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ecurity 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
sametime, women and girls cannotenjoy 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.’

The UNWomen Officein North Macedonia provides supportand 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 Europeanintegrationto mainstream gender equality goals
intothe country’s planning and policy processes. Inaddition, one of focusareas of UN
Women North Macedoniais support of theimplementation of national commitments
toadvance gender equality in the security sector reform.

This reportis 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
withinthesecurity sectorinthe country, theanalysisis 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.

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



Theanalysisis focused around three main objectives:

Conductinga thematic analysis on genderand 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 forareas of improvement with
specificfocus on the advancement of gender mainstreaming.

Key findings that emerged from the analysis include:

NAPs have contributed to increased awareness and support for the women,
peaceandsecurityagendaof UNSCR1325in North Macedonia. Thisalsorelates
toitsfocus onfemale leadership and women'’s political participation.

Furtheralignmentwith the provisions of thelstanbul Conventionon preventing
and combating violence against women and domestic violence remains a
challenge.

Despite high-level commitment towards gender mainstreaming at policy and
programmaticlevels, challenges remainin 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 aspectstoassistthe countryinthealignmentof the NAPwith UN and
EU standards:

Provision of sufficient funding forimplementation;
Establishment of clear monitoring and evaluation systems;

Developmentof a coordinated and clear strategy for collaborationamong
all relevant stakeholders;

Establishmentof anintersectionalapproachinaddressing 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.



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
indicatorsin 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
theirinvolvementin 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
rolesarenot necessarily complementary. Therefore, areassessment of agendas,
roles and responsibilities will help to appreciate areas of agreement as much
asthoseof conflicts,and toaccept thediversity of the NAP network members.




1. Introduction

Peaceand security are being re-thoughtin avariety of ways, especially with thework
of feminist security experts, bringing human security to the forefront, before state
security. Thecriticalimportance of women's full, equaland 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.? 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
andothersecurityandjustice sectorinstitutions havealegal obligation to protectand
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 genderand 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 thelandmark Resolution 1325, emphasize theimportance
of women'’s participation in peacekeeping processes, in making decisions about
securityattheinternationaland nationallevel, andintheinstitutional security sector.
Atthe nationallevel, 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
theireffortsfortherecruitment of women by adjusting thecriteriaand processes for
employment, adopting policies thatarefamily-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.



The progress of North Macedonia in recent years in the field of gender equality and
women’'sempowermentis highlightedinaseries of international commitmentsand
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
OpportunitiesforWomen and Men, the Election Law amendmentinstituting 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 2020-2025.4The
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:

—_

Leadership

Participation

Facilitation

Protection

Communication, education and training.

RO

Comprehensiveanalysis of therelevantlawsand policiesis detected asa cross-cutting
needinall strategic goals of the NAP. This is because the gapsin 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



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, notonlyin the security sector,
but also within the broader areas of security and development. Specific aspect of
theanalysisis thealignment 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 genderortoincreaseand
retain the numberof female personnel. Moreover, theanalysisincludes an overview of
thelegal framework onweaponsandfirearmsin connection withwomen'’s security,
alsorelated to gender-based violence (GBV).

Questions were specifically aimed at identifying:

=  Thechallenges(including gapsand capacity needs) to gender mainstreaming,
aswell as opportunities, at both policy and operational levels;

= Thelevel ofawarenessaboutinternational, regionaland 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;

= Promisingand unsuccessful practicesforgender mainstreamingin the security
sector.

Whiletheanalysisreflectsthecurrentlegislation, italso provides a review of the overall
situationwith theimplementation of the WPS agenda and offers recommendations
thatcould serveasasolidfoundationforfutureinterventions, in linewith UNWomen'’s
workin North Macedonia.

10



3. Methodology

Desk Review

The analysisincluded a desk review of relevant documents related toWPS 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 CommitmentsforWPS, EU Directives and
strategic documents, especially Gender Action Plan 2020-2025 (GAP 111), EU
2018 Council Conclusions on WPS and EU Strategic Approach to WPS and its
Action Plan (2019-2024).

= Analysis of nationallegalframework (Law on Equal Opportunitiesforwomen
and Men, Law on Prevention and Protectionfrom Discrimination, Military Law,
Law on Servicein the Army, Law on Administrative Servants, Law on Internal
Affairs, Law on Police, Law onWeapons, Protection and Rescue Law, Fire Law).

= Analysis of the national policy framework.

= Analysisof 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 thatinclude findings and recommendations in the area of WPS.

11



Interviews, asamethodological tool, were used forgathering information, opinions,
and recommendations on the current situation regarding the legislative and policy
framework, the need for changes, the existinggapsin theimplementation,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
institutionsand one questionnaire wasanswered through written communication by
the Coordinatorfor Equal Opportunities fromthe Protectionand Rescue Directorate.
Interviewswere conducted with representativesfrom the Ministry of Internal Affairs (3
interviews, onewith the Coordinator for Equal Opportunities, oneinterview with the
Deputy Coordinatorfor Equal Opportunitiesand oneinterview with the President of
theWomen Section of the Police Labour Union)and Ministry of Defence (2interviews,
onewiththeAdjutanttothe President of the Republic of North Macedoniaand one
with the Coordinator for Equal Opportunities).

During all interviews, standard protocols for anonymity, confidentiality, and do no
harm, wererespected. Theresearchersensured thatinformed consent was obtained
priortointerviews, andinformed the participants that theinterview could be stopped
atanytime, if requested. Therespondents were given the options to eitherrespond
orally or in writing by filling out a questionnaire. All protocols for safeguarding of
data have been respected.

Women, Peaceand Securityisavastareathatimplicates constantdevelopmentsinthe
policiesandthesociety related to peace and security. Taking thisinto consideration,
thisanalysiswas conducted overashort period of timein 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.

12



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
andpracticesof humanrightsand genderequality, includinginthe securityand defence
sector reform. The ratification of CEDAW, the Beijing Declaration and Platform for
Action, UNSCR 1325, aswell as otherinternational commitments havealso established
aclearly defined framework of humanrightsand 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
humanrights. CEDAW defines what constitutes discrimination againstwomenand
sets up an agenda for national action to end such discrimination.

13



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 lawsand adoptappropriate ones prohibiting
discrimination against women;

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

toensureelimination of all acts of discrimination against women by persons,
organizations or enterprises.s

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.®

North Macedoniaratified the Convention on Elimination of All Forms of Discrimination
againstWomen and the Optional Protocolin1994.

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 womenand men and, more specifically, toadvance the goals of equality,
development and peace for all women. BPfA builds upon CEDAW to promote non-
discriminationand advancement of women's human rights with an overall objective
of empowerment of allwomen.

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 animportant rolein conflict resolution, peacekeeping and defence
and foreign affairs mechanisms, they are still underrepresented in decision-making positions. If
women areto play an equal part in securing and maintaining peace, they must beempowered
politically and economically and represented adequately at all levels of decision-making.”

5 https://www.un.org/womenwatch/daw/cedaw/cedaw.htm
6 |bid.
7 United Nations Beijing Declaration and Platform for Action, 1995.

14



United Nations Security Council Resolution 1325

UN Security Council Resolution1325onWomen, Peaceand Security (UNSCR1325) was
unanimously adoptedin2o0o0oandwasthefirstresolution toaddress the disproportion-
ateand uniqueimpact of armed conflictonwomen. Itisanagenda 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 promotetheactiverole of womenin peaceand security and to protect themfrom
violence. Furthermore, theresolution stresses the importance of women's equal and
full participationasactiveagentsin the preventionand resolution of conflicts, peace-
buildingand peacekeepingand encourages member states toincrease 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)

UNSCR 1820
(2008)

UNSCR 1888
(2009)

UNSCR 1960
(2010)

UNSCR 2106
(2013)

UNSCR 1889
(2009)

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

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

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.

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

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

Calls for further strengthening the UNSCR 1325 pillar on
participation and for the development of indicators to
measure progress on UNSCR 1325.

15



The North Atlantic Treaty Organization (NATO)

In1995, North Macedoniajointed 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 30t 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 inall 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
iscommitted to fully implementing theWomen, Peace and Security agenda set out by the UN
Security Council "

In2018, NATO leaders agreed and endorsed the NATO/EAPC Policy onWomen, 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.® The Action Plan is intended to guide the
implementation of NATO's work on WPS for a four-year period.'®

Council of Europe

InJune 2010, the Committee of Ministersadopted the Recommendation ontherole
of women and men in conflict prevention and resolution and in peace building."
Thisdocument provides the foundationforthe 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 statesinclude:

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;

& Action Plan for the Implementation of the NATO/EAPC Policy on Women, Peace and Security 2021-2025
9 |bid.

©  |bid.

