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1. Pasqyre

1.1 Sfondi

Ka kaluar mé shumé se njé dekadé nga botimi i dokumentit Paketé e Moduleve pér Gjininé
dhe Reformat né Sektorit té Sigurisé nga DCAF, OSCE/ODIHR dhe UN-INSTRAW. Q€ atéheré,
dhjetéra mijéra personel té sigurisé dhe drejtésisé né mbaré botén jané trajnuar pér
baraziné gjinore né njé faré mase, shumé shtete né téré botén kané miratuar planet e
veprimit kombétar (PKV) pér Gra, Page dhe Siguri, dhe kané miratuar legjislacionin e ri té
réndésishém kombétar dhe standardet ndérkombétare pér t'i trajtuar pabarazité gjinore
dhe diskriminimi. Miratimi dhe zbatimi global i Objektivave té Zhvillimit té Qéndrueshém
(OZHQ) gjithashtu nxjerrin n€ pah nevojén pér geverisje té miré té sektorit té sigurisé (QSS)
dhe rolin kryesor qé luajné aktorét e drejtésisé dhe sigurisé né promovimin e barazisé
gjinore.

Vetédija dhe vémendja ndaj gjinisé dhe grave né sektorin e sigurisé dhe drejtésisé jané rritur
shumé gjaté dekadés sé fundit. Bilanci gjinor i shumé institucioneve té sektorit té drejtésisé
dhe sigurisé né mbaré botén éshté pérmirésuar, vecanérisht né shtetet jo-veriore.! Graté
jané graduar dhe jané forcuar mbikéqyrja e jashtme dhe mekanizmat e brendshém pér ta
sfiduar diskriminimin, ngacmimin, eksploatimin dhe abuzimin me bazé gjinore. Kéto masa
kané ndihmuar kéto institucione g€ té béhen mé gjithépérfshirése dhe pérfagésuese, dhe té
jetojné mé miré né detyrat e tyre t€ mandatuara pér avancimin e barazisé gjinore.

Sidogofté, si¢ déshmojné njé seri studimesh globale,? sfidat kryesore mbeten né arritjen e
barazisé gjinore dhe kapércimin e diskriminimit gjinor si brenda sektorit té sigurisé dhe
drejtésisé ashtu edhe né shoqériné e gjeré. Veprimi pér ta rritur gasjen dhe pjesémarrjen e
grave né drejtési dhe siguri ka mbetur nganjéheré tokenistike, duke mos arritur ndryshime
reale. PEér mé tepér, né shumeé pjesé té globit hapésira politike pér ta promovuar pérfshirjen,
baraziné dhe té drejtat e njeriut éshté nén presion pér shkak té rritjes sé sigurimit gé
lidhet me luftén kundér ekstremizmit té€ dhunshém dhe rezistencés aktive ndaj ndryshimeve
progresive shogérore pér té drejtat e grave dhe baraziné gjinore.

Kjo Paketé e re e Moduleve pér Gjininé dhe Siguriné, nga DCAF, OSCE/ODIHR dhe UN
Women bén bashké mésimet kryesore pér promovimin e barazisé gjinore né siguri dhe
drejtési. Qéllimi i Paketés sé Moduleve €shté té shkémbejé praktikat e reja dhe té sapo
dala, duke reflektuar se si jané zhvilluar ato. Paketa e Moduleve éshté hartuar pér té
ndihmuar institucionet e sektorit té sigurisé dhe drejtésisé pér té integruar perspektivén
gjinore: sektori duhet té lévizé pértej thjesht rritjes s€ numrit té grave, dhe té béhet mé i
vetédijshém dhe i pérgjigjet nevojave té ndryshme gjinore té té gjithé popullsisé. Né kété
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drejtim, vémendja ndaj nevojave, shpesh té léna pas dore, té grave dhe vajzave lidhur me
siguriné dhe drejtésiné duhet té jeté gjithmoné prioritet kyg.

Paketa e Moduleve pér Gjininé dhe Siguriné shpresojmé se té pérdoret nga shumé audienca
té ndryshme né shumé ményra. Mund t€ jeté, pér shembull, njé resurs i praktikave té mira
dhe mésimeve té nxjerra pér t'i informuar politikat, programet, strategjité dhe procedurat
e reja; njé burim idesh pér monitorimin dhe mbikéqyrjen; dhe njé referencé pér argumente
dhe prova pér ta pérkrahur avokimin dhe trajnimin.

1.2 Audiencat pér kété Modul

Ky modul éshté menduar kryesisht pér t'u pérdorur nga politikébérésit dhe praktikuesit qé
punojné me institucionet e sektorit té sigurisé dhe drejtésisé pér ta rritur baraziné gjinore
- gofté kjo barazi brenda veté institucioneve, apo e arritur pérmes punés s€ institucioneve
brenda shoqérisé. Disa pérdorues mund t’iu gqasen kétyre ¢éshtjeve pérmes zbatimit té
zotimeve pér Graté, Pagen dhe Siguriné (WPS) (shih Kutiné 1), ose né lidhje me njé proces
té reformés sé sektorit té sigurisé (RSS). Moduli gjithashtu synon té jeté mé i pérdorur
pér ofruesit e drejtésisé dhe siguris€, njerézit e pérfshiré né mbikéqyrje dhe menaxhim,
organizatat e shogérisé civile, media dhe studiuesit akademik.

Kutia 1: Agjenda Graté, Pagja dhe Siguria

Né vitin 2000 u bé kthesé rrénjésore me adoptimin e Rezolutés 1325 té Késhillit té
Sigurisé té Kombeve té Bashkuara. Rezoluta njohu qé graté dhe burrat kané pérvoja té
ndryshme né konflikt, nevoja té ndryshme pas konfliktit, kéndvéshtrime té ndryshme

mbi shkaget dhe rezultatet e konfliktit dhe sjellin kontribute té ndryshme pér procesin

e ndértimit té paqges. Mé pas, Késhilli i Sigurisé i OKB-sé adoptoi, né kohén e shkrimit té
kétij Moduli, edhe nénté rezoluta té tjera qé adresojné graté dhe konfliktin, qé sé bashku
pérbéjné Agjendén GPS. Caget e agjendés GPS jané:

+ promovimi i barazisé gjinore dhe forcimi i pjesémarrjes sé grave né vendimmarrje né
té gjitha aspektet e parandalimit té konfliktit, proceseve té pages, operacioneve té
pages dhe ndértimit té pages

+ pérmirésimi i mbrojtjes sé grave né mjediset e prekura nga konflikti dhe dhénia fund
dhunés seksuale té lidhur me konfliktin dhe mosndéshkimit pér kéto krime
+ sigurimi qé angazhimi ndérkombétar né mjediset e prekura nga konflikti adreson
nevojat specifike té grave dhe pérmiréson mbrojtjen e té drejtave té grave.
Agjenda GPS thekson pjesémarrjen e grave né RSS dhe gasjen e grave né drejtési. Shih
Kumtesén e Politikave “Agjenda Graté, Pagja dhe Siguria nga Prizmi i Qeverisjes sé Sektorit té
Sigurisé” pér diskutim té métutjeshém.

1.3 Skica e kétij Moduli

Seksioni 2 prezanton pse gjinia ka réndési né proceset QSS dhe RSS dhe i pérshkruan
pérfitimet e integrimit té perspektivés gjinore. Ai shpjegon konceptet kryesore qé pérdoren
né Paketa e Moduleve: gjinia, ndérthurja, maskuliniteti, feminiteti, LGBTI, barazia gjinore
dhe perspektiva gjinore, dhe gjithashtu QSS dhe RSS. Ai jep njé pérmbledhje té disa prej
detyrimeve ligjore pérkatése ndérkombétare, rajonale dhe shtetérore né lidhje me proceset
gjinore dhe QSS dhe RSS.

Seksioni 3 paraget njé vizion té asaj se ¢faré nénkupton integrimi i perspektivés gjinore
dhe promovimi i barazisé gjinore pér ofruesit e sigurisé dhe drejtésisé, pér menaxhimin dhe
mbikéqyrjen e sektorit dhe shérbimeve té drejtésisé, dhe pér proceset QSS dhe RSS.
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Seksioni 4 paraqget disa shtigje té ndryshme pér sektorin e sigurisé dhe drejtésisé pér ta
integruar perspektivén gjinore né proceset QSS dhe RSS dhe pér té avancuar baraziné
gjinore. Ai pérgendrohet né:
4 pérkufizimi i nevojave té sigurisé né ményré pérfshirése dhe té pérgjegjshme ndaj
gjinisé
4 kornizat e politikave pér integrimin e barazisé gjinore né drejtésiné dhe geverisjen e
sigurisé

4 trajnimi gjinor pér ofruesit e sigurisé dhe drejtésisé

+

shfrytézimi i stafit me ekspertizé té specializuar gjinore

4 ndérrimi i kulturave institucionale mashkullore pér té rritur pjesémarrjen e grave dhe
diversitetin e pérgjithshém.

Seksioni 5 jep késhilla se si ta kapércejmé rezistencén ndaj punés pér baraziné gjinore
brenda sektorit té sigurisé dhe drejtésisé.

Seksioni 6 sugjeron elemente té njé liste institucionale té vetévlerésimit pér integrimin e
perspektivés gjinore.

Seksioni 7 liston resurse tjera té dobishme pér ta pérkrahur punén né baraziné gjinore me
sektorin e sigurisé dhe drejtésisé, dhe né lidhje me QSS dhe RSS.

Modulet dhe Kumtesat tjera té politikave né kété Paketé té Moduleve pérgendrohen né
¢éshtje specifike té sigurisé dhe drejtésisé dhe té ofruesve, me vémendje mé té pérgendruar
se si duket barazia gjinore dhe si ta arrijmé até né sektoré té vecanté (shih fagen i). Qéllimi
éshté qé Paketa e Moduleve té pérdoret si térési, ku lexuesit lévizin ndérmjet Moduleve dhe
Kumtesave té Politikave pér té gjetur mé shumé detaje mbi aspektet qé i interesojné atyre.

Shénime pérfundimtare

1. Pér shembull, Projekti Graté né Shérbimin Publik, Pérgindja e grave né pozicionet e shérbimit publik né boté,
Treguesi i pozicioneve: numérimi i personelit policor femra né nivel kombétar, http://data.50x50movement.org/
data/view/591df8e54b89251100145ec3 (e vizituar mé 6 shtator 2019).

2. Pér shembull, UN Women (2015), “Parandalimi i konfliktit, transformimi i drejtésisé, sigurisé dhe pages - Studim
global né implementimin e Rezolutés 1325 té Késhillit té Sigurimit té Kombeve té Bashkuara”, Nju Jork: UN
Women; Instituti Georgetown pér Graté, Pagja dhe Siguria dhe Instituti i Kérkimit té Pages Oslo (2017), “Graté,
Pagja dhe Siguria, Indeksi 2017/18: Ndjekja e pages sé€ géndrueshme pérmes pérfshirjes, drejtésisé dhe sigurisé
pér graté”, Uashington, DC: GIWPS dhe PRIO; Marta Ghittoni, Léa Lehouck dhe Callum Watson (2018), “Iniciativa
Elsie pér Graté né Operacione té Pages: Studimi bazé”, Gjenevé: DCAF; UN Women (2018), Shndérrimi i Premtimeve
né Veprim: Barazia gjinore né Agjendén 2030 pér Zhvillim té Qéndrueshém. Nju Jork: UN Women; UN Women, IDLO,
Banka Botérore dhe Forca né Detyré pér Drejtési (2019), “Drejtésia pér graté’, UN Women, IDLO, Banka Botérore
dhe Forca né Detyré pér Drejtésiné.
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2. Pse ka rendesi barazia gjinore née sektorin
e sigurise dhe drejtesise, per geverisjen e
sektorit te sigurisé dhe péer reformen née

sektorin e sigurise?

Ofrimi i sigurisé dhe qgasjes sé barabarté né drejtési, pérfshiré popullatat historikisht té
margjinalizuara ose té pafavorizuara, éshté bérthama e detyrés sé sektorit té sigurisé dhe
drejtésisé pér t'i mbrojtur njerézit dhe shtetin brenda njé kornize té qgeverisjes sé miré.
Gjinia éshté njé nga faktorét mé té réndésishém qé pércaktojné pabaraziné né shogéri. Ajo
i vendos njerézit né pozicione té ndryshme té pushtetit, riskut, sigurisé dhe pasigurisé, me
mundési té ndryshme pér té hyré né shérbimet e ofruesve té sigurimit dhe drejtésiseé.

2008 Paketa e Moduleve pér Gjininé dhe Reformat né Sektorit té Sigurisé vuri né dukje se
integrimi i perspektivés gjinore né RSS e rrité pronésiné lokale, e pérmiréson shpérndarjen
e sigurisé dhe drejtésise, dhe e shton mbikéqyrjen dhe llogaridhénien e sektorit té sigurisé.
Kéto tema jané hulumtuar mé tej pérgjaté kétij Moduli dhe Module tjera né kété Paketeé.
Pérvec pérfitimeve, integrimi i perspektivés gjinore dhe promovimi i barazisé gjinore jané
detyrime si pjesé e pérmbushjes sé zotimeve kombétare dhe ndérkombétare pér té ofruar
shérbime té drejtésisé dhe té sigurisé né ményré jo-diskriminuese.

2.1 Pse gjinia ka réndési né QSS dhe RSS

QSS e miré nénkupton ofrimin e sigurisé pér té gjithé né ményré té barabarté, dhe RSS ka
té béjé me ndihmén e sektorit té drejtésisé dhe sigurisé pér té kuptuar nevojat e ndryshme
té njerézve dhe pér t'i pérmbushur kéto si pjesé e sigurimit, menaxhimit dhe mbikéqyrjes
sé sigurisé. Ofruesit e drejtésisé dhe sigurisé duhet ta kuptojné rolin gé luhet nga gjinia né
ményré qé t'i pérmbushin detyrat e tyre né ményré jo-diskriminuese. Integrimi i perspektivés
gjinore né menaxhimin dhe mbikéqyrjen e sigurisé dhe drejtésisé i bén té dukshme aspektet
gjinore té ofrimit té sigurisé. Kjo éshté e nevojshme pér té siguruar gé resurset, buxhetimi,
logjistika, resurset njerézore, kornizat ligjore dhe té politikave, vendimmarrja operacionale
dhe aspektet tjera té€ menaxhimit qé pérkrahin ofrimin e drejtésisé dhe siguriné té pérpigen
né ményré aktive pér ta promovuar baraziné gjinore. Kéto koncepte dhe shprehje - barazia
gjinore dhe gjinore, QSS dhe RSS - shpjegohen né nén-seksionet vijuese.

Gjinia éshté pércaktuesi kryesor i risqgeve ndaj sigurisé me té cilat pérballen graté, burrat
dhe njerézit me identitete té ndryshme gjinore, si dhe shkallén né té cilén kané gasje né
shérbimet e sigurisé dhe drejtésisé. Integrimi i perspektivés gjinore né ofrimin e sigurisé
dhe drejtésisé do té thoté:

4 té kuptuarit mé té miré se cilat jané nevojat e ndryshme té drejtésisé dhe sigurisé sé
grupeve té ndryshme;

4 dhénia e pérgjigjeve mé té mira, mé té nuancuara dhe efektive pér kéto nevoja; dhe

4 pasja e shérbimeve mé té larmishme dhe pérfagésuese té drejtésisé dhe sigurisg, té
gatshém dhe té afté pér t’i kuptuar dhe pérmbushur kéto nevoja.

Imazhi: Njé pjesétar Jordanez i
policisé sé komunitetit flet me
njé grua siriane né kampin e
refugjatéve né Zaatari,
Jordania veriore, pasi vijoji
trajnime né teknikat e policimit
né komunitet.
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Marrja né konsideraté e kuptimit t€ nevojave gjinore té sigurisé shérben pér té pérmirésuar
marrédhéniet né mes té ofruesve té drejtésisé dhe sigurisé dhe komuniteteve gé ata
shérbejné. Angazhimi me grupe té neglizhuara mé paré, ose ata me té cilét marrédhénia
ka gené antagoniste, mund ta pérmirésojé legjitimitetin dhe pranimin mé té gjeré té njé
institucioni dhe punés sé tij. Pér mé tepér, puna me njé gamé organizatash té ndryshme
té shoqérisé civile, pérfshiré organizatat e grave, si dhe organizatat LGBTI, mundéson gé
ofruesit e sigurisé dhe drejtésisé ta kené njé kuptim mé holistik té ¢do situate té caktuar
nga perspektiva e siguris€, dhe té kuptojné mé miré nevojat e ndryshme té sigurisé dhe si
mund té plotésohen kéto.

2.2 Konceptet kryesore

Kur mendohet pér gjininé dhe baraziné gjinore né lidhje me sektorin e sigurisé dhe drejtésise,
éshté e dobishme té keni kuptim té garté té koncepteve kryesore. Ndérsa organizata dhe
institucione té ndryshme adoptojné formulime té ndryshme gjuhésore, shumica pérdorin
njéfaré forme té pérkufizimeve t€ méposhtme, té cilat jané nxjerré nga politikat dhe
dokumentet e OKB-sé.

Gjinia - rolet dhe marrédhéniet

Gjinia i referohet roleve, sjelljeve, aktiviteteve, atributeve dhe normave qé shoqéria e caktuar
né njé kohé té caktuar i konsideron té pérshtatshme pér burrat dhe graté. Kéto atribute,
mundési dhe marrédhénie jané konstrukte shogérore dhe mésohen pérmes proceseve té
shoqgérimit. Ato jané specifike pér nga konteksti dhe koha dhe ndryshojné. Gjinia éshté pjesé
e kontekstit mé té gjeré socio-kulturor, si¢ jané kriteret tjera té réndésishme pér analizén
socio-kulturore si klasa, raca, aftésia e kufizuar, niveli i varférisé, grupi etnik, orientimi
seksual, mosha etj. - té cilat né disa raste mund té jené mé té réndésishme se gjinia (shih
Kutiné 2 pér ndérthurjen).! Gjinia, e cila éshté sociale dhe kulturore, shpesh shpjegohet
né krahasim me seksin, i cili i referohet karakteristikave biologjike dhe biokimike si
kromozomet, pérbérja hormonale, organet riprodhuese dhe ndryshime t€ tjera biologjike.

Pérve¢ atributeve sociale dhe mundésive gé lidhen me té genit mashkull, femér apo
tjetér, gjinia ndikon né marrédhéniet dhe dinamikén e pushtetit ndérmjet njerézve. Né
shumicén e shogérive ka dallime dhe pabarazi midis grave dhe burrave né pérgjegjésité e
caktuara, aktivitetet e ndérmarra, qasjen ndaj dhe kontrollin mbi resurset dhe mundésité e
vendimmarrjes. Né shoqérité patriarkale, pushteti politik, ekonomik dhe shogéror géndron
te burrat dhe atributet gé lidhen me burrériné vlerésohen mbi ato gé lidhen me graté.
Graté dhe vajzat zakonisht jané né pozita me mé pak pushtet krahasuar me burrat dhe
djemté, dhe shpesh pérballen me forma té shumta té diskriminimit strukturor né aspektin
ekonomik, politik, shogéror dhe né aspektin e té drejtave té tyre ligjore. Ndérsa burrat dhe
djemté mund té jené gjithashtu viktima, graté dhe vajzat jané mé shpesh té ekspozuara ndaj
sjelljes kontrolluese nga burrat, ngacmimeve té seksualizuara né sferat publike, né shtépi
dhe né vendin e punés, dhunés nga partneri intim dhe dhunés né familje dhe formave té
ndryshme té dhunés seksuale.” Njékohésisht, respektimi i rrepté i binarit gjinor té njé burri/
gruaje dhe pérparésia e heteroseksualitetit i vendos ata me orientime té ndryshme seksuale
dhe identitete gjinore né situata qé jané shogérisht té pagarta, nganjéheré té paligjshme
dhe shpesh té rrezikshme. Késhtu, normat gjinore krijojné pabarazi, té cilat nga ana tjetér
formojné dhe informojné marrédhéniet e pabarabarta té pushtetit midis njerézve, mé shpesh
duke vendosur né rrezik gra dhe vajza me mé pak pushtet dhe vleré té supozuar shogérore
sesa burrat dhe djemté, dhe personave gé identifikohen jashté binarit gjinor.

