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Executive Summary
[bookmark: _Toc161300553][bookmark: _Toc161305722]Programme background
The “Governance of Labour Migration in South and Southeast Asia (GOALS)” was an inter-agency development programme supporting Member States of the Colombo Process (CP) regional platform to progress in the governance of labour migration in South and Southeast Asia. During its implementation between August 2020 and January 2024, three UN agencies, IOM, which has been providing continuous technical support to the CP, ILO and UN Women, worked together as implementing agencies.
The CP is primarily composed of major migrant-sending countries and is a non-binding regional platform which focuses on improving conditions for overseas migrants. Its Member States share several difficulties in strengthening the governance of labour migration. These challenges include a lack of institutional capacity to ensure effective pre-departure orientation for migrant workers, difficulties in analysing and regulating fair and ethical recruitment, establishing safe channels for remittances and difficulties in providing sustainable reintegration services, especially for women migrants. 
The GOALS programme aimed to address these issues through various activities. Firstly, at the regional level, it delivered capacity building of the thematic working groups of the CP process (TAWGs), organised by thematic areas which mostly focus on the difficulties mentioned above. Second, at the national level, it supported the implementation of relevant activities in Bangladesh, India, Nepal, Pakistan, and Sri Lanka with a special focus on reintegration efforts. The overall objective of the programme was to promote "safe, orderly and regular migration for all women and men," to be achieved through the following specific outcomes: 
1. The CP Member States (CPMS) develop and progress actionable commitments for strengthened labour migration governance and policy coherence through multilateral dialogue.
2. Selected Member States in South Asia have improved labour migration policies and practices, in particular on skills development and qualifications recognition, fostering fair and ethical recruitment, and sustainable reintegration.
3. The evidence base on labour migration is strengthened to inform knowledge, dialogue, policymaking and action.
The programme was funded by the Swiss Agency for Development and Cooperation (SDC) and built on one of its previous programmes, "Strengthening Labour Migration Governance Across Colombo Process Member States (CPMS) through Regional Cooperation and Increased Policy Coherence.” Similar to other SDC projects, GOALS was designed using the "elevator approach”, working at different levels (regional, national, and sub-national) to link them and influence policymaking both upwards and downwards. 
[bookmark: _Toc161300554][bookmark: _Toc161305723]Evaluation background
As the GOALS programme ended in January 2024, IOM contracted PPMI Group to conduct the final independent evaluation of the programme. The purpose of the evaluation is to contribute to the accountability and learning of the Evaluation Users, which are the evaluation units of SDC, IOM, ILO and UN Women at headquarters and the regional and field offices of IOM, ILO, UN Women and the focal points of the Colombo Process Member States, as well as the affected tripartite constituencies in the partner countries, including trade unions, CSOs and employers' organisations, and research institutions. The main objective of the evaluation is to assess the achievements and alignment of the current programme with its objectives, including the recommendations of the mid-term evaluation, primarily assessed against the OECD/DAC criteria (see below), with a particular focus on the programme's achievements in advancing gender equality. The evaluation aimed to fulfil its specific objective to identify lessons learned and best practices, and to make recommendations for future programming. 
The evaluation scope was the following: first, it broadly focused on Bangladesh, India, Nepal, Pakistan, and Sri Lanka, where national implementation was supported, second, it focused on TAWGs and other regional activities.[footnoteRef:2] The evaluation covered all activities from August 2020 to January 2024.  [2:  For instance, the SALAM network and the SAQRF framework.] 

[bookmark: _Toc161300555][bookmark: _Toc161305724]Evaluation methodology
A utilisation-focused approach was used for the evaluation, prioritising practical application of findings to inform decision-making and bring about positive change, primarily for the Evaluation Users (above). It also ensured a human rights-based approach, considering the needs and rights of final beneficiaries, even if they were not directly targeted by the programme. Additionally, the research methods complied with ethical, gender, and human rights considerations and General Data Protection Regulation (GDPR) regulations. 
The evaluation used standard OECD/DAC criteria; the specific evaluation questions and the indicators that guided the evaluation methodology can be found in Annex 3. The evaluation methodology was complemented with five case studies to analyse crucial aspects of the programme (included as Annexes). 
The evaluation relied on four data collection methods: desk research, key informant interviews (KIIs), a survey, and a validation workshop. The desk research was conducted in two phases: an initial desk research and a data collection phase. A total of 50 KIIs were conducted with programme stakeholders, which included 19 women. In total, 75 complete responses were received from stakeholders who participated in capacity building exercises via the survey. Lastly, a validation workshop was organised on 22 February to consolidate findings. 
[bookmark: _Toc161300556][bookmark: _Toc161305725]Findings
Relevance
The evaluation found that the Programme's activities, including capacity building, and objectives were highly relevant to the needs and priorities of all 12 CP Member States and supported them in progressing their labour migration governance. Although all thematic areas were relevant, sustainable reintegration proved to be the most pressing issue for these countries, given the pandemic-induced social changes that were underway during implementation. In addition, it was confirmed that activities to address gaps in gender-disaggregated data, the provision of services to migrant women and the overall promotion of gender-responsive governance of labour migration at both regional and national levels were both timely and much needed. Governments have also received invaluable support in moving towards international frameworks. In terms of other stakeholders, the evaluation found that the needs of migrant workers' representatives and civil society organisations were addressed, their advocacy efforts were strengthened, and the programme's activities stimulated multi-stakeholder cooperation. 
Coherence
The programme was aligned with all PUNOs’ mandates and the collaboration also proved to be beneficial to each agency’s individual goals. Synergies were achieved with other projects from both the PUNOs and other interventions. The design had shown improvements since the previous phase, activities were linked to envisioned outcomes, the outcomes were also supporting the overall objective – however connections between outcomes were moderate. The assumption behind the elevator approach held true. Nevertheless, more homogenous and focused activities on the national level would have improved coherence.
Effectiveness
The evaluation found the programme to be effective. Almost all outputs were delivered, and some progress towards each outcome was seen. Participants found capacity building activities to be effective, and many challenges to the implementation were overcome. 
At the regional level, 12 TAWG meetings were held. Women's groups were better represented, and participants reported increased capacity. Member States made actionable commitments to make progress in the areas of labour migration related to fair and ethical recruitment, skills development, and remittances. More follow-up after meetings and refinement of thematic areas were identified as areas for improvement. 
Progress has also been made in improving the governance of labour migration in selected South Asian countries. In the area of skills development and skills recognition, the entire region can now benefit from the South Asia Qualifications Referencing Framework developed. In the area of fair and ethical recruitment, advocacy for awareness raising of sub-agents’ role in recruitment was supported, and a tool was developed to make contracts gender responsive. In reintegration, significant support was provided to all selected South Asian Member States by mapping existing reintegration services and in developing and piloting gender-responsive reintegration models in specific countries. Many of the activities completed led to unexpected initiatives being implemented by the partner countries in South Asia. 
Lastly, progress was made to improve the evidence base for policymaking, specifically with working towards the recognition of the need for gendered migration data and improving national surveys to become more inclusive. Additionally, a research network among South Asian countries was funded. 
Human rights and gender equality
Despite few activities addressing women migrants directly, the programme brought about progress for women migrants’ rights by integrating gender mainstreaming in TAWGs and CP meetings, fostering positive organisational impacts, and generating knowledge and useful data sources. Activities to mainstream gender in labour migration policies and operations had some impact, i.e. in one policy in Sri Lanka, and TAWG objectives. Importantly, the inclusion of UN Women had a positive impact on gender-related dimensions of the programme. However, there was limited focus on marginalised communities, and transformative progress was somewhat hindered by cultural barriers to gender equality.
Efficiency
The programme budget was small compared to the ambitious outcomes, but sufficient to achieve most of the outputs. Human resources were somewhat limited to allow for staff from all PUNOs at the national level, and according to stakeholders this limited implementation. In addition, the tri-agency collaboration resulted in increased resources for overheads and coordination and resulted in some efficiencies due to the need for coordination. The monitoring could have been improved to signal qualitative changes (toward policy changes) or strength of connection and engagement of the stakeholders. At the same time, the programme team increased efficiency through relying on other projects of PUNOs and regional non-state actors. The management structure operated well, and solutions were found to many difficulties encountered during the implementation. 
Impact 
Signs of impact can be seen in regional cooperation among CP Member States, which have increasingly shared best practices and lessons learned, and even engaged in study visits. In some cases, cooperation has already resulted in the review of existing policies or practices or the introduction of new ones. Some of these changes, while still in their infancy, may result in a more supportive environment for migrant workers, but the impact of the Programme is seen as an incremental process that requires consistent advocacy and leadership, and is also dependent on the capacity of countries and their cultural values. 
Sustainability
The programme had sustainability weaknesses as stakeholder ownership and capacity were found to be limited. Although there were signs of ownership among non-state actors and some partner countries, such as Bangladesh and Sri Lanka, other countries reported no planning or leadership. Despite the successful implementation and commitment of PUNOs, relevant and timely tools and frameworks either need further support to be sustained and built upon, or risk becoming unsustainable. It would therefore be important to build on the results of GOALS in future programming.
[bookmark: _Toc161300557][bookmark: _Toc161305726]Conclusions 
The GOALS Programme, designed to aid migrant workers in South and South-East Asia, addressed gaps in labour migration governance, knowledge, and capacity in the Colombo Process Member States (CPMS). The outbreak of the COVID-19 pandemic coincided with the launch of the programme, and increased migrants' vulnerability, necessitating the relevance of the programme's activities and objective 
The programme made significant progress towards its goals despite pandemic-induced delays and promoted collaboration between CPMS on labour migration. The capacity building aspect, tri-agency approach, and "elevator approach" were key to its success. Cohesive teamwork, technical resources from partner agencies, and financial and technical support from UN Agencies were also key to its success. 
The programme ensured gender was mainstreamed throughout its design and implementation, contributing to its impact on migrant workers' lives. However, concerns about CPMSs' ownership for results and reliance on continued support from UN agencies pose potential risks to the programme's future impact and sustainability.
[bookmark: _Toc161300558][bookmark: _Toc161305727]Recommendations
Based on the above, the following recommendations have been developed for future programming, for further details, please refer to the last section of this report.
1. Dedicate specific attention to ownership and sustainability of the programme results.
2. Enhance the focus on collaboration with countries of destination, particularly in the context of designing and negotiating bilateral labour migration agreements.
3. Ensure that future programmes include an inception phase to establish the managerial and conceptual foundations of the programme.
4. Continue exploring opportunities to enhance the tri-agency approach (or One-UN approach) in development programming, particularly for labour migration governance.
5. Continue supporting regional organisations and regional structures to enhance labour migration governance at both regional and national levels.
6. Improve attention to societal perceptions of (women) migrants, for example through more active collaboration with grassroot organisations. 
7. Allocate time for implementation of new laws, policies, and frameworks within the programme timeline.
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[bookmark: _Toc161300561][bookmark: _Toc161305730]Programme context
The Colombo Process (CP) is a regional consultative process. Established in 2003, it includes 12 labour-sending countries in South and Southeast Asia as member states, and key destination countries as observers. The IOM acts as the Secretariat. The platform was established to support overseas migrant workers, especially contract workers who – particularly women – face multiple risks, such as exploitation in contractual or seasonal positions, bad working conditions, and upon return, difficulties with reintegration. In 2020, seven CP Member States were among the top 20 countries of origin for labour migrants.[footnoteRef:3] [3:  IOM: World Migration Report, 2022.] 

There are many similarities and differences among the Member States. Migration corridors from the region are diverse, as are gendered patterns of migration (see below). While ASEAN countries have made progress in developing legal frameworks to protect migrant workers, such as the 2007 ASEAN Declaration and 2017 ASEAN Consensus and the Asian Qualifications Reference Framework, South Asian countries lag behind. 
[bookmark: _Toc161300723]Table 1: Colombo Process Member States' Migrant Stock and Gender Distribution
	
	AF
	bd
	CN
	IN
	ID
	KH
	lk
	np
	PH
	pk
	th
	vn

	Migrant stock
	5.8m
	7.4m
	10.4m
	18.8m
	4.6m
	1.1m
	1.9m
	2.6m
	6m
	6.3m
	0.4m
	3.4m

	Female migrants (%)
	44.9
	32.8
	54.4
	34.3
	44.3
	53.6
	42.4
	43.8
	54.0
	34.5
	61.0
	50.3


Source: UN DESA, International Migrant Stock 2020.
Regional cooperation and knowledge sharing through the CP have historically resulted in steps being taken to address the difficulties faced by migrant workers. Throughout its history, thematic area working groups (TAWGs) have been established within the process to focus on the most pressing issues. In 2012, IOM identified four main challenges to improving the governance of labour migration in CP countries;[footnoteRef:4] these challenges remain today. Pre-departure orientation for migrants has been ineffective in some countries. Migration costs are hard to regulate and often not fully accounted for. Migrants may lack legal protection due to insufficient access to social security and bilateral agreements. The cost of sending remittances can be high without formal channels. The pandemic has caused millions of migrant workers to return home due to evacuations, returns, and job losses.  [4:  IOM (2012). Issue in Brief: Labour Migration from Colombo Process Countries: Good Practices, Challenges, and Ways Forward.] 
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The GOALS programme aimed to promote “safe, orderly and regular migration for all women and men” through support delivered to the Colombo Process (CP) and its Member States, including Bangladesh, India, Nepal, Pakistan, and Sri Lanka. Although it focused on policy-oriented capacity building activities, it aimed to strengthen the voice of migrant workers too, by involving migrant worker representatives more and strengthening engagement of all non-state actors at CP TAWG meetings. 
The programme timeframe was initially from August 2020 until July 2023, however, due to the delays in the first phase of the implementation, a no-cost application was accepted, and the implementation was prolonged until January 2024. The programme design remained stable during the implementation, except for minor changes introduced in activities in the no-cost extension application. A mid-term evaluation was carried out. Please see Annex 8 for the findings. 
The programme supported all CP Member States (sending countries) through the support of the four TAWGs and activities to improve the representation of non-state actors (NSA) in the meetings, these included activities at regional level. Activities on the national level were varied and depended on the buy-in of governments. Overall, the programme had the following outcomes:
1. The CP Member States (CPMS) develop and progress actionable commitments for strengthened labour migration governance and policy coherence through multilateral dialogue.
The first outcome is expected to be achieved as a result of several activities, including technical meetings of the TAWGs; a Roadmap for the visibility of the CP; strategies for capacity and development of organisations supporting women; trainings for trade unions (TUs) and civil society organisations (CSOs) on reaching female migrants; and national dialogues on gender-responsive policy monitoring. These activities are expected to have increased the technical capacity of policymakers from all CPMS in priority areas of the TAWGs and to have increased the capacity of key stakeholders (TUs, employers, CSOs) to contribute to and participate in the CP and TAWG processes. 
2. Selected Member States in South Asia have improved labour migration policies and practices, in particular on skills development and qualifications recognition, fostering fair and ethical recruitment, and sustainable reintegration.
The second outcome included three dimensions, namely skills recognition; reintegration; and fair and ethical recruitment. Activities included multiple regional and national activities focusing on skills and qualification recognition; regional symposiums; a skills passport in Pakistan; policy dialogues on the regularisation of the roles of sub-agents in Pakistan, Nepal and Bangladesh; several trainings; mappings of reintegration support, and a regional reintegration model and pilot; adaptation of UN WOMEN’s toolkit for gender-responsive employment and recruitment in Bangladesh and in Nepal; and developing a framework for the prevention of gender-based violence and harassment against women migrant workers. The main three results under this dimension include the South Asia Qualification Referencing Framework and its national implementation; the increased capacity of CPMS regarding fair and ethical recruitment; and the adoption of regional frameworks and guidelines for reintegration at national level. 
3. The evidence base on labour migration is strengthened to inform knowledge, dialogue, policymaking and action.
The last dimension included activities to improve the capacities of CP Member States to gather, manage and analyse data to inform policies, with a special focus on improving the availability of gender-disaggregated data in CPMS. Activities included a gendered assessment of skills development opportunities; analysis of current and future skills supply and demand; assessment of gender data on migration in two CPMS – Bangladesh and Nepal; training for national statistics offices; technical meetings and regional forums on international labour migration statistics; recruitment cost survey, the establishment of a regional Knowledge Hub. 
Programme activities aimed to contribute to relevant objectives of multilateral global frameworks, such as GCM and SDG targets. Selected South Asian countries all endorsed SDGs as part of their national development agendas, and they all opted to adopt GCM principles (specific alignment and coherence between GCM and SDG objectives will be analysed in the report body). The programme also aimed to contribute to governments’ positions in global and regional processes including the High-level Political Forum on Sustainable Development (HLPF), which plays a central role in the follow-up and review of the 2030 Agenda; International Migration Review Forum (IMRF) which was convened by the UN General Assembly in 2022; the Regional Migration Review Forum in the Asia-Pacific region in 2020; the Global Forum on Migration and Development; Abu Dhabi Dialogue; and SAARC.
[bookmark: _Toc161300563][bookmark: _Toc161305732]Stakeholders 
In the context of the intervention, primary duty bearers were participating UN organisations (PUNOs) and SDC who hold decision-making authority, while secondary duty bearers, including CPMSs, trade unions, private sector representatives, and civil society organisations, were partners in implementation, therefore shared the responsibility. Rights holders, comprising of labour migrants, employers, and individuals represented by civil society organisations, are intended beneficiaries of the intervention (please see also Table 13 in Annex 7.).
[bookmark: _Toc161300564][bookmark: _Toc161305733]Funding arrangements
The total estimated budget for the programme was USD 5 165 289 funded from the Swiss Agency for Development and Cooperation (SDC). According to the programme proposal, an additional USD 519 037 was to be added as an unfunded budget from the PUNOs. The PUNOs have made in-kind contributions to the programme by supplying a percentage for certain staff who contributed to programme implementation but were not charged to SDC under the staffing budget. According to the proposed revised budget allocation after the no-cost extension, in total USD 2 276 322 was allocated to IOM, USD 1 966 824 was allocated to ILO, and USD 922 143 to UN Women. The programme document set out the budget provisioned for each activity, therefore initially, if the PUNOs’ were implementing an activity jointly, the budget was shared among them. However, this changed in 2021, when budgets were reallocated to the lead UN agency to avoid sharing of budget lines across agencies. 
[bookmark: _Toc161305734]Evaluation background
[bookmark: _Toc161300566][bookmark: _Toc161305735]Evaluation purpose
	Primary users of the final evaluation findings are:
· Management team: to understand achievements and shortcomings, facilitating evidence-based decision-making.
· SDC: to understand the relevance and effectiveness of investment.
· PUNO HQs: to inform strategic decision-making and alignment with organisational goals.
· CPMS Focal Points: to grasp policy development and potential future collaborations in partner countries.
· PUNO evaluation units: to inform regional and field office actions and strategies.
Secondary parties making use of the results include:
· Tripartite constituents: Findings facilitate informed dialogue and collaboration among stakeholders.
·  Civil society organisations (CSOs) and academia: Results can steer advocacy efforts, foster collaboration on research agendas, and identify opportunities for synergies.


With the GOALS programme coming to an end in January 2024, IOM contracted PPMI Group to conduct the final independent evaluation of the programme. The evaluation serves two main purposes: it contributes to accountability as it provides evidence-based data as well as impartial judgement on results achieved. It contributes to learning, as it provides timely and relevant information to be used to improve the effectiveness and efficiency of UN programmes – i.e. the lessons learned from the evaluation.

[bookmark: _Toc161300567][bookmark: _Toc161305736]Evaluation scope
The final evaluation assessed all aspects of the programme based on standard evaluation criteria under UNEG guidelines and covered activities of the GOALS programme from its inception in August 2020 to January 2024, including the extended time. The evaluation broadly focused on 5 countries where national implementation of the GOALS programme took place, that is, Bangladesh, India, Nepal, Pakistan, and Sri Lanka. In addition, the evaluation analysed the support given to TAWGs and other regional activities, and therefore it included all CPMS; one interview was in Cambodia. 
The evaluation addressed the following cross-cutting issues: COVID-19 responsiveness, gender equality, human rights, disability inclusion and non-discrimination, and social transformation. The evaluation used a gender-sensitive scope throughout the whole evaluation study. However, it should be noted that the evaluation scope did not include the involvement of final beneficiaries, because the GOALS programme was primarily focused on capacity building activities towards policy change.
[bookmark: _Toc160198173][bookmark: _Toc160198174][bookmark: _Toc161300568][bookmark: _Toc161305737]Evaluation objectives
In accordance with the specifications outlined in the Terms of Reference (ToR), the evaluation's objectives can be summarised as follows:

	Structural Objectives
	Specific Objectives

	· Review strategies and implementation approaches, proposing measures for PUNOs to enhance intervention continuity and sustainability.
	· Evaluate the current programme's achievements and alignment with objectives, including addressing recommendations.

	· Evaluate GOALS' coherence with UN system efforts and collaboration with partners.
	· Assess the relevance of the GOALS programme for CPMS, PUNOs, SDC, and other stakeholders.

	· Evaluate the integration of human rights, gender responsiveness, and international labour standards.
	· Assess mitigation strategies for external factors such as the COVID-19 pandemic and political context.

	· To serve strategic goals, especially towards progress on gender equality: demonstrating accountability and results to stakeholders, providing credible evidence for decision-making, and contributing valuable lessons learned for ongoing and future gender equality efforts.
	· Review management efficiency, cost-effectiveness, and coordination structures.

	· Identify lessons learned and recommend future programming, including adjustments for evolving contexts and strategic direction for gender equality efforts, with a particular focus on women migrants.
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The evaluation team included five international experts, the “core team”, and a national expert from each of the five countries: Bangladesh, India, Nepal, Pakistan, and Sri Lanka. The core team was responsible for the overall implementation of the evaluation. This included developing the evaluation approach and methodology, which consisted of the intervention logic, evaluation matrix, data collection methods and accompanying tools (survey, questionnaires) and analysis and reporting. The national experts received the names of the stakeholders selected for interviews in their country from the core team, and the accompanying questionnaires for each stakeholder. The purpose of having national experts was to ensure that interviews could be carried out in national languages, and to enable interviews to be conducted face-to-face as much as possible. The national experts submitted detailed notes of the interviews to the core team for approval.
The Evaluation Management Group (EMG) comprised of (M&E) representatives from IOM, ILO and UN Women, given that the current evaluation is a “joint final evaluation.” While IOM held the contract with the evaluation team, all deliverables were scrutinised by the ILO and UN Women representatives as well. The EMG provided oversight of the evaluation process ensuring the process and report meet UNEG quality standards, and provide input on the evaluation products at each step (from ToR development, selection of consultants, methodological inputs to inception and draft report, through to using the findings).
The evaluation also benefited from an Evaluation Reference Group (ERG), comprised of the main programme staff and the donor. The ERG provided inputs to the evaluation deliverables, to ensure that different perspectives are reflected in the reports, to validate the findings, and check that the information was factually correct.

[bookmark: _Toc161305739]Evaluation approach and methodology
The team used standard OECD/DAC criteria for the evaluation, which includes relevance, coherence, efficiency, effectiveness, impact, and sustainability, complemented by a separate criterion of gender equality and human rights.
[bookmark: _Toc161300571][bookmark: _Toc161305740]Evaluation methodology
The evaluation was based on a utilisation-focused approach, which prioritises the practical application of evaluation findings to inform decision-making and create positive change. This approach starts with a clear understanding of the key questions and concerns of those who will use the evaluation results (as mentioned above as Intended Users), and focuses on their needs and expectations. 
The evaluation team used the UN Women's framework for gender-responsive evaluations. This involved applying a gender lens in the evaluation matrix, including two case studies focusing on gender, and incorporating gender considerations into stakeholder selection and the survey methodology. The evaluation also ensured a human-rights-based approach, considering the needs and rights of ultimate beneficiaries, even if not directly targeted by the programme. The evaluation aimed to engage stakeholders in the evaluation process and focus on increasing accountability, as well as assessing how the programme focused on accountability and how it performed vis-à-vis international normative frameworks. 

For the evaluation, the intervention logic presented below has been created based on information gathered from the initial Terms of Reference and subsequent desk research during the Inception Stage.

[bookmark: _Toc161300629]Figure 1. GOALS intervention logic
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[bookmark: _Toc161300572][bookmark: _Toc161305741]Evaluation questions
The evaluation was guided by the following main questions, which were operationalised and for each sub-question the main data sources and indicators were added. Please see Annex 3 for the full evaluation matrix.
[bookmark: _Toc161300724]Table 2: Most important Evaluation Questions
	Questions for the relevance criterion:
	· To what extent are the objectives of GOALS consistent with the needs of CP countries (especially selected South Asian countries) to support a gender-sensitive labour migration governance?
· To what extent did the GOALS rogramme support the needs and priorities of CMPSs to fully comply with relevant international frameworks? 
· How well did the programme adapt to the shifting needs of stakeholders during the COVID-19 pandemic and throughout implementation? 
· To what extent did the GOALS programme support the needs and priorities of its non-state actors concerning strengthening labour migration governance and collaboration?

	Questions for the coherence criterion:
	· To what extent was GOALS coherent with regional, global and state level systems (e.g. UN system and national priorities)?
· To what extent was there sufficient coordination with other interventions?
· To what extent was the programme design coherent? 

	Questions for the effectiveness criterion:
	· To what extent were outputs achieved? 
· To what extent were outcomes achieved? 
· What factors influenced the achievement of outcomes?
· To what extent has the support given to TAWGs made them effective in policymaking / translating policy to action at national level?

	Questions for the human rights and gender equality criterion
	· To what extent could the GOALS programme improve the rights of women and men migrant workers?
· To what extent has the programme applied a rights-based approach in its implementation?

	Questions for the efficiency criterion:
	· To what extent was the programme implemented efficiently?
· Did the implementation catch up to the originally planned timeline?
· Did the programme governance mechanism, management capacities, and structure support an efficient delivery of results?
· Were the monitoring mechanisms adequate to increase efficiency?

	Questions for the (signs of) impact criterion:
	· To what extent are there signs of impact?
· To what extent were there unintended impacts? 
· To what extent are there signs of impact on the work of non-state actors?

	Questions for the sustainability criterion:
	· To what extent is the programme likely to be sustainable?
· To what extent is it likely that the results achieved by GOALS will continue to address the future needs of stakeholders? 
· What factors may influence sustainability?


[bookmark: _Toc160198190][bookmark: _Toc161300573][bookmark: _Toc161305742]Data collection
[bookmark: _Toc161300574][bookmark: _Toc161305743]Desk research
Desk research comprised two phases: 
· The initial desk research served to understand the programme's intervention logic, objectives, and mission, identify gaps in existing information and to support the evaluation design.
· Desk research for data collection complemented information from interviews and surveys for triangulation. All consulted documents are listed in Annex 4. 
[bookmark: _Toc161300575][bookmark: _Toc161305744]Key Informant Interviews
Interviews were a key tool for gathering opinions and experiences of key stakeholders to better understand how they perceived the GOALS programme. Interviews were conducted in two stages:
· Two meetings were held during the inception phase, one with the main regional programme staff (on 16 October) and one with the ERG (18 October). 
· In-depth interviews for data collection were conducted during the data collection phase, guided by the topics and questions of the intervention logic. 
The sampling was purposeful, interviewees were chosen based on their proximity to the activities performed, and therefore, the degree to which they can provide valuable insight for the evaluation, and their diversity to obtain different perspectives. The evaluation team sampled its KIIs from a list consisting of 52 stakeholders and 58 staff members of PUNOs. 
[bookmark: _Toc161300725]Table 3: Interviewees by type of organisation
	 
	State body/ TAWG member
	Research organisation
	CSO
	Employer organisation
	Trade union
	Staff/regional offices or HQ
	Donor
	Total (among which women)

	National
	13
	4
	2
	3
	-
	9
	-
	31 (9)

	Regional
	2
	-
	1
	-
	2
	10
	2
	17 (10)



The initial number of KIIs was reduced because some of sampled interviewees declined to participate, often because they were not aware of the GOALS programme. Out of the 56 interviews foreseen, 48 were conducted with 50 people. The interviews by country at the national level are represented in Table 13 in Annex 5.
[bookmark: _Toc161300576][bookmark: _Toc161305745]Survey
The survey focused on beneficiaries of capacity building activities, which constituted a major part of outputs. The questions were designed based on Kirkpatrick's widely accepted model for measuring the effectiveness of adult education programmes, which includes questions on four levels of criteria: reaction, learning, behaviour, and results. The criteria are shown in Figure 2 below. 
Source: https://www.kirkpatrickpartners.com/the-kirkpatrick-model/ [bookmark: _Ref160980404][bookmark: _Toc161300630]Figure 2: KirkPatrick Model

Most importantly, the study analyses, through the components of results and behaviour, whether participants have started to apply concepts learned, resulting in behavioural changes in institutions. In the latter case, the study examines whether changes occurred in the organisation, for example, increased capacity of institutions or increased cooperation. The Kirkpatrick model has a flexible enough structure to enable its application to any form of capacity building efforts. Therefore, the evaluation team contacted all stakeholders who have been engaged in a “Capacity building activity” such as training, workshops, regional or national events, meetings, or other activities that focused on enhancing skills or knowledge.
Out of 567 contacted respondents, 75 completed the answers, resulting in a 13.24% response rate. Only complete answers were used in the analysis. The survey was opened on 3 January and closed on 12 January 2024. The survey was programmed in Alchemer and distributed to respondents online. It was analysed using SPSS. Among the 75 complete answers, 18 respondents represented a regional organisation and 56 a national organisation (distribution by countries is in Figure 13 in Annex 7). The survey was completed by 43 men and 32 women, and nearly half of the respondents represented national governments (see below). 
[bookmark: _Toc161300631]Figure 3. Organisations represented by respondents

[bookmark: _Toc161300577][bookmark: _Toc161305746]Case study research
The case studies served to provide deeper insights into how specific activities, structures, and methods across countries contributed to the ultimate success of the programme. The evaluation team, having considered the input of the programme team and the programme documentation, conducted the following five case studies: 
1. Case study on gender mainstreaming in the programme design: The case study looks at the extent to which gender dimensions and mainstreaming were adequately integrated into the programme, following ECOSOC and UN WOMEN’s definition of gender mainstreaming, namely assessing the integration of gender perspectives in the programme design, implementation, results, and monitoring.  
2. Case study on the South Asia Qualifications Referencing Framework (SAQRF): This case study examines the strategies employed to garner support from diverse South Asian governments for the Qualifications Referencing Framework, focusing on stakeholder engagement and alignment with governmental intentions.
3. Case study on the elevator approach to improving labour migration governance: This study evaluates the effectiveness of a dual approach supporting both national and regional efforts in improving labour migration governance, analysing its impact on both levels and the synergy between them.
4. Case study on the tri-agency cooperation: Building on the Mid-Term Evaluation, this case study assesses the continued cooperation among three implementing agencies, examining its support for programme goals, its impact on implementing partners, and identifying challenges and lessons learned.
5. Case study on gender-responsive reintegration models in Sri Lanka and India: This study assesses reintegration models in India and Sri Lanka, focusing on their responsiveness to the specific vulnerabilities of returnee women across different socio-cultural, economic, and security contexts. It also considered the involvement of relevant institutions.
[bookmark: _Toc161300578][bookmark: _Toc161305747]Virtual stakeholder meeting 
On 22 February, the evaluation findings, conclusions, and recommendations were presented to the programme stakeholders. The workshop included space for discussion, which allowed stakeholders to ask questions and comment on the presented results.
[bookmark: _Toc161300579][bookmark: _Toc161305748]Data analysis
All findings were triangulated to ensure credibility and validity. The inclusion of various stakeholders, coupled with mixed methods (quantitative and qualitative data), supported cross-validation and robust findings. Quantitative data analysis was facilitated by SPSS employed for survey analysis, using descriptive statistics to identify trends and characteristics. Furthermore, the first draft report was presented to, and discussed with, the ERG and project team for validation purposes. The report received comments from all PUNOs and revisions were made rto address factual errors or address findings.
[bookmark: _Toc161300580][bookmark: _Toc161305749]Limitations
The evaluation aimed to develop robust findings based on diverse data collection methods and sources. However, the evaluation still faced some limitations:
· The evaluation team did not obtain data from migrant workers directly. Given that most outcomes were targeted at high-level stakeholders (with only some pilots involving migrant workers), and that it is (too) early to measure impact for migrant workers, this limitation does not heavily affect the findings as it would be difficult for them to explain how their lives have changed as a result of the project. At the same time, it provides limitations for the assessment of relevance and (potential) impact. 
· The survey has a low response rate of 13%, meaning that it is difficult to generalise the results for the entire stakeholder population. The low response rate did not allow the evaluation to assess how the effectiveness of the programme differed between capacity building activities. There is also a potential bias in the results as persons more engaged with the programme (or have noted more effects) were more likely to respond to the survey. This was mitigated through careful triangulation with the interview findings, assessing more qualitatively if indeed changes in skills and organisational change were achieved (with examples). 
· Some challenges occurred during the interview programme as well. Several external stakeholders declined to participate or could not be reached, some were no longer in their post, others had inadequate involvement to contribute. In addition, the evaluation team did not receive contacts for a stakeholder from a country of destination. As a result, the proportion of internal and external stakeholders became more unbalanced. During the analysis, the team prioritised the voices of stakeholders as much as possible so that the evaluation would rely sufficiently on the voices of stakeholders despite the imbalance in interview volume.
· The recent ending of the programme meant that some end-of-project reporting data were available only towards the end of the evaluation. Additionally, some activities had only recently been implemented, which affected the proper assessment of impact and sustainability. The team therefore looked for signs of impact, and whether sufficient foundations and enablers were in place to facilitate impact in the future.
[bookmark: _Toc150960261][bookmark: _Toc161300581][bookmark: _Toc161305750]Ethical, gender and human rights considerations 
The promotion and protection of human rights (HR) and gender equality (GE) are key principles to the UN mandates and the UN agencies. While conducting the evaluation of the GOALS programme, the evaluation team complied with the United Nations Evaluation Group (UNEG) Norms and Standards for Evaluation, UNEG Guidelines for Integrating Human Rights and Gender Equality in Evaluations and UNEG Ethical Guidelines for Evaluation. The evaluation team ensured that ethical, gender equality and human rights principles are integrated in all consultations and at all stages of the evaluation process. 
In line with the General Data Protection Regulation (GDPR) for the EU, sensitive data were stored securely. All interviewees were asked for their permission to record the interview. All recordings and transcripts were stored on PPMI’s server which complies with GDPR standards for data protection. Transcripts were only available and accessible to identified members of the evaluation team. 
[bookmark: _Toc161305751]Evaluation findings
[bookmark: _Toc161300583][bookmark: _Toc161305752]Relevance
Relevance, within the context of OECD/DAC evaluation criteria, pertains to the examination of how well the objectives and design of intervention are synced to the needs, and priorities of beneficiaries, relevant stakeholders at regional and country levels. 
[bookmark: _Toc161300584][bookmark: _Toc161305753]To what extent are the objectives of GOALS consistent with the needs of Colombo Process countries to support gender-sensitive labour migration governance? 
To what extent did the programme assess and align with the needs and priorities of the 12 CPMSs regarding capacity building?
	Key Finding 1: Surveys and interviews indicated that government respondents valued the capacity building efforts under the programme, particularly on remittances, reintegration and BLAs.