" Available at: https://rm.coe.int/o9ooo016807b7feo

16



integrate a gender perspective into conflict prevention and resolution and
peacebuilding activities, including the allocation of necessary budgetary
resources;

ensure a balanced participation of women and men at all levels of decision-
making in local, regional, national and international institutions, and
mechanismsfor conflict preventionandresolution, including peace negotiations
and the democratization of societies after conflicts;

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

effectively prosecuteand punish gender-related crimes committed duringand
after conflicts, and provide mechanisms to prevent such crimes;

draw thisrecommendation totheattention of all national political institutions
and international organizations;

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

monitorandevaluate progressarisingfromtheadoptionof thisrecommendation
and inform the competent steering committees, in particular the Steering
Committeefor Equality between Women and Men, of the measures undertaken
and the progress achieved in thisfield.™

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
publicawareness and to provide appropriate training for staff on the preventionand
detectionofviolence, the needs andrights of victims and the prevention of secondary
victimization (Art.12and15).3 ThelIstanbul Conventionis based onfour 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

2 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

3 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 (NGOSs),
and involve the media and the private sectorin eradicating gender stereotypes and
promoting mutual respect.

Protection: This includes granting the police the power to remove a perpetrator of
domesticviolencefrom theirhome, ensuring people’saccess toadequateinformation
on available services in a language they understand, setting up easily accessible
sheltersinsufficient numbersandinanadequate 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 mustintroduce several
new offences where these do not already exist, for example, psychological and
physicalviolence, sexual violenceandrape, stalking, female genital mutilation, forced
marriage, forced abortion andforced sterilisation. In addition, States need toensure
thatculture, tradition orso-called"honour”are notregarded as ajustification forany
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,
andassesstherisk of furtherviolencetoadequately protect thoseatrisk. Inaddition,
judicial proceedings should be runina mannerthat 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 preventand combatviolenceagainst women, including domesticviolence, to be
carried out atall levels of government and by all relevant agencies and institutions.

While thefocus of the Conventionisonallformsof violenceagainst women, including
domesticviolence, italsorecognizesthatthereare othervictims of domesticviolence,
suchasboysand men. The Convention devotesan entire chaptertowomen migrants
andasylum-seekersfacing gender-basedviolence. Italso recognizes the work of NGOs
and seeks to ensure greater political and financial support for theirwork.

North Macedoniasigned the Istanbul Conventionin2o11and ratified itat the end of
2017. National Action Plan was also developed for theimplementation of the Istanbul
Convention (2018-2023)."

“  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 theirthirdaction planwhich lays out EU's supportto genderequality efforts
and advancement of gender mainstreamingin third countries. EU’s Action Plan on
Gender Equality and Women’'s Empowermentin External Action 2021-2025 (GAP
Il1) provides three guiding principles that drives EU’s approach to gender equality
in external action: a gender-transformative approach, an approach that addresses
intersectionalityandanapproach based on humanrights.>Thefive pillars of action of
the GAPIllare: 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 Statesand partnersat multilateral, regionaland
country level; 3) GAPIII calls foraccelerating progress, focusing on the key thematic
areas of engagement; 4) leading by example; and 5) measuring results.'

IndicatorsinPartllinclude selected Sustainable Development Goalsindicators, the the-
maticindicators of theWomen, Peaceand Security action plan, otherrelevantregionally
andinternationally referencedindicators, including a selection taken from the Spotlight
Initiative, and relevantindicators part of the European Unionresultsframework. Thereare
alsoselected qualitativeindicators which seek to capture the hard-to-measure changes
in social norms and attitudes and transformations in gender power relations. Overall,
theintentionistomeasureshorttomediumandlonger-term progress onreaching GAP
[l objectives towhich EU-funded interventions should contribute to collaboration with
partner governments, civil society organizations and otherfunding providers.”

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
theeconomy.Thestrategy tackles several key areasto challenge gender stereotypes
and achieve a gender balance in decision-making and in politics and to ensure such
equality forrepresentation and decision-makingisanintegral 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.

s EU's Action Plan on Gender Equality and Women's Empowerment in External Action 2021-2025 (GAP 111)
% |bid.
v 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
targetedactions, andintersectionalityisa horizontal principleforitsimplementation.
While the Strategy focuses on actions within the EU, itis in line with EU's external
policy on gender equality and women's empowerment.'®

The EU hasadopted the EU Action Plan on Human Rights and Democracy (2020-

2024)in 2020 andisimplementing the EU Strategic Approach and Action Plan on
Women, Peace and Security 2019-2024." The EU StrategicApproach toWPS and its

Action Plan complementand strengthen the EU GenderAction Plan 2016-2020 (GAP
1), as well as the EU Gender Action Plan 2021-2025 (GAP I11). The Action Plan on WPS
provides the framework fortheimplementation of theWPS agenda while reaffirming
commitmentstoimplement the UNAgenda 2030 for Sustainable Developmentwithin
the Union policies. Itfocuses onsix key priority areas forimplementation: prevention,
protection, reliefand recovery, gender mainstreaming and leading by example.2°®

TheDelegationofthe EuropeanUniontotheRepublicof North Macedoniaincooperation

with national officials prepared the Gender Equality and Women's Empowermentin
EU External Action (GAP Ill) Country-Level Implementation Plan (CLIP) for North

Macedonia. The document sets out political and programmatic commitments to
implement nationalandinternational frameworksand legislation on genderequality
and women'’s rights, mainstreaming gender equality into EU integration and IPA
pre-accession assistance and strengthening institutional mechanisms for gender
equalityinlinewith EU standards. Itis based on twoapproaches: (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 countryin
all GAP Il 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.”

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, includingaccessforwomenwithdisabilities. Police still need to strengthen
theircapacity toassess theviolenceriskand take adequate measures. The new Law
on Preventionand ProtectionagainstViolence againstWomen and DomesticViolence
adopted in 2021 was important progress, being the first law to address all forms of

' 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

9 https://www.consilium.europa.eu/media/37412/st15086-em8.pdf

20 EU Action Plan on Women, Peace and Security (WPS) 2019-2024

2 EU GAP Il CLIP for North Macedonia 2021-2025

20



gender-based violenceand domesticviolence. It regulates the reintegration of victims
of violence.Thereisaneedtoacceleratelegal harmonization(e.g., Criminal Code), the
adoption of related bylaws, and operating proceduresforthe properimplementation
of the Law, inaccordance with the Istanbul Convention.

North Macedonia applied for EU membership in March 2004 and was granted EU
candidate statusin December2005.1n2020, the EU's General Affairs Council opened
theaccession negotiations with the Republicof North Macedoniaandinjuly 2022, the
Commission started the screening process. Gender mainstreamingisanimportant
aspect of the accession process and is a key principle under the European Pillar of
Social Rights.

According tothe European Commission's 2023 Progress Report for North Macedonia,?
“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 s 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.
Whilethe Law on the prevention of and protection fromviolence against women and domestic
violence was adopted in 2021, theimplementing legislation was not adopted. Implementation
also suffers from the lack of adequate funding (including for the National Coordinative Body
on DomesticViolence), effective operating procedures and programmes for the reintegration
of victims of violence"*

Equal opportunities of women and men in North Macedonia are regulated by the
Constitutionasthe highestlegal act, butalso by a large number of laws and policies
in which provisions prohibiting discrimination based on gender and provisions
incorporating the concept of genderin the domesticlegislation have beenintroduced.

Inadditiontothe 2020-2025 NAPfor UNSCR1325and the Law on Equal Opportunities
of Women and Men,* North Macedonia has also developed key legal and strategic
documents on gender equality: Law on Prevention and Protection against

2 Available at: https://neighbourhood-enlargement.ec.europa.eu/system/files/2023-11/SWD_2023_693%20North%20
Macedonia%2oreport.pdf

3 Progress Report 2023 for North Macedonia, p. 34.

#  Official Gazette of the Republic of Macedonia no.66/06 from 29.05 2006, amendments to the Law (Official
Gazette no. 1177 of 09.18.2008) and Law on Equal Opportunities for Women and Men (Official Gazette of RM
no.6/2012 from 01.13.2012).

21



Discrimination (2020); National Gender Equality Strategy 2022-2027; National
StrategyforAnti-discrimination (2022-2026); NAPon Implementation of the Istanbul
Convention (2018-2023).

The national gender policy provides an overall context for mainstreaming gender
equalityin 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 forWomen and Men: firstadopted in 2006, stipulated
basicand special measuresforestablishingequal opportunities forwomenand men.
The purpose of the Law was to establish equal opportunitiesforwomenand menin
the political, economic, social, educational, cultural, health, civiland any otherarea
of the social life. The implementation of the Law demonstrated several gaps that
werea barrierforits broaderimpact, therefore the new Law on Equal Opportunities
forWomen and MenwasadoptedinJanuary 2012.25The 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, interalia, 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 sexin any area in the society,
including defence and security (Article 3).