Ményra se si graté dhe burrat i pérjetojné ose i rezistojné pritjeve gjinore né jetén e tyre té
pérditshme ndonjéheré pérshkruhet né shprehje feminitete dhe maskulinitete: ményrat e
ndryshme té té genit dhe té veprimit, rolet, vlerat dhe pritjet gé lidhen me até se si béhesh

* Pér dhunén seksuale dhe

né familje ndaj burrave dhe
djemve, shih DCAF 2014
Parandalimi dhe Reagimi ndaj
Dhunés seksuale dhe né familje
kundér burrave: Njé shénim
udhézues pér institucionet e
sektorit té sigurisé.
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Kutia 2: Ndérthurja

“Ndérthurja” éshté njé shprehje gé gjithnjé e mé shumé po hyn né politikat gjinore dhe
terminologjiné e programimit. Koncepti u shpik nga Kimberlé Crenshaw si “njé ményré pér
t'i formuluar ndérveprimet e ndryshme té racés dhe gjinisé né kontekstin e dhunés ndaj
grave me ngjyré”. Q€ atéheré éshté pérdorur mé gjerésisht si njé ményré pér té pérkufizuar
se si pritjet e lidhura me gjininé ndérveprojné me shénjuesit tjeré té shogérise, té tilla si
prejardhja etno-fetare, mosha, klasa shoqgérore, orientimi seksual, statusi martesor, raca,
etnia dhe aftésia e kufizuar, vendosja e njerézve né pozicione té ndryshme té pushtetit dhe
privilegjit, diskriminimit dhe pérjashtimit.

Kéto diferencime pushteti jané shpesh té njé réndésie gendrore né sigurimin e drejtésisé
dhe sigurisé: graté e varfra urbane dhe ato té varfra rurale pérballen me pengesa mé

té médha né gasjen né drejtési; burrat e rinj, t& margjinalizuar socio-ekonomikisht dhe
pakicat etno-fetare mund té pérballen me vézhgim mé té madh té policisé; personat

qé jetojné me aftési té kufizuara shpesh pérballen me pengesa shtesé mbi kufizimet e
bazuara né gjini, moshé ose klasé. Diferencimet e ndérthurura té fugisé mund té jené
shqgetésuese brenda institucioneve té sektorit té drejtésisé dhe sigurisé nése, pér shembull,
piképamjet e burrave té moshuar jané privilegjuar sistematikisht mbi ato té grave po aq
kompetente, por mé t€ reja, ose nése personeli i njé klase té veganté, kastés ose etno-fetar
jané né disavantazh pérveg gqé pérballen me pengesa té bazuara né gjini dhe moshé.

Burimi: Kimblerlé Crenshaw (1991), “Hartografia e kufijve: Ndérthurja, politika e identitetit dhe dhuna ndaj grave me
ngjyré’, Stanford Law Review, 43, f. 1241-1299.

burré apo grua ose té genit burré apo grua, pérkatésisht, né shogériné e caktuar né njé kohé
té caktuar. Feminitetet dhe maskulinitetet priren té pérkufizohen né lidhje, dhe shpesh né
kundérshtim, me njéra-tjetrén: ajo qé shihet si femérore pérkufizohet né lidhje me até qé
konsiderohet té jeté mashkullore, dhe anasjelltas. Graté né shumé kultura pritet té jené
té pérmbajtura dhe té nénshtruara ndaj kontrollit té burrave, té marrin detyra shtépiake
dhe té kujdesit dhe t'u léné burrave role publike, politike dhe familjare. Burrat né shumeé
kultura pérjetojné presion té réndé social né pérmbushjen e roleve gjinore té cilat, ndér té
tjera, jané té mbushura me nocione té dominimit, kontrollit emocional, marrjes sé riskut,
géndrueshmeérisé fizike dhe déshirés sé hapur heteroseksuale, si dhe nocioneve té té genit
mbrojtés, ofrues ekonomik dhe vendimmarrés té vetém. Pérpjekja pér t'i pérmbushur pritjet
e ngurta gjinore mund té shkaktojé vuajtje si pér veté personat ashtu edhe pér té tjerét,
por shkelja e kétyre normave mund té cojé edhe né censuré, qofté ajo verbale, emocionale
apo edhe fizike dhe vdekjeprurése. Ndérsa feminitetet shpesh shogérohen me njeréz qé
jané biologjikisht femra dhe maskulinitetet me meshkuj biologjik, ato nuk pércaktohen
biologjikisht por ndértohen shoqgérisht. Pér shembull, graté né hapésiré té mbizotéruar nga
meshkujt si¢ jané forcat e armatosura mund té pritet té marrin sjellje té shogéruara me
maskulinitet té militarizuar, dhe burrat qé béjné puné té konsideruar nga shogéria si té
ashtuquajtura “puné e grave” mund té shihen si feminin.

Supozimet pér até se cfaré gjinie té vecanté “jané - ose duhet té jené” mund té cojné né
paragjykim gjinor. Kjo i referohet mendimeve dhe/ose veprimeve paragjykuese té bazuara
né supozime té pabarazisé ose stereotipet gjinore,duke cuar né favorizimin ose pafavorizimin
e individéve ose grupeve bazuar né gjininé e tyre. Paragjykimi gjinor ndérvepron me
format tjera té paragjykimit. Pér sa i pérket ofrimit té sigurisé dhe drejtésisé, kjo mund té
nénkuptojé, pér shembull, supozimin se graté né pérgjithési jané té papérshtatshme pér
shérbimin ushtarak ose qé burrat e njé klase ose etnie té caktuar kané prirje pér kriminalitet
ose ekstremizém, duke vendosur mbi pretendimet zakonore bazuar né supozimet e amésisé
dhe atésisé né vend se té shqyrtohet dinamika né njé rast té veganté, ose fajésimi i viktimave
né rastet e dhunés me bazé gjinore (DhBG;j).” Paragjykimet gjinore funksionojné né nivele
té ndryshme dhe mund té jené té véshtira pér t'u identifikuar, vecanérisht nése ato jané

* Pér géllimin e késaj Pakete
té Moduleve, shprehja

“dhuna né bazé gjinore”
(DHBGJ) éshté pérdorur

pér t'iu referuar té gjitha
veprimeve té démshme qé i
shkaktohen dikujt pér shkak
té supozimeve normative pér
gjininé e tyre. DHBGJ éshté
shprehje ombrellé pér ¢do
veprim té démshém qé kryhet
pa vullnetin e personit dhe
bazohet né ndryshimet e
caktuara shogérore (gjinore)
midis femrave dhe meshkujve.
Natyra dhe shtrirja e llojeve
specifike té€ DHBGJ ndryshojné
midis kulturave, vendeve dhe
rajoneve. Shembuijt pérfshijné
dhunén seksuale, pérfshiré
eksploatimin/abuzimin
seksual dhe trafikimi pér
shfrytézim seksual; dhuna

né familje; martesa e
detyruar/e hershme; praktikat
e démshme tradicionale si¢
éshté gjymtimi i organeve
gjenitale femérore; vrasjet e
nderit; trashégimia e té vejave
dhe dhuna homofobike dhe
transfobike.

Shihni UN Women, Glosar

i barazisé gjinor, https: //
trainingcentre.unwomen.org/
mod/glossary/view.php?id=36
(i vizituar mé 6 shtator 2019);
Komisari i larté pér té Drejtat
e Njeriut i KB (2011) “Ligjet
dhe praktikat diskriminuese
dhe aktet e dhunés kundér
individéve né bazé té
orientimit seksual dhe
identitetit gjinor té tyre”, UN
Doc. A/HRC/19/41, 17 néntor,
paragrafi 20.
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té nénkuptuara, aq té rrénjosura sa gé jané béré paragjykime té pavetédijshme dhe/ose té
ngulitura né struktura dhe procedura.

Né kohé té konflikteve dhe ndértimit té paqes, pér shkak té roleve gjinore gé u atribuohen
kryesisht atyre, graté dhe vajzat shpesh mendohet se jané natyrshém mé paqgésore se burrat
dhe natyrshém mé té prekshme nga dhuna, veganérisht dhuna seksuale e lidhur me konfliktin.
Pér aq sa éshté thelbésore té njohim rolet e grave si ndértuese té pages dhe cenueshmériné
e tyre ndaj dhunés, éshté gjithashtu thelbésore té njohim spektrin shumé mé té gjeré té
agjencisé sé grave, duke pérfshiré si pérkrahése dhe autoré té dhunés. Graté marrin pjesé
direkt dhe indirekt né forcat e sigurimit té shtetit, grupe kryengritése, milici vetémbrojtése
dhe té ngjashme. Po késhtu, éshté thelbésore té tejkalohen stereotipet e burrave dhe djemve
si autoré té dhunshém dhe té njihen cenueshmérité e meshkujve.

Nése bazohen pérgjigjet né stereotipat gjinoré e jo né analiza gjinore bazuar né realitet
mund té ¢ojé né pérgjigje té zhdrejté gé nuk arrijné té arrijné objektivat e tyre dhe mund té
rrénjosin meé tej pabarazité. Tre shembuj té shkurtér shérbejné pér ta ilustruar kété. Pér shkak
té stereotipave g€ luftétarét jané meshkuj, programet e riintegrimit pér ish-luftétarét kryesisht
injoruan ish-luftétaret femra né té kaluarén. Né situatat e migrimit té detyruar, stereotipet né
lidhje me burrat nénkuptojné qé dobésité e burrave mbi moshén 18 vjeg shpesh jané kryesisht
té panjohura dhe té paplota. Né fund, né té kaluarén fokusohej shumé né adresimin e trafikimit
me qgenie njerézore tek graté dhe vajzat e trafikuara pér eksploatim seksual pasi qé graté dhe
vajzat pérbéjné mbi 90 pér gind té viktimave.? Ndérsa ky kénd vazhdon té jeté jashtézakonisht
i réndésishém, fokusi vetém né kété aspekt e ka errésuar trafikimin e grave dhe vajzave pér
lloje té ndryshme té eksploatimit, si dhe trafikimin e burrave dhe djemve (p.sh. pér puné té
detyruar), té cilét né disa rajone pozojné njé popullsi mé e madhe shqetésuese.

Pritjet gjinore, orientimi seksual, identiteti gjinor dhe shprehja gjinore

Pritjet né lidhje me sjelljen seksuale, orientimin seksual, identitetin gjinor dhe shprehjen
gjinore jané pjesé e ményrés se si shogérité ndértojné rolet gjinore dhe gjinore. Pér shembull,
ideté e shogérive pér burrat dhe graté pérfshijné piképamje se si duhet té duken dhe té
vishen, me ké duhet té kené marrédhénie seksuale dhe nése duhet té jené néna apo baballaré.
Kéto ide mund té ndryshojné shumé né kohé dhe vend, por né shumé kontekste dhuna, ose
kércénimi i dhunés ose pérjashtimit, pérdoret si mjet pér t'i forcuar pritjet dominuese gjinore.

* Shprehja “orientime seksuale dhe identitete dhe shprehje gjinore” (ndonjéheré quhet edhe si “SOGIE diverze”) ka té
béjé me personat orientimet seksuale té té ciléve nuk jané (ose nuk jané vetém ) né radhé té paré heteroseksuale dhe
identitetet gjinore té té ciléve jo medoemos i nénshtrohen aspektit gjinor binar burré/grua. Shprehjet gjinore u referohen
ményrave té sjelljes, shfagjes, pérfshirjes né aktivitete té vecanta ose disa ményra té caktuara qé shogérohen me njé
gjini té vecanté né njé kontekst té vecanté kulturor. Sipas Zyrés sé Komisarit té Larté té KB-sé pér té Drejtat e Njeriut:

Orientimi seksual i referohet térhegjes fizike, romantike dhe/ose emocionale té njé personi ndaj njerézve té tjeré.

Té gjithé kané njé orientim seksual, i cili éshté pjesé integrale e identitetit té personit. Burrat gej dhe graté lezbike
térhigen nga individé té té njéjtit seks si ata. Njerézit heteroseksualé (ndonjéheré té njohur si “té drejté”) térhigen

nga individé té seksit té ndryshém nga ata. Njerézit biseksualé mund té térhigen nga individé té seksit té njéjté ose té
ndryshém.

Transgjinori (ndonjéheré i shkurtuar né “trans”) éshté shprehje ombrellé qé pérdoret pér ta pérshkruar njé gamé té
gjeré té identiteteve

- pérfshiré njerézit transeksualg, kryg-veshésit (ndonjéheré té referuara si “transvestité”), njerézit qé identifikohen si
gjini e treté ose shprehje tjera jo-binaré dhe té tjerét pamja dhe karakteristikat e té ciléve perceptohen si gjini atipike.
Transgraté identifikohen si gra por jané klasifikuar si meshkuj kur jané lindur. Transburrat identifikohen si burra, por
jané klasifikuar si femra kur jané lindur. Disa njeréz transgjinoré kérkojné operacion ose marrin hormone pér ta sjellé
trupin e tyre né pérputhje me identitetin e tyre gjinor; té tjerét nuk e béjné.

Njé person interseksual lind me anatomi seksuale, organe riprodhuese, modele té hormoneve dhe/ose kromozomeve
qé nuk pérshtaten me pérkufizimin tipik té mashkullit dhe femrés. Kjo mund té béhet e dukshme gé né lindje ose té
béhet mé voné né jeté. Njé person interseksual mund té identifikohet si mashkull, femér, té dy, asnjé ose dicka tjetér.
Personat intereksual mund ta kené cilindo orientim seksual dhe identitet gjinor.
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Personat lezbike, homoseksual, biseksual, trans dhe interseksual (LGBTI) hyjné né kété pérshkrim té “orientimeve té
ndryshme seksuale dhe identiteteve dhe shprehjeve gjinore”. Por e njéjta vlen edhe pér orientime tjera té shumta
seksuale, identitete dhe shprehje gjinore, si burra qé béjné seks me burra ose gra qé béjné seks me gra, por gé nuk

e konsiderojné veten homoseksual. Pér mé tepér, globalisht ekziston njé gamé mé e gjeré e identiteteve jo binare

né nivele lokale, shtetérore dhe rajonale sesa qé i kapé shkurtesa LGBTI, té tilla si baca posh (vajzat e rritura si

djem) né Afganistan dhe Pakistan, burrnesha (personat e konstatuar si femér né lindje por qé jetojné si burra) né
Shqipéri dhe Mal té Zi, fa'afafine (personat e konstatuar si mashkull né lindje gé mishérojné né ményré té qarté tipare
gjinore mashkullore dhe femérore) né Samoa dhe identitete té ngjashme né téré Polineziné, hixhri (eunuké, persona
transeksual dhe kryesisht trans-persona meshkuj-né-femra) né Aziné Jugore, travesti (personat e konstatuar si mashkull
né lindje gé kané shprehje gjinore (trans) femérore) né Amerikén Latine, njeréz me dy shpirtra né mesin e disa kombeve
té para kanadeze dhe yan daudu (personat e konstatuar si mashkull né lindje qé shprehin ményra, té folur dhe veshje
femérore dhe pjesérisht jetojné né marrédhénie té té njéjtit seks) né mesin e Hausa né Nigeri.

Burimi: OHCHR i KB, “Barazia LGBTI: Pyetjet e béra mé shpesh’, https.//www.unfe.org/wp-content/uploads/2018/10/ FAQs-
English.pdf. (e vizituar mé 6 shtator 2019).

Duke menduar se si funksionojné gjinia, rolet gjinore dhe pabarazia gjinore né shoqgéri dhe né
institucione, éshté thelbésore té merret parasysh se si pritjet dominuese gjinore dhe pabarazia
gjinore qé rezulton ndikojné negativisht né siguriné e grave né vecanti. Eshté gjithashtu e
nevojshme té pérfshihen njeréz né té gjithé spektrin e larmishém té orientimeve seksuale,
identiteteve gjinore dhe shprehjeve gjinore, pérfshiré njerézit qé identifikohen pértej ose
jashté binarit té femrave/meshkujve.*

Personat LGBTI dhe té tjerét me orientime seksuale dhe me identitete dhe shprehje gjinore té
ndryshme shpesh pérballen me forma té vecanta té diskriminimit, shfrytézimit, abuzimit dhe
dhunés. Kjo njihet nga shumé shtete dhe organizata ndérkombétare qé adresojné diskriminimin
né bazé té orientimit seksual ose identitetit gjinor né ligjet dhe deklaratat e tyre.’

Diskriminimi, eksploatimi, abuzimi dhe dhuna ndaj personave LGBTI pérfshijné (por jo
vetém) cytjen dhe bullizmin pér mosrespektim té normave gjinore, poshtérimin, zhvatjen dhe
shantazhin, ngacmimin dhe shfrytézimin seksual, si dhe format e ndryshme té dhunés fizike
dhe seksuale, gé nganjéheré ¢ojné né vdekje. Si¢ shpjegoi Komisioneri i Larté i KB pér té
Drejtat e Njeriut, “Kéto sulme pérbéjné njé formé té dhunés me bazé gjinore, e nxitur nga
déshira pér té ndéshkuar ata gé shihen se i shkelin normat gjinore”4 Personat LGBTI shpesh
pérballen me pengesa dhe sfida té vecanta ligjore pér té hyré né shérbimet e drejtésisé dhe té
sigurisé, duke filluar nga géndrimet diskriminuese né lidhje me marrédhéniet e tyre intime ose
identitetet e tyre deri te marrédhéniet dhe identitetet e tyre g€ jané t€ jashtéligjshme ose nuk
njihen.®> Ata mund ta vendosin veten né rrezik duke raportuar krime kundér tyre nése orientimi
i tyre seksual ose identiteti gjinor del né drité. Eshté e réndésishme té mos shihen personat
LGBTI si njé grup homogjen, por pérkundrazi, sikurse me identitetet e tjera gjinore, té merren
parasysh nevojat, brishtésité dhe lidhjet pérmes njé lente té ndérthurjes. Ndérsa personat
LGBTI né disa ¢éshtje mund té ndajné nevoja dhe géllime té ngjashme, pjesé té ndryshme
té asaj qé ne mund t'i referohemi kolektivisht pasi komuniteti LGBTI ka nevoja, pérvoja dhe
prioritete té ndryshme. Né ¢do shoqéri, disa persona LGBTI do té jené mé té afté sesa té tjerét
gé té marrin pjesé né proceset shogérore dhe politike dhe t'i shprehin hapur brengat e tyre.
Késhtu, duhet pasur kujdes g€ diversiteti né mesin e personave LGBTI t€ njihet dhe qé béhen
pérpjekje shtesé pér t'i pérfshiré ata qé kané gené historikisht mé té margjinalizuar, si¢ jané
personat trans dhe interseksual.