The programme aligned well with the 12 CP Member States’ needs and priorities concerning fostering labour migration governance in their respective countries, and with regard to their needs for enhanced capacity related to labour migration overall. 
The survey findings indicate that the capacity building activities largely met the needs of participants from CP governments, as demonstrated in Figure 4
[bookmark: _Ref160888201][bookmark: _Toc161300632]Figure 4. Experience of government respondents with the capacity building efforts

Source: Survey conducted by the evaluation team, disaggregated by government respondents (n=33). “To what extent do you agree or disagree with the following statements?”
Interviews with stakeholders confirmed the survey findings. For example, several respondents indicated that the CP meetings provided IOM with increased capacity to the participants, and also provided a platform for exchanging between countries.[footnoteRef:5] At the same time, the programme enhanced not only thematic capacity, but particularly the “capacity to work in a more comprehensive way with all other stakeholders related to the issue.”[footnoteRef:6]  [5:  Interview with a regional stakeholder.]  [6:  Interview with a stakeholder from Bangladesh.] 

	Two topics most commonly listed by CPMS as important to them in terms of capacity building and needs for support included reintegration and remittances.[footnoteRef:7] Due to the COVID-19 pandemic, reintegration activities (e.g. the regional reintegration model, which was in some countries used to support national reintegration guidelines) in particular were highly aligned with CPMS needs, particularly in countries with high levels of returnees, which was unprecedented during the pandemic.[footnoteRef:8]  [7:  Interviews with national stakeholders.]  [8:  Interviews with programme staff, various national and regional stakeholders. ] 

Respondents from various countries pointed out that remittances are a key source of income across the region.[footnoteRef:9] The GOALS programme provided support to the TAWGs focused on remittances (led by Pakistan), particularly on how to transfer remittances cheaper and faster, including digital transactions during COVID-19. One notable example is the Safe Remittance initiative of the Government of Pakistan, addressing challenges in formal remittance channels. Sri Lanka faced similar issues and adopted Pakistan's best practices to attract and formalise remittance through banking channels.[footnoteRef:10] [9:  Interviews with stakeholders from India, Pakistan, and Sri Lanka.]  [10:  Interview with a regional stakeholder.] 




In addition, many countries sought to improve the skills of their migrant workers, as well as their security and access to justice and services.[footnoteRef:11] Trainings provided on closing (gender-sensitive) bilateral labour agreements as well as a bilateral labour migration conference were deemed relevant in this regard, to enhance the provision of rights to migrant workers in receiving states.[footnoteRef:12]  [11:  Interviews with regional stakeholders.]  [12:  Interview with a regional stakeholder.] 

To what extent are the objectives of GOALS consistent with the needs of Colombo Process countries regarding gender-sensitive labour migration governance
	Key Finding 2: The GOALS Programme aligned with the needs and gaps in capacity of CPMS as related to the availability and use of gender-disaggregated data


Desk research and interviews showed that the CP region had insufficient data and capacity to address the specific needs of women migrants. Approaches to enhancing the capacity of statistics agencies, and of TAWGs, were considered highly relevant to address these needs and gaps. 
Despite the large share of women in migration, the CP region was characterised by restrictive migration policies, weak contracts, lack of recognition and undervaluation of women migrant domestic workers which directly resulted in their exploitation and violation of their human rights.[footnoteRef:13] While general gender-disaggregated data for migration is available, more specific data (e.g. regarding undocumented women migrants, or related to women domestic workers) is scarce.[footnoteRef:14] ILO reported in 2019 that:  [13:  https://asiapacific.unwomen.org/en/focus-areas/women-poverty-economics/migrant-workers#fn]  [14:  https://asiapacific.unwomen.org/en/digital-library/publications/2012/9/factsheet-domestic-work-and-migration-in-asia ] 

	[bookmark: _Hlk156682180]Although labour migration statistics in ASEAN have improved in the last few years, data remain incomplete per the ILO-ILMS framework. There is a demand for information on women migrant workers; where they might be located; what sector they are in; and what specific needs they might have.[footnoteRef:15] [15:  Spotlight Initiative (2020). Making women migrant workers count: Sex disaggregation of labour migration statistics in ASEAN (2019 data). https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/documents/briefingnote/wcms_773226.pdf ] 




GOALS provided training to officials from national statistical offices, policymakers, representatives of employers and trade unions, academia as well as civil society on the techniques for measuring and analysing labour migration statistics.[footnoteRef:16] The contribution of GOALS to gender-related data were highly appreciated among the interviewees due to the extensive lack of gender-segregated data in the region. According to an interviewee “we can only convince governments to get more sensitive about labour migration if we have data. This can help us to make the migration safe, orderly, and regular, for both women and men.”[footnoteRef:17]  [16:  GOALS Annual Report 2022, June 2023.]  [17:  Interview with a national stakeholder from India.] 

The independent assessment of the TAWGs, conducted for the programme in 2023, noted that the use of the TAWGs as a vehicle to promote women migrants’ rights is highly relevant.[footnoteRef:18] [18:  Upendo Consulting (2023) Assessment of the Thematic Area Working Groups (TAWGs) of the Colombo Process and the role of the Colombo Process Technical Unit.] 

	“Engaging existing UN labour migration programming in supporting the organisation of TAWG meetings and providing capacity development support to CPMS to implement TAWG workplans is an excellent way to access additional UN labour migration technical support, especially in specialised thematic areas such as women’s rights.”


To what extent were final beneficiaries consulted / involved in needs identification? 
	Key Finding 3: The programme ensured that the needs of final beneficiaries reflected through the active engagement and consultation of NGOs and other organisations representing migrant workers. 


Although the GOALS activities and outcomes focused mostly on system-level changes and improvements, the ultimate goal remained to enhance the situation of migrant workers on the ground. Therefore, the evaluation assessed whether the needs of final beneficiaries (i.e. migrant workers, particularly women) were heard and integrated into the programme design.
The GOALS programme aimed to reflect the needs and views of migrant workers in the programme design, by engaging closely with NGOs and CSOs representing migrants and engaging migrants in research activities.
The GOALS design took the well-being and challenges faced by migrant workers as a starting point for the design of the system-level activities. For each dimension of the programme (e.g. recruitment processes, skills recognition), the programme design document considered the challenges and rights violations faced by migrant workers in the CP area, before indicating how this may link with insufficient legal protection or governance frameworks.[footnoteRef:19]  [19:  IOM, UN WOMEN, ILO (2020) Joint Programme Document. Governance of Labour Migration in South and South-East Asia (GOALS). 29 July 2020. ] 

The programme engaged migrant workers through CSOs and Trade Unions, in pilot activities, and in research initiatives. As interviewees reported, when preparing studies and surveys, discussions and assessments took place at the grassroots level, ensuring the different perspectives and needs of the beneficiaries were addressed.[footnoteRef:20] For instance, one stakeholder from India noted that “previously, migrants were ignored [but in GOALS] we are empowering the participation of returnees in the whole process so that they themselves have voice and they are also able to benefit.”[footnoteRef:21]  [20:  Interviews with national and regional stakeholders. ]  [21:  Interview with a national stakeholder from India.] 

	GOALS conducted two pilots of the regional model on reintegration. In India, the pilot was preceded by a needs assessment to ensure that the pilot reacted effectively to the most pressing needs related to reintegration. A total of 44 returnee migrants were involved in Focus Group Discussions to inform the needs assessment. IOM also launched a survey to understand migrants’ main challenges faced, which obtained 3 046 responses.[footnoteRef:22] [22:  IOM (2024) IOM Reintegration Pilot in Telangana: Lessons Learned, Best Practices and Recommendations.] 




For the interventions at regional level, as well as high-level policy interventions, the regular and comprehensive engagement of migrant workers as individuals is also not, per se, expected. The focus of the programme on using and enhancing the voices of migrant organisations (as stakeholders) was sufficient and clear progress was seen compared to engagement of these stakeholders before GOALS.
[bookmark: _Toc161300585][bookmark: _Toc161305754]To what extent did the GOALS programme support the needs and priorities of CPMS to comply with relevant international frameworks?
	Key Finding 4: The programme provided support to CPMS that would enable governments to enhance compliance with CEDAW and ICRMW provisions, and progress towards SDG and GCM targets.


The Colombo Process Member States are members or party to a wide number of international conventions, human rights treaties, international labour standards, and frameworks that provide obligations (e.g. Conventions) and recommendations (e.g. SDGs) to the countries.
Overall, the evaluation indicates that the programme helped CPMS to progress towards Global Compact of Migration (GCM) objectives. In particular, GOALS’ overall objective is directly aligned with Objective 23: “Strengthen international cooperation and global partnerships for safe, orderly and regular migration.” GOALS research activities, studies, and data collection (GOALS Outcome 3 share knowledge and increase evidence base) across several South Asian countries demonstrated the programme’s commitment to GCM’s Objective 1: Accurate and disaggregated data collection. In a similar vein, the programme’s activities focused on skills development and reintegration, aligning with GCM Objectives 18 (Skills development and recognition) and 21 (Safe and dignified return and reintegration). 
The GOALS programme supported CPMS in their objectives to meet the SDGs targets, notably SDG 8.8, which underscores the safeguarding of labour rights and the advocacy for secure working conditions for all individuals. Additionally, it resonates with SDG 10.7, emphasising the need for well-organised, secure, regular, and responsible migration and mobility of people. In particular, in line with SDG 10.7.1,[footnoteRef:23] the programme supported Nepal and Sri Lanka by assisting the two countries in generating migration-relevant data by undertaking a recruitment cost survey.[footnoteRef:24]  [23:  SDG indicator 10.7.1 on recruitment cost borne by employee as a proportion of monthly income earned in country of destination.]  [24:  Activity 3.2.5 Provide technical and financial support to at least one member state to conduct a recruitment cost survey to generate the SDG indicator 10.7.1. ] 

Additionally, the integration of gender mainstreaming within the GOALS programme aligns closely with the objectives outlined in SDG 5, which focuses on promoting gender equality. This integration of SDG 5 is particularly relevant as women confront additional hurdles as a direct result of their gender when trying to access to safe and legal migration opportunities abroad.[footnoteRef:25]  [25:  TRIANGLE in ASEAN, International Labour Organization, www.ilo.org/asia/projects/WCMS_428584/lang--en/index.htm ] 

Overall, a review of documentation and activities indicates that GOALS supported countries of the Colombo Process to some extent to increase their knowledge on the recommendations of the Convention on the Elimination of all Forms of Discrimination against Women (CEDAW) . In particular, the importance of gender-responsive governance is highlighted in the CEDAW General Recommendation No. 26 which serves as a guide for crafting migration policies that address discrimination and supports evidence-based, gender-responsive, and human rights-based migration policies with involvement of NSAs.[footnoteRef:26] In this regard, the GOALS programme made efforts to mainstream gender issues and promote the contribution and participation of CSOs and TUs with proven experience in gender equality and women’s empowerment in the labour migration landscape.[footnoteRef:27]  [26:  Paragraph. 26.]  [27:  GOALS Annual Report 2022, June 2023.] 

Only a few CPMS are signatory or state party to the International Convention on the Protection of the Rights of All Migrant Workers and Members of Their Families (ICRMW), namely Bangladesh, Indonesia, Philippines, and Sri Lanka (state parties) and Cambodia (signatory). However, the GOALS Programme has provided support to the CPMS that could facilitate their compliance with ICRMW obligations. Most prominently, the ICRMW focuses on the protection of the rights of migrant workers and on ensuring non-discrimination. The GOALS Programme focused on non-discrimination, on establishing and promoting policies that respect migrants’ rights and on building capacity among stakeholders on the needs and rights of (women) migrants.
[bookmark: _Toc161300586][bookmark: _Toc161305755]To what extent did the GOALS programme support the needs and priorities of its non-state actors concerning strengthening labour migration governance and collaboration?
	Key Finding 5: The programme addressed the needs of NSAs, particularly in terms of their enhanced capacity and ability to participate in policy dialogue 


The GOALS programme addressed the needs and priorities of non-state actors working on labour migration in South Asia, by actively engaging them in all programme activities, building their capacity, and consulting them for the programme design.
Overall, the evaluation found that NSAs found the capacity building activities mostly relevant in terms of their content and training methods. For each statement related to the capacity building activity content and formats, almost 90% of respondents agreed or strongly agreed that they were satisfied.
[bookmark: _Toc161300633]Figure 5. Experience of non-state actors with the capacity building activities
[bookmark: _Hlk156736091]Source: Survey conducted by the evaluation team, data for non-state respondents (n=42). “To what extent do you agree or disagree with the following statements?”
Interviewed NSAs revealed that the programme was highly relevant for their work on labour migration.[footnoteRef:28] For example, NSAs from Bangladesh highly appreciated the fact that the programme directly discussed issues faced by returnee women labour migrants, which helped to get a deeper understanding of women’s personal experiences. In addition, for NSAs in India, GOALS was considered especially relevant due to the lack of similar projects in labour migration.[footnoteRef:29]  [28:  Interviews with national stakeholders from various countries.]  [29:  Interviews with national stakeholders from Bangladesh and India.] 

The evaluation suggests that GOALS helped trade unions foster collaboration with different actors, which they had struggled with in the past. For instance, the programme contributed to establishing collaborations between trade unions from the region with recruitment agencies, associations of recruitment agencies and in some cases, with governments.[footnoteRef:30] One stakeholder noted that “GOALS perfectly aligns with our needs. Workers’ rights and fair recruitment training were key areas for us, addressed during the pandemic.”[footnoteRef:31]  [30:  Interview with a stakeholder from Sri Lanka.]  [31:  Interview with a regional stakeholder.] 

The programme also focused on enhancing the participation and advocacy efforts of non-state actors within the TAWGs, to ensure that TAWG discussions align with their priorities. NSAs acted as representatives and co-leaders in group discussions focused on thematic areas and labour migration-related issues. This strategy resulted in a more inclusive and collaborative engagement of non-state actors in the TAWG process.[footnoteRef:32] One NSA mentioned that “we maintain close collaboration with trade unions, other advocacy groups, and women migrant worker groups, making this approach unique for us.”[footnoteRef:33] A stakeholder from India, as well as a regional stakeholder, mentioned that reports prepared by PUNOs under the GOALS programme were useful for them, for their policy advocacy efforts.[footnoteRef:34] [32:  GOALS Annual Report 2022, June 2023. ]  [33:  Interview with a national stakeholder from Sri Lanka.]  [34:  Interview with a national stakeholder from India and regional stakeholders.] 

[bookmark: _Toc161300587][bookmark: _Toc161305756]How well did the programme adapt to the shifting needs of stakeholders during the COVID-19 pandemic?
	Key Finding 6: COVID-19 enhanced the relevance of the activities designed under the GOALS programme. As a result, GOALS aligned with stakeholder priorities during the pandemic.


The programme coincided with the outbreak of the COVID-19 pandemic, which impacted regions globally, including Southeast Asia. The phenomenon of mass return of migrants was unprecedented for many countries involved in GOALS. The interviews and document analysis indicate that COVID-19 fostered the relevance of the GOALS themes and made the need for intervention in the area of labour migration more urgent. 
The main link between the GOALS programme and the COVID-19 pandemic lies in the increased relevance of (specific dimensions) of the programme. There were few adaptations needed (besides the shift to online meetings and introduction of research and workshops specifically on the effects of COVID-19) because the activities chosen for GOALS maintained their relevance during the pandemic. 
[bookmark: _Toc161300726]Table 4. Adaptations to the Programme in light of COVID-19
	Original activity 
	Changes to activity adopted 

	Output 2.3.6: Reintegration pilots to be carried out only after the reintegration model was fully developed. 
	The pilots will take place in parallel with the development of the reintegration model, thus feeding into further refinement of the model as it is being developed. 

	Output 2.3.2: Based on the mapping exercise, develop a capacity building tool in one country to improve the sustainability of employment services for return migrants. 
	Capacity building tool will be developed after the reintegration model is completed to ensure sustainability of the model.  

	Output 2.1.3: Referencing/pilot testing of regional qualifications framework (RQF) in two countries. 
	Partial referencing of RQF in two countries. Revised plan will include 2 Member States who will prepare a partial referencing report using the RQF. The comparability report will describe and reflect on MS qualifications system (including a sectoral framework and quality assurance arrangements) to meet 1-2 Criteria.  

	Output 2.3.3: Prevention VAW Framework for CPMS to be developed by GOALS. 
	Collaborate with Safe and Fair to co-develop the framework for the two sub-regions. 


Source: IOM, ILO, UN WOMEN (2022) Interim Report to the Swiss Agency for Development and Cooperation. Governance of Labour Migration in South and South-East Asia (GOALS) Programme.
Stakeholder interviews across the CP region confirmed that the programme did not lose its relevance in light of COVID-19 but, in fact, became more relevant. Although the priorities of South Asian governments, trade unions, and civil society shifted towards humanitarian relief efforts, causing delays in the commencement of various GOALS activities, the PUNOs did not experience any resistance from stakeholders to the execution of the planned activities or feedback that GOALS was no longer relevant.[footnoteRef:35] [35:  GOALS Annual Report 2021, June 2022.] 

[bookmark: _Toc160198206][bookmark: _Toc161300588][bookmark: _Toc161305757]Coherence
The coherence criteria, according to OECD/DAC, refers to aligning and harmonising policies, strategies, and actions across different development domains, as well as its success in creating synergies within and between the PUNOs, and the alignment between UN system goals and domestic and international goals for labour migration governance.
[bookmark: _Toc161300589][bookmark: _Toc161305758]To what extent was GOALS coherent with regional and global level frameworks, and PUNO’s priorities?
	Key finding 7: The GOALS programme aligned with the mandates of all PUNOs.


As detailed in 5.1.2., the programme built on and is aligned with international frameworks. According to interviewees, the GOALS programme supported the organisational goals and priorities of the PUNOs, and the high-level coordination among them, including discussions among regional specialists, facilitated knowledge sharing across different areas of expertise, which was seen as beneficial to individual organisations.[footnoteRef:36]  [36:  Multiple interviews with staff.] 

More specifically, UN Women's strategic objective, to enhance gender equality and women's empowerment, leading and coordinating the UN's work in this area, which aligned with activities to contribute to the programme's gender equality theme. ILO's priorities on promoting international labour standards (ILS) and protecting migrant workers, particularly through advocacy activities supporting labour migration and domestic work standards C97, C86, C143, and C189 were aligned. Additionally, GOALS was aligned with IOM's focus on improving labour migration management and advocating safe, orderly migration, including Objective 3 of its 2024-2028 strategy. IOM's secretarial support to the CP and its role in providing technical support shows close links between regional activities and IOM's responsibilities.[footnoteRef:37]  [37:  Aide Memoire CP, updated Jan 2023.] 

[bookmark: _Toc161300590][bookmark: _Toc161305759]To what extent was there sufficient coordination with other interventions?
	Key finding 8: There was thorough cooperation with other programmes of the PUNOs, facilitated by the involvement of regional offices of UN agencies.
Key finding 9: Coordination with international and domestic actors was successful. Support to the CP provided opportunities to engage with other regional platforms.


GOALS coordination included the use of thematic expertise of PUNOs, by including field and technical specialists from various projects. Lessons learned were shared from different geographical areas as well. Discussions took place in all agencies at the regional or headquarters level.[footnoteRef:38] Activities on reintegration were supported by high-level coordination meetings, such as the UN Network on Migration’s Working Group on Return and Reintegration consisting of the respective agencies, and other UN organisations as well.[footnoteRef:39] According to stakeholders, regional or thematic coordination allowed for the coherence of the tools developed.  [38:  Interview with programme staff.]  [39:  Interview with programme staff.] 

	Examples of successful cooperation and synergies between projects include ILO projects, such as MiRIDEW and FAIR on migrant recruitment adviser services and the Global Action to Improve the Recruitment Framework of Labour Migration (REFRAME) on the role of sub-agents.[footnoteRef:40] The “Prevention of Gender-Based Violence and Harassment Against Women Migrant Workers in South and Southeast Asia” Framework was co-developed with ILO-UN Women’s “Safe and Fair” programme. IOM’s “Prottasha” reintegration project implemented in Bangladesh contributed to similar GOALS activities in other countries.[footnoteRef:41] Concerning regional activities, IOM’s Corporate Responsibility in Eliminating Slavery and Trafficking (CREST) programme collaborated with GOALS on a Pre-departure and Orientation and Empowerment TAWG.[footnoteRef:42]  [40:  GOALS Annual Activity Report 2022, June 2023.]  [41:  Interview with programme staff.]  [42:  Interview with programme staff.] 




As the programme team worked closely together, potential overlaps were minimal and were identified in a timely manner. In Sri Lanka, duplication of efforts was noticed concerning reintegration and skills development activities.[footnoteRef:43] Duplications were avoided in multiple cases, for instance, reintegration activities were not implemented in Bangladesh due to existing, similar activities.[footnoteRef:44]  [43:  Interview with programme staff.]  [44:  Interview with programme staff.] 

GOALS’ focus on regional activities improved coordination between stakeholders who share common interests. Direct support to CP strengthened cooperation with other key regional platforms. Pakistan’s assumption of the chairmanship of the Abu Dhabi Dialogue (ADD) on October 27, 2021, provided a good opportunity to connect with destination countries of labour migrants, e.g. on ADD’s priority areas on skills development.[footnoteRef:45] The establishment of the SALAM network connected research organisations, and the development of the SAQRF brough together governments, educational institutions, and training providers.[footnoteRef:46]  [45:  Meeting of TAWG Chairs, 2023.]  [46:  Development of the South Asia regional qualifications framework: Technical Meeting#1, 2022 February.] 

In India, the activities – particularly gender-sensitive reintegration and focus on the state-level implementation – were unique and few national actors were working in this area, according to stakeholders.[footnoteRef:47] The GOALS team was able to engage and involve relevant stakeholders. Similarly, in Nepal, the activities for the SAQRF were unique, as the country had not previously had a unified skills qualification framework. Stakeholders noted that coordination in the country was successful and there was no overlap. [47:  Interviews with a national stakeholder from India.] 

[bookmark: _Toc161300591][bookmark: _Toc161305760]To what extent was the programme design coherent?
	Key finding 10: The programme team had built on the lessons learned from a previous phase of a similar project funded by SDC. Coherence and applicability of the design was enhanced with some areas seen for further improvement.


The programme design comprised regional-level activities of capacity building of the TAWG members and NSAs, and national-level activities of assisting countries in activities agreed in three priority areas. The evaluation for the first SDC-funded programme notes that “successfully influencing many of the expected outcomes that the project has chosen to influence would require policy change at the national level [...] which requires consultations with policymakers and other stakeholders at the national level.”[footnoteRef:48] Thus, the design of this phase was significantly improved in line with previous recommendations. [48:  Final External Project Evaluation of “Strengthening Labour Migration Governance through Regional Cooperation in Colombo Process Countries,” August 2019.] 

The mid-term evaluation of the GOALS programme found the programme design is largely coherent. It was noticed, however, that progress in Outcome 2 could be achieved independently of Outcome 1.[footnoteRef:49] This evaluation found multiple cases where dialogue at the regional level led to initiatives at the national level and vice versa, showing that the assumption behind the importance of this parallel support is correct.  [49:  That is, supporting regional processes or policy dialogues to incentivize policy changes on the national-level.] 

The mid-term evaluation also noted that more attention should be paid to understanding how Outcome 3 influences Outcomes 1 and 2.[footnoteRef:50] This evaluation has found that the GOALS team aimed to focus more on how evidence-based influences policymaking on both regional and national level, including more attention paid to the role of SALAM in this process.  [50:  Morris, C., Haque, Z., Baig, S.: Independent Mid-Term Evaluation of “Governance of Labour Migration in South and South-East Asia (GOALS),” 2022.] 

To what extent are the activities linked to outcomes, and how do these outcomes contribute to achieving the overall objective?
	Key finding 11: Activities linked to the envisioned outcomes. More focused activities could have further supported the second outcome.


One of the underlying assumptions of the overall TOC is that “strengthening technical capacity within the Colombo Process mechanism, increases multilateral consensus on the content and application of evidence-based models that improve rights-based and gender-responsive labour migration governance at the national level; in turn reducing unsafe, irregular and exploitative migration for women and men.” The elevator approach was successful in incentivising policy changes; thus, the first part of the assumption has held true – consensus among CPMS on models increased, and some initiatives have started on the national level. 
This assumption also grounds Outcome 1; technical capacity provided to TAWG members advanced the (voluntary) commitments made by Member States, therefore, and the activities provided are linked to the outcome. For example, support given to the TAWGs proved to be important to increase the awareness of the CPMS – for instance, by understanding gaps in their practices – and at times, to elicit new changes in policies/practices to strengthen labour migration governance (more under 5.3.2.2.). 
Overall, the activities delivered under Outcome 2 linked with the desired outcome. Most activities delivered were important for “selected Member States [to] have improved labour migration policies”, especially, the mapping of existing services for returnee migrants and piloting, policy dialogues (which resulted in awareness raising),[footnoteRef:51] and developing tools and frameworks, especially the development of SAQRF.[footnoteRef:52] However, many among them only contributed to commence improvements. [51:  The importance and effectiveness of awareness raising activities is particularly emphasized in national level interviews.]  [52:  Noting that especially survey results have limitations.] 

Most activities were well linked to Outcome 3, with several initiatives supporting an increased evidence base on labour migration governance and the development of new tools and frameworks to address challenges. The ultimate goal of the activities under this outcome is to “inform knowledge, dialogue, policymaking and action.”[footnoteRef:53] However, the skills and capacity of stakeholders to understand and interpret data were not thoroughly addressed – although capacity building was undertaken, data management is resource and capacity-intensive and several stakeholders identified gaps.[footnoteRef:54]  [53:  GOALS Annual Report 2022, June 2023.]  [54:  Interviews with multiple national stakeholders.] 

Overall, outcomes also contributed to the overall objective, but it is not certain if certain limitations of the implementation were considered during the design: in particular, the time and resources needed to translate regional discourse into national level implementation and practice. At the same time, the objective of “safe and regular labour migration” also implies their safety in the country of destination, which was given less focus in the GOALS programme, as well as the focus for improving regular pathways.
[bookmark: _Toc155871466][bookmark: _Toc161300592][bookmark: _Toc161305761]Effectiveness
According to the OECD/DAC criteria, the evaluation of effectiveness reports on whether the intervention achieved its intended outputs, outcomes and objective, and whether any factors contributed or hindered the effectiveness of the implementation.
[bookmark: _Toc160198214][bookmark: _Toc160198215][bookmark: _Toc160198216][bookmark: _Toc160198217][bookmark: _Toc155871468][bookmark: _Toc161300593][bookmark: _Toc161305762]To what extent were outcomes achieved? 
Outcome 1: To what extent did the CPMSs develop actionable commitments for improving regional labour migration governance and policy coherence through multilateral dialogue? 
	Key finding 12: CPMSs developed actionable commitments for improving regional labour migration governance and policy coherence through multilateral dialogue, but follow-up activities are required.


Both desk research and interviews indicate that visible progress was made by the Colombo Process Member States (CPMS) in developing actionable commitments (defined below). During the implementation period, 12 TAWG meetings were conducted under Outcome Area One of the Colombo Process. These meetings, facilitated by IOM’s Colombo Process Technical Support Unit (CPTSU), the IOM country staff in GOALS, in collaboration with ILO and UN Women, fostered actionable commitments and policy coherence for strengthened labour migration governance in the CP. This initiative marked the revival of the stalled TAWG process, after a hiatus of nearly 2 years.[footnoteRef:55] [55:  GOALS Annual Report 2021, June 2022., p.2] 

To assess whether the outcome was met, the evaluation team defined “actionable commitments” in the following way: those outputs planned in the TAWGs' work plans, which are specific (including defining specific actions to be taken by CPMSs), time-bound, and directly result in changes of policy or practices to strengthen labour migration. Therefore, the analysis omits exchanging lessons learned or good practices, which may not lead directly to changes in governance or might not have a clear link to the objectives of the TAWGs. 
[bookmark: _Toc161300727]Table 5: Actionable Commitments Made by CPMS in TAWG Work Plans
	Skills & Qualifications TAWG
	1. Relevant Ministries CPMS have initiated RPL (Recognition of Prior Learning) systems 
2. Skills of workers increased/advanced to match and harmonise with the demands in CODs. 
3. Regional Skills and qualification frameworks, with adherence to international good practices, adopted by South Asian CPMS 
4. Exploring possibility of promoting higher wages for skilled workers through reviewing wage structures of CPMS and CODs	

	Remittances TAWGs
	5. Improve domestic remittance regulatory frameworks in CPMS that facilitate cheaper, faster and safer remittances 
6. Promote greater choice and availability of regulated money transfer operators (MTOs) 
7. Improve provision of transparent information on remittance of transfer costs to migrant workers 
8. Strengthen financial education to migrant workers and their families through PDO and other suitable avenues 

	Fair and Ethical Recruitment TAWG
	9. Evidence generated with employers and workers to understand the current situations and factors affecting the payment of recruitment fees 
10. Advocacy for the employer-pay model with employer representatives and relevant stakeholders 
11. Strong monitoring of the recruitment fee payment practices in place
12. Evidence gathered on how informal recruitment actors are managed under the current regulatory frameworks 
13. Adoption and/or amendments to regulatory framework(s) to bring in all the recruitment practices under a transparent regulatory framework. 
14. Commonly agreed standard terms of contract to be adopted in CPMS developed.


As a result of TAWG’s support, CPMS developed and progressed on new policies and practices. For instance, the Government of Pakistan piloted a new Skills Passport in collaboration with ILO. The Philippines considered exploring the implementation of the Bangladesh government’s recruitment model in their country. Moreover, Bangladesh proposed the inclusion of “gender-responsive and rights-based” clauses in employment contracts of CPMS during the Fair and Ethical Recruitment TAWG meeting.[footnoteRef:56] In 2021, 90% of CPMS representatives agreed that progress has been achieved,[footnoteRef:57] suggesting that – with support – countries progressed on commitments, and in 2022, 90% among them believed they gained valuable knowledge due to capacity building days attended for their particular TAWG. [footnoteRef:58] [56:  GOALS Annual Report 2022, June 2023, p.2]  [57:  GOALS Annual Report 2022, June 2023, p.3]  [58:  GOALS Annual Report 2023, to be published in 2024.] 