The new Law on Prevention and Protection against Discrimination6 was adopted
inOctober2020 (theformerwasadoptedin 2010)and regulates the preventionand
prohibition of discrimination, theformsand 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 (Article3). The CPPDis anindependent 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 paragraph1line 10
and14, respectfully).

3 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
*%  Official Gazette of the Republic of North Macedonia no. 258/2020.
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National Strategy for Gender Equality 2022-2027% is a key national strategic
documentaimingtoinstitutionalize gender mainstreaminginall policy, programmes,
budgetand measures of all stakeholdersin North Macedonia. Forthe area of security
and defence, several expected resultsare ofimportance, suchas: continuous capacity
building of public administration in relation to gender equality (specific goal 1.1),
systemicand sustainableimplementation of gender-responsive budgeting on central
and local level (specific goal1.2), 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
andinternal affairs, and increasing the participation of womenin peacebuildingand
humanitarian operations (specific goal 2.7).

Law on Administrative Officials:*® 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
asadministrative servants. Institutions have an obligation to plan the employment
of administrative officers, for which the head of the relevantinstitution prepares an
annualemploymentplanforthe next calendaryear. The procedureforemploymentofan
administrative servantstartswithanopen callthrough the AgencyforAdministration.
Aspeciallyformed commissionforthe selection of candidates decidesforemployment
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 genderequality are mentioned onlyin
thegeneralexam. Following theexams, the best candidatesareinvited foraninterview,
afterwhich thecommissionforselectionis preparingalist with the best candidates,
of which one is selected by the responsible person from the institution (Minister,
Directoretc.)to beemployed. The procedurefor promotion of administrative servants
is initiated by the head of the institution (Minister, Director, etc.) or an appointed
responsible person. Special commission for promotionis 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 areinvited to an interview. After the interview, the commission makes a
list of the best candidates and suggests thefirst candidate to the responsible person
of theinstitution, who makes thefinal decision for the promotion.

7 Official Gazette of the Republic of North Macedonia no.170/2022.
#  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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Whenitcomestolabourrights, thelawthatisapplicable toallemployeeswithinthe
institutions, including the Army, is the Labour Law.° This Law contains provisions
for protection againstdiscrimination, including based on sex, ethnicity, age, health
ordisability, religious, political or otheropinions, trade union membership, national
or social origin, marital status, property, gender orientation or other personal
circumstances, including pregnancy.According tothe Law (Article 6), womenand men
must be givenequal opportunitiesand treatment regardingaccess to employment,
including careeradvancementand on-the-jobtraining, working conditions, equal pay
forequal 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 thecommitment set withtheWPS agenda, North Macedonia developed
its First NAPfor theimplementation 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 theactive role of womenand promoting genderequality. The
Second National Action Plan for theimplementation of UNSCR 1325 for the period
2020-2025 wasadoptedin July 2020, appointing the Ministry of Defence in charge of
coordinationof all activities planned forimplementation. Otherinstitutionsincluded
intheimplementation of this NAPare: Ministry of Labourand 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
Protectionand Rescue Directorate. All theinvolvedinstitutions have a responsibility to
develop operational plansforimplementation of the NAPand to also provide reports
every sixmonths on the progress of theimplementation of the operational plans. The
second NAPenvisages 5 strategic goals, containsfive specificgoals, allgender sensitive:

Strategic Goal1is connected to Leadership - Gender transparency in selection,
maintenance and promotion of leadership positions;

Strategic Goal2is connected to Participation-Genderinclusion, equalityand
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 5is connected Communication, educationand training - Effective
and comprehensive communication, educationand training of theWPS agenda
(asacross-cutting Strategic Goal).

2 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-
governmentunits (LSGUs) to develop operational implementation plans, whichisa
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 establishedin January 2021 with a decision
of the MoD and renamed in November 2021as the Working Group for Coordination,
Monitoring and Evaluation of the Implementation of the Second NAP.

Law onWeapons:°regulates civilian possession of firearms. In otherwords, provisions
of this Law do not apply to armaments and military equipment, or to weapons and
ammunitionintendedforthe needs of the Ministry of Defence, the Army of the Republic
of North Macedonia, the Ministry of Internal Affairs, penitentiary institutions, and
otherstate 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.
AccordingtoArticles of the Law, firearmsand ammunition may be procured only witha
licenceissued by the MolA.According toArticle 9, authorization toanatural personfor
theacquisition of firearmsisissued based on a previously submitted written request,
providing that the natural person meets the following requirements: has reached18
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 ajustified reason
for procuring the weapons; has technical knowledge of proper use, storage, and
maintenance of weaponsand knowledge of weaponsregulations; and hasaresidence
on the territory of the Republic of North Macedonia with avalid ID card. Article 13 of
the Law specifies thefollowing reasons asjustified forapplicantsinacquiringfirearms:
protection of their personal safety, or the safety of theirfamily or property, if they are
seriously endangered, or if the nature of applicant’s working position is such that it
may endanger his/herlifeand property; if the personisanactive memberof a hunting
and sports shooting association; if the person is a weapons collector; if thereis a
final courtdecisionforinheritingweapons; if the person was awarded a weaponasa
result of official matches in hunting orin the sport of shooting; orif the weapon was
awarded by state institutions, international organizations, or by a foreign country
stateinstitution. Authorizationfor procurementof firearm parts and procurement of
ammunition may beissued to natural orlegal personswho hold avalid firearmlicence
or licence for possession of firearms (Article 8 para.2). The conditions that apply for
firearm acquisition are also applicable forammunition acquisition.

AccordingtoArticle12, the Law considers that thereisadangertothe publicorder, inter
alia,inboth"domesticviolence”and the"severe disruption of family relationships”; thus
both are considered as groundsfortherejection of anapplicationfortheacquisition
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
institutionsinaccordancewith Articlegitem 5. Analysis shows that security vetting
procedures do not provide firm and comprehensive guidance on theassessmentasto
whetherfirearms could be misused ina domesticviolence context, unlessit has been
reported. Forinstance, thelegislation does not mandate thatinterviews be conducted
with currentand former partnersand otherfamily 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
SocialWork orfor checking theapplicant’s history of domestic violence.3' According
toArticle21afterthevalidity of alicence expires (thevalidity periodis up to tenyears,
or for persons older than 65 up to five years), the weapon licence may be extended
uponawrittenrequestof the holder, submitted to the competentauthority nolater
than the day of its expiration.3? The“"domestic violence” and the “severe disruption
of family relationships”are considered as groundsfor therejection of an application
fortherenewal of a licence to possess a firearm, as well as for purchasing a firearm
and/orammunition acquisition. If a request for the extension of aweapon licenceis
refused, theapplicant hastheright toappeal to the commission withinisdaysfrom
the day of the receipt of this decision.33

The Law onWeapons 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 afirearm.

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.

3 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.

2 |bid.

3 |bid.

3 |bid.
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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 possessalicenceforcarryingweaponsand can useonly 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 weaponsin
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 weaponin good condition, to handleit carefully, and to keepitin a way
that will prevent the access of unauthorized persons (Article 28). However, further
legislative guidanceis required to ensure detailed standards and procedures for the
safe storage of both firearms and ammunition.s

The legislation has regulated procedures of relevant institutions (Centre for Social
Workand police) in cases of domestic violence when firearms have been used or when
therehasbeenathreatof theiruse, aswellasin casesinwhich theaccused perpetrator
was authorized to possess, carry, or use weapons. Based on the risk assessment,
possession, use, or threat withafirearmin domesticviolencesituation, all constitute
grounds for temporary seizure of the weapon, and consecutive confiscation, if
justifiable reasons are established.3® 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
byacivilian, the Centre for Social Work assesses whether the perpetrator possesses
weapons (legal orillegal), while the police assess whether the perpetrator has used
aweapon orotherobject or threatened such use. Thisindicates 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.”

35 |bid., p.9.
% |bid., p.9.
¥ |bid., 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 g para.1item 3 is determined by a medical examination and must be proved
by a medical certificate which cannot be older than oneyear. The Minister of Health,
inagreementwiththe Minister of Internal Affairs, hasalegal obligationto prescribe
thetypeand mannerof performing the medical examination to determine the health
ability to possess and carryaweapon, thelist of diseases and health conditions that
make the personincapable of possessing and carrying a firearm, and the mannerand
procedure of issuing the medical certificate. The assessment coversawide spectrum
of disease categories, however whetherthese categoriesare linked to or sufficiently
indicative of arisk that domesticviolence could occurrequiresfurtherconsideration
by relevant professionals.®

Protection measures contained in the Victims Safety Plan include the temporary
seizure of firearmsand firearm licences fromthe accused perpetrator, whereasin cases
inwhich the perpetrator hasaccess to or handles service firearms as part of his/her
professional duty, theemployerisinformed aboutthe reported domesticviolence.