Né situata konfliktuale risqget ndaj personave me orientime té ndryshme seksuale dhe
identitete dhe shprehje gjinore shpesh pérkegésohen. Disa heré aktorét vendas dhe té huaj
mund té supozojné se nuk ekzistojné, dhe késhtu té mos synojné té angazhohen me ta.
Sidoqofté, padukshmeéria e tyre mund té jeté njé mekanizém ky¢ i mbijetesés pér té shmangur
dhunén homofobike, bifobike ose transfobike.”

*Homofobia, bifobia dhe
transfobia jané frika ose
urrejtja ndaj tyre, shqetésimi
me té tjerét ose mosbesimi
ndaj njerézve gé jané lezbike,
homoseksuale, biseksuale ose
trans.

Mund té shfaget né
pérjashtim shogéror, armigési,
ngacmim, gjuhé urrejtjeje,
diskriminim, pérjashtim
shogéror ose dhuné. Kéto
forma té diskriminimit dhe
dhunés mund té pérdoren
gjithashtu kundér ose pér té
kontrolluar/detyruar persona
qé nuk identifikohen si
trans, biseksual, lezbike ose
homoseksual.
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Gjinia - kuptime, struktura dhe institucione simbolike

Maskulinitetet dhe feminitetet, dhe késhtu gjinia, gjithashtu kané dimensione mé abstrakte
dhe simbolike pértej pritjeve dhe sjelljeve té roleve.Disa aktivitete,koncepte dhe institucione
mund té shihen si mé mashkullore dhe tjerat si mé femérore né kontekste té ndryshme. Kjo
éshté ajo gé nénkuptohet kur njé institucion pérshkruhet si “gjinor”.

Figura 1 éshté njé ilustrim se si kuptimet simbolike lidhen me identitetet, rolet dhe
marrédhéniet dhe me strukturat dhe institucionet. Shérbimet e sigurisé ofrojné shembuj té
miré té késaj: siguria ‘e forté” dhe institucionet e aktivitetet gé lidhen me té (p.sh. ushtria,
policia e trazirave) shpesh shihen si maskuline - gjéra qé burrat (‘e vérteté”) i béjné dhe
“mund té béhen miré vetém nga burrat”. Né té kundértén, siguria ‘e buté” (p.sh. ndértimi i
pages,sigurimi i kujdesit shéndetésor) shogérohet me feminitetin.Lidhja simbolike e kujdesit
“té buté” me graté vendosé pritjet pér graté né ato identitete, role dhe marrédhénie dhe
gjithashtu identifikon institucionet qé kryejné puné té kujdesit si feminine. Pér shembull,
njésité qé merren me DhBGj dhe Pikat Fokale Gjinore dhe postet e Késhilltarit Gjinor
shpesh mbahen nga graté. Megenése kéto pozicione shihen si “té feminizuara”, burrat mund
té shkurajohen nga aplikimi pér to dhe té tallen nga stafi tjetér nése béjné, dhe caktimet né
kéto poste ose njési mund té shihen si té démshme pér karrierén.® Kéto dinamika shérbejné
pér té minuar statusin dhe réndésiné e késaj pune brenda organizatés. Pérshkrimi i roleve
si mashkullore ose femérore mund té ndryshojé midis konteksteve. Pér shembull, né shumé
shtete policimi i trafikut shihet kryesisht si detyré e grave - dhe, jo rastésisht, njé nga ato
gé jané me status té ulét né shérbimin policor. Sidoqofté, né shtetet tjera, policia né trafik
shihet si “tepér e rrezikshme” pér graté dhe si njé fushé vetém pér burra.”

Figura 1: Gjinia si njé sistem i pushtetit, gé pérfshin€ unin gjinor, institucionet dhe
kuptimet simbolike

symbolic meanings

sfrutftu_res-&:_i_n_s_i_iltl‘uﬁi}hs____

identities; roles
) &relations

Burimi: Resurset e pajtimit (2015), Paketa e Moduleve pér Gjininé dhe Analizén e Konflikteve. Londér: Resurse té dobishme

Né sektorin e sigurisé dhe drejtésis€, institucionet kryesore zakonisht plotésohen dhe
drejtohen kryesisht nga burra. Nocionet se cka do té thoté té jesh ushtar i miré, oficer * Shihni Modulin 2 pér mé

« .. - humé lidh jininé dh
policie dhe késhtu me radhé shpesh lidhen me kuptime té vecanta té "cka do té thoté té jesh ZOL:iTi;i'n urme giimine €he
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burré”’” Kjo pasqyrohet né kulturat institucionale gé mund té jené shumé “mashkullore”. Ajo qé
shihet si sjellje “e pérshtatshme mashkullore” mund té ndryshojé né pjesé té ndryshme té njé
institucioni - né disa role, sjellja agresive, e bazuar né emocione mund té vlerésohet, ndérsa
né té tjerét llogaritja e racionalitetit mund té shihet si mé “burréror”.

Duke pasur parasysh rritjen e numrit té grave né institucionet e sektorit té drejtésisé dhe
té sigurisé gjaté dekadave té fundit, ekzaminimi i feminiteteve dhe maskuliniteteve éshté i
réndésishém. Kjo pérfshiné pérvojat e grave né kéto institucione, rolet né té cilat ato jané
caktuar ose kané luftuar pér té fituar qasje, dhe impakti i rritjes sé pjesémarrjes sé grave né
kulturat institucionale t€ dominuara mé paré nga meshkujt. Pérvojat e personave LGBTI brenda
institucioneve té sigurisé dhe drejtésisé jané gjithashtu té lidhura ngushté me dinamikén
gjinore té institucionit, me kulturat dhe praktikat institucionale, si dhe me rregulloret.

Barazia gjinore

Barazia gjinore €shté e drejté themelore e njeriut, dhe synim pér té cilin jané zotuar geverité
dhe organizatat ndérkombétare. Prandaj, promovimi i barazisé gjinore €shté pjesé e mandatit
té institucioneve té sektorit té sigurisé dhe drejtésisé.® Zotimi pér baraziné gjinore éshté i
mishéruar né té drejtén ndérkombétare dhe né kushtetutat dhe legjislacionin kombétar né té
gjithé botén (shih Kutiné 4 né fagen 17). Barazia gjinore do té thoté qgé:

... té drejtat, pérgjegjésité dhe mundésité e individéve nuk do té varen nga fakti nése kané
lindur mashkull ose femér. Barazia nuk do té thoté “njésoj si” - promovimi i barazisé gjinore
nuk do té thoté qé graté dhe burrat do té béhen té njéjté. Barazia ndérmjet grave dhe burrave
ka edhe aspekt sasior edhe aspekt cilésor. Aspekti sasior i referohet déshirés pér té arritur
pérfagésim té drejté té grave - me rritjen e ekuilibrit dhe paritetit - ndérsa aspekti cilésor i
referohet arritjes sé ndikimit té drejté né vendosjen e prioriteteve dhe rezultateve té zhvillimit
pér graté dhe burrat. Barazia pérfshin sigurimin qé perceptimeve, interesave, nevojave dhe
prioriteteve té grave dhe burrave (té cilat mund té jené shumé té ndryshme pér shkak té
roleve dhe pérgjegjésive té ndryshme té grave dhe burrave) do t'i jepet peshé e barabarté né
planifikim dhe vendimmarrje...°

Barazia gjinore gjithashtu mund té kuptohet si “mungesa e diskriminimit né bazé té seksit
té personit sa i pérket mundésive, shpérndarjes sé resurseve ose pérfitimeve, ose gasjes né
shérbime”.*® Arritja e barazisé gjinore pérfshin detyrimin pozitiv pér t'i transformuar raportet
e pabarabarta té pushtetit; pér t'i adresuar shkaget dhe strukturat prapa pabarazisé gjinore,
duke pérfshiré normat diskriminuese, paragjykimet dhe stereotipat; dhe pér t'i transformuar
institucionet qé e pérjetésojné diskriminimin dhe pabaraziné. Kérkesa pér barazi gjinore nuk
mohon ndryshimet biologjike ose shogérore né mes té njerézve, por pérkundrazi kémbéngulé
se té gjithé kemi vleré té barabarté si genie njerézore dhe si té tillé kemi té drejté pér té drejta
dhe mundési té barabarta. 0ZHQ-t€, vecanérisht OZHQ 5, e njohin baraziné gjinore si themel té
domosdoshém pér njé boté paqésore, té prosperuar dhe té géndrueshme, dhe barazia gjinore
éshté thelbésore pér té arritur OZHQ 16, pér té ofruar gasje né drejtési pér té gjithé dhe pér
té ndértuar institucione efektive, llogaridhénése dhe gjithépérfshirése né té gjitha nivelet.!!
(Pér mé tepér, shih Kumtesén e Politikave ‘Agjenda 2030 pér Zhvillim té Qéndrueshém, Sektori
i Sigurisé dhe Barazia Gjinore®)

Shfrytézimi i veprimit afirmativ (i quajtur ndryshe “veprim pozitiv”) si masé e pérkohshme
speciale éshté njé mjet pér ta realizuar baraziné thelbésore gjinore. Kjo nénkupton marrjen e
masave proaktive pér té promovuar baraziné dhe diversitetin. Shembujt e veprimit afirmativ
pér rritjen e nivelit té barazisé sé grave pérfshijné fushatat e rekrutimit té dedikuara grave;
e synojné pjesémarrjen e grave; dhe programet seks-specifike pér mentorim, trajnim dhe
avancim. Disa institucione shkojné mé tej, duke e miratuar kuotat pér graté. Pér shembull,
Vendimi i OSBE nr. 7/09, “Pjesémarrja e Grave né jetén politike dhe publike”, u bén thirrje
Shteteve pjesémarrése gqé té marrin né konsideraté parashikimin e masave specifike pér ta
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arritur géllimin e ekuilibrit gjinor né té gjitha organet legjislative, gjygésore dhe ekzekutive,
pérfshiré shérbimet e policisé, dhe té marrin masa pér té krijuar mundési té barabarta brenda
shérbimeve té sigurisé, pérfshiré forcat e armatosura kur éshté e nevojshme, pér té mundésuar
rekrutimin, mbajtjen dhe gradimin e ekuilibruar té burrave dhe grave.

Rezoluta 1325 e Késhillit té Sigurimit té KB (2000) afirmon rolin e réndésishém té grave né
parandalimin dhe zgjidhjen e konflikteve, pageruajtjen, ndértimin e pages, reagimin humanitar
dhe rindértimin pas konfliktit, dhe nxité shtetet qé ta shtojné pjesémarrjen e grave né té gjitha
pérpjekjet e pages dhe té sigurisé té KB, pérfshiré vendimmarrjen lidhur me siguriné. Ndérsa
rezoluta mbéshtetet né parimet kryesore té barazisé dhe mosdiskriminimit, ajo i pérforcon té
drejtat e njeriut té rregulluara me instrumente ndérkombétare, pérfshiré posagérisht Konventén
pér Eliminimin e té Gjitha Formave té Diskriminimit Ndaj Grave (CEDAW). Sinergjia né mes
té Rezolutés 1325 dhe CEDAW theksohet nga Rekomandimi i Pérgjithshém 30 pér “Graté né
parandalimin e konfliktit, situatat e konfliktit dhe post-konfliktit”, né té cilin Komiteti CEDAW
e lidhé implementimin e rezolutés me mekanizmat e raportimit t& CEDAW. Né rajonin e OSBE-
sé, Vendimi i Késhillit Ministror 14/05 pér graté né parandalimin e konfliktit, menaxhimin e
krizave dhe rehabilitimin pas konfliktit bén jehoné dhe pérforcon Rezolutén 1325, duke theksuar
réndésiné e pjesémarrjes sé ploté dhe té barabarté té grave né té gjitha fazat e parandalimit té
konfliktit, zgjidhjen dhe ndértimin e pages.

Arritja e barazisé gjinore kérkon kapércimin e strukturave hierarkike té fuqisé gjinore, té cilat
né pjesén mé té madhe privilegjojné burra té vecanté dhe jané shkaku kryesor i pabarazisé
gjinore. Té njéjtat struktura hierarkike té pushtetit gjinor jané shkaku kryesor i diskriminimit
ndaj grave dhe vajzave, por gjithashtu edhe i diskriminimit ndaj individéve LGBTI né bazé té
orientimit té tyre seksual, identitetit gjinor ose shprehjes sé tyre. Prandaj kjo Paketé e Moduleve
e sheh arritjen e barazisé gjinore si kérkesé qé njerézit pavarésisht nga seksi, orientimi seksual,
identiteti gjinor ose shprehja e tyre gjinore jané né gjendje té gézojné té drejta té barabarta,
té ndajné pérgjegjési té barabarta dhe té kené mundési té gasjes né ményré té barabarté.
Kjo éshté arsyeja pse Paketa e Moduleve thekson mbrojtjen dhe promovimin e té drejtave té
njeriut té grave dhe sigurimin e pjesémarrjes sé tyre té barabarté né krijimin dhe shpérndarjen
e sigurisé né baza té barabarta pér burrat. Ky Modul adreson gjithashtu nevojén gé ofruesit
e sigurisé té punojné né bazé té parimeve té barazisé dhe mosdiskriminimit né lidhje me
personat me orientime té ndryshme seksuale, identitete dhe shprehje gjinore té ndryshme, té
cilét shpesh viktimizohen dhe pérjashtohen. Barazia e vérteté gjinore nuk mund té arrihet pa
masa té tilla.

Arritja e barazisé gjinore kérkon fugizimin e atyre qé kané gené né disavantazh pér shkak
té cekuilibrit té fugisé dhe pengesave té bazuara né gjini, dhe gjithashtu té punojmé me ata
gé jané né pozita té fuqgisé relative dhe privilegjit pér té ndryshuar kéto cekuilibra. Késhtu
gé promovimi i fugizimit té grave kérkon punén me burra pér t'i ndryshuar géndrimet dhe
praktikat e tyre dhe nuk mund té supozohet se jané pérgjegjési vetém e grave. Pérfshirja e
burrave dhe shndérrimi i maskuliniteteve jané thelbésore pér ta arritur baraziné gjinore. Né
ményré té ngjashme, promovimi i barazisé pér personat LGBTI nuk mund té supozohet té jeté
pérgjegjési vetém e personave LGBTI.

Perspektiva gjinore dhe analiza gjinore

Strategjité kryesore pér té arritur baraziné gjinore né politikat ndérkombétare, kombétare dhe
institucionale jané integrimi gjinor/integrimi i perspektivés gjinore dhe analiza gjinore.

Integrimi gjinor (ose “integrimi i perspektivés gjinore”) u pérkufizua nga KB né 1972 si:

... procesi i vlerésimit té implikimeve pér graté dhe burrat nga ¢do veprim i planifikuar,
pérfshiré legjislacionin, politikat ose programet, né té gjitha fushat dhe né té gjitha
nivelet. Eshté njé strategji me ané té sé cilés brengat dhe pérvojat e grave, si dhe ato
té burrave, béhen dimension integral pér modelimin, implementimin, monitorimin dhe
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vlerésimin e politikave dhe programeve né té gjitha sferat politike, ekonomike dhe
shoqgérore, né ményré qé graté dhe burrat té pérfitojné né ményrée té barabarté dhe té
mos pérjetésohet pabarazia. Késhtu, géllimi pérfundimtar éshté qé té arrihet barazia
gjinore.t?

Né ditét e sotme, shprehja perspektiva gjinore kuptohet mé gjerésisht sesa si pérgendrim
vetém te burrat dhe graté. UN Women e shpjegon késhtu:

... Perspektiva gjinore éshté njé ményré pér té véshtruar apo analizuar gé shgyrton
ndikimin gé ka gjinia né mundésité, rolet shogérore dhe ndérveprimet e njerézve. Kjo
meényré e véshtrimit éshté ajo qé ia bén té mundur individit té kryejé analiza gjinore
dhe mé pas té njésojé perspektivén gjinore né ¢do program, politiké ose organizaté
té propozuar.*

Né kété Paketé té Moduleve, “perspektiva gjinore” i referohet véshtrimit dhe analizimit
té ndikimit té roleve gjinore, stereotipave gjinoré dhe strukturave gjinore té pushtetit
né shoqgéri dhe institucione, pérfshiré lidhur me orientimin seksual, identitetin gjinor
dhe shprehjen gjinore. Pér mé tepér, Paketa e Moduleve pérdor shprehjen “integrimi i
perspektivés gjinore” né vend té shprehjes nga viti 1972 “njésimi i perspektivés gjinore” pér
té theksuar se perspektiva gjinore kérkon mé shumé sesa vetém “vlerésim té implikimeve”
- ajo kérkon gjithashtu gé té ndérmerren veprime né pérputhje me rrethanat.

Né integrimin e kéndvéshtrimit gjinor nuk mund té mbéshtetemi né stereotipet e zakonshme
pér até se si jané “té vecanta” graté, burrat ose personat me identitete dhe shprehje tjera
gjinore. Pér shembull, burrat e rinj, té margjinalizuar socio-ekonomikisht, né vecanti té
pakicave etnike, mund té kené stereotip si t€ dhunshém dhe kriminelé. Nga ana tjetér,
stereotipet e grave dhe vajzave té reja si kryesisht viktima mund té ¢ojné né até gé té lihen
anash, té pérfliten nga té tjerét, dhe rolet e tyre aktive né shoqgéri t€ mohohen. Nevojitet njé
analizé e ploté dhe e bazuar né prova gjinore pér té kuptuar nevojat e tyre. Analiza gjinore
éshté njé ekzaminim kritik se si ndryshimet né rolet gjinore, aktivitetet, nevojat, mundésité
dhe té drejtat/prerogativat ndikojné te graté, burrat, vajzat dhe djemté dhe personat me
identitete tjera gjinore né njé fushé, situaté apo kontekst té caktuar té politikave®.

Qeverisje e miré e sektorit té sigurisé

Siguria né té kaluarén shpesh éshté pérkufizuar ngushté né drejtim té sigurisé sé jashtme
dhe té brendshme té shtetit. Koncepti sot kuptohet né njé ményré mé té gjeré, duke
pérdorur nevojat e sigurisé sé njerézve si pikénisje - njé qasje e ngulitur né konceptin e
“sigurisé njerézore” té miratuar nga Rezoluta 66/290 e Asamblesé sé Pérgjithshme té KB né
2012.Né ményré té ngjashme, parashikimi i drejtésisé duhet té bazohet né gasje té bazuar
né té drejtat e njeriut. Ndérsa té dyja kéto gasje fillojné me njé person individual, duke
kuptuar se si gjinia ndikon né drejtésiné e individit dhe nevojat e sigurisé éshté thelbésore.