Progress had been achieved in boosting the capacity of NSAs to actively engage with policymakers and other stakeholders in the field of labour migration (indicator 1.2.A). Contributions from social partners, civil society organisations, and academic institutions from the SALAM hub enriched TAWG discussions, earning appreciation and consideration from TAWG Chairs.[footnoteRef:59] The participation of women's organisations in TAWG meetings raised awareness of gender inequalities and often led to gender concerns being included in national policies. For instance, stakeholders in Pakistan and Sri Lanka believed that gender concerns in policymaking increased as a result of TAWG meetings.[footnoteRef:60]  [59:  GOALS Annual Report 2021, June 2022., p.2]  [60:  Interviews with national stakeholders in Sri Lanka and Pakistan.] 

However, the interviews also revealed that there was room for improving effectiveness. At the regional level changes were proposed to the two main CP meeting modalities to make them less formal, to foster more productive conversations.[footnoteRef:61] Too little focus on addressing common problems, or other thematic areas, by forming collective positions to leverage regional interests has been identified as another hindrance to the effectiveness of TAWGs [footnoteRef:62] Time constraints in meetings hindered discussions on critical issues like wage loss, bilateral agreements, and trafficking affecting CPMS country workers.  [61:  Interview with a regional stakeholder.]  [62:  Interview with a regional stakeholder. ] 

Lastly, absence of a targeted approach addressing the challenge of follow-throughs on areas of particular interest within a limited time of TAWGs constituted another hindrance. Key informants stated that panel meetings and facilitation of small group follow-through sessions with one or two to three CMPS would have been of value: ’For instance, if there’s interest in the skills passport, organising small group meetings specifically on how the skills passport is being implemented, as exemplified by Pakistan, could be valuable. This targeted approach could provide a platform for fruitful discussions and mutual learning.”[footnoteRef:63] [63:  Interview with a regional stakeholder.] 

Outcome 2: To what extent did GOALS contribute to an improved labour migration policy environment in particular on skills development and qualifications recognition, fostering fair and ethical recruitment, and sustainable reintegration?
	Key finding 13: Progress was made towards an improved labour migration policy environment (in selected South Asian countries) in particular on skills development and qualifications recognition, fostering fair and ethical recruitment, and sustainable reintegration.


Survey results show that 72% of the survey participants responded positively when asked whether they believed that their country has improved its labour migration policies and practices concerning skills development and qualifications recognition. In interviews, most stakeholders agreed that some progress had been made in the development and recognition of qualifications, and some said that there was now momentum and a greater understanding of the need for recognition of qualifications.[footnoteRef:64] [64:  Interview with national stakeholders.] 

The SAQRF was formalised in August 2023, and formally endorsed by Bhutan and Sri Lanka, while Bangladesh, India, Maldives, Nepal, and Pakistan are undergoing the process of endorsement.[footnoteRef:65] The framework is a great step towards progressing the skills qualification systems of South Asian CP countries. It allows for comparisons with other regional qualification frameworks and promotes mutual understanding. An unexpected positive outcome of the SAQRF was that Member States have started examining their national qualifications frameworks to unify vocational and educational qualification frameworks in Bangladesh, Bhutan, Nepal, Pakistan, and Sri Lanka.[footnoteRef:66] Although adopting the qualification framework was an ongoing process for most countries, the finalisation of SAQRF is a stepping stone towards progress in skills development in all the affected countries.  [65:  GOALS Annual Report 2022, June 2023.]  [66:  GOALS Annual Report 2022, June 2023.] 

The outcome dimension on sustainable reintegration saw (some) improvement among all South Asian countries. The majority of survey respondents (66%) perceive that their country has made progress in policies and processes to improve the sustainable reintegration of migrants. Targets for meeting the outcome on sustainable reintegration included two practices implemented, including the piloting of gender-responsive reintegration models in India and Sri Lanka; and two new practices / guidelines developed, the "Manual for Inclusive and Sustainable Reintegration of Returning Migrant Workers in South Asia" by IOM and UN Women (with input from ILO) and the "Comprehensive Mapping of Reintegration Measures" by IOM and ILO (with input from UN Women), including practical guidance for policymakers. 
Bangladesh, Nepal, Pakistan and Sri Lanka have already formally endorsed and adopted the Declaration on Inclusive and Sustainable Reintegration linked to the model.[footnoteRef:67] In Bangladesh and Nepal, ILO assisted employers’ organisations in developing gender-responsive reintegration guidelines: “Typically, employers’ organisations within the country do not view labour migration as their concern. However, at least in this instance, they have acknowledged it, which is a positive step forward.”[footnoteRef:68] An unexpected but positive result was the activation of training centres with increased resources across various regions of Bangladesh. The programme has also achieved a significant milestone by facilitating gender-responsive job opportunities for female returnee migrants.[footnoteRef:69]  [67:  GOALS Annual Report 2023, to be published in June 2024.]  [68:  Interview with programme staff.]  [69:  Interview with a national stakeholder from Bangladesh.] 

However, examples of the sustainable reintegration of returning migrant workers remain scarce, emphasising the complexity and uncertainty of achieving long-term success despite initial efforts.[footnoteRef:70] Furthermore, while steps are being taken towards sustainable reintegration, these cannot be attributed solely to the GOALS programme. The efforts are more comprehensive and involve various contributors and initiatives.[footnoteRef:71]  [70:  Interview with programme staff.]  [71:  Interview with programme staff.] 

Targets were met and surpassed for the outcome of progress towards fair and ethical recruitment.[footnoteRef:72] Many respondents (69%) perceived improvement in fair and ethical recruitment practices in their country. During interviews in India, stakeholders were less optimistic in this area (compared to the other two), stating that more needs to be done, such as more awareness raising for migrant workers’ rights.[footnoteRef:73]  [72:  The project surpassed its targets: 27 national authorities engaged (initial goal: 12), 85 policymakers demonstrated understanding (initial goal: 12), and 2 BLMA Agreements were tested (initial goal: 2).]  [73:  Interview with national stakeholder from India.] 

In most countries stakeholder awareness of the difficulties migrants face in recruitment increased. The adoption of the Bangla version of Gender-Responsive Guidance on Employment Contracts will serve as a reference document for good practices of gender-responsive fair and ethical recruitment in Bangladesh.[footnoteRef:74] The toolkit’s roll-out in Nepal was also supported.[footnoteRef:75] [74:  UN Women website.]  [75:  GOALS Annual Report 2022, June 2023.] 

In Pakistan, Bangladesh and Nepal, the programme contributed to raise awareness of the role of sub-agents[footnoteRef:76] and initiating policy dialogues. The impact of sub-agents specifically on women was addressed in a national dialogue in Nepal organised by UN Women and ILO. The programme has also conducted training on rights-based and gender-responsive bilateral level migration agreements (BLMAs) at the regional level to build awareness and the application of the UN Network’s global guidance on BLMAs.[footnoteRef:77]  [76:  Subagents are informally operating intermediaries in migration, who introduce further costs to migrants and can have opaque operations. ]  [77:  GOALS Annual Report 2022, June 2023.] 

Although the GOALS programme contributed to fostering engagement of stakeholders in fair and ethical recruitment, the engagement of the private sector was less than anticipated. Additionally, some activities connected to this outcome were changed or deleted in the no-cost extension period.[footnoteRef:78]  [78:  Interview with staff. ] 

	At the same time, the involvement of SAFE, as an employer organisation has been fruitful: “The South Asian Federation is keen to contribute to skill development to ensure a dignified future for workers, recognising the societal burden if workers return without dignity or financial resources. We have mutually agreed to continue working together on these initiatives, including joint efforts with research.”[footnoteRef:79]  [79:  Interview with regional stakeholder.] 



Outcome 3: To what extent did GOALS contribute to an improved evidence base for policymaking on labour migration, including gender – mainly in the South Asia-Middle East corridor.
	Key finding 14: An improved evidence base for policymaking on labour migration, including gender was achieved, with some areas for improvement in the regional level.


Overall, the GOALS programme contributed to an improved evidence base for policymaking on labour migration. Survey respondents observed tangible results in strengthening of the evidence base on labour migration, influencing informed knowledge, dialogue, policymaking, and action. 
[bookmark: _Toc161300634]Figure 6. Share of respondents who perceive an improved evidence base on labour migration for policymaking
Source: Survey conducted by the evaluation team (n=75). “I observe tangible results in the strengthening of the evidence base on labour migration, influencing informed knowledge, dialogue, policymaking, and action.”
The GOALS programme made a valuable contribution to improve migration data, specifically gendered migration data, particularly on remittances received from women migrant workers, sexual and reproductive health of migrant workers, number of migrant workers in detention centres, those reported as missing, and those residing in shelters in destination countries. Interviewees in India stated that, due to the SALAM network, access to data improved, resulting in collaborative work and joint papers in the region. 
The programme has also facilitated partnerships, knowledge exchange, and joint initiatives among researchers in different countries, enhancing institutional-level collaboration. While challenges remain, such as data privacy issues, the programme has successfully fostered a common platform for sharing resources and improving the overall evidence base for policymaking: “The GOALS programme has brought us together at one table. That is a great achievement of the programme.”[footnoteRef:80]  [80:  Interview with a national stakeholder from India. ] 

	The GOALS programme has advocated for the government of Bangladesh to lead the reintegration process and emphasised the importance of establishing a systematic database for returnees. A database was established, and the Bangladesh government took steps to formulate a reintegration policy: ”In sum, the GOALS programme brought an alignment of information related to the issue. This database will greatly contribute to the policy formulation.”[footnoteRef:81]  [81:  Interview with national stakeholders from Bangladesh. ] 

In Sri Lanka, advice from the GOALS programme influenced improvements in family background fields and the inclusion of additional gender-related data points. The database modifications enable the identification of first-time migrants, facilitating targeted support initiatives.[footnoteRef:82] The programme facilitated the identification of new kinds of data, specifically, during the registration process, the number of children and the source of income was captured, providing a more comprehensive dataset for informed policymaking.[footnoteRef:83] [82:  Interview with a national stakeholder from Sri Lanka. ]  [83:  Interview with a national stakeholder from Sri Lanka. ] 




One issue, however, was identified with the SALAM component of the GOALS programme due to difficulties among the partners. Changes post-signing led to reduced contract amounts, prompting audit queries. Expanding deliverables later caused accountability issues, while delays in agreement created further challenges.[footnoteRef:84]  [84:  Interview with a national stakeholder from Sri Lanka.] 

Interview data reveal also that while GOALS has assessed of the availability of gender-disaggregated data, there is an urgent need for real advocacy. While GOALS has successfully generated data and conducted studies, there is a gap in their application by governments. Establishing a robust link between the produced data and informed policy decisions remains a challenge.[footnoteRef:85] [85:  Interview with programme staff.] 

What results can be seen from the programme’s capacity building efforts?
	Key finding 15: Overall, the capacity building exercises of GOALS proved to be effective and supported the development of internal know-how and knowledge sharing.


This section briefly presents the results of the stakeholder survey, analysed following the Kirkpatrick levels of learning. The survey represents only 75 respondents out of the approximately 500 people who were identified as having taken part in any of the trainings, workshops, meetings, or other capacity building activities, which is an acceptable, but relatively low response rate.
As a first result of the capacity building efforts, stakeholders nearly unanimously agreed that they obtained new knowledge and/or skills relevant to their work. The new and enhanced knowledge and skills were applied by the majority of respondents, which increased their overall understanding of labour migration governance and its challenges. 
[bookmark: _Toc161300635]Figure 7. Use of new knowledge and skills by respondents
Source: Survey conducted by the evaluation team (n=75). “To what extent do you agree or disagree with the following statements?”
Lastly, most respondents have noticed that the applied knowledge and skills have created outcomes for their work environment and organisation, they believed the skills and knowledge were used in their organisations, and there was an increased collaboration with other organisations as well.
[bookmark: _Toc161300636]Figure 8. Perceived outcomes of capacity building efforts

Source: Survey conducted by the evaluation team (n=75). “To what extent do you agree or disagree with the following statements?”
In interviews, various examples were found of stakeholders using increased capacity in practice.
	“The GOALS project strongly supported capacity building, aiding government officials in negotiating bilateral agreements. The training not only enhanced capacity but also fostered networks, creating a platform for future collaboration.”[footnoteRef:86] [86:  Interview with a regional stakeholder.] 

“GOALS enhanced our capacity to assess and address the women migrant workers of our country. We have undertaken two-day long entrepreneurship development programmes with support from ILO, and then we organised those programmes in different regions of the country. Returnee migrants were selected by the local NGOs, based on criteria set by us.”[footnoteRef:87] [87:  Interview with a stakeholder from Bangladesh.] 

“Before the programme, we didn't pay attention to gender. In legislation, we used to use the term ‘he’ in introductions, now we also use ‘he or she.’ We also got to learn good practices from other countries on gender-responsive programming, and as a result of this exposure we have ensured (in upcoming legal amendments) that one of the board of directors of the Sri Lanka Bureau of Foreign Employment Act will be from the migrant workers society. GOALS influenced all this.”[footnoteRef:88] [88:  Interview with a stakeholder from Sri Lanka.] 



[bookmark: _Toc161300594][bookmark: _Toc161305763]What factors influenced the achievement of outcomes?
	Key finding 16: Overall, the programme approach has proven highly strategic and relied on the PUNOs comparative advantage to achieve outcomes. Multiple factors enabled progress, such as flexibility and the participatory approach towards stakeholders


Enabling factors 
The tri-agency collaboration proved beneficial, leveraging individual expertise, mandates, and networks for effective support in the TAWGs and reintegration policy and mapping.[footnoteRef:89] Interviews show that the strategic approach of engaging with highly specialised technical agencies has been valuable, offering opportunities to interact with diverse stakeholders that would not typically be involved.[footnoteRef:90] UN Women’s contributions on gender dynamics were unique and proved valuable for influencing both other agencies and, more importantly, engaging with national stakeholders beyond their typical partners.[footnoteRef:91] ‘UN Women’s contribution, albeit smaller in scale, played a crucial role in gradually building awareness and understanding of the significance of incorporating gender perspectives into the programme. Over time, there has been progress in clarifying why gender considerations are essential and what value they bring to the programme.’[footnoteRef:92] Most importantly, this collaboration has facilitated a more extensive representation of stakeholders, including women’s organisations that may not have been represented otherwise.[footnoteRef:93] [89:  Interview with programme staff.]  [90:  Interview with programme staff. ]  [91:  Interview with programme staff.]  [92:  Interview with programme staff.]  [93:  Interview with programme staff.] 

At a regional level, a proactive engagement of relevant agencies rather than a passive follow-up process within the Colombo Process structure had enabled success. When states expressed an interest for national-level practices to be piloted, support was usually received from the GOALS programme.[footnoteRef:94] The PUNOs also reported that the TAWG meetings became more interactive, participatory and practical.[footnoteRef:95] [94:  Interview with programme staff.]  [95:  GOALS Annual Report 2023, to be published in 2024.] 

At national level, the participatory approach was paramount for fostering collaboration by bringing stakeholders together and providing a platform for interaction: ‘The most important contribution was to bring all the stakeholders under one umbrella. With this combined approach, the GOALS programme helped us to understand the views of different stakeholders and thereby assisted all the stakeholders to formulate a workable policy framework.’[footnoteRef:96] 
Interviewees noted that addressing these challenges effectively requires work at the grassroots level, addressing societal perceptions and biases alongside high-level policy considerations. Thus, the programme allowing for inputs from a diversity of grassroots organisations constituted an important initial step.[footnoteRef:97]  [96:  Interview with a national stakeholder in Bangladesh. ]  [97:  Interview with a national stakeholder in Bangladesh. ] 

Hindering factors
The main challenge identified by some informants was the team’s limited human resources, with only one staff member in certain country offices. This was intensified by frequent reliance on country office staff, who already have substantial workloads. The national-level interventions made it difficult for both the programme team and country offices to provide effective support, as noted: “if a regional programme aims to implement interventions at the country level, it should be equipped with adequate resources, perhaps allocating a certain percentage of staff specifically to the programme to manage the demand for support.”[footnoteRef:98] [98:  Interview with programme staff.] 

Some informants stated that the coordination at the national level fell short of their expectations. The main obstacle identified was the limited budgetary support for coordination at the national level.[footnoteRef:99] The programme team having to work remotely added another layer of difficulty, as close monitoring of interventions and timely technical assistance became challenging.[footnoteRef:100] [99:  Interview with programme staff.]  [100:  Interview with programme staff.] 

Another significant challenge stems from the vast size and diversity of the region, where countries follow diverse procedures and involve various stakeholders at different levels. Addressing this complexity demands thorough coordination, a profound understanding of how different issues are handled in each country, and the identification of pertinent regional and sub-regional forums.[footnoteRef:101]  [101:  Interview with a regional stakeholder.] 

Furthermore, insufficient collaboration within the governments has been raised by interviewees as another hindrance to fully reaching the GOALS objectives. The region lacked a widespread adoption of social dialogue practice: “Governments don’t always extend invitations to unions, employers, or recruitment agency associations to contribute to changes in migration policies or agreements. We often need to actively remind them of the importance of including these stakeholders.”[footnoteRef:102] Union counterparts in destination countries provide valuable insights to the government in the origin country during labour migration negotiations. Despite the potential for mutual benefit, awareness and trust issues hindered the process.[footnoteRef:103] [102:  Interview with a regional stakeholder.]  [103:  Interview with a regional stakeholder.] 

[bookmark: _Toc161300595][bookmark: _Toc161305764]Human rights and gender equality
[bookmark: _Toc161300596][bookmark: _Toc161305765]To what extent did the results of the programme improve gender equality in the context of the implementation? 
	Key finding 17: The programme advanced women migrants' rights through gender integration in TAWGs and CP meetings, fostering organisational impacts, and generating valuable data. 
Key finding 18: The GOALS programme aided NSAs in addressing women's labour rights, marking a shift towards participation of women's organisations, despite not directly involving migrant workers.


The programme undertook numerous initiatives and activities such as capacity building workshops, support to TAWG meetings and meetings with CP Member States for mainstreaming gender in labour migration policies (including bilateral labour agreements) and operations.[footnoteRef:104] The workplans and objectives of TAWGs were enhanced to become gender-responsive and reflect changing priorities, while meetings were adjusted with the aim of increasing the participation of women-led organisations.[footnoteRef:105] TAWGs meetings saw a significant increase in the number of women representatives from the CPMS: from 33% in 2021 to 56% in 2022.[footnoteRef:106] [104:  Hybrid Thematic Area Work Group Meeting 2022. Capacity building workshop on gender-responsive migration governance, June 23, 2022. Summary report; GOALS National Narrative Report.]  [105:  GOALS Final Narrative Report.]  [106:  GOALS Annual Report 2022, June 2023.] 

The programme had a positive impact at organisational level as well. Interviewees at national level commented that the programme enhanced their skills and knowledge related to the specific needs of women migrants.[footnoteRef:107] Among the 75 survey respondents, more than two thirds saw a better reflection of women migrant’s needs in their organisation’s documents.  [107:  Interviews with national stakeholders from Pakistan and Sri Lanka.] 

[bookmark: _Toc161300637]Figure 9. Share of respondents who perceive that their organisation's documents better reflect the specific needs of women migrants.

Source: Survey conducted by the evaluation team(n=75).; “My organisation's documents (e.g. activity plans, strategies, reports) better reflect the specific needs of women migrants.” 
The programme increased awareness and a better understanding of women migrant workers’ difficulties among governmental stakeholders.[footnoteRef:108] One example in Sri Lanka showed how GOALS changed the view of imposing strict bans on women's migration, which could increase their vulnerability. Consequently, the ministry revised restrictions to facilitate the migration of women with children.[footnoteRef:109] The programme actively encouraged the engagement of women's rights organisations in policy dialogues and advocacy meetings, a commitment that was affirmed through interviews. [108:  GOALS Annual Report 2022, June 2023.]  [109:  Interview with a stakeholder from Sri Lanka. ] 

Further, GOALS produced valuable knowledge and insights, along with a significant body of studies that specifically addressed gender issues in the context of labour migration in South Asian countries. As such, two Gender Assessments of Skills Development Opportunities for Women Migrant Workers from Pakistan and Sri Lanka were produced. The programme additionally conducted assessments of existing gender data on migration in Bangladesh and in Nepal. Both assessments show that available migration-related data and data sources do not have gender statistical data in key areas of labour migration. Furthermore, a research study on “Mapping of the South Asian Countries of Origin on Reintegration Measures” and the “Framework for the Prevention of Gender-based Violence and Harassment against Women Migrant Workers in South and Southeast Asia” was completed by the programme, which noted, in particular, the need for structural-level initiatives, and psychosociological support for women.[footnoteRef:110]  [110:  GOALS Annual Report 2022, June 2023.] 

The interviews indicate that having UN Women as a key and integral member of the programme team had a positive impact on gender-related dimensions and aspects of the programme implementation. UN Women provided advice and guidance that was often beyond planned activities of GOALS, as noted by one interview at national level, “the involvement of UN Women ensured that gender considerations were woven into the fabric of our programme.” Although some interviews underscored that UN Women should have been even more involved in the programme’s activities by increasing the timeframe and resources for the gender-related activities on the ground.[footnoteRef:111]  [111:  Interviews with stakeholders at national and regional level. ] 

While the GOALS programme did not directly involve (women) migrants in their activities (except for pilots, studies and assessments), the programme created space for NSAs to get involved in its activities. For instance, in the three hybrid TAWGs, more than half of the representatives were women (62%).[footnoteRef:112] The programme supported programmes such as Training-of-Trainers targeting Trade Unions and CSOs to help them reach women migrant returnees in Bangladesh and Nepal. As highlighted by one interviewee at regional level “Unlike previous practices, the GOALS programme ensured the meaningful participation of women's organisations, CSOs, trade unions, and employers' organisations in these discussions. This approach enhanced the gender inclusivity of GOALS activities.”  [112:  GOALS Annual Report 2022, June 2023.] 

Despite the programme’s efforts to incorporate and advance gender mainstreaming and equality in its activities and initiatives, certain constraints emerged due to the socio-cultural context of the region. Notably, in policy dialogues held in various locations in Pakistan, it was observed that the majority of participants were men.[footnoteRef:113] This lack of female representation, particularly from the government sector, emerged often during interviews. Interviewees emphasised that in many countries labour migration falls under the ministries that are largely dominated by male officials, resulting in limited discussions on gender-related issues: "Despite women being a significant force in migration within our region, there is a relative invisibility in these discussions.” [113:  GOALS Annual Report, Final, June 2023.] 

[bookmark: _Toc161300597][bookmark: _Toc161305766]To what extent has the programme applied a rights-based approach in its implementation?
To what extent did the programme include marginalised groups in its design and implementation?
Key finding 19: The evaluation underscores the limited focus of the programme on marginalised communities within the context of labour migration, emphasising the need for more targeted and inclusive initiatives to address their distinct needs.
The programme made some contribution toward raising awareness about discriminatory provisions within the overall framework of labour migration, but it did not focus on marginalised communities. The mid-term evaluation noted ,“The programme is not disability inclusive and thus excludes one particularly vulnerable group and does not address the intersection of vulnerability which women with disabilities face.”[footnoteRef:114] A similar observation aligns with feedback obtained from interviews with various stakeholders in the region, who either reported minimal or no efforts concerning marginalised communities. According to one interviewee, the programme did not significantly contribute to their ability to assess and address the needs of marginalised sectors or groups of people.[footnoteRef:115] [114:  Morris, C., Haque, Z., Baig, S.: Independent Mid-Term Evaluation of “Governance of Labour Migration in South and South-East Asia (GOALS)”, 2022.]  [115:  Interview with a stakeholder from Bangladesh.] 


Stakeholders participating in GOALS activities have collaborated with marginalised communities, however, this involvement was not specifically linked to the Programme, but was a common practice for certain organisations before their involvement in the GOALS programme.[footnoteRef:116] [116:  Interviews with stakeholders from Bangladesh, Pakistan, and Sri Lanka.] 

To what extent did it achieve progress towards international human rights?
Key finding 20: The programme adequately addressed human rights and labour rights in accordance with global conventions. 
The GOALS programme was designed in line with GCM's objectives, and the activities carried out, such as policy dialogues, support for regional meetings and improvements in skills development, as well as the successful implementation of two pilot projects on dignified return and reintegration, have effectively contributed to the achievement of these objectives (as detailed in 5.5.3.2.). The GCM’s strong focus on safe migration pathways were supported to some extent but the results have been lagging, partly because in the region "most of these agreements [BLAs], however, tend to have weak monitoring and enforcement mechanisms and focus more on recruitment procedures and less on welfare and protection.”[footnoteRef:117] [117:  https://www.ilo.org/asia/areas/labour-migration/WCMS_161105/lang--en/index.htm ] 

While the GCM agreement targets advancements in international human rights, its non-binding nature means its effectiveness in promoting improved human rights hinges on state capacity and interests. GOALS served as a crucial intervention by bridging the gap between the CPMS's capacity building requirements, such as enhancing evidence bases and reintegration services, and the objectives outlined in the GCM. Capacity building efforts have been successful (as detailed in point 5.3.2.4.), and policy dialogues and support to TAWGs have raised awareness of discrimination against migrant workers, particularly women (as detailed in point 5.3.2.1.). While political will and capacity were strengthened, they remain a challenge to progress on international human rights. Alignment and contribution to frameworks such as the SDG targets, 90% of which are linked to international human rights and labour standards,[footnoteRef:118] as well as the ILS is further elaborated in Section 5.1.2. Overall, despite remaining implementation challenges, the project has contributed to a better understanding of the difficulties and discrimination faced by migrant workers, particularly women.  [118:  https://www.humanrights.dk/learning-hub/content-topic/sustainable-development-human-rights/sustainable-development-goals-sdgs ] 

[bookmark: _Toc161300598][bookmark: _Toc161305767]Efficiency
According to OECD/DAC criteria, efficiency focuses on the utilisation of resources and the productivity of operational processes, including monitoring. Due to the tri-agency cooperation in this programme, this chapter focuses on operational challenges and opportunities in this novel structure.
[bookmark: _Toc161300599][bookmark: _Toc161305768]To what extent was the programme implemented efficiently?
Were sufficient financial and human resources available to achieve the objectives?
	Key finding 21: Some agencies would have benefited from additional resources to further advance in national-level implementation. 
Key finding 22: Overall, the collaboration of the three agencies led to some inefficiencies in programme implementation but cost sharing and synergies partly compensated for them. Based on budget utilisation projections, the rate of expenditure is normal.


The overall budget of the programme was USD 5 165 289, out of which 46% was allocated to staff and 41% to spending on activities under specific outputs (Figure 10 below). The financial resources were modest – although outputs were mostly achieved, resources were low for activities and human resources. Finances were also affected by inflation soaring between 2020 and 2023. UN Women mobilised additional resources for follow-up activities during the no-cost extension period.
Financial resources allocated to output 2.3. were the most generous (16%) whereas for most other activities, they were relatively low in comparison. This is understandable, as reintegration was among the highest priorities of governments at the time of the implementation. Communication and visibility activities did not have dedicated resources. Although this did not hinder the achievement of objectives, a stronger public/visual presence is usually beneficial to implementation. 
[bookmark: _Ref160972707][bookmark: _Toc161300638]Figure 10: Budget Allocated to Different OuTputs and to the three Agencies
Source: Figure developed by evaluation team based on financial documentation provided.
Lack of human resources was noted by both ILO and UN Women staff. The national-level staff of these organisations in some countries was not covered by the GOALS budget. For instance, staff in Bangladesh, India, and Nepal mentioned that a lack of human resources affected implementation.[footnoteRef:119] This was partly compensated by establishing synergies among projects (analysed in detail below), and the reliance on partners. However, one example shows that staff found it hard to follow up with partners due to time limitations and various other engagements.[footnoteRef:120] Moreover, the effective implementation of national-level initiatives necessitates regular meetings with the government, especially as policy and institutional changes demand considerable time, advocacy, and engagement.  [119:  Interview with programme staff.]  [120:  Interview with programme staff.] 

The team introduced several strategies to increase efficiency. Synergies with other projects were common, such as sharing costs with the ILO’s REFRAME project, SLMP, or the MIRIDEW project providing funding for the recruitment cost survey or co-developing tools with the UN Women-ILO Safe and Fair project. GOALS could also rely on its international NSA partners, such as MFA and SARTUC, to coordinate their networks of stakeholders, thereby increasing the efficiency of multiple activities. The COVID-19 pandemic also resulted in savings because online meetings reduced the resources for TAWGs’ support. Other cost-saving strategies included combining TAWG meetings on different thematic areas and keeping the meetings short and efficient. The NCE provided an opportunity to increase the efficiency of regional activities: more TAWG meetings were held online to capitalise on the momentum, and some follow-up activities were introduced so as not to lose resources. 
At the same time, the tri-agency structure led to inefficiencies, many of which were addressed in detail in the mid-term evaluation. These included common organisational challenges, such as delays and budgeting (the tri-agency structure is evaluated below and in Annex 1., Case Study 4). 
[bookmark: _Toc161300600][bookmark: _Toc161305769]Did the implementation catch up with the originally planned timeline?
Were the activities implemented according to the foreseen timeline?
	Key finding 23: The programme was expected to end in July 2023, but a six-month no-cost extension was approved to extend activities until January 2024. Most deliverables were completed by this new deadline, overcoming initial delays. 


The programme implementation began with significant delays, caused by the COVID-19 pandemic. Several travel restrictions continued until early 2022 affecting activities at the national level. In addition, the programme started without a proper inception phase planned, thus, organisational procedures, monitoring activities and the results framework had to be renegotiated at the beginning of the programme. There were also delays in recruitment and onboarding of partner organisations. 
While the tri-agency structure was time-consuming, it did not result in unmet deadlines. In many cases, all three agencies decided on actions together, causing delays in implementation. Some of these inefficiencies were due to design: for instance, the budget for joint activities was shared between the agencies, although staff reported that lead agencies had been identified. Organisational differences affected reporting,[footnoteRef:121] and agreeing on protocols for publications also caused delays.[footnoteRef:122] Lastly, UN Women staff mentioned delays in attaining funding due to the transfer of funds from Administrative Agent and then to the Agencies.[footnoteRef:123] To the extent that it was within the purview of the programme management team, mitigation strategies were developed to address these issues (as further detailed in point 5.5.3.3.).  [121:  Morris, C., Haque, Z., Baig, S.: Independent Mid-Term Evaluation of “Governance of Labour Migration in South and South-East Asia (GOALS)”, 2022.]  [122:  GOALS Annual Report 2022, June 2023.]  [123:  Interview with programme staff.] 

[bookmark: _Toc161300601][bookmark: _Toc161305770]Did the programme governance mechanism, management capacities, and structure support an efficient delivery of results?
To what extent did the programme management capacity and structure contribute to efficiency and identification of solutions to challenges? 
	Key finding 24: The Programme Technical Team (PTT) operated and communicated well. Solutions were found to several challenges during implementation, however, some problems – due to their scope – could not be solved.


In many cases, the PTT was able to find solutions for challenges and risks identified during the programme. Problems with common budget lines were overcome by establishing Joint Technical Review Panels (JTRPs) for common activities. Later in implementation, these structures could support implementation and improve the lengthy process of budget negotiations. The team also addressed the issue of frequent staff turnover in the TAWG’s officials, which was – successfully – addressed through individual briefings. 
Stakeholders felt that it took time to build trust and cohesion among the core PUNOs that make up the PTT. Towards the second part of the implementation, management was working more seamlessly, and most stakeholders were satisfied with its operations.[footnoteRef:124] Stakeholders noted that the alignment of the core team proved beneficial in overcoming difficulties. [124:  Interview with national stakeholders.] 

