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Security is an area that is generally related to established power relations, 
hierarchical gender norms and inequalities, in highly masculinized structures, 

where women are mainly excluded, under-represented and marginalized. At the 
same time, women and girls cannot enjoy full equality unless they enjoy security and 
justice. Ending discrimination, violence and harmful practices against women and 
girls, providing equal access, equal participation and opportunities for leadership 
and enforcing gender equality laws require a security and justice sector that works 
according to the principles of good governance.1

The UN Women Office in North Macedonia provides support and technical expertise 
to the Government of North Macedonia in transposing the European Union’s (EU) 
Gender Equality acquis by increasing the capacities and skills of the government 
personnel mandated for European integration to mainstream gender equality goals 
into the country’s planning and policy processes. In addition, one of focus areas of UN 
Women North Macedonia is support of the implementation of national commitments 
to advance gender equality in the security sector reform.

This report is the result of a short-term analysis of national legislation and policies 
related to Women, Peace and Security (WPS) within the security sector of North 
Macedonia. To offer a broader perspective on the situation with gender equality 
within the security sector in the country, the analysis is supplemented with interviews 
with relevant stakeholders from security institutions. The purpose of the analysis 
is to provide an overview of the situation and the progress achieved with gender 
mainstreaming in the security sector of the Republic of North Macedonia. 

1	 DCAF, OSCE/ODIHR and UN Women. Gender and Security Toolkit. Policy Brief: The 2030 Agenda for 
Sustainable Development, the Security Sector and Gender Equality. 

Executive Summary
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The analysis is focused around three main objectives:

	� Conducting a thematic analysis on gender and security in North Macedonia;

	� Extracting main findings on gender issues, including but not limited to 
possible gaps identified at legal, policy, budgetary, decision-making, and 
implementation levels; and

	� Preparing a succinct set of recommendations for areas of improvement with 
specific focus on the advancement of gender mainstreaming.

Key findings 

Key findings that emerged from the analysis include:

	� NAPs have contributed to increased awareness and support for the women, 
peace and security agenda of UNSCR 1325 in North Macedonia. This also relates 
to its focus on female leadership and women’s political participation. 

	� Further alignment with the provisions of the Istanbul Convention on preventing 
and combating violence against women and domestic violence remains a 
challenge. 

	� Despite high-level commitment towards gender mainstreaming at policy and 
programmatic levels, challenges remain in the coordination, implementation 
and budgeting of the NAP. This, in turn, indicates the lack of systematically 
designed approach into the implementation of UNSCR 1325 with clear 
monitoring and evaluation indicators.

	� Critical aspects to assist the country in the alignment of the NAP with UN and 
EU standards: 

	� Provision of sufficient funding for implementation; 

	� Establishment of clear monitoring and evaluation systems;

	� Development of a coordinated and clear strategy for collaboration among 
all relevant stakeholders; 

	� Establishment of an intersectional approach in addressing gender equality 
issues.

	� Significant efforts need to be dedicated to dismantling gender stereotypes 
and traditional patriarchal views and beliefs, especially prevalent in the 
security sector, to ensure progress in gender mainstreaming and women’s 
representation in higher decision-making positions.
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Summary of Recommendations

	� Initiate national level harmonization and alignment process (Instrument 
for Pre-accession Assistance (IPA) structures, Department for Equal Opportu-
nities at the Ministry of Labour and Social Policy (MLSP), and national gender 
machinery institutions) for the integration of UNSCR1325 in existing security 
policies through development of strategies with clear aims, indicators and 
financial implications.

	� Engage with relevant ministries (Department for Equal Opportunities at 
the Ministry of Labour and Social Policy (MLSP), national gender machinery 
institutions, Ministry of Defence, and Ministry of Internal Affairs) to develop 
clear strategies and mechanisms for gender mainstreaming.

	� Develop specific indicators in the NAP, including intermediate indicators, 
which will allow for the development of more specific baseline and target 
indicators in future NAPs.

	� Strengthen institutional capacities to integrate UNSCR1325 within their 
interventions within the WPS agenda.

	� Focus on quality of results instead of quantity of the NAP network to 
translate the momentum into a successful strengthening of the position of 
women in the security sector and to move beyond the agenda-setting focus 
of the network.

	� Empower women on leadership and decision-making issues and promote 
their involvement in the governance structures at all levels. 

	� A NAP partnership requires a focus on strategic complementarity and 
differences and approaches to the WPS agenda vary and that capacities and 
roles are not necessarily complementary. Therefore, a reassessment of agendas, 
roles and responsibilities will help to appreciate areas of agreement as much 
as those of conflicts, and to accept the diversity of the NAP network members.
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1. Introduction
Peace and security are being re-thought in a variety of ways, especially with the work 
of feminist security experts, bringing human security to the forefront, before state 
security. The critical importance of women’s full, equal and meaningful participation 
in all aspects of peace and stability is increasingly being recognized, as well as the 
disproportionate impact that conflict has on women and girls.2 Previous research 
has shown that gender has been inconsistently incorporated into security analysis, 
threat and vulnerability assessment and consequent mitigation strategies within 
humanitarian and development organizations.3 Military, police, judicial, penitentiary 
and other security and justice sector institutions have a legal obligation to protect and 
promote human rights, including gender equality. Security and justice institutions 
also have a practical imperative to focus on gender roles and gender equality. 

The multifaceted role of gender and especially the role of women in promoting peace, 
maintaining security, and dealing with conflicts is often poorly understood. The 
resolutions of the United Nations Security Council (UNSC) on Women, Peace and 
Security (WPS), especially the landmark Resolution 1325, emphasize the importance 
of women’s participation in peacekeeping processes, in making decisions about 
security at the international and national level, and in the institutional security sector. 
At the national level, many countries have adopted National Action Plans (NAPs) on 
WPS including obligations to increase the number of women in the security sector, 
especially in the police, military forces, and peacekeeping operations. Police and 
armed forces in many countries have adopted gender policies and have increased 
their efforts for the recruitment of women by adjusting the criteria and processes for 
employment, adopting policies that are family-friendly and implementing targeted 
recruitment campaigns.

2	 Action Plan for the Implementation of the NATO/EAPC Policy on Women, Peace and Security 2021-2025
3	 EISF. 2012. Gender and Security: Guidelines for Mainstreaming Gender in Security Risk Management. EISF 

Briefing Paper.

1
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The progress of North Macedonia in recent years in the field of gender equality and 
women’s empowerment is highlighted in a series of international commitments and 
in national legal and policy frameworks. Indeed, the legal provisions guaranteeing 
women’s rights and gender equality are largely in place – the Law on Equal 
Opportunities for Women and Men, the Election Law amendment instituting quotas, 
the Gender Equality Strategy 2022-2027, the Action Plan for the implementation of 
UNSCR 1325 (2020-2025), the ratification of the CoE Convention on preventing and 
combating violence against women and domestic violence (Istanbul Convention), 
are achievements that influence the institutional practice in promoting gender 
equality in North Macedonia.

In relation to the WPS agenda, North Macedonia adopted two action plans for 
implementation of the UNSCR 1325, the second NAP for the period 2020-2025.4 The 
NAP 2020-2025 was prepared taking into consideration the interests and priorities 
of the country, with the aim of effective and full alignment with the priorities and 
activities of the UN, the EU, the Council of Europe (CoE), the Organization for Security 
and Co-operation in Europe (OSCE), and the North Atlantic Treaty Organization 
(NATO). The NAP identifies five strategic goals where actions should be taken in to 
accelerate gender equality efforts in the security sector: 

1.	 Leadership
2.	 Participation
3.	 Facilitation
4.	 Protection
5.	 Communication, education and training.

Comprehensive analysis of the relevant laws and policies is detected as a cross-cutting 
need in all strategic goals of the NAP. This is because the gaps in policy development 
and the slow implementation of the adopted legislation constitute important 
structural obstacles to achieving gender equality, including in the area of WPS. 

4	 Available at: https://eca.unwomen.org/sites/default/files/2023-07/second_nap_north_macedonia_2020-2025.pdf 
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2. Aim of the analysis
The goal of the analysis is to identify the current gender and security sector reform 
processes in North Macedonia, the existing gaps, needs and challenges, as well as 
opportunities, for the effective gender mainstreaming, not only in the security sector, 
but also within the broader areas of security and development. Specific aspect of 
the analysis is the alignment of the national legislation with the international legal 
framework related to WPS. 

The questions raised largely focus on the concepts of gender and security sector 
reform; involvement in security sector reform or gender related programmes and 
policymaking; institutional efforts/initiatives to mainstream gender or to increase and 
retain the number of female personnel. Moreover, the analysis includes an overview of 
the legal framework on weapons and firearms in connection with women’s security, 
also related to gender-based violence (GBV). 

Questions were specifically aimed at identifying: 

	� The challenges (including gaps and capacity needs) to gender mainstreaming, 
as well as opportunities, at both policy and operational levels; 

	� The level of awareness about international, regional and national instruments 
for the protection and promotion of women’s rights - including UNSCR 1325; 

	� Availability and need for training and education; 

	� Existing platforms for women within the security sector;

	� Promising and unsuccessful practices for gender mainstreaming in the security 
sector.

While the analysis reflects the current legislation, it also provides a review of the overall 
situation with the implementation of the WPS agenda and offers recommendations 
that could serve as a solid foundation for future interventions, in line with UN Women’s 
work in North Macedonia.

2
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3. Methodology

Desk Review

The analysis included a desk review of relevant documents related to WPS in North 
Macedonia:

	� Analysis of international and EU legal framework, the Convention on the 
Elimination of All Forms of Discrimination against Women (CEDAW), CEDAW 
recommendations, CEDAW General Recommendation no.30, UN Resolutions 
from the Security Council that include guidelines on WPS, UN Sustainable 
Development Goals Agenda, OSCE Commitments for WPS, EU Directives and 
strategic documents, especially Gender Action Plan 2020-2025 (GAP III), EU 
2018 Council Conclusions on WPS and EU Strategic Approach to WPS and its 
Action Plan (2019-2024).

	� Analysis of national legal framework (Law on Equal Opportunities for Women 
and Men, Law on Prevention and Protection from Discrimination, Military Law, 
Law on Service in the Army, Law on Administrative Servants, Law on Internal 
Affairs, Law on Police, Law on Weapons, Protection and Rescue Law, Fire Law).

	� Analysis of the national policy framework. 

	� Analysis of Gender Equality Strategy 2022-2027, strategies of institutions, NAP 
on UNSCR 1325, internal documents of the respective institutions.

	� Analysis of available data and reports from relevant institutions, especially 
annual reports, reports on the implementation of the NAP for UNSCR 1325, 
annual gender budget statements of institutions.

	� Analysis of available data and reports from international and national civil 
society organizations, including shadow reports submitted to international 
bodies that include findings and recommendations in the area of WPS.

3
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Key Informant Interviews (KIIs)

Interviews, as a methodological tool, were used for gathering information, opinions, 
and recommendations on the current situation regarding the legislative and policy 
framework, the need for changes, the existing gaps in the implementation, and the 
need for further strengthening of the system for support of women in the security 
sector. 

Five in-depth interviews were conducted with representatives from relevant 
institutions and one questionnaire was answered through written communication by 
the Coordinator for Equal Opportunities from the Protection and Rescue Directorate. 
Interviews were conducted with representatives from the Ministry of Internal Affairs (3 
interviews, one with the Coordinator for Equal Opportunities, one interview with the 
Deputy Coordinator for Equal Opportunities and one interview with the President of 
the Women Section of the Police Labour Union) and Ministry of Defence (2 interviews, 
one with the Adjutant to the President of the Republic of North Macedonia and one 
with the Coordinator for Equal Opportunities). 

During all interviews, standard protocols for anonymity, confidentiality, and do no 
harm, were respected. The researchers ensured that informed consent was obtained 
prior to interviews, and informed the participants that the interview could be stopped 
at any time, if requested. The respondents were given the options to either respond 
orally or in writing by filling out a questionnaire. All protocols for safeguarding of 
data have been respected.

Limitations

Women, Peace and Security is a vast area that implicates constant developments in the 
policies and the society related to peace and security. Taking this into consideration, 
this analysis was conducted over a short period of time in 2023 and was subsequently 
revised and updated in 2024. To capture years of reforms and changes in a vast 
area of research such as women, peace and security, would require a much more 
comprehensive and complex process, which means that some details could not be 
reflected in this study. However, this does not undermine the aim of the analysis to 
serve as a basis for further work on WPS and gender mainstreaming in security in 
North Macedonia.
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4. Overview of policies and legislation
In line with the European integration and NATO Member State status, North 
Macedonia has made significant commitments to uphold certain standards, principles 
and practices of human rights and gender equality, including in the security and defence 
sector reform. The ratification of CEDAW, the Beijing Declaration and Platform for 
Action, UNSCR 1325, as well as other international commitments have also established 
a clearly defined framework of human rights and sustainable development. With the 
inclusion of the coordination of gender policy and the Women, Peace and Security 
Agenda in the mandate of the Ministry of Defence, North Macedonia is taking a 
positive step towards institutionalizing issues related to UNSCR 1325.

4.1 International Frameworks

Convention on the Elimination of All Forms of Discrimination against Women 
(CEDAW)

At the international level, the Convention on the Elimination of All Forms of 
Discrimination against Women (CEDAW) is one of the core international human 
rights treaties, and legally binds all States to fulfil, protect and respect women’s 
human rights. CEDAW defines what constitutes discrimination against women and 
sets up an agenda for national action to end such discrimination.

4
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By accepting the Convention, States commit themselves to undertake a series of 
measures to end discrimination against women in all forms, including:

	� to incorporate the principle of equality of men and women in their legal 
system, abolish all discriminatory laws and adopt appropriate ones prohibiting 
discrimination against women;

	� to establish tribunals and other public institutions to ensure the effective 
protection of women against discrimination; and

	� to ensure elimination of all acts of discrimination against women by persons, 
organizations or enterprises.5

Countries that have ratified or acceded to the Convention are legally bound to put 
its provisions into practice. They are also committed to submit national reports, 
at least every four years, on measures they have taken to comply with their treaty 
obligations.6

North Macedonia ratified the Convention on Elimination of All Forms of Discrimination 
against Women and the Optional Protocol in 1994. 

The Beijing Declaration and Platform for Action (BPfA)

North Macedonia is a signatory to the Beijing Declaration and Platform for Action 
(1995). The Beijing Platform was adopted to lay out a set of principles concerning 
equality of women and men and, more specifically, to advance the goals of equality, 
development and peace for all women. BPfA builds upon CEDAW to promote non-
discrimination and advancement of women’s human rights with an overall objective 
of empowerment of all women. 