Shprehja “geverisje e sektorit té sigurisé” pérshkruan ndikimet formale dhe joformale té té

gjitha strukturave, institucioneve dhe aktoréve té pérfshiré né ofrimin, menaxhimin dhe

mbikéqyrjen e sigurisé dhe drejtésisé, né nivelin kombétar dhe lokal. Figura 2 ilustron “Moduli 15 né "Dizajni dhe

Monitorimi“ Paraget gasjen

gamén e aktoréve té pérfshiré né menaxhim dhe mbikéqyrje. e analizés gjinore, pérfshiré
mjetet e analizés gjinore té
QSS e miré arrihet kur parimet e méposhtme té geverisjes sé miré aplikohen pér sektorin zhvilluara posacérisht pér
e sigurisé dhe drejtésisé sé shtetit. Shkurtimisht, institucionet e pérgjegjshme té sektorit pérdorim né kontekste té
té sigurisé dhe drejtésisé (ofruesit) ofrojné siguri dhe drejtési si njé e miré publike, pérmes prekura nga konfliktet.
politikave dhe praktikave té vendosura transparente, dhe brenda njé kornize pér geverisjen Moduli 14, “Inteligjenca
demokratike gé respekton té drejtat e njeriut dhe sundimin e ligjit. dhe Gjinia’, pérshkruan nga
perspektiva e proceseve té
Sepse sektori i sigurisé dhe drejtésisé duhet té plotésojé nevojat e té gjitha pjesét e inteligjencés se si analiza

mund té marré parasysh rolet

popullsisé pa diskriminim, barazia gjinore éshté njé element gendror i parimeve té QSS té o °
dhe dinamikat gjinore.

miré, si¢ pércaktohet mé poshté.
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Llogaridhénia: ekzistojné pritje e garta pér ofrimin e sigurisé dhe autoritetet e pavarura
g€ mbikéqyrin nése kéto pritje jané pérmbushur, dhe vendosin sanksione nése ato nuk
jané pérmbushur. Sektori i sigurisé dhe drejtésisé éshté llogaridhénés pér plotésimin e
nevojave té ndryshme té té gjitha pjeséve té popullatés.

Transparenca: Informacioni éshté i disponueshém dhe i arritshém pér ata qé do té preken
nga vendimet dhe implementimi i tyre. Transparenca mundéson njé vlerésim té garté
nése sektori i sigurisé dhe drejtésisé i mbron né ményré adekuate interesat e ndryshém
té té gjithé sektoréve té popullsisé.

Sundimi i ligjit: Té gjithé personat dhe institucionet, pérfshiré shtetin, i nénshtrohen
ligjeve gé njihen publikisht, gé zbatohen né ményré té paanshme dhe né pérputhje me
normat dhe standardet ndérkombétare dhe kombétare té té drejtave té njeriut. Ai kérkon
barazi né qasjen né drejtési pér té gjithé: gra, burra, djem, vajza dhe ata me identitete
té ndryshme gjinore.

Pjesémarrja: t€ gjithé personat e té gjitha prejardhjeve kané mundésiné té marrin
pjesé né vendimmarrje dhe sigurimin e shérbimeve mbi njé bazé té liré, té drejté dhe
pérfshirése, qofté drejtpérdrejt ose pérmes institucioneve legjitime pérfagésuese.

Pérgjegjshmeéria: institucionet jané té ndjeshme ndaj nevojave té ndryshme té sigurisé
pér té gjitha pjesét e popullsisé dhe kryejné misionet e tyre né frymén e njé kulture
shérbimi dhe pa diskriminim.

Efikasiteti: Institucionet pérmbushin rolet, pérgjegjésité dhe misionet e tyre sipas
standardit té larté profesional, bazuar né nevojat e larmishme té té gjitha pjeséve té
popullatés.

Eficienca: institucionet pérdorin sa mé miré resurset publike né pérmbushjen e roleve,
pérgjegjésive dhe misioneve té tyre.

Pérmbushja e secilit prej kétyre parimeve éshté pjesé e detyrimit kryesor té shtetit pér ta

Figura 2: Njé varg aktorésh jané té pérfshiré né mbikéqyrjen dhe menaxhimin e sektorit
té sigurisé
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arritur baraziné gjinore: té drejtat e barabarta té grave, burrave dhe atyre me identitete té
tjera gjinore ndaj mundésive dhe resurseve. Né vecanti, arritja e pérgjegjshmérisé, efikasitetit,

pjesémarrjes dhe paanshméria dhe respektimi i standardeve té té drejtave té njeriut té
nénkuptuara nga sundimi i ligjit kérkon gé sektori i sigurisé dhe drejtésisé té aplikojé né
meényré aktive perspektivén gjinore dhe té promovojé baraziné gjinore. Pér shembull, gé

ofruesit e sigurisé dhe drejtésisé té ndérmarrin hapa pér t'i pérmbushur nevojat e ndryshme
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té sigurisé sé té gjithé individéve dhe pér té siguruar qé pjesémarrja né sektorin e sigurisé dhe
drejtésisé nuk éshté e kufizuar pér shkak té gjinisé, orientimit seksual ose identitetit gjinor
té njé personi.

Reforma né sektorin e sigurisé

Kur synim éshté QSS e miré, RSS ose transformimi i sektorit té sigurisé, éshté ményra pér té
arritur deri te synimi. Reformat shpesh synojné pjesé specifike té sektorit té drejtésisé dhe
sigurisé, p.sh. reforma policore, reforma né drejtési ose reforma penale, dhe kéto procese
hapin dritare mundésish pér ta rritur baraziné gjinore né kéta sektoré té vecanté - por edhe
pér té rritur baraziné gjinore mé gjeré.

RSS éshté proces politik dhe teknik pér pérmirésimin e sigurisé shtetérore dhe njerézore
duke e béré mé efikas dhe mé llogaridhénés ofrimin, menaxhimin dhe mbikéqyrjen e siguriség,
brenda kornizés sé kontrollit civil demokratik, sundimit té ligjit dhe respektimit té té drejtave
té njeriut. Cak i RSS éshté aplikimi i parimeve té geverisjes sé miré né sektorin e sigurisé
dhe drejtésisé. RSS ka té béjé me té gjithé aktorét shtetéroré dhe jo-shtetéroré té pérfshiré
né ofrimin, menaxhimin dhe mbikéqgyrjen e sigurisé (shih Figurén 3), dhe thekson lidhjet
midis roleve, pérgjegjésive dhe veprimeve té tyre pér pérmirésimin e pérgjegjshmérisé dhe
geverisjes. RSS gjithashtu pérfshin aspekte té ofrimit, menaxhimit dhe mbikéqyrjes sé sistemit
té drejtésisé. Si i tillé, kur mendoni pér QSS dhe RSS, duhet té keni parasysh njé kuptim té
gjeré té “sektorit té sigurisé dhe drejtésisé”.

Si¢ ilustrohet né Figurén 3, menaxhimi dhe mbikéqyrja e sigurisé dhe drejtésisé kryhen nga
organet shtetérore, duke pérfshiré:

4 organet administrative civile, si ministrité e mbrojtjes, té punéve té brendshme, té
jashtme dhe financat; zyra e ekzekutivit; késhillat késhillues té sigurisé kombétare

4 agjencité e mbikéqyrjes shtetérore (p.sh. organet parlamentare, ombuds-personat,
komisionet kombétare té té drejtave té njeriut dhe komitetet anti-torturé, organet e
mbikéqyrjes financiare)

4 gjygésori (né rolin e tyre té mbikéqyrjes sé sektorit té sigurisé dhe drejtésisé).

Funksionet e mbikéqyrjes kryhen edhe nga organet jo-shtetérore, té tilla si:
4 organizatat e shogérisé civile, pérfshiré ato qé pérfagésojné grupet, nevojat e tyre té

Figura 3: Sektori i Sigurisé dhe Drejtésisé
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sigurisé shpesh jané té nén-prioritizuara, té tilla si graté, refugjatét, migrantét, njerézit
gé jetojné me aftési té kufizuara dhe anétarét e grupeve té pakicave

4 akademia dhe gendrat e mendimit

4+ mediat.

Ofrues té ndryshém jo-shtetéror té sigurisé duhet té merren parasysh dhe ndoshta té
pérfshihen né RSS. Kétu pérfshihet:

4 kompanité private té sigurimit®
4 mekanizmat zakonor/tradicional té drejtésisé

4+ ofruesit jofitimprurés té sigurimit té bazuar né interes té komunitetit.

RSS mund té pérfshijé gamé té gjeré té aktiviteteve té ndryshme té reformés qé mbulojné
té gjitha aspektet politike dhe teknike té sigurisé, pérfshiré iniciativat legjislative,
politiké-bérjen, fushat pér vetédijesim dhe informim publik, dhe ndértimin e kapaciteteve
menaxhuese dhe administrative. Megjithése proceset pér RSS mund té pérfshijné njé séré
aktorésh kombétaré dhe ndérkombétaré, ato mbi té gjitha jané procese kombétare dhe duhet
té jené né pronési kombétare né ményré qé té jené té suksesshme dhe té géndrueshme.
Kutia 3 diskuton disa nga sfidat e pérkrahjes ndérkombétare pér RSS qé i pérgjigjet gjinisé.

Integrimi i perspektivés gjinore né RSS nuk ka gené gjithmoné proces i lehté. Shpesh
pérgendrimi ka gené thjesht né rritjen e numrit té grave né forcat e armatosura, policiné
ose shérbime tjera té uniformuara. Rritja e pjesémarrjes sé grave éshté e réndésishme, *
por jo né vetvete sa duhet. Té gjitha gasjet pér promovimin e barazisé gjinore né sektorin
e sigurisé dhe drejtésisé té diskutuara né Seksionin 4 té kétij Instrumenti duhet té merren
parasysh né njé proces RSS.

Kutia 3: Pérkrahja e RSSR me pérgjegjési gjinore si persona té jashtém -
pageruajtje dhe misione té tjera jashté vendit

Ruajtja e pages dhe llojet tjera té misioneve té zbatuara nén ombrellén e organizatave
ndérkombétare, rajonale ose multilaterale, si KB, OSBE, Bashkimi Afrikan dhe Bashkimi
Evropian, ndonjéheré ofrojné pérkrahje pér proceset e RSS. Kjo pérkrahje shpesh
koordinohet nga njé strukturé e dedikuar, si¢ éshté njé njési RSS ose njési e sundimit té
ligjit, dhe/ose me poste specifike, si¢ jané késhilltarét pér RSS. Megenése barazia gjinore
éshté njé parim i RSS, kéto njési dhe késhilltarét duhet té sigurojné qé perspektiva gjinore
éshté e integruar né té gjithé pérkrahjen e RSS qgé i jepet shtetit nikogir.

Eshté me réndési puna e ngushté me partnerét lokalé dhe bashkérendimi me strukturat
tjera brenda misionit - njésité civile, policore dhe ushtarake té gjinisé dhe/ose késhilltarét
gjinoré dhe pikat fokale.

Proceset e RSS té pérkrahura nga organizata shumépaléshe, né pjesén mé té madhe, kané
synime té qarta gjinore, té cilat shpesh kané dalé té véshtira pér t'u arritur. Sfidat dhe
pengesat jané té shumta: qarkullimi i larté i personelit té personelit té misionit; mungesa
e njohurive kontekstuale dhe kujtesa institucionale; pengesat institucionale, kulturore dhe
gjuhésore ndérmjet misionit dhe institucioneve lokale, si dhe brenda misionit; pérparési

e ulét e integrimit gjinor dhe mungesa e autoritetit dhéné atyre qé jané té ngarkuar me
zbatimin e tij; dhe rezistencé aktive dhe/ose pasive ndaj barazisé gjinore.

Pér mé tepér, misionet paqeruajtése luftojné pér té arritur objektivat e vendosura pér ta
rritur pérgindjen e pageruajtésve femra ushtaraké dhe policoré. Shumé nga sfidat me té cilat
pérballen graté paqeruajtése fillojné né shtépi, me politika dhe praktika qé jané pengesa
pér pérzgjedhjen e tyre (Ghittoni et al., 2018). Njé shqyrtim i vitit 2018 i operacioneve
pageruajtése té KB tregoi se vetém 10.8 pér gind e policisé sé KB dhe 4 pér gind e
personelit ushtarak té KB jané gra (Candela, 2018). Misionet pageruajtése/stabilizuese kané

*Shih Raportin e Politikave
pér “Gjinia dhe Rregullimi i
Sigurimeve Private”

~ Praktiké e miré né rritjen
e pjesémarrjes sé grave né
polici, forcat e armatosura,
sektor té drejtésisé,
shérbimet e burgjeve,
shérbimet kufitare dhe
shérbimet e inteligjencés,
si dhe né proceset e
mbikéqyrjes parlamentare,
diskutohen mé hollésisht né
Modulet pérkatése né kété
Paketé té Moduleve.
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gené gjithashtu burim i rasteve té shumta té eksploatimit dhe abuzimit seksual (EAS) té
popullatés lokale. Pérkundér politikave té tilla si toleranca zero dhe strukturat si Zyra pér
Shérbime té Mbikéqgyrjes sé Brendshme, rastet e EAS ende ndodhin. Kjo minon pérkrahjen
pér kéto misione nga shoqéria nikoqgire dhe shtetet qé i pérkrahin misionet, dhe gjithashtu
mund té keté ndikime té rénda té démshme né moralin brenda misionit.

Burimet: M. Ghittoni, L. Lehouck dhe C. Watson (2018), “Iniciativa Elsie pér Graté né Operacione té Paqges:Studimi
bazé', Gjenevé: DCAF; K. Candela (2018), “Rolet e grave si pageruajtése té KB: Njé raport i statusit ‘, Pass Blue, 7 gusht.

2.3 Korniza ligjore shtetérore, regjionale dhe ndérkombétare pér
baraziné gjinore, QSS dhe RSS

Né shumicén e shteteve, té drejtat e grave pér barazi dhe/ose klauzola jo-diskriminuese
jané shkruar né kushtetuté.!* Pér mé tepér, konventa, angazhime dhe norma té shumta
globale adresojné baraziné dhe mos-diskriminimin (shih Kutiné 4). Folur gjerésisht, kéto
korniza ligjore detyrojné ofruesit e drejtésisé dhe sigurisé gé:

4 té jené punédhénés té barabarté, korrekt dhe jodiskriminues
4 té jené té barabarté, korrekt dhe jodiskriminues né kryerjen e detyrave

4 té reagojné ndaj DhBGj dhe diskriminimit té bazuar né gjini

4 té sigurojé implementimin e legjislacionit pér baraziné gjinore dhe mosdiskriminimit.

Né shumé shtete, iniciativat pér ta rritur baraziné gjinore brenda institucioneve té sigurisé
dhe drejtésisé dhe pér ta pérmirésuar ofrimin e shérbimeve nga perspektiva gjinore jané

krijuar dhe monitorohen duke iu referuar njé PKV pér GPS (diskutuar mé tej né Seksionin 4).

Kutia 4: Instrumentet ndérkombétare dhe rajonale qé kané té béjné me baraziné
gjinore, OSS dhe RSS

Njé varg detyrimesh ligjore kombétare, rajonale dhe globale jané relevante dhe/ose
detyrojné shtetet té integrojné perspektivén gjinore né proceset QSS dhe RSS dhe né
punén e sektorit té sigurisé. Njé pérmbledhje e instrumenteve ligjore ndérkombétare
dhe rajonale éshté botuar né internet si pjesé e késaj Pakete té Moduleve. Instrumentet
kryesore pérfshijné si mé poshté.

+ Rezolutat e Késhillit té Sigurimit té KB mbi GPS, duke gené Rezoluta 1325 (2000)1820
(2008),1888 (2009), 1889 (2009), 1960 (2010), 2106 (2013),2122 (2013), 2242 (2015),
2467 (2019) dhe 2493 (2019), dhe planet pérkatése té veprimit rajonal dhe PKV, té
cilat shpesh kané udhézime specifike pér sektorin e sigurisé dhe drejtésisé.

+ Konventa pér Eliminimin e té Gjitha Formave té Diskriminimit Ndaj Grave dhe
Rekomandimet e pérgjithshme nga komiteti CEDAW.

+ Deklarata e Pekinit dhe Platforma pér Veprim (1995), e cila u dakordua nga pérfagésuesit
e 189 geverive dhe béri zotime gjithépérfshirése nén 12 fusha kritike té brengés né
lidhje me fuqgizimin e grave.

+ OZHQ OKB: OZHQ 5 (arritja e barazisé gjinore) dhe OZHQ 16 (promovimi i shogérive
pagésore dhe gjithépérfshirése) kané réndési té vecanté pér sektorin e sigurisé dhe
drejtésisé, por OZHQ 1, 2,3,4,6,7,8,10,11 dhe 13 jané gjithashtu relevante.

+ Traktatet rajonale, si Protokolli Maputo i Unionit Afrikan dhe Konventa e Stambollit e
Késhillit té Evropés pér Parandalimin dhe Luftimin e Dhunés ndaj Grave dhe Dhunés
né Familje dhe kornizat institucionale rajonale.

+ Parimet Yogyakarta dhe Parimet Yogyakarta Plus 10 qé kané té béjné me té drejtat e
personave me orientime seksuale dhe identitete dhe shprehje gjinore té ndryshme.

*Plani i veprimit i OSBE-sé
pér promovimin e barazisé
gjinore (2004), Vendimi i
Késhillit Ministror nr. 14/05,
“Graté né Parandalimin e
Konflikteve, Menaxhimin e
Krizave dhe Rehabilitimin
Pas Konflikteve”, dhe Vendimi
i Késhillit Ministror Nr. 7/09
pér pjesémarrjen e grave né
jetén politike dhe publike
(2009), pércaktojné zotimet
e shteteve pjesémarrése

té OSBE-sé né lidhje me
pjesémarrjen e grave né
ofrimin e sigurisé.

OSBE gjithashtu i ka tre
vendime pér dhunén ndaj
grave, dy prej té cilave i
referohen rolit personelit
nga sektori i sigurisé:
Vendimi Ministror nr. 15 dhe
Vendimi nr. 7/14, té dy pér
parandalimin dhe luftimin

e dhunés ndaj grave, dhe
Vendimi Nr. 4/18, “Parandalimi
dhe Luftimi i Dhunés ndaj
Grave”.
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Kéto korniza japin detyrime dhe udhézime pér sektorin e sigurisé dhe drejtésisé pér
pérfshirjen e masave pér ta promovuar baraziné gjinore brenda institucioneve té tyre dhe,
meé gjeré, né shoqéri. Ato variojné nga caget globale dhe té pérgjithshme (p.sh. 0ZHQ-ve)
deri né udhézime té hollésishme pér ¢éshtje té vecanta, té tilla si parandalimi dhe reagimi
ndaj DhBG;.

Me réndési té vecanté, Komiteti CEDAW ka léshuar njé numér Rekomandimesh té
Pérgjithshme pér dhunén ndaj grave (nr. 19 dhe nr. 35); graté punétore migrante (nr. 26);
graté né parandalimin e konflikteve, konfliktet dhe situatat pas konfliktit (nr. 30) dhe
gasjen e grave né drejtési (nr. 33). Rekomandimi i Pérgjithshém nr. 30 nénvizon réndésiné e
“avancimit té barazisé substanciale gjinore para, gjaté dhe pas konfliktit dhe integrimin e
ploté té pérvojave té ndryshme té grave né té gjitha proceset e ndértimit té pages, bérjes
sé paqges dhe rindértimit” (paragrafi 2). E pérgjithshme Rekomandimi nr. 30 thoté:

(b) Realizoni reformé té sektorit té sigurisé té ndjeshme dhe té pérgjegjshme ndaj
gjinisé gé rezulton né institucione pérfagésuese té sektorit té sigurisé té cilat

i adresojné pérvojat dhe pérparésité e ndryshme té grave pér siguriné; dhe té
komunikojné me graté dhe organizatat e grave

(c) Siguroni se reforma né sektorin e sigurisé éshté subjekt i mbikéqyrjes pérfshirése dhe
mekanizmave té pérgjegjésisé me sanksione, duke pérfshiré vetingun e ish-luftétaréve;
krijoni protokole dhe njési té specializuara pér té hetuar shkeljet me bazé gjinore;

dhe forconi ekspertizén gjinore dhe rolin e grave né mbikéqyrjen e sektorit té sigurisé
(paragrafi 69).