According to Article 75 of the Law on Weapons and the Rulebook on Weapons and
Ammunition Formsand the Manner of KeepingWeaponsand Ammunition records, the
MolAkeeps records of the datafromtheapplication forms, permits,andapprovalsina
total of 21registers. The currentform of registers does not provide data disaggregated
by sex.#° 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:4'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
forobtaining consentfor carrying out development, production and trade of military
goods, permitsand certificateforimplementation of internal compliance programme,
the obligations of the persons involved in development, production and trade of
military goods, the competences of the bodies involvedinthe proceduresrelated tothe
development, production and trade of military goods, as wellas the protectionand the
security of thedevelopment, production and trade of military goods (Article1). Gender
ismentionedonlyinArticle 57, stating thatwhendecidingwhethertoapprove or reject
arequestforissuanceof a permitforconducting tradein military goods,“the Minister

® |bid, p.41.

% |bid., p.9.

4 |bid., p.10-11.

4 Official Gazette of RNM, no. 298/2021
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of Economy and the Commission take into account all of the relevant circumstances,
interalia, [...] respect of international rights in the country of final destination, as well
asrespectofinternational 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:# 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 thatare owned by
thelegal entity they are employed by.# 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.#Article 55 of the Law states that the use of firearmsis prohibited
in the following cases: if it endangers the lives of other citizens; against a pregnant
womanwhose pregnancyisvisible, a childand an elderly person, unless these persons
directly threaten the life of the security guard or the person being guarded with
firearms orotherdangerous means; and during publicgatherings and otherevents.
The Law does not contain specific provisions regarding procedures if an employee s
accused of domesticviolence. However, the provisions of the Law onWeapons apply
here, and the procedureis thesameaswhenany civilian commits domesticviolence.*s

Law on Fire Fighting:4¢ Regulates the formation, organization and operation of
firefighting units, voluntary firefighting associations, procedure for conducting
firefighting, as well asthe conditionsfor production, puttinginto useand 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 voluntaryfirefighting
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 a 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
volunteerfirefighter course. Thereis noinformation onwhatcriteriahas beenapplied
for this age differentiation for men and women.

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

4 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.

4 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

4 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:#¥ 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
weaponsareregulatedinArticle 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 MolA, performs a security check before their
employmenttodetermine the presence of a security risk. The type of service weapon
carried by the members of the Forest Guard Serviceand the manner of using an official
weaponisregulated by the Ministry of Agriculture, Forestry, and Water Management,
inthe Rulebook on the Official Uniform, Identity, Type of Official Weapons Carried by
Members of the Forestry Service, and the Manner of Using Official Weapons.#The
uniform and the type of weapons carried by the members of the Forest Police are
prescribedin the Rulebook on the Uniform and Type of Weapons Carried by Members
of the Forest Police.» 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 2022-2024:5° The Strategy ascertains North Macedonia’s
commitmenttoensure prevention, control of weapons, ammunitionand explosives
andto eradicateillicit weapons proliferationin 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 saferenvironment
and control of small arms and light weapons in the society in order to improve the
conditions forimproving the general security in the Republic of North Macedonia.>
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
isanobstacle to socialand economic development.

The Strategy hasaclearintegration of gender perspective with several goals where
genderistaken 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 asimplementing the recommendation

4 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

4 Official Gazette of RM no. 112/2015

4 Official Gazette of RNM no. 57/2019

5o Available at: https://mvr.gov.mk/Upload/Editor_Upload/National%20strategy%20for%20SALW%20-%20ENG. pdf

s National Strategy for Small Arms and Light Weapons (SALW) Control and National Action Plan 2022-2024,
p.18.

30



from the gender screening report, ensuring that an analysis is conducted on the
implementation of national legislation and institutional practices on prevention of
domesticviolenceandviolenceagainst partners, and developing toolsand 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
toolsin thelegislation on firearms, participationin relevant training, makingarisk
assessmentfor 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
relevantlegislationandinstitutional practices for prevention of firearm misuseinthe
context of domesticviolenceand active partnerviolence/violence againstintimate
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
legislationandinstitutional practicesto prevent misuse of firearms in the context of
domesticviolenceandviolence byintimate partners, developing toolsand conducting
trainingsforrelevant professionalsforgrantinglicencesforgender-sensitive situations
and risk assessment for firearms-related domestic violence, developing preventive
measures toaddress genderand otherfactors thatdrive firearms demand and misuse,
particularly targeted at young men, and establishing mechanism for inclusion of
relevant gender mechanismsand civil society organizations working on GEand GBV
inthe 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
actionplans.
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Ministry of Defence and the Army - Guiding Policies and Documents

Law on Defences? 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
professionalworkfororganizing, preparingand commanding the Armyis carried out
by the Headquarters of the Army, as the highest expert body within the Ministry of
Defenceforissuesrelated tothe Army. The Law establishes responsibility forall state
authorities, when performing their defence responsibilities, to takeintoaccount the
appropriateandfairrepresentation of the members of the communities and to"take
careof thegender perspective”(Art. 21-a). Furthermore, Art. 26 item 8a states that the
Headquarters of the Army“shall ensureadequate and equal representation of members
of the community and shall take care of the gender perspective. However, the used
term“taking careabout the gender perspective”is somewhatunclearandisnotinline
with the terminology used in the Law on Equal Opportunities forwWomen and Men.

Law on Servicein the Army:s3 Thiscomprehensive Law regulates the status, rights,
obligations, dutiesandresponsibilities of the personnel servinginthe 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-sensitiveapproachand equal applicability towomenand menservinginthe
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. Participationin missionsand operationsin NATO and otherinternational
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
forperforming specific military service, a high-risk service, for special educationand
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 1 215/15 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 thelevel of education for the position towhich oneisassigned, duty,
work experience, army allowance and career pay allowance. Salary allowances
include allowancefor serving in shifts orrotations, high-risk service, specific duties
of particularimportance forthe Army, a special degree of education, and allowance
forrepresentation. The salaryis expressed in points as well.

Long-term Defence Capability Development Plan 2019-2028: 54Strategic document
forthedevelopment of thedefenceand military capacities of the Army and the Ministry
of Defence by buildinga 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
equalityand genderrepresentationindefenceinline with the Government's strategic
commitment and the strategic objectives of the National Action Plans for Gender
Equalityand NAPfortheimplementation of UNSCR1325. It states that gender should
be mainstreamed intoallaspects of thework process, human resource planningand
management, through establishing gender representation objectives for the next
tenyears, gender sensitization of all staff, with a special focus on commanding and
high-ranking personnel. Italso envisages that the gender training programme will be
improved as partof thetraining priorto participationinforeign missions, a programme
tobedeveloped toincrease the number of women who meet the established criteria
forleadershipand command positions,and measures to be takentoincludeagreater
number of women in overseas military operations and long-term projections on
theintegration of women into the structure without any restrictions. The plan also
includes separate chapters for logistics and infrastructure, but gender perspective
is notincluded here, and the document does not ensure that the different needs of
women and men will be metin thisimportantarea.

Strategy for Human Resources Management in Defence:ss The strategy is also
one of the fundamental documents in the defence sector, covering the period from
2019 t02027. Thevision of the Strategy is to support planned and targeted creation,
maintenance and development of professionaland motivated human potentialinthe
defenceandrational use of knowledge, competencies, and experiencesforrealizing
national defenceinterestsand successfully dealing withfuture security challengesand
supportingcivilinstitutions, with theintegration of information technology, artificial
intelligence and the management of organizational knowledge in the processes of
the system. Gender representationin the Ministry and the Army is defined as one of
theinternal positive factors that influence the management of human resources.

s 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 processesaredesigned to provide equal opportunities
fortraining, selection, placementand promotionalong the hierarchy of defenceand
fairethnicand genderrepresentation, inaccordance with socially accepted normsand
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
oneof thegeneral postulatesonwhichthe Strategyis built. Thedataincludedin the
Strategy does nothaveanintersectionalapproach and does not provide information
aboutintersecting gender, ethnicity, ortheage of womenand men representedin the
Armyand the Ministry. Furthermore, the Strategy does not provide a perspectivefor
strategic recruitment and promotion of women within the Army and the Ministry,
especiallyonjobsthatare mostly held or performed by men. Supportand care systems
forfamiliesis briefly mentionedin the Strategy, withoutan explanationastohow 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
doesnotincludeagender perspective. Gender mainstreaming in cybersecurity with
aclearunderstanding of the complexities of women's experiencesin cyberspace due
tostructuralinequalities, combined with accountability and political commitment,
may resultin more effective cybersecurity policies.s®