Governments were engaged and well informed about the activities. In some countries, daily meetings between the GOALS team and stakeholders were reported. NSAs also reported frequent and respectful communication with the team. Communication worked best where country offices already had good contacts with the government and the GOALS team built on the existing relationships, which was not the case in all countries at the outset. Staff emphasised the positive impact of physical presence on communication effectiveness. It is worth noting that not all agencies had designated focal points in every country, a factor perceived as a limitation that impeded continuous communication.
The effectiveness of communication and information sharing at the CP level was criticised. One stakeholder believed that more follow-up on issues raised in TAWG meetings would be desirable.[footnoteRef:125] This finding is echoed in the TAWG surveys conducted by GOALS, which gave the opportunity for respondents to note “areas of improvement.” Two among the 49 respondents of the available surveys noted that: “Presentations should be prepared well in advanced and shared with all participants, so that appropriate questions can be asked” and “For future conferences, the organising committee should consider sending glossary or basic reading materials, so that participants can contribute constructively during the discussions.”[footnoteRef:126] [125:  Interview with regional stakeholder.]  [126:  Survey of TAWG meetings.] 

Furthermore, no effective solution was found to the problem of lack of visibility and communication plan of the programme. The GOALS programme did not initially receive funding for this, but during the implementation, it was decided that the PUNOs would finance it from their budget. A plan was to be developed; however, at the end of the implementation, few communication activities were implemented. According to the TAWGs’ assessment, a visibility plan for TAWGs was also lacking. As was noted, “Several CPMS that were interviewed as part of this assessment mentioned that it can be difficult to secure buy-in from their governments without the communications tools to articulate the value added of the TAWGs to the CPMS.”[footnoteRef:127] [127:  UPENDO: Assessment of the Thematic Area Working Groups (TAWGs) of the Colombo Process and the Role of the Colombo Process Technical Support Unit (CPTSU), September 2023.] 

There was no effective solution to political challenges, which were beyond the scope of the GOALS team. With the fall of the internationally recognised government of Afghanistan, the Colombo Process was unable to continue ministerial meetings and the financial sustainability of the CP was threatened. The team was able to mitigate this, as its continued support to the TAWGs resulted in an operational Colombo Process despite the difficulties. However, the team had hoped that a new Chair would be elected by 2023, which did not happen, despite management’s efforts.
[bookmark: _Toc160198229][bookmark: _Toc160198230][bookmark: _Toc161300602][bookmark: _Toc161305771]Were the monitoring mechanisms adequate to increase efficiency?
Did the programme management team employ a results-based and gender-based monitoring approach?
	Key finding 25: The conditions for results- and gender-based monitoring were met, but there were some shortcomings in monitoring.


The monitoring and evaluation plan was developed late in the programme, in July 2021, because it required inter-agency consensus. Due to the relatively late involvement of UN Women, gender-based monitoring was integrated later into the programme design and the gender needs assessment was conducted during implementation. Therefore, it was not used to establish baseline conditions. 
UN Women provided technical support and a part-time monitoring and evaluation specialist was involved to ensure that relevant outputs such as policy frameworks, practices and monitoring processes were gender-responsive. Stakeholders agreed that gender is well integrated into monitoring.[footnoteRef:128] Many indicators developed for monitoring required gender-disaggregated data, for example for training outputs. It is not clear why one indicator, 2.1.B “# of migrants beneficiaries participating in reintegration” is not gender-disaggregated. This is elaborated in the first case study. [128:  Interview with programme staff.] 

Outputs are achievable and relevant, and the indicators are measurable, but in some cases, they are not specific enough or they lack a clear timeframe. The indicator for output 1.1. was “# of TAWGs making progress on Key Tasks in their work plans”, which is too broad, and its monitoring was made more difficult by the fact that there was no practice of results-reporting in the TAWGs.[footnoteRef:129] The policy change indicators were numeric, making ongoing progress in changing policy or practice invisible; for instance: 2.C outcome indicator is “# of new or revised regional/sub-regional and/or national policy frameworks and/or practices on gender-responsive reintegration developed or implemented through GOALS interventions.” This usually affects programme management’s ability to learn and steer the programme in the right direction, but also does not reflect on the content and quality of the policies.  [129:  UPENDO: Assessment of the Thematic Area Working Groups (TAWGs) of the Colombo Process and the Role of the Colombo Process Technical Support Unit (CPTSU), September 2023.] 

[bookmark: _Toc155871479][bookmark: _Toc161300603][bookmark: _Toc161305772]Impact
According to the OECD/DAC criteria, impact focuses on the extent to which a programme can create higher-level changes in terms of significance, transformative potential, scope, or timescale. The chapter will consider the extent to which the programme outcomes will be able to promote safe, orderly and regular migration in the region covering South Asia and South-East Asia. Usually, long-term impact occurs only months or years after programme completion, thus, the current chapter measures whether signs exist, and sufficient measures are in place, to ensure that impact will occur in the future. 
[bookmark: _Toc155871480][bookmark: _Toc161300604][bookmark: _Toc161305773]To what extent are there signs of impact?
To what extent are there signs of strengthened collaboration among CPMSs? 
	Key Finding 26: Signs of impact can be found in the interest of CPMS to exchange lessons learned and good practices, and an increased understanding of CPMS on the value of cross-national collaboration.


Overall, the GOALS programme contributed to strengthened collaboration among CPMS. The initiative prompted governments to acknowledge the importance of cross-country information exchange and the significance of collective assurances in internationally recognised skills standards.[footnoteRef:130] [130:  Interview with programme staff.] 

Interviews have shown that there is a noticeable interest from Member States to engage with the Colombo Process and discussions about a new country taking on the role of the chair. The GOALS programme and the ongoing work of TAWG has played a crucial role in facilitating these discussions and preventing the Colombo Process from becoming dormant. The Colombo Process stands out as an active and engaging platform. Colombo Process Member States are also members of the Abu Dhabi Dialogue as individuals, but there have not been meetings for some time. Continuing discussions in the Colombo Process could lead to the re-emergence of the Abu Dhabi Dialogue with more activities.[footnoteRef:131] [131:  Interview with programme staff.] 

Interviewees state that GOALS has undoubtedly ensured the continuity of the regional consultative process: ’thanks to the programme’s interventions, it facilitated the ongoing dialogue within the Colombo Process, enabling the coordination mechanism to persist. This has undoubtedly had a substantial impact on the member countries.’[footnoteRef:132] In Pakistan, policymakers have been able to maintain their attention on crucial areas through regular meetings and events. An unforeseen impact is the initiation of rule amendments to eliminate gender-biased provisions in the Emigration Ordinance of 1979.[footnoteRef:133] [132:  Interview with programme staff.]  [133:  Interview with a national stakeholder. ] 

Furthermore, the regional-level coordination has led to the development of various initiatives, including the creation of a skills passport in Pakistan. The sharing of experiences from Sri Lanka has sparked interest from countries like Pakistan in replicating successful models. Another example is the focus on pre-departure orientation programmes in a CP meeting. After a visit to the Philippines, the Government of Pakistan established an internal committee to enhance mechanisms in this area, showcasing the positive impact of the programme’s work.[footnoteRef:134] This demonstrates the concrete impact of members learning from one another and adapting initiatives to suit their specific contexts.[footnoteRef:135]  [134:  Interview with programme staff.]  [135:  Interview with regional stakeholder.] 

To what extent are there signs of improvement in labour migrants’ working and living conditions, including women (home or abroad)? 
	Key finding 27: Signs of impact for the conditions of migrant workers mostly link to the adoption and implementation of new, more sensitive laws and policies, and tools and mechanisms. The impact on migrant works may be hindered by deep-rooted stigmas in both countries of origin and destination.


Overall, both desk research and interview data show that the GOALS programme played a crucial role in shaping a more supportive environment for individuals engaged in labour migration. However, as the GOALS Programme has only recently ended, and migrants themselves were not consulted in the evaluation, there is a limitation on the validity of the findings presented in this section.
The Programme efforts in improving the policy environment, developing labour legislation, and regulatory frameworks contribute significantly to long-term impact, which is the improvement of labour migrants’ working and living conditions, including women. The inclusion of gender perspectives in these efforts enhances its impact on the lives of migrants and their families.[footnoteRef:136] Achieving the programme’s goals is an incremental process that requires consistent encouragement and advocacy. Governments often prioritise remittances, necessitating a persistent focus on emphasising the safety, security, and overall well-being of migrant workers.[footnoteRef:137] [136:  Interview with programme staff. ]  [137:  Interview with a regional stakeholder. ] 

Furthermore, despite not being immediately visible, there are signs of sensitisation at government levels, which is particularly observed in major consultation meetings. During these meetings, the countries presented a narrative of improvement, indicating positive shifts in their approach. Positive changes include the initiation of gender-disaggregated data collection in Bangladesh, Nepal, and Pakistan[footnoteRef:138] at the migration level, an improvement attributed to the GOALS programme. [138:  Interview with a national stakeholder from Pakistan.] 

Improved gender sensitivity at the policy level, particularly for the challenges faced by female migrants, has been a positive impact of the programme, despite challenges, stakeholders were optimistic about future transformations, for instance, in commitments to rely on reintegration guidelines in Nepal.[footnoteRef:139] [139:  Interview with a national stakeholder from Nepal.] 

	“Earlier, prospective women migrant workers were often called ‘bua’, to insult their profession as housewife in the destination countries. However, the situation has now changed a bit. People, especially officials in the Ministries, now refer to these women migrant workers with more respect. Host countries’ policy towards women migrant workers from Bangladesh, especially in Saudi Arabia, has also improved, especially with regard to ensuring the rights of these migrants.”[footnoteRef:140] [140:  Interview with a national stakeholder from Bangladesh.] 




However, the extent to which impact will be achieved strongly depends on the capacity and willingness of the CPMS to not only adopt, but implement the new laws, policies, frameworks, etc. In this regard, the relatively short timeframe of the GOALS programme hinders the PUNOs from providing technical support not only to the design of policies, but also to their implementation. 
According to some national key informants, the programme had limited impact on the working and living conditions of women, primarily due to deeply rooted socio-cultural barriers that present a significant challenge. These barriers restrict the programme’s reach and its ability to positively influence working women. Additionally, the challenges faced by women migrants are exacerbated by limited access to informed decision-making.[footnoteRef:141] [141:  Interview with a national stakeholder from Pakistan.] 

[bookmark: _Toc155871482][bookmark: _Toc161300605][bookmark: _Toc161305774]To what extent are there signs of impact on the work of non-state actors?
To what extent are there signs of impact on the work of non-state actors (CSOS/TUS/employer organisations)?
	Key finding 28: Survey results and interview data show that signs of impact on the work of non-state actors are visible as well.


Interview data show that migrant workers are now better informed about labour migration due to efforts by non-state actors in promoting and providing information about both origin and destination countries. When asked if their organisation was now able to better represent/advise/provide services to migrant workers, nearly 80% of the survey participants responded positively.[footnoteRef:142] [142:  Survey results for GOALS evaluation. Question 22: “My organisation is better able to represent/advise/provide services to migrant workers.”] 

[bookmark: _Toc161300639]Figure 11. Perceived improved capacity of non-state actors to provide support to migrants
Source: Survey conducted by the evaluation team, data for non-state respondents (n=42). “My organisation is better able to represent/advise/provide services to migrant workers.”
Some signs of impact include increased trust among migrant worker communities, including women, towards union organisations: ’Another positive outcome is the increased trust built among the migrant worker communities, including women, towards the union organisations. Additionally, there is a greater openness and willingness from unions in destination countries to organise migrant workers. I must mention that our affiliated union in Bahrain has established the Domestic Workers Union, with most of its members being migrant women workers. This is a significant development, but as you mentioned, we still need to work on increasing the number of such unions and organisations.[footnoteRef:143] [143:  Interview with programme staff.] 

At the regional level, collaborative engagement between governments and non-state actors at different levels has strengthened, highlighting the shared responsibility in enhancing overall labour migration governance.[footnoteRef:144] Interview data point to a more comprehensive representation of stakeholders in discussions. Trade union members, employers, and women’s organisations were regularly included in thematic area working groups as a result of this collaboration. The tri-agency collaboration brought diverse strengths and constituents to the table, enriching the discussions. Unlike previous government-centric discussions, the collaboration allowed for a more inclusive dialogue involving various stakeholders, contributing to a more comprehensive and enriched policy.[footnoteRef:145] [144:  Interview with a regional stakeholder.]  [145:  Interview with programme staff.] 

At the national level, in India, the programme created an opportunity of collaboration with different government departments. This collaboration allowed an understanding of referral places for workers, increasing awareness and sensitivity to the needs of the workers. Working together with different entities enabled bridging of gaps and effective utilisation of available resources.[footnoteRef:146] [146:  Interview with a national stakeholder from India.] 

Moreover, the interviewees pointed to an increased enthusiasm and expanded possibilities. Collaborating with the government has enhanced their skills, capacities, and understanding, making them valuable resources. This has not only resulted in personal growth but has also had an overall impact on the organisation, enabling effective collaboration with different departments and individuals.[footnoteRef:147] [147:  Interview with a national stakeholder from India.] 

In Bangladesh, the GOALS programme provided a platform to RMMRU that facilitated collaboration among all stakeholders, significantly strengthening networking through the GOALS programme.[footnoteRef:148] The GOALS programme also had a positive impact on capacity building training for area leaders (returnee female migrants) from regional centres. Furthermore, the programme also increased opportunities for team-building and networking with other NGOs focused on female labour migration in Bangladesh. GOALS also contributed to incorporating the voice of female labour migrants in the training module, enhancing the inclusivity of the programme.[footnoteRef:149] [148:  Interview with a national stakeholder from Bangladesh.]  [149:  Interview with a national stakeholder from Bangladesh.] 

[bookmark: _Toc161300606][bookmark: _Toc161305775]Sustainability
According to OECD/DAC criteria, sustainability is defined as the capacity of the programme results to endure over time while maintaining positive outcomes. The analysis aims to gauge the programme’s long-term viability, with a particular focus on new practices or policies developed, and regional cooperation platforms.
[bookmark: _Toc161300607][bookmark: _Toc161305776]To what extent is the programme likely to be sustainable?
To what extent do the CPMS and NSAs have sufficient ownership of the programme results?
	[bookmark: _Hlk158641797]Key finding 29: While some signs of ownership of CPMS were found, several concerns regarding ownership were voiced as well. NSAs were highly committed to maintaining GOALS results.


Notably, in comparison to all KIIs, fewer government representatives than needed were interviewed (government representatives comprised 28% of all interviews [footnoteRef:150]), which made it difficult to assess ownership of governments. [150:  As noted in the KIIs description section, among the 50 interviews, 14 interviews were with government representatives. ] 

Based on the interviews conducted, partner governments were supportive of the results and believed they should be continued, but few examples of proactive ownership were found. Bangladesh, which chaired the TAWG on Fair and Ethical Recruitment, expressed its commitment to move forward on fair and ethical recruitment, which is a notable achievement, also supported by programmes other than GOALS.[footnoteRef:151] After reintegration activities were completed, Sri Lanka, also a chair of the Skills and Qualifications TAWG, was engaged and committed to scale up activities in reintegration support.[footnoteRef:152] This shows that countries benefiting from multiple activities and projects on one specific area – either by separate activities in Bangladesh or activity pilots in Sri Lanka – have more ownership. These examples also support the finding that “having an opportunity to chair a TAWG meeting is an excellent way to build the capacity of Member States in both diplomatic endeavours as well as technical expertise in the TAWG’s thematic area.”[footnoteRef:153] In Nepal, interviews reported that the government take the results of GOALS as their own.[footnoteRef:154] [151:  Multiple other projects concerning fair and ethical recruitment were ongoing at the time in Bangladesh.]  [152:  Interviews with stakeholders from Sri Lanka.]  [153:  UPENDO: Assessment of the Thematic Area Working Groups (TAWGs) of the Colombo Process and the Role of the Colombo Process Technical Support Unit (CPTSU), September 2023.]  [154:  Interview with multiple stakeholders from Nepal.] 

In some instances, the ownership of countries can be scrutinised. Some of the national interviewees signalled that they would like to see more commitment and coordination from the government’s side[footnoteRef:155] or they would like to see more coordination on the government level.[footnoteRef:156] This was the case in Nepal, where, although the government expressed that the Programme helped in raising their self-confidence to address issues, another state body noted that there is a need for legal recognition and support from the government for full ownership and capacity.[footnoteRef:157] [155:  Interview with multiple stakeholders.]  [156:  Interview with national stakeholder from Sri Lanka and Bangladesh.]  [157:  Interview with national stakeholder from Nepal.] 

Similarly in Pakistan and Sri Lanka, despite reported ownership, only one stakeholder elaborated on actions to be taken. In some cases, contact with the GOALS team was limited to a few specialised government agencies, making it difficult to enhance ownership. For instance, a stakeholder in India noted, that the central government did not participate in major consultations, and there is a lack of response and participation,[footnoteRef:158] which is needed for scaling up activities of the reintegration pilot.  [158:  Interview with stakeholder from India.] 

Some of the frameworks established also rely on continued support from UN agencies instead of transferring responsibility to other – government-led – bodies. For example, it was noted that since SAARC has not yet taken ownership of the SAQRF, the ILO will fund related activities needed[footnoteRef:159] to make progress in implementing the framework. The need for continued support could be either due to a lack of commitment, resources or broad political support established in the respective countries. [159:  Interview with programme staff.] 

Non-state actors, including most representatives of employers reported that they own the programme results. Civil society partners and regional trade unions have a long history of advocacy or service provision for migrants and aim to continue their activities.[footnoteRef:160] For instance, ITUC remained committed to maintaining the tools employed, such as MRA Migrant Adviser. Research organisations were also engaged. For instance, representatives of the SALAM network said that the network has plans to continue activities if there is no further funding, including a plan to apply for joint funding.[footnoteRef:161]  [160:  Interview with external stakeholders.]  [161:  Interview with external stakeholders.] 

To what extent is it likely that the regional and national-level results will be sustainable in the future? How well do they address the future needs of stakeholders?
	Key finding 30: Some of the supported platforms face difficulties in their sustainability despite their potential, due to multiple external factors and difficulties in funding.
Key finding 31: Despite high potential for sustainability of national-level mechanisms or policy frameworks (due to their relevance, timeliness, and integration into local actors’ activities), many stakeholders noted that lack of support with implementation will affect the momentum.


Maintaining the results achieved in the Colombo Process TAWGs faces significant challenges.[footnoteRef:162] The absence of a Chair poses an obstacle, given that the Chair allocates funding from the self-financing mechanism, organises Senior Officials’ or Ministerial meetings, and oversees implementation of recommendations. There are indications that countries are willing to assume the Chair’s responsibilities. Despite emphasising the need for independent financial support for the TAWG meetings, the limited interviewee data point to the partners’ inability to obtain them. For instance, one of the stakeholders said they are not very familiar with searching for financial support for the platform.[footnoteRef:163] [162:  UPENDO: Assessment of the Thematic Area Working Groups (TAWGs) of the Colombo Process and the Role of the Colombo Process Technical Support Unit (CPTSU), September 2023.]  [163:  Interview with regional stakeholder.] 

Financial constraints of most CP countries, primarily lower-middle-income countries with Afghanistan and Nepal classified as low-income, raise concerns about the availability of funding at the national level. Recommendations made in the TAWG assessment to support the sustainability of the CP – to improve ownership – included increasing their visibility, monitoring and formalising the link between TAWGs and Senior Officials’ and Ministerial meetings,[footnoteRef:164] and introducing a more flexible modality to focus on fewer, but overall, the most relevant issues for CPMSs.  [164:  UPENDO: Assessment of the Thematic Area Working Groups (TAWGs) of the Colombo Process and the Role of the Colombo Process Technical Support Unit (CPTSU), September 2023.] 

The sustainability of the SALAM network was analysed in the mid-term evaluation, since then, the GOALS programme team developed a sustainability strategy note for it. Stakeholders were mostly optimistic about the future of the platform, as one event in January 2024 was already organised signalling ongoing efforts to maintain results. However, one stakeholder expressed that there is still no “viable solution” to continuing funding.[footnoteRef:165] The MRA platform has been online and in use by migrant workers in the region and will likely remain sustainable – the programme’s contribution lies in the support given to the NSAs to ensure that migrant workers are aware of the function.  [165:  Interview with national stakeholder.] 

As detailed in the relevance section, the interventions were highly relevant to national actors, which supported sustainability, according to stakeholders. Examples of practices which elicited government commitment to continue are reintegration support in Sri Lanka,[footnoteRef:166] Skills Passport piloting in Pakistan, and the increased interest and engagement in Nepal and Bangladesh to regularise sub-agents – however, stakeholders in the letter case noted that new policies are needed.  [166:  Interview with national stakeholder from Sri Lanka.] 

More ownership of governments, more coordination on the national level and monitoring would further support sustainability. For instance, a stakeholder in Bangladesh noted that a monitoring system should be set up to make further progress and that "the government needs to take the lead.”[footnoteRef:167] Stakeholders in Sri Lanka expressed concern that the lack of TAWG meetings will halt progress on national policies: “The ongoing dialogue provides motivation and opportunities to learn new best practices. Discontinuation may impact the momentum and make it more challenging to sustain these positive initiatives.”[footnoteRef:168] Other stakeholder in the country listed that "supporting coordination mechanisms at sub-national level” and financial, as well as structural support (capacity building) are required to maintain results, because “Without further support, it would be difficult to sustain these mechanisms.”[footnoteRef:169] A stakeholder in Nepal also noted that coordination between ministries is paramount if progress is to continue.[footnoteRef:170] [167:  Interview with stakeholder from Bangladesh.]  [168:  Interview with regional stakeholder.]  [169:  Interview with stakeholder from Sri Lanka.]  [170:  Interview with national stakeholder in Nepal.] 

Stakeholders also believed that more support is needed in sustaining the implementation of policies or practices. Stakeholders from Sri Lanka said that more activities are needed to progress on skills assessment to sustain progress.[footnoteRef:171] A stakeholder from Pakistan also noted that “Constant coordination and pragmatic efforts would make the programme more sustainable and productive. The political instability in the country and non-implementation of policies and plans can obstruct the programme.”[footnoteRef:172] Concerning the future of the SAQRF, stakeholders believed that its implementation will take time, and many believed that its success will depend on whether other countries will reference the framework –which they were not sure of.[footnoteRef:173] In Nepal, a stakeholder noted that in order to progress on initiatives of fair and ethical recruitment, more awareness-raising activities for migrants are required.[footnoteRef:174] [171:  Interview with national stakeholders.]  [172:  Interview with national stakeholder from Pakistan.]  [173:  Interview with regional stakeholder and stakeholder from Nepal.]  [174:  Interview with national stakeholder from Nepal.] 

Multiple stakeholders noted that improving cooperation/relations with other countries, i.e. destination countries, or improving bilateral agreements would significantly help with sustaining results, and lack of improvement in this area can hinder it. For instance, a regional actor noted that “the government has pledged to protect the migrant’s equivalent to one month's salary, but the implementation is lacking due to the absence of a bilateral agreement between the two countries.”[footnoteRef:175]  [175:  Interview with a regional stakeholder.] 

The team employed multiple strategies to support the sustainability of these practices, policies, and frameworks. ILO will continue funding activities to implement the SAQRF framework. PUNO’s other projects will also support sustainability, for instance, ILO Reintegration Project and MIRIDEW, to continue activities in Bangladesh and Nepal; and involvement of the Refugee and Migratory Movements Research Unit (RMMRU) in Bangladesh to continue advocacy work.[footnoteRef:176]  [176:  GOALS Annual Report 2023, to be published June 2024.] 

Many outputs were relevant for CPMS and to understand gaps in policymaking and services, but more activities could have been done to ensure that these results address the future needs of stakeholders in practice. For instance, the “Gender Assessment of Skills Development Opportunities for Women Migrant Workers from Sri Lanka” revealed gaps in the provision of skills development in the country, while studies on the Rehabilitation and Reintegration of Bangladeshi and Nepali workers at the time of COVID-19 illuminated gaps in reintegration support. Activities supporting quality and gender-disaggregated data were also important for sending countries who are in the process of improving their data systems. However, as mentioned above, it is not certain that all tools will be used by countries.
Although involvement of NSAs in high-level policy discussions can have a long-term positive effect on addressing the needs of stakeholders, stakeholders emphasised the need for a bigger emphasis on capacity building for these stakeholders within the programme design. They believed that, given the evolving challenges in labour migration governance, and a limited practice of tripartism, many government representatives and NSAs lack the necessary level of preparedness to sustain the results.
Furthermore, interviewees see a need to address the challenges faced by female workers in destination countries, such as Saudi Arabia. Specifically, visa restrictions and the lack of safe working conditions, were not adequately addressed by the GOALS programme: “I found that holistic approach (by engaging the destination courtiers) was missing in the GOALS programme”.[footnoteRef:177] [177:  Interview with a national stakeholder from Bangladesh.] 

[bookmark: _Toc161300608][bookmark: _Toc161305777]What factors may influence sustainability? 
	Key finding 32: Increased awareness and strengthened collaboration can support sustainability, while institutional instability, lack of resources and harmonised commitment can hinder it.


Multiple factors can support maintaining the results of the Programme. Since the Programme has contributed to increased awareness among stakeholders of labour migration governance challenges, especially challenges faced by women, activities will likely receive adequate attention – by the partaking partners. Regional-level cooperation can be fruitful for incentivising national-level interventions – as shown – if country ownership and commitment are present. Engagement of NSAs and their networks is also crucial, a stakeholder suggesting that a more “grassroots-level approach” could have even increased it.[footnoteRef:178] Cooperation among PUNOs, and more multiple-agency programmes can also support sustainability, because they allow for knowledge sharing between and inside of UN organisations, making it more likely that they will build on GOALS’s knowledge products and lessons learned.  [178:  Interview with national stakeholder from Sri Lanka.] 

Political instability, lack of resources and high turnover among government officials can hinder results. Lack of resources affects the sustainability of CP, and national-level implementation. Face-to-face TAWG meetings proved to be the most efficient, but they were also costly. The CP process itself is hindered by the lack of a Chair to organise high-level meetings and a lack of clear funding arrangements. The assessment also noted that there are no clear monitoring mechanisms, and therefore, it is not certain that all activities will be implemented among the TAWGs’ tasks. Many government representatives noted that they lack resources to continue activities on the national level, and added that the lack of a functioning data system is a major hindrance to sustainability.[footnoteRef:179] [179:  Interviews with national stakeholders.] 

[bookmark: _Toc161305778]Conclusions
Taking into consideration all findings across the evaluation criteria, countries, and data sources, the evaluation team has prepared the following conclusions.
The GOALS programme was designed to address the needs of a vulnerable population in the South and South-East Asian region, namely migrant workers, and women migrant workers in particular (Key finding 3). The programme reacted in particular to the needs of the Colombo Process Member States to enhance labour migration governance in the CP region and address gaps in the knowledge, data, and capacity of CPMS to put into place effective and gender-sensitive labour migration mechanisms. (Key findings 1, 2)
The COVID-19 pandemic had already commenced when GOALS was launched. Global studies on COVID-19 and migrant workers point out that the pandemic worsened migrants’ vulnerability and led to unprecedented return processes. The fact that the pandemic did not affect the relevance of the programme, but rather enhanced the relevance of the activities and objectives, demonstrates that the chosen activities were directly in line with capacity gaps of CPMS and were the most suitable to address key vulnerabilities of migrant workers and women migrant workers in particular, in the CP region. (key finding 6). However, limited attention was paid to countries of destination, despite their important role in migrant protection.
Despite the delays caused by the pandemic, little adjustments were needed in the overall Theory of Change and execution of the programme. The programme was able to meet or exceed most of its outcome and output targets and made important progress towards the envisaged outcomes (key findings 12-15). Actionable commitments from CPMS increased; however, by the end of the programme, a few examples of achieved policy changes are visible and the continuation of CP might be needed to sustain commitments. Evidence base also increased; however, data gaps are still notable (key finding 14). In the national level, reintegration pilots were successful, and ownership was expressed to maintain them; progress were made towards skills development, and fair and ethical recruitment, with more areas remaining for improvement (i.e. inclusion of the private sector). Furthermore, the programme achieved various unintended outcomes linked to peer learning exchanges between countries on a variety of topics, demonstrating how the programme has promoted and enhanced collaboration between CPMS on labour migration (key finding 26). 
The capacity building aspect integrated across all outcome dimensions, in combination with the perceived relevance and importance of the programme, ensured that outcomes could also be achieved through the effective use of tools by stakeholders (key finding 15). The tri-agency approach ensured that all developed tools and mechanisms are holistic, benefiting from the migration, the labour, and the gender perspectives and expertise simultaneously (key finding 16, case study 4). The “elevator approach” used to bring both national results to the regional level, and using regional activities to the national level, was proven effective as well (case study 3). 
The achievement of these results was supported by the cohesive teamwork within the programme team, the supportive role extended to external stakeholders, and the effective utilisation of technical resources from partner agencies (key finding 16, 22). At a national level, the financial and technical support received from the UN Agencies has been considered an important factor. The outbreak of the COVID-19 pandemic and the fall of the internationally recognised government in Afghanistan posed significant barriers to the programme implementation. Lastly, the effectiveness of communication and information sharing at the CP level was somewhat criticised. Some stakeholders believed that more follow-up on issues raised in TAWG meetings would be desirable (key finding 24).
As the objective of the programme was to create results particularly for women, the programme was expected to have mainstreamed gender throughout its design and implementation, resulting in concrete achievements positively affecting women. The programme has indeed included research on gender in migration in the programme’s background research and design, ensuring that activities were organised with a gender lens. (key finding 17-21, case study 1 and 5)
The GOALS programme endeavours played a crucial role in shaping a more supportive environment for migrant workers. Efforts to improve the policy environment, and develop labour legislation, and regulatory frameworks contribute significantly to long-term impact (key finding 26, 27). The inclusion of gender perspectives in these efforts enhances their impact on the lives of migrants and their families. However, the actual achievement of safe, orderly and regular migration, with support for migrants’ rights, will depend on the ability of national and regional stakeholders to take the results further in the upcoming years. (key finding 27)
However, several stakeholders expressed concern that CPMSs did not sufficiently develop ownership for results. Although there is a growing awareness of pertinent issues and a recognised value of GOALS activities, partner governments were uncertain about the future of results. (key finding 29) Some frameworks established also rely on continued support from UN agencies instead of transferring responsibility to other – government-led – bodies (key finding 30, 31). These findings may affect both the impact and sustainability of the programme in the future.


[bookmark: _Toc161305779]Lessons learned and good practices
Lesson Learned #1: Sustainability is highly dependent on eliciting political commitment, which should therefore be a priority of the programme from the start of its design. The programme design relied on the effectiveness of TAWG meetings to elicit actionable commitments from the partner organisations. It would have been beneficial to include activities and methods to engage partner governments at the design phase of the programme. For instance, the programme could support a shared vision for the region by following up and encouraging partner governments to ensure that activities and commitments are carried out. Additionally, longer term national-level structures that include all stakeholders – for instance policy committees could be established to encourage policy dialogues. This would have increased political commitment from the beginning of the programme, paving the way for long-term sustainability. 
Lesson Learned #2: The number of countries that receive in-depth support should depend on the resources available from development partners. If there are not sufficient resources available for technical support at the national level, the programme’s impact and sustainability are at risk. Governments may not have the capacity to continue working on labour migration governance if technical support is insufficient. 
Good Practice #1: The use of a tri-agency approach can create greater harmony and coherence among agencies and their other ongoing projects, as well as provide more specialised support in complex projects (e.g. migration by IOM, labour standards by ILO, gender sensitivity by UN WOMEN) and therefore provide more comprehensive support to the stakeholders. The benefits of the tri-agency approach outweigh any downsides related to efficiency, because it paves the way for long-term cooperation inside the UN system. 
Good Practice #2: Parallel support to regional platform and national level implementation supports dialogue and multi-stakeholder engagement. Dialogue is valuable because, first, labour-sending countries can share similar issues in labour migration governance, and thus, they can learn from each other. Second, since the development of countries towards labour migration is varied, some countries might be more advanced in some areas, but less in others. Therefore the regional platform can complement practices in areas where some countries are less advanced. Regional platforms are also important in supporting regional NSAs, who have a unique understanding of the grievances of migrant workers. Lastly, national level implementation – although somewhat moderate in some countries – can inform regional models. Already, lessons learned from piloting gender-based reintegration models in India and Sri Lanka can inform the model.
Good practice #3: Peer learning and study visits have proven to be effective both in achieving the official programme objectives as well as activities and initiatives beyond the programme’s scope. Achievements brought forth in one country were presented to other countries during study visits, resulting in the fact that such achievements were also reached in countries where they were not initially foreseen to be implemented. The GOALS programme focused on enhancing the interest in collaboration among CPMS members, which has stimulated these results.

