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Dear colleagues,
Dear friends,
Dear partners,

The “Compass for Gender Democracy and Feminism” describes the strategy of how we 

at hbs in the International Cooperation Department, at home and abroad, want to work 

on our vision of a gender-equitable world over the next few years.

Feminist and gender policy work has not lost on its urgency. Inequitable power rela-

tions between and within the sexes must be systematically reduced and democratized 

- all over the world. Nevertheless, just as gender relations change, we continue to develop 

our work conceptually and institutionally as well. We want to continue our gender focus 

in the next 10 years, but we want to do it more strategically than before.

In this sense, the compass draws on our many years of experience that we have already 

gathered in the field of gender policy work. Specifically, the results of the cross-cutting 

evaluation of our work over the past 8-10 years have been incorporated in the department. 

We also resort to new and international feminist approaches, such as intersectionality, 

in order to take a closer look at the connection between different forms of discrimination 

in order to react appropriately. In addition, in a participatory process that lasted almost 

a year, all employees of the International Cooperation department, the office manage-

ment, gender focal points and divisions in Berlin, as well as the board of directors, active-

ly participated in the development and formulation of the strategy with their experience 

and knowledge.



We now hold the result in our hands: the compass describes our vision of a gender-eq-

uitable world and defines five important fields of action for our work on the way there. It 

formulates goals, tasks, accountabilities and responsibilities. It should support all of us 

to consider feminism and gender politics in our context-specific analyses, and to choose 

suitable strategies and instruments for our work.

Gender politics and feminism remain a common task for all of us at hbs - at all levels of 

responsibility - and it is up to us to work actively towards our vision of a gender-equitable 

world.

We would like to take this opportunity to thank all employees who have brought us 

with their excellent work on gender politics to where we stand today as an organisation. 

We thank everyone who actively contributed to the compass. Our special thanks go to 

the Strategy Group and the International Gender Policy/LGBTIQ Programme - Jana Pros-

inger and Joanna Barelkowska - who designed and steered the strategy process.

Gender policy makes a difference, but it is not an absolute success. It must be fought 

for, renewed, and filled with life. That is why we take sides, work as feminists, and set off 

with our compass.

Kind regards

 

Barbara Unmüßig    Dr. Antonie Katharina Nord

Board Member   Head of International Cooperation Department
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Introduction
Feminism and gender democracy are firmly an-

chored within the Heinrich Böll Foundation (hbs) 

at the normative, programmatic, and organiza-

tional levels. Gender democracy was and is es-

tablished as the common task. The hbs stands in 

the feminist tradition of the green movement. For 

us, the aim of feminism is and remains the rad-

ical transformation of hierarchical gender rela-

tions. This aim has by no means been consigned 

to history. The mission statement of the Hein-

rich-Böll-Foundation posits social emancipation 

and equal rights for women1,  men2,  and other 

gender identities. The hbs’s mission statement 

also formulates gender democracy as the shared 

responsibility of all staff members. This mission 

statement is the guiding framework for the entire 

Foundation. 

In the last 15 years, a whole host of policies 

and structures have been created to facilitate the 

Foundation’s international work. The position pa-

per “Gender Politics Make a Difference” from 2007 

has provided a guiding framework for this inter-

national work. With the Gunda Werner Institute, 

the Foundation has also created an organizational 

unit at its headquarters dedicated to feminism and 

gender democracy. It is mainly engaged in the fem-

inist and gender policy contexts and discourses in 

Germany and Europe.

Gender policy realities undergo changes, just 

as the work of the hbs has evolved over the years. 

This strategy paper aims to take account of these 

changes. The findings and recommendations of 

the cross-cutting evaluation of gender policy in 

the International Department serve to provide 

further background for this strategy paper. The 

evaluation showed that gender policy requires the 

commitment, engagement, and political will of all 

management staff, especially top management. 

All staff, including our local teams in the interna-

tional offices, must be able to engage in substan-

tive exchange and common learning on the issue 

of gender policy. Adequate personnel and finan-

cial resources must be made available. Gender 

policy succeeds when the hbs pursues clear policy 

objectives that it tries to achieve in collaboration 

with strategic partners through selected strate-

gic approaches – such was the main finding of the 

evaluation.

1 In this paper the term “women” refers to those people who 
identify as women – regardless of how they are classified 
or viewed by society. This includes cis women (čččččpeople ččččččwho 
were assigned female at birth) and trans women, as well as 
intersex persons who have a female gender identity.

2 In this paper the term “man/men” refers to those people 
who identify as men – regardless of how they are classified or 
viewed by society. This includes cis men (people who were 
assigned male at birth) and trans men as well as intersex 
persons who have a male gender identity.
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The purpose of this strategy pa-
per  is, first, to outline – the glob-
al developments – and the main 
gender policy action areas of the 
hbs’s international work (out-
ward-facing); and second, to de-
fine the key institutional prerequi-
sites and steps for internal further 
development (inward-facing). The 
strategy paper thus supports the 
decentralized strategic planning 
of the hbs. In other words: What 
gender policy analyses are to be 
used in the planning of program 
and project work? What is actu-
ally relevant about thematic area 
XY in terms of gender policy? 
What do we want to achieve, 
what change do we want to effect 
for our target group? With whom 
do we collaborate? If by answer-
ing these questions we can make 
the gender policy relevance of our 
project clear, and have pursued 
the most effective paths, then we 
will make a difference in terms of 
gender policy. 

In this sense, the following strategy paper seeks to be a com-

pass that provides normative and political guidance and di-

rection in various contexts.  

The purpose of this strategy paper is, first, to outline the 

main gender policy action areas of the hbs’s international work 

(outward-facing); and second, to define the key institutional 

prerequisites and steps for internal further development (in-

ward-facing). The strategy paper thus supports the decentral-

ized strategic planning of the hbs. In other words: What gender 

policy analyses are to be used in the planning of program and 

project work? What is actually relevant about thematic area XY 

in terms of gender policy? What do we want to achieve, what 

change do we want to effect for our target group? With whom 

do we collaborate? If by answering these questions we can 

make the gender policy relevance of our project clear, and have 

pursued the most effective paths, then we will make an even 

bigger difference in terms of gender policy. 
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people have equal access to power and resources, 

which also means that everyone can participate 

equally according to the principle of co-determina-

tion and have an equal share in shaping important 

democratic and political processes. Various gen-

der identities, roles, and ways of life will be socially 

accepted. We will have achieved a good quality of 

life for all – everyone will have access to resources, 

rights, and representation, while also being able to 

determine their own roles. A solidarity-based so-

ciety will open up free spaces in which, through 

self-determined and collective efforts, people can 

create a just and sustainable world for everyone.

This kind of gender relations, free from depen-

dence and dominance, is what we call “gender de-

mocracy,” a term that stands for equal represen-

tation and political participation of all genders in 

politics, society, public institutions, and the econ-

We want to work together to make use of 
the experiences that our local partner orga-
nizations and activists have had with respect 
to feminism, gender democracy, and social 
movements so that we can view political 
topics from a gender-policy perspective and 
create impetus for political action. We share 
our expertise and networking opportunities 
with our partners and offer them encourage-
ment.

This strategy paper applies to the International 

Department and the international offices of the 

hbs. It has been produced through participatory, 

transparent dialogue with all participants in the 

Department and the international offices. The 

strategy does not contain any decisions regard-

ing personnel resources; however, it does set out 

structures and roles within the International De-

partment (see annex). After five years we will re-

view the paper‘s validity and make any necessary 

revisions.

Our Vision and Motivation 
for Gender Democracy
Our strategic decisions are guided by our vision. 