As part of the BPfA’s Global Framework, recommended actions to be taken by 
governments, Action 134 states: “The equal access and full participation of women in 
power structures and their full involvement in all efforts for the prevention and resolution of 
conflicts are essential for the maintenance and promotion of peace and security. Although 
women have begun to play an important role in conflict resolution, peacekeeping and defence 
and foreign affairs mechanisms, they are still underrepresented in decision-making positions. If 
women are to play an equal part in securing and maintaining peace, they must be empowered 
politically and economically and represented adequately at all levels of decision-making.”7

5	 https://www.un.org/womenwatch/daw/cedaw/cedaw.htm 
6	 Ibid.
7	 United Nations Beijing Declaration and Platform for Action, 1995.
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United Nations Security Council Resolution 1325

UN Security Council Resolution 1325 on Women, Peace and Security (UNSCR 1325) was 
unanimously adopted in 2000 and was the first resolution to address the disproportion-
ate and unique impact of armed conflict on women. It is an agenda setting resolution 
that is specifically oriented towards women (and girls). UNSCR 1325 builds on three 
pillars: participation, prevention, and protection, called the ‘3P approach’. With the 
adoption of UNSCR 1325, the United Nations calls upon its member states to support 
and promote the active role of women in peace and security and to protect them from 
violence. Furthermore, the resolution stresses the importance of women’s equal and 
full participation as active agents in the prevention and resolution of conflicts, peace-
building and peacekeeping and encourages member states to increase the participation 
of women and incorporate a gender perspective in all areas of peacebuilding.

Overview of UN Security Council Resolutions on Women, Peace and Security

UNSCR 1325 
(2000) 

Stresses the importance of women’s equal and full 
participation as active agents in the prevention and  
resolution of conflicts, peacebuilding and peacekeeping. 

UNSCR 1820 
(2008) 

Demands that parties to armed conflict immediately take 
appropriate measures to protect civilians from sexual violence, 
including training troops and enforcing disciplinary measures 

UNSCR 1888 
(2009) 

Requests peacekeeping missions to protect women and 
children from sexual violence during armed conflict, and the 
appointment of a special representative on sexual violence 
during armed conflict. 

UNSCR 1960 
(2010) 

Focuses on sexual violence in armed conflict and argues that 
sexual violence should be seen as a criterion for targeted 
sanctions against guilty parties. 

UNSCR 2106 
(2013) 

Requests more detailed information on conflict parties that 
commit sexual violence and calls for deeper investigation into 
sexual violence crimes. 

UNSCR 1889 
(2009) 

Calls for further strengthening the UNSCR 1325 pillar on 
participation and for the development of indicators to 
measure progress on UNSCR 1325. 
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The North Atlantic Treaty Organization (NATO)

In 1995, North Macedonia jointed the Partnership for Peace and began undertaking 
various NATO missions, including in Afghanistan. In February 2019, following the 
agreement to rename the country in 2018, NATO member states signed a protocol 
for the accession of North Macedonia to NATO. In March 2020, North Macedonia 
became NATO’s 30th member state. 

As part of member state commitments, NATO has created the NATO 2021-2025 Action 
Plan on WPS which was endorsed by Defence Ministers in October 2021.The action 
plan supports the commitment by Allies to further advancing gender equality and 
integrating gender perspective in all activities of NATO. 

NATO’s commitment to WPS, as stated in its action plan: “Recognizing the critical 
importance of women’s full, equal and meaningful participation in all aspects of peace and 
stability, as well as the disproportionate impact that conflict has on women and girls, NATO 
is committed to fully implementing the Women, Peace and Security agenda set out by the UN 
Security Council.”8 

In 2018, NATO leaders agreed and endorsed the NATO/EAPC Policy on Women, Peace 
and Security (WPS), affirming NATO’s aim to contribute to the implementation of 
the UNSCR on WPS by making the Policy an integral part of their everyday business 
in both civilian and military structures.9 The Action Plan is intended to guide the 
implementation of NATO’s work on WPS for a four-year period.10

Council of Europe

In June 2010, the Committee of Ministers adopted the Recommendation on the role 
of women and men in conflict prevention and resolution and in peace building.11 
This document provides the foundation for the EU Action Plan on WPS by reaffirming 
EU’s commitment to gender equality, human rights and gender mainstreaming in 
peace and security. Recommendations to member states include: 

1.	 acknowledge that equality between women and men, strengthening the 
role of women in society and making full use of their knowledge and expertise 
promote peace and are a prerequisite for conflict prevention and resolution 
and peacebuilding;

8	 Action Plan for the Implementation of the NATO/EAPC Policy on Women, Peace and Security 2021-2025
9	 Ibid.
10	 Ibid. 
11	 Available at: https://rm.coe.int/09000016807b7fe0 
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2.	 integrate a gender perspective into conflict prevention and resolution and 
peacebuilding activities, including the allocation of necessary budgetary 
resources;

3.	 ensure a balanced participation of women and men at all levels of decision-
making in local, regional, national and international institutions, and 
mechanisms for conflict prevention and resolution, including peace negotiations 
and the democratization of societies after conflicts;

4.	 ensure that women and men representing all spheres of society take part 
in conflict prevention and resolution and peacebuilding using multitrack 
diplomacy;

5.	 effectively prosecute and punish gender-related crimes committed during and 
after conflicts, and provide mechanisms to prevent such crimes;

6.	 draw this recommendation to the attention of all national political institutions 
and international organizations;

7.	 adopt and implement the measures described in the Appendix to this 
recommendation;

8.	 monitor and evaluate progress arising from the adoption of this recommendation 
and inform the competent steering committees, in particular the Steering 
Committee for Equality between Women and Men, of the measures undertaken 
and the progress achieved in this field.12

The Council of Europe Convention on Preventing and Combating Violence against 
Women and Domestic Violence (Istanbul Convention) sets binding standards 
for protection from gender-based violence and domestic violence. The Istanbul 
Convention recognizes gender-based violence against women as a violation of 
human rights and a form of discrimination. Member states are obliged to ensure 
the implementation of the Convention without any discrimination (Article 4). In 
the area of prevention, member states are obliged to make efforts to change social 
and cultural patterns in order to eradicate prejudices, customs, traditions, and 
other practises based on the notion of the inferiority of women and men, to raise 
public awareness and to provide appropriate training for staff on the prevention and 
detection of violence, the needs and rights of victims and the prevention of secondary 
victimization (Art. 12 and 15).13 The Istanbul Convention is based on four pillars (“four 
Ps”): Prevention, Protection, Prosecution, and coordinated Policies. 

Prevention: States should regularly run awareness-raising campaigns, train 
professionals in close contact with victims, include within teaching materials 
issues such as gender equality and non-violent conflict resolution in interpersonal 

12	 Council of Europe Recommendation CM/Rec(2010)10 of the Committee of Ministers to member states on 
the role of women and men in conflict prevention and resolution and in peace building

13	 Council of Europe Convention on preventing and combating violence against women and domestic 
violence (Istanbul Convention)
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relationships, set up treatment programmes for perpetrators of domestic violence 
and for sex offenders, work closely with non-governmental organizations (NGOs), 
and involve the media and the private sector in eradicating gender stereotypes and 
promoting mutual respect.

Protection: This includes granting the police the power to remove a perpetrator of 
domestic violence from their home, ensuring people’s access to adequate information 
on available services in a language they understand, setting up easily accessible 
shelters in sufficient numbers and in an adequate geographical distribution, making 
available state-wide 24/7 telephone helplines free-of–charge, and setting up easily 
accessible rape crisis or sexual violence referral centres.

Prosecution: States that have signed and ratified the treaty must introduce several 
new offences where these do not already exist, for example, psychological and 
physical violence, sexual violence and rape, stalking, female genital mutilation, forced 
marriage, forced abortion and forced sterilisation. In addition, States need to ensure 
that culture, tradition or so-called “honour” are not regarded as a justification for any 
of the above-listed offences. States have to take a range of measures to ensure the 
effective investigation of any allegation of violence against women, which means 
that law enforcement agencies have to respond to calls for help, collect evidence, 
and assess the risk of further violence to adequately protect those at risk. In addition, 
judicial proceedings should be run in a manner that respects the rights of victims at 
all stages and avoids secondary victimization.

Development of integrated policies: The Convention asks States to implement 
comprehensive and coordinated policies involving government agencies, NGOs, 
and national, regional and local parliaments and authorities. The aim is for policies 
to prevent and combat violence against women, including domestic violence, to be 
carried out at all levels of government and by all relevant agencies and institutions.

While the focus of the Convention is on all forms of violence against women, including 
domestic violence, it also recognizes that there are other victims of domestic violence, 
such as boys and men. The Convention devotes an entire chapter to women migrants 
and asylum-seekers facing gender-based violence. It also recognizes the work of NGOs 
and seeks to ensure greater political and financial support for their work.

North Macedonia signed the Istanbul Convention in 2011 and ratified it at the end of 
2017. National Action Plan was also developed for the implementation of the Istanbul 
Convention (2018-2023).14

14	 Available at: https://mtsp.gov.mk/pocetna-ns_article-nacionalniot-plan-za-sproveduvanje-na-konvencijata-za-
sprecuvanje-i-borba-protiv-nasilstvoto-vrz-zen.nspx 
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The European Union

To promote women’s empowerment and gender equality, the European Union 
created their third action plan which lays out EU’s support to gender equality efforts 
and advancement of gender mainstreaming in third countries. EU’s Action Plan on 
Gender Equality and Women’s Empowerment in External Action 2021–2025 (GAP 
III) provides three guiding principles that drives EU’s approach to gender equality 
in external action: a gender-transformative approach, an approach that addresses 
intersectionality and an approach based on human rights.15 The five pillars of action of 
the GAP III are: 1) 85% of all new actions throughout external relations will contribute 
to gender equality and women’s empowerment by 2025; 2) shared strategic vision 
and close cooperation with Member States and partners at multilateral, regional and 
country level; 3) GAP III calls for accelerating progress, focusing on the key thematic 
areas of engagement; 4) leading by example; and 5) measuring results.16

Indicators in Part II include selected Sustainable Development Goals indicators, the the-
matic indicators of the Women, Peace and Security action plan, other relevant regionally 
and internationally referenced indicators, including a selection taken from the Spotlight 
Initiative, and relevant indicators part of the European Union results framework. There are 
also selected qualitative indicators which seek to capture the hard-to-measure changes 
in social norms and attitudes and transformations in gender power relations. Overall, 
the intention is to measure short to medium and longer-term progress on reaching GAP 
III objectives to which EU-funded interventions should contribute to collaboration with 
partner governments, civil society organizations and other funding providers.17

The EU Gender Equality Strategy (2020-2025) was the first strategy paper of the 
“Union of Equality” approach, which focuses on equality for women and men, in all 
their diversity, to freely pursue their chosen path in life and to thrive in society and 
the economy. The strategy tackles several key areas to challenge gender stereotypes 
and achieve a gender balance in decision-making and in politics and to ensure such 
equality for representation and decision-making is an integral part of governance. The 
EU Gender Equality Strategy (2020-2025) reinforces EU’s commitment to achieving 
equality throughout Europe. The key objectives of the strategy are: ending gender-
based violence; challenging gender stereotypes; closing gender gaps in the labour 
market; achieving equal participation across different sectors of the economy; 
addressing the gender pay and pension gaps; closing the gender care gap; and 
achieving gender balance in decision-making and in politics. 

15	 EU’s Action Plan on Gender Equality and Women’s Empowerment in External Action 2021–2025 (GAP III)
16	 Ibid.
17	 https://capacity4dev.europa.eu/resources/results-indicators/gender-equality_en 
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The Strategy pursues a dual approach of gender mainstreaming combined with 
targeted actions, and intersectionality is a horizontal principle for its implementation. 
While the Strategy focuses on actions within the EU, it is in line with EU’s external 
policy on gender equality and women’s empowerment.18

The EU has adopted the EU Action Plan on Human Rights and Democracy (2020-
2024) in 2020 and is implementing the EU Strategic Approach and Action Plan on 
Women, Peace and Security 2019-2024.19 The EU Strategic Approach to WPS and its 
Action Plan complement and strengthen the EU Gender Action Plan 2016-2020 (GAP 
II), as well as the EU Gender Action Plan 2021-2025 (GAP III). The Action Plan on WPS 
provides the framework for the implementation of the WPS agenda while reaffirming 
commitments to implement the UN Agenda 2030 for Sustainable Development within 
the Union policies. It focuses on six key priority areas for implementation: prevention, 
protection, relief and recovery, gender mainstreaming and leading by example.20

The Delegation of the European Union to the Republic of North Macedonia in cooperation 
with national officials prepared the Gender Equality and Women’s Empowerment in 
EU External Action (GAP III) Country-Level Implementation Plan (CLIP) for North 
Macedonia. The document sets out political and programmatic commitments to 
implement national and international frameworks and legislation on gender equality 
and women’s rights, mainstreaming gender equality into EU integration and IPA 
pre-accession assistance and strengthening institutional mechanisms for gender 
equality in line with EU standards. It is based on two approaches: (i) increased gender 
participation through EU interventions, supporting women, women’s associations 
and other related stakeholders; and (ii) gender mainstreaming in policymaking and 
budgeting. In this context, the EU and its Member States will support the country in 
all GAP III six key areas of engagement focusing on ensuring freedom from all forms 
of gender-based violence, increasing dialogue and providing financial assistance to 
strengthen women’s rights and equal participation.21 

The CLIP states that the country has not yet established quality services necessary 
for protection of victims of gender-based violence to meet the Istanbul Convention 
standards, including access for women with disabilities. Police still need to strengthen 
their capacity to assess the violence risk and take adequate measures. The new Law 
on Prevention and Protection against Violence against Women and Domestic Violence 
adopted in 2021 was important progress, being the first law to address all forms of 

18	 European Commission Communication form the Commission to the European Parliament, The Council, 
the European Economic and Social Committee and the Committee of the Regions, A Union of Equality: 
Gender Equality Strategy 2020-2025

19	 https://www.consilium.europa.eu/media/37412/st15086-en18.pdf 
20	 EU Action Plan on Women, Peace and Security (WPS) 2019-2024
21	 EU GAP III CLIP for North Macedonia 2021-2025
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gender-based violence and domestic violence. It regulates the reintegration of victims 
of violence. There is a need to accelerate legal harmonization (e.g., Criminal Code), the 
adoption of related bylaws, and operating procedures for the proper implementation 
of the Law, in accordance with the Istanbul Convention.

4.2 National frameworks 

North Macedonia applied for EU membership in March 2004 and was granted EU 
candidate status in December 2005. In 2020, the EU’s General Affairs Council opened 
the accession negotiations with the Republic of North Macedonia and in July 2022, the 
Commission started the screening process. Gender mainstreaming is an important 
aspect of the accession process and is a key principle under the European Pillar of 
Social Rights. 

