAN ASSESSMENT 

TERMS OF REFERENCE 
 

1. Introduction 
 
The Covid-19 pandemic has shown devastating effects for gender equality in 2020-202133, seeing the 
intensification of domestic violence and abuse34, lost income particularly for women due to economic 
downturn, with caring and housework responsibilities continuing to disproportionately fall to women. 
It has exacerbated existing inequalities between genders in almost all areas of life world-wide, rolling 
back on the achievements of past years. 
 
The years 2020-2021 also mark important dates and forums taking place on global policy issues related 
to gender equality and women’s empowerment (GEEW) in development, including the 25 year 
anniversary of the Beijing declaration35, the creation of Generation Equality Action Coalitions36 and 
Generation Equality Forum37, all aiming to further accelerate progress for gender equality by 2030.  
The International Organization for Migration (IOM) faces important deadlines pertaining to the 
issuance of a new policy on gender, being also keen to address the challenges posed by the Covid-19 
on the situation of women around the world. The Organization in addition intends to examine in more 
detail the follow-up actions related to gender from the Multilateral Organisation Performance 
Assessment Network (MOPAN) report38 of 2019.  
 
To contribute to this effort, the Office of the Inspector General (OIG) is commissioning a review of the 
implementation of recommendations from the 2017 mid-term evaluation of IOM Gender Equality 
Policy 2015-201939 (hereinafter referred to as Gender Equality Policy), and from the MOPAN 
Assessment. The aim is to promote the use of evidence-based learning from evaluations to inform the 
new IOM policy on gender and gender-responsive organizational practice within Organization. The 
review will focus on:   
 

• Documenting the status of the implementation of the current Gender Equality Policy and 
progress towards achieving its objectives and expected results. 

• The status of the implementation of recommendations from the 2017 mid-term evaluation of 
Gender Equality Policy and their continued relevance for a new policy.   

• The status of the implementation of recommendations from MOPAN’s assessment related to 
gender.   

 
33 https://www.worldometers.info/coronavirus/?utm_campaign=homeAdvegas1?  
34 The Shadow Pandemic: Violence against women during COVID-19 | UN Women – Headquarters  
35 Beijing Declaration and Platform for Action, Beijing +5 Political Declaration and Outcome | UN Women – Headquarters 
36 https://forum.generationequality.org/news/announcement-global-leaders-generation-equality-action-coalitions-accelerate-gender-
equality  
37 https://forum.generationequality.org/  
38 MOPAN | Multilateral Organization Performance Assessment Network (mopanonline.org) 
39 https://www.iom.int/gender-and-migration  

https://www.worldometers.info/coronavirus/?utm_campaign=homeAdvegas1
https://www.unwomen.org/en/news/in-focus/in-focus-gender-equality-in-covid-19-response/violence-against-women-during-covid-19?gclid=CjwKCAiA4o79BRBvEiwAjteoYAbTtvj2sLbQIbYjywIlemo5jNYAs8TrtOpsux63OHhLS1GSw8ECyxoCvSYQAvD_BwE
https://www.unwomen.org/en/digital-library/publications/2015/01/beijing-declaration
https://forum.generationequality.org/news/announcement-global-leaders-generation-equality-action-coalitions-accelerate-gender-equality
https://forum.generationequality.org/news/announcement-global-leaders-generation-equality-action-coalitions-accelerate-gender-equality
https://forum.generationequality.org/
http://www.mopanonline.org/assessments/iom2017-18/index.htm
https://www.iom.int/gender-and-migration
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2. Background 
 
Gender equality remains a high priority on the agendas of countries, international organizations, non-
governmental organizations, universities, and social movements ever since the emergence in the 
1960s of a universal movement that has been calling for social and political equality among people of 
all genders.  
 
In the 1990s the Gender and Development Theory (GAD)40 started to promote gender mainstreaming 
including equality between men and women. The Fourth World Conference of Women in Beijing, 
China, in 1995, known as the largest gathering of gender equality advocates, confirmed the need for 
an enhanced framework for international cooperation on gender issues. The Beijing Platform for 
Action41 was adopted by 189 governments committed to taking strategic action in 12 critical areas of 
concern: poverty, education and training, health, violence, armed conflict, economy, power and 
decision-making, institutional mechanisms, human rights, media, environment, and the girl child. 
 
Following the conference, the international community, including IOM, made commitments to gender 
mainstreaming and gender balance, including GEEW. IOM acknowledged the strong links between 
gender and migration and endorsed in 1995 the Staff and Programme Policies on Gender Issues 
(MC/1853)42.  
 
Gender equality and women’s empowerment is one of the 17 Sustainable Development Goals 
(SDGs)43, but also integral to all dimensions of inclusive and sustainable development. All the SDGs 
must be related to the achievement of Goal 5, which aims gender equality and empowerment of all 
women and girls by 2030 and to end all forms of discrimination, exclusion and violence against women 
and girls everywhere.  
 
The Beijing Platform for Action was set out to remove the systemic barriers that hold women back 
from equal participation in all areas of public and private life. Despite some progress, real change has 
been slow. Today, not a single country can claim to have achieved gender equality as multiple 
obstacles remain unchanged in law and in culture. As a result, women remain inadequately valued, 
continue to work more, earn less, have fewer choices, and experience multiple forms of violence at 
home and in public spaces. 
 

2.1 IOM’s Gender Mainstreaming and Gender Equality Policy 
 
At the Beijing+5 review in 2000, Member States as well as the international community confirmed 
their commitments to accelerate achievement of gender equality. 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 and major increase and diversification of operational activities also required 
further reinforcement of the inclusion of a gender mainstreaming approach in internal procedures, 
rules, and regulations and a proactive approach to mainstream gender in the IOM programmes and 
projects to be implemented. The emergence of the “feminization of migration”44, with its specificities 
and sometimes with damaging effects as in the case of ‘trafficking’, also required a change in the way 

 
40 learning-from-the-past-hope-for-the-future-5.pdf (worldvision.com.au)  
41 https://beijing20.unwomen.org/en/about  
42 https://www.un.org/womenwatch/ianwge/repository/IOM_Policy.pdf  
43 https://sdgs.un.org/goals  
44 The Global Feminization of Migration: Past, Present, and Future | migrationpolicy.org  

https://www.worldvision.com.au/docs/default-source/publications/health/learning-from-the-past-hope-for-the-future-5.pdf?sfvrsn=8
https://beijing20.unwomen.org/en/about
https://www.un.org/womenwatch/ianwge/repository/IOM_Policy.pdf
https://sdgs.un.org/goals
https://www.migrationpolicy.org/article/global-feminization-migration-past-present-and-future#:~:text=Feminization,%20when%20used%20in%20the%20context%20of%20migration,,highlight%20increasing%20shares%20of%20women%20among%20all%20migrants.
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migration had to be managed to become more gender sensitive, and as a corollary, more effective in 
the responses provided.  
 
GCU elaborates gender related policies and guidelines and implements activities including special 
allocation of funds; reporting on gender at IOM Governing Bodies sessions; development and 
implementation of specific institutional programmes and projects; special awareness-raising events 
and workshops; participation in conferences; contribution to and drafting of publications; training 
activities and issuance of specific and innovative guidelines and tools. The Unit also has responsibility 
for the prevention of sexual exploitation and abuse (PSEA) agenda in IOM and internal PSEA capacity 
building action, and is responsible for the IOM WEAREALLIN45 misconduct platform.  
 
In addition, over eighty-five percent of country offices (COs) and all regional offices (ROs) have at least 
one gender focal point. The GCU approach entails supplying the field-based gender focal points with 
a “starter kit” of resources including the Gender Equality Policy, PSEA resources, gender training 
modules and guidelines. 
 