Parimet e Yogyakarta 2007, té hartuara nga njé grup i dalluar i ekspertéve pér té drejtat e
njeriut, bazohen né normat e ligjit ndérkombétar pér té drejtat e njeriut nga perspektiva
e orientimeve té ndryshme seksuale dhe identiteteve gjinore. Parimet jané té ankoruara
né universalitetin e té drejtave té njeriut, dhe posacérisht né mos-diskriminimin dhe
njohjen para ligjit; té drejtat e sigurisé njerézore dhe personale; té drejtat ekonomike,
sociale dhe kulturore; té drejtat pér shprehje, mendim dhe shogérim; liria e lévizjes dhe
azili; té drejtat pér pjesémarrje né jetén kulturore dhe familjare; té drejtat e mbrojtésve
té té drejtave té njeriut; dhe té drejtat e démshpérblimit dhe llogaridhénies. Yogyakarta
Plus 2017, 10 parimet gé forcojné njohjen e ndérthurjes dhe integrojné mé miré nevojat
e personave interseks dhe atyre me shprehje té ndryshme gjinore dhe karakteristika té
seksit. Ndérsa Parimet e Yogyakarta nuk pérbéjné ligj detyrues, ato distilohen nga teksti
dhe interpretimi ligjor i njé numri traktatesh ndérkombétare pér té drejtat e njeriut, té
cilat jané té detyrueshme pér shtetet palé.

Promovimi i barazisé gjinore dhe pérfshirjes pérmes QSS sé miré dhe né proceset e RSS
nuk éshté vetém “miré pér té pasur” por éshté detyrim ligjor shtetéror dhe ndérkombétar,
i rrénjosur né té drejtat e njeriut. Pértej pérmbushjes sé detyrimeve ligjore, avancimi
i barazisé gjinore dhe integrimi i perspektivés gjinore né punén e tyre gjithashtu sjell
pérfitime té prekshme pér aktorét e drejtésisé dhe té sigurise, té tilla si kuptime mé té
hollésishme dhe gjithépérfshirése té nevojave té sigurisé sé popullatés, marrédhénie me té
mira me komunitetin, ofrim mé efektiv i shérbimeve, grup mé i madh dhe mé i larmishém i
anétaréve té stafit dhe njé mjedis mé i miré pune brenda institucionit.
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3. Si do te dukeshin institucionet e sigurise
dhe drejtesise te cilat e avancojné barazine
gjinore dhe integrojne perspektiven gjinore?

Gjinia éshté pércaktuesi kryesor i risgeve ndaj sigurisé me té cilat pérballen graté, burrat
dhe njerézit me identitete té ndryshme gjinore, si dhe shkallén né té cilén kané gasje né
shérbimet e sigurisé dhe drejtésisé. Si i till€, integrimi i perspektivés gjinore dhe veprimet
e garta pér ta promovuar baraziné gjinore jané té nevojshme pér sektorin e sigurisé dhe
drejtésisé pér ta pérmbushur detyrén e tij thelbésore té ofrimit té sigurisé pér té gjithé.
Veprimet dhe iniciativat e tilla forcohen kur QSS konsiderohet né ményré holistike, dhe kur
ato jané té integruara né RSS. Ky seksion pércakton komponentét kryesor té njé vizioni se si
duken institucionet e sigurisé dhe drejtésisé qé pérparojné né baraziné gjinore. Ai thekson
réndésiné e shikimit té barazisé gjinore té dyve brenda institucioneve dhe ne si angazhohen
dhe shérbejné komunitetet. Seksioni 4 jep mé shumé hollési se si mund té arrihet ky vizion.

Duke lexuar kété seksion, dhe né té vérteté téré Modulin, mbani né mend se perspektiva
gjinore duhet té integrohet né secilén fazé té cikli i ploté i ofrimit té drejtésisé dhe sigurisé
- analiza, politikébérja, dizajni dhe planifikimi, trajnimi, implementimi, monitorimi dhe
vlerésimi, menaxhimi dhe mbikéqgyrja - né vend qé té konsiderohet si “shtesé” (shih Figurén
4). Qasja gjithépérfshirése pérfshiné (por nuk kufizohen né) té méposhtmet:

4 Analiza gjinore e ¢éshtjeve té sigurisé dhe drejtésisé gé institucioni ka pér detyré té
adresojé dhe si ato ndikojné ndryshe tek graté, burrat dhe njerézit me identitete té
ndryshme gjinore. Kjo pérfshiné njé analizé té gjendjes ekzistuese té punéve dhe si kjo
mund té pérmirésohet pér ta rritur pérfshirjen, baraziné dhe diversitetin.

4 Vlerésimi se sa miré reflekton pérbérja e institucionit dhe éshté né gjendje ta avancojé
baraziné gjinore pér sa i pérket personelit té tij (pérfshiré personelin e specializuar
né gjendje té drejtojé dhe pérkrahé punén gjinore), ményrat e punés, kulturén
institucionale dhe prioritetet.

4 Sigurimi se stafi éshté i trajnuar, i pajisur, i motivuar dhe i fugizuar pér ta promovuar
baraziné gjinore.

4+ Kjo duhet té pérkrahet nga menaxhmenti dhe mbikéqyrja pér té siguruar resurset,
kornizat ligjore dhe strategjité e nevojshme g€ institucioni ta avancojé baraziné
gjinore né ményré aktive. Kjo pérfshiné strukturat e brendshme té menaxhimit té
institucionit té sektorit té drejtésisé ose té sigurisé né fjalé, si dhe strukturat tjera té
QSS, si komitetet parlamentare, institucionet kombétare té té drejtave té njeriut dhe
forume pér t'u angazhuar me shogériné civile.

Imazhi: Ushtria dhe Policia
Kombétare Kolumbiane, mars
2019. © Policia Nacional de los
Colombianos
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Figura 4: Integrimi i perspektivés gjinore pérgjaté ciklit té ploté té sigurimit té
drejtésisé dhe sigurisé

monitorimi
dhe vlerésimi

politiké-bérja

) Promoting

gender equality .

mbikéqyrja and integrating 1'“}{;"1'.1""
a gender planifikimi
perspective

implementimi

3.1 Barazia gjinore promovohet brenda institucioneve té sigurisé
dhe té drejtesise

Integrimi i suksesshém i perspektivés gjinore dhe ndjekja e géllimeve té barazisé gjinore
do té thoté gé gjinia éshté e integruar brenda sektorit dhe sektorit té drejtésisé nga brenda
(pérsa i pérket personelit té vet) dhe nga jashté (sa i pérket shérbimeve té tij). Kéto dy aspekte
jané té lidhura ngushté, pasi ajo gé po ndodh brenda né njé institucion ndikon né punén gé
po bén jashté, ndérsa ajo qé po béhet nga jashté ka lidhje me ményrat e brendshme té punés.
Institucionet e sektorit té sigurisé dhe drejtésisé qé pérgafojné diversitetin, pérfshirjen dhe
baraziné gjinore jané mé té pajisura pér t'iu pérgjigjur nevojave té ndryshme shogérore.

Njé sektor i drejtésisé dhe sigurisé i barabarté gjinor, i larmishém dhe pérfshirés, arrin
sukses né rekrutimin, mbajtjen dhe pjesémarrjen domethénése té grave. Pér mé tepér,
barazia gjinore shkon krah pér krah me arritjen mé holistike té njé kulture institucionale
té larmishme dhe pérfshirése. Institucionet e sektorit té sigurisé dhe drejtésisé gé jané té
larmishme dhe pérfshirése joshin, mbajné dhe promovojné njé larmi té grave, burrave dhe
personave me identitete tjera gjinore, duke pérfshiré (por pa u kufizuar né) persona LGBTI
dhe njeréz nga grupe minoritare ose té pafavorizuara. Kjo ndodh kur kultura institucionale
dhe praktikat e punés jané pérfshirése, jodiskriminuese dhe té hapura ndaj diversitetit, dhe
mund té pérfshijné pér shembull masat e méposhtme.

4 Bilanci i punés dhe jetés menaxhohet me perspektivé gjinore, duke marré parasysh
meényrat e ndryshme qé burrat, graté dhe té tjerét mund té luftojné pér ta kombinuar
punén me pérgjegjési tjera, si kujdesi pér prindérit ose fémijét.

4+ Vlerésimet institucionale dhe auditimet e proceseve té rekrutimit dhe gradimit, niveli
i pagave, politikat e resurseve njerézore dhe qasja né trajnim dhe mentorim kané
identifikuar paragjykime té nénkuptuara dhe té garta gjinore dhe t€ tjera, té cilat jané
adresuar pérmes politikave, procedurave dhe trajnimeve té reja.

4+ Rolet, shkathtésité dhe njésité qé konsiderohen stereotipisht “femérore” (pér shembull,
njésité e mbrojtjes familjare ose pikat fokale gjinore) vlerésohen né ményreé té barabarté
me ato gé konsiderohen “mashkullore”.

4 Ndalimi dhe parandalimi i diskriminimit seksual ose té bazuar né gjini, bullizmi,
ngacmimi, eksploatimi dhe abuzimi ndaj stafit jané prioritete serioze.
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4 Iniciativat pér ta promovuar baraziné gjinore dhe pér ta pérmirésuar kulturén
organizative drejtohen né ményré efektive dhe shogérohen nga menaxhimi i brendshém
dhe mekanizmat e mbikéqyrjes sé jashtme pér té siguruar se ato ndigen.

Kéto Llloj iniciativash ndihmojné né ndryshimin e perceptimit té formave té pérshtatshme dhe
té pranueshme té maskulinitetit dhe feminitetit brenda sektorit té sigurisé dhe drejtésis¢, dhe
pérmirésojné atmosferén e punés si dhe imazhin e jashtém dhe efektivitetin e institucionit.

Barazia gjinore, pérfshirja dhe diversiteti arrihen pérmes strategjive dhe praktikave té burimeve
njerézore té hartuara me kujdes dhe té resurseve té bazuara né parimet e barazisé dhe
mosdiskriminimit ndaj té cilave shtetet jané zotuar né traktatet ndérkombétare té té drejtave
té njeriut. Duke filluar me udhéhegjen e nivelit té€ larté, menaxhimi i institucionit né ményré qé
reflekton parimet e barazisé dhe mos-diskriminimit, pérfshiré promovimin e diversitetit, dhe
sigurimi se kéto merren seriozisht pércakton tonin dhe tregon se ¢ka éshté dhe ¢ka nuk éshté
e lejueshme. Udhéhegja mbi baraziné gjinore jo vetém qé léviz mé poshté né hierarki, por
né ményré ideale pérfshiné hapjen e menaxhmentit té larté pér kontributet, sugjerimet dhe
shgetésimet e stafit mé té ri. Llogaridhénia, disiplinimi, ankesat dhe mekanizmat e mbikéqyrjes
né lidhje me sektorin e sigurisé dhe drejtésisé gjithashtu luajné role kritike né pérkrahjen e
pérfshirjes, mos-diskriminimit dhe barazisé gjinore. Strategjité praktike diskutohen mé tej né
Seksionin 4, Shtegun 5.

3.2 Promovohet barazia gjinore né shogéri nga institucionet e
sigurisé dhe drejtésisé

Nga ana e jashtme aq sa nga brenda, institucionet e sigurisé dhe drejtésisé qé avancojné né
baraziné gjinore ofrojné shérbimet e tyre pér ¢do pjesé té komunitetit. Ndérmerren veprime
né ¢do aspekt té punés sé tyre pér té identifikuar dhe kapércyer pengesat ndaj sigurisé dhe
drejtésisé gé lidhen me rolet dhe paragjykimet gjinore dhe pasigurité gjinore. Ofruesit e
drejtésisé dhe sigurisé jané té trajnuar, té pajisur dhe té motivuar si¢ duhet pér té vepruar
né lidhje me ¢éshtjet gjinore té sigurisé dhe drejtésisé, qofté kjo duke iu pérgjigjur dhunés
né familje, krimit té urrejtjes, diskriminimit ekonomik, ¢éshtjeve té kujdestarisé, gasjes sé
pabarabarté né burime ose ¢éshtjeve té tjera.Ata nuk pérfshihen né forma seksuale ose gjinore
té bazuara né diskriminim, bullizém, ngacmim, shfrytézim ose abuzim ndaj atyre té ciléve u
éshté dashur t'u shérbejné, dhe e sfidojné kur e shohin. Mekanizmat e fugishém té mbikéqyrjes
dhe llogaridhénies sé brendshme dhe té jashtme ndihmojné pér ta siguruar kéte.

Profesionalizmi, efikasiteti dhe efektiviteti me té cilin institucionet e drejtésisé dhe té sigurisé
integrojné perspektivén gjinore krijojné reagime pozitive. Pér shembull, njé shérbim policor
gé merret me dhunén né familje né ményré profesionale dhe té pérgjegjshme ndaj gjinisé
do té gézojé respekt dhe bashképunim mé té madh nga komuniteti dhe nivele mé té larta
té raportimit. Njé ofrues shérbimesh gé e merr seriozisht pérfshirjen dhe diversitetin si
punédhénés do té jeté né gjendje té punésojé njé larmi mé té madhe té personelit, dhe késhtu
té jeté né pozité mé té miré pér té adresuar nevojat e popullatés sé saj té larmishme - e cila,
nga ana tjetér, e bén até ofrues mé té besueshém té shérbimit dhe punédhénés joshés.

3.3 Siguria dhe drejtésia kuptohen dhe adresohen me perspektivé
gjinore

Identifikimi dhe kapércimi i pengesave pér siguriné dhe drejtésiné né lidhje me pabarazité
gjinore kérkojné integrimin e perspektivés gjinore té drejtésisé dhe nevojave té sigurisé té
llojeve té ndryshme té individéve, komuniteteve dhe popullatave, dhe té perceptimeve té
komunitetit pér siguriné dhe shérbimet e drejtésisé. Perspektiva gjinore éshté e réndésishme
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nése shikohet se si policia i kupton nevojat e sigurisé né komunitete, si forcat e armatosura
vlerésojné pasiguriné né mjedis operacional, si sektori i drejtésisé i kupton pengesat pér té
pasur gasje né drejtési, si burgjet i hartézojné dobésité brenda popullatés sé burgut etj. Analiza
gjinore, e cila e mbéshteté perspektivén gjinore, shkon pértej shqyrtimit té burrave dhe grave si
grupe homogjene; éshté ndér-sektorial, gjithashtu pérfshiné faktoré si mosha, orientimi seksual,
vendndodhja, klasa, etnia dhe aftésia e kufizuar. Perspektiva gjinore ndihmon né vlerésimin e
nevojave dhe dobésive té viktimave té mundshme, por edhe motivimin e autoréve té krimit dhe
ményrén se si trajtohen té dyshuarit dhe viktimat né sistemin e sigurisé dhe drejtésisé.

Proceset e analizés gjinore mund té pérfshijné njé gamé té gjeré té aktoréve té QSS sig
jané ministrité, parlamenti, institucionet kombétare té té drejtave té njeriut dhe gendrat e
mendimit, por gjithashtu mbéshteten né akademiné dhe organizatat e shogérisé civile. Kéto
té fundit pérfshijné organizata qé punojné pér baraziné e grave, pér mbrojtjen e té drejtave té
personave LGBTI, ose pérfagésimin e grupeve té tjera, nevojat e sigurisé sé té cilave priren té
nénpriorizohen.”

Kutia 5 éshté njé shembull i anketés sé pérgjegjshme gjinore se si njerézit e shohin siguriné
dhe ofrimin e siguris€. Strategjité praktike pér analizén gjinore diskutohen mé tej né Seksionin
4, Shtegun 1.

Kutia 5: Si ndikon gjinia né piképamjet e sigurisé dhe ofrimit té sigurisé - shembull
nga Libani

International Alert, njé OJQ ndérkombétare, realizoi njé anketé shtetérore se si popullata
libaneze e sheh siguriné né pérgjithési, si i vlerésonin ofruesit e ndryshém té sigurisé dhe
ku do té shkonin njerézit pér siguri dhe drejtési. Pérveg shqyrtimit té rolit té gjinisé, studimi
shgyrtoi lokacionin, gé né rastin libanez shpesh lidhet ngushté me klasén dhe identitetin
fetar té dikujt. Kjo lente e analizés sé ndérthurur nxori né drité disa gjetje té papritura gé
shkuan kundér trendeve mé té pérgjithshme. Kéto pérfshijné, pér shembull:

+ burrat né zonat me tension té larté té perceptuar politik ndiheshin mé pak té sigurt né
hapésirat publike sesa graté pér shkak té frikés se mos ishin né shénjestér

+ graté né viset rurale ishin mé té shqetésuara pér DhBGj sesa graté né viset urbane

+ burrat kishin mé pak gjasa sesa graté pér qasje né ndonjé ofrues zyrtar ose joformal té
sigurisé kur ishin viktimé e njé krimi, ndoshta nga pritjet pér té treguar pavarési dhe
forcé

+ kishte pérkrahje né mesin e burrave dhe grave pér policim mé pak “té
tjera ishin mé shumé né pérputhje me pritjet si:

véshtiré”. Gjetjet

+ njé tendencé pér ta paré dhunén e partnerit familjar dhe intim si njé ¢éshtje “private”
dhe té mos raportojé kété polici, pjesérisht pér shkak té reagimit té dobét nga ofruesit e
shérbimeve

+ shkallé e larté e mosbesimit ndaj shérbimeve té sigurisé né mesin e personave me
orientime seksuale, identitete dhe shprehje gjinore té ndryshme

+ besim mé i larté né mesin grave dhe burrave tek punonjésit e policisé femra dhe
pérkrahje pér njé forcé policore mé té barabarté gjinore.

Burimi: L. Khattab dhe H. Myrttinen (2014), Gjinia, Siguria dhe RSS né Liban. Bejrut: International Alert.

Analiza gjinore e ndérthurur, e cila merr né konsideraté faktoré té ndryshém, duke pérfshiré,
ndér té tjera, sesi etnia, raca, feja, statusi shogéror ose ndonjé status tjetér mund té shtojné
diskriminimin me bazé gjinore, ofron njé bazé solide mbi té cilén mund té formulohen
politika dhe procedura té pérgjegjshme ndaj gjinisé. Ajo informon hartimin e masave pér té
parandaluar krimin, adresuar pasiguriné dhe kapércyer pengesat né drejtési. Analizat gjinore
jané té integruara né siguriné dhe sigurimin e drejtésisé nga niveli i politikave strategjike e

" Pér udhézime mé té
hollésishme pér integrimin

e gjinisé né mbikéqyrjen
parlamentare té sektorit

té sigurisé, shih Moduli 7,
“Mbikégyrja Parlamentare

e Sektorit té Sigurisé dhe
Gjinia”. Pérfshirja e shogérisé
civile né mbikéqyrjen dhe
geverisjen e sektorit té
sigurisé eksplorohet né
Modulin 9 té DCAF 2008,
OSBE/ODIHR, UN-INSTRAW
Paketa e Moduleve pér Gjininé
dhe Reformat né Sektorit

té Sigurisé€”, Mbikéqyrja e
shoqérisé civile e Sektori i
Sigurisé dhe Gjinia.
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poshté deri né proceset e planifikimit operativ, me mekanizma té integruar pér té siguruar
pérgjegjshméri, transparencé, monitorim dhe vlerésim.