According to the European Commission’s 2023 Progress Report for North Macedonia,22 
“some progress was made on promoting gender equality through further alignment with the 
Istanbul Convention and developing a policy framework for integrating gender perspectives and 
aligning with the EU gender equality acquis… However, there is no progress in implementing 
the objective on communication and capacity building for the implementation of Resolution 
1325 at local level, including the local self-government units and the Association of the units 
of local self-government… Implementation of the Istanbul Convention remains a challenge. 
While the Law on the prevention of and protection from violence against women and domestic 
violence was adopted in 2021, the implementing legislation was not adopted. Implementation 
also suffers from the lack of adequate funding (including for the National Coordinative Body 
on Domestic Violence), effective operating procedures and programmes for the reintegration 
of victims of violence.”23

Equal opportunities of women and men in North Macedonia are regulated by the 
Constitution as the highest legal act, but also by a large number of laws and policies 
in which provisions prohibiting discrimination based on gender and provisions 
incorporating the concept of gender in the domestic legislation have been introduced. 

In addition to the 2020-2025 NAP for UNSCR 1325 and the Law on Equal Opportunities 
of Women and Men,24 North Macedonia has also developed key legal and strategic 
documents on gender equality: Law on Prevention and Protection against 

22	 Available at: https://neighbourhood-enlargement.ec.europa.eu/system/files/2023-11/SWD_2023_693%20North%20
Macedonia%20report.pdf 

23	 Progress Report 2023 for North Macedonia, p. 34.
24	 Official Gazette of the Republic of Macedonia no.66/06 from 29.05 2006, amendments to the Law (Official 

Gazette no. 117 of 09.18.2008) and Law on Equal Opportunities for Women and Men (Official Gazette of RM 
no.6/2012 from 01.13.2012).
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Discrimination (2020); National Gender Equality Strategy 2022-2027; National 
Strategy for Anti-discrimination (2022-2026); NAP on Implementation of the Istanbul 
Convention (2018-2023).

The national gender policy provides an overall context for mainstreaming gender 
equality in all national development processes and a framework on which national 
and sector policies and programmes are based to address existing inequalities and 
remedy historical imbalances.

Law on Equal Opportunities for Women and Men: first adopted in 2006, stipulated 
basic and special measures for establishing equal opportunities for women and men. 
The purpose of the Law was to establish equal opportunities for women and men in 
the political, economic, social, educational, cultural, health, civil and any other area 
of ​​the social life. The implementation of the Law demonstrated several gaps that 
were a barrier for its broader impact, therefore the new Law on Equal Opportunities 
for Women and Men was adopted in January 2012.25 The adoption of the Law enabled 
all arrangements concerning the establishment of equal opportunities and equal 
treatment of women and men, adoption of general and specific measures, and also 
specified the rights and obligations of responsible entities for provision of equal 
opportunities (Articles 21-32). The Law includes definitions, inter alia, for discrimination 
on the ground of sex, direct and indirect discrimination on the ground of sex, and 
harassment and sexual harassment on the ground of sex in any area in the society, 
including defence and security (Article 3). 

The new Law on Prevention and Protection against Discrimination26 was adopted 
in October 2020 (the former was adopted in 2010) and regulates the prevention and 
prohibition of discrimination, the forms and types of discrimination, the procedures 
for protection against discrimination, as well as the composition and work of the 
Commission for Prevention and Protection against Discrimination - CPPD. The aim 
of the Law is to ensure the principle of equality and prevent and protect against 
discrimination in the exercise of human rights and freedoms (Article 2) in all areas 
of life (Article 3). The CPPD is an independent equality body with broad competences 
comprised of preventive, protective and promotional and educational competences 
in the area of anti-discrimination and equality (Articles 14-22). Sex and gender are 
prescribed as protected characteristics according to the Law, together with variety 
of additional discriminatory grounds and an open-ended list (Article 5), but also 
including multiple and intersectional discrimination (Article 4 paragraph 1 line 10 
and 14, respectfully). 

25	 The whole text of the law in Macedonian is available here: https://www.mtsp.gov.mk/content/pdf/zakoni/2017/
precisten%20tekst%202015%20na%20ZEM_nov.pdf 

26	 Official Gazette of the Republic of North Macedonia no. 258/2020.
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National Strategy for Gender Equality 2022-202727 is a key national strategic 
document aiming to institutionalize gender mainstreaming in all policy, programmes, 
budget and measures of all stakeholders in North Macedonia. For the area of security 
and defence, several expected results are of importance, such as: continuous capacity 
building of public administration in relation to gender equality (specific goal 1.1), 
systemic and sustainable implementation of gender-responsive budgeting on central 
and local level (specific goal 1.2), gender mainstreaming in the work and creation of 
policies during crises and security risk situations (specific goal 1.4), increasing the 
participation of women to achieve and sustain positive peace, that is increasing 
women’s participation in the field of defence and police, especially in decision-
making positions, increasing gender sensitive personnel in defence, foreign policy 
and internal affairs, and increasing the participation of women in peacebuilding and 
humanitarian operations (specific goal 2.7).

Law on Administrative Officials:28 Regulates all aspects of the employment and 
the career of the administrative officials. The subject matter of this Law is the 
status, classification, employment, promotion, professional development and 
training, performance measurement and other issues related to the employment 
of administrative staff. Many of the employees in the security sector are employed 
as administrative servants. Institutions have an obligation to plan the employment 
of administrative officers, for which the head of the relevant institution prepares an 
annual employment plan for the next calendar year. The procedure for employment of an 
administrative servant starts with an open call through the Agency for Administration. 
A specially formed commission for the selection of candidates decides for employment 
of the administrative officials. If the person who applied for a particular job fulfils 
the needed criteria, the second step is to pass the general and specific exams for 
administrative servants. Questions related to gender equality are mentioned only in 
the general exam. Following the exams, the best candidates are invited for an interview, 
after which the commission for selection is preparing a list with the best candidates, 
of which one is selected by the responsible person from the institution (Minister, 
Director etc.) to be employed. The procedure for promotion of administrative servants 
is initiated by the head of the institution (Minister, Director, etc.) or an appointed 
responsible person. Special commission for promotion is formed of employees within 
the institution. The commission first makes the selection based on the scoring of 
the candidates for promotion described in the Rulebook for internal procedure for 
promotion of administrative servants. After the administrative selection, the best 
candidates are invited to an interview. After the interview, the commission makes a 
list of the best candidates and suggests the first candidate to the responsible person 
of the institution, who makes the final decision for the promotion. 

27	 Official Gazette of the Republic of North Macedonia no.170/2022.
28	 Official Gazette of the Republic of Macedonia no. 27/14, 199/14, 48/15, 134/15, 5/16, 142/16, 11/18 and Official 

Gazette of the Republic of North Macedonia no. 275/19, 14/20, 215/21 and 99/22.
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When it comes to labour rights, the law that is applicable to all employees within the 
institutions, including the Army, is the Labour Law.29 This Law contains provisions 
for protection against discrimination, including based on sex, ethnicity, age, health 
or disability, religious, political or other opinions, trade union membership, national 
or social origin, marital status, property, gender orientation or other personal 
circumstances, including pregnancy. According to the Law (Article 6), women and men 
must be given equal opportunities and treatment regarding access to employment, 
including career advancement and on-the-job training, working conditions, equal pay 
for equal work, occupational social security schemes, absence from work, working 
hours and termination of the employment contract. 

Specific policy framework related to the security sector and the WPS agenda 

Acting upon the commitment set with the WPS agenda, North Macedonia developed 
its First NAP for the implementation of UNSCR 1325 for the period 2013-2016. The first 
NAP aimed to integrate a gender perspective in the foreign, security and defence 
policy, by strengthening the active role of women and promoting gender equality. The 
Second National Action Plan for the implementation of UNSCR 1325 for the period 
2020-2025 was adopted in July 2020, appointing the Ministry of Defence in charge of 
coordination of all activities planned for implementation. Other institutions included 
in the implementation of this NAP are: Ministry of Labour and Social Policy, Ministry of 
Internal Affairs, Ministry of Foreign Affairs, Ministry of Health, Ministry of Education 
and Science, Ministry of Justice, Ministry of Finance, Crisis Management Centre, and 
Protection and Rescue Directorate. All the involved institutions have a responsibility to 
develop operational plans for implementation of the NAP and to also provide reports 
every six months on the progress of the implementation of the operational plans. The 
second NAP envisages 5 strategic goals, contains five specific goals, all gender sensitive:

	� Strategic Goal 1 is connected to Leadership - Gender transparency in selection, 
maintenance and promotion of leadership positions; 

	� Strategic Goal 2 is connected to Participation - Gender inclusion, equality and 
transparency in society; 

	� Strategic Goal 3 with Facilitation - Appropriate gender enablers provide an 
effective and supportive life environment; 

	� Strategic Goal 4 with Protection - Comprehensive and effective gender 
protections; and 

	� Strategic Goal 5 is connected Communication, education and training - Effective 
and comprehensive communication, education and training of the WPS agenda 
(as a cross-cutting Strategic Goal). 

29	 Available at: https://www.refworld.org/legal/legislation/natlegbod/2005/en/124109 
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The novelty in the Second NAP is that a recommendation was given to local self-
government units (LSGUs) to develop operational implementation plans, which is a 
step forward towards the localization of the action plan. Coordination, Monitoring 
and Evaluation Body was established as a mechanism for efficient and transparent 
implementation of the NAP. This Body was established in January 2021 with a decision 
of the MoD and renamed in November 2021 as the Working Group for Coordination, 
Monitoring and Evaluation of the Implementation of the Second NAP. 

Law on Weapons:30 regulates civilian possession of firearms. In other words, provisions 
of this Law do not apply to armaments and military equipment, or to weapons and 
ammunition intended for the needs of the Ministry of Defence, the Army of the Republic 
of North Macedonia, the Ministry of Internal Affairs, penitentiary institutions, and 
other state bodies and legal entities determined by special regulations (Art.1 para.2). 
However, the Law applies to employees in legal entities engaged in private security. 
According to Article 5 of the Law, firearms and ammunition may be procured only with a 
licence issued by the MoIA. According to Article 9, authorization to a natural person for 
the acquisition of firearms is issued based on a previously submitted written request, 
providing that the natural person meets the following requirements: has reached 18 
years of age; does not have limited functional capacity; is medically capable of owning 
and carrying weapons; does not pose a danger to public order; has a justified reason 
for procuring the weapons; has technical knowledge of proper use, storage, and 
maintenance of weapons and knowledge of weapons regulations; and has a residence 
on the territory of the Republic of North Macedonia with a valid ID card. Article 13 of 
the Law specifies the following reasons as justified for applicants in acquiring firearms: 
protection of their personal safety, or the safety of their family or property, if they are 
seriously endangered, or if the nature of applicant’s working position is such that it 
may endanger his/her life and property; if the person is an active member of a hunting 
and sports shooting association; if the person is a weapons collector; if there is a 
final court decision for inheriting weapons; if the person was awarded a weapon as a 
result of official matches in hunting or in the sport of shooting; or if the weapon was 
awarded by state institutions, international organizations, or by a foreign country 
state institution. Authorization for procurement of firearm parts and procurement of 
ammunition may be issued to natural or legal persons who hold a valid firearm licence 
or licence for possession of firearms (Article 8 para.2). The conditions that apply for 
firearm acquisition are also applicable for ammunition acquisition.

According to Article 12, the Law considers that there is a danger to the public order, inter 
alia, in both “domestic violence” and the “severe disruption of family relationships”; thus 
both are considered as grounds for the rejection of an application for the acquisition 
of firearms if the person has been legally convicted of domestic violence and/or 

30	 Official Gazette of RM, nos. 7/2005, 47/2006, 42/2007, 86/2008, 72/2010, 158/2011, 119/2013, 138/2013, 
164/2013, 152/2015, 193/2015, 55/2016, 97/2018 and Official Gazette of RNM, no. 171/2022.
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circumstances indicate that the firearm could be misused, especially if domestic 
violence perpetrated by the applicant has been documented. This security vetting 
is being conducted primarily on the basis of the official records kept by relevant 
institutions in accordance with Article 9 item 5. Analysis shows that security vetting 
procedures do not provide firm and comprehensive guidance on the assessment as to 
whether firearms could be misused in a domestic violence context, unless it has been 
reported. For instance, the legislation does not mandate that interviews be conducted 
with current and former partners and other family members, including neighbours, 
which could provide insight into whether the acquisition of firearms would place 
an intimate partner or child in reasonable fear or danger of the use of firearms in 
any form of domestic violence, including psychological violence and threatening. 
In addition, there are no provisions for mandatory consultation with the Centre for 
Social Work or for checking the applicant’s history of domestic violence.31 According 
to Article 21 after the validity of a licence expires (the validity period is up to ten years, 
or for persons older than 65 up to five years), the weapon licence may be extended 
upon a written request of the holder, submitted to the competent authority no later 
than the day of its expiration.32 The “domestic violence” and the “severe disruption 
of family relationships” are considered as grounds for the rejection of an application 
for the renewal of a licence to possess a firearm, as well as for purchasing a firearm 
and/or ammunition acquisition. If a request for the extension of a weapon licence is 
refused, the applicant has the right to appeal to the commission within 15 days from 
the day of the receipt of this decision.33

The Law on Weapons and associated bylaws do not contain specific provisions that 
legally prescribe the obligation of a competent institution to notify the spouse or 
close family member(s) during the process of an applicant’s seeking to obtain a 
licence for a firearm.34

In the context of gender-based violence and domestic violence, the law is being 
criticized because the decisions on an issued temporary restraining order for the 
prevention of acts of violence against women and domestic violence are not explicitly 
prescribed in the Law as part of the requirements for security vetting. Given that 
this procedure can be initiated in parallel to the criminal procedure, more specific 
regulation should be provided.

31	 SEESAC. 2021. Report on the Gender Analysis of Small Arms Control Legal and Policy Framework in the 
Republic of North Macedonia. UNDP and EU, p.8.