The 2015 Gender Equality Policy provides the foundation for IOM’s work on gender equality, being 
aligned with the UN System-wide Action Plan on Gender Equality and the Empowerment of Women 
(UN-SWAP). The policy was developed by GCU in consultation with key departments at Headquarters 
(HQ), ROs and COs, with the support of an external consultant.  
 
The following elements underpin IOM Gender Equality Policy 2015-2019:  

• A comprehensive approach that includes a focus on equality in programming and staffing, 
which promotes gender equality in human resources and organizational culture but also 
gender mainstreaming in programming.  

• A dual focus on strengthening institutional processes and on achieving gender equality 
results. The policy is aligned with the 17 UN-SWAP performance indicators, which cover 
strengthening accountability; monitoring, evaluation and reporting; resource tracking and 
allocation and capacity development as well as measures to enhance results-based 
management.  

• A strategic change from a woman centered focus to a gender focus model that reflects on 
the needs of all migrants. The policy recognizes that “a person’s sex and gender shape every 
stage of the migration experience” and provides a clear rationale for addressing the linkages 
between gender and migration. The policy does not include specific references to persons of 
diverse sexual orientation, gender identity and expression, and sex characteristics (SOGIESC) 
because of the opposition from some Member States. However, IOM addresses specific needs 
of people of diverse SOGIESC in its activities, applying the principle of ‘no one left behind’ and 
considering them as migrants in vulnerable situations.  

 
The new policy reinforces accountability mechanisms and specifies that Human Resources 
Management will produce a report and a plan of action on how to achieve gender parity. GCU supports 
gender parity with its activities, for instance by organizing Unconscious Bias training and promoting 
inclusion of gender in instructions and guidelines issued at the programmatic, institutional, and 
staffing levels. The performance of IOM gender mainstreaming work through established structures, 
functions and activities is reviewed through the UN SWAP self-assessment accountability report. 
 

2.2. MOPAN  
 
MOPAN as a network of like-minded donor countries, assesses the performance of multilateral 
development organizations that receive development and humanitarian funding. This knowledge base 

 
45 https://weareallin.iom.int/  

https://weareallin.iom.int/
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is intended to contribute to organizational learning within and among multilateral organizations. 
Network members also use the findings as input for strategic decision-making about their 
engagements with the organizations reviewed. 
 
MOPAN 2019 report concluded that IOM made progress in building the strategic architecture for 
cross-cutting priorities – gender in particular. However, because of limited flexible resources to 
support and ensure mainstreaming, programmatic application of gender related activities was noted 
to be dependent on individual staff willingness and interest. 
 
The assessment found an area for improvement in the need to be more systematic and reliable in 
mainstreaming gender equality: IOM prioritizes migration governance, human rights and to some 
extent protection in its operational activity, but gender remains an emerging agenda. The placement 
of the PSEA and Sexual Harassment and Abuse agendas within the institutional housing for gender has 
reportedly compromised attention to and resources for broader gender mainstreaming.  
 
It was further noted that IOM’s strategic approach to gender and policy architecture has gained 
momentum, but more progress is needed in implementation. The gender policy is reported to be 
unevenly applied in practice. Plans exist to integrate gender indicators into the corporate results 
framework, though this is still under development.  
 

3. Objective and scope of the review  
 

In the 2019 IOM UN-SWAP Report, OIG committed to discuss with GCU the conduct of a final 
evaluation or a review of IOM corporate performance in the implementation of the Gender Equality 
Policy. It has been agreed to focus the review on the implementation of the recommendations of the 
OIG mid-term evaluation of the policy conducted in 2017, in light also of the objectives and expected 
results of the policy, as well as on the implementation of MOPAN recommendations of the assessment 
finalized in 2019. The exercise will also document the preparation of a new IOM policy on gender.  
 
The overall objective of the review is to assess the status of IOM gender related work in light of the 
recommendations of the 2017 evaluation and of MOPAN review, and to promote the use of 
evidence-based learning to inform new IOM policy on gender and gender-responsive organizational 
practice within IOM. More specifically, the three-fold purpose (specific objective) of the review is to:  
 

• Document the status of the implementation of the current Gender Equality Policy and its 
achievements for the preparation of the new IOM policy on gender.  
 

• Follow-up on the implementation of recommendations from the mid-term evaluation of 
Gender Equality Policy conducted in 2017.   
 

• Inform the Organization on the implementation of MOPAN recommendations relating to 
gender and on improving the gender responsive systems and structures in IOM.   

 
The review is meant to enhance learning and contribute to knowledge management and will seek to 
answer the following key questions: 
 
Specific objective 1:  
a. Has the current Gender Equality Policy been relevant relating to internal and external frameworks 
on gender equality and mainstreaming mentioned in the Background section?  
b. Have the policy objectives and results been achieved, and if yes, to what extent (benchmark: the 
mid-term evaluation)?  
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c. Is the current gender policy and related mechanisms relevant to contribute to delivery of 
internationally expected gender results?  
d. Has the Gender Equality Policy enabled measuring of impact of mainstreaming gender equality?  
e. What are the systems and practices currently in place to enable the monitoring and evaluation of 
the implementation of Gender Equality Policy? What are the challenges and/or enabling factors to 
policy implementation? 
f. What are the lessons learned and good practices that can strengthen the development and 
implementation of future IOM gender policy?  
g. What are the most promising areas for collaboration between departments and offices relating to 
gender mainstreaming and gender parity? Are there any untapped opportunities?  
 
Specific objective 2:  
h. Are the recommendations of the mid-term evaluation of Gender Equality Policy still relevant? Have 
they been implemented effectively?   
i. What have been the direct contributions of the mid-term evaluation recommendation to any further 
gender equality mainstreaming within the Organization?  
j. What are the contributing factors, bottlenecks, lessons learned and good practices from the mid-
term evaluation that still apply?  
k. What are the systems and practices currently in place in IOM that enabled the implementation of 
gender related evaluation recommendations to guarantee sustainability? 
 
Specific Objective 3: 
l. Are the recommendations from MOPAN assessment still relevant? Have the recommendations been 
implemented, and if yes, to what extent?  
m. What are the systems and practices currently in place that enabled the implementation of MOPAN 
recommendations?   
n. What are the challenges and/or enabling factors to systematic and reliable mainstreaming of gender 
equality identified by MOPAN that are still relevant?  
o. What are the lessons learned and good practices from the implementation of MOPAN 
recommendations?  
 

4. Methodology, roles and timeframe 
 
The methodology will consist of desk review and of interviews with key staff and partners and will 
cover the main objectives as defined in the Objective and Scope section.  It will be guided by relevant 
applicable UN Evaluation Group (UNEG) guidelines46 for systemic reviews and qualitative and 
quantitative data analysis methods. 
 
The use of various data collection tools (documentation review, interviews, mapping, surveys) will 
facilitate triangulation of information collected, thereby increasing the reliability of the findings, 
lessons learned, good practices and recommendations that will be presented in the final report.  
 
The OIG Oversight Officer (Monitoring & Evaluation) will serve as evaluation manager and provide 
backstopping for the assignment. In collaboration with GCU, the evaluation manager will collect 
relevant documentation (UNEG and OIG policies and technical notes, MOPAN assessment, etc.), and 
GCU will be providing additional resources that can answer the review questions raised and help 
identifying the internal and external structures, processes, policies, strategies and programmatic 
approaches used to implementing and managing gender related work.   
 

 
46 http://www.uneval.org/document/guidance-documents   

http://www.uneval.org/document/guidance-documents
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The review will be conducted by an external consultant. In collaboration with OIG/Evaluation, GCU 
will provide a list of key persons to interview inside and outside of IOM, which will be finalized in 
coordination with the consultant. Given the restrictions due to COVID-19, the interviews may still have 
to be carried out by phone, Skype or electronically via email. Interviewees’ inputs will be fully 
confidential. The conduct of short surveys will be examined more thoroughly during the inception 
phase.   
 