[bookmark: _Toc161305780]Recommendations 
Based on the findings of the evaluation, and its conclusions, the following recommendations have been developed for future programming on labour migration in the region. They were validated with stakeholders and programme staff during two validation workshops.
1. Dedicate specific attention to ownership and sustainability of the programme results.
The evaluation found that, despite the achievements made, a limited sense of ownership was perceived by stakeholders both at regional and at national level. They were not always sufficiently involved, to ensure that they would have the ownership to continue working on labour migration governance. Future programming should focus on the following actions:
· Together with key stakeholders, develop a sustainability plan at the start of the programme.
· Ensure that key stakeholders play a leading role in introducing and implementing policy change.
· Encourage government officials to lead the organisation of events, workshops, etc.
· Adopt a “scaffolding approach” by commencing with comprehensive support for reforms and slowly reduce support step by step until the government can continue the work independently. 
	Addressee
	priority
	Timeframe
	corresponding findings

	PUNOs and key stakeholders involved in future programmes
	High
	At the design and inception phases of future programmes
	29, 30, 31, 32



2. Enhance the focus on collaboration with countries of destination, particularly in the context of designing and negotiating bilateral labour migration agreements.
The GOALS programme touched, to some extent, on the topic of bilateral labour agreements. The training and activities on this topic (including the gender dimension) were considered highly relevant by stakeholders, particularly due to their understanding that migrants can only be sufficiently protected if the country of destination is engaged in the labour migration governance as well. Future programming should include the following dimensions:
· Support to the CPMS on how they can jointly negotiate labour migration agreements. 
· Support to the TAWGs and CPMS on closing bilateral labour migration agreements.
· Act as mediator and facilitator between the countries of origin and destination.
	Addressee
	priority
	time frame
	corresponding findings

	PUNOs, donors, and key stakeholders involved in future programmes
	High
	At the design stage of the programme
	1, 13 


3. Ensure that future programmes include an inception phase to establish the managerial and conceptual foundations of the programme.
The absence of an inception phase in the programme has created several challenges in its implementation. The evaluation found that the absence created initial delays, prolonged difficulties in staff recruitment by some agencies, led to resource constraints at the national level for key positions, and to a lack of stakeholder awareness regarding the comprehensive coverage of the programme. Future programming should focus on the following actions:
· Dedicate an initial inception phase solely for recruitment, stakeholder engagement, needs assessments, set-up of the M&E system, development of sustainability plans, etc.
· Agree on the management set-up from the start (based on the programme needs) to ensure that all agencies are fully on board and have assigned responsibilities before commencing activities.
	Addressee
	priority
	time frame
	corresponding findings

	PUNOs and key stakeholders involved in future programmes
	High
	At the design stage of the programme
	24, tri-agency case study, mid-term evaluation



4. Continue exploring opportunities to enhance the tri-agency approach (or One-UN approach) in development programming, particularly for labour migration governance.
The GOALS programme is an excellent example of a development aid programme addressing a complex issue requiring the expertise of multiple agencies. The topic of the GOALS programme includes migration (IOM), labour standards (ILO), and women’s rights (UNWOMEN) and therefore lends itself to a tri-agency approach. Future programming should focus on the following actions:
· Further exploring the One-UN approach at country level, where, instead of having three different offices, the programme could establish “one team” for the programme.
· Exploring with donors the opportunity to fund additional programmes that build on GOALS and rely on a partnership of the three agencies to provide coherent, strategic support.
· Introduce other mechanisms for collaboration outside the scope of the specific programme. For example, following GOALS, introduce a platform or mechanism for regular meetings between the three PUNOs to discuss progress regarding labour migration governance in the region and jointly explore other projects.
· Where relevant, in projects involving one UN agency, invite members of the other agencies to provide training, review, technical support or other input necessary based on their expertise. 
	Addressee
	priority
	time frame
	corresponding findings

	PUNOs involved in future programmes, donor organisations, and other potential partners
	Medium
	Medium-term, during the conception of new programmes
	16, 23, case study on tri-agency approach


5. Continue supporting regional organisations and regional structures to enhance labour migration governance at both regional and national levels.
The GOALS programme, particularly the dual regional and national focus, has proven the value of working on the regional level. As the ownership and capacity of national governments is not yet fully sufficient, regional organisations and frameworks may provide support to national governments (e.g. the peer learning and adoption of regional frameworks). Furthermore, a regional structure can hold national governments somewhat accountable if they are lagging behind. Therefore, the three agencies are recommended to continue their support for the CP processes and TAWGs, for example:
· Through regular technical support for the development of regional policies and frameworks.
· Through follow-up programmes on the implementation of regional solutions at national levels.
	Addressee
	priority
	time frame
	corresponding findings

	PUNOs and key stakeholders involved in future programmes
	Medium
	Short term as not to lose momentum
	29, 30, 31, 32



6. Enhance attention to societal perceptions of (women) migrants, for example through more active collaboration with grassroot organisations. 
The evaluation found examples of challenges associated with societal perceptions and negative stereotypes related to women's labour migration, especially during the reintegration phase reported in some countries. As the rights and treatment of migrants strongly depends on the implementation of laws and policies on the ground – by the employer – the actual achievements to support women migrants’ rights is affected by the perceptions of employers as well. Future programming should focus on the following actions:
· Continued capacity building efforts at national level, for employer representatives, on the added value of migrant workers and the legal obligations for the rights and treatment of migrant workers.
· Continued capacity building efforts for grassroot organisations on the (new) frameworks being established through GOALS, and how these can be used to help migrant workers integrate in society.
· Promote the inclusion of gender-sensitive language in such activities and promote activities aimed at empowerment of women migrants and their representative organisations.
· Enhanced budget and attention for the visibility of programme activities, to also demonstrate the value of the programme, and the value of migrant workers, more broadly in the region. 
	Addressee
	priority
	time frame
	corresponding findings

	PUNOs in collaboration with NGOs
	High
	Medium-term, accompanying recommendation 5
	18, 19



7. Allocate time for implementation of new laws, policies, and frameworks within the programme timeline.
The GOALS programme has contributed to the development and adoption of various frameworks, models, tools, and to commitments for policy change at national level. To ensure that these frameworks become effective on the ground, they need to be implemented as well. This includes various dimensions:
· Integration of the new policy (and its conditions) in budget lines and government planning to ensure that resources are allocated for its implementation.
· Training of staff (e.g. labour inspection, qualifications agencies) on the provisions of the new laws and policies and how to apply them during their work.
· Updating related documentation and procedures to align with the new policies and legislation.
Policy reform can be a highly lengthy process which is often not within the scope of development programmes. However, the extension of the timeline by at least one year after policy adoption can at least provide a starting point. Then, the action points under Recommendation 1 can be applied here as well. 
	Addressee
	priority
	time frame
	corresponding findings

	PUNOs involved in the design of future programmes and donors
	Medium
	In the design phase of future programmes
	29, 30, 31, 32


[bookmark: _Toc161305781]Annex 1. Case studies 
[bookmark: _Toc161300613][bookmark: _Toc161305782]Case study on gender mainstreaming in the programme design
This case study explores to what extent the concept of gender was mainstreamed throughout the GOALS programme, considering its overarching principles and objectives, its design, implementation, and M&E. Gender mainstreaming, in this regard, is measured beyond the mere implementation of activities targeting women, but considers whether gender equality has been included in all dimensions of the programme
	The 1997 agreed conclusions of ECOSOC defined gender mainstreaming as: “The process of assessing the implications for women and men of any planned action, including legislation, policies or programmes, in all areas and at all levels. It is a strategy for making women’s as well as men’s concerns and experiences an integral dimension of the design, implementation, monitoring and evaluation of policies and programmes in all political, economic and societal spheres so that women and men benefit equally and inequality is not perpetuated. The ultimate goal is to achieve gender equality.”



UN Women adds in this regard that gender equality is the overarching and long-term development goal, while gender mainstreaming is a set of specific, strategic approaches as well as technical and institutional processes adopted to achieve that goal.[footnoteRef:180]  [180:  https://www.unwomen.org/en/how-we-work/un-system-coordination/gender-mainstreaming ] 

· Inspired by the definition of ECOSOC and UN Women, the case study assesses to what extent GOALS integrated gender perspectives and considerations in terms of its:Overarching approach and design
· Implementation
· Results
· Monitoring and evaluation
Overarching objectives and principles
The overarching objective of the programme “labour migration is safe, orderly and regular for all women and men from Colombo Process Member States through strengthened collaboration and effective migration governance” refers particularly to both men and women, highlighting both as distinct target groups of the programme. According to the initial Project Document, GOALS envisioned a three-year strategic and comprehensive focus for positive change, increased social and economic benefits for women and men migrant workers, their families, and the countries of origin.[footnoteRef:181] [181:  JOINT PROGRAMME DOCUMENT. Governance of Labour Migration in South and South-East Asia (GOALS), July 29, 2020.] 

While the outcomes under the overall objective do not refer to gender, the Project Document indicates that “all interventions identify and address the barriers facing gender equitable labour migration” and that “the empowerment and protection of women and men migrant workers’ rights and the strengthening of links between regional discourse and national action, will cut across all key intervention areas proposed under this programme.”
	“The programme will promote equality for women migrant workers using a cross-cutting, gender mainstreaming approach, in line with the Kathmandu Declaration’s commitment to mainstream a gender lens into all working group discussions in order to address the specific needs and vulnerabilities of women migrant workers, and promote equal opportunities for them.”[footnoteRef:182] [182:  JOINT PROGRAMME DOCUMENT. Governance of Labour Migration in South and South-East Asia (GOALS), July 29, 2020.] 




Additionally, the Project Document refers to the Global Compact for Migration and its gender-responsive principle which “seeks to mainstream a gender perspective, promote gender equality and the empowerment of all women and girls, and to move away from addressing migrant women primarily through a lens of victimhood.” It also refers to CEDAW recommendation nr 26 which provides a “framework for developing gender-responsive migration policies to eliminate discrimination in line with State obligations under CEDAW.”
Therefore, from a theoretical perspective, the evaluation concludes that the overarching approach to the programme was guided by international frameworks for woman migrants and women’s rights, and that the needs of women migrants were proposed to be included as horizontal and cross-cutting concern throughout the programme.
However, there is also some information missing. The Project Document refers extensively to lessons learned from previous ILO and IOM programmes in the region but does not refer to lessons learned from prior programmes supporting women migrants (or other programmes, for example by UN Women). The engagement of UN Women at a later stage in the programme’s design phase may have been one of the reasons that the assignment was to a lesser extent built upon their experiences and lessons learned (reference was made only to the “Empowering women migrant workers in South Asia through the implementation of Standard Terms of Employment (STOEs) project”). 
Programme design
Gender mainstreaming in programme design applies to the development of the ToC and the design of specific methodologies or approaches for the implementation of activities supporting the achievement of the objectives. 
Interviewees noted that the value of UN Women was indispensable in the programme: ‘UN Women’s contribution, albeit smaller in scale, played a crucial role in gradually building awareness and understanding of the significance of incorporating gender perspectives into the programme. Over time, there has been progress in clarifying why gender considerations are essential and what value they bring to the programme.’[footnoteRef:183] Another interviewee at national level noted that “the involvement of UN Women ensured that gender considerations were woven into the fabric of our project.” [183:  Interview with programme staff. ] 

The Project Document comprises a detailed background/situation analysis reflecting on the needs of women migrants and the challenges faced by migrant women in the CP region in general. However, in the description of specific migration-related topics, the specific needs of women are not always highlighted (e.g. the analysis of recruitment practices, sustainable reintegration, or skills development). It is therefore not clear from the Project Document why those dimensions were chosen in relation to the overall objective of improving labour migration governance for women migrants.
A lack of clear information on the gender dimension of these aspects of migration could hinder the development of gender-sensitive fair and ethical recruitment procedures. However, to some extent, this gap was addressed through the commissioning of various studies related to gender and migration, for example the two Gender Assessments of Skills Development Opportunities for Women Migrant Workers from Sri Lanka and Pakistan. 
While UN Women supported the programme from the beginning, the Programme Specialist was fully on board only in April 2021, which, according to some interviewees, limited the ability of UN Women to fully participate in the design of the GOALS programme. When it entered the programme’s design phase later, it assumed a lead role and engaged a consultant to refine the programme’s design within the existing context and budget.[footnoteRef:184] [184:  Interview with a regional stakeholder. ] 

Programme implementation
The integration of gender in the programme activities was twofold. Firstly, the evaluation found gender-specific activities, such as the capacity building workshop for CP Member States on “Gender-responsive migration governance” and the various gender-sensitive tools and gender-related studies that were carried out. 
Secondly, the programme aimed to introduce a gender lens in its more general labour migration policies. For example, an increase in gender equality and human rights themes was observed in TAWGs meeting agendas and work plans alike, as it was decided to integrate gender equality as cross-cutting theme in all five TAWGs.
According to the survey results, government and non-state entities alike reported an improved awareness among their colleagues regarding the rights and needs of migrant women as a direct result of their involvement in the programme's activities and initiatives. Similar examples emerged also during the interviews with stakeholders at the national level who reported positive changes within their organisations and their work.[footnoteRef:185]  [185:  Interviews with national stakeholders from Sri Lanka and Pakistan.] 

[bookmark: _Toc161300640]Figure 12. Perception of governmental and non-state actors ABOUT THEIR COLLEAGUES improved understanding on the needs and rights of women migrants

Source: Survey conducted by the evaluation team, disaggregated by governmental and non-state respondents (n=75). “To what extent do you agree or disagree with the following statement: My colleagues started demonstrating a better understanding of the needs and rights of women migrants.”
Consultations with stakeholders indicate that many stakeholders believed that government representatives from CPMS engaged in the TAWGs remain open to the idea of making the Colombo Process more gender-responsive. A case in point comes from Nepal which advocated for the creation of a dedicated TAWG specifically focusing on gender equality.[footnoteRef:186] Instead, it was agreed that gender equality and human rights would be mainstreamed throughout all TAWGs. [186:  Draft Report CP TAWGS and CPTSU Assessment.] 

In addition, the programme contributed to the generation of statistics and data regarding the situation of labour migrants, encompassing gender-related data. GOALS provided training to officials from national statistical offices, policymakers, representatives of employers and trade unions, academia as well as civil society on the techniques for measuring and analysing labour migration statistics.[footnoteRef:187]  [187:  GOALS Annual Report, Final, June 2023.] 

It is noteworthy to underline that the contribution of GOALS to gender-related data were highly appreciated among the interviewees due to the extensive lack of data on labour migration and especially the lack of gender-segregated data in the region. According to a stakeholder from India “we can only convince our governments to get more sensitive about labour migration if we have data. This data can help us to make the migration safe, orderly and regular, for both women and men.” 
The GOALS programme made a particularly valuable contribution in generating migration and gender-related data, particularly in crucial areas, namely remittances received from women migrant workers, the sexual and reproductive health of migrant workers, the count of migrant workers in detention centres, those reported as missing, and those residing in shelters in destination countries.
However, according to some interviewees, the programme had limited impact so far on the working and living conditions of women, primarily due to deeply rooted socio-cultural barriers that present a significant challenge.[footnoteRef:188] According to an interviewee “When agencies present their reports during PSC meetings, I find that the gender aspect is well reflected. However, when the gender moves to discussions with stakeholders, particularly in the migration governance space, then there is where you understand that more work needs to be done.”[footnoteRef:189] These barriers have restricted to some extent the programme's reach and its ability to positively influence migrant women. [footnoteRef:190]  [188:  Interview with national stakeholders from Bangladesh, Pakistan and India.]  [189:  Interview with a regional stakeholder.]  [190:  Interview with a national stakeholder.] 

Additionally, the challenges faced by women migrants are exacerbated by limited access to informed decision-making. Interviewees emphasised that in many countries in South Asia, labour migration falls under the ministries that largely are dominated by men officials, resulting in limited discussions on gender-related issues. In the words of one interviewee at national level, "Despite women being a significant force in migration within our region, there is a relative invisibility in these discussions.” Potentially, the programme could have made a greater effort to ensure that more women could take part in national-level policy discussions, noting of course that the programme could not have just changed the composition of a Ministry.
Gender-sensitive monitoring and evaluation
Gender mainstreaming also includes applying a gender lens in programme monitoring and evaluation, as well as the data sources. It goes beyond merely reporting the number of female participants (for example) but aims to measure whether higher-level results are indeed applicable equally for men and women.
In the majority of output indicators, a gender dimension is included. For example, output 1.2. is measured by an indicator that does not only check whether women participated in TAWG meetings, but whether they have actually contributed to the meetings, which is a more meaningful way to measure women’s engagement. Other outputs are measured through indicators measuring the development of gender-sensitive tools and frameworks, or the adoption of gender-sensitive tools. 
However, some gaps exist in the measurement of outcomes, specifically outcome 1 on the development of actionable commitments. While not all such commitments need to relate to gender specifically, it would have benefited from one indicator measuring the extent to which CPMS have introduced new laws, policies, regulations etc., with gender-sensitive content. 
Similarly, as gender equality was integrated as cross-cutting topic in all TAWG meetings, it could have been worth creating a gender-sensitive indicator for output 1.1., which measures the increased capacity of CPMS in different thematic areas. This could have been measured through reference to gender equality in the work plans and minutes.
Concluding remarks
GOALS fostered the understanding of CPMS and non-state actors in gender-responsive labour migration governance. It ensured that gender equality was a cross-cutting concern in the overall approach, design, implementation and M&E of the programme. However, external factors related to socio-cultural norms and ministry compositions hindered its full effectiveness for women migrants.
[bookmark: _Toc161300614][bookmark: _Toc161305783]Case study on the South Asia Qualifications Referencing Framework (SAQRF)
Research Question: Which factors influenced the development and implementation of SAQRF? 
Based on the example of Nepal and the application of selected evaluation criteria, what was its relevance as well as the main hindering and enabling factors playing a part in the development of SAQRF? Have there been any overlaps with other initiatives? What is its expected long-term impact?
Background
The SAARC (South Asian Association for Regional Cooperation) was established with the signing of the SAARC Charter in Dhaka on 8 December 1985. Comprising eight Member States – Afghanistan, Bangladesh, Bhutan, India, Maldives, Nepal, Pakistan, and Sri Lanka – the SAARC Secretariat was established in Kathmandu on 17 January 1987. The objectives outlined in the SAARC Charter aim to enhance the well-being of South Asian peoples by fostering economic growth, social progress, and cultural development. Additionally, SAARC aims to strengthen cooperation with other developing countries, collaborate in international forums, and work with similar-minded international and regional organisations.
The SAARC Plan of Action on Migration, endorsed in Kathmandu in May 2016, advocated for establishing a South Asian Qualifications Reference Framework. This framework seeks to standardise skills qualifications across the region, enhancing the recognition of skills held by South Asian migrant workers in their destination countries.
During the IX Inter-Regional Expert Forum on Skills and Migration in the South Asia – Middle East Corridor in New Delhi (July 2017), a key recommendation was to engage with the SAARC Secretariat. The proposal aimed to leverage existing SAARC frameworks on education and migration to support the establishment of a South Asian Qualification Reference Framework. This framework would facilitate the comparison of qualifications across SAARC Member States and improve the acknowledgement of skills among South Asian migrant workers in destination countries.
The ILO played a key role in initiating the development of the South Asia Qualifications Reference Framework (SAQRF) in the latter part of 2020. This involved surveys and interviews, leading to a comprehensive background report (Bateman 2020a).
During the GOALS programme, an Interim Task Force was set up to progress on the validation of the SAQRF. The framework hinalizedinalised in 2022, since then, it received formal approval of the technical team comprised of government bodies from seven South Asian countries. The framework has been formally endorsed by Bhutan and Sri Lanka while five other Colombo Process Member States are currently undergoing that process. 
Purpose
Acknowledging the European Qualifications Framework (EQF) and the ASEAN Qualifications Reference Framework (AQRF) as benchmarks, SAARC Member States endorse the SAQRF. Framed within political and legal considerations, SAQRF serves as a regional policy and instrument, promoting transparency of qualifications and mutual trust. It complements national efforts and aligns with respective laws and practices. 
The SAQRF functions as a referencing tool for national qualifications frameworks in participating Member States, enabling comparisons of qualifications. Emphasising alignment with SAQRF qualification levels, this approach aims to improve recognition, ease student and labour mobility, enhance transparency in qualifications and quality assurance, acknowledge non-formal learning, promote lifelong learning, reinforce regional identity, and align with broader regional initiatives. Furthermore, it establishes a connection to international qualifications frameworks.
Principles of functioning
The SAQRF operates as a neutral influence, grounded in mutual agreements among Member States. It doesn't replace or define national frameworks but uses them for specific qualifications referencing. Employing a hierarchy of learning outcomes, aims to boost transparency, comparability, and transportability of qualifications, promoting lifelong learning and acknowledging prior learning. Member States engage voluntarily, allowing for revisions as needed. The SAQRF undergoes periodic reviews and evaluations in consultation with Member States and regional stakeholders for potential updates.
The primary goal of any SAQRF referencing activity is to improve comprehension and trust in a Member State's qualifications. This involves generating a Member State referencing report following established criteria, obligations, and governance principles. The referencing process emphasises transparency and accessibility, imposing specific conditions and necessitating the formation of a National SAQRF Committee (NSC) in each member state. To reinforce the process and foster trust, an observer from another Member State is incorporated into the referencing activities.[footnoteRef:191] [191:  Draft SAARC Qualifications Reference Framework -with guiding questions.] 

Relevance of the SAQRF in South Asian countries
The framework can satisfy the needs of Colombo Process Member States in multiple ways: it will allow them to improve the recognition of the migrant workers’ skills, introduce harmony between the regional skills recognition systems, thereby also raising the opportunities of these countries to negotiate better with destination countries. Furthermore, it can push these countries to review and strengthen their own vocational and educational qualifications frameworks, such as it happened in Nepal, Bangladesh and Bhutan.[footnoteRef:192] [192:  GOALS Annual Report 2023, to be published in June 2024.] 

The SAQRF framework is particularly relevant in the context of Nepal, as the other SAARC countries, excluding Nepal, have implemented national-level qualification frameworks. While these Member States have completed the partial implementation process under GOALS as a pilot, Nepal is still in the stage where the national framework has been approved but not yet implemented. The SAQRF framework provides valuable insights for Nepal on how to progress more effectively in this regard. The involvement of Nepal in SAQRF serves as a motivating factor, pushing the government to expedite the national framework development process by emphasising the need for cohesive progress.[footnoteRef:193] [193:  Interview with a national stakeholder from Nepal.] 

The main supporting factors to the development of SAQRF framework
Interviews with national stakeholders showed that issues faced by migrants, such as inadequate payment and working conditions have been a major supporting factor to the achievement of SAQRF objectives. To address these concerns, a framework-based certification system has been introduced and is now being implemented. The interviews emphasise the importance of SAARC countries in referencing to the framework, stating that it addresses challenges in labour markets, ensuring recognition of skills and better understanding of qualifications across the region. Therefore, in this context, there is a perception of the SAQRF as a highly desirable framework.[footnoteRef:194] [194:  Interview with a national stakeholder from Nepal.] 

The main hindering factors to the implementation of SAQRF framework
Regarding the development of the SAQRF framework with support from ILO under the GOALS programme, while the document has been well-received by all countries, two key challenges remain. Evidence from interviews points to the issues related to governance and implementation as two main hindering factors. 
First is the issue of endorsement, with only two countries, Bhutan and Sri Lanka, having completed this step. The second challenge pertains to governance, emphasising the need for a national approach as it goes beyond the scope of a single agency. The lack of clarity on who should initiate and govern this process remains, with a positive response from all South Asian Member States but no formal commitment yet. These challenges are identified as lingering factors in the successful implementation of the SAQRF framework.[footnoteRef:195] [195:  Interview with a national stakeholder from Nepal.] 

Expected long-term impact
Interview data reveals that the expected long-term impact of SAQRF implementation in Nepal concerns a shift towards certification-based roles. Although some express concerns about not finding jobs with certificates, the certification system is expected to bring benefits. Finding work in skills-related areas will lead to a more straightforward working environment and increased safety. Implementing a certification system has various positive impacts. It addresses concerns related to payment and creates a more favourable work environment. 
The certification system aims to standardise payment commitments, ensuring consistency in remuneration. Importantly, it contributes to improvements in health security, fostering overall well-being and positively impacting both health and the economy.[footnoteRef:196] [196:  Interview with a national stakeholder. ] 

Impact on organisations 
The interviews with stakeholders revealed that the engagement with the SAQRF framework has significantly supported their organization. They have gained assurance from the government and other agencies regarding operating the vocational qualification system effectively. This recognition has elevated their networking efforts, especially among organisations related to TVET. The programme has provided a platform for communication and collaboration, creating a positive impact on our organization: ‘Our organization has increased networking among SAARC countries, especially among TVET-related organisations. We have created a network among them. Now we can communicate and talk about support’. The long-term impact is yet to be fully realised, but it is anticipated to be beneficial in the future.[footnoteRef:197] [197:  Interview with a national stakeholder. ] 

Furthermore, the introduction of the SAQRF framework in 2020 has prompted organisational changes. The framework's implementation has accelerated the overall work, spurring organisations to prepare for various aspects of skills and qualification recognition. The anticipation of the f’amework's readiness has motivated the interviewees to move forward swiftly and make necessary adjustments at the national level. The encouragement from the government and organisational changes have played a crucial role in driving the organization forward.[footnoteRef:198] [198:  Interview with a national stakeholder. ] 



[bookmark: _Toc161300615][bookmark: _Toc161305784]Case study on the elevator approach to improving labour migration governance
Research Question: how did the regional-level results influence the national dimension of the GOALS programme? To what extent was the parallel support given to countries and regional cooperation forums effective in improving labour migration governance?
Definition and purpose of the elevator approach
The elevator approach of the GOALS programme relies on an assumption that decisions and learnings from the national level inform regional strategies and vice versa. The "elevator principle" refers to a strategic approach in governance or policymaking that involves influencing decisions at various levels of scale, both upwards and downwards.[footnoteRef:199] SDC (Swiss Agency for Development and Cooperation) uses the elevator principle to strengthen sectoral governance of selected global themes. The influence moves upwards as the organization engages with higher levels of governance, in this case, the Colombo Process, and downwards as it applies lessons learned and experiences from global themes to inform national initiatives. The elevator principle is a way to ensure a comprehensive and interconnected approach to addressing global challenges across various scales of governance. [199:  The SDC’s Guidance on Governance, 2020.] 

In the GOALS programme, the elevator principle was a central feature of the project design. Outcome 1, to support TAWGs meetings and capacity building of the Colombo Process Member States and NSAs was to promote Outcome 2, to improve national-level labour migration policies. Overall, in spite of challenges related to funding and staff allocation, evidence confirms the effectiveness of this approach. 
Interview data show that technical support offered by IOM at the regional level encourages governments benefiting from national-level support to share their experiences regionally. Simultaneously, practices produced at national level were successfully shared across the region. This cross-sharing of experiences facilitates learning and collaboration: ‘For example, if the government of Bangladesh develops a manual with ILO's support, they can share this achievement at the regional level, providing valuable insights for others.’[footnoteRef:200] While there may be gaps and challenges, endeavours are undertaken to disseminate pertinent details and experiences among Member States. The objective is to foster an environment where Member States can gain insights from each other's national-level experiences. [200:  Interview with a regional stakeholder. ] 

Challenges
The interviews with regional stakeholders emphasise the consistent support for the "elevator approach", aiming to implement policies not just at the national but also at the regional level. Despite challenges, including resistance and budget constraints, efforts have been made to bridge the gap between regional and national levels. The interviewees observe some progress but acknowledges the persistent challenge of connecting individuals working at these different levels:
We had an ideal in mind – the need for better connections between levels. I distinctly remember engaging in challenging discussions with UN agencies to move in this direction, facing considerable pushback from them. They often cited budget constraints at the national level. In response, we proposed incorporating budget allocations from GOALS, but this concept of connecting the regional and international levels remained a persistent challenge. In some meetings, I observed a slight shift towards this direction, with attempts to bridge the gap between individuals working at the regional and national levels. However, I believe it continues to pose a challenge.[footnoteRef:201] [201:  Interview with a regional stakeholder. ] 

Furthermore, The UN agencies involved initially showed a lack of priority in establishing connections between national and regional levels. However, one example of a changed mindset was during a meeting in Thailand, where ILO brought colleagues from national offices, there was some interest and perceived value in the idea. Another was IOM’s inclusion of national office staff in TAWG meetings. The challenge lies in ensuring that this interest translates into practical, day-to-day efforts that genuinely enhance the connection between the two levels.[footnoteRef:202] [202:  Interview with a regional stakeholder. ] 

According to interview data, the challenges in establishing connections between national and regional levels appear to be linked to funding streams and staff allocation. Interviewees assumed that competition for resources, both budgetary and personnel, might hinder effective collaboration: ‘It's not that they lack interest in connecting on a content level, but within their agencies, there seems to be difficulty due to constraints in staffing or budget. While I can't speak for other colleagues who may have a closer perspective, I personally find it hard to believe that this works out perfectly well.’[footnoteRef:203] [203:  Interview with a national stakeholder. ] 

Nevertheless, interviews with other stakeholders revealed that UN agencies find inspiration in these regional gatherings, focusing on sharing and learning experiences to translate regional commitments into national actions. For instance, commitments made by Member States in a previous Colombo Process meeting on SAQRF were implemented through an ILO project. Additionally, discussions on bilateral labour migration agreements at the regional level led to the organization of online courses and a dedicated regional meeting with a gender focus at the national level, enabling more in-depth exploration of topics.[footnoteRef:204] [204:  Interview with project staff.] 

National level results 
At a national level, projects led by ILO in Bangladesh, Nepal, Sri Lanka, and Pakistan, produced noteworthy practices that were shared across the region. Governments highlighted achievements such as the revision of the Overseas Employment Migration Act (OEMA) in Bangladesh, the formulation of a new migration policy in Sri Lanka, and the updating of reintegration policies facilitated by ILO. These initiatives at the national level served as a forum for Member States to deliberate on the incorporation of national efforts into regional frameworks.[footnoteRef:205] [205:  Interview with project staff.] 

Furthermore, as discussed in Section 5.3.4, according to the interviewees, the thematic area working groups (TAWGS) play a significant role at the national level by fostering discussions ’n countries' priorities, policy developments, and legislative revisions. These groups serve as valuable platforms for countries to inquire about and learn from each other's experiences:

There is a strong eagerness to understand how other countries have addressed similar issues. For instance, in the last meeting, Pakistan asked numerous questions, expressing their interest in a comparable reform they were undertaking. This demonstrates how countries draw valuable information and inspiration from the thematic working groups, utilising the experiences of others to implement their own national initiatives, whether they involve policy reforms or other aspects.[footnoteRef:206] [206:  Interview with project staff] 

Although the GOALS programme has limited budgets and may not directly fund these reforms, it is anticipated that CP Member States will take ownership of work plans and allocate resources, either independently or through other projects. The exchange of ideas and good practices within these working groups is crucial in supporting policy reforms nationally.[footnoteRef:207] [207:  Interview with project staff.] 

According to the interview data, the challenge with supporting the TAWGS of the CP lies in its sole dependence on the programme for funding. Currently, there is no alternative financial source and the sustainability of these working groups is at risk without additional funding. While there are efforts to pursue potential donor funding and examine internal funding possibilities, there is no definitive solution yet. Thus, it is crucial to acknowledge that the future of the process could be in jeopardy if additional financial resources are not secured.[footnoteRef:208] [208:  Interview with project staff.] 

Additionally, in TAWG meetings, there is limited time for in-depth evidence-based discussions. However, after the meetings, official visits to IOM offices provide an opportunity for more thorough engagement in evidence-based policy and programme discussions. These discussions tend to be more productive during in-person visits, enabling a comprehensive exchange of information: “I distinctly remember participating in a study visit to the Philippines, where we learned about their improvements in pre-departure orientation programmes. This directly influenced the Government of Pakistan, which, upon returning, set up a committee to explore replicating these practices.”[footnoteRef:209] [209:  Interview with project staff.] 

However, in spite of the aspiration for the advancements at the technical level to impact higher-level discussions, the absence of senior officials and ministerial meetings has postponed the inclusion of policy recommendations. Plans are underway to appoint a new chair promptly and resume these essential meetings. Meanwhile, thorough preparations at the technical level have been undertaken to ensure that policy priorities are ready for implementation once the higher-level meetings recommence.[footnoteRef:210] [210:  Interview with project staff.] 