32	 Ibid.
33	 Ibid.
34	 Ibid.
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Civilians with a firearm licence are not necessarily allowed to carry weapons. 
Only civilians employed for an indefinite period in legal entities engaged in private 
security can possess a licence for carrying weapons and can use only these weapons 
in performing their duty. The relevant legislation regulates the manner in which 
weapons may be handled by civilians owning a weapon or by persons who have the 
authorization to carry firearms. Weapons should not be carried in a way that might 
disturb others or make a weapon clearly visible (Article 30); it is forbidden that the 
owner or legal bearer carry or use a firearm if through substance or alcohol abuse 
or by other means they could be brought into a state that they would not be able 
to understand or manage their actions; it is forbidden to carry and use weapons in 
a public place, except for those who are dutifully engaged in securing persons and 
property in state bodies and legal entities, etc. (Article 31). The Law also regulates 
the storage of firearms, providing that the owner or user of the weapon is obliged 
to keep the weapon in good condition, to handle it carefully, and to keep it in a way 
that will prevent the access of unauthorized persons (Article 28). However, further 
legislative guidance is required to ensure detailed standards and procedures for the 
safe storage of both firearms and ammunition.35

The legislation has regulated procedures of relevant institutions (Centre for Social 
Work and police) in cases of domestic violence when firearms have been used or when 
there has been a threat of their use, as well as in cases in which the accused perpetrator 
was authorized to possess, carry, or use weapons. Based on the risk assessment, 
possession, use, or threat with a firearm in domestic violence situation, all constitute 
grounds for temporary seizure of the weapon, and consecutive confiscation, if 
justifiable reasons are established.36 Consequently, any firearms licence will remain 
temporarily revoked until a final court decision is made to permanently revoke the 
licence (Article 43). For the licence to be revoked permanently, either a criminal 
procedure for a criminal act of domestic violence has to be completed with a final 
judgment, or a court decision imposing a temporary protection order pertaining 
to domestic violence, or a “prohibition to possess firearms or other weapons or to 
have them confiscated,” needs to be issued. When domestic violence is committed 
by a civilian, the Centre for Social Work assesses whether the perpetrator possesses 
weapons (legal or illegal), while the police assess whether the perpetrator has used 
a weapon or other object or threatened such use. This indicates a lack of uniformity 
in the risk assessment approach between the institutions. In addition, there is no 
specific provision that refers to and consequently considers the risk of the misuse of 
weapons possessed by other family members.37

35	 Ibid., p.9.
36	 Ibid., p.9.
37	 Ibid., p.9.
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The health ability of an applicant for possessing a firearm is assessed according to 
Article 11 of the Law. The health ability to possess and carry a weapon according to 
Article 9 para.1 item 3 is determined by a medical examination and must be proved 
by a medical certificate which cannot be older than one year. The Minister of Health, 
in agreement with the Minister of Internal Affairs, has a legal obligation to prescribe 
the type and manner of performing the medical examination to determine the health 
ability to possess and carry a weapon, the list of diseases and health conditions that 
make the person incapable of possessing and carrying a firearm, and the manner and 
procedure of issuing the medical certificate. The assessment covers a wide spectrum 
of disease categories, however whether these categories are linked to or sufficiently 
indicative of a risk that domestic violence could occur requires further consideration 
by relevant professionals.38

Protection measures contained in the Victims Safety Plan include the temporary 
seizure of firearms and firearm licences from the accused perpetrator, whereas in cases 
in which the perpetrator has access to or handles service firearms as part of his/her 
professional duty, the employer is informed about the reported domestic violence.39

According to Article 75 of the Law on Weapons and the Rulebook on Weapons and 
Ammunition Forms and the Manner of Keeping Weapons and Ammunition records, the 
MoIA keeps records of the data from the application forms, permits, and approvals in a 
total of 21 registers. The current form of registers does not provide data disaggregated 
by sex.40 According to Article 76, shooting and hunting associations, legal entities 
hunting in established hunting grounds, civilian shooting ranges, and other legal 
entities possessing weapons keep records of firearms and ammunition, as well as 
companies that produce, deliver, repair, deactivate, trade with and purchase weapons 
and ammunition.

Law on Development, Production and Trade of Military Equipment:41 regulates the 
conditions for the development, production and sale of military goods, as activities 
of interest for the defence and security of the country, the conditions and procedure 
for obtaining consent for carrying out development, production and trade of military 
goods, permits and certificate for implementation of internal compliance programme, 
the obligations of the persons involved in development, production and trade of 
military goods, the competences of the bodies involved in the procedures related to the 
development, production and trade of military goods, as well as the protection and the 
security of the development, production and trade of military goods (Article 1). Gender 
is mentioned only in Article 57, stating that when deciding whether to approve or reject 
a request for issuance of a permit for conducting trade in military goods, “the Minister 

38	 Ibid, p.41.
39	 Ibid., p.9.
40	 Ibid., p.10-11.
41	 Official Gazette of RNM, no. 298/2021
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of Economy and the Commission take into account all of the relevant circumstances, 
inter alia, […] respect of international rights in the country of final destination, as well 
as respect of international humanitarian law by that country, especially in view of the 
risks that military goods may be used to execute or enabling serious acts of gender-
based violence, or serious acts of violence against women and children”.

Law on Private Security:42 regulates the procurement and possession of firearms 
by legal entity performing private security. According to Article 29 of the Law, while 
performing private security, security guard may use only firearms that are owned by 
the legal entity they are employed by.43 The use of force by private security agencies 
and employees is regulated by the Instructions on the Method of the Application of 
the Means of Force.44 Article 55 of the Law states that the use of firearms is prohibited 
in the following cases: if it endangers the lives of other citizens; against a pregnant 
woman whose pregnancy is visible, a child and an elderly person, unless these persons 
directly threaten the life of the security guard or the person being guarded with 
firearms or other dangerous means; and during public gatherings and other events. 
The Law does not contain specific provisions regarding procedures if an employee is 
accused of domestic violence. However, the provisions of the Law on Weapons apply 
here, and the procedure is the same as when any civilian commits domestic violence.45

Law on Fire Fighting:46 Regulates the formation, organization and operation of 
firefighting units, voluntary firefighting associations, procedure for conducting 
firefighting, as well as the conditions for production, putting into use and maintenance 
of firefighting devices, equipment and means (Article 1). In order to carry out this 
function, firefighting units are created (Articles 5-20) as well as voluntary firefighting 
associations (Articles 21-28), both representing parts of the unique fire protection 
system. Applying gender lens, it can be concluded that the law is gender blind. 
The only mentioning of gender is in Article 23, related to who can be а operational 
firefighter in a voluntary firefighting unit, stating that this can be a person aged 
between 18 and 65 years (for men), and up to 55 years (for women), medically and 
psychophysically capable of performing firefighting work and has completed a 
volunteer firefighter course. There is no information on what criteria has been applied 
for this age differentiation for men and women.

42	 Official Gazette of RM, nos. 166/2012, 164/2013, 148/2015, 193/2015, 55/2016 and Official Gazette of RNM, no. 
302/2020

43	 SEESAC. 2021. Report on the Gender Analysis of Small Arms Control Legal and Policy Framework in the 
Republic of North Macedonia. UNDP and EU, p.55.

44	 Official Gazette of RM no. 86/2013.
45	 SEESAC. 2021. Report on the Gender Analysis of Small Arms Control Legal and Policy Framework in the 

Republic of North Macedonia. UNDP and EU, p.53
46	 Official Gazette of RM, nos. 67/2004, 81/2007, 55/2013, 158/2014, 193/2015, 39/2016 and Official Gazette of 

RNM, no. 152/2019.
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Law on Forests:47 Regulates, inter alia, the work of the Forest Guard Services and 
Forest Police, including their authorizations while performing their duties. For 
both the Guard Service and the Forest Police, the provisions for carrying and using 
weapons are regulated in Article 84. For persons employed by the Forest Police with 
the status of authorized officials that have special duties and authorizations, the 
responsible Ministry, in cooperation with MoIA, performs a security check before their 
employment to determine the presence of a security risk. The type of service weapon 
carried by the members of the Forest Guard Service and the manner of using an official 
weapon is regulated by the Ministry of Agriculture, Forestry, and Water Management, 
in the Rulebook on the Official Uniform, Identity, Type of Official Weapons Carried by 
Members of the Forestry Service, and the Manner of Using Official Weapons.48 The 
uniform and the type of weapons carried by the members of the Forest Police are 
prescribed in the Rulebook on the Uniform and Type of Weapons Carried by Members 
of the Forest Police.49 Applying gender perspective, it can be concluded that the Law 
is entirely gender-blind without any specific gender-specific provision.

National Strategy for Small Arms and Light Weapons (SALW) Control and 
National Action Plan 2022-2024:50 The Strategy ascertains North Macedonia’s 
commitment to ensure prevention, control of weapons, ammunition and explosives 
and to eradicate illicit weapons proliferation in line with regional and international 
initiatives, standards and documents on firearms, ammunition and explosives 
control. The National SALW Control Strategy is a general framework of activities 
of the Republic of North Macedonia aimed at control, prevention and eradication 
of the proliferation of small arms and light weapons and their components, as well 
ammunition and explosives. The aim of the Strategy is to create a safer environment 
and control of small arms and light weapons in the society in order to improve the 
conditions for improving the general security in the Republic of North Macedonia.51  
The Strategy states that use and availability of illicit small arms and light weapons 
disturbs the rule of law, increases the crime rate, affects the country’s stability and 
is an obstacle to social and economic development. 

The Strategy has a clear integration of gender perspective with several goals where 
gender is taken into consideration. Goal 1.4 of the Strategy “Ensure that an analysis 
is made on the implementation of relevant legislation and institutional practices 
to prevent firearms misuse in the context of domestic violence and violence by 
intimate partners” envisages activities such as implementing the recommendation 

47	 Official Gazette of RM, nos. 64/2009, 24/2011, 53/2011, 25/2013, 79/2013, 147/2013, 43/2014, 160/2014, 
33/2015, 44/2015, 147/2015, 7/2016, 39/2016 and Official Gazette of RNM, no. 274/2022

48	 Official Gazette of RM no. 112/2015
49	 Official Gazette of RNM no. 57/2019
50	 Available at: https://mvr.gov.mk/Upload/Editor_Upload/National%20strategy%20for%20SALW%20-%20ENG.pdf
51	 National Strategy for Small Arms and Light Weapons (SALW) Control and National Action Plan 2022-2024, 

p.18.
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from the gender screening report, ensuring that an analysis is conducted on the 
implementation of national legislation and institutional practices on prevention of 
domestic violence and violence against partners, and developing tools and conduct 
trainings on gender aspects related to risk assessment in firearm-related domestic 
violence. Goal 1.5 “Ensure development tools and conduct training for relevant 
professionals on gender-sensitive licence approval and risk assessment of firearm-
related domestic violence” foresees activities such as including gender-sensitive 
tools in the legislation on firearms, participation in relevant training, making a risk 
assessment for police officers, and risk assessment training for officials. Furthermore, 
Goal 2.1 “Strengthen the role and capacities of the National Small Arms and Light 
Weapons Control Commission” prescribes activities such as establishing procedures 
in the Rules of Procedure of the National SALW Commission and ensure balanced 
participation of women and men in the National SALW Commission; making sure 
to establish a mechanism for engagement of civil society organizations working 
on gender equality and gender-based violence in the development of policies on 
small arms and light weapons control, conducting trainings on gender aspects of 
small arms and light weapons for the members of the National SALW Commission 
and all other institutions responsible for implementation of small arms and light 
weapons control policies, and conducting an analysis of the implementation of 
relevant legislation and institutional practices for prevention of firearm misuse in the 
context of domestic violence and active partner violence/violence against intimate 
partners. Goal 2.8 of the Strategy “Mainstreaming gender and age issues in SALW 
control policies and ensuring meaningful participation of women in SALW control” 
foresees activities such as ensuring equal participation of women in small arms 
and light weapons control, conducting analysis of the implementation of relevant 
legislation and institutional practices to prevent misuse of firearms in the context of 
domestic violence and violence by intimate partners, developing tools and conducting 
trainings for relevant professionals for granting licences for gender-sensitive situations 
and risk assessment for firearms-related domestic violence, developing preventive 
measures to address gender and other factors that drive firearms demand and misuse, 
particularly targeted at young men, and establishing mechanism for inclusion of 
relevant gender mechanisms and civil society organizations working on GE and GBV 
in the development of SALW control policies.

The national strategies for countering terrorism (2023-2027) and countering 
violent extremism (2023-2027) were adopted in May 2023, along with the related 
action plans.
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Ministry of Defence and the Army - Guiding Policies and Documents

Law on Defence52 is the basic law for organization of the defence and the structure 
of the military of the country. It prescribes the responsibilities of the citizens 
and the institutions regarding defence and military service. The operational and 
professional work for organizing, preparing and commanding the Army is carried out 
by the Headquarters of the Army, as the highest expert body within the Ministry of 
Defence for issues related to the Army. The Law establishes responsibility for all state 
authorities, when performing their defence responsibilities, to take into account the 
appropriate and fair representation of the members of the communities and to “take 
care of the gender perspective” (Art. 21-a). Furthermore, Art. 26 item 8a states that the 
Headquarters of the Army “shall ensure adequate and equal representation of members 
of the community and shall take care of the gender perspective.” However, the used 
term “taking care about the gender perspective” is somewhat unclear and is not in line 
with the terminology used in the Law on Equal Opportunities for Women and Men.

Law on Service in the Army:53 This comprehensive Law regulates the status, rights, 
obligations, duties and responsibilities of the personnel serving in the Army of North 
Macedonia, as well as the system of wages and salary allowances and other issues 
related to the service in the Army. Article 1 of the Law states that the Law has a 
gender-sensitive approach and equal applicability to women and men serving in the 
Army. All terms used in the Law apply to both men and women. Service in the Army 
is considered to be the performance of military duties in the Ministry of Defence, 
the Army and other state and public institutions, which includes participation 
in exercises, training, humanitarian operations, international operations, and in 
missions. Participation in missions and operations in NATO and other international 
organizations, and diplomatic representative offices of the country and abroad is 
also considered service in the Army.

The Law also regulates the evaluation of the progress of the military and civilian 
personnel and the terms and conditions for promotion. The salary of active-duty 
military personnel consists of basic salary and additions to the basic salary. The basic 
salary constitutes the minimum salary and points determined by rank, duty, army 
allowance, and work experience. Supplements to the basic salary consist of allowance 
for performing specific military service, a high-risk service, for special education and 
representation allowance. The salary is expressed in points. The salary of the civil 
personnel consists of basic salary and additions to the basic salary as well. Salary is 

52	 Official Gazette of RM, nos. 42/2001, 5/2003, 58/2006, 110/2008, 51/11, 151/11 и 215/15 and Official Gazette of 
RNM, no. 42/2020.

53	 Official Gazette of RM, nos. 36/2010, 23/2011, 47/2011, 148/2011, 55/2012, 29/2014, 33/2015, 193/2015, , 71/2016, 
101/2019, 275/2019 and Official Gazette of RNM, no. 14/2020.
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determined by the level of education for the position to which one is assigned, duty, 
work experience, army allowance and career pay allowance. Salary allowances 
include allowance for serving in shifts or rotations, high-risk service, specific duties 
of particular importance for the Army, a special degree of education, and allowance 
for representation. The salary is expressed in points as well. 

Long-term Defence Capability Development Plan 2019-2028: 54Strategic document 
for the development of the defence and military capacities of the Army and the Ministry 
of Defence by building a modern system of education and training for defence personnel 
based on competencies, integrity, and needs, that will contribute to collective defence, 
crisis management, and cooperative security in line with NATO strategic concept. 
The plan contains 57 goals in different thematic areas. Goal 38 is focused on gender 
equality and gender representation in defence in line with the Government’s strategic 
commitment and the strategic objectives of the National Action Plans for Gender 
Equality and NAP for the implementation of UNSCR 1325. It states that gender should 
be mainstreamed into all aspects of the work process, human resource planning and 
management, through establishing gender representation objectives for the next 
ten years, gender sensitization of all staff, with a special focus on commanding and 
high-ranking personnel. It also envisages that the gender training programme will be 
improved as part of the training prior to participation in foreign missions, a programme 
to be developed to increase the number of women who meet the established criteria 
for leadership and command positions, and measures to be taken to include a greater 
number of women in overseas military operations and long-term projections on 
the integration of women into the structure without any restrictions. The plan also 
includes separate chapters for logistics and infrastructure, but gender perspective 
is not included here, and the document does not ensure that the different needs of 
women and men will be met in this important area. 