A draft report reviewed by the evaluation manager will be sent to GCU for comments. The review is 
expected to start in May 2021 and a final report should be made available by July 2021. GCU will 
contribute to the budget for the recruitment of the external consultant for this assignment. 
 

5. Ethics, norms and standards  
 
IOM abides by the Norms and Standards of the UNEG and expects all stakeholders to be familiar with 
the Ethical guidelines for evaluation of UNEG and the consultant with the UNEG code of conduct for 
evaluation in the UN System as well. UNEG documents are available under IOM Evaluation Webpage 
www.iom.int/evaluation.  
 

6. Consultant deliverables and working days  
 
The consultant is expected to provide the following deliverables: 

• Inception report outlining: the background for the assignment; the process of reviewing all 
documents and tools for the interviews and potentially surveys; the precise listing of 
recommendations from mid-term evaluation and MOPAN to organize them further for 
analysis; the elaboration of additional review questions, if deemed necessary (maximum 10 
pages excluding annexes). 

• Draft and final reports of no more than 40 pages (excluding annexes). 

• Evaluation brief (template provided by IOM) and draft management response. 
 

Below is an indicative work plan for the review.   

 Activity Timeframe Working Days for 
consultancy 

Responsibility 

Inception phase 
(including launching 
meeting) 

Beginning of May 
2021 

4 days Consultant 

Review of the inception 
report 

Mid-May 2021  OIG/GCU management 
team 

Documentation review 
and interviews 

End May, beginning 
of June 2021 

10 days Consultant 

Draft report End-June 2021 5 days Consultant 

Review of the draft 
report 

Beginning of July 
2021 

 OIG/GCU management 
team 

Finalization of the 
report   

Mid-July 2021 1 day Consultant  

TOTAL WORKING DAYS  • days  

 
 

https://www.iom.int/sites/default/files/about-iom/evaluation/UNEG-Norms-Standards-for-Evaluation-2016.pdf
https://www.iom.int/sites/default/files/about-iom/evaluation/UNEG-Ethical-Guidelines-2008.pdf
https://www.iom.int/sites/default/files/about-iom/evaluation/UNEG-Code-of-Conduct-2008.pdf
https://www.iom.int/sites/default/files/about-iom/evaluation/UNEG-Code-of-Conduct-2008.pdf
http://www.iom.int/evaluation
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7. Consultant qualifications  
 

• At least 15 years of professional experience (or 10 years evaluation experience and advanced 
degree in social and political sciences) in the areas of designing and conducting systemic 
reviews, research, or evaluation. 

• Excellent and proven knowledge of evaluation methodologies, mixed methods, and 
approaches with advanced knowledge and skills in content analysis, comparative analysis and 
contribution analysis.  

• Proven experience in conducting reviews and meta-analysys/synthesis preferably with IOM 
and other UN agencies.  

• Experience and background in gender equality, international normative frameworks, gender 
mainstreaming and gender analysis as well as experience and knowledge in human rights 
issues.  

• Familiarity with United Nations Evaluation Group (UNEG) Norms and Standards and UN-
SWAP. 

• Fluent analytical and writing skills in English language.  
 

8. Submission of application  
 
IOM is looking for proposals from individual consultants (evaluators) to deliver the outlined products. 
The consultant is requested to submit the following:  
 

• A brief proposal/cover letter explaining interest in the assignment, with description of the 

approach, methodology, activities, workplan, deliverables and consultant experience and 

expertise.  

• One example of similar work. 

• A daily fee and total budget in USD based on the estimated working days for all deliverables 

specified for this consultancy.  

• An indicative cost can be included for potential travel to Geneva for presenting the findings, 

but the organization of the visit will be dependent on COVID-19 restrictions.   

Candidates not sending any of the requested information will be disqualified. 

 

Contract period: May to July 2021.  

 

Any potential conflict of interest should be declared of conducting IOM evaluations in 2020-2021.  

 

Only shortlisted candidates will be notified. IOM reserves the right not to accept any tenders 

submitted. 

 

Proposals must be submitted via email sent on or before midnight 16 April 2021 (Geneva time) to the 

following email address eva@iom.int.  

 

Should you need any additional information, please send us your queries in writing to eva@iom.int. 

 
 

mailto:eva@iom.int
mailto:eva@iom.int
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Annex 2: List of those interviewed for review    

 
NAME FUNCTION OFFICE METHOD 

Elma Balic Evaluation Manager – 
Oversight Officer 

IOM Central 
Evaluation Function  

Teams meeting 

Theodora Suter Former Head of GCU  IOM HQ  Teams meeting 

Sarah Lotfi Team Leader for RBM Unit IOM HQ Teams meeting 

Alessia Castelfranco 
 

Fund Administrator – IOM 
Development Fund  

IOM HQ Teams meeting 

Margaux Casagrande Program Assistant – IOM 
Development Fund  

IOM HQ Teams meeting 

Michael Emery Director of Department of 
Resource Management 

IOM HQ Teams meeting 

Xavier Orellana Diversity and Inclusion 
Officer – Human Resource 
Management Division  

IOM HQ Teams meeting 

Tony Beck Gender Expert N/A Skype meeting  

Linda Kaseva Inter-agency Coordination 
Specialist  

UN Women Teams meeting 

Lee Kanthoul Former Gender Specialist, 
GCU 

IOM HQ Teams meeting 

Mai Hattori Project Officer for Gender, 
GCU 

IOM HQ Teams meeting 

Daniel Redondo Gender Focal Point IOM RO Brussels Teams meeting 

Thapa Sradda Gender Focal Point IOM RO Bangkok Teams meeting 

Kelly Jeffers Current Gender Specialist, 
GCU 

IOM HQ Teams meeting 

Marilena Crocato Gender Focal Point IOM RO Dakar Teams meeting 

Kristina Mejo Gender Focal Point IOM RO Baghdad  Teams meeting 

Eugenio Ambrosi Chief of Staff, ODG IOM HQ Teams meeting 

Elizabeth Collett DG Advisor, ODG IOM HQ  Teams meeting 
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Annex 3: List of documents reviewed    

 
YEAR RELEVANT DOCUMENTS 

2006 IOM Evaluation Guidelines 

2015 IOM Gender Equality Policy 2015–2019 

2017 IOM Gender & RBM Guidance 

2017 IOM Annual Report 

2017-2020 IOM SWAP Reports 

2018 IOM Annual Report 

2018 IOM Evaluation Policy 

2018 OIG Strategy for the Management of its Evaluation and Monitoring Functions 2018 
2020 2018 IOM Evaluation Brief Template 

2018 IOM Guidance for Addressing Gender in Evaluations 

2018 IOM Monitoring Policy 

2018 UN-SWAP Eval Performance Indicator Scorecard 2018 

2019 IOM Annual Report 

2019 MOPAN 2017-2018 Assessments  

2021 Baseline Report: Getting to Equality 

2021 Gender Equality in the EU 
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Annex 4: Survey Report    

 
An integral part of the review methodology was the online survey. The survey was conducted via a 

structured questionnaire that was sent to 170 CO GFPs on 2 July 2021. The deadline for submission of 

completed questionnaire was initially set for 8 July, 2021 and later extended to 13 July, 2021. The 

platform used for the survey was Qualtrics. 

 

SURVEY DESIGN 

The survey was designed and approved during the inspection phase. It consisted of 8 multiple choice 

and open-ended questions. Each query contained an additional section for comments designed to 

allow the GFP to further elaborate their opinion.  

DATA COLLECTED 

The survey analysis shows that the survey response rate was 25.29%, whereas, the survey completion 

rate was 17.65%. Out of 170 GFPs, 43 started the survey, and only 30 completed the questionnaire.  

