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1. Policy Statement

The Papua New Guinea Institute of Medical Research (PNGIMR) is committed to advancing
gender equality, disability inclusion, and social inclusion in all aspects of its operations,
research, and institutional culture. As enshrined in the National Constitution of Papua New
Guinea and the Sustainable Development Goals, PNGIMR respects and upholds the rights
of all individuals, including the right to health and well-being regardless of sex, gender,
disability, age, ethnicity, socio-economic status, or other factors that may lead to exclusion
or discrimination.

PNGIMR is committed to:

- Creating and maintaining an inclusive and equitable environment for everyone
engaging with the Institute in all activities.

- Advancinginclusive and equitable participation in our research.

- Addressing barriers to healthcare and eliminating disparities in health outcomes
faced by those experiencing marginalisation or social exclusion through research.

These commitments are fundamental to achieving PNGIMR's vision of enhancing the health
and well-being of Papua New Guineans and aligned with the Papua New Guinea National
Health Plan 2021-2030 commitment to 'leave no one behind'. Promoting gender equality is
an explicitgoalunder PNGIMR's Corporate Plan 2020-2025 (Strategic Objective 16: Promote
gender equality and women's empowerment in PNGIMR).

We acknowledge Papua New Guinea's diverse cultural contexts while upholding principles
of human rights, dignity, and equality as enshrined in the Constitution and aligned with
international frameworks which Papua New Guinea has ratified, including the United
Nations (UN) Convention on the Rights of Persons with Disabilities (UN CRPD), the
Convention on the Rights of the Child (CRC) and the Convention on the Elimination of All
Forms of Discrimination Against Women (CEDAW).



2. Purpose

The Gender Equality, Disability, and Social Inclusion (GEDSI) policy outlines PNGIMR's
dedication to promoting gender equality, disability equity and social inclusion in all
aspects of our operations, research and institutional culture. This policy serves to inform
employees, stakeholders, beneficiaries and partners of PNGIMR of its institutional
commitments and provides a framework for advancing equity, diversity, and inclusion
across all areas of the Institute's work.

3. Scope

This policy applies to:

e All staff, consultants, interns, volunteers and visitors in the course of their
professional duties and in any activities where they represent or engage with PNGIMR.

e Allresearch activities, partnerships, publications, and stakeholder engagement.

e All institutional operations, including recruitment, procurement, and workplace
practices.

4. Definitions

Disability: Persons with disabilities include those who have long-term physical, mental,
intellectual or sensory impairments which, in interaction with various barriers, may hinder
their full and effective participation in society on an equal basis with others (UN CRPD).
Disabilities can be present at birth or occur later in life due to injury, illness, or other
factors. They can affect various aspects of life, including mobility, communication,
learning, and daily self-care. Disabilities are often categorised by type, including, for
example, physical, sensory, cognitive, intellectual, neurodevelopmental and psychosocial
disabilities.

Discrimination: Discrimination refers to any distinction, exclusion or restriction made on
the basis of sex, disability, race, or other status which has the effect or purpose of
impairing or nullifying the recognition, enjoyment or exercise of human rights (CEDAW).

Diversity and inclusion: Diversity and inclusion refer to the practice or quality of involving
and embracing people from a range of different social and ethnic backgrounds and of
different genders and sexual orientation.

Equality: Equality refers to the state of being equal, especially in status, rights, and
opportunities. It encompasses the idea that all individuals should have the same rights



and access to resources, regardless of characteristics such as race, gender, age, sexual
orientation, religion, socioeconomic status, or disability.

Gender equality: Gender equality refers to the equalrights, responsibilities and
opportunities of women and men and girls and boys. It does not mean that women and
men will become the same, but that women’s and men’s rights, responsibilities and
opportunities will not depend on whether they are born male or female (UNWomen).

Intersectionality: Intersectionality refers to the multiple identities of a person that
exposes them to overlapping forms of oppression or privileges. It recognises that people’s
lives are shaped by their identities, relationships and social factors. These combine to
create intersecting forms of privilege and oppression depending on a person’s context and
existing power structures such as patriarchy, ableism, colonialism, imperialism,
homophobia and racism (UNWomen).