Strategy for Human Resources Management in Defence:55 The strategy is also 
one of the fundamental documents in the defence sector, covering the period from 
2019 to 2027. The vision of the Strategy is to support planned and targeted creation, 
maintenance and development of professional and motivated human potential in the 
defence and rational use of knowledge, competencies, and experiences for realizing 
national defence interests and successfully dealing with future security challenges and 
supporting civil institutions, with the integration of information technology, artificial 
intelligence and the management of organizational knowledge in the processes of 
the system. Gender representation in the Ministry and the Army is defined as one of 
the internal positive factors that influence the management of human resources. 

54	 Available in Macedonian here: https://mod.gov.mk/inc/uploads/2021/06/%D0%94%D0%9F%D0%A0%D0%9E%D
0%A1-2019-2028-finalna-verzija-1.pdf

55	 Available in Macedonian here: https://mod.gov.mk/inc/uploads/2021/06/Strategija-za-upravuvanje-so-covecki-
resursi-vo-odbranata-22.02.2019-1.pdf
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For complete and effective implementation of the Strategy, several basic principles 
apply, including the principle of equality. In line with this, it is emphasized that all 
human resource management processes are designed to provide equal opportunities 
for training, selection, placement and promotion along the hierarchy of defence and 
fair ethnic and gender representation, in accordance with socially accepted norms and 
standards. The Strategy does not include a gender perspective in any of the general 
goals. Gender equality as a term is only mentioned in the definition for equality, as 
one of the general postulates on which the Strategy is built. The data included in the 
Strategy does not have an intersectional approach and does not provide information 
about intersecting gender, ethnicity, or the age of women and men represented in the 
Army and the Ministry. Furthermore, the Strategy does not provide a perspective for 
strategic recruitment and promotion of women within the Army and the Ministry, 
especially on jobs that are mostly held or performed by men. Support and care systems 
for families is briefly mentioned in the Strategy, without an explanation as to how it 
should be incorporated within the system of the Ministry and the Army.

The National Strategy for Cyber Security 2018-2022 has not been updated and 
does not include a gender perspective. Gender mainstreaming in cybersecurity with 
a clear understanding of the complexities of women’s experiences in cyberspace due 
to structural inequalities, combined with accountability and political commitment, 
may result in more effective cybersecurity policies.56

Guideline and Toolkit for Protection from Harassment in the workplace:57 The 
Ministry of Defence has one of the most comprehensive guidelines for protection 
from harassment and sexual harassment in the workplace. One of the goals of the 
Guideline is to increase the awareness of the employees on harassment/sexual 
harassment and to establish internal mechanism for protection from harassment, 
including sexual harassment. It is stated that the Guideline has a gender-sensitive 
approach and equal applicability with men and women in the Ministry and the Army. 
The definitions used in the guideline include the definitions for harassment and sexual 
harassment from the Law on Protection from Harassment in the Workplace and 
the Law on Prevention and Protection from Discrimination and is sending a strong 
message against harassment in the workplace, emphasizing that harassment will not 
be tolerated within the Ministry of Defence nor the Army or outside the workplace. 
In the document, the internal procedure for reporting the cases of harassment is 
explained, emphasizing that the internal procedure does not exclude the disciplinary 
procedure or the court proceedings as other mechanisms for protection in cases of 

56	 Hofstetter, J-S. and Pourmalek, P. 2023. Gendering Cybersecurity through Women, Peace and Security: 
Gender and Human Rights in National-level Approaches to Cybersecurity. Global Network of Women 
Peacebuilders.

57	 Available in Macedonian here: https://mod.gov.mk/inc/uploads/2021/06/2019.12_Upatstvo-za-zastita-od-
voznemiruvanje.pdf
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harassment. The internal procedure is defined as procedure for dealing with any 
form of harassment in a confidential, non-threatening and consensual manner. 
The internal procedure includes three possibilities how a case of harassment can be 
reported, including through contacting the “harasser”, requesting advice and help 
from the gender representative, immediate supervisor/s, authorized person/s for 
protection against harassment or the Minister of Defence, and reporting by a third 
person, with consent from the victim of harassment. According to the Guideline, 
harassment should be reported within six months after the last incident and the 
procedure should be finished within 30 days after the complaint is submitted. There 
is a separate tab on the webpage of the Ministry of Defence for reporting harassment 
named STOP HARASSMENT with information about the manner of reporting, gender 
representatives, and other relevant information for reporting harassment.58

Ministry of Internal Affairs – Guiding Policies and Documents

Law on Internal Affairs:59 regulates internal affairs, the general principles for 
employees in the MoIA, the organization and competence of the Ministry, the status 
and special duties and powers of employees in the MoIA, the classification of jobs, the 
cooperation, the control of the performance of the works in the Ministry, the rights 
and obligations from the employment contract, the material responsibility, i.e. the 
compensation for damage and the disciplinary responsibility of the employees, as well 
as the processing of personal data and other data and records that are kept in the MoIA. 
Internal affairs, according to Article 2 of the Law, comprises of: implementation of the 
public safety system, preventing the violent demolition of the democratic institutions 
established by the Constitution, protection of life, personal security and security of 
property of citizens, preventing incitement of national, racial or religious hatred and 
intolerance, prevention of committing crimes and misdemeanours, detection and 
capture of perpetrators of crimes and misdemeanours, and taking other measures 
defined by law to prosecute perpetrators, civil affairs and other matters. Article 8 of 
the Law prescribes the principle of equitable representation of all communities and 
gender representation within the MoIA.

Law on Police: 60regulates police affairs, the organization of the police, police powers 
and the rights and obligations arising from the employment relationship of police 
officers in the MoIA which are not regulated by the Law on Internal Affairs (Article 1). 
The basic function of the police is to protect and respect the fundamental freedoms 
and rights of all citizens, protection of the legal order, prevention and detection of 

58	 See webpage of MoD: https://bit.ly/45KrzUF
59	 Official Gazette of RM, nos. 42/2014, 116/2014, 33/2015, 5/2016, 120/2016, 127/2016, 142/2016, 190/2016, 

21/2018, 135/2018 and Official Gazette of RNM, nos. 108/2019, 275/2019, 110/2021 and 89/2022
60	 Official Gazette of RM, nos. 114/2006, 6/2009, 145/2012, 41/2014, 33/2015, 31/2016, 106/2016, 120/2016, 

21/2018, 64/2018 and Official Gazette of RNM, nos. 294/2021 and 89/2022
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criminal acts, taking measures in relation to prosecuting the perpetrators of those 
acts, as well as maintaining public order and peace in society (Article 3). Article 28 of 
the Law stipulates the police powers that should be exercised by the police officer 
either ex officio, on the order of a police officer in a higher position, on the decision of 
a competent court, or upon order of the competent public prosecutor, in accordance 
with the Law (Article 36).

Strategy for Training and Development of the Employees in the Ministry of 
Internal Affairs:61 is a strategic document for the development of the capabilities 
of MoIA in building a modern system of education and training for police personnel 
based on competencies, integrity, and needs, that will contribute to increased 
integrity and trust in the police and, with that, to increased internal security in the 
country. The responsible entity for implementation of the Strategy is the Centre for 
Training of the Police. The Strategy contains four priorities that include improvement 
of the centralized and decentralized training system, professional development of 
trainers, modern technologies of learning in the practice of trainings in the MoIA 
and improving the regulation of the forms of experiential learning in the Ministry. 
Gender equality is emphasized as fundamental to the Strategy. The Strategy also 
refers to using gender-sensitive language in its text, but also in the work of MoIA. 
Gender equality is also included as one of the basic values of MoIA and the trainings 
are defined as one of the effective measures for achievement of gender equality by 
improving the capacities of the employees, through equal access to opportunities for 
their professional advancement. However, the Strategy does not envisage systematic 
capacity building of the police on gender equality. 

Protection and Rescue Directorate (PRD) – Guiding Policies and Documents

Law on Protection and Rescue:62 regulates the system for the protection and rescue 
of people, the environment, material goods, natural resources, animal and plant life 
and cultural heritage from natural disasters and other accidents in times of peace, 
state of emergency, and war (Article 1). The Law regulates the competencies of all 
stakeholders within the protection and rescue system and provides for measures 
for protection and rescue divided into urban-technical and humanitarian and other 
measures for protection and rescue that would occur during and after natural disasters 
and other accidents. Applying gender lens, it can be concluded that the law is gender 
blind. The only mentioning of gender is in Article 42 in relation to the duty to participate 
in the protection and rescue forces, stating that the all able-bodied citizens have 
the duty to participate in the forces for protection and rescue, aged 18 to 55 for men 

61	 Available in Macedonian here: https://mvr.gov.mk/Upload/Editor_Upload/Strategy%20for%20Training%20
and%20Staff%20development%20MK%20(1)%20(1).pdf

62	 Official Gazette of RM, nos. 36/2004, 49/2004, 86/2008, 124/2010, 18/2011, 41/2014, 129/2015, 71/2016, 
106/2016, 83/2018 and Official Gazette of RNM, no. 215/2021
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and 50 for women, with specification that pregnant women, mothers and single 
parents and guardians who have or care for a child up to seven years of age, or two 
or more children up to ten years of age, are exempted from the duty to participate 
in protection and rescue.

In order to carry out protection and rescue operations against natural disasters and 
other accidents, the Protection and Rescue Directorate has been established as an 
independent body of the state administration with the capacity of a legal entity (Article 
17). The detailed list of competences of the PRD are enlisted in Article 18 of the Law. 

The Operation plan of PRD in relation to the Second NAP of the Republic of 
North Macedonia for the Implementation of UNSCR 1325 2020-2025 comprises 
activities in all five strategic goals, such as: implemented gender principle in the career 
development system of women leaders (1.1.3), inclusion of women in the rapid response 
teams (2.1.1) and in the main and regional headquarters for protection and rescue 
(2.2.1), adopted plans and regulations for infrastructural and material adjustments 
according to the specific needs of women and men (3.2.2), amended existing legal 
framework and implementation of a support system with specialized training for 
those that will provide assistance and protection of women (4.1.1 and 4.1.2), etc.

Crisis Management Centre (CMC) – Guiding Policies and Documents

Law on Crisis Management:63 regulates the crisis management system in the 
country, organized and implemented for the purpose of prevention, early warning 
and handling of crises that pose a risk to goods, health and life of people and animals, 
and are caused by natural disasters and epidemics or other risks and dangers that 
directly threaten the constitutional order and security of the country or part of it, and 
for which there are no conditions for declaring a state of war or emergency (Article 
1). The entities established with the Law to propose decisions and ensure constant 
consultation, coordination, timely reaction, efficiency and appropriate use of available 
resources in the event of a crisis, as well as to provide timely, high-quality and realistic 
assessment of the threat to the security of the country from risks and dangers, are 
Steering Committee and Assessment Group, as well as Crisis Management Centre 
(Article 12). The work and composition of the Steering Committee as Government’s 
body for coordination and management of the crisis management system is regulated 
with Articles 13-16. The composition of the Assessment Group reflects the equitable 
representation of the communities (Article 18 para.2). The CMC is established with the 
Law on Crisis Management as independent body with mandate to ensure continuity 
in interdepartmental and international cooperation, consultation and coordination 

63	 Official Gazette of RM, nos. 29/2005, 36/2011, 41/2014, 104/2015, 39/2016, 83/2018 and Official Gazette of 
RNM, no. 215/2021
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in crisis management, create and update a unique assessment of the threat from 
all risks and dangers to the security of the country, propose measures and activities 
to resolve a crisis situation, and perform other tasks established by law (Article 21). 
According to Article 45 of the Law, for planned, timely, expedient and coordinated 
decision-making, guidelines and recommendations for taking preventive measures, as 
well as for the most optimal handling of a crisis situation, an assessment of the threat 
to the security of the country from all risks and dangers is developed and adopted by 
the Government. Applying a gender lens, it can be concluded that the law is entirely 
gender blind without any specific gender-specific provision.

The Operation plan of CMC in relation to the Second NAP of the Republic of North 
Macedonia for the Implementation of UNSCR 1325 2020-2025 covers activities in 
all five strategic goals, such as: establishing a position of coordinator and deputy 
coordinator for equal opportunities within the Regulation on jobs systematization, 
collecting gender desegregated data, proposing affirmative actions, developing 
analysis and adopting plans for infrastructural gender adjustments within CMC, 
developing training modules and conducting training sessions for the protection 
of women’s rights, especially for the needs of women during disasters, migration, a 
declared state of crisis or temporary displacement of people. 
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5
5. Findings 

Situation in North Macedonia

The Gender Equality Index Report for North Macedonia 202264 indicates a score of 
64.5 points (out of a maximum of 100) and shows an increase of 2.5 points compared 
to the previous measurement in 2019. It further states that if progress is achieved at 
this pace (2.5 points every four years), the country will need approximately 57 years 
to achieve gender equality in all domains. 