We have a vision of a future without barriers and 

hierarchies, a future in which patriarchal struc-

tures and privileges have been overcome. All hu-

man beings have the same rights and are afforded 

protection, regardless of their gender, age, sexual 

orientation, skin color, ethnic background, level 

of education, social standing, etc. Sex and gender 

no longer determine a person’s job, social position, 

income, and power. Women, men, and people with 

non-conforming gender identity and sexual orien-

tation are placed on equal political and social foot-

ing. We have a vision of a world in which all genders 

can develop freely in peace and solidarity – with-

out violence, discrimination, or fear of reprisal. All 
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omy. Gender democracy thrives on debate and di-

alogue with and between all genders. Gender de-

mocracy is the only way to achieve a good life for 

everyone. Equal access for all to resources, rights, 

and representation is a prerequisite for self-deter-

mination and quality of life as well as for a society 

of solidarity.

We want to encourage and empower people to 

fight asymmetrical power structures, discrimina-

tion, racism, and sexism, and to champion equal 

rights. We support in particular the (self-) empow-

erment of women and other groups facing discrim-

ination, encouraging them to get involved in shap-

ing public concerns and altering those structures 

that stand in their way. We regard such people as 

“change agents,” and their actions are central to 

the democratization of gender-political relations.

Although there is no uniform feminist theory 

and there are no uniform feminist political con-

cepts, goals, and strategies, all forms of feminism 

entail a radical criticism of traditional and repli-

cated social structures and norms that value men 

and masculine traits more highly and that do not 

give care work the respect it is due. In this sense, 

feminism is, for us, partisan. It sides with women, 

regardless of differentiations and factions; it ar-

ticulates gender-specific interests and it demands 

consideration of a feminist perspective. For us, 

feminism describes the path to achieving gender 

democracy. 

We particularly support the (self-) empowerment 

of women, gender-sensitive men and discriminated 

(gender) groups. Equality-oriented men are, on the 

one hand, potential allies of feminists, but, on the 

other hand, could of course advocate for male-spe-

cific concerns such as fathers’ rights and the gener-
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al expansion of traditional male roles. Together we 

want to do away with hegemonic masculinity – this 

is not only the subordination of women by men, but 

also dominance relations between men.

Our 30-plus offices across the globe work with a 

diverse range of partner organizations. Our strat-

egy depends on close cooperation with our part-

ners. We are guests in those countries and aim to 

act as equal partners. Our gender policy partners 

are people and organizations that champion equal 

rights for all genders and that analyze and ques-

tion hegemonic structures. Most of our partners 

come from the civil society sector. These are often 

feminist organizations and movements, women’s 

associations, critical men’s organizations, and hu-

man rights organizations, but they also include 

individual politicians, parliamentarians, lawyers, 

journalists, and LGBTIQ3 initiatives and activists. 

Our partners have different ways of life and differ-

ent ways of working, and they represent a diversity 

of political cultures and strategies. Like us, they 

are rooted in diverse feminist, cultural, and social 

movements, and they are characterized by the var-

ious forms of feminism in their region, which have 

arisen from their respective histories and which 

focus on a variety of social theories and concepts 

of gender. Intersectional feminism, decolonial 

feminism, queer feminism, gender democracy, 

or equal participation and anti-discrimination – 

3 The abbreviation LGBTIQ stands for lesbian, gay, bisexual, 
transsexual, transgender, intersexual, and queer.
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tries, women and LGBTIQ activists have become 

organized and pooled their efforts in an impressive 

feminist mobilization. The new movement goes far 

beyond traditional feminist issues to include gen-

eral social concepts related to equality, material 

security, freedom from domination, and pluralistic 

ways of life. Despite mobilization – on the streets 

and online – the effects this has had on women and 

minorities are not always tangible, and there has of-

ten been a lack of political response.

Throughout the world, women and LGBTIQ peo-

ple continue to be victims of violence – in both the 

public and private spheres. One in three women has 

experienced physical or sexual abuse, and five per-

cent of women over the age of 15 have been raped. 

Victims suffer additional indignity when the perpe-

trators are not brought to justice. Forty-nine coun-

tries around the world have no legislation governing 

domestic violence. Feminicide is only recognized as 

such in a handful of countries. The #MeToo hashtag 

revealed the shocking extent of sexual violence and 

of systematic sexism in daily life, triggering global 

debate. The feminist mobilization we are currently 

experiencing has been accompanied by intense me-

dia attention. Here it is important not to forget that 

it was the stories of middle-class women that got the 

media ball rolling. The daily sexual violence against 

non-middle-class women and LGBTIQ people often 

goes unnoticed by a wide swath of the public.

War and conflict have forced millions of people 

to flee their homes – and at least half of all refugees 

what all these approaches have in common is that 

they aim to overcome hierarchies and inequality 

and to eliminate gender-based privilege. These di-

verse approaches can complement and strengthen 

one another.

We want to work together to make use of the ex-

periences that our local partner organizations and 

activists have had with respect to feminism, gen-

der democracy, and social movements so that we 

can view political topics from a gender-policy per-

spective and create impetus for political action. In 

addition to providing financial support, we share 

our expertise and networking opportunities with 

our partners and offer them encouragement.

The Relevance of Gender 
Policy Worldwide
Since the mid-20th century in particular, economic 

and cultural upheavals have had a profound impact 

on gender relations. Global women’s movements, 

institutionalized equal opportunity policies, and 

political upheavals on the regional level have re-

sulted in improvements in the legal situation and 

increased social acceptance for women’s rights 

and the rights of LGBTIQ people in some parts of 

the world. In the past decades, women and LGBTIQ 

people have come to play a greater role in politics 

and the economy, and they now have improved ac-

cess to education and health care. In many coun-
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ing women into lower-paid sectors. The feminiza-

tion of employment in the transnational economy 

has made women a cheap resource controlled by 

market forces. Younger people and migrant workers 

are particularly affected by flexibilization and pre-

caritization. Three quarters of women in the glob-

al South work in the informal economy – without 

contracts, rights, or protection. Women and girls 

are frequently the victims of human trafficking and 

modern slavery.

Women bear the large part of the burden of re-

productive labor, performing 2.6 times more un-

paid care work and housework than men. The 

redistribution of care work has created new, pre-

carious working conditions for women from vari-

ous countries, social classes, and cultures. Women 

in particular are cushioning the effects of the great-

er time requirements brought about by the global 

world of work – for example, as migrants who work 

as domestic help or elderly caregivers. Although re-

productive work (mostly performed by women) lays 

the foundation so that so-called productive work 

are female. Women and LGBTIQ people are affect-

ed disproportionately by violence. Sexual violence 

against women and girls in conflict situations is 

happening on an unprecedented scale. Rape is used 

as a tool of war or terrorism. The intense stigma that 

the survivors of conflict-related sexual violence are 

subjected to is a deliberate part of that strategy. 

Reproductive justice, including the right of the 

individual to sexual self-determination, bodily in-

tegrity, and freedom from discrimination, is under 

threat. Traditions like child marriage and female 

genital mutilation (FGM) prevent women and girls 

from exercising their right to self-determination. 

Contraception, abortions, and reproductive tech-

nologies are by no means available to everyone ev-

erywhere.

Poverty is female: The differences in poverty be-

tween women and men aged 25 to 34 are particular-

ly pronounced. For every 100 men in this age group 

who are poor, there are 122 women. Worldwide, 

women earn 24 percent less than men. A hierarchi-

cal division of labor dominates the economy, forc-

Poverty is female: The differences in pov-
erty between women and men aged 25 to 
34 are particularly pronounced. For every 
100 men in this age group who are poor, 
there are 122 women. Worldwide, women 
earn 24 percent less than men.