Marginalised groups: Marginalised groups or people refer to those who experience
discrimination and exclusion (social, political and economic) in one or more contexts as a
result of unequal power relationships across economic, political, social and cultural
dimensions (UN Department of Economic and Social Affairs).

Social Inclusion: Social inclusion is the process of improving opportunities for a group or
person, particularly those who have been marginalised, to participate in society (including
in the workplace and research activities) on equal terms regardless of their origin or
identity (World Bank).

Reasonable accommodations: Necessary and appropriate modifications and
adjustments that do not impose a disproportionate or undue burden to ensure all people,
including persons with disabilities, can enjoy or exercise their rights on an equal basis with
others (UN CRPD).

5. Related Policies

This policy should be read in conjunction with:

e Code of Conduct

e Child Protection Policy

¢ Prevention of Sexual Exploitation, Abuse and Harassment (PSEAH) Policy
o Safeguarding Incident Reporting Protocol

e Occupational Health and Safety Policy

¢ Harassment Policy



6. Commitments and Principles

WE DO NO HARM

At PNGIMR, we commit to ensuring our research and operations do not perpetuate,
reinforce, or exacerbate existing inequalities or discrimination and that we do no harm to
communities and partners with whom we work as well as within the Institute and to our
colleagues. Every individual affiliated with PNGIMR in any way, regardless of position, race,
ethnicity, sex, gender, sexual orientation, age, socioeconomic status, disability, religious
beliefs, and other characteristic, will be treated with respect and dignity. We uphold and
defend the rights of all people with whom we work and work towards equality. We promote
an inclusive and equitable workplace and take a zero-tolerance approach to
discrimination.

WE LEAVE NO ONE BEHIND AND PROMOTE MEANINGFUL PARTICIPATION

PNGIMR works to improve the health of all Papua New Guineans. We commit to
understanding the impacts of factors like age, gender, disability, and social and economic
status on the health of people across Papua New Guinea to inform decision-making and
demonstrate impact. Where needed, we prioritise reaching and benefiting those who are
most marginalised or excluded, including women and girls, persons with disabilities, and
disadvantaged groups. When working with communities and partners, we promote
meaningful participation, recognising research participants as co-producers of knowledge.
We engage with communities using culturally appropriate methods and seek guidance
from local leaders and women's organisations.

WE VALUE DIVERSITY AND APPRECIATE INTERSECTIONALITY

PNGIMR recognises, appreciates, and embraces the differences among individuals within
the Institute and the wider community with whom we engage. As a locally-led research
Institute, we draw on the lived experiences and cultural competencies of our staff, as well
as the communities and partners with whom we work, to understand the impact of power
dynamics, including due to gender, ethnicity, age, geography and disability, on health. We
respect Papua New Guinea's cultural diversity while promoting universal human rights. We
acknowledged that diversity is a strength and that collective lived experiences foster
innovation, creativity, and a broader range of perspectives.

WE EMBRACE INCLUSIVE GOVERNANCE

PNGIMR aims to ensure fair representation and transparency at all levels within the
Institute, in the office or in the field, fostering a more just and equitable workplace and
society where everyone’s voice is heard and valued. We build trust amongst ourselves and
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our partners, stakeholders and the wider community we serve. We take accountability for

our shortfalls and take active steps to address these.

7. Implementation Framework and Actions

7.1. Institutional culture and human resources

PNGIMR commits to fostering a safe, respectful, and inclusive work environment. PNGIMR

will:

Ensure staff in all their diversity are treated with respect.

Promote equal access to opportunities for all staff in line with performance and
transparent processes.

Provide regular awareness and skills training to support staff to understand and
advance gender, disability and social equality and inclusion.

Integrate goals that promote equality into institutional strategies, staff work plans
and performance reviews.

Ensure practices are in place to support equity and inclusion in recruitment’.
Ensure all committees are gender balanced and promote representation of the
diversity of PNGIMR on these, including considering age, role, and disability, where
appropriate.

Provide reasonable accommodations for staff and applicants with disabilities.
Support work-life balance and flexible work arrangements where appropriate.
Ensure work events are inclusive of PNGIMR staff in all their diversity.

Strengthen and maintain partnerships to advance disability, gender and age
equality and other issues that marginalise people.