According to the Regional Cooperation Council (RCC) Securimeter 2023,65 the 
probability of armed conflicts between ethnic groups or separatist political ideologies, 
and of Islamophobia, antisemitism and other types of ethnic based discrimination 
and ethnonationalism as challenges to internal security, in North Macedonia are 
considered as serious threats. Respondents in North Macedonia have the highest 
percentages compared to the other Western Balkan residents in voiced concerns about 
various possible issues as being threats to internal security (eight out of nine other 
possible security threats). For respondents from North Macedonia, crime, organized 
crime, drugs and human trafficking, violence and vandalism (55%), misuse of firearms 
and arms trafficking (49%) and possibility of armed conflict between ethnic groups 
or political instability in the region (42%) are the phenomena that most negatively 
impact the feeling of security. Regarding gun ownership, 7% of respondents in North 
Macedonia would consider owning a gun, while 64% would consider owning a gun 
for protection/safety and 15% have stated tradition as primary reason for owning 
a gun. Of underlying factors that are most relevant for fatality and serious injuries 
caused by natural and human-caused disasters, the most impactful for respondents 
from North Macedonia are low awareness of citizens of safety and protection (39%), 
climate change (39%), low quality buildings (35%), and weakness of government and 
local institutions (31%). North Macedonia has the highest proportion of respondents 

64	 Bashevska, M. 2022. Gender Equality Index for North Macedonia.
65	 Available at: https://www.rcc.int/pubs/163/securimeter2023public-opinion-survey-on-security



ANALYSIS ON GENDER AND SECURITY
IN NORTH MACEDONIA

40

(20%) who are not familiarized with the main natural and human-caused disasters 
risks in their area, while only 3% responded that they are well informed (the average 
for the whole region).66

There are around 180 thousand pieces of registered firearms in North Macedonia.67 
In 2018, there were 9,926 applications for registration of firearms of which 2,003 
were approved; in 2019, out of 11,403 applications, 3,404 were approved,68 while in 
2020, out of 10,217 applications 2,686 were approved. The majority of applications for 
procurement of firearms are related to pistols, which are easily hidden and are also 
the most reported firearms by the police, and hunting and sports firearms, as well 
as pneumatic weapons.69 In 2016, 172,790 men and 914 women held firearm licences, 
while between 2012 and 2016, men acquired 99.1% of all licences, compared to 0.9% 
acquired by women.70 However, it is estimated that the number of firearms in civilian 
possession is much higher, with more than 450 thousand unregistered firearms, 
bringing the estimate to 29.8 firearms per 100 persons in 2017, which in simple terms 
means that 30 out of 100 people have a weapon and only 8 of them have a licence 
for possession.71 Furthermore, 97.7% of firearms-related crimes were committed by 
men, compared to 2.3% committed by women, while men also make up the majority 
of victims of firearm-related homicides, 76% of all homicides.72

North Macedonia, with 29.8 firearms per 100 people, is among the 25 top-ranked 
countries and territories in the world by estimated rate of civilian firearms holdings, 
behind Montenegro and Serbia with 39.1 and Bosnia and Herzegovina with 31.2 
(data from 2017) (Karp, 2018).

In 2022, 21 men and 1 woman were accused of murder, 533 men and 56 women were 
accused of bodily harm, 116 men and 3 women were accused of grievous bodily harm, 
and 96 men and 1 woman were accused of unauthorized manufacturing, possession, 
trading and brokerage of weapons or explosive materials.73 Furthermore, men are 
the only perpetrators of rape (14 men accused), sexual assault upon a child under the 
age of 14 (16 men accused), and torturing animals (13 men accused).74  

66	 All data from RCC Securimeter 2023.
67	 National Strategy for Small Arms and Light Weapons (SALW) Control and National Action Plan 2022-2024, p.13.
68	 Ibid.
69	 Ibid.
70	 Ibid., p.16.
71	 Small Arms Survey, Global Firearms Holdings. Available at: https://www.smallarmssurvey.org/database/

global-firearms-holdings 
72	 National Strategy for Small Arms and Light Weapons (SALW) Control and National Action Plan 2022-2024, p.17.
73	 MakStat database. Accused adult perpetrators by criminal offences, type of decision and sex, by year.
74	 Ibid.
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Every third homicide in North Macedonia is committed in a domestic context. Between 
2012 and 2016, 42 persons were killed by family members, which accounts for 32.8% of 
all homicides in the country.75 Out of all murders committed in a domestic context, 
23.8% were committed by intimate partner.76 Violence by intimate partner with a lethal 
outcome disproportionately affects women (66.7% of women killed in a domestic 
setting).77 During this period, not a single application for possession of firearm was 
refused on the basis of domestic violence, while 2.4% were revoked in 2012 on the 
basis of domestic violence, which increased to 7.9% in 2016.78

According to MoIA,79 in 2023, there was an increase of 27.7% of murders compared to 
2022, with 23 murders committed, 9 of which in Skopje. 21 of the murders have been 
resolved, with 20 perpetrators accused, all men. Five of the murders were committed in 
domestic violence situations and in two cases the perpetrators committed suicide after 
the murders. Ten of the murders were committed with firearms, five were committed 
with cold weapon and five with use of physical force. In 2022,80 a total of 18 murders 
were committed, of which 5 with firearms. The victims of these crimes were 18 people, 
of which 16 male and two female. The oldest victim was a 93-year-old man, the youngest 
victim a three-month-old baby. Two foreign nationals were also recorded as victims. 
In seven cases, the murders were committed in domestic violence situations.

75	 National Strategy for Small Arms and Light Weapons (SALW) Control and National Action Plan 2022-2024, p.17.
76	 Ibid.
77	 Ibid.
78	 Ibid.
79	 Ministry of Internal Affairs, Annual Report 2023.
80	 Ministry of Internal Affairs. Annual Report 2022.



ANALYSIS ON GENDER AND SECURITY
IN NORTH MACEDONIA

42

According to data from the Ministry of Internal Affairs,81 in 2023, a total of 1082 
criminal acts in relation to domestic violence were committed, of which 5 murders, 
one attempted murder, and 30 acts of grievous bodily harm. Of perpetrators of various 
criminal acts, 1001 are men and 96 are women, and the majority are husbands (414), 
sons (195), and ex-husband (72). Murders were committed with cold weapon, while 
there were 30 acts of bodily injury and 27 cases of endangerment of safety committed 
with cold weapon. For comparison, in 2022, MoIA registered seven murders and two 
attempted murders, in a total of 1117 criminal acts related to domestic violence. The 
method used in committing these crimes is most often by use of physical force on the 
victims, inflicting physical injuries on them, while in 75 cases the perpetrators used 
cold weapons, and 12 crimes were committed with the use of firearms a weapon.82

Analysis of cases of femicides in North Macedonia83 has identified and qualified 
as femicides 22 killings of women in the period from 2017 to 2020, and 21% of the 
murders were committed with a firearm. Another research84 analysing 17 proceedings 
concerning cases of femicides conducted and completed by a final decision in the 
period 2018-2022, confirms that one third (32%) of the crimes were committed with 
firearms (in 6 cases), while 47% (9 cases) were committed with cold weapons.

Defence and Military

In the Army of North Macedonia women were first admitted to courses for non-
commissioned officers and officers in 1997. Since 2009, a programme for equal 
opportunities for women and men has been implemented in the MoD and the Army, 
and women are enrolled in the Military Academy. Gender equality is one of the priorities 
for the Ministry of Defence and the Army, which was confirmed by the key informant 
interviews (KIIs), but it can also be seen through the analysis of the policy framework 
and the representation of women, which progressed over the years. 

Progress is also visible in the number of women represented as professional soldiers 
from 6% to 6.3%. It is important mentioning that in the period from 2017 until 2024, 
the Ministry of Defence and the Army were headed by women ministers. 

81	 Statistical analysis 2010-2023: https://mvr.gov.mk/page/statistiki 
82	 Ministry of Internal Affairs. 2022 Annual Report, p.44.
83	 UNDP. 2021. Analysis of cases of femicides – murders of women in the Republic of North Macedonia 2017-2020.
84	 Gaber-Damjаnovska, N. and Gajdova, G. 2023. Femicide in the Republic of North Macedonia: The state of 

affairs, the legal framework and the judicial practice 2018-2022, p..51 and 106.
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In 2023, 11.2% of personnel in the Army were women, an increase from 10.6% in 2022 
and 10.2% in 2021.85 In a period of two years, from 2021 to 2023, the number of women 
officers within the Army increased from 16.5% to 18.9%, while the number of women 
non-commissioned officers increased to 12% from 11.7% in 2022 and 11% in 2021.86 The 
number of women professional soldiers also increased – in 2023 it was 6.4%, in 2022 
5.9%, and in 2021 5.5%.87 In the total gender representation of employees in the MoD 
in 2023, men are 68%, while women are 32%. In the Ministry’s Administration, there 
are 53% men and 47% women, while of the total number of persons for technical 
assistance and support, 89% are men and 11% are women.88

Women in the Army of  
the Republic of North Macedonia 2021 2022 2023

Officers 16.5% 18% 18.9%

Non-commissioned officers 11% 11.7% 12%

Professional soldiers 5.5% 5.9% 6.4%

Civilian personnel 34% 30% 29.8%

Total 10.2% 10.6% 11.2%

Source: MoD. Annual Report on the realisation of activities in accordance with operational plans for 2023 for 
implementation of the second NAP for implementation of UNSCR 1325 “Women, Peace and Security 2020-2025.

Comparing data from 2012 and 2019, the steep increase of women’s participation 
in the Army is obvious, with 5.7% in 2012 and 9.5% in 2019.89 North Macedonia is 
also getting closer to the NATO average of women’s representation in the Armies of 
NATO members, which is 13%.90 However, gender inequalities are still present in the 
horizontal (military branches) and vertical (ranks) distribution of women and men, 
even though positive trends can be seen in these areas too, according to the KIIs. It 
was noted that, alongside the increase of the share of women in the Land Forces units, 
further steps should be taken to increase the number of women in higher positions 
in the Air Force, e.g., there are no women pilots in the Army. However, interviewees 
indicated that women take on leadership positions more often than in the previous 

85	 Ministry of Defence. 2024. Annual Report on the realisation of activities in accordance with operational 
plans for 2023 for implementation of the second NAP for implementation of UNSCR 1325 “Women, Peace 
and Security 2020-2025.

86	 Ibid.
87	 Ibid.
88	 Ministry of Defence. 2024. Annual report on the progress of the situation with equal opportunities for 

women and men 2023.
89	 SEESAC. 2021. The Position of Women in the Armed Forces in the Western Balkans. UNDP. 
90	 NATO. 2020. Summary of the National Reports of NATO Members and Partner Nations to the NATO 

Committee on Gender Perspective. 
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years in both uniformed and non-uniformed positions. For example, in 2019, for the 
first time, a woman was selected to perform the duty of Adjutant to the President 
of North Macedonia. Among the command positions held by uniformed personnel, 
women are slightly below the level of their general representation in the Army of 
North Macedonia.91 This was also confirmed by the interviewees, who agreed that 
further steps should be taken for increased representation of women in command 
positions and as heads of sections. 

One of the solutions to increase women’s representation in the Army and the MoD 
could be the introduction of affirmative measures based on competencies, that is 
when men and women have the same or similar competencies, preference to be given 
to women. Another measure that can encourage women to apply for leadership and 
managerial positions is to introduce a mentorship programme. It was noted by the 
KIIs that, at the moment, women who are in higher ranks in the military informally 
mentor younger women and women in lower positions in the military service, but 
these are individual efforts that are not conducted in a systematic way. Therefore, 
developing a mentorship programme should be one of the priorities of the MoD and 
the Army in the future. 

The interviewees indicate an increase in the participation of women in peacekeeping 
missions (including UN, NATO, and EU missions). In 2023, the percent of women 
in international missions was 4.6%, increase from 2.8% in 2022. Additionally, three 
women from the MoD were deployed to work in the NATO Headquarters in Brussels 
and the Permanent Mission to the OSCE in Vienna. Knowledge about and training 
on gender equality topics and UNSCR 1325 have been identified as preconditions 
for the deployment of employees to peacekeeping missions. Furthermore, the 
perceptions of the interviewees are that the calls for deployment are available for 
both men and women equally, meaning that women and men are equally informed 
and gender is not an obstacle for a woman to be selected for a peacekeeping mission, 
whereas in the past gender stereotypes were more present. However, the process 
of deployment is very short, without much time for preparation, which might limit 
women in the Army to even apply for deployment. The reasons are mostly related to 
family responsibilities and restrictions. 

In terms of the policy framework, it is evident that gender equality is present as a 
guiding principle in most of the strategic documents of the MoD and the Army, but 
it is not fully mainstreamed through concrete measures and actions in different 
areas. The legal framework for non-discrimination and gender equality is positively 
influencing the work of the MoD and the Army, but further changes are needed, most 
importantly, the position of the coordinator for equal opportunities needs to be 

91	 SEESAC. 2021. The Position of Women in the Armed Forces in the Western Balkans. UNDP.
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systematized as a separate work position higher in the hierarchy of the institutions. 
Currently, the position of coordinator for equal opportunities is an additional role of 
the already extensive duties that the coordinator for equal opportunities performs 
as head of a department. However, there are two other systematized positions 
for gender equality within the MoD, of which one is on the level of administrative 
servant performed by a non-military person and the other is on an advisory level, 
performed by a military person. The internal gender machinery also includes a working 
group for gender mainstreaming, working group for implementation of the second 
NAP for the Resolution 1325, gender trainers, gender representatives, and gender 
mediators. Gender trainers are responsible for providing trainings on gender equality, 
gender representatives are focused on providing trainings and information about 
the topics related to harassment at the workplace, including sexual harassment, 
while gender mediators are responsible and trained people that mediate in cases of 
harassment/sexual harassment in the workplace. The number of people that act as 
gender representatives is 36, of which 17 are in the MoD (5 men and 12 women) and 
19 are in the Army (10 women and 9 men), while the number of gender mediators is 
24, of which 13 are in the MoD (9 women and 4 men) and 11 are in the Army (7 men 
and 4 women). 

Special attention within the MoD is given to the topic of harassment, including 
sexual harassment, in the workplace. The mechanism can be assessed as partially 
efficient, due to the lack of complete trust of the victims that they will be protected 
if they report sexual harassment. One of the reasons is that the Guideline is not fully 
gender-sensitive and does not include victim-based approach, especially in the part 
of the definition of the internal procedure as consensual, and in the possibility for 
victims to report directly to the “harasser.” Furthermore, the Guideline does not clearly 
explain the support provided for the victims during the procedure and the measures 
against the “harasser.” The interviewees did not have information regarding the 
number of cases reported in the previous years, or information on the outcomes of 
the initiated cases, which signals lack of transparency. Existing gender stereotypes 
and prejudices are limiting many victims to report harassment, and, at the same time, 
are also limiting men who are mostly in leadership positions to request support or 
advice from the gender focal points for issues related to gender equality, including 
sexual harassment. Therefore, a more systematic approach for raising awareness on 
the importance of gender equality and capacity building, especially for the leadership 
and managerial roles within the Army and MoD is needed. The policies should also 
support these actions and should not reinforce gender norms and roles. E.g., the 
Collective agreement of the MoD stipulates that work longer than working hours 
and night work is not allowed for mothers of children under the age of 3, which limits 
women in undertaking professional tasks and roles and reconfirms the gender role of 
women as the main caregiver in the family. In the context of MoD and the Army, this 
is especially relevant, considering that in many cases both partners/spouses work in 
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MoD and/or the Army. Another aspect that negatively affects women in the Army and 
MoD in the context of established gender roles is that the period for parental leave 
is not considered as benefited seniority and women in the Army are working longer 
compared to men, since they are the ones that, most often, are taking parental leave. 
This means that women exercise their right to pension later compared to men solely 
due to the use of parental leave.92 

In terms of selection and recruitment in the Army for professional soldiers and 
candidates in the Military Academy, the criteria are adjusted to the different physical 
characteristics of men and women. This means that the requirements that need to 
be fulfilled in terms of physical characteristics and physical readiness for women 
candidates differ from those for men candidates.93 According to the data available 
in the Annual report for the implementation of the NAP for Resolution 1325, on the 
public call for professional soldiers conducted in 2022, of the total number of selected 
soldiers, 9% were women. This is a positive trend compared to the average of female 
professional soldiers which currently amounts to 6.3%. Furthermore, in the public 
calls for candidates in the Military Academy, it is stated that in the selection process, 
adequate and fair representation of the members of the communities and gender 
perspective, respecting the principles of expertise and competence, are taken into 
account, which is considered as an affirmative measure for inclusion of women and 
minorities. This principle is implemented in practice if we consider the last published 
data on selected candidates for the Military Academy, with 21% women. Furthermore, 
after completing the course for officers for the needs of the Army, which is organized 
at the Military Academy, of the total number of people who successfully completed 
the course and obtained the officer rank of lieutenant, 41% were young women.