Perspektiva gjinore identifikon reagimin ndaj dhe parandalimin e té gjitha formave té DhBGj
si ndér prioritetet kryesore té sektorit té sigurisé dhe drejtésisé, duke pérfshiré krimin e
urrejtjes misogjine, homofobike, bifobike dhe transfobike (shih Kutiné 6). Kuptimi dhe reagimi
ndaj DhBG;j zhvillohen pérmes angazhimit dhe bashképunimit me ata gé jané mé té rrezikuar,
kur kjo éshté e mundur.

Kutia 6: Reagimi ndaj ngacmimit seksual, EAS dhe DhBGj brenda dhe jashté

Ofruesit e sigurisé dhe drejtésisé jané ndér reaguesit mé té réndésishém té formave té
ndryshme té DhBG;j, pérfshiré dhunén seksuale té lidhur me konfliktin. Ndérsa shumica
dérrmuese e viktimave/té mbijetuarit® e ngacmimeve seksuale, DhBGj dhe EAS jané gra
dhe vajza, ¢dokush mund té béhet shénjestér, pavarésisht nga identiteti gjinor. Ofruesit e
drejtésisé dhe sigurisé duhet té parandalojné dhe té reagojné ndaj té gjitha formave té
DhBGj, si nga brenda ashtu edhe nga jashté. Kjo kérkon njé fokus né sjelljen ngacmuese
seksuale, abuzive, eksploative ose té dhunshme né mesin e personelit ose nga personeli
kundér té tjeréve.

Nga jashté duhet té pérgendrohet né parandalimin dhe reagimin né lidhje me palét e treta qé
kryejné kéto veprime kundér té tjeréve, pérfshiré personelin e sektorit té drejtésisé dhe sigurisé.

Ndérsa raportimi i DhBGj dhe EAS éshté jashtézakonisht i véshtiré né té gjitha rastet,
normat shogérore, dinamikat e pushtetit dhe varésité shoqgérore, politike, ekonomike ose
emocionale nga kryerési i veprés shpesh shtojné pengesa shtesé. Kéto véshtirési mund té
ndryshojné varésisht nga gjinia: graté dhe vajzat mund té pérballen me akuza pér tradhti
bashkéshortore ose sjellje “té lirshme moralisht” gjaté raportimit, burrat mund té akuzohen
pér homoseksualitet dhe personat me orientime té ndryshme seksuale dhe identitete dhe
shprehje gjinore mund té pérballen me pasoja ligjore ose dhuné shtesé thjesht pér zbulimin
e identitetit té tyre jo-heteroseksual ose jo-binar. Ngacmimi seksual, EAS dhe DhBGj priren
té jené té vetmet krime pér té cilat fajésohet viktima, né vend se kryerési, ose pér té cilat
viktima shpesh béhet fokusi i hetimit.

Kryerja e DhBGj nga personeli i sektorit té sigurisé dhe drejtésisé éshté shkelje serioze e

té drejtave té njeriut, pérveg se éshté e paligjshme dhe né kundérshtim me mandatin e
tyre. Sjellja e gabuar nga institucionet e sektorit té sigurisé minon gjithashtu besimin mé
té gjeré né kapacitetin e sektorit té sigurisé dhe drejtésisé pér té ofruar siguri dhe mund té
sjellé rivitalizim, pérfshiré viktimizimin sekondar. Mos-reagimi ndaj rasteve té brendshme
té ngacmimeve seksuale dhe té bazuara né gjini, DhBGj dhe EAS zakonisht shkel rregullat

e institucionit, por gjithashtu ndikon né moralin, besnikériné e stafit dhe efektivitetin e
institucionit. Né shtete té caktuara dhe pér grupe té caktuara, p.sh. persona me orientime té
ndryshme seksuale dhe identitete gjinore dhe shprehje ose persona né prostitucion, oficerét
e policisé dhe rojet e kufirit mund té jené ndér burimet kryesore té pasigurisé, ngacmimit,
zhvatjes seksuale, abuzimit seksual, eksploatimit dhe dhunés.

* Ka debat né mesin e viktimave/té mbijetuarve té DhBGj dhe organizatave qé punojné me ta se cila shprehje éshté mé
e pérshtatshme. Né kété Modul pérdoren qé té dy, pasi viktimave/té mbijetuarve duhet dhéné mundésia e shfrytézimit
té statusit té tyre.

Ndérsa parandalimi dhe reagimi ndaj DhBGj éshté njé ményré kyce né té cilén ofruesit
e sigurisé dhe drejtésisé kontribuojné né rritjen e barazisé gjinore, sektori i sigurisé dhe
drejtésisé duhet té pranojé se mandati i tij né drejtim té avancimit té barazisé gjinore éshté
shumé mé i gjeré. Ofruesit e drejtésisé dhe sigurisé gjithashtu sigurojné zbatimin e garancive
ligjore pér té gjithé qytetarét né lidhje me qgasjen e tyre té ploté ligjore dhe gézimin e té
drejtave té barabarta pa diskriminim, dhe t€ marrin parasysh nevojat e ndryshme té grupeve
té ndryshme té popullsisé.
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4. How to advance gender equality and
integrate a gender perspective in SSG and in

SSR processes

Over the past decade, a number of good practices have evolved and innovative approaches
have been developed to facilitate better incorporation of a gender perspective into SSG,
SSR processes and security and justice sector institutions, to ensure that these contribute to
broader gender equality goals. In this section, several pathways of how a gender perspective
can be integrated into SSG and SSR are presented in more detail. These cover the following
areas:

4 defining security needs in an inclusive, gender-sensitive manner

4 policy-led approaches to integrating gender equality into security and justice
governance

4+ gender training for security and justice providers

+

using staff with specialized gender expertise

4 changing institutional cultures to increase participation of women and overall
diversity.

In all these pathways, gender-responsive design and monitoring of programmes and
projects using gender analysis are crucial.

These pathways are not a roadmap or an action plan, but rather examples of how a gender
perspective can be - and has been - integrated into the security and justice sector and how
these processes can be used to promote gender equality. Which pathways are chosen and
where change needs to happen depends on the context, the issue and the actors in question.
At times the change needs to happen “upstream” in terms of legal frameworks and policies,
say, for example, the legal recognition of marital rape or of sexual violence against men
and boys, before justice and service providers can act upon these. At other times the entry
points will be more “downstream” and operational, such as enhancing gender mentoring
programmes or improving gender-responsive monitoring and evaluation systems.

Pathway 1: Defining security needs in an inclusive, gender-
responsive manner

An important first step for improving justice and security services to all people - men,
women and people of different gender identities - is understanding what their particular
needs are, how current responses are working and what the contextual dynamics are.
Listening to communities and individuals and inviting them to participate in articulating
their own needs can increase the local acceptance of justice and security actors, as well as
giving them important insights as to how to improve in fulfilling their tasks. Box 7 contains

THS

Image: Officers of mobile police
teams responsible for domestic
violence response improve
their skills in providing
premedical assistance to
victims, Dnipro, 26 May 2017.
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Box 7: Using locally based, community-owned gender and conflict analysis -
examples from Colombia and Myanmar

Following the signing of the Colombian Peace Agreement in 2016, a special police unit
was established for the areas in which the former FARC guerrillas were reincorporated
into civilian life. This Unidad Policial para la Edificacién de la Paz (Police Unit for
Peacebuilding) entered a process, funded by the government of Norway, and facilitated and
organized by DCAF and the Colombian NGO Corporacion de Investigacon y Accion Social 'y
Economica, to solicit women’s perceptions of security and security and justice providers, in
particular of the police, in five rural municipalities.

The project deliberately focused on listening to and conveying the voices of those

whose views on security are seldom heard, both inside and especially outside of their
communities: rural, socio-economically marginalized women of different ages, including
indigenous women. This was done mainly through extended focus group discussions which
were designed to be welcoming and informal, as well as through individual interviews.
The result was a very different kind of security and threat mapping compared to more
generic processes, which often tend to focus on macro-level threats (e.g. political violence,
narcotics trade, geopolitics). Instead, the women raised many local-level effects of these
national- and international-level dynamics, and what these meant at the personal, family
and community levels, often with quite unexpected and practical insights. For example,
military posts had been in charge of stockpiling snakebite serum in remote areas, but
civilians who went to request serum feared being suspected of being insurgents if they did
so. While younger men might fall under greater suspicion, women often were reluctant to
approach security services in the first place.

The organizations running the project also sought to understand the views and attitudes
of the police, and opened up spaces for officers to discuss their own fears of serving in an
area which had seen high levels of insurgent activity, the lack of communication channels
with the communities, and their own struggles with understanding mandates, decision-
making processes and divisions of labour, especially when on-the-ground practice deviated
from official regulations. Officers also often did not know the history and dynamics of the
region, and did not always understand where particular demands were coming from. Some
of these concerns were shared by community members and security providers, such as
mutual distrust and struggling with the “legalese” of official orders, regulations and laws.

The women’s insights gave the Police Unit new possibilities of better understanding and
responding to community security concerns, but also pointed out ways in which not to
provide security - for example in a heavily militarized and intimidating manner, or carrying
out tasks of other service providers. The analysis and discussions also highlighted that the
police need not, indeed should not, become the sole or main service provider of various
forms of human security, but that it should, in the words of the communities, be the door
that allows the communities to access other state service providers.

The process allowed a better understanding of the community’s and security actors’
needs and roles, and a better delineation between different security providers’ roles. The
collaboration of local and external actors in this process was crucial: a local NGO, which
understood the local context, had the trust of both the community and security and justice
sector and could mediate between both; an international think-tank, which brought in
technical SSG/SSR experience; an international donor, to add political gravitas; and,
importantly, a police service, which was open to seriously engaging with and listening
to local - and at times seemingly unorthodox and unexpected - views on security. The
process also allowed staff from the Police Unit to express their own security concerns,
and the challenges and needs they face in security provision. In addition to being a
comprehensive mapping and learning exercise for all parties involved, the consultations
acted as a trust-building process between the Police Unit and the community to which it
was providing security. In the longer term, the outcomes of the consultations will inform
the Unidad Policial para la Edificacion de la Paz’s future approach to policing.
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A second example of an NGO working with local communities to help define their

security needs and analyse these from a gender perspective comes from the UK-based
NGO Saferworld. Saferworld has developed a toolkit for carrying out a gender analysis

of conflict, initially piloted with the Uganda Land Alliance. The approach is highly
participatory, and involves focus group discussions, interviews and other consultative
processes with affected communities to allow them to define their own security needs
from a gendered perspective. It also explicitly seeks to capture the social expectations
placed on different men and different women in the community, and the gendered impacts
of conflict and fragility.

Saferworld used this approach in southeastern Myanmar as part of a process to bring
together conflict-affected Karen communities, state and non-state security actors, women'’s
rights and human rights organizations and informal power brokers. Local NGOs and
communities developed community-level security plans and security committees, in which
women’s leadership was encouraged. Depending on whether the communities are under
Myanmar state control or in territories controlled by the Karen National Union, the local
committees interact with state and non-state security and justice providers. To help the
local committees gain experience and confidence, to iron out practical and organizational
issues and to build trust, the committees tend to start engaging first on less contentious
issues and then work their way towards more intractable or sensitive security concerns.

Sources: CIASE/DCAF (2018), Transcending the Long Path - Recommendations for the Security of Rural Women in
Colombia. Bogota/Geneva: CIASE/DCAF; Saferworld (2016), Gender Analysis of Conflict Toolkit. London: Saferworld.

examples of how community-owned gender and conflict analysis has been used to reframe
security needs radically based on actual community concerns in Colombia and Myanmar.

These examples highlight how bringing in a more diverse set of actors and openness to
a more inclusive view of security and justice needs can lead to a more comprehensive
understanding of the situation at hand, and also work to increase trust and mutual
understanding of what is - and what is not - possible in terms of security and justice
provision. Dialogue and community engagement are relevant in all contexts, not only those,
as in the examples, affected by conflict. For example, dialogue between police and LGBTI
organizations in both Serbia and Northern Ireland has helped police to understand issues
faced by LGBTI persons, leading to better service provision.!

Key elements of this approach are listed below.
4 Directly engaging with communities in a participatory manner.

4+ Creating processes that allow diverse voices to be heard, rather than only those -
usually more powerful men - who tend to dominate discussions.

4+ Ensuring that these insights are taken up in a meaningful way, to the extent possible,
by the relevant security and justice providers.

4 Ensuring transparency and feedback to the community in question as to the changes
that have occurred as a result. It is important that the communities involved are able
to track and be informed about what happens with their input and what changes this
has/has not resulted in and why. This may often require investing additional effort into
clarifying how SSG works in their context and what the roles of different actors are, as
well as managing expectations.


https://www.saferworld.org.uk/downloads/pubdocs/gender-analysis-of-conflict-toolkit.pdf
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Pathway 2: Policy frameworks for integrating gender equality into
justice and security governance

Effectively addressing the different gendered justice and security needs of a population
requires governance and policy frameworks that, on the one hand, recognize these gendered
needs and, on the other hand, create an enabling environment for justice and service
providers to act to address them.

Successes can be found in the implementation of UN Security Council Resolution 1325 on
Women, Peace and Security and its subsequent “sister” resolutions on a national level. The
passing of Resolution 1325 in 2000 was enabled by a broad coalition of civil society actors,
including prominent women rights’ organizations and academia, and key state actors, who
came together and formulated a policy framework based on a range of gendered justice
and security needs they had identified. The overall framework of the WPS resolutions has
been translated by over 75 countries into more detailed and actionable NAPs, as well as by
multinational organizations into regional action plans, spelling out ways in which different
justice and security providers are to promote and implement the aims of the resolutions.

There are marked differences between countries and organizations that have developed
NAPs in terms of their inclusivity and scope. Some countries’ NAP development processes
have been very broadly inclusive, while in others the process has been centralized within
one key ministry or ministries. In some countries, a range of ministries, parliament,
other oversight bodies, civil society organizations, academia and people within security
and justice institutions tasked with NAP implementation have jointly defined the NAP’s
objectives, and ways of reaching these and of holding the sector accountable. While some
NAPs have focused only on internal actors and activities within their country, others have
been outward focused on activities the country may support externally, for example through
peacekeeping missions or development assistance. Some, in turn, have been a combination
of internal- and external-facing elements.

Over the decades, several important lessons have been learned as to what can make NAPs
effective policy instruments in identifying and addressing gendered security and justice
needs. These include:

4+ clear ownership of and commitment to the NAP with an actor (e.g. ministry) that has
convening power and the necessary leverage to ensure the plan is implemented

4 buy-in from the implementing agencies at all levels

4 earmarked budgeting of activities, including co-ordination, monitoring, evaluation and
reporting
4 ensuring policy coherence and harmonization of reporting processes so that NAP

activities are not separate from other activities and do not become an additional
reporting burden

4 clarity on what is expected from different implementers, with clear indicators to
monitor progress

4 ensuring that various parties to the process, be they implementing, managing the
process or playing an oversight role, have the capacity, necessary information and
resources to fulfil their respective roles.

While NAPs/regional action plans have been a key entry point to integrate a gender
perspective into SSG, SSR and provision of security and justice, doing so can and should be
pursued through more regular SSG mechanisms. Box 8 shares a good example from Uruguay.
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Box 8: Using SSG and SSR to promote gender equality and diversity - an example
from Uruguay

Uruguay has been successfully implementing policies oriented towards gender equality,
inclusivity and diversity in its security and justice sector governance. Changes came
through targeted actions aimed at shifting the understanding of security and justice
provision away from state security and maintaining order to an approach more oriented
to protecting human rights. This has, for example, included concentrating efforts on
preventive measures to reduce security risks which have strongly gendered elements

- such as suicides and traffic deaths among men, and domestic and intimate partner
violence. These shifts were enabled by changing societal attitudes, reflected in policy
changes that, in turn, were relayed to the security and justice sector through SSG/SSR
processes.

Prevalence of domestic violence against women remains high in Uruguay. New policy
frameworks to address it have included the passing of a bill in 2016 “to guarantee
women a life free of gender-based violence”, which was developed by the government
with support from UN Women, the World Health Organization and the National Women'’s
Institute.

Uruguay also has some of the most progressive legislation regarding sexual orientations
and gender identities and expressions in Latin America. Persons of diverse sexual
orientations and gender identities and expressions are allowed to serve openly in the
country’s armed forces, which seek to actively recruit and retain more women.

While the appointment of Senator Daisy Tourné, a feminist woman, as Minister of the
Interior in 2007-2009 was a catalyst for many of the changes, they have been backed up
by supporting measures at various levels. The cross-party Women’s Parliamentary Group
has supported integrating a gender perspective into justice and security work, and actively
monitors this. The Women’s Parliamentary Group publishes an evaluation of all ministries
and policies regarding gender mainstreaming, including the work of the ministries of the
Interior and Defence. Resistance to gender mainstreaming among justice and security
providers was reduced by Minister Tourné and her allies entering masculinized policy
arenas, and trust-building through dialogue. To ensure that gender mainstreaming does
not sit only with the Gender Affairs Ministry and is implemented only at the top level,
the post of Commissioner for Women in the Ministry of the Interior was created, ensuring
implementation of gender mainstreaming also at the “mid-level” of management.

Source: UN Women (2016), Gender Violence Bill, presented in Uruguay, 15 April.

Pathway 3: Gender training for security and justice providers

One of the key ways in which gender mainstreaming efforts are undertaken in the security
and justice sector is gender training, with a wide variety in terms of depth, length and
content. Methodologies and formats also vary greatly. While some training is carried out
internally or in specialized international training centres, there are also numerous non-
profit and for-profit providers of gender training from outside the security and justice
sector. Training can be online, face to face, or a combination of both. Some training focuses
more on legal frameworks and operational procedures (e.g. focusing chiefly on national
and international norms or internal rules and regulations), while other courses seek to be
more transformative of participating individuals and the institutions they represent, and yet
others combine both approaches.”

Core education and training for security and justice sector personnel should include tools for
gender analysis, addressing gendered security needs, gender mainstreaming and addressing
gender bias. This helps to ensure that “gender” becomes integral to security provision

*Training of security and
justice sector personnel

to integrate a gender
perspective into their work
is also addressed in Tools 2,
3,4,5,6,7 and 14, as well as
in Tool 12 of the 2008 DCAF,
OSCE/ODIHR, UN-INSTRAW
Gender and Security Sector
Reform Toolkit,“Gender
Training for Security Sector
Personnel”.


https://www.unwomen.org/en/news/stories/2016/4/uruguay-gender-based-violence-bill
https://www.dcaf.ch/node/13591
https://www.dcaf.ch/tool-3-defence-and-gender
https://www.dcaf.ch/node/13592
https://www.dcaf.ch/node/13593
https://www.dcaf.ch/tool-6-border-management-and-gender
https://www.dcaf.ch/tool-7-parliamentary-oversight-security-sector-and-gender
https://www.dcaf.ch/tool-14-intelligence-and-gender
https://www.dcaf.ch/gender-training-security-sector-personnel-good-practices-and-lessons-learned-tool-12
https://www.dcaf.ch/gender-training-security-sector-personnel-good-practices-and-lessons-learned-tool-12
https://www.dcaf.ch/gender-training-security-sector-personnel-good-practices-and-lessons-learned-tool-12
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rather than being seen as optional or an add-on. Additional training and other types of
learning and capacity-building opportunities then build upon this. Different approaches
are often necessary for ground-level personnel versus mid- and upper-level management.
While arguments around how to strengthen the institution and its external image can be
effective at managerial levels, these often have little currency for lower ranks. Here, taking
the personal experiences, fears, frustrations and concerns of training participants seriously
can be key - but it is vital that these are addressed in a safe and ethical manner. Box 9
describes a project in the Democratic Republic of the Congo (DRC) that included training of

Box 9: Meeting gendered security needs at multiple levels - an example from the
Democratic Republic of the Congo

The Tushiriki Wote (Let’s ALl Participate) project focused on improving the lives of women
cross-border traders in the eastern DRC. It was a five-year collaboration between the
international NGO International Alert and a consortium of 14 local partners.