 

No. Country Completed 

1.  Ukraine Yes 

2.  Somalia Yes 

3.  Malaysia Yes 

4.  Austria Yes 

5.  Sri Lanka Yes 

6.  Guinea Yes 

7.  Thailand Yes 

8.  Bulgaria Yes 

9.  China Yes 

10.  Australia Yes 

11.  Colombia Yes 

12.  Angola Yes 

13.  Rwanda Yes 

14.  Zimbabwe Yes 

15.  Peru Yes 

16.  Yemen No 

17.  Nigeria No 

18.  Tajikistan No 

19.  Angola Yes 

20.  Turkey No 

21.  Belgium Yes 

22.  Belgium No 

23.  Belgium No 

24.  Micronesia (Federated States of) No 

25.  Austria No 

26.  Belgium No 

27.  Ghana Yes 
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No. Country Completed 

28.  Egypt Yes 

29.  Jordan Yes 

30.  Romania Yes 

31.  Angola Yes 

32.  Chile No 

33.  Austria Yes 

34.  Azerbaijan Yes 

35.  Bosnia and Herzegovina Yes 

36.  Azerbaijan Yes 

37.  Turkmenistan Yes 

38.  Tajikistan Yes 

39.  Gambia No 

40.  Canada Yes 

41.  Nigeria Yes 

42.  Armenia No 

43.  Afghanistan No 

 

SUMMARY OF KEY FINDINGS 

Project reports are partially shared with GFPs and, in those instances, when they are shared this is not 

done in a systematic fashion. 

Sufficient guidance on the use of the Gender Marker to improve the integration of gender 

considerations in projects is not comprehensively provided. 

A Communication Strategy to disseminate information concerning gender parity targets has not been 

developed nor has it been disseminated by the Diversity and Inclusion officer in most of the COs. 

There is a clear need for additional gender-related training in a systematised fashion even in those 

instances when it has been conducted. 

Gender specific results are partially articulated in staff ToRs and SES but in many instances they remain 

unclear. Coordination of gender-related responsibilities with RMO and CoM takes place in every other 

CO. 

Gender related responsibilities have increased in their area of work since 2017 and due attention is 

given to it. 

Analysis of gender as a cross-cutting issue needs strengthening to ensure corporate consistency. 

Analysis of gender as a cross-cutting issue has been strengthened since 2019 mainly due to increased 

awareness, the introduction of the Gender marker and more visible engagement of the COs, ROs and 

HQ. 

 

DETAILED FINDINGS 

 
SECTION I - Status of the implementation of the current Gender Equality Policy  

Q1 - Does your Country Office share with you all project reports to review/include gender related 

accomplishments?   

The respondents were offered with three answers: 

☐ Yes  ☐ No  ☐ To some extent       
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The majority of the respondents (13 GFPs), or 43% said that the project reports are shared with them 

to some extent in order to review/include gender related accomplishments. Only 20% responded with 

“YES”.   

 

When asked to provide more details, the respondents that answered “NO”, explained that they do 

not receive reports for various reasons e.g.  every project manager includes gender in project reports 

(Rwanda), or that the staff are well informed about gender issues and report about progress in their 

reports independently (Tajikistan). The provided answers of “TO SOME EXTENT” provide details such 

as: this is not mandatory, or, that the mission is very big, that makes this action not possible, or only if 

necessary. Those that responded “YES” explicated that gender is an integral part of every project, or 

that all ongoing projects incorporate relevant gender components in their activities. 

Project reports are partially shared and, in those instances, when they are shared this is 

not done in a systematic fashion  

The table below provides a breakdown of the specific comments under Q1. 

Regional/Country 
Office 

Q1 Please provide some detail on inclusion/absence of gender 
in project reporting: 

1. Ukraine To some extent It is not mandatory to share the report with GFPs at the 
mission level. 

2. Somalia To some extent As a big mission, it is not possible to review all reports.  

3. Malaysia To some extent Project Managers are in charge of the projects and only if 
needed, they ask for me for suggestions. 

4. Austria No Reviewing all project reports to review/include gender related 
accomplishments is challenging in a fully projectized 
environment with no resources for a GFP. 

5. Sri Lanka Yes Disaggregation of men and women is generally ok and we are 
able to say if processes included a gender sensitive focus, but 
after that it can be difficult to say more unless the project has 
specific activities for women and men. We are not capturing 
any other diverse gender information as yet. The country 
situation and current laws make this difficult.  

6. Guinea To some extent As soon as a report is produced and there are doubts the 
reports are sent to me for review. 

yes; 6; 20%

no; 11; 37%

to some extent; 
13; 43%

Q1

yes no to some extent
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Regional/Country 
Office 

Q1 Please provide some detail on inclusion/absence of gender 
in project reporting: 

7. Thailand To some extent It depends on PM if gender is considered or not. No currently 
mechanism to confirm/ensure it does. 

8. Bulgaria Yes In terms of number of supported persons consulted or 
included in activities, etc.) we always provide a break-down 
per age and gender.  

9. China No I do not receive all reports for checking gender inclusions and 
related accomplishments. Will advocate for it for the future. 

10. Australia To some extent Overall, it has improved over the past year since we have a 
Programme Support Unit which ensure that gender is 
included. An IOM led joint UN programme on gender issues for 
Solomon Islands has also increased the general knowledge and 
interest for specific gender projects related to migration. 

11. Colombia To some extent Reviewing reports is not my role as a GFP. 

12. Angola No I never received any kind of reports, it would be good to have 
a first contact to understand how it works  

13. Rwanda No Every project manager includes gender in project reports 

14. Zimbabwe To some extent Not all reporting is shared in order to include gender data 

15. Peru No Inclusion: gender/sex indicators (usually sex) activities with 
gender approach. 
Absence: include empowerment and livelihood activities 
targeted at women, LGBTIQ + children. 

16. Angola Yes Absenteeism at the time of implementation is very high due to 
the lack of inclusion since for certain societies/communities 
there are some limits on women's participation in certain 
activities. Small specific projects for the gender area would be 
an asset since most of the time they are linked to other 
projects activities within the different projects. 

17. Belgium To some extent Since 2021, our Gender team systematically asks the HoU's to 
share new projects reports with us for review before 
endorsement. 

18. Ghana No I do not review project reports. 

19. Egypt No This is very much up to the individual in terms of their 
attentiveness to the inclusion in the project document, 
reporting and as well as ultimate reviewer.  

20. Jordan To some extent Only few managers are concerned about the inclusion of 
gender in project design and reporting. It is not systematic not 
institutionalized and difficult to promote without the 
management support. 

21. Romania Yes All ongoing projects incorporate relevant gender components 
in their activities.   

22. Angola No I don't have access to any reports regarding that. 

23. Austria No RO / RPDO provides guidance on gender inclusion in PD as per 
IOM PD manual. A new tool developed by RO Vienna will 
complement that with concrete examples.   

24. Azerbaijan Yes Gender related accomplishment is included into all projects by 
the project teams in direct surveillance of COM 

25. Bosnia and 
Herzegovina 

To some extent N/A 
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Regional/Country 
Office 

Q1 Please provide some detail on inclusion/absence of gender 
in project reporting: 

26. Azerbaijan No Gender mainstreaming is integrated into projects stages from 
their design to their implementation (e.g. data collection, 
indicators, beneficiary identification, needs assessment). 
However, this role is given to each program coordinator unit 
and no specific monitoring is in place. 

27. Turkmenistan Yes Gender is an integral part of every project IOM Turkmenistan 
implements. Consequently, all reports include gender. 