Poverty is female: The differences in pov-
erty between women and men aged 25 to 
34 are particularly pronounced. For every 
100 men in this age group who are poor, 
there are 122 women. Worldwide, women 
earn 24 percent less than men.
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can be done at all, it is given insufficient recogni-

tion throughout the world. Today’s market econo-

my separates production from reproduction, thus 

systematically externalizing care work.  

In recent decades, workers in the EU have con-

tended successfully for equal rights, but in many 

other contexts, women have fewer rights. Gen-

der inequality under the law is an inherent part of 

family and marriage legislation. In many regions, 

inheritance laws favor sons over daughters, and 

surviving male relatives over widows. Ownership 

and property laws in many countries disadvantage 

women. Women are much less likely to own land 

compared to men.

Women are usually able to participate in deci-

sion-making processes – but not in equal numbers, 

or on equal terms, with men. Women occupy only 24 

percent of the seats in national parliaments world-

wide (as of 2018). As a result, women have little or no 

influence over the political frameworks that deter-

mine the course of their lives. Patriarchal prejudic-

es, social traditions, limited free time, and a lack of 

education prevent women from getting involved in 

politics and shaping political processes. 

And still, almost half the world’s population lives 

in countries that criminalize people with non-con-

forming sexual orientations or gender identities 

that deviate from the binary, heteronormative stan-

dard. In countries such as Iran, Yemen, Mauretania, 

Saudi Arabia, the United Arab Emirates, and Sudan 

they are even subject to the death penalty. The ma-

jority of the world’s countries discriminate against 

people with non-conforming sexual or gender iden-

tities, ostracizing them legally and socially. 

On top of this, we have witnessed a rise in na-

tionalism and authoritarianism in recent years, 

and hard-won gains are now coming under threat. 

Proponents of nationalism and authoritarianism 

generally have reactionary ideas about the role of 

women and about what families should look like. 

Sexual self-determination and diversity are being 

attacked, while racism, sexism, and homo-, trans-, 

and interphobia are being legitimized instead of 

combated. Across the globe, we are witnessing 

the rise of ultra-conservative and religious funda-

mentalist groups whose goal is to take away repro-

ductive rights and to chip away at gender equality 

policies that are enshrined in multilateral human 

rights treaties. 

This brief description of the main trends is in-

tended to provide an indication of what feminist 

and gender-policy action areas are required. Ulti-

mately, a strategically justified selection will have 

to be made for each country-specific context (see 

below for a discussion of the various analysis cat-

egories). Strategies can only live up to their poten-

tial if they can be justified analytically and if they 

can positively change the situation of the specific 

target groups. This has been the key learning ex-

perience of our work to date and it must guide our 

work in the future.  
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dominance from others. It also includes access to 

health care. 

We demand in particular sexual and reproduc-

tive rights – i.e., the right of each individual to make 

free and self-determined decisions about their 

own body and their own sexuality. Everyone has 

the right to decide for themselves, whether, when 

and how frequently they wish to become pregnant. 

Forced terminations, abortion bans, and genital 

mutilation are violations of that right. 

Our programs promote self-determination and 

freedom of lifestyle choice for all people.

GAINING POWER
Democracy and political participation are not 

something that can be taken for granted. They 

have to be fought for and regularly injected with 

new vigor – so that all genders have an equal op-

portunity to use and shape their political, econom-

ic, and cultural rights. For us, that includes parity 

in parliament and equality before the law. Human 

rights and freedom of opinion must be implement-

ed and strengthened. People who are particularly 

exposed to discrimination, on the grounds of gen-

der, sexuality, ethnic origin, or class, must receive 

our support and active assistance.

Our programs around the world encourage dem-

Our Main Action Areas
There is no specific road map that shows the route 

we must follow to achieve our aims. Gender policy 

is governed by various social and cultural norms 

and by the political and legal frameworks in the 

countries where our international offices are lo-

cated. The context and the strategic selection of 

objectives are determined by the existing part-

nerships, target groups, formats, and tools. De-

spite this diversity (which we embrace), the gen-

der-policy situation analysis described above has 

thrown up five core concerns for our international 

programs – concerns that our gender policy work 

should focus on in the future.

PROMOTING 
SELF-DETERMINATION 

We believe that people of any gender and any 

sexual orientation should enjoy self-determination 

and be free to choose their own way of life. People 

should be able to decide for themselves how to lead 

their lives, individually and collectively. Alongside 

free choice of education and training, profession, 

residence, and partner, that means determining 

one’s own sexuality and gender identity. A self-de-

termined life includes freedom from socially as-

cribed gender roles, gender-specific violence, and 
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ocratic participation of all genders in political de-

cision-making processes.

FIGHTING FOR 
ECONOMIC JUSTICE

In unequal societies there cannot be “enough 

for all” without a redistribution of wealth. In order 

to achieve economic justice on a planetary level, 

more is required than simply improving women’s 

access to and control of conventional economic 

resources, institutions, laws, and policies. Deeply 

entrenched socio-economic and socio-cultural in-

justices must be overcome if we are to achieve full 

economic rights for women and global environ-

mental justice – guaranteeing equal pay for equal 

work and not ignoring care work and reproduc-

tive labor. The exploitation of nature and humans 

must be countered with an economic system that 

is needs based and that uses limited resources in 

a sustainable manner. The power interests and 

tech-focused approaches of big corporations that 

fuel the exploitation of nature and humans must 

be countered with forward-thinking solutions that 

include a strong feminist component. 

Our programs bring an intersectional, gen-

der-differentiated perspective to concepts for so-

cio-ecological transformation and the design of a 

post-growth economy.

SUSTAINING LIVELIHOODS 
AND PROTECTING THE 
CLIMATE – FIGHTING FOR 
ENVIRONMENTAL JUSTICE

Local and global environmental crises are inten-
sifying. Patriarchal, profit-driven economic struc-
tures are damaging social cohesion and depleting 
the vital natural resources that we need to sustain 
livelihoods. The big polluters are thus violating the 
fundamental rights of humanity and our natural 
environment. In this age of climate crisis and eco-
logical collapse, we can observe that certain peo-
ple and certain social groups are more vulnerable 
to, and more affected by, these developments than 
others. Gender, class, age, ethnic origin (race), 
etc. play a role in how likely someone is to suffer 
a negative impact. For example, in most parts of 
the world women are disproportionately affected 
by such environmental crises – be it the health im-
pacts of excessive mining, a lack of land rights, or 
the additional burden caused by water shortages, 
torrential rain, or floods. But in many places, it is 
women in particular who are change agents. They 
are championing a transition to sustainable life-
styles and economic structures that promote the 
common good. Promising strategies for socio-eco-
logical transformation also bolster gender justice. 
The converse is also true. 

Our intersectional feminist programs – which 
explicitly critique existing power structures – make 
an important contribution to conserving the vital 

natural resources needed to sustain livelihoods.
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as experts, and ensuring their conflict analyses 

and solution-oriented political strategies are taken 

into account in conflict prevention and transfor-

mation.

Above and beyond these action areas, our target 

groups are political actors such as parliamentar-

ians, politicians, and citizens who wish to under-

stand and make a contribution to social change. 

They include people who have been denied rights, 

participation, and/or resources, and who have 

been marginalized. Additional target groups are 

multipliers such as the media, associations, and 

networks, but also other foundations, think tanks, 

research institutes, and religious institutions that 

are adding their voices to our call for gender-dem-

ocratic change and debate on reform. Deci-

sion-making bodies such as parliaments, political 

parties, the judiciary, public and religious institu-

tions, may also count among our target groups.