Guideline and Toolkit for Protection from Harassment in the workplace:s” The
Ministry of Defence has one of the most comprehensive guidelines for protection
from harassment and sexual harassmentin 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 andequal applicability with menand womenin the Ministryand the Army.
Thedefinitionsusedin the guidelineinclude the definitions for harassmentand 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 againstharassmentintheworkplace, emphasizing that harassmentwill 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 thattheinternal procedure does not exclude thedisciplinary
procedure or the court proceedings as other mechanisms for protection in cases of

6 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.

s 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.
Theinternal procedureincludes 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 befinished within 30 days afterthe complaintis submitted. There
isaseparatetabonthewebpage of the Ministry of Defenceforreporting harassment
named STOPHARASSMENT with information about the manner of reporting, gender
representatives, and otherrelevantinformation for reporting harassment.s®

Ministry of Internal Affairs — Guiding Policies and Documents

Law on Internal Affairs:s° regulates internal affairs, the general principles for
employeesinthe MolA, theorganization and competence of the Ministry, the status
and special duties and powers of employeesinthe MolA, the classification of jobs, the
cooperation, the control of the performance of the works in the Ministry, therights
and obligations from the employment contract, the material responsibility, i.e. the
compensationfordamageand thedisciplinary responsibility of the employees, as well
astheprocessing of personaldataandotherdataandrecordsthatarekeptinthe MolA.
Internal affairs, according toArticle 2 of the Law, comprises of: implementation of the
public safety system, preventing theviolent demolition of the democraticinstitutions
established by the Constitution, protection of life, personal security and security of
property of citizens, preventingincitement of national, racial orreligious 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 affairsand other matters. Article 8 of
the Law prescribes the principle of equitable representation of all communities and
genderrepresentation within the MolA.

Law on Police: ¢°regulates police affairs, the organization of the police, police powers
and the rights and obligations arising from the employment relationship of police
officersinthe MolAwhich are notregulated by the Law on Internal Affairs (Article1).
The basicfunction of the policeis to protect and respect the fundamental freedoms
and rights of all citizens, protection of the legal order, prevention and detection of

¢ See webpage of MoD: https://bit.ly/45KrzUF

s 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

6o 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. 294/2021and 89/2022
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criminal acts, taking measures in relation to prosecuting the perpetrators of those
acts, aswellas 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
eitherexofficio, on the order of a police officerin a higher position, on the decision of
acompetent court, orupon orderof the competent public prosecutor, inaccordance
with the Law (Article 36).

Strategy for Training and Development of the Employees in the Ministry of
Internal Affairs:® is a strategic document for the development of the capabilities
of MolAin 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, toincreased internal security in the
country. Theresponsible entity forimplementation of the Strategy is the Centrefor
Training of the Police. The Strategy containsfour priorities thatinclude improvement
of the centralized and decentralized training system, professional development of
trainers, modern technologies of learning in the practice of trainings in the MolA
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 MolA.
Gender equalityisalsoincluded as one of the basic values of MolA 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 opportunitiesfor
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:®* regulates the system for the protection and rescue
of people, theenvironment, material goods, natural resources, animaland plantlife
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 rescuedivided into urban-technicaland humanitarian and other
measuresfor protectionand rescue thatwould occurduringand after natural disasters
andotheraccidents. Applying genderlens, it can be concluded that the lawis gender
blind. Theonly mentioning of genderisinArticle42inrelation totheduty to participate
in the protection and rescue forces, stating that the all able-bodied citizens have
the duty to participateintheforcesfor protection and rescue, aged 18 to 55 for men

& 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 so 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.

Inorderto carry out protection and rescue operations against natural disastersand
other accidents, the Protection and Rescue Directorate has been established asan
independent body of the stateadministration with the capacity of alegal 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
activitiesinallfive strategicgoals, suchas: implemented gender principlein the career
development system of women leaders (1.1.3), inclusion of womenin therapid 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 (4.1.1and 4.1.2), etc.

Crisis Management Centre (CMC) - Guiding Policies and Documents

Law on Crisis Management:®3 regulates the crisis management system in the
country, organized and implemented for the purpose of prevention, early warning
and handling of crises that posearisk to goods, health and life of peopleand animals,
and are caused by natural disasters and epidemics or other risks and dangers that
directly threaten the constitutional orderand 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
resourcesintheeventofacrisis, aswell 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
(Article12). The work and composition of the Steering Committee as Government's
bodyforcoordinationand managementof the crisismanagement systemis regulated
with Articles13-16. The composition of the Assessment Group reflects the equitable
representation of thecommunities (Article18 para.2). The CMCis established with the
Law on Crisis Management asindependent body with mandate to ensure continuity
ininterdepartmentalandinternational cooperation, consultationand coordination

& 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
allrisks and dangers to the security of the country, propose measures and activities
toresolve 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, guidelinesand recommendationsfortaking preventive measures, as
wellasforthe most optimal handling of a crisis situation, anassessment of the threat
tothesecurity of the countryfromallrisksand dangersis developed and adopted by
the Government. Applyinga genderlens, it can be concluded that the law is entirely
gender blind without any specific gender-specific provision.

The Operation plan of CMCinrelation to the Second NAP of the Republic of North
Macedonia for the Implementation of UNSCR 1325 2020-2025 covers activitiesin
all five strategic goals, such as: establishing a position of coordinator and deputy
coordinatorforequal opportunities within the Regulation onjobs 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. Findings

Situation in North Macedonia

The Gender Equality Index Report for North Macedonia 2022% indicates a score of
64.5 points (out of a maximum of 100) and shows anincrease of 2.5 points compared
tothe previous measurementin 2019. Itfurtherstates thatif progressis achieved at
this pace (2.5 points every four years), the country will need approximately 57 years
toachieve genderequalityin all domains.

According to the Regional Cooperation Council (RCC) Securimeter 2023,% 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
percentagescompared tothe otherWestern Balkanresidentsinvoiced concernsabout
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, drugsand 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 thefeeling of security. Regarding gun ownership, 7% of respondentsin North
Macedonia would consider owning a gun, while 64% would consider owninga 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 naturaland human-caused disasters, the mostimpactful forrespondents
from North Macedonia are low awareness of citizens of safety and protection (39%),
climatechange (39%), low quality buildings (35%), and weakness of governmentand
localinstitutions (31%). North Macedonia has the highest proportion of respondents

6 Bashevska, M. 2022. Gender Equality Index for North Macedonia.
6 Available at: https://www.rcc.int/pubs/163/securimeter2023public-opinion-survey-on-security
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(20%) who are not familiarized with the main natural and human-caused disasters
risksintheirarea, whileonly 3% responded that they are wellinformed (the average
forthewholeregion).

There are around 180 thousand pieces of registered firearms in North Macedonia.®”
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,® while in
2020, outof10,217applications 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
aspneumaticweapons.®n2016,172,790 menand 914 women held firearm licences,
while between 2012 and 2016, men acquired 99.1% of all licences, compared to 0.9%
acquired by women.”° However, itis estimated that the number of firearmsin civilian
possession is much higher, with more than 450 thousand unregistered firearms,
bringing the estimate to 29.8 firearms per100 personsin 2017, which in simple terms
means that 30 out of 100 people have a weapon and only 8 of them have a licence

or possession.” Furthermore, 97.7% of firearms-related crimes were committed by
men, compared to2.3% committed by women, while men also make up the majority
of victims of firearm-related homicides, 76% of all homicides.”?

North Macedonia, with 29.8 firearms per 100 people, isamong 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 1woman were accused of murder, 533 men and 56 women were
accused of bodily harm, 116 menand 3 women were accused of grievous bodily harm,
and 96 menandi1woman were accused of unauthorized manufacturing, possession,
trading and brokerage of weapons or explosive materials.”? Furthermore, men are
theonly perpetrators of rape (14 men accused), sexual assault uponachild underthe
age of 14 (16 men accused), and torturing animals (13 men accused).”*

% All data from RCC Securimeter 2023.

& National Strategy for Small Arms and Light Weapons (SALW) Control and National Action Plan 2022-2024, p.13.

% |bid.

% |bid.

7 |bid., p.16.

7 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.