Interviews with national stakeholders in Sri Lanka revealed that the regional level of GOALS programme led to enhancements in immigration departure and arrivals, with a responsible government agency actively registering migrants and coordinating the process. Additionally, the training of data analysts at the regional level, where five individuals from Sir Lanka went to Nepal, provided valuable support for national efforts in this regard.[footnoteRef:211] [211:  Interview with a national stakeholder. ] 

Moreover, learning from Pakistan has influenced various initiatives in Sri Lanka. This includes the introduction of the Remittance App through the Sri Lanka Central Bank to promote formal channels for remittances. Insights from the Philippines have also led to the implementation of housing programmes, promoting skilled labour migration, and emphasising specific training for migration, especially in the caregiver and hospitality industry: ‘We have been motivated to promote skilled labour migration as a result of good practices in the Philippines. We learned from the Philippines also that training was specifically designed for migration and the importance of English language training.’[footnoteRef:212] [212:  Interview with a national stakeholder. ] 

Government discussions with Technical and Vocational Education Commission (TVEC) have prompted the TVEC Commission to focus on foreign-employment-oriented training. These learnings are actively shaping the current Sri Lanka national initiatives in this domain.[footnoteRef:213] The reintegration policy of the Philippines discussed during a CP meeting helped to identify the shortcomings in the migration governance of Pakistan.[footnoteRef:214] [213:  Interview with a national stakeholder. ]  [214:  Interview with a national stakeholder. ] 

[bookmark: _Toc161300616][bookmark: _Toc161305785]Case study on the tri-agency cooperation
Research Question: How did the tri-agency governance structure affect the programme, either positively or negatively? What practices existed to improve cooperation?
Background:
The United Nations comprise a set of different agencies with each a different set of capacities and specialisations. In 2006, the UN General Assembly delivered a briefing called “Delivering as One” which highlighted the need for UN agencies to better coordinate and deliver more coherent development aid. According to the UN, this creates several benefits, such as:
· Creating broad and multi-stakeholder development platforms. Combining the specialised expertise of several UN Agencies, the SDG Fund brings about joint programmes that convene and put national and local governments, civil society organisations, communities, and private sector to work together.
· Addressing multidimensional and complex priorities. Our programmes are able to tackle development priorities that converge and overlap. That’s for example the case of multidimensional issues, such as nutrition and food security. By targeting multidimensional development challenges, our programmes have also helped to increase cross-sectoral government interventions.
· Promoting dialogue. When a multisectoral approach is properly included in the programme design, it not only contributes to improving coordination and effectiveness of the UN System, but also to intersectoral dialogue and coordination among national institutions. This is why almost 50 governments have adopted this modality of work with the UN.[footnoteRef:215] [215:  https://www.sdgfund.org/un-joint-efforts ] 

One approach to Deliver as One and creating the benefits listed above is to create development programmes based on the input of several UN agencies. For example, the topic of the GOALS programme includes migration (IOM), labour standards (ILO), and women’s rights (UNWOMEN) and therefore lends itself to a tri-agency approach.
Building on the previous IOM programme, ILO and UN Women was invited to join the GOALS intervention. IOM and ILO co-convened the implementation, i.e. they shared the responsibility for organising, facilitating and guiding the programme, and UN Women joined as the implementing agency upon the request of the donor. All "participating UN organisations" were responsible for operating in accordance with their own rules, regulations, policies and procedures. However, the mid-term review noted that not all roles and responsibilities were made clear in the programme document. 
According to the programme management structure, each agency assigned a regional specialist or programme manager to the programme, who worked closely with the Programme Technical Team (PTT). During the implementation, the PTT met weekly, more regularly than specified in the programme document. PUNO headquarters or regional specialists provided additional technical support to PTT members as needed. The aim of the Programme Steering Committee, consisting of senior staff from all agencies, was also to further harmonise the approach of the PUNOs. Support for national-level staff, whose role was to support implementation, varied. It was mentioned that coordination at the national level was less prevalent than at the regional level, and many of the positive aspects mentioned below were due to cooperation between offices at the regional level. 
Positive effect on the programme: 
A positive effect of the three agency cooperation is the progress towards greater harmony and alignment between the work of the UN agencies on labour migration governance, as well as the practice of relying on the added value of each organization, which is likely to have an impact on improving labour migration governance in the future. The cooperation at the regional level established through the programme mechanism has enriched the technical expertise of the GOALS team as well as of the other UN agency staff involved. Several agency members noted that the discussions were fruitful and promoted learning within their organisations. They also felt that sharing partner networks increased the ability of individual agencies to broaden the range of actors with whom they engage. 
Tools for improving labour migration - whether specific to GOALS or used in other PUNO–programmes - have also been improved by sharing lessons learned by national-level colleagues from all organisations with regional-level staff. This was done, for example, through knowledge sharing events. As not all PUNOs had staff at the national level, tri-agency cooperation was beneficial in this regard, because it allowed for cross-country knowledge sharing.
It was noted that in the PSCs, the three agencies often engaged with stakeholders together and also sought to mitigate problems together. This "unified voice" helped to raise awareness of issues more closely related to one of the PUNOs' mandates, such as gender equality.[footnoteRef:216] As a result, as UN Women was further empowered by the other two PUNOs to talk about issues, the integration of gender into programme activities and outcomes improved, and an increased awareness and interest in gender issues among programme partners was observed.  [216:  Interview with programme staff.] 

Tri-agency cooperation also increased the efficiency of the programme in some respects, such as leveraging the partnerships achieved with governments. Because building good relationships with stakeholders is usually time-consuming, it proved efficient to be able to rely on relationships achieved by one Agency for activities shared with another organisation. Similarly, tools developed or ongoing programmes by one PUNO could be exploited for GOALS activities and objectives, increasing efficiency. 
Negative effect on the programme: 
The tri-agency collaboration required a high level of coordination, which led to some inefficiencies during implementation. Naturally, costs were higher due to the increase in staff on the payroll, which meant that the remaining resources for implementation were less. The lack of country-level staff for all agencies was cited as an implementation constraint, but paying country-level staff for all three agencies would have increased costs even further. By the end of implementation, some of the results of GOALS will depend on future projects and further cooperation within the UN system. On a positive note, however, the impact already seen on the respective PUNOs suggests that the increased costs could be corrected by future efficiencies achieved through further cooperation. 
Several negative effects resulting from management inefficiencies have already been detailed in the mid-term review. These included lengthy decision-making processes and shared budget lines for some activities, which often led to delays in programme implementation.[footnoteRef:217] Decisions took time because the programme team had to wait for approval from their respective organisations for shared activities, even though they were the lead agencies for these activities.[footnoteRef:218] Although this reduced the efficiency of implementation, sharing activities and decisions helped to increase the sense of shared responsibility and, particularly with the NCE, all activities were eventually implemented.  [217:  Mid-term review]  [218:  Interview with programme staff.] 

Best practices and lessons learned in the tri-agency cooperation:
The best practices of the UN agencies were the frequent communication of the PTT and, through it, the reporting to the regional offices of the UN agencies, which were well informed about the progress of the programme. Many staff felt that the GOALS programme management structure provided a much needed and valuable communication platform that had previously been lacking, for example between national and regional offices within an organization. However, it was also noted that the programme built well on existing platforms for collaboration. 
Alignment between the PTT members was built up during the implementation. The PTT met more frequently than envisioned at first, which could support their strengthened cooperation. In some cases, regional offices participated in the recruitment process of other agencies, which created a consensus on programme staff[footnoteRef:219] and improved the notion of working as one unit.  [219:  Interviews with staff and stakeholders.] 

The programme was able to build on the comparative advantages of different UN agencies. The analysis suggests that there were no problems with agency mandates. For the future, it is recommended that all agencies be involved in the design phase, which can further improve the use of different agencies' expertise. The complementarity achieved during implementation, especially at the regional level, led most staff to believe that the collaboration was valuable and improved their organisations' tools and knowledge.
Some of the lessons learned, although already addressed in the mid-term evaluation, continued to affect the later stages of implementation. The lack of an inception phase and the limited involvement of all agencies in the design phase led to early delays that did not affect the output level results but resulted in considerable work remaining to achieve the objectives. In addition, a fair and feasible division of staff between country and regional level support requires all agencies to be involved and negotiated well in advance. Therefore, difficulties arising from the tri-agency structure need to be addressed at the design stage. 
[bookmark: _Toc161300617][bookmark: _Toc161305786][bookmark: _Hlk156553790]Case study on gender-based reintegration
Research Question: To which extent were the specific vulnerabilities of returnee women migrants addressed by the gender-based reintegration in their diverse localities and contexts? 
Background
Reintegration is an important aspect of labour migration in South Asia. The majority of migrant workers are temporary migrants who intend to return at some point. In addition, millions of migrant workers went home due to emergency evacuations, forced or voluntary returns, and job losses during the pandemic in 2020.[footnoteRef:220] An immense social need for reintegrating returning workers was emerging in Colombo Process countries. Women were especially affected as female migrant workers were more vulnerable to mass job loss due to their placement in the domestic and healthcare sectors.[footnoteRef:221]  [220:  https://www.migrationdataportal.org/regional-data-overview/southern-asia ]  [221:  https://www.iom.int/sites/g/files/tmzbdl486/files/documents/covid-19_analytical_snapshot_72-_gender_dimensions_updated_0.pdf ] 

As the GOALS programme began at the time of the pandemic, it was well positioned to address this issue in a timely manner. Sustainable reintegration of returnees is a multidimensional phenomenon that affects not only migrants but also their communities and countries. While many CP countries had some level of reintegration support, a comprehensive and systematic approach was lacking, so the programme focused on developing a holistic and regional gender-responsive model for reintegration that could address the various needs arising from the pandemic situation. 
Multidimensional needs of returnee women
Women returnees face greater difficulties to reintegrate than men, especially in the dimensions of economic and psychosocial reintegration.[footnoteRef:222] Reintegration is halted, especially for women, if the return experience was distressing and traumatic. [footnoteRef:223] Unfortunately, the COVID-19 pandemic has seen an increase in gender-based violence against migrant women, with specific examples reported in South Asian and Pacific countries.[footnoteRef:224] In their home communities, women in particular may face stigma and suspicion for having worked abroad.[footnoteRef:225] Returnee women also have less access to services such as healthcare and may face limited housing options.  [222:  https://medium.com/@UNmigration/understanding-and-implementing-gender-sensitive-sustainable-reintegration-3256353aeb3 ]  [223:  https://medium.com/@UNmigration/understanding-and-implementing-gender-sensitive-sustainable-reintegration-3256353aeb3 ]  [224:  https://www.iom.int/sites/g/files/tmzbdl486/files/documents/covid-19_analytical_snapshot_72-_gender_dimensions_updated_0.pdf ]  [225:  https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/---sro-new_delhi/documents/publication/wcms_887097.pdf ] 

Many returnees are in debt because they financed their migration. When they return home, they may lack the savings to resume employment or business activities.[footnoteRef:226] But women specifically can face more challenges in accessing training opportunities and employment,[footnoteRef:227] as well as access to credit. Their skills may not be recognised when they return, especially if they have been doing domestic work. There may also be no market for their skills at home.[footnoteRef:228] [226:  Draft Document.]  [227:  Interview with staff and stakeholders.]  [228:  https://gaatw.org/publications/Return_Reintegration_SA-ME.pdf ] 

Community needs
Migrant women's communities are deeply affected by both labour migration and return. The increased mobility of women has made communities more accepting of women's economic empowerment, but many women still face stigmatisation and are believed to have engaged in 'immoral activities'.[footnoteRef:229] According to a study of returning migrant women, some women experienced a rupture in the family system due to migration, which had to be renegotiated and repaired upon return,[footnoteRef:230] while others spoke of a need to move to avoid scrutiny in the community.[footnoteRef:231] Beyond the need for communities to renegotiate values to accommodate women returnees, there is a profound economic need. A study of Bangladeshi households found that remittance-receiving households experienced a 58% decrease in monthly remittances due to the pandemic.[footnoteRef:232]  [229:  https://gaatw.org/publications/Return_Reintegration_SA-ME.pdf ]  [230:  https://gaatw.org/publications/Return_Reintegration_SA-ME.pdf ]  [231:  https://gaatw.org/publications/Return_Reintegration_SA-ME.pdf ]  [232:  https://www.brac.net/program/wp-content/uploads/2021/11/Policy-Brief_Demographic-and-Socioeconomic-Changes-Induced-by-the-COVID-19-Pandemic-in-Bangladesh.pdf ] 

When reintegration is successful, communities can benefit from the increased human and financial capital of returning migrants, and can even increase social cohesion. In some cases: “some RWMs in Nepal were now seen by family members as authorities, and friends and relatives would consult them on social and employment-related matters. RWMs in Bangladesh were also regularly contacted by women prospective migrants for advice, which allowed them to feel a sense of community and purpose.” [footnoteRef:233] [233:  https://www.brac.net/program/wp-content/uploads/2021/11/Policy-Brief_Demographic-and-Socioeconomic-Changes-Induced-by-the-COVID-19-Pandemic-in-Bangladesh.pdf ] 

Country of origin needs
The main problem countries face with returning migrants is the strain on the labour market in the short term. In particular, the mass return of migrants in parallel with a rapid economic downturn can lead to high unemployment, as was observed during the pandemic in the region.[footnoteRef:234] Large-scale returns can also strain community resources, such as public education and healthcare. For instance, in Bangladesh, 13.35% of returnees were above 40 and 4.56% were above 50 years old.[footnoteRef:235] Moreover, if migrant workers return when they are older, they are less likely to participate in the labour market.[footnoteRef:236] During return, the lack of documentation and data on returnees was a major obstacle faced by countries, as was the lack of coordination between countries of destination.[footnoteRef:237] However, when reintegration is successful, returnees can expand the labour market and are more likely to become entrepreneurs and create jobs. [234:  https://www.adb.org/sites/default/files/publication/797536/labor-migration-asia.pdf ]  [235:  https://www.brac.net/program/wp-content/uploads/2021/11/Policy-Brief_Demographic-and-Socioeconomic-Changes-Induced-by-the-COVID-19-Pandemic-in-Bangladesh.pdf ]  [236:  https://openknowledge.worldbank.org/server/api/core/bitstreams/d0800951-8d7f-501d-be6d-46d403ed5140/content ]  [237:  https://www.adb.org/sites/default/files/publication/797536/labor-migration-asia.pdf ] 

Evaluation of the regional reintegration model
Based on the needs of various stakeholders, and in particular returnee women migrant workers, it was essential that a sustainable reintegration model include a participatory design and a whole-of-government and systematic approach to coordinate with all stakeholders and address diverse needs, with a special focus on women's needs. Accordingly, the development of a regional gender-sensitive reintegration model included a briefing session for government stakeholders on November 3, 2022 and consultations with relevant stakeholders from mid-November to mid-January,[footnoteRef:238] who included civil society and academia as well.  [238:  GOALS Annual Report 2023.] 

In addition, the design of the reintegration model is well suited to address the different needs listed above. First, three types of interventions have been proposed: individual, community and structural-level activities. Some of the recommended good practices/interventions touch on all three levels, while others can strengthen several levels at once. For example, supporting linkages to social services requires improvements at both the structural and community levels, while ensuring that these improvements reach returnee women. 
In theory, the organisational structure of GOALS could be used to implement the model, as the programme had direct contact with governments and social partners. Therefore, initiatives could be organised top-down, reaching individuals through NGOs and CSOs. The mapping of reintegration support showed that most of the reintegration activities in the region are individual-level initiatives, which means that the many proposed structural-level initiatives are relevant and appropriate. However, the reintegration model could have proposed more community level initiatives and suggested more activities with NGOs and grassroots organisations, which would also be more feasible to complete during programme implementation. 
In addition, the model took a multidimensional approach to reintegration to mutually reinforce the different needs of women returnees. This included addressing economic reintegration to support women's access to the labour market, social reintegration to support access to social services and community goods, and psychosocial reintegration to support coping with the psychological burden of return. Mapping of reintegration services in South Asian countries revealed a lack of especially psychosocial support to address women's needs, particularly in India.[footnoteRef:239]  [239:  Mapping of reintegration support.] 

Throughout the model, the specific needs of women are mainstreamed, for example: economic reintegration aspects noted the need for childcare, the involvement of women's organisations in private partnerships; or social reintegration aspects noted that legal aid "must incorporate a trauma-informed services principle.”[footnoteRef:240] The formation of collectives or cooperatives is particularly useful to link the needs of communities and women, and to improve economic and social progress, with the added opportunity to increase women's agency in their increased representation. One area that was less addressed by the model, as mentioned by staff, was supporting returnee women to access justice for gender-based violence.[footnoteRef:241] [240:  Draft Report.]  [241:  Interview with programme staff.] 

Overall, the proposed regional model was highly relevant and able to address the diverse and multidimensional needs arising from the reintegration of migrant women. The mapping exercise also conducted by the programme helped to identify and acknowledge the gaps in the South Asian countries concerned. National stakeholders in Sri Lanka and India acknowledged that as a result of the GOALS programme, various facets of gender-responsive reintegration are now being incorporated into their training programmes and activities.[footnoteRef:242]  [242:  Interviews with national stakeholders from Bangladesh.] 

Discussions with key local informants indicate that while the guidelines for the reintegration of women returnees are satisfactory, the main concern lies in the implementation phase, which requires more attention and broader involvement of stakeholders.[footnoteRef:243] Additionally, stakeholders emphasised the limitations arriving from the brief duration of the GOALS programme, particularly in terms of sustaining its accomplishments. According to an interviewee from Bangladesh “The programme would have been more result oriented if we could get more time to implement it.”[footnoteRef:244] [243:  Interviews with local stakeholders from Bangladesh.]  [244:  Interview with regional stakeholders.] 

Additionally, the engagement of the private sector and employers was limited. Grassroots and community-based organisations for women returnees to Sri Lanka were involved but workers' and employers' organisations should have been more extensive in the reintegration of women returnees.[footnoteRef:245]  [245:  Interview with stakeholders at regional level.] 

Results of piloting models
Although the piloting of reintegration model is ongoing some activities have already been implemented. In India, Migrant Resource Centres were institutionalised in the state to support women in information gathering, referrals, as well as provide some possible trainings.[footnoteRef:246] Many returnees were over 40 years old; the centres were very important to introduce the possibility of reintegration. IOM supported conducting surveys for returnee women, according to the stakeholders, data were also received through the MRCs to inform policymaking which proved to be very helpful. According to project documentation, as of 19th January 2024, the MRC staff has directly reached 792 returnee migrant workers; among them, 660 were men and 132 were women.[footnoteRef:247] [246:  GOALS Annual Report 2023, to be published in June 2023.]  [247:  GOALS Annual Report 2023, to be published in June 2023.] 

IOM supported the piloting in Telangana state thoroughly, and in addressing the needs of women migrants directly. This was achieved by the IOM India-supported rapid assessment study in three districts of Telangana (Hyderabad, Rajanna Sircilla and Nizamabad), which allowed to identify key stakeholders, and the thorough involvement of stakeholders (i.e. in PSC and with the involvement of NWWT). Consequently, the activities done were align with migrant women’s needs: in collaboration with NWWT and the iCall team of the Tata Institute of Social Science (TISS), IOM established a toll-free helpline at the MRC Hyderabad. IOM also supported livelihood support services to women to address their needs of economic reintegration. However, as seen in the above statistic, the model supported noticeably less women than men. 
Overall, stakeholders were positive of the outcome, however, they noted that one of the central needs identified was the lack of acceptance of women returnee’s skills, which needs further work. As per one of them: “And one good object which IOM was able to do is having an MoU that is for driving training (drivers) and pushed the migrants to get trained as drivers, will really help them to get a job immediately.”[footnoteRef:248] [248:  Interview with a stakeholder from India.] 

In Sri Lanka, IOM translated and distributed manual at both national and sub-national levels. Thorough capacity building activities were performed: IOM organised a high-level residential capacity building training workshop, which targeted 50 staff grade officers from 20 different government entities. The goal was to enhance their understanding of reintegration principles and the application of guidelines. Additionally, IOM provided IT equipment to the Ministry's Training Unit to ensure the sustainability of training efforts even after the project's conclusion.[footnoteRef:249] [249:  GOALS Annual Report 2023, to be published in June 2023.] 

Additionally, two Reintegration Resource Fairs were completed, which were highly publicised.[footnoteRef:250] The fairs proved to be a great opportunity to connect returnee women with trainings and entrepreneurial opportunities. The government aims to repeat the fair in other states as well, signalling their relevance and importance, one caveat mentioned was the large scope of the fair: it was believed that one fair per province cannot cover returnees enough. Additionally, improvements on the availability of data were noted in the IOM Report for the intervention as a recommendation. It was noted that “survey findings should also be made available at the sub-national level to better inform and customise direct service delivery to migrant workers”[footnoteRef:251].  [250:  Interview with stakeholders.]  [251:  IOM (2024.) Sri Lanka Reintegration Pilot: Supporting Returning Migrant Workers.] 
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INDEPENDENT FINAL EVALUATION OF GOVERNANCE OF LABOUR MIGRATION IN SOUTH AND SOUTH-EAST ASIA (GOALS) PROGRAMME
1. Introduction 
Governance of Labour Migration in South and South-East Asia (GOALS) programme is a joint regional UN programme on labour migration, which started implementation in August 2020 and is scheduled to end in January 2024. This innovative joint UN programme is implemented by the IOM, ILO, and UN Women with a total budget of about USD 5.16 million, supported by the Swiss Agency for Development and Cooperation (SDC). The Mid-term evaluation of the GOALS programme was conducted between February and July 2022. It highlighted the impact of the COVID-19 pandemic as one of the key reasons which had caused delays in implementation. With the easing of the COVID-19 restrictions in 2022 the programme accelerated its implementation of delayed interventions. 
The programme was conceived in response to various facets of labour migration in the corridors between South and South-East Asia and the Middle East and builds on the first phase of the SDC supported regional project, “Strengthening Labour Migration Governance through Regional Cooperation in Colombo Process Countries.” The participating UN organisations (PUNOs), IOM, ILO and UN Women have come together while partnering with other relevant stakeholders, including migrant workers and their representatives, civil society organisations, private sector including employers’ organisations, trade unions, recruitment agencies, and academia and policy think tanks to support the implementation of this regional programme. 
The national implementation of GOALS interventions is focused on South Asia, while technical support through Thematic Area Working Groups (TAWGs) covers all CP Member States and also delivers technical assistance and support with the overall objective of contributing to the socio-economic recovery post COVID-19 in selected South Asian Colombo Process Member States.[footnoteRef:252] This is intended to improve policies and practices related to labour migration, as well as achieving the Sustainable Development Goals, especially Goal 10.7, and the commitments of the Global Compact for Safe, Orderly and Regular Migration (GCM). The GOALS programme is well placed to ensure strong collaboration for better regional cooperation, as well as to recognise the issues of fair recruitment, skills development and reintegration.  [252:  Nepal, India, Sri Lanka, Bangladesh and Pakistan] 

For effective implementation of the programme, synergies have been planned between previous and ongoing national and regional level projects including that of SDC, IOM, ILO and UN Women and GOALS programme. The GOALS programme engages with non-State stakeholders, including but not limited to constituents and stakeholders of the PUNOs during its implementation. 
AS per the Project Document, the UN Evaluation Group (UNEG) guidelines for joint evaluations[footnoteRef:253], ILO’s Policy guidelines for results-based evaluation[footnoteRef:254], UN Women’s Evaluation policy[footnoteRef:255] and IOM’s Monitoring and Evaluation Guidelines[footnoteRef:256] will provide the framework for carrying out the final evaluation. (The same set of guidelines was used for the Programme’s independent mid-term evaluation). These PUNOS guidelines adhere to the norms and standards of evaluation adopted by the United Nations Evaluation Group and the OECD/DAC Evaluation Quality Standards.  [253:  http://www.unevaluation.org/document/detail/2972]  [254:  http://www.ilo.org/eval/Evaluationpolicy/WCMS_168289/lang--en/index.htm]  [255:  http://undocs.org/en/UNW/2012/12]  [256:  https://www.evaluationportal.iom.int/TechnicalReferences] 

The evaluation will systematically assess the performance of the programme against a set of key criteria and derived questions, document lessons learned and good practices and make recommendations for improved results or the development of future interventions. To ensure that the evaluation addresses the information needs of all parties, the Evaluation Managers will work closely with the Evaluation Management Group (EMG) and Technical Committee of GOALS programme in reviewing and endorsing the Terms of Reference, qualifications of the independent consultants, inception report, evaluation report and schedule of meetings. IOM Regional Evaluation Officer will be the evaluation manager and IOM will issue the contract for the evaluation team. 
The Final Evaluation report will be submitted to IOM Evaluation manager who will then share with ILO, UN Women, and IOM project teams, SDC as well as programme partners. The report will be made publicly available on the respective websites of each PUNO. A management response to the recommendations of the final evaluation will be developed by the GOALS programme team and will be shared with the Project Steering Committee (PSC), SDC, IOM, ILO and UN Women, clearly stating the follow-up actions to be taken. 
2. Programme Background 
Migration today is often linked directly or indirectly to the search for employment opportunities, to improve livelihood options and development outcomes for individual workers and their families. Labour migration, therefore, has the potential to deliver a triple win. For countries of destination, it contributes to economic growth through the provision of labour, skills and ideas. For countries of origin, the movement of women and men across borders reduces under-employment pressures and increases remittances. For migrant workers, especially women, it gives the opportunity to earn higher incomes to improve their lives and that of their families and develop new skills, and thus greater independence and agency. 
Despite the extensive benefits of labour migration stemming from the enjoyment of people’s fundamental rights to movement, occupation, and work, extensive efforts are needed to improve governance of labour migration. The gaps and issues surrounding labour migration stem from ineffective labour migration governance frameworks that are not rights-based, gender-responsive, properly resourced or implemented. Services for protection and empowerment of women and men migrant workers are insufficient at all stages of labour migration including pre-decision, pre-departure, transit, post-arrival, during employment, and on return and reintegration. As a result, women and men migrant workers face debilitating breaches of their rights and protection. All these issues stem from the need for good governance in the labour migration process linking to sound policies, laws and regulations, processes and initiatives, and especially to partnerships and collaborations for positive change. This includes better understanding and responding to the needs and experiences of women migrant workers and ensuring their voices are reflected in labour migration policies and governance. 
Labour migration from South and South-East Asia occurs primarily under temporary migration regimes particularly for low-and semi-skilled workers. Poorly governed labour migration in the corridors between South and South-East Asia and the Middle East reduce opportunities for decent work and increase the risk of labour exploitation of migrant workers. For low-wage workers, these risks include being trapped into jobs with poor wages and working conditions, often in the informal economy; exposure to violations of labour and other human rights; dangerous workplaces and occupational safety and health hazards; forced labour; debt bondage; trafficking in persons; and other decent work deficits. Exploitative recruitment practices, at the very start of the migration process in countries of origin in South Asia, add to the challenges through exorbitant recruitment fees and other costs charged to migrant workers. Women migrant workers can experience more situations of vulnerability to multiple forms of discrimination and violence, including sexual and gender-based violence and harassment at work, in the host communities and in private space. The mismatch of skills to the jobs available in destination countries in the Arab states; separation of families; and absence of social protection also contribute to the social and economic costs of migration. It also exacerbates complex governance challenges for countries of origin and destination in this corridor – such governance challenges include low capacity of relevant authorities and policy makers, lack of resources, and lack of coordination within and between countries. 
Given the above, GOALS is committed to advancing gender equality and empowerment of women through its design, management, and in implementation. To realise this objective, the programme has integrated a gender equality perspective in every aspect of the programme -from management, implementation to communications. Some key actions taken include balancing gender representation in the programme visibility materials such as the presentation during the launch, incorporating gender perspectives in the set-up of programme coordination and communication plans, and enhancing involvement of both men and women in programme activities. 
[bookmark: objectives]Objectives and strategic approach: The programme seeks to contribute to the following overall and inter-linked outcomes. 
The overall goal of the programme is that labour migration is safe, orderly and regular for all women and men from the Colombo Process Member States through strengthened collaboration and effective labour migration governance. 
The programme is built on three inter-linked and inter-related outcomes and strategies. 
Outcome 1: The Colombo Process Member States develop and progress actionable commitments for strengthened labour migration governance and policy coherence through multilateral dialogue. 

• Develop capacity of policy makers and Non-sate actors and support participatory and technically informed multilateral dialogue 
• Build multilateral consensus on priorities and support identification of actionable commitments 

Outcome 2: Selected Member States in South Asia have improved labour migration policies and practices, in particular on skills development and qualifications recognition, fostering fair and ethical recruitment, and sustainable reintegration. 

• Develop labour migration governance models at the regional level that are evidence-based, rights-based, and gender responsive 
• Develop capacity to adapt models for labour migration governance at the national level that is rights-based and gender-responsive 

Outcome 3: The evidence base on labour migration is strengthened to inform knowledge, dialogue, policy making and action. 
• Increase evidence base and develop the capacity for reliable data collection and analysis at the national level 
• Share knowledge and develop capacity to use evidence to inform policy dialogue 




Figure 1: Theory of Change 

WHERE Colombo Process Member States develop and progress actionable
commitments for strengthened labour migration governance and policy coherence.
through multilateral dialogue
THEN, labour migration is safe, orderly and regular for all women and men from the
Colombo Process Member States.
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increases multilateral consensus on the content and application, of evidence based
models, that improve rights based and gender responsive labour migration governance
at the national level; in turn reducing unsafe, irregular and exploitative migration for
women.
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A document covering the three outcomes of the programme detailing the results chains for each outcome will also be provided to the evaluator.
Coherence with global frameworks and international normative frameworks 
[bookmark: frameworks]The Colombo Process and the Technical Area Working Groups 
The GOALS programme was established within the context of Colombo Process (CP), which is a regional consultative process of 12 Asian countries[footnoteRef:257] that focuses on protection of and provision of services to migrant workers and optimising benefits of organised labour migration for both sending and receiving countries along with the migrants and their families. The CP was established in 2003 in Colombo, Sri Lanka It. provides a member state-driven, non-binding platform for countries of origin in Asia to facilitate dialogue and cooperation on issues of common interest and concerns relating to the management of overseas employment and contractual labour.  [257:  Member States: Afghanistan, Bangladesh, Cambodia, China, India, Indonesia, Nepal, Pakistan, the
Philippines, Sri Lanka, Thailand and Viet Nam.] 