Our Analytical Approaches
Any analysis of gender relations requires us to take a 

close look at all genders. In this context, depending 

on the analytical baseline, we must foster feminist 

and women-specific perspectives and practical 

approaches as well as reflexive male-specific po-

litical and non-heteronormative perspectives and 

practical approaches. Gender relations and their 

inherent power asymmetries are social constructs. 

SUPPORTING PEACE PRO-
CESSES AND THE ROLE OF 
WOMEN AS PEACE ACTORS 

Gender-specific inequalities widen during cri-

ses. Large numbers of women and girls as well as 

LGBTIQ people fall prey to sexual violence and be-

come unable to secure a livelihood for themselves. 

They bear the burden and assume responsibility 

for the survival of their families – while having 

very little say in the search for conflict solutions. 

Women should therefore have a seat at the negoti-

ating table, where they can play a part in establish-

ing a just postwar order. We need to better tap the 

potential of women to transform violent conflicts, 

so that a sustainable peace can be achieved. At the 

same time, the increased violence caused by a di-

chotomous view of gender and certain masculine 

ideals, which stylize men’s readiness to use vio-

lence as an ideal, must be addressed. That is why 

we are fostering a feminist foreign and peace pol-

icy and want to help ensure the full implementa-

tion of UN Resolution 1325 on women, peace, and 

security so that it can contribute to the prevention 

of armed conflict, the protection of women and 

girls from sexual violence, and an increase in the 

participation of women in peace processes.

Our intersectional feminist programs are mak-

ing their presence felt, with the goal of getting ac-

tivists and defenders of women’s rights listened to 
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Existing gender relations are replicated 

through internalized roles, miscom-

munication, discriminatory ideologies, 

institutions, and legal standards. In or-

der to gain strategic solutions to gender 

policy challenges, we require an an-

ti-authoritarian gender analysis. Such 

an analysis will consider the following 

dimensions: ideologies, internalization, 

interaction, and institutionalization, 

which together determine the structure 

of gender relations. How do these “four 

Is” (4-I) entrench gender relations? How 

do they relate to one another? What are 

the possible levers for change? What 

conditions, actors, and partners are 

required to achieve the objectives? A 

gender analysis according to the 4-I di-

mensions helps to reveal the intercon-

nectedness of ideologies, institutions, 

interactions, and internalizations with 

regard to gender relations and to find 

new ways to overcome discrimination 

on different levels. Unravelling these 

often closely knit structural patterns of 

discrimination can bring about gender 

policy change.  

An intersectional analysis that con-

siders multiple discrimination reveals 

politically effective differences and the 

power relations connected to them. In 
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Intersectionality is a further analysis category 

that lets us at the Foundation know what we need 

to watch out for and what we should be concentrat-

ing on in order to systematically counter and over-

come discrimination.

Our Strategic Approaches
We use various strategic approaches stemming 

from a range of political and social science schools 

of thought. These can be used complementarily, 

depending on the focus of the analysis.

Explicit and implicit strategies
Our work questions stereotypical gender rela-

tions and aims to alter them – in the emancipatory 

sense – using explicit strategies that focus on the 

emancipation and equality of all genders. An ex-

plicit gender policy strategy considers the political 

addressing of gender relations, with the intention 

response to the experiences of black women who 

did not feel represented by the feminism of white, 

Western, middle-class women, intersectionality 

considers various aspects such as gender, religion, 

class, and ethnic origin (race), analyzing how they 

are interconnected and how they reinforce one an-

other or can supersede one another. Intersection-

ality can provide a new perspective on one-dimen-

sional explanatory models and directs the focus of 

gender policy analyses at multiple discrimination. 

Among other things, an intersectional analysis 

asks what role class background, disability, race, 

sexuality, gender identity, world view, religious 

adherence, or other characteristics may play in 

gender discrimination in certain contexts. What 

is the concrete historical power-political context 

of certain characteristics that form the basis for 

discrimination? How do these function within the 

current political constellation in which the context 

to be analyzed is embedded?
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of overcoming dominance and violence rela-

tions and ensuring equal access to resources 

and increased political participation.

The Fourth World Conference on Women in 

Beijing in 1995 included gender mainstream-

ing as an implicit strategy in its demands for 

equality and equal rights. The original political 

objective of gender mainstreaming involves 

using and transforming all policy domains in 

a way that achieves gender equality, where-

by all decisions should take into account how 

men and women will be affected differently. 

For us, such an implicit strategy means that we 

raise awareness of gender-specific issues with-

in seemingly gender-neutral thematic areas, 

and show how consideration of gender aspects 

opens up new perspectives and possibilities 

for action. Integrating gender policy aspects 

in all social and political areas requires us to 

formulate objectives in a differentiated way so 

that gender policy changes become more visi-

ble over the course of the program and in the 

reporting on it. This is something that the hbs 

is consistently learning more about within its 

Gender-Oriented Program Planning, enabling 

it to develop further.

The hbs will continue to rise to this chal-

lenge in the future, with the aim of strength-

ening positive approaches. That includes rais-

ing awareness among our partners of common 

points of interest, improving our intersection-
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In order to make strategic decisions of this na-

ture, it is worth drawing on one of the following ap-

proaches:

Structural, discursive, and empower-
ment-oriented approaches

Structural approaches: Structural approaches 

address the causes of exploitation, violence, and 

inequality. Structural approaches tackle struc-

tures that exacerbate gender injustice such as legal 

and economic systems. Structural gender policy 

thus includes human rights work and feminist eco-

nomics. 

Discursive approaches: Our language and our 

media influence the way we think and act. Discur-

sive approaches give impetus and shape debates, 

al analyses, and making strategic decisions about 

which program focuses are especially suitable for 

implicit gender policy work.

But that does not entail a reduction in the num-

ber of explicit approaches in our program work, 

which the evaluations of gender categorization 

have revealed. In this age of increased anti-fem-

inism and reduced scope for action in some re-

gions, the hbs strives to raise awareness of its gen-

der policy work. We want to intensify this work 

wherever possible and necessary, and to support 

international and regional feminist mobilization. 

In our explicit work, too, we must make conscious 

decisions about what partnerships will have the 

greatest impact at what times. 

The strategic selection of partners is as crucial 

for the success of a project as the formulation of a 

political objective. We work with local grassroots 

actors (Track 3), with civil society, church, state, 

or private organizations (Track 2), and with pol-

icy makers (Track 1). For strategic reasons, it is 

important that, as well as sharing our values, our 

partners possess the influence or the effectiveness 

to help achieve gender policy objectives. In places 

where the scope for action on the part of activists 

is shrinking, we have to be particularly strategic in 

the choice of our partners and target groups. In or-

der to increase our political impact, that may mean 

regularly monitoring and critically reviewing our 

partnerships, as well as increasingly focusing on 

young feminist organizations.
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helping to put gender policy on the political agen-

da. They question prevailing ideologies, ingrained 

roles, and unequal power relations, while promot-

ing participation in political processes.

Empowerment approaches: Empowerment is 

about strengthening the capacity of discriminated 

groups to raise their voices and take action, about 

raising the profile of political actors, and about 

making gender policy strategy visible. Classic em-

powerment approaches strengthen women who 

stand up to traditional, patriarchal structures and 

bolster their rights.

Reflecting on Our Past Work
The evaluation of our work so far shows that com-
bining and integrating various action approaches, 

levels, and activity types can, depending on the 

gender policy analysis, be a successful strategy. Em-

powering actors and supporting social movements 

can promote structural work on legislative reforms. 

When it comes to discursive approaches, empow-

erment of actors may also be necessary in order to 

strengthen their argumentation abilities. 