28. Tajikistan No Our staff are well informed about gender issues and report 
about progress in their reports independently  

29. Canada To some extent In my mission, gender reporting is more on a Human 
Resources level rather than project level. This is because my 
office is small with mostly executionary roles. 

30. Nigeria To some extent Gender disaggregated data usually used in project reporting. 

 

Q2 - Do you need more guidance in using the IOM Gender Marker in order to improve the integration 

of gender considerations in projects? 

☐  Yes   ☐ No                                ☐ To some extent     

The majority of the respondents (13 GFPs), or 43%, said that they need some kind of guidance, while 

30% answered “YES”, and 27% don’t need any guidance.  

 

The second part of this question required more details if the answer was “YES” or “TO SOME EXTENT”. 

Only those that responded “YES” provided additional information. Those that replied that they would 

need guidance “TO SOME EXTENT” did not provide further details. The GFPs that asked for more 

guidance on the Gender Marker (answer “YES”), clearly expressed their needs e.g. how to track 

advance in outputs/outcomes; provision of some scenarios and examples for effective 

implementation of Gender Markers; training on Gender Markers etc. 

Sufficient guidance on the use of the Gender Marker to improve the integration of 

gender considerations in projects is not comprehensively provided 

yes; 9; 30%

no; 8; 27%

to some extent; 
13; 43%

Q2

yes no to some extent
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The table below provides a breakdown of the specific comments under Q2. 

Regional/Country 
Office 

Q2 If yes or to some extent, please specify what kind of 
guidance you may need? 

• Malaysia Yes Provide scenarios, examples of how this can be 
implemented effectively. 

• Thailand Yes The GM is a self-assessment as project development; 
no current mechanism exists to gauge if and how the 
proposed actions were pursued/achieved or not. 

• Colombia Yes How to track advance in outputs/outcomes. 

• Angola Yes All kind of guidance, starting with how can I make that 
the partners understand the importance of the balance 
during the projects, how can i improve the integration 
of gender in projects,  

• Egypt Yes It would be helpful to have further "Tip Sheets" 
4sections that we may share further with the office as 
reminders/consideration.  

• Angola Yes How to require it on activities, how can I talk about the 
importance of the integration of gender during project 
/ workshop . 

• Azerbaijan Yes I am with IOM since August 2020 and as a new focal 
point I have been familiar with IOM Gender Marker 
through online training. Would be good to have some 
additional sources on how to integrate Gender Marker 
into new projects in the future 

• Bosnia and 
Herzegovina 

Yes Trainings on how to use GMs in work. 

• Azerbaijan Yes Programme Monitoring, Gender Mainstreaming IOM 
CO Strategy  

 

Q3 - Has the Diversity and Inclusion officer developed a communication strategy to disseminate 

information to staff at your Country Office concerning gender parity targets?   

☐  Yes   ☐ No                               ☐ To some extent                                                  

If yes, or to some extent, do the recruitment procedures ensure the gender parity in your office 

(gender balance in staffing). 

The majority of the respondents (18 GFPs), or 67%, answered “NO”, and only 11% said that the 

Communication Strategy concerning gender parity targets has been developed by the Diversity and 

Inclusion officer. Only three GFPs said that this has been done.  
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Except in three instances, the limited number of responses do not provide a comprehensive insight in 

this matter. The only detailed answer that gives a clear understanding states that the recruitments 

guarantee parity between men and women, however the balance between men and women is weak.  

No explanations are provided under the answers “TO SOME EXTENT”. 

A Communication Strategy to disseminate information concerning gender parity targets 

has not been developed nor has it been disseminated by the Diversity and Inclusion 

officer in most of the COs 

The table below provides a breakdown of the specific comments under Q2. 

Regional/Country 
Office 

Q3 "If Yes, or 
To some extent, do the recruitment procedures 
ensure the gender parity in your office (gender 

balance in staffing):" 

a. Malaysia Yes Good tips. 

b. Guinea Yes Yes, recruitments guarantee parity between men and 
women, however the balance between men and 
women is weak 

c. Belgium Yes When possible. 

 

SECTION II - Status of the implementation of recommendations from mid-term evaluation of IOM 

Gender Equality Policy   

Q4 - A recommendation is stating that staff capacity needs to be assessed at all levels of the 

Organization, so the staff is able to effectively integrate gender analysis in their respective areas of 

work and responsibilities: have you received any gender-related training organised in the framework 

of the implementation of the recommendation?   

☐  Yes   ☐ No                                 

28 GFPs responded to this question. The answers are balanced i.e.  50% “YES and 50% “No”. 

 

yes; 3; 11%

no; 18; 67%

to some extent; 
6; 22%

Q3

yes no to some extent
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Additional comments were requested in both cases i.e. “YES” and “NO” answers.  

If no, is a gender expert available at HQ or RO levels to support you in providing expertise and advice 

on ad-hoc basis?  

Out of those who responded with “NO” (14 GFPs), only 5 answered that there is an available expert 

at HQ or RO level to support them in providing expertise and advice on ad-hoc basis.  Other comments 

suggest that GFPs are either not aware or not sure about the gender expert/expertise availability at 

HQ or RO. A breakdown of additional comments of those that responded “NO” is provided in the table 

below: 

Regional/Country 
Office 

Answer Comment 

a. Ukraine No Yes 

b. Malaysia No Yes 

c. Guinea No I don't know. 

d. Thailand No There is a GBV expert in RO and a Regional GFP but latter is 
FP rather than expert. 

e. Bulgaria No Yes, TS in RO Brussels. 

f. Colombia No I think yes, they are but I didn’t notice they can support on 
these matters. 

g. Angola No I don't know how to respond to this question.  

h. Zimbabwe No N/A 

i. Jordan No I am a gender expert but I'm working as GBV specialist 
managing a project that allows me very little time to 
develop gender focal point related responsibilities. 

j. Romania No Yes 

k. Azerbaijan No I personally have not requested assistance from RO gender 
expert, since I am new.  

l. Bosnia and 
Herzegovina 

No Not sure if yes. 

m. Azerbaijan No Due to staff turnover I am the newly appointed Gender 
Focal Point. ROVIE has an Gender Expert, however, no 
recent coordination initiatives took place. 

n. Nigeria No Yes 

 

 

yes; 14; 
50%

no; 14; 50%

Q4

yes no
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If yes, could you please provide some detail on the training and if it helped your work?  

The 14 GFPs that answered “YES”, provided sufficient details on the gender-related training which 

they have received e.g.  equipping them with knowledge and ability to design gender-related 

activities; increasing their awareness on how to integrate gender into projects. 

Regional/Country 
Office 

Answer Comment 

Somalia Yes ITC/ILO gender focal point training 

Austria Yes I took the online training on the Gender Marker. It helped 
me amongst others to better integrate gender components 
into projects during the project development phase (in 
particular to formulate concrete gender related outputs and 
activities). I also was able to train the office with a cascade 
training. 

Sri Lanka Yes In the last six months many trainings have been offered on 
different aspect of gender. eg IBM, gender resources, PSEA, 
diversity and gender. I have taken all courses as I was 
available. These were very helpful. I am developing a 
presentation for the SL office providing an overview of 
gender resources. 

China Yes Explanation of difference between gender equality and 
gender equity, as well as other definitions, and explanation 
of the gender markers and how to insert them in the PARF 

Australia Yes I have received trainings on gender issues through the 
UNCT.  

Rwanda Yes I was part of the 2020 training "Embracing UN Gender focal 
Points" 

Peru Yes "I know gender" online course and refresher.  

Belgium Yes I know gender 

Ghana Yes We had a general training where the GFP did explain the 
importance of above 

Egypt Yes Gender marker training and Gender Focal Points training at 
ILO Training Center.  

Austria Yes Training at ILO Academy. Helped me develop a practical and 
pragmatic tool which will make it easier for IOM staff to 
integrate gender in projects also in relation to Multi lateral 
and legal frameworks. 