7 MakStat database. Accused adult perpetrators by criminal offences, type of decision and sex, by year.

7 |bid.
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ANALYSIS ON GENDER AND SECURITY
IN NORTH MACEDONIA

Everythirdhomicidein North Macedoniais committedinadomestic context. Between
2012and 2016, 42 persons were killed by family members, which accounts for32.8% of
allhomicides in the country.’> Out of all murders committed in a domestic context,
23.8% were committed by intimate partner.”®Violence by intimate partnerwith alethal
outcome disproportionately affects women (66.7% of women killed in a domestic
setting).”” 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 t07.9% in 2016.78

According to MolA,7?in 2023, there was an increase of 27.7% of murders compared to
2022, with 23 murders committed, g of which in Skopje. 21 of the murders have been
resolved, with 20 perpetratorsaccused, allmen. Five of the murders were committedin
domesticviolencesituationsandin 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,%° a total of 18 murders
were committed, of which swithfirearms. Thevictims of these crimes were18 people,
of which16 maleand twofemale. The oldestvictimwasa 93-year-old man, theyoungest
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.

sl

75 National Strategy for Small Arms and Light Weapons (SALW) Control and National Action Plan 2022-2024, p.17.
75 |bid.

7 |bid.

7 |bid.

7 Ministry of Internal Affairs, Annual Report 2023.

g Ministry of Internal Affairs. Annual Report 2022.
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According to data from the Ministry of Internal Affairs,®' in 2023, a total of 1082
criminal actsinrelation to domestic violence were committed, of which 5 murders,
oneattempted murder, and 30 acts of grievous bodily harm. Of perpetrators of various
criminalacts,1001are menand 96 arewomen, and the majority are husbands (414),
sons (195), and ex-husband (72). Murders were committed with cold weapon, while
therewere3oactsof bodilyinjuryand 27 cases of endangerment of safety committed
with cold weapon. Forcomparison, in2022, MolAregistered seven murdersand two
attempted murders, in a total of 1117 criminal acts related to domestic violence. The
method used in committing these crimesis most often by use of physicalforceonthe
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 &2

Analysis of cases of femicides in North Macedonia® 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 afirearm. Another research®analysing17 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.

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
opportunitiesforwomenand men has beenimplemented inthe MoD and the Army,
andwomenareenrolledinthe Military Academy. Gender equality isone of the priorities
forthe Ministry of Defence and the Army, which was confirmed by the key informant
interviews (KllIs), butitcanalso be seen through the analysis of the policy framework
and the representation of women, which progressed over the years.

Progressisalsovisibleinthe number of women represented as professional soldiers
from 6% to 6.3%. Itisimportant mentioning thatin the period from 2017 until 2024,
the Ministry of Defence and the Army were headed by women ministers.

& Statistical analysis 2010-2023: https://mvr.gov.mk/page/statistiki

8 Ministry of Internal Affairs. 2022 Annual Report, p.44.

8 UNDP. 2021. Analysis of cases of femicides — murders of women in the Republic of North Macedonia 2017-2020.

8 Gaber-Damjanovska, 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..51and 106.
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In 2023, 11.2% of personnel in the Army were women, anincrease from10.6%in 2022
and10.2%in2021.85Ina period of twoyears, from 2021t0 2023, the number of women
officerswithinthe Armyincreased from16.5%t018.9%, while the number of women
non-commissioned officersincreased to12% from11.7%in 2022 and 11%in 2021.8The
number of women professional soldiers alsoincreased —in 2023 itwas 6.4%, in 2022
5.9%,andin 20215.5%.87Inthetotalgenderrepresentation of employeesinthe MoD
in2023, 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 1% are women .88

mznllggl.llrl;ltlr ?)? ;I?t"/tﬁfMacedonia ALz Ak e
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 forimplementation 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 2019.8% North Macedonia is
also getting closer to the NATO average of women's representation in the Armies of
NATO members, whichis13%.2° However, genderinequalities aresstill presentin 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 theKills. It
wasnotedthat, alongside theincrease of the share of womenin the Land Forces units,
further steps should be taken toincrease the number of women in higher positions
intheAir Force, e.g., thereare nowomen pilots in the Army. However, interviewees
indicated that women take on leadership positions more often thaninthe previous

8 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.

8 |bid.

& Ibid.

8 Ministry of Defence. 2024. Annual report on the progress of the situation with equal opportunities for
women and men 2023.

8 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. Forexample, 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.?' 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 menand women have the sameorsimilarcompetencies, preference to be given
towomen.Another measure that canencouragewomentoapply forleadershipand
managerial positions is tointroduce a mentorship programme. It was noted by the
Klls 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,
developinga mentorship programme should be one of the priorities of the MoD and
the Armyinthefuture.

Theintervieweesindicateanincreaseinthe participation of womenin peacekeeping
missions (including UN, NATO, and EU missions). In 2023, the percent of women
ininternational missions was 4.6%, increase from 2.8% in 2022. Additionally, three
women from the MoD were deployed to work in the NATO Headquartersin 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 menand women equally, meaning that women and men are equally informed
and genderisnotanobstacleforawoman to be selectedfora peacekeeping mission,
whereas in the past gender stereotypes were more present. However, the process
of deploymentis very short, without much time for preparation, which might limit
womeninthe Armytoevenapplyfordeployment.Thereasonsare mostlyrelated 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
itis not fully mainstreamed through concrete measures and actions in different
areas. Thelegal frameworkfor non-discrimination and gender equality is positively
influencing thework of the MoD and the Army, but further changes are needed, most
importantly, the position of the coordinator for equal opportunities needs to be

9 SEESAC. 2021. The Position of Women in the Armed Forces in the Western Balkans. UNDP.
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systematized asa separate work position higherin the hierarchy of the institutions.
Currently, the position of coordinatorforequal opportunitiesisan 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 otheris on an advisory level,
performed bya military person.Theinternalgender machineryalsoincludesaworking
group forgender mainstreaming, working group forimplementation of the second
NAP for the Resolution 1325, gender trainers, gender representatives, and gender
mediators. Gendertrainersareresponsible for providing trainings on genderequality,
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 harassmentintheworkplace. The number of peoplethatactas
gender representatives is 36, of which17are in the MoD (5 men and 12 women) and
19 arein the Army (1o women and 9 men), while the number of gender mediatorsis
24, of which 13 are in the MoD (9 women and 4 men) and 11 are in the Army (7 men
and 4women).

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 reportsexual harassment. One of thereasonsis that the Guidelineis not fully
gender-sensitive and does notincludevictim-based approach, especiallyin the part
of the definition of the internal procedure as consensual, and in the possibility for
victimstoreportdirectlytothe"harasser.” Furthermore, the Guideline does not clearly
explainthe 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, orinformation on the outcomes of
theinitiated cases, which signals lack of transparency. Existing gender stereotypes
and prejudicesarelimitingmanyvictimstoreportharassment,and, atthesametime,
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 systematicapproachforraisingawarenesson
theimportance of genderequality and capacity building, especiallyfor theleadership
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 nightworkis notallowed for mothers of children undertheage of 3, which limits
women inundertaking professional tasks and roles and reconfirms the genderrole of
womenasthe main caregiverinthefamily. Inthe context of MoD and the Army, this
is especiallyrelevant, considering thatin many cases both partners/spousesworkin
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MoD and/orthe Army.Anotheraspect that negatively affectswomeninthe Armyand
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 tomen, sincetheyarethe onesthat, most often, aretaking parental leave.
Thismeansthatwomen exercise theirrightto pension latercompared to men solely
duetothe use of parental leave.®?

In terms of selection and recruitment in the Army for professional soldiers and
candidatesinthe Military Academy, the criteriaareadjusted 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.?? According to the data available
in the Annual report for the implementation of the NAP for Resolution 1325, on the
public callfor professional soldiers conducted in 2022, of the total number of selected
soldiers, 9% werewomen. Thisis a positive trend compared to the average of female
professional soldiers which currently amounts to 6.3%. Furthermore, in the public
callsforcandidatesinthe Military Academy;, itis stated thatinthe 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, whichis considered as an affirmative measureforinclusion of women and
minorities. This principleisimplementedin practice if we consider the last published
dataonselected candidatesforthe Military Academy, with 21% women. Furthermore,
aftercompleting the coursefor officers for the needs of the Army, whichis organized
atthe 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 formen and women in all sizes, and the only uniform that is
adjusted to the specificneeds of menand womenis 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 afterthe sixth month of the pregnancy, as the practice shows. Thereis no
special policy about the steps that should be takenin the period of pregnancy, so that
potential discriminationisavoided, 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.

9 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/2021/1/Pravilnik-za-fizicki-proverki-Sl.-vesnik-br-
147-0d-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 changesin the infrastructure have
been madeinthelastsyearsand most of themincluded 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 changesin 2022, which included the special needs of young women
andmenintheworkingandaccommodationrooms. However, these changesare 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

Thenumber of police officersin North Macedoniain 2022 reached 347.6 peri00,000
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

officersin1992. In 2022, 79.5% of the total Overall gender representation

number of employees in the MolA were in the Ministry of Internal Affairs
men, while 20.5% were women. %5 In the (for the period 01-12.2022)
period between 2021and 2022, the overall

number of womeninthe MolA progressed 20.45%

slightly from19.9%in 2021t020.5%in2022.