In cases where it is particularly challenging to 

implement implicit gender policy approaches (e.g., 

in the energy policy domain), connecting explicit 

and implicit approaches can be an option. Levels 

and approaches can be linked to actors from differ-

ent socio-political levels. Experiences and learnings 

show that in cases where we employed combined 

approaches and strategies, we were able to effect 

change more frequently than usual. It is therefore 

worthwhile to take time at regular intervals to re-

flect on past work, ideally with partner organiza-

tions, in order to draw conclusions for the future. 

Effective approaches can and should be continued, 

but we should stop employing ineffective ones as 

soon as possible.

Through simple means, such as equal gender 

representation on panels, we can continue to bring 

about the integration of gender policy issues into 

events and the consistent participation of gender 

policy and feminist actors as role models, thereby 

exercising influence on the debates. Our interna-

tional work should make this practice standard 

and thus lead the way for other organizations. 

Institutional  Prerequisites
Implementing gender democracy as the common 
task is a matter that concerns all staff members. 
The responsibility for this will lie with senior man-
agement staff, especially the Executive Board and 
the Executive Management, the Department Di-
rector, the Heads of Regional Divisions, and the 
Heads of Offices, and the task will be carried out by 
all employees. The annex details the requirements 
for senior management staff. 

The concrete organization will be spread across 
many shoulders: For the whole department, this 
responsibility will lie with the International Gen-
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der Policy/LGBTIQ Division. In addition, all Gen-
der Focal Points (gfps) will serve as resource per-
sons and catalysts for gender issues. In the past, 
gfps were too burdened with monitoring and oth-
er administrative duties to be able to set separate 
gender policy priorities. The job profiles of the gfps 
were discussed and redefined within the scope of 
this strategy. The corresponding descriptions of 
responsibilities can be found in the annex. 

Weaknesses of our past work have included a 

lack of coordination and exchange among the Gen-

der Focal Points within the same region and across 

regions. Regional Gender Focal Points networks 

will be established in all regions, and these net-

works will independently organize a training, net-

working, and exchange meeting every one to two 

years. The offices and the regional divisions will 

provide the necessary resources. All Gender Focal 

Points worldwide will form a global network that 

meets face-to-face every four years; this meeting 

will also include a networking component.

The International Gender Policy/LGBTIQ (IGP) 

Division will develop its own priority programs 

and projects in consultation with the Executive 
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veloping, implementing, and evaluating the gender 

policy strategy. The annex details the requirements 

for the International Gender Policy/LGBTIQ Division.

What Does This Strategy Pa-
per Mean for the Work in the 
Divisions and Regions? 
Many of our international programs are feminist 

in the best sense of the term: Violence, social in-

equality, and domination are subject to critical 

analysis in the context of discourses and solidari-

ty-based practices. They are strong political state-

ments that demand equal participation in social 

development, while also rejecting all forms of gen-

der-based discrimination at all levels and fighting 

human rights violations. 

However, the evaluation revealed, among oth-

er things, that we could carry out the work in our 

programs in a more targeted way and, above all, 

more effectively. Reaching our political goals must 

be the focus of our actions. This basic strategic 

orientation guides our gender policy analysis and 

decisions regarding partners (and their influence 

on reaching the goal), as well as the time frame 

(the window of opportunity) and the approaches 

taken (the manner of implementation). A detailed 

impact hypothesis helps us to review whether our 

strategies have achieved the desired effectiveness. 

In order to work more effectively in terms of gender 

Board and the Department Director. The IGP Di-

vision’s inward-facing work will include consul-

tation, coordination, and reflection. The Division 

will continue to coordinate knowledge transfer 

and training on three levels: a) a broad trans-

fer of knowledge that is based on texts, podcasts, 

and e-learning formats; b) an in-depth transfer of 

knowledge through regular webinars that are in-

ter-regional and not bound to a specific location; 

and c) intensive three-day, on-site gender work-

shops for entire office teams. The IGP Division, in 

collaboration with the Quality Management Divi-

sion, will ensure that gender trainings, especially 

on gender analysis, are developed further, which 

involves defining standards for such trainings and 

organizing experienced trainers.

The evaluation also showed that the Founda-

tion can have a greater impact at the international 

level. Going forward, the IGP Division will support 

the regional offices’ efforts to engage at the inter-

national level by creating inter-regional linkages. 

In collaboration with the Quality Management 

Division, the IGP Division will reflect on the pos-

sibilities for pooling gender policy knowledge and 

experience, for retaining and further developing 

built-up expertise, and for leveraging and drawing 

on know-how inter-regionally, and advise the Ex-

ecutive Board accordingly.

The IGP Division, in consultation and dialogue 

with the Executive Board and the Director of the In-

ternational Department, will be responsible for de-
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policy, we need to define our goals in a more 

nuanced way within our program planning 

and define clearly desired changes within our 

target groups – especially with regard to im-

plicit work. 

In the future, we want to strengthen our 

network, promote exchange between regions, 

and learn from one another. We need to eval-

uate the work of the international offices and 

pool issues, particularly when it comes to the 

main action areas. On this basis, the IGP Di-

vision will create inter-regional linkages. This 

will enable us to utilise our diversity more 

effe ctively, while also enhancing gender pol-

icy exchange at the international level and 

lending weight to our political demands.

Greater efforts must be made with regard 

to the strategic orientation that seeks to im-

prove the effectiveness of gender policy work. 

We are thereby focusing on increasing the ca-

pacity of all staff in the International Depart-

ment and in its offices to act and intervene in 

gender policy. 

For this gender policy strategy, we have for-

mulated the following concrete goals which 

we want to reach in the next ten years; af-

ter five years we will evaluate and adjust the 

strategy. 

Goals

Goal 1 Set and develop gender policy 
priorities

The International Department continues to 
consolidate, expand, and strengthen the follow-
ing action areas: sexual rights and reproductive 
justice, political and economic participation 
and involvement of women, as well as women’s 
empowerment and network building. 
It should invest in the following learning areas: 
feminist foreign and security policy, men’s 
policies, as well as the incorporation of an 
intersectional gender-differentiated perspective 
in issues related to socio-economic and environ-
mental justice.

Goal 4 Improve the capacity for 
gender policy analysis and Gen-
der-Oriented Program Planning

The program goals within the Internation-
al Department are derived in a compre-
hensible and strategic manner based on an 
analysis of (gender) policy-related power 
relations. Gender-oriented indicators are 
used in the steering, monitoring, and eval-
uation of the programs.
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Goal 2 Strengthen the internal 
gender policy debates of the Gen-
der Focal Points

In order to promote internal gender 
policy debates, existing channels of 
communication are used more effective-
ly, new channels of communication are 
established, and networking among the 
Gender Focal Points are strengthened. 

Goal 3 Expand learning opportu-
nities

The International Department and its 
partner organizations continuously ex-
pand their gender policy knowledge and 
their corresponding capacity for action. 
Training and materials related to gender 
analysis and strategy planning are reg-
ularly made available to all staff in the 
International Department.

Goal 5 Develop methodological-an-
alytical approaches and good exam-
ples for intersectionality

Intersectional differentiation is strength-
ened in order to incorporate, alongside the 
analytical category of gender, further forms 
of discrimination into the program work.

Goal 6 Enhance the capacity to re-
flect on gender policy approaches

The intervention capacity of the Interna-
tional Department’s staff grows through 
the preparation and discussion of gender 
policy action approaches and of real-life 
examples in spaces of reflection at various 
management levels and opportunities.
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Milestones for Goal 1:
• By June 2020: Kick-off in each office: The 

Heads of Offices, together with the Gender Fo-

cal Points, have presented this strategy paper to 

their team.