Turkmenistan Yes Project development training and the part relating to 
gender marker and integrating gender into the project. 

Tajikistan Yes I received training on gender issues and how to integrate 
gender, including gender analysis during project proposal, 
which was organized by GCU. Regional Office also organized 
a traning for us on mainstreaming gender in border 
management.  
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Regional/Country 
Office 

Answer Comment 

Canada Yes Since my becoming the Gender Focal Point for my office, I 
have gone through numerous trainings for example the I 
know Gender 1-2-3: Gender Concepts to get Started; 
International Frameworks for Gender Equality; and 
Promoting Gender Equality throughout the UN System the 
IOM Gender Marker E-Course, Achieving Gender Equality 
and Inclusion in the Work Place, I Know Gender 16: Gender 
Equality and Migration. Yes, all the above have been very 
relevant and helped my work in maintaining the gender 
balance within my office. 

 

There is a clear need for additional gender-related training in a systematised fashion 

even in those instances when it has been conducted  

Q5 – This question is related to the recommendation that is stating that gender-related responsibilities 

for all staff should be clearly incorporated in ToRs and specifically mentioned in their Staff Evaluation 

System (SES).  2 specific questions were formulated:  

 

Q 5.1 Are gender specific results clearly articulated in staff ToRs and Staff Evaluation System (SES) 

recognizing your GFP role?  

☐  Yes   ☐ No                  

Out of 28 answers, 50% (14 respondents) answered “YES” and 50% (14 respondents), answered “NO”. 

 

The provided comments of those who answered “NO” differ, however the role is neither mentioned 

in the ToR or in the SES. Some of the GFPs stated that they were not aware of such a recommendation.  

 

yes; 14; 50%no; 14; 50%

Q5.1

yes no
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Regional/Country 
Office 

Q 5.1 details 
on “NO” 
answer 

Comment 

• Somalia No I am also the focal point for PSEA and co-chairs the 
taskforce, in addition to my duty. GFP is not included 
in my SES. 

• Austria No My Role as GFP is not reflected in my ToRs, however 
we try to include goals relevant to the GFP in the SES. 

• Thailand No N/A 

• Bulgaria No I am not aware of this recommendation. and I do not 
think the HoO is as well.  

• Australia No It’s not specifically mentioned in the TORs 

• Angola No I never had contact so I can't respond.  

• Rwanda No Unfortunately, it is not incorporated. as many people 
at IOM, we are wearing several hats with different 
roles.  

• Zimbabwe No N/A 

• Peru No In my ToRs it only appears that I am a project assistant, 
but it is not indicated that I am a gender focal point, 
nor of VBG, nor of PSEA as it happens in practice  

• Egypt No I previously had standalone achievements in my SES. 
Given the significant growth in my portfolio, it is tried 
to be included, but more in terms of gender responsive 
rather than a standalone.  

• Jordan No My SES includes an important related task, the drafting 
of a gender strategy, but the role is not acknowledged 
in the ToR 

• Azerbaijan No GFP is not a dedicated assignment but additional role 
taken with other normal responsibilities, therefore it is 
neither in TOR or SES.  

• Azerbaijan No GFP role is neither mentioned in my TORs or SES. As 
newly appointed, there is a possibility for the second 
semester of the year to add it as 4th objective within 
my SES. 

• Nigeria No It still remains grey 

Although some of the GFPs responded with “YES”, their comments do not suggest that this is 

correct i.e. there are answers that are either unclear or suggest that the answer should be “NO”. 

The percentage of those who answered “YES” is less than 50%, meaning that more than 50% of 

the TORs or SES do not clearly articulate gender-related responsibilities. 

The table below shows the breakdown of the comments provided under the answer “YES”. 

Regional/Country 
Office 

Q 5.1 details 
on “NO” 
answer 

Comment 

• Ukraine Yes It is included as one of my SES objectives 

• Malaysia Yes There is a complete framework shared with useful 
links provided. 

• Sri Lanka Yes  Am I as alternate gender focal point to view all staff 
TORs and SES? We don't really have such time 
available. 
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Regional/Country 
Office 

Q 5.1 details 
on “NO” 
answer 

Comment 

• Guinea Yes the SES takes into account gender and a target is 
assigned in favor of gender 

• China Yes I confirm the statement 

• Colombia Yes It was an initiative that we in the mission implemented 
few years ago for each GFP 

• Belgium Yes It's part of the objectives 

• Ghana Yes GFP ToRs were amended to include the gender related 
roles 

• Romania Yes `  

• Austria Yes Gender objectives included in my SES and I report in 
the same / and assessed on the same. 

• Bosnia and 
Herzegovina 

Yes No aware of this fact. 

• Turkmenistan Yes All TORs include gender sensitivity as one of the 
requirements toward expertise. 

• Tajikistan Yes Gender is integrated in staff ToRs. During recruitment 
process, the knowledge of candidates is assessed 
against gender and their experience on mainstreaming 
gender in their projects.  

• Canada Yes Not in my ToR, but in my SES. As a newly appointed 
Gender Focal Point as of 2021, It is part of my SES to 
learn more about my new role.  

Note: The self-contradictory comments are bolded. 

The second part of the Q5: 

Q5.1 - As GFP are you coordinating/reviewing with the RMO and/or the CoM the integration of gender 

related responsibilities?  

☐  Yes   ☐ No                                 

 A total of 15 GFPs, or 54% answered “YES”, and 13 GFPs, or 46% answered “NO”. 

 

 

 

yes; 15; 54%

no; 13; 46%

Q5.2

yes no
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The comments provided under “YES” are presented in the table below: 

Regional/Country 
Office 

Q 5.2 
comments 
on answer 

“YES” 

Comments 

• Ukraine Yes Coordinating with gender-related initiatives including 
organizational survey, gender audit etc. 

• Somalia Yes To an extent when needed. 

• Malaysia Yes I organize gender related trainings on a quarterly basis. 

• Austria Yes Partly. 

• Sri Lanka Yes We coordinate for women's day events, for inputs to UN 
gender groups meeting and decision, on any requests for 
data etc. 

• Guinea Yes yes, with the CoM 

• China Yes I take care of gender related training activities in the office 

• Australia Yes I am the COM.  

• Zimbabwe Yes N/A 

• Belgium Yes In the framework of our Country Office Strategy 

• Ghana Yes 
 

• Romania Yes 
 

• Bosnia and 
Herzegovina 

Yes Meet and discuss (at least monthly) how to address gender 
related responsibilities.  

• Turkmenistan Yes All reports, TORs and relating documents are reviewed for 
integration of the gender aspects into them. 

• Tajikistan Yes Yes. I constantly share gender related information, trainings 
and other events, which I receive from Regional Office and 
GCU among staff. In addition, I attend Gender Thematic 
Group under UNDAF, which is chaired by UN Women and 
keep updated IOM staff on any key developments on gender 
issues.  

 

The comments provided under answer “NO” are presented in the table below: 

Regional/Country 
Office 

Q 5.2 
comments on 
answer “NO” 

Please 
provide detail: 

Thailand No Only where donor asks. 

Bulgaria No I work closely with the RMO and COM daily though I don't 
know if such requirements/recommendations.  

Colombia No Not every time  

Angola No I never had contact with any draft of gender integration. 

Rwanda No This has not been done yet.  

Peru No There is a senior management meeting but I don't 
participate actively because I have not manager position. 

Egypt No It is more out of own initiative and creation of events, with 
other offices and sharing of good practices.  
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Regional/Country 
Office 

Q 5.2 
comments on 
answer “NO” 

Please 
provide detail: 

Jordan No I have drafted a gender strategy but I doubt it will be 
implemented if I am not following up or I leave my position. 
For instance, my project ends at the end of September and 
it has been communicated to be that the mission cannot 
support a gender/GBV role at mission level 

Austria No Not always.  