Of the total number of men employed in
the MolA, 49.7% are uniformed personnel,
17.3%arenon-uniformed personnel,7.3%are
authorized, whilethereare 5.2% employed
in other positions. Of the total number of
women employed inthe MolA, uniformed
personnel are 7.5%, hon-uniformed are
4.6%,authorized are 6.9%, whilethereare
1.4% of employed women categorized as
other personnel.?® This data shows that
women are underrepresented at all levels
within the MolA.

% North Macedonia 2023 Progress Report.
9% MolA. Annual report on the progress of the situation with equal opportunities for women and men 2022.
% MolA. Annual report on the progress of the situation with equal opportunities for women and men 2022.
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FIGURE 2
Gender representation in the Ministry of Internal Affairs
(for the period 01-12.2022)
49.74%
17.32% .
7.50% T 1.33% 692%  5.16% 144%
| — I . —
Uniformed Non-uniformed Authorized Others
persons persons persons

Furthermore, theintersection between thedataongenderandethnical representation
shows that the gender gap among employees is high across all ethnic groups and
widestinthe Albanian community whereforevery nine menemployedin the security
sector, thereisonly onewoman employee. Women from Turkish, Serbian, Romaand
Vlach communities are substantially underrepresented (less than one percent of the
total number of employees from each ethnic group).

FIGURE 3
Representation on gender and ethnicity in MolA - 2022
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Source: MolA. Annual report on the progress of the situation with equal opportunities for women and men 2022.
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Overall, as of September 2023, within the MolA, 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
particularlyvisibleincommand positionsin police stations, where out of atotal of 8o
police stations, women held the rank of police commandersin onlyfive.?” According
totheavailabledata, it can be concluded that the representation of womenis highest
atthe lower positions as support professional employees.

The Ministry of Internal Affairs hasa strategicapproach whenitcomesto theinclusion
of womeninthe police, whichisinaccordance with the Law on Policeand the strategic
documents. Interms of selectionand recruitmentinthe 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 thereis no
predetermined quota. However, compared with the available data from 2010,%®
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'srepresentationinthe policeisonly 6%, whilefor uniformed police officers it
islessthan2%. Suchincreaseisinsignificantand shows that the measures taken for
employmentand representation of women within the police need to be re-evaluated.
When it comes to representation of womenin 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
otherissues, duetothelack 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
genderstereotypesisthatwomenarethe oneswhochoosenottoapply formanagerial
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
genderequalityand the needforcapacity building which showed thatwomenwant
toadvancein the workplace and be more involved in decision-making positions.'°
In line with this, some of the existing policies confirm the existing stereotypes and

7 UN Women. 2023. Country Gender Equality Profile of North Macedonia.

9% SEPCA. 2010. Establishing a Network of Women — Police Officers from Southeast Europe, Research
findings.

9 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

20 |nformation shared by the President of the women'’s section of the Police Union.
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strengthen the position of women as primary caregiversinthe home. The Collective
Agreement of the MolA'™ stipulates that any work longer than the regularworking
hours and night work is not allowed for mothers of children under one year old and
pregnantwomen, which limitswomenin undertaking professional tasksandroles.
Another critical provisionis the one-time compensationfor newborn oradopted child
available only formothersworkingin MolA (Article 201 of the Collective Agreement). A
positiveaspectforsupportofyoungwomenwho enterthe policeforceis theexisting
mentorship programmewhichincludes training on gender equality, communication
and leadership skillsfor mentorsand mentees. Additionally, the Collective Agreement
prescribesafinancialincentiveforthe personsdesignated as mentors with a decision
by the minister (Article 202).

Interms of the policy framework, genderequality is presentasaguiding principlein
most of the strategic documents of MolA, butitis not fully mainstreamed through
concrete measures and actions in different areas. The legal framework for non-
discriminationand genderequalityis positively influencing the work of MolA, 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
coordinatorforequal opportunitiesasa separatework position higherin the hierarchy
of the institution. The gender machinery within the MolA consists of coordinator
forequal opportunities, deputy coordinatorforequal opportunitiesand18 certified
trainers on genderequality responsibleforraisingawarenessand building the capacity
of police personnel on the issues of gender equality and gender mainstreaming in
the ministry. However, itis evident that the coordinatorforequal opportunitiesand
the women'’s section of the Police Union are notincluded in the policy development
processes, exceptfor policies or processes thataredirectly related to genderequality,
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 forequal opportunities, they receive trainings which are mostly
organized by external actors, national or international civil society organizations.
Thecurriculum for basic trainingfor police officers for theyear2023includes a gender
equality componentwithadurationof 6 hours, and another component focused on
measuresand activities related todomesticviolence, including capacity building for
providing gender-sensitive support services, with a duration of 14 hours.

The system of the MolA 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 ministerto mediatein
casesof reported harassment, andif the procedure of mediation ends unsuccessfully,

o 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 Departmentacts in the occurrence
of illegal, unprofessional andincorrect behaviour of police officersin the performance
of police work, or authorized officials in the performance of special duties and
powers. However, noinformationisavailable whether capacity-building trainingsfor
preventionand protection fromdiscrimination, harassmentand sexual harassment
have been provided for the employees of this department. The existing policies do
notclearly explainthe support provided to thevictims during the procedureand 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, norinformation about the outcomes of theinitiated cases, which signalslack
of transparency. Existing gender stereotypesand prejudices can belimiting victimsto
report,and, atthesametime, they couldimpactmenwhoareinleadership positions
toavoidrequesting supportoradvice from the genderfocal pointsonissuesrelated
to gender equality, including sexual harassment. Therefore, a more systematic
approach forraising awareness on the importance of gender equality and capacity
building, especiallyfortheleadershipand managerial roles within the MolAis needed.
Furthermore, aninternal specialized mechanism should beintroduced to deal with
cases of sexual harassment.

When it comes to the physical appearance of police officers, uniforms are available
formenand womenin all sizes, and thereis a general perception that uniforms are
adjusted towomen’s needs because skirts are part of the uniform. However, parts of
theuniforms, suchastactical vests, helmetsand certain harnesses, are notadjusted.
Also, there are no adjusted uniforms for women during pregnancy and thereis a
negative attitude related to wearing uniforms during pregnancy since uniformed
female police officers have to carryagunalongwith the uniform. During this period,
women areallowed to usecivilian clothes upon request, but mostly after some period
of the pregnancy, as the practice shows.Thereis no special policy about the steps that
should betakeninthe period of pregnancy so that potential discrimination could be
avoided, butalso to ensure that the principle of reasonable accommodation will be
implemented in practice.

Finally, theinfrastructure of thefacilities under the MolAremains unadjusted when
the special needs of women and men are considered. Separate toilets for men and
women are notavailable, despite the fact that this has beenidentified and reported
asaneed by womeninthe police.
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Protection and Rescue Directorate

In2021, the Protectionand Rescue Directoratein 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
representation31.3% arewomenand 68.7% are men, whilein management positions
32.2%arewomenand 67.8% are men.'*Thereare no changesin 2022'°3and 2023.7°4

Gender representation in management Overall gender representationin the

positions representation in the Protection and Rescue Directorate
Protection and Rescue Directorate
32.20% 31.33%

i 67.80% 68.67%

InPRD, women are notrepresented in civilian missions, international organizations,
norintherapidresponseteams.Thesearecritical areas wherefurtheractions should
betaken, which was also noted by the Coordinatorfor Equal Opportunities of PRD.'°>
Ninewomen participated in the programme for development of their capacities.'®®
Thereisverylimited available data on genderrepresentationin PRD.Theinstitution
does nothaveinternaldocumentson genderequality and policiesand measuresfor
protectionfromsexual harassmentand gender-based discriminationintheworkplace,
which was also confirmed by the Coordinator for Equal Opportunities. Instead,
in cases of potential discrimination, measures are taken by the human resources
departmentand the legal department.

<]
°

Annual report for 2021 for the implementation of the NAP for the implementation of UNSCR 1325 (2020-2025).
Annual report for 2022 for the implementation of the NAP for the implementation of UNSCR 1325 (2020-2025).
Annual report for 2023 for the implementation of the NAP for the implementation of UNSCR 1325 (2020-2025).
°5 |nterview with the Coordinator for Equal Opportunities of PRD

°6 Data from the Operational plan of CMC in relation to the Second NAP for the Implementation of UNSCR
1325 2020-2025.
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Crisis Management Centre (CMC)

The Crisis Management Centre had a femaledirectorin the period 2015-2016, while all
otherdirectorsand deputy directors have been men. In 2021, theCMChadin total 288
persons employed, of which elected position were two, managerial positions were
41,and non-managerial positions were 245. According to the CMCreportfor2023,'”’
asof July 2023, 32% of the total number of employeesin CMCare women, while 68%
aremen. Interms of genderrepresentation in management positions, thereare35%
women in management positions, compared to 65% men.