Small-scale traders cross the borders between the DRC, Burundi and Rwanda daily.

They had faced various forms of harassment, extortion and abusive behaviour during
their border crossings and at markets. The often under-resourced and stressed border
guards complained of poor working conditions and poor compliance by the traders with
regulations. Daily interactions between border guards and traders at the border crossings
were marked by acrimony and lack of trust. In addition, women traders struggled with
unequal and occasionally violent relationships at home, and lived in a patriarchal and
heavily militarized society where women'’s voices counted for little.

The project was designed around the experiences and needs of the women involved. It
sought to tackle their concerns at multiple levels by:

+ improving relations with border officials through training and sensitization efforts,
helping both traders and border officials better understand their rights and
obligations

+ building trust between traders of different nationalities
+ tackling extortionary behaviour by official and unofficial authorities

+ improving women traders’ family relations, which - at the request of the small-scale
trader women - explicitly included working with their husbands on transforming
masculinities.

The project involved a combination of community dialogue, involving some 1,400
people, and work with small-scale cross-border women traders, border officials, traders’
associations/co-operatives, political and administrative institutions, businesses and
grassroots associations. For example, support was given to the women market traders’
associations to improve their capacity to address the needs of their constituents.
Community-level efforts were supported at a macro level by measures to increase
women’s overall access to positions of social and political decision-making at all levels,
from market associations to the national parliament.

The Tushiriki Wote project thus started from a narrow focus on cross-border trade and its
frictions, but aimed to address gendered security needs comprehensively. This meant not
only improving the women'’s skills and empowering them, but closely involving customs
and immigration officials in the public space and their male partners in the private
space to increase dialogue, build mutual understanding and reduce the risks of violent
escalation of tensions.

* Integrating a gender
perspective in border
management is addressed in
more detail in Tool 6, “Border
Management and Gender”.


https://www.dcaf.ch/tool-6-border-management-and-gender
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border guards to help address gendered security needs.”

Gender training, particularly if it is mandatory, often has to contend with audience apathy,
passive and active resistance,and subversion (see also Section 5 on dealing with resistance).
Designers and implementers of training may choose to focus only on certain “easier” topics
and bracket out issues seen as potentially too sensitive, contentious and “difficult”, due to
a sense that broaching these issues would close doors. Two issues that are often seen as
being too difficult or time-consuming, and therefore left out of training, are questioning
dominant forms of masculinity in the security and justice sector, and including discussions
of diverse sexual orientations and gender identities and expressions in relation to gender.?
However, questions around these issues may well arise spontaneously from the audience, so
trainers must always be prepared to facilitate conversations appropriately.

Trainers, women’s rights organizations, advocates for the rights of LGBTI persons and
organizations working on transforming masculinities have used various approaches to raise
these issues effectively in gender training with the security and justice sector. While by
no means exhaustive, the following consolidate some of their lessons learnt, drawing on
practical experiences from Latin America, Europe, the Middle East, sub-Saharan Africa and
South Asia. These approaches all carry risks and require experienced and confident trainers.
Successfully employed, however, they can be transformative in terms of pushing people to
think beyond stereotypical, and often very gendered, frameworks.

4 Start with the “taboos” straight away and then deconstruct them. For example, allow
training participants to express openly their opposition to an aspect of gender policy,
such as the inclusion of women and LGBTI persons in uniformed services, and then
discuss counter arguments. Acknowledge that while accepting something that is new
or unknown can be uncomfortable, justice and security sector minimum standards
require that everyone be treated equally.?

4 Focus on participants’ own gendered experiences of frustrations, needs and vulnerabilities.
For example, in many countries male former military service members face particular
difficulties in civilian reintegration. They may “deal with” trauma in ways considered
acceptable to “hard masculinity”, such as violence, risk-taking behaviour, substance
abuse or suicide. Use experiences to which trainees can closely relate as entry points
to discussing gender norms and expectations. Direct the conversation to ensure that
it does not reaffirm dominant or harmful gendered behaviour, but rather underscores
how restrictive gender roles are problematic for everyone.

4 To open up discussions and reflect on implicit bias, use the stated mission goals and daily
work of security and justice providers to open broader discussions on gender. For example,
use the fact that security providers are mandated to protect all individuals but are
often not responsive in addressing forms of GBV that disproportionately affect women,
from intimate partner and domestic violence to online harassment and abuse, or in
addressing GBV against persons of diverse sexual orientations and gender identities.

4 Take a technical approach. Discuss potentially difficult topics in a “technical” way. Focus
on skills training, development of best practices, integrating a gender perspective
into assessment and analysis frameworks or standard operating procedures in, for
example, dealing with hate crimes, preventing male-to-male sexual assault in prisons * A gender perspective in
or responding to GBV within uniformed services.” prisons and other places

of deprivation of liberty is
considered in Tool 5, “Places

4 Use reality-based scenarios. Scenario-based problem solving, using complex real-life
situations, creates space to bring in complexities where there are no clear answers, of Deprivation of Liberty and
open discussion on moral and legal dilemmas, and open possibilities to address Gender”.
attitudes which are discriminatory and/or go against inclusive and gender-equitable


https://www.dcaf.ch/node/13593
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security provision.

4 Tackle GBV by staff of security and justice providers head-on as an entry point. For example,
use sexual harassment and abuse of women and LGBTI persons as an uncomfortable
discussion opener; or, less confrontationally, use the lack of proper response to
femicide, domestic and intimate partner violence, and biphobic, homophobic or
transphobic violence.

Ideally, training leads to a transformational process that does not end with the end of the
course. Participants should go back to their institutions and work with a new sensitivity in
recognizing gender inequality around them, or seeing how they are constrained or privileged
by their gender roles.

Pathway 4: Using staff with specialized gender expertise

Over the past two decades many justice and security providers have instituted roles for
specialized gender-focused staff. These roles vary greatly, and include part-time or full-time
Gender Focal Points or Gender Advisers; gender units; observatories on equality; all-female
units; units specialized in responding to GBV; roles focused on engaging with women,
particular groups of women or men or LGBTI people within communities; and associations
for women or LGBTI staff within the institution. This section focuses on Gender Advisers and
Gender Focal Points.”

The role of Gender Advisers and Gender Focal Points is to advise different parts of the
organization or mission on integrating a gender perspective across all its policies, plans,
activities and operations,as wellas acting as go-to experts on questions and specialized tasks
related to gender. The use of Gender Focal Points and Gender Advisers in UN peacekeeping
missions, in missions by regional bodies such as the OSCE, the African Union and the
European Union, and by national security providers has over the past decade emerged as
a key strategy to build expertise for and co-ordination of gender mainstreaming within
missions and organizations. The OSCE, for example, has Gender Focal Points in each field
operation and institution, and in all departments of the Secretariat. The UN is mandated by
Security Council Resolution 2242 (2015) to deploy gender expertise in strategic assessment
teams as well as all stages of a mission, from planning to implementation. At least 28
national armed forces now have Gender Advisers, as do numerous police services and other
justice and security providers.*

Generally, the task of a Gender Adviser is solely focused on gender, while Gender Focal Points
support gender mainstreaming as an additional part-time responsibility. Gender Advisers
and Gender Focal Points are sometimes appointed from within the service, sometimes
recruited from outside. Each approach has strengths and weaknesses: outsiders may be able
to address concerns and raise problems more freely than persons from within institutions,
while persons recruited from within the institution will better understand institutional

procedures, hierarchies and cultures. . . )
Specialized gender expertise

in security and justice

institutions is also addressed
for an organization to build its internal expertise and capacity for integrating a gender in Tool 2 on “Policing and
perspective. They can act as catalysts for wider change, introducing, explaining and Gender”, which includes a
detailed focus on women’s
police stations, Tool 3 on
“Defence and Gender”, Tool

Gender Advisers and Gender Focal Points have been shown to be an effective mechanism

championing a gender perspective and the relevance of gender equality to an organization’s
mandate and goals.

; . . . . 4 on “Justice and Gender”
Nonetheless, Gender Advisers and Focal Points have at times struggled with the potential and Tool 5 on “Places of
breadth of their task and limited resources. Gender Focal Points especially face this challenge, Deprivation of Liberty and

Gender”.


https://www.dcaf.ch/node/13591
https://www.dcaf.ch/node/13591
https://www.dcaf.ch/tool-3-defence-and-gender
https://www.dcaf.ch/node/13592
https://www.dcaf.ch/node/13593
https://www.dcaf.ch/node/13593
https://www.dcaf.ch/node/13593
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as their “gender work” usually comes on top of a full complement of other responsibilities.
Experience shows that Gender Focal Points or Gender Advisers cannot be expected to
achieve integration of a gender perspective when the institution remains dominated by
dynamics and working practices that are not gender responsive. Deeper institutional change
requires the management of justice and security institutions to engage meaningfully with
promoting gender equality, rather than seeing this as a “women’s issue” or merely a task for
the Gender Focal Point or Adviser. Crucially, this may mean changing male behaviours and
attitudes, and masculine-dominated institutional cultures.

Based on emerging best practice, persons in these positions can best fulfil their tasks when
the following conditions are in place.

4 Leadership needs to ensure that promoting gender equality is seen as being central
to the institution’s mission and success. There must be public senior-level recognition
that responsibility for gender mainstreaming and promotion of gender equality sits at
the most senior levels. Accordingly, the work of Gender Focal Points and Advisers must
be taken seriously and supported, for example, by involving them in key planning and
decision-making processes, and giving them access to senior leadership.

4 Gender Focal Points and Advisers need training on gender issues relevant to their tasks,
potentially on the institution or the mission, and in case of international deployments
on the sociocultural and political environment in which they will be deployed. They
also need skills and expertise for gender analysis and for developing and monitoring
gender-related policies and training.

4 GenderFocalPointsand Advisers need aclear job description:what theirresponsibilities
are, where they have the authority to intervene and where they do not, and to whom
they are accountable. Gender Advisers and especially Gender Focal Points need to be
given clarity about what does and does not fall within their remit. Too often they are
expected to do their ‘gender work” in addition to other reqular tasks, and/or are tasked
simultaneously with attending to other “cross-cutting issues”, such as child protection
or disabilities. Gender Focal Points and Advisers risk becoming unofficial go-to points
for colleagues on problems that should instead be addressed to human resources
or disciplinary mechanisms, such as discrimination, or sexual harassment, abuse or
exploitation.

4 In addition to authority and clarity about their roles, Gender Advisers and Focal Points
need adequate resources, including time and personnel, to fulfil their tasks. It is not
uncommon for gender mainstreaming positions to have extremely limited or no
funds at their disposal for implementing activities. They may also need access to, for
example, transport, communications resources and interpreters.

4 Mutual networking between Gender Advisers and Focal Points has been shown not
only to provide a professional support network, but also to facilitate sharing of key
information and best practices.

Pathway 5: Challenging masculine institutional cultures to
increase women'’s participation and overall diversity

The security and justice sector and its institutional cultures do change along with the rest
of society. However, this change often comes slower to uniformed services, given their often
considerable investment in tradition, strong gendered senses of what being a member of the
institution means, and norms and hierarchies that are more regulated than in most areas of
civilian life.As discussed in Section 2, many institutions that provide justice and security are
overwhelmingly male in staffing and symbolically associated with and cultivate particular
forms of manhood. Changing institutional cultures requires fully integrating women into
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the institution, which demands transforming its masculine institutional culture. This is all
the more important in cases where masculinities linked with the justice and security sector
draw on or reproduce misogyny, racism, transphobia, homophobia, biphobia or other forms
of discrimination; and/or include harmful practices such as hazing, bullying or violence
against others; and/or are conducive to unacceptable or criminal behaviour such as sexual
harassment, exploitation and abuse, and other forms of GBV.

Many security and justice sector institutions have found it most effective to frame integrating
women within wider attempts to build diversity and inclusion. It is important not only to
have balance between male and female staff, but also to ensure that men and women are
diverse in terms of ethnicity, religion or belief, sexual orientation and other factors in a
manner that reflects broader society.

Achieving change ininstitutional culture requires both top-down and bottom-up approaches.
Strong leadership on gender equality has been demonstrated in many countries over the
past decade, including through appointing gender champions in the security sector and
taking other measures for political and institutional leaders to endorse gender equality and
inclusivity both internally and publicly.

Horizontal, peer-to-peer dynamics within organizations also need to be taken into account.
In many security and justice institutions it is the organizational subgroup (e.g. squad-level
unit, specialized branch or subsection) that plays a central role in defining how soldiering,
policing, treatment of prisoners or other justice- and security-related activities are
performed in practice. These internal subcultures, and attached identities, can be actively or
passively resistant to change seen as being imposed from above or from the civilian sphere,
and can be conducive to abusive or criminal behaviour if oversight fails. However, subgroup
and peer-to-peer dynamics can also be drivers of positive change and mutual learning and
support among colleagues.”

Both internally and externally, seemingly small things can be important in defining
institutional culture and the external image of security and justice providers. These include
the types of uniform worn, if any; approved hairstyles; being armed or unarmed; wearing
body armour or not; whether or not sunglasses are worn when speaking with civilians; the
tone of voice and type of language used; smiling or not smiling; and body posture. Some
of these are codified in standard operating procedures, codes of conduct and regulations.
These “micro-dynamics” of performing the job of a border guard, prison guard, soldier, police
officer, or member of staff of any other security and justice provider determine whether
the institution and its representatives are perceived as approachable or intimidating, an
institution to be engaged with positively or a potential menace best avoided. They likewise
strongly shape internal institutional dynamics: who feels welcome and included, and who
feels marginalized.

External societal and political forces may be instrumental in pushing for change within
the security and justice sector in terms of gender equality, inclusion and diversity. At times,
changes in the gendered and other dynamics within the security and justice sector are
linked to major political ruptures, such as the restructuring of the post-apartheid South
African security sector and of Northern Ireland’s police (see Box 10), or ongoing changes in
the armed forces in Ukraine (see Box 11).

Some key factors for achieving security and justice sector institutions staffed by diverse
women and men with an inclusive institutional culture are outlined below.

4 Ensuring that the fundamentals are in place for more diverse staff to be recruited,

* For detailed guidance and
checklists on integrating
gender into oversight for
police, armed forces and
ombuds institutions and
national human rights
commissions, see the
2014 DCAF, OSCE, OSCE/
ODIHR “Guidance notes
on integrating gender into
security sector oversight”.


https://www.dcaf.ch/guidance-notes-integrating-gender-security-sector-oversight
https://www.dcaf.ch/guidance-notes-integrating-gender-security-sector-oversight
https://www.dcaf.ch/guidance-notes-integrating-gender-security-sector-oversight

Tool 1: Security Sector Governance, Security Sector Reform and Gender

such as providing separate washing and sanitary facilities for women and men, and
having uniforms and equipment that fit both women and men.

4 Recruitment processes and requirements that are non-discriminatory and designed to
attract a more diverse pool of applicants.

4 Having proper and functioning reporting and disciplinary mechanisms for internal
and external cases of abuse, bullying, harassment or discrimination based on gender,
sexual orientation, gender identity or gender expression. These must be designed in
ways that protect whistleblowers and complainants from retaliation by those accused
of wrongdoing or by senior staff.?

4 Taking firm action against sexual, gender-based and other forms of discrimination,
harassment, abuse, exploitation and violence within the institution and when
perpetrated against persons outside of the institution

4 Having human resources and management policies and processes that actively

Box 10: Increasing diversity and representativeness and community acceptance in
Northern Ireland

During the period known as “the Troubles” in Northern Ireland, the police force, the Royal
Ulster Constabulary (RUC), was seen by significant parts of the Catholic community as
having a pro-Unionist and pro-Protestant bias. It was heavily male dominated, militarized
and known to engage in harassment of the LGBTI community (Duggan, 2012). Following
the Good Friday Agreement in 1998, a process of restructuring and reforming the RUC into
a less militarized, more community-policing-oriented, more diverse and more gender-equal
force was initiated. In addition to seeking to recruit a force that is more representative

of the community in terms of its members’ religious and ethnic backgrounds, the new
Police Service of Northern Ireland (PSNI) has been seeking to improve its gender balance
through affirmative recruitment policies, proactive measures to widen the pool of recruits
and ensuring the promotion of women police officers into more senior positions (Galligan,
2013). The PSNI has also proactively sought to improve its relationship with the LGBTI
community. This has required changes in the institutional culture of the service, away from
a militarized, “hard masculinity” identity to a more open, diverse, community-oriented one.

Accountability and governance structures have played an important role in this police
reform process, in particular the Northern Ireland Policing Board. Formerly, the RUC was
overseen by a body appointed by the Secretary of State for Northern Ireland, a member of
the UK government. The new oversight body is composed of members of the main political
parties in Northern Ireland and independent citizens. The Policing Board explicitly
highlights addressing the gender imbalance in the PSNI as a key goal of its “People
Strategy”, sets out human rights targets and highlights protecting the most vulnerable.
The work of the Policing Board and PSNI is supported through community engagement
strategies and processes, for which the Board solicits contributions from members of

the public who have traditionally not been setting the security agenda: “minority ethnic,
women, older persons, people with a disability, young people, lesbian, gay, bisexual and
trans”

Sources: Marian Duggan (2012), Queering Conflict: Examining Lesbian and Gay Experiences of Homophobia

in Northern Ireland. Farnham: Ashgate; Yvonne Galligan (2013), “Gender and politics in Northern Ireland: The
representation gap revisited’, Irish Political Studies, 28(3), pp. 413-433; website of the Northern Ireland Policing
Board, https.//www.nipolicingboard.org.uk/community-engagement.

support gender equality and diversity within the institution, including for issues such
as childcare and parental leave, and more broadly implementing family-friendly work
policies and encouraging all staff to make full use of them, irrespective of their gender.


https://www.nipolicingboard.org.uk/community-engagement
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Box 11: Tackling gender biases and preventing domestic violence - an example
from Ukraine

Changing institutional cultures in the Ukrainian Armed Forces has been a long process
closely linked to, and influenced by, broader political, societal and institutional changes.
In spite of rhetorical commitments to gender equality, Ukrainian institutions were highly
patriarchal, and societal values were defined by a clear gender divide. Labour regulations
kept women away from jobs deemed as being potentially “too dangerous for women”in a
wide range of professions, including the police and military.