• By December 2023: The Head of Quality Man-

agement, in consultation with the Department 

Director, the Heads of Regional Divisions, and 

the IGP Division, has conducted case studies on 

several of the issues chosen here to be addressed 

by the International Department’s gender poli-

cy work, and these have been made available to 

all staff in the International Department; fur-

ther case studies have been carried out with a 

special focus on intersectionality (see also Goal 

5).

• By December 2023: The IGP Division has held 

the first large international conference on one 

of the gender policy priority issues.

Activities for Goal 1:
• The Executive Board takes gender policy into 

account in all of its planning assumptions.

• The Executive Board and the Department Di-
rector provide impetus to the specific issues 

chosen and insist on more nuanced analyses.

• The offices and regional divisions focus their 

gender policy work on at least two of the chosen 

issues.

• The IGP Division focuses on two to three of the 

priority issues chosen here and thus provides 

impulses for the International Department’s 

gender policy work.

• The thematic divisions develop approaches to 

their thematic-specific work, making sure to in-

corporate the action and learning areas.

• The Gender Focal Points exchange information 

and views on the priority issues mentioned (via 

mailing lists, at regional meetings, etc.) and 

pool the input from the regions regarding the 

priority issues.

Goal 1: 
Set and develop gender policy priorities
The International Department continues to consolidate, expand, and strengthen the following action 
areas: sexual rights and reproductive justice; political and economic participation and involvement of 
women, as well as women’s empowerment and network building. It should invest in the following learn-
ing areas: feminist foreign and security policy, men’s policies, as well as the incorporation of an intersec-
tional gender-differentiated perspective in issues related to socio-economic and environmental justice.
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cation and exchange opportunities for the gfps; 

the IGP Division uses new media to organize 

the international exchange activities.

• The Heads of Offices and the Heads of Regional 
Divisions ensure that the Gender Focal Points 

receive the resources and freedom needed for 

their gender policy work and regularly check if 

sufficient capacity is available in the office and 

in the division; the Heads of Regional Divisions 
hold regular discussions with the Heads of Of-

fices on gender policy priorities and their imple-

mentation (Gender Focal Points will be involved 

where necessary); the Heads of Offices and the 
Heads of Regional Divisions use the outcomes 

of the exchange among the Gender Focal Points 

to further promote the gender policy debates in 

their respective region.

• The thematic divisions draw on the expertise 

of the Gender Focal Points in the regional divi-

sions and international offices and on the ex-

pertise of the IGP Division for advice and guid-

ance purposes.

Activities for Goal 2: 
• The Gender Focal Points independently estab-

lish and coordinate regional networks of all 

gfps in the respective region. They all meet, if 

possible, every one to two years in their region. 

The Gender Focal Points use the networking op-

portunities to exchange information and views 

on the priority issues mentioned under Goal 

1, to pool their specialized knowledge, and to 

plan coordinated interventions in a particular 

region.

• The IGP Division, in collaboration with the re-
gional divisions, organizes a global meeting of 

the Gender Focal Points every four years to fa-

cilitate strategic exchange regarding the prior-

ity issues mentioned under Goal 1; the IGP Di-
vision keeps staff informed about gender policy 

via an internal newsletter disseminated quar-

terly to the International Department, sets up 

a mailing list for the gfps, and coordinates the 

discussion; the IGP Division organizes, as nec-

essary, webinars that serve as continuing edu-

Goal 2: 
Strengthen the internal gender policy debates of the Gender 
Focal Points
In order to promote internal gender policy debates, existing channels of communication are used more 
effectively, new channels of communication are established, and networking among the Gender Focal 
Points are strengthened. 
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• By December 2023: A joint inter-regional proj-

ect, such as a joint publication or a podcast se-

ries, has been implemented by the gfps.

• By the end of 2023: The first global meeting of 

the gfps has been held.

* The meeting can also be held outside the region or existing 
formats such as the Anna Tröger Summer School can be 
used to make exchange possible. If all gfps in a region can-
not participate due to political reasons, then this decision 
takes priority.

Milestones for Goal 2:
• By the end of 2020: The IGP Division has dis-

tributed the first newsletter.

• By the end of 2020: The communications struc-

ture among the gfps and with the Heads of Of-

fices and Heads of Divisions and within the 

team has been more clearly defined and has 

been put on a solid basis.

• By the end of 2021: A gfps meeting in which ide-

ally all gfps of the region participate has been 

held* in each region.

• By December 2021: Gender Focal Point net-

works have been established in all six regions.* 
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Milestones for Goal 3:
• By December 2020: The IGP Division has pre-

pared all gender policy materials for all In-
ternational Department staff in an engaging 
format and made them available via the In-
ternational Department’s existing channels of 
communication. 

• By the end of 2021: The IGP Division has 
aligned the current offerings/methods with 
the new strategy/vision and has developed 
them further where necessary.

• By the end of 2021: The first training on gen-
der analysis and gender-oriented strategy 
planning for the headquarters’ and Interna-
tional Department’s staff has been organized 
by the IGP Division and the Head of the Qual-
ity Management.

• By the end of 2023: All Heads of Regional Di-
visions, Regional Program Officers, Thematic 
Project Officers, Heads of Offices, Gender Fo-
cal Points have attended a training on gender 
analysis and on gender-oriented program/

strategy planning.

Activities for Goal 3: 
• The Heads of Offices and the Heads of Regional 

and Thematic Divisions organize gender trainings 
within their teams and expand their competence, 
while also increasing the ability to pass on this ex-
pertise to their partners.

• The IGP Division revises, updates, and disseminates 
the existing materials (Gender Diversity Modules, 
Gender Toolkit); the IGP Division develops digital 
learning modules; the IGP Division raises the aware-
ness of the existing gender policy training portfolio 
within the department and the international offices 
and revises it from a professional-pedagogical per-
spective, while also building up a pool of external 
trainers and moderators who have gender expertise 
and advising them on specialist matters.

• The Head of Quality Management, in collaboration 
with the IGP Division, continuously further devel-
ops materials and training offerings on gender poli-
cy analysis and strategic planning.

• The Heads of Offices, the Heads of the Regional and 
Thematic Divisions, and the Gender Focal Points 
contribute their own knowledge and examples re-

garding practicability to the trainings and materials.

Goal 3: 
Expand learning opportunities
The International Department and its partner organizations continuously expand their gender policy 
knowledge and their corresponding capacity for action. Training and materials related to gender analysis 
and strategy planning are regularly made available to all staff in the International Department.
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cy developments and, where necessary, adapt 

their interventions to these developments.

• The Gender Focal Points provide support to the 

Heads of Regional Divisions, Regional Program 

Officers, Thematic Project Officers, Heads of 

Offices on gender policy analysis and the incor-

poration of existing feminist approaches as well 

as on monitoring.

• The Head of Quality Management and the In-

ternational Gender Policy Division provide ad-

vice and guidance to the Heads of Divisions and 

Head of Offices regarding the application and 

implementation of gender analysis.

• The International Department’s Quality Circle 

provides support to the Head of Regional Di-

visions, Regional Program Officers, Thematic 

Project Officers and Heads of Offices on mon-

itoring the programs’ gender policy aspects in 

accordance with the chosen program goals and 

indicators.

Activities for Goal 4:
• The Heads of Regional Divisions, the Heads of 

Thematic Divisions, and the Heads of Offices 
are responsible for ensuring that in the run-up 

to the program planning of the Federal Min-

istry for Economic Cooperation and Develop-

ment (BMZ) and the Federal Foreign Office (AA) 

a gender analysis has been completed in the re-

spective regions and thematic areas for the ap-

plication procedure.

• The Regional Program Officers, the Thematic 
Project Officers, and the Heads of Offices de-

velop gender-oriented program strategies in ac-

cordance with the theory of change and derive 

their decisions regarding program goals and 

indicators from these strategies; they steer and 

evaluate their gender-oriented programs on the 

basis of corresponding indicators and the year-

ly evaluation of gender categorization.