The Colombo Process has evolved around the thematic focuses; (1) fostering ethical recruitment practices, (2) pre-departure orientation and empowerment, (3) skills and qualifications recognition processes, (4) promote cheaper, faster and safer transfer of remittances, and (5) labour market analysis (LMA). Colombo Process Member States have established Working Groups on these thematic areas each of which is chaired by a Member State. The LMA TAWG is currently inactive.
International Labour Standards 
The ILO Private Employment Agencies Convention, 1997 (No. 181), and accompanying Recommendation (No. 188) are the current international standards applicable to private employment agencies. Convention No. 181 establishes the principle that workers shall not be charged “directly or indirectly, in whole or in part, any fees or costs” (Article 7). It also requires ILO Members to provide adequate protection for, and prevent abuses of, migrant workers recruited or placed in its territory by private employment agencies, including through conclusion of bilateral agreements. Other ILO sector-specific instruments contain provisions on recruitment across borders, including the Migration for Employment Convention (Revised), 1949 (No. 97), the Domestic Workers Convention, 2011 (No. 189), the Protocol of 2014 to the Forced Labour Convention, 1930 (No. 29), and the 2006 ILO Multilateral Framework on Labour Migration. 
GOALS is also informed by and contribute to the relevant objectives and related actions of multilateral global frameworks including the GCM and the SDG targets and indicators that these South Asian Member States have endorsed. For example, the activities on fair recruitment will contribute to the achievement of GCM Objective 6 while also addressing the SDG indicator 10.7.1 on measuring recruitment costs. The activities on skills development and reintegration contribute to achieving GCM Objectives 18 and 21, respectively. The focus on ensuring that migration governance (including bilateral agreements) is rights-based and gender-responsive also responds specifically to the requirements of the GCM under Articles 21 and 23. By taking a gender-responsive and whole-of-society approach to programme design and implementation, the programme also responds to the overarching principles. Outcome 3 of this project also links to Objective 1 and the Capacity Building Mechanism of the GCM. GOALS also contributes in an overarching manner to ensure that the 10 Guiding Principles of the GCM are adhered to while also achieving Objective 23 on “strengthening international cooperation and global partnerships for safe, orderly and regular migration.” It also contributes to achieving SDG Goals 5, 8, and 17.
The importance of gender-responsive governance is also highlighted in the Committee on the Elimination of Discrimination against Women (CEDAW) General Recommendation No. 26. General Recommendation No. 26 provides a framework for developing gender-responsive migration policies to eliminate discrimination in line with State obligations under CEDAW. The Recommendation highlights the formulation of evidence-based, gender-responsive and human rights-based migration policies as a core common responsibility, including through active involvement of women migrant workers and relevant non-governmental organisations (para. 26). Women migrants have specific experiences, needs and barriers throughout the migration process. Globally, evidence shows that policies and programmes for labour migration are limited in their response to these issues. To make migration governance gender-responsive, gender-based barriers must be identified and proactively addressed. Recognising and responding specifically to women’s needs through migration policies is the most effective way to ensure equitable and positive migration outcomes. By taking a gender-responsive and whole-of-society approach to programme design and implementation, the programme also responds to the overarching principles.
This project also contributes to governments’ positions at global and regional processes including: the High-level Political Forum on Sustainable Development (HLPF), which plays a central role in the follow-up and review of the 2030 Agenda; International Migration Review Forum (IMRF); the Regional Migration Review Forum in the Asia-Pacific region in 2020; the Global Forum on Migration and Development; Abu Dhabi Dialogue; and SAARC. 
Synergies with SDC strategies and political frameworks 
The programme is aligned with the overall goal of SDC’s Regional programme namely, ‘Decent Work for Migrant Workers from South Asia’: “Enhancing the productive potential of labour migration and the well-being of migrant workers and their families through improved labour migration processes, labour market regulations and access to targeted services for migrants, thus increasing the contribution of migration to sustainable development.” 
[bookmark: stakeholders]Stakeholder engagement 
Government: GOALS provides support to the member state policy makers who are directly engaged with the Colombo Process and Thematic Areas Working Groups (TAWGs). 
Private sector: The programme engages with employers’ federations like the South Asian Forum of Employers (SAFE) at the regional level, national employment federations in the different countries in South Asia, and other private sector actors (including MNEs, individual employers and labour recruiters), as relevant. 
Trade unions, Civil society and workers associations: GOALS works directly with trade unions and Civil Society Organisations through capacity building work on labour and human rights-based and gender-responsive policy monitoring and strengthening engagement with the Colombo Process and TAWGs. 
Countries of Destination: The GOALS programme is conceived in response to various facets of labour migration in the corridors between South and South-East Asia and the Middle East and builds on the first phase of the SDC supported regional project, “Strengthening Labour Migration Governance through Regional Cooperation in Colombo Process Countries.” Where possible, GOALS will identify areas to support conversations between countries of destination and origin through existing partnerships and programmes in the country of destination, or through providing other support within the scope of the programme as resources allowed. 
Institutional framework and management arrangements 
This Joint Programme is implemented by a consortium of organisations jointly led by IOM and ILO, as co-conveners, leveraging the strengths and complementarities of both organisations, and ensuring the project is conceived and implemented through a whole-of-government and whole-of-society approach. Both organisations work closely with UN Women, also a participating UN organization in this joint programme, and other relevant stakeholders including social partners such as employers’ organisations and trade unions, and civil society organisations to implement some of the activities. As the Administrative Agent, IOM serves as the administrative interface between the donor, SDC, and the other participating organisations – ILO and UN Women. 
IOM provides technical and administrative assistance to the Colombo Process through the continuation of the Colombo Process Technical Support Unit (CPTSU). In an administrative role, the CP-TSU provides technical and coordination support to the CP Member States, facilitates the convening of meetings of the TAWGs, and has developed a communications strategy for the CP, to facilitate dialogue and cooperation on labour migration. The IOM activities have been implemented under the overall supervision of the Chief of Mission for IOM Sri Lanka, with technical support from Senior Specialists in IOM Headquarters and its Regional Office for Asia and the Pacific (ROAP), in consultation with IOM’s Regional Office for Middle East and North Africa (MENA) for activities impacting the Middle East. For the effective implementation of the IOM project activities, IOM has recruited a Project Manager with extensive technical expertise, who is based in the IOM country mission in Sri Lanka. 
The ILO activities have been implemented under the overall supervision of the ILO Director for the Decent Work Team in New Delhi and with technical and strategic backstopping from the Regional Labour Migration Specialist in the ILO Decent Work Team in New Delhi. The ILO HQs and ILO’s Regional Office for the Asia-Pacific (ROAP) in Bangkok and the Arab States (ROAS) in Beirut also supports with technical inputs and to ensure a strong corridor linkage. For the effective implementation of the ILO project, ILO has recruited a Technical Officer with extensive technical expertise, who is based in the ILO Decent Work Team in New Delhi. 
UN Women’s engagement with the programme is under the overall supervision of the UN Women Deputy Regional Director based in UN Women’s Regional Office for Asia and the Pacific (UN Women ROAP) in Bangkok, with technical and strategic backstopping from the ROAP Regional Programme Manager for Women’s Economic Empowerment and Migration and technical staff in UN Women’s regional and national offices across South and South-East Asia. For effective implementation of technical gender support to the programme as well as effective implementation of gender-specific interventions, UN Women has recruited a Programme Specialist with extensive expertise, who is based in the UN Women team in Dhaka, Bangladesh. 
To ensure that the programme is run efficiently across the three agencies and offices across the region, the overall responsibility for programme coordination lies with the PUNOs who convene a Project Technical Team meeting of the three agencies once a week. This Project Technical Team discusses the work plans of the programme, shares updates on implementation, and any challenges/issues faced by the programme. 
A project steering Committee (PSC) has been established and serves as the overall decision-making body of the programme. The committee is comprised of senior programme managers of all signatories of the GOALS joint programme, co-chaired by the Co-convening agencies IOM and ILO and SDC. The PSC is chaired on a rotational basis between SDC, IOM and ILO. The PSC also includes relevant IOM and ILO staff, UN Women, and SDC. The Project Manager from IOM and the Technical Officer from ILO act as secretaries to the PSC. The PSC makes decisions on priorities, strategy and implementation of the programme and facilitates collaboration with national authorities and other UN organisations. 
The project implements the principle of delivering as One United Nations and in line with its five pillars, to minimise duplication and efficiently advance the goals of sustainable development. 

[bookmark: purpose]3. 	Evaluation Purpose, Objectives, Scope and Users 
Purpose: The evaluation is expected to contribute to organisational learning of the PUNOs by identifying lessons learned and emerging good practices,[footnoteRef:258] provide a direction into future programming strategy and identify areas of possible future interventions in the labour migration area based on stakeholder feedback.  [258:  The Mid-Term evaluation report is already available and can be used as the baseline to expand on the assessment. ] 

Final Evaluation objectives 
•	Take stock of the achievements of the current programme and to validate the results achieved in line with the set objectives including assessing the extent to which the mid-term evaluation’s recommendations have been addressed.
•	Assess the relevance of the GOALS programme within the Colombo Process Member States (CPMS), Participating UN organisations (PUNOs), Swiss Development Cooperation (SDC) and other stakeholders.
•	Assess the coherence of the GOALS with respect to the UN system efforts and joint approach with other key partners and stakeholders. 
•	Assess strategies and implementation approaches adopted by GOALS for policy support and programme implementation and propose specific measures to be taken by the PUNOs to enhance continuity, replicability and sustainability of the interventions. 
•	Review the efficiency of the management arrangement, coordination structures and processes established to implement the programme; to determine the extent to which the programme has been cost-effective and was implemented in the most efficient manner including the role of the management and coordination mechanisms in supporting and guiding the programme management team (The Mid-term evaluation covered these aspects, and this assessment can further assess and verify the earlier findings)
•	Assess the mitigation strategies adopted by the GOALS technical team on externalities like the impact of COVID-19 pandemic, country and institutional dynamics and other external influences like the effect of political context on the relevance, effectiveness, and efficiency of GOALS programme. 
•	Assess the extent to which the GOALS implemented a human rights and gender-responsive approach in the design and implementation and its outcomes. 
· Identify lessons learned and propose recommendations for future programming; including identification of what needs to change to suit the context that may have evolved; and provide a direction on future programming strategies and areas of possible future interventions in the labour migration area with a special focus on women migrants. 

Scope: The final evaluation will assess all aspects of the programme based on standard evaluation criteria under UNEG guidelines and will cover activities of the GOALS programme from its inception in August 2020 to October 2023. The evaluation will broadly focus on 5 countries where national implementation of GOALs project is taking place, that is, Bangladesh, India, Nepal, Pakistan, India and Sri Lanka, but the final decision will be made in discussion with the evaluator during the inception phase. However, the evaluation will also include all other members of Colombo Process Member States with a focus on work related to TAWGs (Programme Outcome area One) including countries where national level programming has not taken place but where regional level interventions like regional frameworks and standards are covered. 
The evaluation will address all cross-cutting issues: COVID19 responsiveness, gender equality, human rights, disability inclusion and non-discrimination, and social transformation. In terms of this evaluation, this implies involving both men and women, families left behind and other vulnerable groups. Moreover, the evaluators should review data and information that are disaggregated by sex at a minimum and assess the relevance and effectiveness of gender-related strategies and outcomes to improve lives of women and men. All this information should be included in the inception report and final evaluation report. The programmes have specific interventions in the areas of reintegration, qualifications and skills recognition, fair and ethical recruitment, capacity building of stakeholders (focusing on non-state stakeholders) and data/information generation for evidence-based decision-making.
Users of the final evaluation findings will be the management team of the GOALS programme, the programme’s donor (SDC), IOM, ILO, and UN Women evaluation units at headquarters, and the IOM, ILO, UN Women regional and field offices and the Colombo Process member state’s focal points. Secondary parties making use of the results will include tripartite constituents (governments, employers’, and workers’ organisations), civil society organisations and academia who have partnered with the programme, as well as other agencies working on labour migration at national and regional levels.

4. 	Evaluation Criteria and Questions 
Based on UNEG, IOM, ILO, UN Women evaluation guidelines and standards, (These guidelines adhere to of the OECD-DAC Evaluation Quality Standards) the OECD/DAC criteria in Table 1 will be applied to assess the relevance of the programme to target group needs, the coherence of the programme design, the programme’s efficiency and effectiveness, the potential impact of the results and the potential for sustainability. For each criterion, two or three specific evaluation questions are suggested. The questions seek to address priority issues and concerns of the national constituents and other stakeholders, in consultation with the Evaluation stakeholders. The evaluation team is expected to refine the below key questions and elaborate sub-questions and means for answering them in an evaluation matrix. 
This evaluation will explicitly apply key principles for human rights and gender-responsive evaluation[footnoteRef:259]. This ensures that the process of the evaluation is as important as the focus of the evaluation.  [259:  UNEG: Integrating Human Rights and Gender Equality into Evaluations (UNEG, 2014).] 

[bookmark: questions]Table 1. Evaluation criteria and key questions 
Table 1. Evaluation Criteria and Key Questions

	Assessment Criteria
	Questions to be addressed

	
Relevance
	To what extent are the objectives of GOALS consistent with beneficiary needs, country priorities of the CPMS, at the regional level, global priorities, international normative frameworks, and partners’, PUNOS and donor policies/strategies etc., especially with regards to migrants’ rights and gender equality? 

How relevant is the outcome of GOALS to future needs of GOALS stakeholders.

To what extent has GOALS responded and adapted appropriately and according to the
priorities and needs of stakeholders within the shifting and dynamic context at regional and country levels, including the situation in COVID-19 pandemic?

To what extent did the project make adjustments in line with mid-term review results 

	Coherence &
Validity of
Design

	To what extent is GOALS being implemented in a manner that maximises coherence of the UN system and state priorities?

To what extent are the expected “interlinkages” of the outcomes (specific objectives) 
sufficiently defined and implemented coherently?

To what extent is the overall programme approach strategic and making use of the IOM, ILO and UN Women’s comparative advantages to achieve the outcomes?

Is the overall programme approach and priorities identified still valid for the next 2-3 years? 


	Effectiveness
	To what extent have GOALS made progress towards the 3 outcomes? 

To what extent were expected outcomes achieved and how did programme outputs contribute to these'?

.
The what extent have foundations for regional level dialogue and knowledge sharing of development impacts and responses to COVID-19 and other emergencies have been laid to date.
What were the factors of success?? What were
the challenges? 

To what extent have the Thematic area TAWGs been effective in policy making/translating policy to action at national level, considering the context in which it operated?

What lessons have been learned so far and good practices that should be replicated in future interventions?


	Human Rights
and Gender
Equality

	To what extent has the programme identified, reached and responded to the priorities and needs of the most excluded groups ((including persons with disabilities) of women migrant workers?

To what extent will the programmes interventions contribute to transformative change through addressing the structural barriers and exclusionary norms and harmful practices?

To what extent has the programme applied a rights-based approach in its implementation (inclusive, participatory, transparent, etc.)?

To what extent have women’s voices and agency been promoted through the programme?



	Efficiency

	How has the programme applied value-for-money in its design and implementation?

How economically and timely are GOALS resource/inputs (e.g. financial, human, institutional, technical, etc.) converted to results?

Did the project management capacities and structure (including the operational/implementation arrangements) facilitate good results and efficient delivery? 

Has there been a clear understanding of roles and responsibilities by all parties involved? 

How effective is communication between the programme team, the IOM, ILO, UN Women and the national implementing partners as well as with SDC?

How effectively does the programme management team employ a results-based monitoring approach?


	Potential
impact 
	Has the intervention caused a significant change in the lives of the intended beneficiaries?


Is the intervention transformative – does it create enduring changes in norms – including gender norms – and systems, whether intended or not?

Any unintended results/lessons learned?


	Sustainability

	To what extent is GOALS’ strategies for outcomes’ sustainability oriented to impact and making direction towards achieving the sustainability of results from an institutional, policy and financial perspective.

-Are some of the platforms/forums or mechanisms created by GOALS sustainable?
-Are some of the regional frameworks developed by GOALS sustainable?




Cross-cutting issues 
The evaluation will address all cross-cutting issues–COVID-19 responsiveness, gender equality, disability inclusion and non-discrimination, and social transformation. In terms of this evaluation, this implies involving both men and women, families left behind and other segments of beneficiary groups as relevant by country in the consultation, evaluation analysis and evaluation team. Moreover, the evaluators should review data and information that are disaggregated by sex at a minimum and assess the relevance and effectiveness of gender-related strategies and outcomes to improve lives of women and men. All this information should be included in the inception report, draft and final evaluation report. 
[bookmark: methodology]5. Evaluation Approach and Methodology 
[bookmark: _Hlk139357100]The evaluation will use a mix of evaluation approaches and methods, and ensure triangulation of information using available information like current results achieved, annual reports of GOALS programme, research studies, currently available data sources etc. The following approaches are proposed to be agreed with and further elaborated by the evaluator. It will, in part, use a theory-based and gender-responsive approach to assessing progress towards the specific objectives. It will use a Results-based approach to examine the project’s achievements. It will use a case study approach to examine the countries or modalities (i.e. capacity development) under review. It will, in part, use a mixed methods approach (e.g. document analysis, interviews, direct observation and surveys) to ensure the validity and reliability of the findings. It will also use a participatory approach in that, to the extent possible, the evaluation will involve key stakeholders such as rights holders, civil society, government, ILO Tripartite Constituents, personnel and strategic partners. 
Evaluation methodology 
It is anticipated that, because of the range of stakeholders scattered across south and southeast Asia, face-to-face data collection may not be possible and virtual consultations are recommended wherever possible, unless there is a critical need to conduct face-to-face consultations. The methodology will be elaborated during the inception phase due to available time and resource limitations in conducting the evaluation. The evaluator may use the remote data collection methods described in ILO and IOM publications where applicable. Some of the approaches for remote data collection applied during COVID -19 are applicable even now to ensure high quality and credible data.
Stakeholder participation 
Human rights-based approach and Gender-responsive evaluation places people at the centre of the process. It is important to engage with key partners from the planning stage through to the use of evaluation. Evaluation stakeholders will be identified based on their role in the GOALS programme and the stakeholder list for interviews will only be finalised at the beginning of the evaluation. Stakeholders are not only key informants, but they need to be meaningfully engaged in the process to be able to express their beliefs on an equal footing. These fundamental power dynamics amongst stakeholders must be recognised in the process and ways for engaging meaningful stakeholder participation should be proposed by the evaluation team. The evaluation proposal should propose ways in which various stakeholders will be engaged, ensuring that representatives of the most marginalised or groups in vulnerable situations are able to participate throughout the evaluation process. Arrangements will be made to consult vulnerable groups while maintaining the required protocols. 


6. 	Expected Deliverables 
The deliverables from the evaluation will include: 
· Inception presentation: this presentation will be made to the Evaluation Management group (EMG) and the Evaluation Reference Group (ERG) to outline key aspects of the inception report. Feedback from the EMG and ERG will be integrated into the inception report. 
· Inception report: This document constitutes the operational plan of the evaluation and should be aligned with the ToR. The purpose of the inception report is to ensure that a common understanding and agreement on the evaluation approach is reached. The report will include the detailed methodology, evaluation matrix, data collection tools and evaluation workplan.
· Preliminary findings: this is an interim product that presents the preliminary findings and areas for recommendations on the way forward to the EMG and the ERG[footnoteRef:260] for consultation to identify: major gaps, factual errors and errors of interpretation. Feedback received during the presentation will feed into the draft report.  [260:  See section 9 below on the role of EMG and ERG] 

· Draft evaluation report: the evaluation team should submit a complete and readable draft report to the evaluation manager. The draft report should reflect the evaluative reasoning and critical thinking that were used to draw evaluation findings, conclusions, lessons learned and recommendations following the evidence. The evaluation manager, with the support of the EMG members, is responsible for checking the quality of the draft report in terms of adequacy and readability. The evaluation manager circulates the report among stakeholders. 
· A workshop to present the findings to all key stakeholders.
· Final evaluation report: the evaluation manager compiles the comments received and forwards them in a tracking tool for transparency to the evaluator. The evaluator will transparently respond to the feedback in the tracking tool and incorporate feedback as appropriate and submit the final report to the evaluation manager. In general, at least 2 or 3 rounds of revisions should be expected, but the report will not be accepted as final until it meets the quality standards and is approved by the Evaluation Management Group and by IOM Evaluation Unit. Guidance on evaluation reports format and specific editing and branding guidelines of the organisations will be followed. 
The evaluation team will consolidate information from the desk review, primary and secondary data collection into a report that will answer the questions set out in the previous section. The length of the report will not exceed 45 pages (excluding annexes). 
The Draft and the Final evaluation reports should include specific and detailed recommendations solidly based on the evaluator’s analysis and, if appropriate, addressed specifically to the organization/institution responsible for implementing it. The report should also include a specific section on lessons learned and good practices that could be replicated or should be avoided in the future. 
Ownership of data from the evaluation rests exclusively with the IOM, ILO, and UN Women. All raw data[footnoteRef:261] files, consent forms and relevant documentation must be returned to IOM, ILO and UN Women before release of final payment. The copyright of the evaluation report will rest exclusively with the IOM, ILO, and UN Women. Use of the data for publication and other presentations can only be made with the written agreement of the IOM, ILO, and UN Women. All deliverables will be paid for on satisfactory completion and certification by the EMG led by IOM evaluation manager and in line with the ILO Evaluation report checklist, UN Women Global Evaluation Reports Assessment and Analysis System (GERAAS) and IOM Monitoring and Evaluation Guidelines.  [261:  For confidentiality purposes, these should be anonymized.] 

[bookmark: workplan]7. Evaluation Workplan 
[bookmark: _Hlk139022567]It is estimated that the scope of effort required by the evaluation will be approximately 65-70 days. Data collection is expected to begin on 07 September 2023. Given that a separate assessment of the TAWGs are taking place (independent of this evaluation) with the findings expected to be available by September 2023, there is a possibility that the consultation times with the CPMS (which is expected to be the most time-consuming exercise in terms of consulting respondents to which significant time has been allocated) may be reduced and can be taken into consideration when the consultants propose their work plan for the data collection period. The successful evaluation consultants will be remunerated on an output- based total fees. 
	Evaluation process Tasks
	Responsible person(s)
	Time Frame

	Call for proposals and selection of evaluator
	Evaluation Manager (EM) and EMG
	By August 15, 2023

	Briefing evaluation team and inception report finalisation
	EM and Evaluator
	By 7 September 2023

	Data collection
	Evaluator
	Sep 7 – November 15 2023

	Consultant present preliminary findings (last week of November)
	Evaluator
	By November 30, 2023

	The consultant submits Draft evaluation report 
	Evaluator
	By 15th December2023

	Review and provide feedback/comments on draft evaluation report
	Project stakeholders and EMG
	By 15th January 2023

	Stakeholder consultation workshop
	
	TBC – planned for 3rd week of January 2024

	Submission of draft final evaluation report
	Evaluator
	1st week of February, 2023

	Review and provide feedback and comments by EMG in consultations with other stakeholders to evaluator
	EMG
	By 3rd week of February 2023 

	Approve the final evaluation report on submission of final draft report incorporating any further feedback
	EMG
	By end February, 2023



8. Payment Terms
	Payment Number
	Deliverables
	Percentage of total payment 

	1st Payment
	Upon the approval of the inception report

	20%

	2nd Payment 
	Upon submission of draft report and completion of the stakeholders’ workshop 
	50%

	3rd Payment
	Upon the approval of the final evaluation report by IOM/EMG 
	30%

	All deliverables to be completed to the complete satisfaction of the IOM

	
	Total
	100%



9. Evaluation Management 
Evaluation Management 
An IOM Regional Evaluation Officer based at IOM Regional Office for Asia and the Pacific will manage and lead the evaluation process in consultation with members of the Evaluation Management Group (EMG). The Evaluation Management Group (EMG) comprise of IOM, ILO, and UN Women Regional Evaluation Specialists. They provide oversight of the evaluation process ensuring the process and report meets UNEG quality standards, provide input on the evaluation products at each step (from ToR development, selection of consultants, methodological inputs to inception and draft report, through to using the findings). The evaluation manager develops ToR in consultation with key stakeholders and members of the EMG. The EMG will approve the evaluation TOR and agree on the final report. The evaluation team reports to the IOM evaluation manager. The evaluation manager has overall day-to-day supervision of the evaluation team’s work and sharing of the Evaluation team’s deliverables for review by the EMG and stakeholders. The EMG provides oversight and quality assurance. 
An Evaluation Reference Group consisting of the key stakeholders of the project representing the diverse perspectives will be set up to provide inputs to the evaluation products at each step: from inception through to using the findings and their role will be to: Review the Inception Report, participate in the preliminary findings’ presentation, review the draft report, validate findings and recommendations and ensure the quality of deliverables.
The GOALS programme team will be consulted throughout the evaluation process, and they will facilitate in obtaining inputs to first and secondary data. They will provide all relevant documents and support the logistics needed by the evaluation team. IOM GOALS team will provide the necessary budget for this final evaluation and will issue contract for the evaluation team.
The management response to the recommendations of the evaluation will be developed jointly. However, the specific recommendations that each agency will be responsible for carrying forward will be clearly specified in the evaluation report. The IOM, ILO, and UN Women will utilise their respective management response approach and tracking systems for the specific recommendations/actions for which they are responsible. 
[bookmark: qualifications]10. Evaluation Team Experience and Qualifications 
A service provider will be contracted for the evaluation and will be the evaluator/evaluation team. The service provider can be a firm or an individual (as the lead evaluator) with a team of support personnel (with complete responsibility of their management and renumeration resting with the lead consultant). 
The evaluation service provider will be led by a team leader (an international evaluation consultant) with strong evaluation experience and RBM expertise. Labour migration expertise will be an advantage. The service provider may have a team of 2-3 evaluation team members who are nationals of countries where GOALS is being implemented, with specific labour migration and gender equality expertise to assist the international consultant with data collection. 
The responsibilities and profile of the “evaluation team” can be found below. Stakeholders will be consulted on the evaluator selection. The Evaluation team is expected to arrange their own logistics, materials, communication costs and office space required to conduct this evaluation. These costs should be included in the financial proposal. However, GOALS will provide support in contacting key stakeholders. 
Experience and qualifications of the evaluator. 
· Post graduate degree in a field of relevance to the evaluation (Gender, Sociology, Political Science, Anthropology, or other Social Science degree)
· At least 10 years’ experience in evaluation of policies, strategies, country programmes and organisational effectiveness. The team leader should have at least 5 years’ experience serving as a team leader with experience applying human rights and gender-based approaches to evaluation and RBM.
· Contextual Knowledge of the UN, IOM, ILO, UN Women, and the South Asia region.
· Strong RBM expertise and proven evaluation experience.
· Demonstrated knowledge and expertise of labour migration will be an added advantage.
· Demonstrated knowledge and experience on gender issues, including gender mainstreaming.
· Experience conducting country programme evaluations for UN organisations is an asset.
· Expertise in qualitative and quantitative evaluation methods and an understanding of issues related to validity and reliability.
· Fluency in spoken and written English
11. Ethics, Norms and Standards for Evaluation
IOM, ILO, and UN Women abide by the Norms and Standards of UNEG[footnoteRef:262] and expects all evaluation stakeholders and the consultant(s) to be familiar and compliant with the UNEG Ethical Guidelines for Evaluation,[footnoteRef:263] as well as the UNEG Codes of Conduct for Evaluation in the UN System.[footnoteRef:264] The evaluation must be conducted in full respect of IOM Data Protection Principles. The principles behind the Code of Conduct are fully consistent with the Standards of Conduct for the International Civil Service to which all UN staff are bound. UN staff are also subject to any UN specific staff rules and procedures for the procurement of services. The selected team shall sign and return a copy of the code of conduct with their contract.  [262:  United Nations Evaluation Group (2016), UNEG Norms and Standards for Evaluation, http://www.unevaluation.org/document/detail/1914]  [263:  United Nations Evaluation Group (2008), UNEG Ethical Guidelines, http://www.unevaluation.org/document/detail/102.]  [264:  United Nations Evaluation Group (2008), UNEG Code of Conduct for Evaluation in the UN system,] 

During the inception phase the team will specify the protocol for ensuring an ethical approach to the evaluation in accordance with WHO guidelines on research into violence against women. The plan should include how protection of subjects and respect for confidentiality will be guaranteed and include engagement of an adviser to guide/review ethical protocols. Arrangements to ensure effective referral of survivors of violence to relevant service providers, if required, during the field research, including training of the field team and how referrals will be managed to ensure focal points can provide assistance if required.


[bookmark: _heading=h.4bvk7pj] 

[bookmark: _Toc161305788]Annex 3. Evaluation matrix
[bookmark: _Toc161300728]Table 6. Evaluation questions for relevance
	Question
	Sub-Question 
	Method 
	Indicator

	To what extent are the objectives of GOALS consistent with the needs of CP countries (especially selected South Asian countries) to support a gender-sensitive labour migration governance?
	To what extent did the GOALS project support capacity building of (national and regional) institutions for assessing and addressing gender-specific needs of migrant workers (including people with disabilities (PWD), Internally displaced person (IDPs), minorities) in CP countries? 
	· Desk research on the main needs of women beneficiaries and how project addresses them
· Interviews with project staff and stakeholders
· Survey 
	Extent to which project objectives aligned with stakeholders capacity needs as reported in project documents.
Extent to which stakeholders perceive objectives align with their main gaps in capacity
% of survey respondents who agree/strongly agree that capacity building activities were relevant to address their needs

	
	To what extent were final beneficiaries consulted/involved in needs identification? 
	· Project documentation
· Interview with migrants’ representatives
	Examples of needs assessments conducted as part of the programme or mentioned by informants

	
	To what extent did the programme assess and align with the needs and priorities of the 12 CPMSs to enhance labour migration governance?
	· Desk research on programme documents
· Interviews with staff and TAWGs
· Survey
· Case studies
	Examples of assessments of country contexts and policy priorities. 
Confirmation of GOALS staff that needs assessment took place.
Extent to which the programme objectives aligned with the needs of CPMS as reported in programme documents 
Extent to which respondents perceive that programme activities addressed the needs and priorities of countries to improve labour migration governance. 

% of respondents who agree/ strongly agree that the capacity building activities were relevant to their needs

	To what extent did the GOALS programme support the needs and priorities of CMPSs to fully comply with relevant international frameworks? 
	To what extent did the GOALS programme support the needs and priorities of CMPS to comply with relevant ILO conventions (C181, C97, C189, and C29)? 
	· Desk research on programme documents
	Extent to which the programme objectives and activities aligned with countries’ priorities and needs to comply with ILO Conventions and programme activities

	
	To what extent did the GOALS programme support the needs and priorities of CMPS to comply with relevant GCM targets?
	· Desk research on programme documents
	Extent to which the programme objectives and activities aligned with countries’ priorities and needs to comply with GCM targets and programme activities

	
	To what extent did the GOALS programme support the needs and priorities of CMPS to comply with relevant SDG targets? 
	· Desk research on programme documents
	Extent to which the programme objectives and activities aligned with countries’ priorities and needs to comply with SDG targets and programme activities

	
	To what extent did the GOALS programme support the needs and priorities of CMPS to comply with CEDAW recommendations? 
	· Desk research on programme documents

	Extent to which the programme objectives and activities aligned with countries’ priorities and needs to comply with SDG targets and programme activities

	How well did the programme adapt to the shifting needs of stakeholders during the COVID-19 pandemic and throughout implementation? 
	How well did the programme adapt to the shifting needs of CPMS during the COVID-19 pandemic?
	· Desk research on programme documents
· Interviews with staff and government officials (from South Asian countries)

	Examples of changing needs of CPMS as reported in programme documentation and by respondents
Examples of shifted activities in response to COVID-19
Extent to which respondents perceive that the GOALS programme remained relevant during COVID-19

	To what extent did the GOALS programme support the needs and priorities of its non-state actors concerning strengthening labour migration governance and collaboration?
	To what extent did the GOALS programme support the needs and priorities of employer organisations/private sector concerning strengthening labour migration governance and collaboration?
	· Desk research on programme documents
· Interviews with staff and partners
· Survey
	Extent to which the programme objectives aligned with the needs of employers as reported in programme documents 
Extent to which respondents perceive that programme activities addressed the needs and priorities of employers 
% of employers who agreed/ strongly agreed that the capacity building activities were relevant to their needs

	
	To what extent did the GOALS programme support the needs and priorities of trade unions/CSOs/workers organisations concerning strengthening labour migration governance and collaboration?
	· Desk research on programme documents
· Interviews with staff and partners
· Survey
	Extent to which the programme objectives aligned with the needs of Trade Unions and CSOs as reported in programme documents 
Extent to which respondents perceive that programme activities addressed the needs and priorities of TUs and CSOs
% of TU and CSO survey respondents who agreed/ strongly agreed that the capacity building activities were relevant to their needs



[bookmark: _Toc150960272][bookmark: _Toc161300729]Table 7. Evaluation questions for coherence
	Question
	Sub-Question 
	Method 
	Indicator

	To what extent has GOALS been coherent with regional, global and state level systems (e.g. UN system and national priorities)?
	To what extent are activities and objectives aligned with other policy frameworks of the UN system (e.g. HLPF framework, GCM)? 
	· Desk research on programme documents
	Extent to which objectives of GOALS align with objectives of UN frameworks
Extent to which interviewees perceive that GOALS objectives align with other UN objectives

	
	To what extent is the programme coherent with CPMS’s priorities and strategic objectives?
	· Desk research on programme documents and the strategic priorities of countries
· Interviews with government partners (including destination country)
	Extent to which objectives of GOALS align with objectives and strategies of countries
Extent to which interviewees perceive that GOALS objectives align their countries’ objectives

	
	To what extent did the programme align with the PUNOs’ organisational objectives and priorities, including gender mainstreaming? 

	· Desk research on programme documents
· Interviews with staff and regional representatives
	Extent to which objectives of GOALS align with objectives of the PUNOs
Extent to which interviewees perceive that GOALS objectives align their organisations’ objectives

	To what extent was there sufficient coordination with other interventions?
	To what extent did the programme align with and create synergies with other programmes of the PUNOs? To what extent were there overlaps?
	· Desk research on programme documents 
· Interviews with staff and PUNOs
	Examples of synergies and overlaps with other programmes by PUNOs mentioned in programme documents and interviews

	
	To what extent did the programme successfully coordinate with other international actors (including SDC) in the field?
	· Desk research on programme documents
· Interviews with staff and stakeholders
· Interview with SDC
	Evidence of mechanisms to ensure coordination/examples of synergies or overlaps between programmes.
Extent to which interviewees perceive overlaps or complementarity between GOALS and other initiatives

	
	To what extent did the programme successfully coordinate with domestic actors in the field?
	· Desk research on programme documents
· Interviews with staff and stakeholders
	Evidence of mechanisms to ensure coordination/examples of synergies or overlaps between programmes.
Extent to which interviewees perceive overlaps or complementarity between GOALS and other initiatives at national level

	To what extent was the programme design coherent? 
	To what extent do the activities link to the envisioned outcomes?
	· Desk research on programme documents
	Extent to which expected outcomes are the main logical result of activities and outputs

	
	To what extent do the outcomes link to the overall objective? 
	· Desk research on programme documents
	Extent to which expected impact is the main logical result of outcomes

	
	To what extent could the overall programme approach remain valid in the next years?
	· Desk research on programme documents
· Analysis of previous questions 
	Extent to which the theory of change remained relevant through the programme implementation and extent to which it was flexible to adjust to external shocks



[bookmark: _Toc150960273][bookmark: _Toc161300730]Table 8: evaluation questions for effectiveness
	questions
	sub-questions
	method
	indicator

	To what extent were outputs achieved? 
	To what extent were outputs achieved?
	· Desk research on programme documents
· Interviews with staff
	% of outputs and targets achieved
% of outputs and targets missed
Extent to which interviewees perceive that all outputs were delivered.