Provide opportunities for staff to share thoughts and concerns on issues related to
equality and inclusion.

Ensure safeguarding and related concerns are investigated and managed promptly
and transparently through regular reporting and investing in training.

Ensure the diversity of PNGIMR is reflected in internal and external
communications.

7.2 Research design and delivery

Advancing health equity is a significant focus of PNGIMR’s research, incorporating, but not

limited to, differences across genders, disability, ethnicity, social and economic status,

and geography. The focus on health equity recognises that the causes of inequity are

multifaceted, including physiology, exposure, social norms, and access to resources and

services. As such, PNGIMR commits to:



e Consider, explore and address the impacts of gender, age, disability, ethnicity,
social and economic status and geography on health issues by incorporating these
analyses in research planning, design, research team composition, data collection,
analysis, and dissemination.

e Promote equitable participation in our research in line with the specific needs of the
communities with whom we work. Where some groups may face barriers to
equitable participation, PNGIMR will work to overcome these.

e Use disaggregated data (e.g., by sex, age, disability as appropriate and feasible) to
inform analysis and findings.

e Engage affected groups as stakeholders and co-producers of knowledge, reflecting
the diversity of the communities with whom we work to ensure that research is
relevant, and the evidence generated can be used to improve health outcomes.

e Disseminate research findings back to those who took part, ensuring that all
community members can hear and benefit from the research.

e Take a zero-tolerance approach to sexual exploitation, abuse and harassment in all
its forms and ensure those with whom we work are aware of their rights and able to
report concerns.

7.3 Expected behaviours of PNGIMR staff and partners

In line with the code of conduct and other associated policies, PNGIMR staff, partners and
associates must at all times behave in a professional manner and treat all individuals
associated with PNGIMR's work with dignity and respect. Staff are expected to be mindful of
the impacts of gender, age, disability, social and economic status, ethnicity and geography
within their work and take a ‘do no harm’ approach during interactions with colleagues,
partners, communities and people experiencing social disadvantage.

Grievances and incidents related to child protection, sexual exploitation, abuse and

harassment or safeguarding more broadly should be reported following the safeguarding

reporting protocol. All staff and partners of IMR have a mandatory duty to report any concern,
suspicion, or incident relating to child protection or sexual exploitation, abuse, or

harassment immediately using one of the reporting channels detailed in the Safeguarding

Incident Reporting Protocol. Any misconduct or abuse of power will not be tolerated and will

be subject to disciplinary action. The GEDSI and Safeguarding Officer with support from the

Human Resources Manager, will manage the safeguarding reporting process and if required,
reports will be referred to the Disciplinary Committee for recommended actions.

PNGIMR is committed to increasing awareness of this policy to staff and partners, upskilling
supervisors and management teams to promote equity across the Institute's work, and
providing training for staff responsible for receiving and investigating breaches, as well as
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the Disciplinary Committee, to ensure that all concerns and reports are handled sensitively,

confidentially, transparently and appropriately and that the system is accessible to all.

8. Responsibilities

Position
PNGIMR Council

Executive Management
Team

GEDSI and
Safeguarding Officer

Human Resources
Manager

Role

Approve and endorse the GEDSI policy.

Monitor institutional progress on GEDSI commitments
through annual reporting.

Provide overall leadership and accountability for
implementation of the GEDSI policy.

Ensure GEDSI is integrated into institutional strategy,
business plans, and budgets.

Foster an organisational culture that values diversity
and inclusion.

Under the Human Resource Department, the GEDSI
officer is responsible for day-to-day implementation
of the GEDSI policy.

Coordinate and facilitate sensitisation sessions and
training delivery to staff.

Provide technical advice and support to research
teams and staff.

Maintain relationships with external GEDSI networks
and experts.

Support the GEDSI policy review process.

Manage the safeguarding incident reporting process.
Serve as a point of contact for GEDSI inquiries and
concerns.

Prepare annual implementation update for Council.
Oversee policy management and implementation.
Apply GEDSI principles in recruitment, selection, and
employment practices.

Maintain sex-disaggregated workforce data and
diversity metrics.