• The Heads of Offices and Heads of Regional Di-
visions engage in regular exchange with their 

Gender Focal Points on current gender poli-

Goal 4: 
Improve the capacity for gender policy analysis and Gen-
der-Oriented Program Planning
The program goals within the International Department are derived in a comprehensible and strategic 
manner based on an analysis of (gender) policy-related power relations. Gender-oriented indicators are 
used in the steering, monitoring, and evaluation of the programs.
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Milestones for Goal 4:
• By July 2020: The IGP Division and 

the Head of Quality Management 

have guided and advised two se-

lected offices during their appli-

cation phase on matters related 

to gender analysis and have put 

the learning outcomes up for dis-

cussion among the Gender Focal 

Points and the Heads of Divisions.

• By the end of 2020: The Head of 

Quality Management has prepared 

a checklist on gender orientation 

for BMZ and AA program planning.

• By the end of 2020: The Head of 

Quality Management has revised 

the application and report formats 

in order to make gender policy ap-

proaches and issues more visible.

• By the end of 2020: The IGP Di-

vision and the Head of Quality 

Management have defined qual-

ity criteria for preparing a gender 

analysis and with the help of the 

Gender Focal Points have made 

support structures available.

• By December 2020: The IGP Divi-

sion and the Head of Quality Man-

agement have provided a number 

of examples of effective gender 

analyses at the program level.
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• The IGP Division and the Head of Quality Man-
agement, in consultation with Heads of Divi-

sions and Heads of Offices, commission case 

studies on lighthouse projects that feature in-

tersectional differentiation (see also Goal 1).

Milestones for Goal 5:
• By the end of 2023: Good practice examples of 

intersectional approaches have been identified 

in each of the six regions and have been made 

visible internally as well as publicly.

Activities for Goal 5:
• The International Gender Policy Division pre-

pares a handout on methodological-analytical 

approaches to intersectionality and coordi-

nates it with the Executive Office for the Com-

mon Task.

• The Heads of Regional Divisions, the themat-
ic divisions, and the Heads of Offices, with the 

support of the Gender Focal Points, collect ex-

amples of intersectional approaches in the re-

gions (good practices) and make them visible 

internally as well as publicly.

Goal 5: 
Develop methodological-analytical approaches and good ex-
amples for intersectionality
Intersectional differentiation is strengthened in order to incorporate, alongside the analytical category of 
gender, further forms of discrimination into the program work.
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Milestones for Goal 6:
• By June 2020: The Department Director and 

the Heads of Regional Divisions have redefined 

the Gender Slot during the RPK as an import-

ant space of reflection; guiding questions have 

been developed to aid in preparing the RPK; 

links have been established to trainings and 

analysis activity.

• In May 2022: Gender policy is placed on the 

agenda for internal reflection at the AMK 2022.

• By June 2023: The Gender Slot of the last three 

years has been evaluated by the Gender Focal 

Points of the regional divisions.

Activities for Goal 6: 
• The Department Director promotes gender 

policy reflection within the strategic debates 

during the Annual Meeting of Heads of Interna-

tional Offices (AMK) and places gender policy 

issues on the agenda.

• The Department Director and the Heads of Re-
gional Divisions use the Gender Slots during 

the Regional Planning Conference (RPK) for re-

gional strategic gender policy debates.

• The Heads of Offices, the Heads of Regional Di-
visions, and the thematic divisions create spac-

es for dialogue in which their teams can engage 

in region- and thematic-specific exchange on 

gender policy issues and make good practice ex-

amples accessible to others in the International 

Department.

• The Gender Focal Points compile the specific 

regional gender policy expertise and the cor-

responding approaches in the region and feed 

this knowledge into the regional and inter-re-

gional spaces of reflection.

Goal 6: 
Enhance the capacity to reflect on gender policy approaches
The intervention capacity of the International Department’s staff grows through the preparation and dis-
cussion of gender policy action approaches and of real-life examples in spaces of reflection at various 
management levels and opportunities.
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The following evaluation phases are planned: 

• In 2024: Survey is conducted among Heads of 

Offices, Heads of Divisions, and gfps in which 

in particular Goals 2, 3, 4, 5, 6 and collaboration 

between the different levels play an important 

role.

• In 2024: Self-evaluation is carried out, with the 

IGP Division taking the lead. The Quality Man-

agement Division and, where necessary, the 

Quality Circle will provide support by analyzing 

a random sample of the program documents.

• In 2027–28: An external evaluation is carried out 

which includes an analysis of the standardized 

evaluations (meta-evaluation) done in accor-

dance with GOPP M&E, as well as a document 

assessment and supplementary interviews.

• Optional: Cross-cutting evaluation examines 

one of the priority issues that involves gender 

policy questions and approaches. 

Evaluation of the strategy paper
In order to assess the progress made on the goals set here, the International Gender Policy Division and the 
Quality Management Division will prepare a monitoring matrix that contains the milestones described 
above and will develop criteria with which to evaluate implementation. The IGP Division has the lead in 
monitoring and evaluating the implementation of the strategy. This can involve both self-evaluations 
and external evaluations. The criteria used in the evaluations will be developed based on the 2020 goals.
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responsibility of ensuring the implementation of 

gender policy orientation and planning as well as 

the induction of the gfp. 

Role of the Heads of Offices
The responsibility for steering the programmat-

ic and political direction of the offices lies with the 

Heads of Offices. This also includes the strategic 

positioning of gender policy. The Heads of Offices 

advocate, both internally and externally, for gender 

equality, as it is a core political issue of the Foun-

dation. As senior management staff, they serve as 

role models for their employees. The Heads of Of-

fices are responsible for the design and implemen-

tation and program applications, and thus for the 

gender analysis as well as for the prioritization and 

selection of partners, target groups, and formats 

for goal attainment. They also make sure that gen-

der democracy is practiced inside their office as a 

form of political culture.

The Head of Office appoints the Gender Focal 

Point (gfp) and inducts them into the role. The 

Head of Office must ensure that the gfp is involved 

in all relevant processes and receives the neces-

sary time and financial resources. Gender policy 

work in highly aggregated thematic areas requires 

exchange to take place across disciplines. The re-

sponsibility for creating space for all colleagues to 

engage in such exchange lies with the Heads of Of-

fices.

Executive Board and Management 
as well as Director of the Interna-
tional Department

The entire Executive Board and the Director of 

the International Department are responsible for 

the direction of the Heinrich Böll Foundation’s 

gender policy. They function as role models and 

can generate gender-political awareness and pas-

sion through their exemplary commitment. The 

Executive Board and the Department Director play 

an active role in strengthening gender democracy 

by providing impetus, by raising awareness of gen-

der-differentiated perspectives, and by rigorously 

pursuing and pressing for the International De-

partment’s gender policy (program) development. 

Heads of Regional Divisions and Re-
gional Program Officers

The Heads of Regional Divisions and Region-

al Program Officers at the headquarters steer the 

work of their regional divisions and as supervisors 

of the Heads of Offices maintain an overview of the 

offices’ gender policy work. They are responsible 

for gender analysis within the program planning 

and also create space within their teams for ex-

change and feedback on gender policy work. Each 

regional division has a Gender Focal Point (gfp) to 

which the necessary time resources must be made 

available. The Head of a Regional Division has the 
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liberation. Yet every project should make sure that 

it does not contribute to consolidating or even fur-

ther deepening unequal gender relations.