Overall gender representationin Gender representationin
the Crisis Management Centre management positionsin
the Crisis Management Centre
32.03% 35%

’ﬁ‘ 67.97% 65%

Compared to the data from 2021, there is an increase of the percentage of women
employeesin CMCformorethan 5%, whichisa positive trend, but still not sufficient.
AccordingtotheFirstannualreportonthelevel ofimplementation of the NAPfor the
UNSCR1325for2021, inthe overall gender representation in the Crisis Management
Centre, the women represented 27.1% of the total number of employees.

Furthermore, theintersection betweenthedataongenderandethnicalrepresentation
shows thatthe gendergapamongemployeesiswideacross mostethnicgroupsand
widest for the Albanian community. In the smaller percentages of employees from
differentethnicgroups, thereisequal number of menand women of Bosnian ethnicity,
while there are more Roma women employed than Roma men. However, these
groupsrepresentlessthanone percent of the total employeesfrom each ethnicgroup.

°7 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
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FIGURE 8
Comparative ethnicity / gender representation i ‘
in the Crisis Management Centre (2021)
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In terms of employment by position, the situation is most concerning in the
inspectorate department, where nowomen are represented.

FIGURE9
Gender representation by position in the Crisis Management Centre i i
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The assessment shows that CMC does not have internal documents on gender
equality, whilethereisa Rulebook on protectionfrom harassmentin the workplace
adoptedin2020."98

°8 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.
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Theanalysis makes clear that the two NAPs have contributed toincreased awareness
and support for the women, peace and security agenda and UNSCR 1325 in North
Macedonia. Thisalsorelates toits focus on female leadership and women'’s political
participation.

However, genderequality interventionsare not without challenges. Several obstacles
hamper North Macedonia's efforts towards successful gender mainstreaming. Firstly,
the security sectorisstill 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
advancementand promotionindecision-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.

Anotherissue that affects the implementation of the NAPs is the lack of adequate
resourceswhichlimitstheinstitutions'ability to offeradequate and relevant funding
forimplementation, 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.
Practiceshowsthatthereis no proper monitoringand evaluation process. This gives
theoverallimpressionthatno onetakes responsibilityforthe outcome of the adoption
of thesedocuments, asif theiradoption becomes an objective per se. Therefore, there
isaneedforaclearerline of responsibility in relation toimplementation and a more
diligentmonitoringand 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
listof 26 quantitativeand qualitativeindicators 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 specificindicatorsinthe current NAP, including intermediateindicators,
will allow for the development of more specific baseline and target indicators in
future NAPs. Thiswillenableinstitutions to monitor NAPimplementation progress.
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Thesecurity sectorisstill largely perceived asa maledomain, especially at the
highestlevels, where thereisstilla majorunderrepresentation of women. This
islargely due to gender stereotypes that are prevalentin the society.

Gender mainstreaming has not been prioritized in the security sector reform
processesin North Macedonia. Thefocus on gender/women’sissues has mainly
revolved around getting more women to enrol in the army or police.

Thereis generally alow level of awareness of existing gender initiatives within
thesecurity sector—forinstance, womenemployedin the security sector were
often unaware of gender initiatives within their own institutions.

Adoption of thefirstand second National Action Plan1325are major milestones
for North Macedoniain thework ongender mainstreaming within the security
sector.

Findings underlined the existence of agood high-level coordination between
the governmentand the different stakeholders working on the WPS agenda.

Whilethe NAPfor UNSCR1325is a positive step forward, efforts should be taken
toinclude measurable outcomesand 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, suchas thelack of atheory of change, hinders the
implementation of the NAPfor UNSCR1325. Withouta clearlink between the
identified goals and relevant activities to achieve those goals, implementing
partieswilllack understandingand will face challengesimplementing the plan.

56



Further methodological gaps include lack of consideration for the chain of
results during development of the NAP forimplementation of UNSCR 1325.

Followingthe Instructionfor protectionagainst harassmentinthe 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
thewebpage of MoD, ensuringemployees can easily find detailed information
about the manner, measures and procedures for prevention and protection
fromharassment, aswellastheobligationsand the procedures of all categories
of employeesin the Ministry and the Army.

In2019, the Ministry of Defence, in collaboration with UNWomen, promoteda
videotitled"Womenand menin the Armyareequal” (available on the website
of the MoD) presenting theaims of UNSCR1325in a simpleand clear manner.
Thisisa positive example for promotion of genderequality to all target groups.

The curriculumforbasictraining of candidates for police officersincorporates
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 programmeimplemented by the Ministry of Internal Affairsisan
efficienttoolforempowerment of youngwomen withinthe police. This positive
example should be followed by the otherinstitutions 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'sintegration into the EU and the Member State
statusin NATO. These commitments significantly contribute to the Women, Peace
and Security agenda.

Whenitcomestowomen'srepresentationinthesecurity sectorandinstitutionsand
bodiesdealing with crisismanagement, the stereotypical perceptions that theseare
male professions still persist. This finding was confirmed with the data for the gender
representation presented in thisanalysis, which shows significantgendergapin 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
befollowed by the otherinstitutionsin 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 UNSCR1325. Despite the
efforts from almost every institution in the security sector, itis evident that further
work needs to be done. Sinceagood NAP represents a strategicroadmap tofurther
theimplementation of North Macedonia'sWPSAgenda, thereare few critical aspects
whichneedtobeincluded toassistthe countryinthealignment of the NAPwith UN
and EU standards, suchassufficientfundingfortheimplementation of the NAP, clear
monitoringand evaluation systems, aswell asintersectionalapproachinaddressing
gender equality.
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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 clearindicators and outcomes as well
as a monitoring and evaluation mechanism to harmonize the principles of UNSCR
1325into North Macedonia’s existing security policies and strategies obstruct North
Macedonia’s effortsand achievementsin promoting gender mainstreamingin peace
and security agenda.

On a more critical note, while the NAP has been developed to further the
implementation of UNSCR 1325, itremains questionable towhat 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 objectivesintoactions thatare responsive to contextual genderrealities.

Additionally, thelack of gender mainstreaming hasalsoinfluenced the wayin 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
linewith thelstanbul Convention, theirimplementation remains to be a challenge.
Furthermore, significantgaps can be observedin somerespects, especiallyinthearea
of provision of supportservicesforvictims 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 ininstitutions, agencies, and otherentities 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;’
suchassecurity. Significant efforts need to be dedicated to dismantling stereotypes,
promotingchangeinthesocialand cultural patterns, and eradicating harmful beliefs
and practices at all levels of the society.




7. Recommendations

Theimplementation of UNSCR1325is vital for North Macedonia, foritsimportance
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'sactiveinvolvementasaglobalallyin thewaragainst
terrorism necessitates strengtheningand enhancingwomen'sroleand participation
inthe 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 across-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
processfortheintegration of UNSCR1325in 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,
andYouthsinceJune2024), National Gender Machineryinstitutions, Ministry
of Defence and Ministry of Internal Affairs) to develop clear accountability
strategies and mechanisms forimplementation of UNSCR 1325.

61



Delineate clearer lines of responsibility in relation to implementation and
amorediligent 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. In2023,
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.'?

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 baselineand target
indicatorsin future NAPs.

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

Time-boundgoalsare 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
adequateresourcestofulfilits broad mandate, including providing the trainings
necessary forits staff to carry out their functions.

Ensure all relevant institutions apply a more systematic approach for
raising awareness on theimportance of genderequality and capacity building,
especially for the leadership and managerial roles within the MolA.

09 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), MolA and MoD, as well as in other
stateinstitutionsand agencies at national and local level to enhance culture
of peace and conflict prevention programmes.

Strengthen the capacities of the relevant ministries tointegrate UNSCR1325
intheir 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.

Recommendations forinstitutional 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 onissues related to gender equality and gender
mainstreaming in a meaningful manneris fundamental.

Strengthen the gender machinery structures in MLSP (Ministry of Social
Policy, DemographyandYouth sinceJune 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 theirinvolvement in the governance structures at all levels. An
effective toolforbuilding leadership capacities of womenis 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 policeforrisk
assessmentand 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 needforadjustmentsin
thearmamentand equipment should be conducted and, if needed, adjusted
toaccommodate women's needs.

[ &
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