Implement reasonable accommodations for
employees with disabilities.



e Address workplace discrimination, harassment, or
bullying promptly, in coordination with the GEDSI
officer.

e Organise and deliver training to supervisors, GEDSI
and HR officers and members of the Disciplinary

Committee.
Supervisors and e Stayinformed of new and effective practices of
management advancing GEDSI principles and support their

integration in all of the Institute's activities.

e Support staff to report GEDSI and safeguarding
concerns.

e Reporton GEDSI outcomes in project reports and
publications.

e Ensure PNGIMR's GEDSI commitments are
communicated to partners and community
representatives, along with information on reporting
incidents relating to safeguarding or child protection.

All staff e Understand and apply GEDSI principles in their work.

e Complete mandatory GEDSI training.

e Challenge discriminatory attitudes, behaviours, and
practices.

e Report GEDSI concerns or safeguarding incidents
through appropriate channels.

e Contribute to creating an inclusive and respectful
workplace.

9. Compliance and Monitoring

The GEDSI and Safeguarding Officer will prepare an annual report to be presented to the
Council regarding training and awareness, recruitment, program and project integrations of
GEDSI, and other issues in the previous year.

Mechanisms and opportunities for ongoing monitoring of the policy will include:

- Discussions of GEDSI and safeguarding issues during general staff meetings.
- Equality, inclusion and safeguarding questions within ad hoc all staff surveys.
- Discussions with staff with particular interest or experience with GEDSI issues.



- Feedback mechanisms as laid out in the Safeguarding Reporting Protocol, including
from community members.

- Feedback during GEDSI capacity building sessions for staff and project partners.

- Ad hoc review of recruitment processes and other relevant policies and procedures.

9.1 GEDSIl indicators

To monitor performance in promoting gender equality, disability and social inclusion and
ensure compliance with the GEDSI policy, indicators such as the following will be
measured:

¢ Workforce composition by sex, disability status, and salary grade (collected
annually).

¢ Number of staff completing for GEDSI and related training.

¢ Number of equality, inclusion and safeguarding complaints and description of
resolution outcomes.

o Case studies of research activities informed by a GEDSI analysis or with explicit
GEDSI objectives.

o Case studies of initiatives to advance participation of women, persons with
disabilities, and other groups experiencing social exclusion as research
participants.

o Staff perceptions of workplace inclusion.

o Recognition of PNGIMR as a GEDSI leader in the Papua New Guinea research sector
(as evidenced through funding for GEDSI-specific activities, and engagement with
relevant activities, publications and events).

9.2 Reporting requirements

¢ Annual GEDSI Update: The GEDSI Focal Point will prepare an annual update for
Council documenting progress, challenges, case studies, and recommendations.

« External Reporting: GEDSI achievements will be highlighted in annual reports and,
when requested, to donors and other stakeholders.
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9.3 Communication and dissemination

The GEDSI Officer is responsible for information dissemination with regard to the policy, for
example through discussion sessions, the staff newsletter, information booklets, emails,
posters, flyers to inform staff and other partners, directly or indirectly, as well as training on
GEDSI and related issues. The goal is to ensure that all staff have a basic understanding of
gender and other GEDSI-related issues.

Staff leading PNGIMR programs and projects directly engaging with communities and
people experiencing social exclusion should communicate GEDSI approaches and
intentions to partners and community representatives, along with information on reporting
incidents relating to safeguarding or child protection.

9.4 Consequences of non-compliance

All staff are expected to comply with this policy. Non-compliance with the expected
behaviours of PNGIMR staff may result in disciplinary action.

In the case of partners not complying with PNGIMR's policies (including the GEDSI policy
and other safeguarding policies), partnership agreements may be terminated.

All complaints will be handled confidentially, fairly, and in accordance with PNGIMR's
Safeguarding Incident Reporting Protocol.

10. Review Cycle

This policy will be reviewed every three (3) years or sooner if:

o Significant changes occur in Papua New Guinea legislation or international
frameworks.

¢ Monitoring data or stakeholder feedback indicates gaps or concerns or that the
policy is not effective.

The Human Resources Manager and GEDSI and Safeguarding Officer are responsible for
policy monitoring and review. The review will be informed by an updated GEDSI analysis and
developed in consultation with staff, leadership, partners and other stakeholders, including
inputs from community groups as appropriate.
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