Thematic divisions can obtain advice and 

guidance from the International Gender Policy/

LGBTIQ Division, but can also involve the Gender 

Focal Points at headquarters and those at the inter-

national offices in an advisory capacity. The aim 

of the advice is to increase the capacity of the the-

matic divisions in terms of gender policy analysis 

and intervention.

Heads of Thematic Divisions
In addition to the International Gender/LGBTIQ 

Policy, there are currently six other Heads of Divi-

sions at the Foundation’s headquarters who over-

see and manage international thematic portfolios. 

All thematic divisions work explicitly in their the-

matic area, but can also have a gender policy im-

pact at the implicit level. A gender policy approach 

cannot succeed in every project; however, such a 

decision should be taken consciously and with de-
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thus contributing to the continuing education of 

staff in the offices/divisions.

Networker

The gfps regularly exchange information and 

views on the hbs’s priority gender policy issues 

with other gfps, which is mostly done through 

virtual channels. The gfps within a region engage 

in more frequent exchange if necessary and meet 

face-to-face in the region every one to two years. 

The gfps hold a global meeting every four years. 

The purpose of the regional and global networks 

is to mutually strengthen one another and – as 

required – to plan and coordinate joint interven-

tions. Such exchange makes the gfps particularly 

well equipped to participate in international gen-

der policy debates.

Coordinator

The gfps have coordinating responsibilities. 

Once a year, each region appoints a coordinator 

(gfp of an office or gfp of a regional division) who is 

to devote an additional 10 percent of their working 

hours to the following responsibilities:

• Organizing networking meetings (offline and 

online) including structuring the content, pre-

paring the agenda, compiling documentation 

as well as a report on the network’s progress in-

cluding the challenges and successes of the in-

dividual gfps (offices and divisions).

Gender Focal Points in the Interna-
tional Offices and Regional Divisions

The gfps are to devote on average 15 percent of 

their working hours to gender policy work.

Advisor

Gfps provide advice and guidance on gender 

policy matters to their respective Heads of Offic-

es and Heads of Divisions as well as to other col-

leagues, particularly supporting them with gender 

analysis and with gender-oriented program and 

project planning. As part of the annual planning 

process, the gfps ensure that the gender policy 

goals and strategic approaches of an office/divi-

sion are aligned with the general gender policy 

strategy of the hbs. If necessary, the gfps organize 

capacity-building activities on gender and wom-

en’s policy issues for their team.

Knowledge Manager

They document good practices in relation to 

gender policy in their office/division – as efficient-

ly and adequately as possible – and make these 

available to colleagues across the entire founda-

tion and, if appropriate, to the general public. In 

particular, they identify and document the inter-

sectional gender policy interventions of their of-

fice/division. They exchange knowledge and ex-

periences with their office team and with other 

Gender Focal Points in their region and worldwide, 
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Democracy, as this combination would generate 

the most synergies.

International Gender Policy/LGBTIQ 
(IGP) Division

Responsibilities as a Thematic Division 
The International Gender Policy/LGBTIQ (IGP) 

Division develops its own priority programs and 
projects in consultation with the Executive Board 
and the Department Director. 

The IGP Division supports the regional offices’ 
efforts to engage at the international level by pool-
ing concerns and creating inter-regional cross-link-
ages. It is important to have inter-regional coordi-
nation, especially in international fields of activity 
that involve inserting a gender policy perspective 
into the influencing of international agreements 
and international decision-making processes. 
The International Gender Policy/LGBTIQ Division 
takes over such coordination in consultation with 
the Executive Board and the Department Director.

By providing regular gender policy updates, the 
IGP Division gives impetus to the work of the the-
matic divisions, the regional divisions, and the in-
ternational offices. 

Responsibilities in Terms of Consultation, Coordi-
nation, and Continuing Education 

The IGP Division’s inward-facing work includes 

consultation, coordination, and reflection.

• Promoting exchange and peer learning among 

the gfps within the region.

• Pooling the substantive work of the gfps within 

the region.

Modalities
In order for Gender Focal Points to be able to 

perform the roles described above and to fulfill the 

associated responsibilities, they are to be support-

ed by senior management staff accordingly, such 

as through (i) capacity building (ii) support from 

external gender experts and (iii) the corresponding 

allocation of resources (e.g., time).

A Gender Focal Point is appointed for a term of 

two years; an extension can be granted in consul-

tation with the Head of Office and the gfp. A Gen-

der Focal Point of a regional division can be a Proj-

ect Officer or a Senior Programme Officer. Gender 

Focal Points should have interest and expertise in 

gender policy.

The role of a Gender Focal Point is a supplemen-

tary role to that of their role as a Program Coordi-

nator, Project Officer, or Senior Programme Offi-

cer. As a Program Coordinator, the colleagues play 

the same role and have analogous responsibilities 

within their thematic area to other Program Co-

ordinators. For colleagues to be able to fulfill the 

role of a Gender Focal Point, the respective Head 

of Office or Head of Division must free up capacity 

for them. It is recommended to link the role of a gfp 

with that of a Program Coordinator for (Gender) 
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Quality Management (QM) in 
the Management and Evalua-
tion Division (StEva)

Responsibilities in Terms of Quality Management 
The Head of Quality Management (QM) leads 

the Quality Circle, which supports divisions and 
offices to independently use the GOPP M&E tools. 
Here, impact-oriented program monitoring plays 
a crucial role so as to make visible the outcomes 
and potential problems and obstacles posed by the 
gender strategies and gender goals formulated by 
the programs and to document adjustments in the 
reports provided these are sensible and necessary. 
The monitoring involves a constant process of re-
flection and learning, the responsibility for which 
is shared by the Quality Circle and the IGP Division. 
In addition, the Head of QM provides advice and 
guidance to Quality Circle members and Heads of 
Divisions on specific matters related to the imple-
mentation of gender analysis and to the planning, 
monitoring, and evaluation of programs. 

Responsibilities in Terms of Training 
The Head of QM personally conducts introduc-

tions and training sessions on the GOPP M&E tool-
set and also supports trainings by organizing ex-
ternal trainers. Together with the Head of IGP, she 
continuously further develops materials for gender 

policy analysis and strategic planning.   

The IGP Division is responsible for developing, 

implementing, and evaluating the gender policy 

strategy.

The IGP Division is the contact for all Gender Fo-

cal Points and maintains direct contact with them. 

While it is the responsibility of the gfps to initiate 

and maintain communications with the other gfps 

in their region, the IGP Division strengthens all 

gfps by improving the flow of information and also 

coordinates regular (virtual) exchange forums. 

The IGP Division plays a coordinative role with-

in its specialist field, which means it is desired that 

there be a feedback loop with the Heads of Region-

al Divisions, the Heads of Offices, and the divi-

sions and it is to be ensured that a corresponding 

response is received from the Heads of Regional 

Divisions, the Heads of Offices, and the divisions. 

In collaboration with the Quality Management 

Division, the IGP Division reflects on the possi-

bilities for pooling gender policy knowledge and 

experience, for retaining and further developing 

built-up expertise, and for leveraging and drawing 

on know-how inter-regionally, and advises the Ex-

ecutive Board accordingly.

The IGP Division, in collaboration with the 

Quality Management Division, ensures that gen-

der trainings, especially on gender analysis, are 

developed further, which involves defining stan-

dards for such trainings and organizing experi-

enced trainers.
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Responsibilities in Terms of Evaluating the Inter-
national Gender Policy Strategy   

The Head of QM, in collaboration with the Head 

of IGP, prepares a monitoring matrix to evaluate 

the implementation of the international gender 

strategy of the International Department. The QM 

unit in the StEva Division supports the ongoing 

learning process regarding the hbs’s international 

gender policy through the commissioning of case 

studies and through random sample assessments 

and/or other evaluation measures as agreed upon 

in the goals and activities.  