Uniforms are available for men and women in all sizes, and the only uniform that is 
adjusted to the specific needs of men and women is the uniform for special occasions 
like celebrations, special days of the Army, and reception of delegations. However, the 
special parts of the uniforms, such as tactical vests, helmets and certain harnesses 
are not adjusted. Furthermore, there are no adjusted uniforms for women during 
pregnancy. In this period, women are allowed to use civilian clothes upon request, 
but mostly after the sixth month of the pregnancy, as the practice shows. There is no 
special policy about the steps that should be taken in the period of pregnancy, so that 
potential discrimination is avoided, but the principle of reasonable accommodation 
will be implemented in practice. 

92	 According to the Law on Prevention and Protection from Discrimination this is considered as indirect 
discrimination. 

93	 Rulebook on the method of maintaining and checking the physical condition for service in the Army, 
available in Macedonian here: https://mod.gov.mk/inc/uploads/2021/11/Pravilnik-za-fizicki-proverki-Sl.-vesnik-br-
147-od-01.07.2021.pdf 
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Infrastructure remains one of the critical issues when gender equality and specific 
needs of women and men are in question. Some changes in the infrastructure have 
been made in the last 5 years and most of them included gender perspective, meaning 
that they addressed the specific needs of men and women, mostly in the part of 
providing special toilets for men and women. Also, the Military Academy has made 
infrastructural changes in 2022, which included the special needs of young women 
and men in the working and accommodation rooms. However, these changes are not 
sufficient and further actions should be taken to ensure full safety and adjustment 
that will respond to the needs of both women and men. 

Internal Affairs

The number of police officers in North Macedonia in 2022 reached 347.6 per 100,000 
inhabitants (330 in 2021), which is higher than the EU average of 335.3/100,000 
(Eurostat, 2019-2021).94

In the Ministry of Internal Affairs, women 
were first admitted to courses for police 
officers in 1992. In 2022, 79.5% of the total 
number of employees in the MoIA were 
men, while 20.5% were women. 95 In the 
period between 2021 and 2022, the overall 
number of women in the MoIA progressed 
slightly from 19.9% in 2021 to 20.5% in 2022.

Of the total number of men employed in 
the MoIA, 49.7% are uniformed personnel, 
17.3% are non-uniformed personnel, 7.3% are 
authorized, while there are 5.2% employed 
in other positions. Of the total number of 
women employed in the MoIA, uniformed 
personnel are 7.5%, non-uniformed are 
4.6%, authorized are 6.9%, while there are 
1.4% of employed women categorized as 
other personnel.96 This data shows that 
women are underrepresented at all levels 
within the MoIA. 

94	 North Macedonia 2023 Progress Report.
95	 MoIA. Annual report on the progress of the situation with equal opportunities for women and men 2022.
96	 MoIA. Annual report on the progress of the situation with equal opportunities for women and men 2022.

FIGURE 1
Overall gender representation  
in the Ministry of Internal Affairs  
(for the period 01-12.2022)
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Furthermore, the intersection between the data on gender and ethnical representation 
shows that the gender gap among employees is high across all ethnic groups and 
widest in the Albanian community where for every nine men employed in the security 
sector, there is only one woman employee. Women from Turkish, Serbian, Roma and 
Vlach communities are substantially underrepresented (less than one percent of the 
total number of employees from each ethnic group). 

Source: MoIA. Annual report on the progress of the situation with equal opportunities for women and men 2022.

FIGURE 2
Gender representation in the Ministry of Internal Affairs  
(for the period 01-12.2022)

FIGURE 3
Representation on gender and ethnicity in MoIA - 2022
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Overall, as of September 2023, within the MoIA, there were only 10.3% women 
in management positions, while in the Public Security Bureau (PSB) only 5.9% of 
managerial positions were occupied by women. The existence of a “glass ceiling” is 
particularly visible in command positions in police stations, where out of a total of 80 
police stations, women held the rank of police commanders in only five.97 According 
to the available data, it can be concluded that the representation of women is highest 
at the lower positions as support professional employees. 

The Ministry of Internal Affairs has a strategic approach when it comes to the inclusion 
of women in the police, which is in accordance with the Law on Police and the strategic 
documents. In terms of selection and recruitment in the police, for uniformed police 
officers and in some of the special units, the criteria are adjusted to the different 
physical characteristics of men and women. According to the responses of the 
coordinators for equal opportunities, the procedure of admission to the police 
implies respect for the principle of gender equality, as is prescribed, so there is no 
predetermined quota. However, compared with the available data from 2010,98 
when the total number of employed women was 14.8%, and uniformed personnel 
were 6.1%, it can be concluded that for a period of 12 years, the overall increase of 
women’s representation in the police is only 6%, while for uniformed police officers it 
is less than 2%. Such increase is insignificant and shows that the measures taken for 
employment and representation of women within the police need to be re-evaluated. 
When it comes to representation of women in the special units, a positive tendency 
can be observed since there were no women in these units in the previous years. 
However, women in the police still do not have access to all special units, among 
other issues, due to the lack of suitable conditions and adjustments of infrastructure 
for female members.99

Looking at the available data, it is obvious that women are underrepresented as 
uniformed police officers and in higher managerial positions. One of the prevalent 
gender stereotypes is that women are the ones who choose not to apply for managerial 
positions because of their family responsibilities, that is care of children and other 
family members. However, the women’s section of the Police Union conducted a 
survey among the women members of the union in 2022 about the situation with 
gender equality and the need for capacity building which showed that women want 
to advance in the workplace and be more involved in decision-making positions.100 
In line with this, some of the existing policies confirm the existing stereotypes and 

97	 UN Women. 2023. Country Gender Equality Profile of North Macedonia. 
98	 SEPCA. 2010. Establishing a Network of Women – Police Officers from Southeast Europe, Research 

findings.
99	 Information provided by Police Union on a public event focused on gender equality and discrimination in 

the police, organized through social media. Recording available on Facebook: https://www.facebook.com/eve
nts/600771778171157/?ref=newsfeed 

100	 Information shared by the President of the women’s section of the Police Union. 
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strengthen the position of women as primary caregivers in the home. The Collective 
Agreement of the MoIA101 stipulates that any work longer than the regular working 
hours and night work is not allowed for mothers of children under one year old and 
pregnant women, which limits women in undertaking professional tasks and roles. 
Another critical provision is the one-time compensation for newborn or adopted child 
available only for mothers working in MoIA (Article 201 of the Collective Agreement). A 
positive aspect for support of young women who enter the police force is the existing 
mentorship programme which includes training on gender equality, communication 
and leadership skills for mentors and mentees. Additionally, the Collective Agreement 
prescribes a financial incentive for the persons designated as mentors with a decision 
by the minister (Article 202).

In terms of the policy framework, gender equality is present as a guiding principle in 
most of the strategic documents of MoIA, but it is not fully mainstreamed through 
concrete measures and actions in different areas. The legal framework for non-
discrimination and gender equality is positively influencing the work of MoIA, however 
further changes are needed to achieve more significant advancements. One of the 
critical issues, as in other institutions, is the systematization of the position of the 
coordinator for equal opportunities as a separate work position higher in the hierarchy 
of the institution. The gender machinery within the MoIA consists of coordinator 
for equal opportunities, deputy coordinator for equal opportunities and 18 certified 
trainers on gender equality responsible for raising awareness and building the capacity 
of police personnel on the issues of gender equality and gender mainstreaming in 
the ministry. However, it is evident that the coordinator for equal opportunities and 
the women’s section of the Police Union are not included in the policy development 
processes, except for policies or processes that are directly related to gender equality, 
such as reporting on the implementation of the Law on Equal Opportunities for 
Women and Men. In terms of building the capacities of the coordinator and the 
deputy coordinator for equal opportunities, they receive trainings which are mostly 
organized by external actors, national or international civil society organizations. 
The curriculum for basic training for police officers for the year 2023 includes a gender 
equality component with a duration of 6 hours, and another component focused on 
measures and activities related to domestic violence, including capacity building for 
providing gender-sensitive support services, with a duration of 14 hours. 

The system of the MoIA includes protection from discrimination and harassment 
in the workplace, including sexual harassment, mainly following the provisions of 
the Law on Protection from Harassment in the Workplace. In accordance with the 
provisions of the Law, mediators have been appointed by the minister to mediate in 
cases of reported harassment, and if the procedure of mediation ends unsuccessfully, 

101	 Available at: https://mvr.gov.mk/Upload/Documents/KD-precisten%20tekst,%20mart%202023.doc 
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the person who has reported the harassment can file a lawsuit before a competent 
court. Another instance where discrimination, including harassment and sexual 
harassment, can be reported is the Department of Internal Control, Criminal 
Investigations and Professional Standards. This Department acts in the occurrence 
of illegal, unprofessional and incorrect behaviour of police officers in the performance 
of police work, or authorized officials in the performance of special duties and 
powers. However, no information is available whether capacity-building trainings for 
prevention and protection from discrimination, harassment and sexual harassment 
have been provided for the employees of this department. The existing policies do 
not clearly explain the support provided to the victims during the procedure and the 
measures that could be taken against the potential “harasser.” The interviewees did 
not have any information regarding the number of cases reported in the previous 
years, nor information about the outcomes of the initiated cases, which signals lack 
of transparency. Existing gender stereotypes and prejudices can be limiting victims to 
report, and, at the same time, they could impact men who are in leadership positions 
to avoid requesting support or advice from the gender focal points on issues related 
to gender equality, including sexual harassment. Therefore, a more systematic 
approach for raising awareness on the importance of gender equality and capacity 
building, especially for the leadership and managerial roles within the MoIA is needed. 
Furthermore, an internal specialized mechanism should be introduced to deal with 
cases of sexual harassment. 

When it comes to the physical appearance of police officers, uniforms are available 
for men and women in all sizes, and there is a general perception that uniforms are 
adjusted to women’s needs because skirts are part of the uniform. However, parts of 
the uniforms, such as tactical vests, helmets and certain harnesses, are not adjusted. 
Also, there are no adjusted uniforms for women during pregnancy and there is a 
negative attitude related to wearing uniforms during pregnancy since uniformed 
female police officers have to carry a gun along with the uniform. During this period, 
women are allowed to use civilian clothes upon request, but mostly after some period 
of the pregnancy, as the practice shows. There is no special policy about the steps that 
should be taken in the period of pregnancy so that potential discrimination could be 
avoided, but also to ensure that the principle of reasonable accommodation will be 
implemented in practice. 

Finally, the infrastructure of the facilities under the MoIA remains unadjusted when 
the special needs of women and men are considered. Separate toilets for men and 
women are not available, despite the fact that this has been identified and reported 
as a need by women in the police. 
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Protection and Rescue Directorate

In 2021, the Protection and Rescue Directorate in total had 274 persons employed, of 
which elected positions were two, managerial positions were 26, and non-managerial 
positions were 246. The overall ratio of gender representation in PRD corresponds 
to the ratio in the section of management positions, where in the overall gender 
representation 31.3% are women and 68.7% are men, while in management positions 
32.2% are women and 67.8% are men.102 There are no changes in 2022103 and 2023.104

In PRD, women are not represented in civilian missions, international organizations, 
nor in the rapid response teams. These are critical areas where further actions should 
be taken, which was also noted by the Coordinator for Equal Opportunities of PRD.105 
Nine women participated in the programme for development of their capacities.106 
There is very limited available data on gender representation in PRD. The institution 
does not have internal documents on gender equality and policies and measures for 
protection from sexual harassment and gender-based discrimination in the workplace, 
which was also confirmed by the Coordinator for Equal Opportunities. Instead, 
in cases of potential discrimination, measures are taken by the human resources 
department and the legal department.

102	 Annual report for 2021 for the implementation of the NAP for the implementation of UNSCR 1325 (2020-2025).
103	 Annual report for 2022 for the implementation of the NAP for the implementation of UNSCR 1325 (2020-2025).
104	 Annual report for 2023 for the implementation of the NAP for the implementation of UNSCR 1325 (2020-2025).
105	 Interview with the Coordinator for Equal Opportunities of PRD
106	 Data from the Operational plan of CMC in relation to the Second NAP for the Implementation of UNSCR 

1325 2020-2025.

FIGURE 4
Gender representation in management 
positions representation in the 
Protection and Rescue Directorate

FIGURE 5
Overall gender representation in the 
Protection and Rescue Directorate
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Crisis Management Centre (CMC)

The Crisis Management Centre had a female director in the period 2015-2016, while all 
other directors and deputy directors have been men. In 2021, the CMC had in total 288 
persons employed, of which elected position were two, managerial positions were 
41, and non-managerial positions were 245. According to the CMC report for 2023,107 
as of July 2023, 32% of the total number of employees in CMC are women, while 68% 
are men. In terms of gender representation in management positions, there are 35% 
women in management positions, compared to 65% men. 

Compared to the data from 2021, there is an increase of the percentage of women 
employees in CMC for more than 5%, which is a positive trend, but still not sufficient. 
According to the First annual report on the level of implementation of the NAP for the 
UNSCR 1325 for 2021, in the overall gender representation in the Crisis Management 
Centre, the women represented 27.1% of the total number of employees. 

Furthermore, the intersection between the data on gender and ethnical representation 
shows that the gender gap among employees is wide across most ethnic groups and 
widest for the Albanian community. In the smaller percentages of employees from 
different ethnic groups, there is equal number of men and women of Bosnian ethnicity, 
while there are more Roma women employed than Roma men. However, these 
groups represent less than one percent of the total employees from each ethnic group.

107	 The report is published on the official web page of CMC: https://cuk.gov.mk/wp-content/uploads/2023/07/
spisok-na-vraboteni-CUK-2023.pdf 

FIGURE 6
Overall gender representation in  
the Crisis Management Centre

FIGURE 7
Gender representation in  
management positions in  
the Crisis Management Centre
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In terms of employment by position, the situation is most concerning in the 
inspectorate department, where no women are represented.

The assessment shows that CMC does not have internal documents on gender 
equality, while there is a Rulebook on protection from harassment in the workplace 
adopted in 2020.108

108	 The assessment is conducted based on the available data published on the official web page of CMC and 
the published reports, considering that CMC did not respond to the request for interview for this analysis. 