Ukrainian women have frequently found it difficult to join the security and justice sector.
Laws formally barring women have recently been changed, and since 2014, women have
played front-line combat as well as supporting roles in the Joint Forces Operation, and

in peacekeeping and stabilization missions abroad. Nonetheless, many women who
participated in conflict have struggled to gain official recognition and access services

for veterans. Some of the ex-combatants, male and female, had issues with anger
management, violent behaviour trauma and substance abuse. Service providers, however,
were at times dismissive of these issues and displayed problematic gender biases. To
address some of these challenges, in 2018, ODIHR started working with the Ukrainian
General Staff of the Armed Forces to raise awareness of the issue of domestic violence in
the families of armed forces personnel and their role in its prevention, and developed and
promoted a set of recommendations.

Since commanding officers are in charge of training and maintaining order and discipline
among organization/unit personnel and additionally are responsible for reporting
disciplinary and criminal infringements, they can play a significant role in the prevention
of domestic violence. Each set of recommendations, disaggregated by levels, emphasizes
competences needed for military commanders to incorporate preventive measures on
domestic violence effectively, and what higher authorities need to consider to support
their subordinate officers’ efforts. The Ukrainian Armed Forces’ recommendations
emphasize that prevention of domestic violence starts during mobilization and
recruitment phases and continues throughout service. This continuity is needed to address
root causes of the problem. With these recommendations, the Ukrainian General Staff
hopes to encourage military commanders to be proactive and serve as role models in the
armed forces, setting an example for their subordinates and contributing to changing the
institutional culture of the army.

Sources: Flavie Bertouille (2019), “What's next for veterans in Ukraine?’, London: International Alert; Jesus Gil Ruiz
and Goran Topalovic (2019), ‘Recommendations for military commanders on the prevention of domestic violence
among the families of armed forces personnel’, Warsaw: OSCE/ODIHR.

Endnotes

1. Jelena Radoman, Marija Radoman, Svetlana Burdevic¢-Luki¢ and Branka Andelkovi¢ (2011), LGBT People and
Security Sector Reform in the Republic of Serbia. Belgrade: OSCE and Public Policy Research Centre.

2. See, for example, Dean Laplonge (2015),“The absence of masculinity in gender training for UN peacekeepers”,
Peace Review, 27(1).

3. Examples of training exercises designed to give trainees space to discuss their scepticism about integrating
gender are DCAF (2009), “Training Resources on SSR Assessment, Monitoring and Evaluation and Gender”,
Exercise 2 and “Training Resources on Justice Reform and Gender”, Exercise 3, Geneva: DCAF.

4. NATO IMS Office of the Gender Advisor (2019), “Summary of the national reports of NATO member and partner
nations to the NATO Committee on Gender Perspectives 2017” Brussels: NATO.

5. For guidance on gender and internal complaints mechanisms, see Megan Bastick (2015), Gender and Complaints
Mechanisms: A Handbook for Armed Forces and Ombuds Institutions. Geneva: DCAF.
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5. Handling resistance to gender equality

Efforts to promote gender perspective and gender equality in the security and justice sector,
as elsewhere, have often been met with scepticism, apathy, passive and active resistance
and attempts to subvert the process. Addressing issues of gender and gendered power
dynamics can challenge some people’s beliefs or personal identities, as well as privilege
and positions of power — which can be uncomfortable. Resistance occurs during processes
of change and can have various drivers, such as unwillingness to change the status quo,
distrust of those who are driving the change, political or ideological resistance, lack of
interest or personal discomfort with the issue. Although the ways in which resistance is
manifested vary, Figure 5 illustrates some commonly observed forms of resistance and some
possible constructive responses. These are developed further in the following subsections.

Resistance can also be born out of feelings of being overstretched, under-resourced and
overwhelmed, which may not be based in resistance to the aims of the change process
per se. For example, a disconnect between the organizational/managerial/HQ and the
operational/field levels may lead to resistance to anything “coming from above”.

Image: Police Community
Support Officers help to
ensure that children keep their
belongings safe on their return
to school.

© West Midlands Police
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Figure 5: Expressions of, reasons for and responses to resistance to gender equality

symptoms

Pigeonholing
- Gender is restricted to

certain topics (e.g. sexual
violence)

- Gender is claimed to be too
simple - or too complex -
to warrant discussion

Genderwashing

- Superficial or tokenistic
inclusion of gender

- Denial of complicity and
refusal of responsibility

Covert resistance

- Curriculum is claimed to be
neutral as regards gender

Gender is claimed to be not
relevant to the topic, or to
be already included (when
it is not)

Lack of time or funds to
address gender claimed
Passive disengagement
Expertise of gender
trainers/experts is
questioned

Overt disagreement

- Objections to feminism

- Statistics or definitions are
contested

- Work related to gender
equality is claimed to be
ideological and emotional,
rather than Tational,
scientific’ or common sense’

Inappropriate jokes and
comments

underlying
issues

Lack of
knowledge

Under-prioritization
of gender

Opposition to/
discomfort with
gender equality

responses

Gender experts can:

v’ Raise awareness and
educate

v' Know their audience so to
ready relevant arguments,
data and examples

v Network and share their
experiences

Curriculum designers can:

v’ Adapt curricula to different
audiences

v Have frank discussions
with trainers about their
experiences and support
needs

Leaders can:

v’ Make it clear that gender is
a high priority

v’ Make integration of gender
each person’s responsibility

v Incentivise development
of gender expertise and
integration of gender

v Lead by example

v Ensure that disruptive
behaviour is not tolerated

Source: Adapted from Aiko Holvikivi with Kristin Valasek, “How to integrate gender into military curricula’, in PfPC SSRWG
and EDWG (2016), Handbook on Teaching Gender in the Military. Geneva: DCAF and PfPC, p. 92.
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5.1 Common arguments and possible responses

Common arguments against activities to promote gender equality and integrate a gender
perspective in security and justice sector institutions, and possible counter-arguments, are
listed below.

Argument Counter-argument

Gender is a luxury we do not have time for; gender
is irrelevant to our work/the situation in a given
country or society.

Gender is too politically correct/a foreign import.

Diversity and/or increased gender inclusivity hurt
cohesion and undermine esprit de corps.

Affirmative action means unfair advantaging

of women or minority groups and undermines
meritocracy. (This argument may also be embraced
by those who would stand to gain from such
measures, as they do not want to be seen as having
been accepted based on quotas rather than due to

Gender is a key factor defining our lives, including
dynamics that directly affect our security and
insecurity. There is no possibility of “opting out” of
gender dynamics, as they are inherent to human
society.

Gender roles, norms and dynamics are neither a
new invention nor a foreign import, but rather are
intrinsic to all human societies.

Studies tend to show the opposite, but in any case
the social dynamics of the group will likely change.
If wilful discrimination and exclusion are at the
heart of esprit de corps and institutional culture, it
is in the interests of accountability and democratic
control that this is changed.

Gender, ethnic background, class and other factors
have actively ensured that the “playing field” is
not equal, but skewed to favour particular groups.
Affirmative action is not about giving women or
minority groups unfair advantages; it is about
lessening unfair disadvantages.

their capabilities.)

5.2 Broader strategies

Other practical approaches that have proven successful in promoting gender equality in the
face of resistance are suggested below.

4 Work with local partners who understand the local context. Do not “preach” from above.

4+ Come well prepared with knowledge of the organization, statistics and easy-to-relate-
to examples that will resonate with the audience’s background and help explain
broader themes or make abstract concepts more tangible.

4 Take seriously concerns, resistance, ignorance and fear about promoting gender
equality and diversity. Work through the factors that lead to resistance, rather than
dismissing them. Some opposition might be due to people’s fear of their ignorance
on gender issues becoming publicly visible, therefore leading them to oppose any
discussion of it.

4 Find the right language and right entry points for any particular audience. Make sure
you know your audience and adapt your approach accordingly: what is a convincing
argument when talking to senior officers may fall on deaf ears with enlisted personnel;
what works in discussions with ministerial planning staff may not work with civil
society organizations. Make gender issues personal rather than abstract. Start, for
example, with the audience’s own gendered experiences, including of vulnerabilities,
and personalize the discussion.

4 Use the legal and technical requirements for particular tasks (e.g. interviewing
witnesses, collecting evidence) to open up discussions on broader gender-related
issues.
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6. Guiding questions for institutional
self-assessment

These guiding questions for institutional self-assessment are intended as a starting point

for assessing how a security and justice sector institution promotes gender equality and

integrates a gender perspective, both internally and in its services. They outline what kinds

of data would need to be gathered and processed, and what some steps for improvement
could be. They are not an exhaustive set of questions, and should be developed and adapted

for any context.

Checklists developed for specific security and justice sector institutions can be found in the
respective Tools for police, justice, defence, border management, intelligence services and
places of deprivation of liberty. Other resources to support institutional gender assessments

are listed in Section 7.

Questions to be addressed

How is the SSR /SSG process
based on inclusive and gender-
responsive definitions and
analyses of security?

Examples of data to be

collected and analysed

How were security needs defined
in the process?

Who (disaggregated by age,
gender, and other relevant
categories) was able to feed into
these definitions of needs?

Through which processes?
Who (disaggregated by age,
gender and other relevant

categories) was excluded?

Which issues that were raised
were taken on board as being
legitimate security concerns?

Which ones were excluded?

What was the follow-up on these
recommendations?

Examples of steps for
improvement

Inclusive processes to map
security needs

Outreach efforts to those whose
input is usually not heard

Design the practicalities of data
collection (times, locations,
mobility barriers) to allow for
maximum inclusion

Data are collected by a diverse
team and in an ethical manner

Questions are posed in a format
that is understandable to all

Image: Participant in a women’s
leadership forum during
International Women’s Day in
N’Djamena, Chad, 2017.

© USAFRICOM
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Questions to be addressed

Examples of data to be

collected and analysed

Examples of steps for
improvement

How does mapping of security
needs lead to more inclusive
policies?

Does the security and justice
sector institution have the
capacity and personnel to
implement the policies?

What gender-responsive
monitoring and evaluation
mechanisms in place?

Which policies were enacted?

What were the aims and who
would benefit?

Are any groups excluded?

Do the policies reflect national
and international obligations on
gender equality?

What internal architecture does
the institution have for gender
equality?

What training, resources and
mandates are there for personnel
tasked with promoting gender
equality and diversity, internally
and externally?

How diverse are personnel?

What human resources processes
are in place to increase diversity
and inclusivity?

What safeguarding, complaints
and response mechanisms are in
place regarding discriminatory or
abusive behaviour?

What leadership is there on
promoting gender equality
and diversity, and countering
gender bias and discriminatory
behaviour?

How do the control and
allocation of resources in the
institution promote or hinder
gender equality and increased
diversity?

What gender-responsive
indicators are used for tracking
the implementation and impact
of gender equality policy?

How are diverse women, men
and persons with other gender
identities being consulted about
the implementation and impact
of gender equality policy?

Outreach and inclusivity
measures

Evaluation of potential impacts
of policies on diverse men,
women and persons of other
gender identities

Measures to ensure national
and international obligations on
gender equality are met

Gender specialist functions
in strategic locations in the
organization

All personnel receive necessary
training on gender equality and
diversity

More inclusive recruitment
processes, and other human
resources policies that support
non-discrimination, gender
equality and diversity

Strengthen safeguarding,
complaints and response
mechanisms

Using gender markers for
tracking expenditures

Regular gender/diversity audits
examining recruitment and
promotion patterns, wage gaps,
retention rates, human resources
policies, etc.

Publishing data on the gendered
breakdown of the workforce,
gender pay gaps, retention rates,
etc.

Drawing on national and
international best practice for
monitoring and evaluation,
including outreach to civil
society and academia

Feeding the views of diverse
men and women and persons
with other gender identities into
monitoring and evaluation



Questions to be addressed

Examples of data to be

collected and analysed
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Examples of steps for
improvement

How are SSG structures and
processes (e.g. ministries,
oversight committees, human
rights institutions) gender
responsive?

How can citizens (including
human rights organizations,
women’s rights organizations
and organizations representing
LGBTI persons) monitor and
evaluate the implementation of
security and justice policies?

What gender-sensitive and
inclusive communication
strategy is in place for the
implementation phase?

How do the SSG structures
and policies reflect principles
of promoting gender equality,
diversity and inclusivity?

How do persons in SSG
structures represent and
embrace diversity and gender
equality?

Which individuals (disaggregated
by age, gender and other
relevant categories) and
organizations are able to feed
into monitoring and evaluation?

What messages will be
communicated?

How will messages be relayed
to different women, men

and persons of other gender
identities?

Is there a risk that someone
will be excluded? If so, who will
be affected (disaggregated by
age, gender and other relevant
categories)?

Are the language and imagery
gender sensitive, inclusive
and enhancing equality and
diversity?

Conducting a gender/inclusivity
audit of SSG structures and
policies

Diversity and gender equality
measures in recruitment of SSG
structures

Training on gender equality,
diversity and inclusivity for
individuals involved in security
sector monitoring and oversight

Outreach and support to ensure
diversity and inclusivity in
monitoring and implementation
of policies

Assess the impact, understanding
and reach of messaging, and
ensure these are increasing
inclusivity and promoting gender
equality.
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7. Additional resources

Websites
DCAF, “Gender and security”, https://www.dcaf.ch/gender-and-security
DCAF, SSR Backgrounder Series, http://ssrbackgrounders.org

OSCE/ODIHR, “Human rights, gender and the security sector”, https://www.osce.org/odihr/
human-rights-gender-and-the-security-sector

UN, “Free & equal: United Nations for LGBT equality”, https://www.unfe.org/

UN Women, “Peace and security”, https://www.unwomen.org/en/what-we-do/peace-and-
security

UN Women, “Virtual knowledge centre to end violence against women and girls - security”,
www.endvawnow.org

Guides and handbooks

Bastick, Megan (2011), Gender Self-Assessment Guide for the Police, Armed Forces and Justice
Sector. Geneva: DCAF.

Bastick, Megan and Tobie Whitman (2013), A Women’s Guide to Security Sector Reform.
Washington, DC: Inclusive Security and DCAF.

Conciliation Resources (2015), Gender and Conflict Analysis Toolkit. London: Conciliation
Resources.

Crompvoets, Samantha (2019), Gender-responsive Organizational Climate Assessment in Armed
Forces. Geneva: DCAF.

DCAF (2009), “Gender and security sector reform training resource package”, Geneva: DCAF.

DCAF, OSCE and OSCE/ODIHR (2014), “Guidance notes on integrating gender into security
sector oversight”, Geneva: DCAF, OSCE and OSCE/ODIHR.

Elroy,Gabriella (2016),A Gender Perspective in CSDP: Training Manual.Sandd: Folke Bernadotte
Academy.

Inclusive Security and DCAF (2017), A Women’s Guide to Security Sector Reform: Training
Curriculum. Washington, DC: Inclusive Security and DCAF.

Image: Law Enforcement
Recognition Day, 2014.
© Gendarmerie royale du
Canada/Royal Canadian
Mounted Police

J > P P g g g g g b J B
> g Y Y Y g Y Y Y g Y Y gy g X
A AC A A A A A A A A A A Ay
> P QD*QD*QD*QD J > XD gD QD*D*QD J D]
D D] > XD D D Y > D g b


https://www.dcaf.ch/gender-and-security
http://ssrbackgrounders.org
https://www.osce.org/odihr/human-rights-gender-and-the-security-sector
https://www.osce.org/odihr/human-rights-gender-and-the-security-sector
https://www.unfe.org/
https://www.unwomen.org/en/what-we-do/peace-and-security
https://www.unwomen.org/en/what-we-do/peace-and-security
http://www.endvawnow.org
https://www.dcaf.ch/gender-self-assessment-guide-police-armed-forces-and-justice-sector
https://www.dcaf.ch/gender-self-assessment-guide-police-armed-forces-and-justice-sector
https://www.dcaf.ch/womens-guide-security-sector-reform
https://www.c-r.org/resource/gender-and-conflict-analysis-toolkit-peacebuilders
https://www.dcaf.ch/gender-responsive-organizational-climate-assessment-armed-forces
https://www.dcaf.ch/gender-responsive-organizational-climate-assessment-armed-forces
https://www.dcaf.ch/gender-and-security-sector-reform-training-resource-package
https://www.dcaf.ch/guidance-notes-integrating-gender-security-sector-oversight
https://www.dcaf.ch/guidance-notes-integrating-gender-security-sector-oversight
https://fba.se/contentassets/0aeaa83a6ff54c92ad0e119cb27e6fa3/agenderperspective_160408.pdf
https://www.dcaf.ch/womens-guide-security-sector-reform-training-curriculum
https://www.dcaf.ch/womens-guide-security-sector-reform-training-curriculum

Gender and Security Toolkit

OSCE/ODIHR (2008), Handbook on Human Rights and Fundamental Freedoms of Armed Forces
Personnel Warsaw: OSCE/ODIHR.

Saferworld (2016), Gender Analysis of Conflict Toolkit. London: Saferworld.

UN SSR Task Force (2012), “Security sector reform integrated technical guidance notes”, New
York: United Nations.

Articles and reports

Georgetown Institute for Women, Peace and Security and Peace Research Institute Oslo
(2017), “Women, Peace and Security Index 2017/18: Tracking sustainable peace through
inclusion, justice, and security for women”, Washington, DC: GIWPS and PRIO.

UN Women (2015), “Preventing conflict, transforming justice, securing the peace - A global
study on the implementation of UN Security Council Resolution 1325” New York: UN Women.

UN Women (2018), “Turning promises into action: Gender equality in the 2030 Agenda for
Sustainable Development”, New York: UN Women.


https://www.osce.org/odihr/31393
https://www.osce.org/odihr/31393
https://www.saferworld.org.uk/downloads/pubdocs/gender-analysis-of-conflict-toolkit.pdf
https://peacekeeping.un.org/sites/default/files/un_integrated_technical_guidance_notes_on_ssr_1.pdf
https://giwps.georgetown.edu/wp-content/uploads/2017/10/WPS-Index-Report-2017-18.pdf
https://giwps.georgetown.edu/wp-content/uploads/2017/10/WPS-Index-Report-2017-18.pdf
https://wps.unwomen.org/
https://wps.unwomen.org/
https://www.unwomen.org/en/digital-library/publications/2018/2/gender-equality-in-the-2030-agenda-for-sustainable-development-2018
https://www.unwomen.org/en/digital-library/publications/2018/2/gender-equality-in-the-2030-agenda-for-sustainable-development-2018




Geneva Centre
for Security Sector
Governance




	1. Overview
	1.1	Background
	1.2	Audiences for this Tool
	1.3	Outline of this Tool
	2.	Why does gender equality matter in the security and justice sector, to security sector governance and in security sector reform?
	2.1	Why gender matters in SSG and SSR
	2.2	Key concepts
	2.3	National, regional and international legal frameworks for gender equality, SSG and SSR
	3.	What would security and justice institutions that advance gender equality and integrate a gender perspective look like? 
	3.1	Gender equality is promoted within security and justice institutions
	3.2	Gender equality in society is promoted by security and justice institutions 
	3.3	Security and justice are understood and addressed with a gender perspective
	4.	How to advance gender equality and integrate a gender perspective in SSG and in SSR processes
	Pathway 1: Defining security needs in an inclusive, gender-responsive manner 
	Pathway 2: Policy frameworks for integrating gender equality into justice and security governance
	Pathway 3: Gender training for security and justice providers 
	Pathway 4: Using staff with specialized gender expertise
	Pathway 5: Challenging masculine institutional cultures to increase women’s participation and overall diversity
	5.	Handling resistance to gender equality
	5.1	Common arguments and possible responses 
	5.2	Broader strategies
	6. Guiding questions for institutional self-assessment
	7.	Additional resources