Azerbaijan No GFP role is not clearly defined 

Azerbaijan No To my knowledge no review has been done since September 
2021. Information before this period is not available. 

Canada No As earlier mentioned, my office's gender related 
responsibilities are mainly streamlined at HR level for 
example the staff balance between males and females 
currently is equal in my office 

Nigeria No Not a GFP now 

 

The comments under the “NO” provided answer vary, and they cannot be summarised as a general 

finding, however, it may lead to a conclusion that the role of the GFP is not clearly defined, and their 

functions mainly depends on their initiatives.  

Gender specific results are partially articulated in staff ToRs and SES but in many 

instances they remain unclear. Coordination of gender-related responsibilities with RMO 

and CoM takes place in every other CO 

Q6 - Do you consider that gender related responsibilities increased in your area of work from 2017 

following the evaluation and its recommendations?   

☐  Yes   ☐ No            

68% or 19 GFPs answered “YES” and 32%, or 9 GFPs answered no.  

 

 

yes; 19; 68%

no; 9; 32%

Q6

yes no
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No comments were required nor provided on the “NO” answer. The comments provided under “YES” 

clearly show that the gender is increasing in importance and that due attention is given to it.  

The table below provides the comments given by the GFPs: 

Regional/Country 
Office 

Q6 If yes, 
please provide some detail: 

• Ukraine Yes Gender related responsibilities are additional 
responsibilities in the past 1-2 years. 

• Malaysia Yes Providing more trainings in this area, attending more 
webinars related to gender, coordinating with ROAP. 

• Austria Yes As I only started my role as GFP in 2019, I cannot give a 
complete answer here. I have observed that the topic 
in general has gained importance and with these 
responsibilities regarding gender increased. However, 
on a country level this all still depends very much on 
the resources and motivation of the local GFPs, which 
are limited in a fully projectized environment.  

• Sri Lanka Yes There is much more correspondence from HQ, regional 
office on gender matters. There are large number of 
updated resources in recent months. There are a large 
number of webinars.   

• Guinea Yes staff training 
follow-up of recommendations 

• Thailand Yes When GM was added to PRIMA, I had to consider this 
more. 

• China Yes I have much clearer responsibilities when it comes to 
gender 

• Australia Yes Please see answer in earlier question. 

• Colombia Yes There’s a lot of work to do as GFP but I consider that 
the role itself requires a full dedicated staff to 
accomplish all daily-task arising like reports, events, 
training, attending UN task force, etc. 

• Angola Yes I believe that we're in balance in my work area, and we 
try to encourage to apply when is needed 

• Rwanda Yes I have been gender focal point only since 2020 and with 
IOM since 2018.  

• Belgium Yes trainings, review of projects, contact with HR, 
dissemination of Gender related information from RO / 
HQ, etc. 

• Egypt Yes This was again more based on self initiative rather than 
highlighted or directed guidance.  

• Romania Yes Gender represents a priority of our current programme 
and is addressed as a cross-cutting issue at project 
level. 

• Austria Yes Yes, they did.  

• Azerbaijan Yes I was appointed GFP in July 2021. Based on the 
information assessed there have been improvements 
in integrating gender in project design and 
implementation particularly in MPA 
activities/programs. 
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Regional/Country 
Office 

Q6 If yes, 
please provide some detail: 

• Turkmenistan Yes Some of the projects/separate activities do not 
necessarily related to gender. Sometimes it is difficult 
to find ways to integrate gender into these activities 
and report on it. 

• Tajikistan Yes I think so. Regional office conducts for us training on 
mainstreaming gender in our projects. One of the 
recent example was mainstreaming gender in border 
management projects, which I think was very 
important to build our capacity in this area and increase 
our responsibilities. Regional Office also organizes and 
conducts meeting with GFPs to know where we are 
with our gender commitments, share information 
about gender issues in our countries and what 
contributions we are making in different events 
organized by UN agencies on gender.  

 

Gender related responsibilities have increased in their area of work since 2017 and due 

attention is given to it 

SECTION III - Status of the implementation of 2019 MOPAN recommendations (relating to gender)   

Q7 - Analysis of gender as a cross-cutting issue needs strengthening to ensure corporate consistency.  

☐ Fully agree  

☐ Agree                

☐ Partially agree       

☐  Partially disagree  

☐ Disagree                        

☐ Fully disagree  

 

fully agree; 
18; 64%

Agree; 10; 
36%

Q7

fully agree Agree
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All GFPs responded with “Fully Agree”, or “Agree”. Their opinions are mainly in the same direction, 

that analysis of gender as a cross-cutting issue needs strengthening to ensure corporate consistency. 

Regional/Country Office Q7 Please briefly comment what 
are your thoughts in relation to 

this statement: 

• Ukraine Agree                Gender will influence any types 
of our action. 

• Somalia Fully agree  It will be pertinent to have 
analysis of gender, however, the 
Organization should also support 
COs with resources to enable 
this to happen.  

• Malaysia Agree                NA 

• Austria Fully agree  - 

• Sri Lanka Fully agree  During project proposals the 
time is short and to have fully 
developed coordinated agreed 
ideas is difficult. Implementation 
is harder and the ideas on paper 
don't match the difficulty on the 
ground. The policies assume a 
shared vision but this is not there 
in reality. People have very 
different views on gender 
equality.  

• Guinea Fully agree  gender is systematically taken 
into account in all programs and 
projects 

• Thailand Fully agree  N/A 

• Bulgaria Agree                I believe further work is needed.  

• China Fully agree  confirm the statement 

• Australia Fully agree  An organizational analysis on 
gender would highlight the areas 
where improvements are 
needed as well as spell out good 
practices, and make some 
recommendations. This would 
also be welcomed by many 
donors, such as Australia, who 
prioritizes gender in their 
development aid programme.    

• Colombia Fully agree  More awareness in this topic it is 
needed 
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Regional/Country Office Q7 Please briefly comment what 
are your thoughts in relation to 

this statement: 

• Angola Fully agree  I believe that’s important to 
remember that the equality of 
gender has been a struggle for 
years, so it's important to talk 
about it every time it's possible 
to reinforce the information. 

• Rwanda Agree                I agree, however this is not easy 
in every country. But more needs 
to be done on project manager 
level. not only GFP.  

• Zimbabwe Agree                N/A 

• Peru Fully agree  Continuous training is required 
so that all staff understand the 
implication and importance of 
considering a gender and 
intersectionality approach in our 
daily work so that we contribute 
to eradicating gender inequality 
and inequity both in our 
humanitarian / development 
actions and in the work 
environment. . 

• Belgium Agree                Without considering gender 
issues, the Organization is at risk 
of further marginalize individuals 
and groups.  
It shapes our realities and thus it 
behoves researchers to examine 
the nature and the extent of 
these influences;  

• Ghana Agree                . 

• Egypt Fully agree  This should be further 
highlighted as part of the 
internal trainings and capacity 
building that is done as well as 
external as well.  

• Jordan Fully agree  It is not consistently applied 

• Romania Agree                ` 

• Austria Fully agree  If you want it to be a corporate 
message and deliverable / 
outcome, then you need to 
inform employee and managers 
alike  
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Regional/Country Office Q7 Please briefly comment what 
are your thoughts in relation to 

this statement: 

• Azerbaijan Agree                It is difficult to answer since I 
joined IOM in August 2020. So to 
give a realistic answer I would 
need to know where we were in 
2017. However, with the 
increasing needs and changes in 
the world, it is necessary to 
strengthen approach to the 
gender analysis 

• Bosnia and Herzegovina Fully agree  n/a 

• Azerbaijan Fully agree  Consistency with IOM Gender 
regulation as well as UNCT 
strategy needs to be ensured 
through IOM CO during all its 
stages of the project cycle. 