FIGURE 8
Comparative ethnicity / gender representation  
in the Crisis Management Centre (2021)

FIGURE 9
Gender representation by position in the Crisis Management Centre
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Implementation of UNSCR 1325

The analysis makes clear that the two NAPs have contributed to increased awareness 
and support for the women, peace and security agenda and UNSCR 1325 in North 
Macedonia. This also relates to its focus on female leadership and women’s political 
participation. 

However, gender equality interventions are not without challenges. Several obstacles 
hamper North Macedonia’s efforts towards successful gender mainstreaming. Firstly, 
the security sector is still highly influenced and guided by the prevalent traditionally 
held beliefs related to gender roles. These beliefs and practices, perpetrating 
hierarchical and imbalanced power relations, hamper women’s opportunities for 
advancement and promotion in decision-making positions. Furthermore, increasing 
the participation of female employees in all organizations at all levels could play a 
significant role in changing the attitudes of women and girls to aspire for higher 
positions and it would help in challenging the deeply rooted attitudes and beliefs 
towards women’s ability to assume decision-making and leadership positions.

Another issue that affects the implementation of the NAPs is the lack of adequate 
resources which limits the institutions’ ability to offer adequate and relevant funding 
for implementation, even though funding is required.

There are a vast number of strategies, strategic plans, action plans, plans for 
implementation and operational plans, but the implementation is lagging behind. 
Practice shows that there is no proper monitoring and evaluation process. This gives 
the overall impression that no one takes responsibility for the outcome of the adoption 
of these documents, as if their adoption becomes an objective per se. Therefore, there 
is a need for a clearer line of responsibility in relation to implementation and a more 
diligent monitoring and evaluation process. An efficient method could be establishing 
one central unit which would be tasked with and held responsible for monitoring 
and evaluation of the implementation of these documents. Specific indicators are 
the main determinants of success in this aspect. International standards include a 
list of 26 quantitative and qualitative indicators grouped into four pillars: prevention, 
participation, protection, and rehabilitation/ recovery and these indicators are 
the main tools for monitoring and tracking the implementation of UNSCR 1325. 
Developing specific indicators in the current NAP, including intermediate indicators, 
will allow for the development of more specific baseline and target indicators in 
future NAPs. This will enable institutions to monitor NAP implementation progress.
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Summary of Findings

	� The security sector is still largely perceived as a male domain, especially at the 
highest levels, where there is still a major underrepresentation of women. This 
is largely due to gender stereotypes that are prevalent in the society. 

	� Gender mainstreaming has not been prioritized in the security sector reform 
processes in North Macedonia. The focus on gender/women’s issues has mainly 
revolved around getting more women to enrol in the army or police.

	� There is generally a low level of awareness of existing gender initiatives within 
the security sector – for instance, women employed in the security sector were 
often unaware of gender initiatives within their own institutions. 

	� Adoption of the first and second National Action Plan 1325 are major milestones 
for North Macedonia in the work on gender mainstreaming within the security 
sector.

	� Findings underlined the existence of a good high-level coordination between 
the government and the different stakeholders working on the WPS agenda.

	� While the NAP for UNSCR 1325 is a positive step forward, efforts should be taken 
to include measurable outcomes and monitoring and evaluation mechanisms 
to determine the status of the progress.

	� The NAP for UNSCR 1325 was developed without a baseline assessment or 
analysis of data, including statistical data, which limits the ability to measure 
progress. Thus, the reliability of the included tasks and activities is not 
sufficiently high.

	� Methodological limitations, such as the lack of a theory of change, hinders the 
implementation of the NAP for UNSCR 1325. Without a clear link between the 
identified goals and relevant activities to achieve those goals, implementing 
parties will lack understanding and will face challenges implementing the plan.
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	� Further methodological gaps include lack of consideration for the chain of 
results during development of the NAP for implementation of UNSCR 1325.

	� Following the Instruction for protection against harassment in the workplace, 
the Ministry of Defence, the Army and the Ministry of Internal Affairs have 
appointed authorized persons for protection from harassment.

	� The Ministry of Defence serves as a positive example, with an established 
system for reporting, monitoring and recording all forms of harassment and 
violence in the workplace. The “Stop Harassment” tab is visibly positioned on 
the webpage of MoD, ensuring employees can easily find detailed information 
about the manner, measures and procedures for prevention and protection 
from harassment, as well as the obligations and the procedures of all categories 
of employees in the Ministry and the Army.

	� In 2019, the Ministry of Defence, in collaboration with UN Women, promoted a 
video titled “Women and men in the Army are equal” (available on the website 
of the MoD) presenting the aims of UNSCR 1325 in a simple and clear manner. 
This is a positive example for promotion of gender equality to all target groups.

	� The curriculum for basic training of candidates for police officers incorporates 
topics that aim to increase the knowledge on gender-sensitive approach to 
work. Among other topics, curricula include hate crime, human rights and 
anti-discrimination, and provision of gender-sensitive support services to 
victims of domestic violence, as mandatory training. Such practice should 
be followed throughout the security sector, with mandatory training for all 
employees at all levels.

	� The mentorship programme implemented by the Ministry of Internal Affairs is an 
efficient tool for empowerment of young women within the police. This positive 
example should be followed by the other institutions in the security sector.
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6. Conclusions
North Macedonia has made a number of national and international commitments, 
including towards advancement of gender equality and prevention and protection 
from gender-based violence. There are also strong commitments in the security 
sector, including North Macedonia’s integration into the EU and the Member State 
status in NATO. These commitments significantly contribute to the Women, Peace 
and Security agenda. 

When it comes to women’s representation in the security sector and institutions and 
bodies dealing with crisis management, the stereotypical perceptions that these are 
male professions still persist. This finding was confirmed with the data for the gender 
representation presented in this analysis, which shows significant gender gap in every 
institution, as well as with the interviews conducted with women from the sector. 
The highest positive trend can be noticed in the Ministry of Defence and the Army, 
which is an example of work and efforts in the field of gender equality that should 
be followed by the other institutions in the security and crises management sector. 

Through a critical review of the existing policies and institutional frameworks in 
conflict prevention, peace building and security, focusing on gender and security, 
this analysis shows that neither NAPs nor integration strategies are sufficient to 
concretely and comprehensively translate and implement UNSCR 1325. Despite the 
efforts from almost every institution in the security sector, it is evident that further 
work needs to be done. Since a good NAP represents a strategic roadmap to further 
the implementation of North Macedonia’s WPS Agenda, there are few critical aspects 
which need to be included to assist the country in the alignment of the NAP with UN 
and EU standards, such as sufficient funding for the implementation of the NAP, clear 
monitoring and evaluation systems, as well as intersectional approach in addressing 
gender equality. 

6
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Despite high-level commitment towards gender mainstreaming at policy and 
programmatic levels, North Macedonia challenges remain in the coordination, 
implementation and budgeting of the NAP. This in turn, indicates the lack of 
systematically designed approach into the implementation of UNSCR 1325 with 
clear monitoring and evaluation indicators. In general, the NAP was intended as 
a framework for coordination, but a formal coordination structure and incentives 
for collaboration are still missing. The lack of clear indicators and outcomes as well 
as a monitoring and evaluation mechanism to harmonize the principles of UNSCR 
1325 into North Macedonia’s existing security policies and strategies obstruct North 
Macedonia’s efforts and achievements in promoting gender mainstreaming in peace 
and security agenda.

On a more critical note, while the NAP has been developed to further the 
implementation of UNSCR 1325, it remains questionable to what extent the activities 
are indeed relevant for advancing the situation of women in the security sector 
in North Macedonia. If activities are to promote female leadership and women’s 
participation, they must adhere strongly to basic principles of gender and gender 
analysis. However, the NAP has not provided guidance on how to translate the 
resolution’s objectives into actions that are responsive to contextual gender realities.

Additionally, the lack of gender mainstreaming has also influenced the way in which 
attention to gender is organized within the security sector. Attention to gender is 
not systematically embedded within the institutions, thereby hampering the use 
of available gender expertise. With the limited number of gender mainstreaming 
policies outlined and detailed, individuals have been setting out to interpret their 
own roles and responsibilities, resulting in an inconsistent approach to gender 
mainstreaming. Furthermore, the strong reliance on gender focal points, without 
policy guidance on how these focal points are to carry out their role, has not been 
without problems. Rotation in these positions has been frequent, individuals given 
the task of focal points were often trained on the job, and they have not always had 
sufficient time allocated to fulfil their task. 
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When it comes to violence against women, even though North Macedonia has 
accomplished significant success in the adoption of policies, laws and measures in 
line with the Istanbul Convention, their implementation remains to be a challenge. 
Furthermore, significant gaps can be observed in some respects, especially in the area 
of provision of support services for victims of gender-based violence and prosecution 
of perpetrators. Therefore, further alignment with the provisions of the Istanbul 
Convention on preventing and combating violence against women and domestic 
violence should be a priority in the following period. 

Finally, traditional beliefs and patriarchal views prevalent in the society and held by 
some of the persons employed in institutions, agencies, and other entities at national 
and local level, significantly hamper any progress with gender equality and gender 
mainstreaming, especially in a field that is perceived as traditionally “masculine,” 
such as security. Significant efforts need to be dedicated to dismantling stereotypes, 
promoting change in the social and cultural patterns, and eradicating harmful beliefs 
and practices at all levels of the society.
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7. Recommendations
The implementation of UNSCR 1325 is vital for North Macedonia, for its importance 
in equal participation of women in securing and maintaining peace and security 
internally, conflict prevention, management, and resolution, as well as for the 
involvement of the country in peacekeeping missions at regional and global level. 
Furthermore, North Macedonia’s active involvement as a global ally in the war against 
terrorism necessitates strengthening and enhancing women’s role and participation 
in the peace and security agenda. 

Hence, the following recommendations, based on the analysis findings, are put 
forward using two relevant dimensions i.e. legislative and policy, and operational 
actions. The recommendations below provide specific activities and strategies for 
strengthening the implementation of UNSCR 1325 in gender and security.

Aa a cross-cutting need and recommendation, all developed actions should envisage 
the collection of gender-disaggregated data with intersectional approach and 
improved inter-sectoral cooperation in the field of statistics. 

Legislative and Policy Actions 

	� Initiate and strengthen national level harmonization and alignment 
process for the integration of UNSCR1325 in existing security policies through 
development of clear strategies.

	� Engage with relevant ministries (Equal Opportunities Department at the 
Ministry of Labour and Social Policy (Ministry of Social Policy, Demography, 
and Youth since June 2024), National Gender Machinery institutions, Ministry 
of Defence and Ministry of Internal Affairs) to develop clear accountability 
strategies and mechanisms for implementation of UNSCR 1325.

7
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	� Delineate clearer lines of responsibility in relation to implementation and 
a more diligent monitoring and evaluation processes. 

	� Establish a central unit which would be tasked with and held responsible for 
monitoring and evaluating the implementation of these documents.

	� Increase the participation of women in peacekeeping operations. In 2023, 
there were 4.9% of women deployed to peacekeeping operations, which is a 
significant decrease compared to 2019, when North Macedonia deployed 8% 
of its uniformed women to peacekeeping operations.109

	� The indicators in the NAP for implementation of UNSCR 1325 should be 
adjusted, taking into consideration the global UNSCR 1325 indicators, and 
aligned with national SDG indicators. This will facilitate and unify legal and 
political reporting processes. 

	� Developing specific indicators in the current NAP, including intermediate 
indicators, will allow for the development of more specific baseline and target 
indicators in future NAPs.

	� The NAP should include activity to develop a methodological approach for 
implementation and reporting (performance algorithm) for state agencies, 
local administrations and local self-government bodies.

	� Time-bound goals are needed, backed by monitoring, accountability provisions 
and enforcement mechanisms. 

	� Revise the NAP framework to include indicators that allow for the 
measurement of impact and effectiveness of activities and tasks, clarifying 
the results that need to be achieved. This will strengthen commitment and 
allow for a clearer vision of the full range of activities that can and should be 
implemented.

	� Conduct a costing exercise for NAP 1325 to identify funding gaps and to 
request relevant resources from development partners, including technical, 
expertise and other assistance.

	� Take measures to ensure that the MoD has the capacity and is allocated 
adequate resources to fulfil its broad mandate, including providing the trainings 
necessary for its staff to carry out their functions.

	� Ensure all relevant institutions apply a more systematic approach for 
raising awareness on the importance of gender equality and capacity building, 
especially for the leadership and managerial roles within the MoIA. 

109	 https://balkandefencemonitor.com/women-in-defence-system-north-macedonia-2023/ 
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	� Focus on quality of results instead of quantity of the NAP network to 
translate the momentum into a successful strengthening of the position of 
women in the security sector and to move beyond the agenda-setting focus 
of the network.

	� A NAP partnership requires a focus on strategic complementarity and 
differences, while approaches to the WPS agenda vary and capacities and 
roles are not necessarily complementary. Reassessment of agendas, roles 
and responsibilities will help to appreciate areas of agreement as much as 
those of conflicts, and to accept the diversity of the NAP network members.

	� Strengthen gender mainstreaming in MLSP (Ministry of Social Policy, 
Demography and Youth since June 2024), MoIA and MoD, as well as in other 
state institutions and agencies at national and local level to enhance culture 
of peace and conflict prevention programmes. 

	� Strengthen the capacities of the relevant ministries to integrate UNSCR 1325 
in their planning and interventions.

	� Strengthen the policies and mechanisms for protection from sexual 
harassment and discrimination in a way that will guarantee protection 
system based on the principle of the needs of the victim.

Operational Actions 

Recommendations for institutional reforms to increase commitment to WPS: 

	� Collective action and partnerships are critical to advance the awareness 
and the acceptance of gender equality, especially partnerships with men. 
Finding ways to engage men on issues related to gender equality and gender 
mainstreaming in a meaningful manner is fundamental.

	� Strengthen the gender machinery structures in MLSP (Ministry of Social 
Policy, Demography and Youth since June 2024) to advance efforts to build and 
implement programmes focused on peace culture and conflict prevention;

	� Empower women to strive for leadership and decision-making positions 
and promote their involvement in the governance structures at all levels. An 
effective tool for building leadership capacities of women is through mentorship 
programmes.
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	� Ensure comprehensive education/capacity development and awareness 
raising on the WPS Agenda including on NAPs on UNSCR 1325, among  
duty-bearers, relevant stakeholders, and the general public. Campaigns  
and educational materials targeting different audiences are an effective 
awareness-raising tools.

	� Establish services for protection of victims of gender-based violence to 
meet the standards of the Istanbul Convention, including access for women 
with disabilities. Furthermore, strengthen the capacities of the police for risk 
assessment and adequate protection measures. 

	� Review and evaluate procurement processes and infrastructure in all 
institutions and agencies, taking into consideration the needs of women. If 
needed, adjust uniforms, taking into consideration women’s feedback and 
recommendations. Furthermore, research about the need for adjustments in 
the armament and equipment should be conducted and, if needed, adjusted 
to accommodate women’s needs. 
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