• Turkmenistan Fully agree  Very often it is commonly 
accepted that cross-cutting 
issues do not need special 
analysis or attention. Thus, often 
gender focal point is just an 
additional responsibility vested 
in anyone who has the ability to 
handle it. In my view this 
approach should be changed and 
GFP should be selected less 
randomly and trained 
professionally. 

• Tajikistan Agree                I support this statement about 
strengthening gender as a cross -
cutting issues. We have to 
consider gender in all our 
projects. In our office, we have 
two projects which gender is a 
primary focus: they are 
migration, gender and climate 
change and empowering families 
(women and children) left 
behind. 

• Canada Fully agree  Gender related topics need to be 
constantly talked about to act as 
a constant reminder, to avoid 
slacking-off. It is constantly 
relevant. 

• Nigeria Fully agree  Since gender is cross-cutting 
there is the need for a holistic 
approach to strengthen 
consistency 



 63 

Analysis of gender as a cross-cutting issue needs strengthening to ensure corporate 

consistency 

Q8 - Do you consider that the analysis of gender as a cross-cutting issue has been strengthening since 

2019? 

☐  Yes   ☐ No       

79% of the GFPs answered that the gender as a cross-cutting issue has been strengthening since 2019 

(“YES”), and only 21% or 6 GFPs consider that gender as a cross-cutting issue has not been 

strengthened since 2019 (“NO”). 

 

Regional/Country Office Q8 Please provide detail: 

• Somalia Yes To an extent through gender 
marker, but it is still mainly 
regarded as something to cross 
off. 

• Malaysia Yes NA 

• Austria Yes slightly, e.g. due to the role out of 
the gender marker 

• Sri Lanka Yes All staff are more aware overall of 
gender issues. All complete I know 
gender module etc.  

• Guinea Yes gender considerations have 
evolved a lot, the analysis is 
structured  

• Bulgaria Yes The gender marker.  

• China Yes yes, in some IOM thematic areas 
at least such as IBM 

• Australia Yes To some extent but additional 
efforts are needed.  

• Colombia Yes Yes, because it’s a request from 
donors  

yes; 22; 79%

no; 6; 21%

Q8

yes no
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Regional/Country Office Q8 Please provide detail: 

• Angola Yes In a general way. Yes, I have been 
seen a significative (small) change 
about it  

• Rwanda Yes RO and IOM Development Fund 
are really focusing on this during 
project reporting.  

• Zimbabwe Yes N/A 

• Belgium Yes partially.  
Lots of work done when it comes 
to horizontal analysis, but none for 
vertical analysis (where most of 
posts with responsibilities are held 
by men for instance) 

• Ghana Yes . 

• Egypt Yes It appears that this is increasingly 
understood and people are made 
aware.  

• Jordan Yes I do not know, because I started 
working in IOM only one year ago 

• Austria Yes More awareness on the topic by 
IOM HQ is visible. More active 
engagement by CO, RO and HQ on 
gender-related events. Gender 
Induction training mandatory. .  

• Azerbaijan Yes Gender is included in UNCT 
documents and CO Mission 
programs. 

• Turkmenistan Yes Overall the requirements towards 
projects regarding gender have 
been growing steadily for many 
years. That naturally resulted in 
growing expertise in the area of 
gender. 

• Tajikistan Yes I think when you receive training 
on gender and its linkages with 
IOM thematic areas, this will add 
value to your skills on gender and 
help you during gender analysis.  

• Canada Yes Yes, because the as more studies 
are done about the whole topic of 
migration and refugees, findings 
have been showing that women 
people are disproportionately 
affected. Even the onset of the 
COVID pandemic, has affected 
people differently. It is therefore, 
true that gender analysis 
relevancy has also heightened. 
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Regional/Country Office Q8 Please provide detail: 

• Nigeria Yes There has been requirements and 
markers in project development 
and reporting 

Analysis of gender as a cross-cutting issue has been strengthened since 2019 mainly due 

to increased awareness, the introduction of the Gender marker and more visible 

engagement of the COs, ROs and HQ 

Q9 - The final comments section of questionnaire provides some very useful remarks and comments 

by the GFPs.  

A breakdown of their comments is shown in the table below.  

Regional/Country 
Office 

Any final comments? 

• Ukraine N/A 

• Malaysia GFPs need more training on gender mainstreaming. 

• Sri Lanka I think there can be some mandatory training of men to show them the 
hidden, or not so hidden, bias of some towards women. We have leave 
policies but still matters such as parental leave, or leave for mothers with 
nursing babies means they are not as valued or even retained as others.  I 
would think it would be very valuable for IOM to do a study of who lost 
jobs during the COVID-19 staff cuts. Men vs women; age of staff, family 
status e.g. pregnant, return from maternity leave etc. Who made these 
decisions, men or women? The bigger issue is that most people are job 
insecure and this makes it hard to feel comfortable taking the benefits 
offered by policies such as the parental leave policy for fear of job loss or 
being regarded as not a fully committed. Many people across IOM are 
working evening and weekends making the jobs hard for working families 
especially women.    We say we need women in leadership positions in IOM 
and clearly progress is being made, but still it is an uphill battle. Men can 
also be shown very clearly what harassment is with very clear explicit 
examples--Asking personal questions, jokes, asking women to stand up 
and show clothes, hugging when perhaps it is not the culture, starring at 
body parts, sitting too close, calling women diminutive names, treating 
competent women as 'assistants', believing women are emotional yet 
when men shout, this is not regarded as emotion, believing women get sick 
a lot, yet not considering all the times men are sick or in hospital, judging 
by clothes, judging by age, young or old. Yet I see great strides in recent 
hiring.  

• Australia N/A 

• Colombia Donors are requesting more information on gender issues in programming 
so it is needed to think about otherwise projects are not endorsed. It is 
important to reinforce in technical staff the importance to consider gender 
mainstreaming not only as obligation but also as an opportunity in 
contribute to overcome gender inequalities for our beneficiaries. 
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Regional/Country 
Office 

Any final comments? 

• Angola First of all , I would like to thank you all for this survey, it just show me how 
important it is to have those kind of questionnaires to improve the services 
and information, saying that it would be good to have more information 
and also TORs from countries who implement it to the stakeholders the 
gender- related and inclusion .  

• Zimbabwe N/A 

• Peru I would like to have more tools and more recognition to support the 
implementation of these initiatives and meet the objectives in these areas 
established by our Organization. 

• Belgium Our Gender Team is quite new but we meet regularly and have concrete 
plans to sensitize staff and provide trainings, review projects proposals and 
be closer to the recruiting process. 

• Ghana No 

• Austria RD Vienna is an IGC. 
RO Vienna suggested an MoU with UNWOMEN 
RO Vienna is a member of the IBC gender & a member of VBO GFPs. … and 
developed several tools and materials to advance the gender agenda.   
All above testament to HQ’s awareness on the topic… and good to see 
UNMN establishing a WG on the topic -an opportunity for IOM! 

• Azerbaijan Given that I joined IOM recently it is difficult to provide realistic answer to 
some questions 

• Bosnia and 
Herzegovina 

It would be great to have more training opportunities for GFPs especially 
in terms of practical elements of our work, such as, mainstreaming Gender 
in project development and reporting.    

• Azerbaijan Extend the support to IOM FP on the implementation of the Gender 
Equality Policy in CO by the development of a CO strategy in line with UNCT 
GTG. 

• Turkmenistan NA 

• Tajikistan I expect receiving continuous training on gender. More practical examples.  

• Canada N/A 

• Nigeria The issues of gender mainstreaming in programmes need to be upscaled 

 

 

 