	
	What were the factors that hindered the achievement of outputs?
	· Desk research on programme documents
· Interviews with staff
	Examples of the factors that hindered the achievement of outputs mentioned by programme documentation and staff.

	To what extent were outcomes achieved? 
	To what extent did the CPMSs develop actionable commitments for improving regional labour migration governance and policy coherence through multilateral dialogue? 
	· Desk research on logframes and annual reports
· Interviews with staff, government officials, and TAWGs

	Examples of direct link between support given and actionable commitment produced. 
Extent to which interviewees perceive that actionable commitments by CPMSs were achieved. 

	
	To what extent did GOALS contribute to an improved labour migration policy environment in selected MSs, in terms of gender-sensitive fair and ethical recruitment?
	· Desk research on logframes and annual reports
· Interviews with staff and stakeholders
· Surveys
	Examples of links between programme activities and fairer and more ethical practices of recruitment. 
Extent to which interviewees perceive that the programme achieved fairer and more ethical recruitment.
% of survey respondents who believed that capacity building on fairer and more ethical recruitment was effective. 

	
	To what extent did GOALS contribute to an improved labour migration policy environment in selected MSs, in terms of skills recognition and development? 
	· Desk research on logframes and annual reports
· Interviews with staff and stakeholders
· Surveys
· Case study
	Examples of links between programme activities and better skills recognition and development.
Extent to which interviewees perceive that the programme achieved better skills recognition and development.
% of survey respondents who believed that capacity building on better skills recognition and development was effective.

	
	To what extent did GOALS contribute to an improved labour migration policy environment in selected MSs, in terms of sustainable reintegration? 
	· Desk research on logframes and annual reports
· Interviews with staff and stakeholders
· Surveys
	Examples of links between programme activities and more sustainable reintegration.
Extent to which interviewees perceive that the programme achieved more sustainable reintegration.
% of survey respondents who believed that capacity building activities on sustainable reintegration was effective.

	
	To what extent did GOALS contribute to an improved evidence base for policymaking on labour migration, including gender?
	· Desk research on logframes and annual reports
· Interviews with staff and stakeholders and TAWGs
· Surveys
	Examples of improved evidence base for labour migration governance.
Extent to which interviewees perceive an improved evidence base for policy making.
% of respondents (government officials) who believed that the capacity building trainings on evidence base improvement was effective. 

	What factors influenced the achievement of outcomes?
	What were the main enabling factors contributing to the achievement of GOALS programme objectives?
	· Desk research on LogFrames and annual reports
· Interviews with staff and stakeholders and TAWGs
· Case studies
	Examples of the factors that enabled the achievement of objectives most commonly mentioned by programme documentation and informants.

	
	To what extent was the programme approach strategic and to what extent could it rely on PUNOs comparative advantage to achieve outcomes?
	· Desk research on LogFrames and annual reports
· Interviews with staff and stakeholders and TAWGs
· Case studies
	Examples/lack of examples of relying on the PUNOs comparative advantage to achieve/progress towards achieving outcomes.

	
	What were the main hindering factors to the achievement of GOALS programme objectives?
	· Desk research on logframes and annual reports
· Interviews with staff and stakeholders and TAWGs
· Case studies
	Examples of the factors that hindered the achievement of objectives most commonly mentioned by programme documentation and informants.

	
	How well did the programme mitigate risks, especially concerning the COVID-19 pandemic? 
	· Desk research on logframes and annual reports
· Interviews with staff and stakeholders and TAWGs
	Examples of best practices/lessons learned on mitigating the risk of COVID-19 and their effects noted by interviewees or programme documentation.

	To what extent has the support given to TAWGs made them effective in policymaking/translating policy to action at national level?
	To what extent has the support given to TAWGs made them effective in policymaking/translating policy to action at national level?
	· Desk research on logframes and annual reports
· Interviews with staff and TAWGs
· Surveys
· Case study
	Examples of direct links between programme activities and increased efficiency of TAWGs mentioned by informants.
% of respondents (government officials) believed that support given to TAWGs made them more effective.

	
	What were the factors that hindered the effectiveness of TAWGs?
	· Desk research on logframes and annual reports
· Interviews with staff and TAWGs
· Case study
	Examples of factors that hindered the effectiveness of TAWGs most commonly listed by informants.



[bookmark: _Toc161300731]Table 9. Evaluation questions for human rights and gender equality
	questions
	sub-questions
	method
	indicator

	To what extent could the GOALS programme improve the rights of women and men migrant workers?
	To what extent were the results of the programme transformative enough to improve gender equality in the context of the implementation? 
	· Desk research on programme documentation
· Interviews with staff and stakeholders
· Case studies
	Examples of improved recruitment/working practices for women, and improved migration conditions mentioned by staff and programme documentation. 
Extent to which interviewees perceive that recruitment/ working practices and migration conditions improved for women.

	
	To what extent did the GOALS programme improve the agency and voice of women migrant workers?
	· Desk research on programme documentation
· Interviews with staff and stakeholders
· Case studies
	Examples of improved agency and voice of women migrant workers, i.e. through better representation, advocacy.
Extent to which interviewees perceive an improvement of women’s agency and voice.

	
	To what extent did the GOALS programme have (positive or negative) unintended effects on women’s migrant workers’ rights? 
	· Desk research on programme documentation
· Interviews with staff and stakeholders
· Case studies
	Examples of unintended effects on women’s migrant workers’ rights mentioned by programme documentation and interviews. 

	To what extent has the programme applied a rights-based approach in its implementation?

	To what extent did the programme include marginalised groups (including those with disabilities) in its design and implementation?
	· Desk research on programme documentation
· Interviews with staff and CSOs
	References to consultations in programme documents
Extent to which interviewees perceive that marginalised groups were engaged in the programme design.

	
	To what extent did the programme ensure that processes were transparent and access to information was available?
	· Desk research on programme documentation
· Interviews with stakeholders
	References to methods of sharing information on the programme.
Extent to which interviewees perceive that they had sufficient access to information about the programme.

	
	To what extent did it achieve progress towards international human rights? 
	· Desk research on programme documentation
· Interviews with staff and stakeholders
	Extent to which programme outcomes contribute to goals of international human rights.
Extent to which respondents perceive that GOALS contributed to overall progress towards human rights protection.




[bookmark: _Toc150960275][bookmark: _Toc161300732]Table 10: evaluation questions for efficiency
	questions
	sub-questions
	method
	indicator

	To what extent was the programme implemented efficiently?
	Were sufficient financial and human resources available to achieve the objectives?
	· Desk review of programme budget and HR, and of programme objectives
· Interviews with staff and donor
	Extent to which budget and HR allocation aligned with expected outcomes and impact
Extent to which respondents perceive that resources were sufficient compared to expected results.

	
	To what extent were resources efficiently used during the implementation in line with the action plan? 
	· Desk review of programme budget and HR, and of programme objectives
· Interviews with staff and donor
	Examples of efficient practices during implementation.
Extent to which respondents perceive that resources were used efficiently.

	
	Did the programme use a value-for-money approach in its design and implementation?
	· Desk research on programme documentation 
· Interviews with staff and donor
	Examples of value-for-money (in planning, purchasing services and infrastructure, indicators, etc.) approach in the programme design. 
Extent to which respondents perceive that the programme used a value-for-money approach.

	Did the implementation catch up to the originally planned timeline?
	Were the activities implemented according to the foreseen timeline?
	· Desk review of implementation reports
	Examples of deviations from the original timeline.

	
	What factors affected the timely implementation of the programme?
	· Desk review of implementation reports
· Interview with staff
	Factors most commonly noted by programme documentation and informants and mentioned as affecting the programme timeline.

	Did the programme governance mechanism, management capacities, and structure support an efficient delivery of results?
	To what extent did the programme management capacity and structure contribute to efficiency? 
	· Desk review of implementation reports
· Interview with staff and SDC
· Case studies
	Examples of efficiency and lack of efficiency due to programme governance mechanism as reported in programme documents and by respondents
Extent to which respondents perceive that the programme governance mechanisms contributed to programme efficiency.

	
	To what extent was there an effective communication between the programme team and partners ?
	· Desk review of implementation reports
· Interview with staff and government officials (including TAWG members) 
	Examples of communication strategies designed for the programme.
Extent to which respondents perceive that communication mechanisms were effective.

	
	To what extent were effective solutions found to challenges in programme implementation?
	· Desk review of implementation reports
· Interview with staff
	Examples of solutions to barriers identified in other questions, as listed in programme documents and mentioned by respondents.
Extent to which respondents perceive that solutions to challenges were effective.

	Were the monitoring mechanisms adequate to increase efficiency? 
	Did the programme management team employ a results-based and gender-based monitoring approach?
	· Desk review of reports and programme documentation
· Interviews with staff
	Examples of results-based monitoring mentioned by staff and documentation.
Examples of gender-based monitoring indicators.
Extent to which respondents perceive that the M&E approach was suitable to measure progress especially for gender equality.



[bookmark: _Toc150960276][bookmark: _Toc161300733]Table 11: evaluation questions for Potential Impact
	questions
	sub-questions
	method
	indicator

	To what extent are there signs of impact?
	To what extent are there signs of improvement in migrant workers’ working and living conditions, including women (home or abroad)? 
	· Desk research on programme reports
· Interviews with stakeholders
	Examples and signs of impact on migrant workers (especially women) as reported in programme documentation and by respondents.
Extent to which respondents perceive that migrant workers’ working and living conditions improved

	
	To what extent are there signs of strengthened collaboration among CPMSs? 
	· Desk research on programme reports
· Interviews with stakeholders
· Surveys
· Case study
	Examples and signs of impact for improved cooperation and policy coherence among CPMSs for fair and ethical migration as listed on programme documentation and by respondents.
Extent to which informants perceive that there is an improvement in cooperation and policy coherence among CPMSs for fair and ethical migration.
% of respondents (government officials) who believe that there is an improved cooperation and policy coherence among CPMSs for fair and ethical migration

	
	What factors (may) have contributed to the (signs of) impact? 
	· Desk research on programme reports
· Interviews with stakeholders
· Case studies
	Factors that influenced impact most commonly noted in programme reports and by respondents

	To what extent were there unintended impacts? 
	To what extent were there unintended negative or positive impacts? 
	· Desk research on programme reports
· Interviews with stakeholders
· Case studies
	Examples and signs of unexpected impact most commonly noted in programme reports and by informants

	
	What factors contributed to the unintended negative or positive impacts?
	· Desk research on programme reports
· Interviews with stakeholders
· Case studies
	Factors contributing to unexpected impact most commonly noted in programme reports and by informants

	To what extent are there signs of impact on the work of non-state actors?
	To what extent are there signs of impact on the work of non-state actors (CSOs/TUs/employer organisations)?
	· Desk research on programme reports
· Interviews with non-state actors (CSOs/TUs/employer organisations)
	Examples of new practices adopted based on GOALS noted by non-state actors.
Extent to which respondents perceive that GOALS impacted the work of non-state actors

	
	To what extent are there signs of impact on the work of PUNOs (including work on gender equality)?
	· Desk research on programme reports 
· Interviews with PUNOs
	Examples of new practices adopted based on GOALS noted by PUNOs.
Extent to which respondents perceive that GOALS impacted the work of PUNOs
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	questions
	sub-questions
	method
	indicator

	To what extent is the programme likely to be sustainable?
	To what extent do the CPMSs have sufficient ownership of the programme results?
	· Desk research on programme reports 
· Interview with government officials 
· Survey
	Examples of ownership as reported by programme documentation and respondents.
% of respondents (government officials) who agree/strongly agree that they feel ownership of programme results 

	
	To what extent do the CPMSs have sufficient capacity to continue programme results?
	· Desk research on programme reports 
· Interview with government officials 
· Survey
	Examples of capacity of CPMSs reported by programme documentation and respondents.
Self-reports or lack of self-report of ownership of programme results
% of respondents (government officials) who have ownership of programme results

	
	To what extent do non-state (including private sector) actors have sufficient ownership and capacity to continue the programme results? 
	· Desk research on programme documentation
· Interview with non-state actors
	Examples of capacity and ownership of partners (constituents and CSOs) as reported by programme documentation.
Extent to which non-state actors perceive ownership of programme results 

	
	To what extent is it likely that the platforms and forums or mechanisms (i.e. skills passports) created will be sustainable in the future? 
	· Desk research on the success of established models and frameworks
· Interviews with stakeholders 
· Case studies 
	Extent to which respondents perceive that developed models and frameworks will sustain.
Examples of sustainability approaches for developed mechanisms in programme documentation

	
	To what extent is it likely that the regional frameworks developed (i.e. skills recognition framework) will be sustainable in the future? 
	· Desk research on the success of established models and frameworks
· Interviews with stakeholders 
· Case studies 
	Examples of sustainability approaches for the CP frameworks in programme documentation 
Extent to which respondents perceive that the CP frameworks with sustain

	To what extent is it likely that the results achieved by GOALS will continue to address the future needs of stakeholders? 
	To what extent will the programme results continue to support labour migration governance? 
	· Analysis of previous questions on the relevance
· Desk research
· Case studies
	Examples of sustainability of results as reported in programme documents and by respondents
Extent to which respondents perceive that the programme results are sustainable

	
	To what extent is it likely that the GOALS programme results will continue to address the future needs of CPMS?
	· Analysis of previous questions on the relevance
· Desk research
· Case studies
	Examples of sustainability of results as reported in programme documents and by respondents
Extent to which respondents perceive that the programme results will continue to support the needs of CPMS

	
	To what extent is it likely that the GOALS programme results will continue to address the future needs of non-state actors?
	· Analysis of previous questions on the relevance
· Desk research
	Examples of sustainability of results as reported in programme documents and by respondents
Extent to which respondents perceive that the programme results will continue to support the needs of non-state actors

	What factors may influence sustainability? 
	What factors enable the sustainability of the programme?
	· Desk research on the success of established models and frameworks
· Interviews with stakeholders 
· Case studies
	Factors enabling sustainability most commonly noted in programme reports and by informants. 
Factors found to contribute to sustainability in case study research

	
	What factors hinder the sustainability of the programme?
	· Desk research on the success of established models and frameworks
· Interviews with stakeholders 
· Case studies
	Factors hindering sustainability most commonly noted in programme reports and by informants. 
Factors found to hinder sustainability in case study research



[bookmark: _Toc161305789]Annex 4. Bibliography
Asian Development Bank. (Year). Labor migration in Asia [PDF]. Retrieved from https://www.adb.org/sites/default/files/publication/797536/labor-migration-asia.pdf
Background Paper. (n.d.). Thematic Area Working Group on Fostering Ethical Recruitment Practices.
Background Paper. (n.d.). Thematic Area Working Group on Labour Market Analysis.
Background Paper. (n.d.). Thematic Area Working Group on Pre-departure Orientation and Empowerment.
Background Paper. (n.d.). Thematic Area Working Group on Remittances.
Background Paper. (n.d.). Thematic Area Working Group on Skills and Qualification Recognition.
BRAC. (Year). Policy Brief: Demographic and socio-economic changes induced by the COVID-19 pandemic in Bangladesh [PDF]. Retrieved from https://www.brac.net/program/wp-content/uploads/2021/11/Policy-Brief_Demographic-and-Socioeconomic-Changes-Induced-by-the-COVID-19-Pandemic-in-Bangladesh.pdf
Global Alliance Against Traffic in Women. (Year). Return and reintegration in South Asia and the Middle East [PDF]. Retrieved from https://gaatw.org/publications/Return_Reintegration_SA-ME.pdf
GOALS Annual Reports 2020-2023, published between 2021 and 2024
KMPG India (2021). Draft Report on Sustainable Reintegration
Interim Report to the Swiss Agency for Development and Cooperation. (2020). Governance of Labour Migration in South and South-East Asia (GOALS) Programme.
Interim Report to the Swiss Agency for Development and Cooperation. (2021). Governance of Labour Migration in South and South-East Asia (GOALS) Programme.
Interim Report to the Swiss Agency for Development and Cooperation. (2022). Governance of Labour Migration in South and South-East Asia (GOALS) Programme.
Interim Report to the Swiss Agency for Development and Cooperation. (2023). Governance of Labour Migration in South and South-East Asia (GOALS) Programme.
International Labour Organization. (2019). Interregional dialogues on migration involving countries in the Middle East and Africa. In ILO Policy Advisory Committee on Fair Migration in the Middle East Discussion Note for Policymakers. ILO.
International Labour Organization. (n.d.). Labour migration in Asia and the Pacific. Retrieved from https://www.ilo.org/asia/areas/labour-migration/WCMS_634559/lang–en/index.htm 
Joint Programme Document. (2020). Governance of Labour Migration in South and South-East Asia (GOALS).
Mid-term Independent Evaluation. (2021). Governance of Labour Migration in South and South-East Asia (GOALS). Morris, C., Haque, Z., & Baig, S.
[Migration Data Portal]. (2023). Regional Data Overview: South-Eastern Asia.
[Philippine Statistics Authority]. (2023). Survey of Overseas Filipinos.
Rajan, S. I. (2023). Migration in South Asia: Old and New Mobilities. In S. I. Rajan (Ed.), Migration in South Asia (IMISCOE Research Series). Springer, Cham.
TAWG SURVEYS
TAWG TORs, Meeting Minutes, and Work Plans
[International Labour Organization]. (n.d.). Areas: Labour Migration.
[International Labour Organization]. (n.d.). Publication: WCMS_736192.
World Bank. (Year). Title of the document [PDF]. Retrieved from https://openknowledge.worldbank.org/server/api/core/bitstreams/d0800951-8d7f-501d-be6d-46d403ed5140/content

[bookmark: _Toc161305790]Annex 5. List of persons interviewed
	Name
	Organisation
	Country/Region
	Role
	Email
	Interview method

	Ms. Sarah Knibbs
	UN Women 
	Regional
	Deputy Regional Director/ GOALS PSC Member
	sarah.knibbs@unwomen.org
	Virtual

	Mr Sarat Dash
	IOM 
	Regional
	Chief of Mission - Sri Lanka and Maldives
	sdash@iom.int
	Virtual

	Northing Catherine
	IOM
	Regional
	Head, International Partnerships Division 
	cnorthing@iom.int
	Virtual

	Ms Natalia Popova
	ILO
	Regional
	Labour Economist, HQ
	popova@ilo.org
	Virtual

	Mr Satoshi Sasaki
	ILO
	Regional
	Deputy Director
	sasaki@ilo.org
	Virtual

	Geertrui Lanneau
	IOM
	Regional
	Senior Regional Labour Migration and Human Development Specialist 
	glanneau@iom.int
	Virtual

	Mr Dino Corell
	ILO
	Regional
	Labour migration specialist
	corell@ilo.org
	Virtual

	Mr Amish Karki
	ILO
	Regional
	Technical Officer- GOALS
	karkia@ilo.org
	Virtual

	Ms Katja Freiwald
	UN Women 
	Regional
	Lead on Women's Economic and Migration
	katja.freiwald@unwomen.org
	Virtual

	Ms Nansiri Iamsuk
	UN Women 
	Regional
	Programme Specialist - Migration
	nansiri.iamsuk@unwomen.org
	Virtual

	Mr Laxman Basnet 
	SARTUC
	Regional
	
	
	Virtual

	Ms Ira Rachmawati
	ITUC
	Regional
	
	
	Virtual

	Sumaiya Islam
	MFA/RMMMU
	Regional
	
	
	Virtual

	Mr Benil EDA THABE Thavarasa
	SDC
	Regional
	
	
	Virtual

	Muriel Gschwend
	SDC
	Regional
	
	
	Virtual

	Dir. Jocelyn Hapal
	OWWA
	Regional
	
	
	Virtual

	Mr Nikarilkanth
	Ministry of Labour and Employment
	Regional
	
	
	Virtual

	Sr Lissy Joseph
	National Workers Welfare Trust
	India
	Chair Person
	nwwt2016@gmail.com 
	Face-to-face

	Ms K. Naga Bharathi
	Telangana Overseas Manpower Company
	India
	General Manager
	+91-7997973358
	Face-to-face

	Dr Kailash Chandra Das 
	International Institute for Population Sciences
	India
	Professor & Head 
	
	Face-to-face

	Mr Tek Bahadur Malla
	CTEVT
	Nepal
	Director
	
	Face-to-face

	Hari Poudel
	FNCCI
	Nepal
	Deputy Director
	
	Face-to-face

	Dambar bdr. Sunuwar
	Ministry of Labour, Employment and Social Security
	Nepal
	Deputy Secretary
	
	Face-to-face

	Sadikshya Bhattrai
	CSLAM
	Nepal
	Research Coordinator
	
	Face-to-face

	Mr Asif Ayub
	BEF
	Bangladesh
	Joint-Secretary-General
	
	Face-to-face

	Ms Sumaiya Islam
	BNSK
	Bangladesh
	
	
	Face-to-face

	Marina Sultana
	RMMRU
	Bangladesh
	Director
	
	Face-to-face

	Mr SM Piyatissa
	Ministry of Labour
	Sri Lanka
	Additional Secretary
	
	Face-to-face

	Mr Nikaril Kanth
	Ministry of Labour 
	Sri Lanka
	Senior Assistant Secretary
	
	Face-to-face

	MrK.L.H.K.Wijeratne
	Bureau of Foreign Employment
	Sri Lanka
	Deputy General Manager
	
	Face-to-face

	Mr Jayalath Arachchilage Don Priyantha Manjula
	Bureau of Foreign Employment
	Sri Lanka
	DGM, Social Development
	
	Face-to-face

	Uditha Rohana
	Bureau of Foreign Employment
	Sri Lanka
	IT
	
	Face-to-face

	Dr Janaka Jayalath
	Tertiary and Vocational Education Commission
	Sri Lanka
	DGM
	
	Face-to-face

	Farrukh Jamal
	Bureau of Emigration
	Pakistan
	Director of Research
	
	Face-to-face

	Syed Nazar Ali 
	Employers Federation of Pakistan
	Pakistan
	Secretary-General
	
	Face-to-face

	Muhammad Saad
	Pakistan Workers Federation
	Pakistan
	
	
	Face-to-face

	Adnan
	Overseas Pakistanis and Human Resources Development
	Pakistan
	Civil Servant
	
	Face-to-face

	Dr Shafiq Hussain Khokar
	National Vocational and Technical Training Commission
	Pakistan
	Director-General
	
	Face-to-face

	Ouk Savuth
	Ministry of Labour and Vocational Training
	Cambodia
	Deputy Director of Employment and Manpower
	
	Virtual

	Mr Malik
	Ministry of Manpower
	Indonesia
	Official
	
	Virtual

	Tuomo Poutiainen
	ILO
	Bangladesh
	Country Director
	
	Virtual

	Ms. Tapati Saha
	UN Women
	Bangladesh
	Programme Analyst
	
	Virtual

	Ms. Priti Shreshtha
	UN Women
	Nepal
	Programme Officer
	
	Virtual

	Ms Bina Kunwar Thapa
	ILO
	Nepal
	Sr Programme Officer
	
	Virtual

	Ms. Zarene Asif Zuberi
	UN Women
	Pakistan
	Project Officer
	
	Virtual

	Sibgha Ajaz
	IOM
	Pakistan
	Focal Point
	
	Virtual

	Mr Andrew Gray
	IOM
	Sri Lanka
	Senior Programme Manager
	
	Virtual

	Sanjay Awasthi
	IOM
	India
	Focal Point
	
	Virtual

	Nishantha Warnasooriya
	ILO
	Sri Lanka
	National Project Officer
	
	Virtual
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	[bookmark: _Hlk119311446][bookmark: _Hlk119311453]Introduction	

	Could you briefly introduce yourself, your organization and how you were involved with GOALS? Since when were you involved

	RELEVANCE
	RESPONDENTS

	1
	Did the programme address your needs and challenges you face to support migrant workers? Which needs? If not, why not? 
	Stakeholders 

	

	2
	Did the programme support you in developing a gender-responsive reintegration? If yes, how? Was anything missing?
	Stakeholders involved in reintegration activities 

	

	3
	Did a country-specific needs assessment for capacity building precede the programme? How much did it adapt to the different country contexts in certain activities (i.e. SAQRF)?
Do you think the programme was relevant in the specific context of your country?
	Staff


Stakeholders

	

	4
	In your view, did the programme enhance your capacity to assess and address the following specific needs:
· of women migrant workers in your countries?
· other marginalised groups (i.e. people with disabilities (PWD), Internally displaced persons (IDPs), other minorities)?
	Stakeholders

	

	5
	Did the programme demonstrate flexibility and agility to adapt to the shifting needs of CP countries during the COVID-19 pandemic?

Did the programme demonstrate flexibility and agility to adapt to the shifting needs of your country during the COVID-19 pandemic?
	Staff 

Governmental officials

	

	6
	How much did GOALS involve governments during the programme design phase? What activities were done to keep the engagement of governments? 
How much were you involved in GOALS during the programme design phase? 
	Staff 

Governmental officials

	

	COHERENCE
	RESPONDENTS

	1
	How did the programme coordinate and avoid overlaps with other international or domestic actors and donors? Have you noticed any overlaps or duplications of the work of GOALS? Have you noticed synergies?
	Staff and stakeholders

	

	2
	Do you think the programme aligns with the overall priorities and strategic objectives of your country?
	Government partners (including destination country)

	

	EFFECTIVENESS
	RESPONDENTS

	1
	Were all activities and outputs foreseen for the country implemented? If not, what hindered the implementation?
What hindered the achievement of national targets (if any were not reached)?
	Staff

	

	3
	In the framework of the programme, have you seen that the country you are stationed in has developed more actionable commitments for labour migration governance? 
In the framework of the programme, have you seen that your country has developed more actionable commitments for labour migration governance?
	Staff 

Stakeholders

	

	4
	Do you think that through the support of GOALS, the country you are stationed in improved in labour migration governance, especially concerning: 
· Gender-sensitive fair and ethical recruitment
· Skills recognition and development
· Sustainable reintegration
Do you think that through the support of GOALS, your country improved in labour migration governance, especially concerning: 
· Gender-sensitive fair and ethical recruitment
· Skills recognition and development
· Sustainable reintegration
	Staff



Stakeholders

	

	5
	Do you think that through the support of GOALS, data and studies is more available on labour migration, including gender? Do you think it is used for policymaking? If not, why not? 
	Staff and Stakeholders 

	

	6
	The GOALS programme functioned on the regional and on the national level. Can you give me examples of how the regional results influenced the national level?
Do you also have examples of how activities or achievements on the national-level results were shared with or used by other countries?
	Staff (potentially also governments)

	

	7
	Which were the main supporting factors to achieve objectives? Which were the main hindering factors? 
	Staff, stakeholders

	

	8
	Do you think the programme could build on the comparative advantage of UN organisations to achieve outcomes? If so, how? Were there any factors that hindered this?
	Staff



	efficiency
	RESPONDENTS

	1
	Do you think that enough financial and human resources were available to achieve the objectives? Why? Why not?

	Staff

	

	2
	Do you think that resources were efficiently used in the implementation? Why? Why not?
	Staff

	

	3
	Which factors affected the timely implementation of the programme? How were they overcome?
	Staff

	

	4
	Do you think that programme governance contributed to efficiency? Why? Why not? Did you receive sufficient guidance from the GOALS regional coordination team?
	Staff

	

	5
	How do you think that the tri-agency governance structure affected the programme, either positively or negatively? What practices existed to improve cooperation among the agencies in your country? 
	Staff

	

	6
	Do you think that the GOALS team and government officials had an effective communication? Why? Why not? 
Do you think you had effective communication with GOALS team? Why? Why not?
	Staff

Government officials

	

	7
	Were effective solutions found to challenges during implementation? Why? Why not?
	Staff



	[bookmark: _Hlk148646090]impact
	RESPONDENTS

	1
	Have you seen or do you believe there will be any signs of improvement in migrant workers, especially women’s working and living conditions due to the programme? If yes, what factors could have contributed to the signs of impact?
	Stakeholders

	

	2
	Have you seen any unexpected impact of the programme? If yes, what factors could have contributed to these? 
	Stakeholders

	

	3
	How did the GOALS programme impact your organisation? Have you noticed any organisational changes, or changes in how you do your work?
	Non-state stakeholders

	



	HUMAN RIGHTS AND GENDeR EqUaLITY
	RESPONDENTS

	1
	In your view, did the programme include the gender perspective in all its dimensions and activities? 
	Staff and Stakeholders

	

	2
	Did the programme improve the agency and representation of women migrant workers’ needs in your country? Why? Why not why?
	Stakeholders

	

	3
	Did the programme result in any (positive or negative) unintended results regarding gender equality in the field of migrant workers’ rights?
	Staff

	

	4
	Were you or the groups you represent included during programme design and implementation? If not, why? Do you think the needs of vulnerable migrants were reflected in the programme design and activities?
	CSO’s representing migrants

	

	5
	Did the programme team make an effort to inform you on the programme activities., progress and goals of the programme? If not, what was missing? 
	 Stakeholders




	SUSTAINABILITY
	RESPONDENTS

	1
	Do you feel that you and your organization have sufficient ownership and capacity to continue working towards improved labour migration governance?
	Stakeholders

	

	2
	Are the mechanisms and frameworks (referring to specific country-level results) created by GOALS sufficient to sustain results? Why? Why not?
	Stakeholders

	

	3
	What factors could enable the sustainability of the programme? What could hinder it? 
	Stakeholders

	

	4
	Do you think the parallel support to TAWGs and regional level governance will enhance sustainability? Why? Why not?
	Staff

	




[bookmark: _Toc150960264][bookmark: _Toc161300625][bookmark: _Toc161305793]Regional-level interviews
	Introduction	

	Could you briefly introduce yourself, your organization and how you were involved with GOALS? Since when were you involved

	RELEVANCE
	RESPONDENTS

	1
	What were the needs of the CPMS in order to enhance labour migration governance, especially in relation to the CP objectives? In your view, did the programme address those needs? If not, why?
	Staff and TAWGs

	

	2
	What were the needs of the TAWGs in improving labour migration governance in the CP? Did the GOALS programme provide relevant support to the Working Groups?
	Staff and TAWGs

	

	3
	What challenges do you see in the CP region in general, regarding labour migration governance? Do you think the GOALS programme addresses some of these challenges?
	Regional non-state actors, donor

	

	4
	How well did the programme address your needs and priorities concerning strengthening labour migration governance and collaboration?
	Regional non-state actors

	



	Coherence
	RESPONDENTS

	1
	How did the programme ensure that it contributes to other policy frameworks of the UN system (e.g. HLPF framework, GCM)? 
	UN Agency HQs, donor 

	

	2
	How did the GOALS programme contribute to the priorities and objectives of your own organisation?
	PUNO staff and HQ

	

	3
	Have you noticed other programmes or programmes supporting labour migration governance in the region? Did GOALS complement and achieve synergies with these other initiatives? Did you witness overlaps?
	All

	



	effectiveness
	RESPONDENTS

	1
	In the framework of the programme, has your country developed more actionable commitments for labour migration governance? How did GOALS’s support help you with that? If anything, what was missing?
	Members of TAWGs

	

	2
	Do you think that through the support of GOALS, the evidence base for labour migration policymaking improved? Did this evidence include specific evidence on gender? Do you think it is used for policymaking? If not, why not? 
	Members of TAWGs, Regional stakeholders

	

	3
	Do you think that the technical support given to you through the TAWGs resulted in effective multilateral dialogue and policymaking on the national and regional level? 
	Members of TAWGs

	

	4
	Have you noticed any examples of how the regional achievements of the GOALS programme spilled over to the national level? And vice versa, have you noticed that any national-level achievements influenced regional-level cooperation?
	Members of TAWGs, staff

	

	5
	Which were the main supporting factors in achieving the programme objectives? Which were the main hindering factors? 
	Members of TAWGs, Regional stakeholders

	

	6
	Do you think the programme could build on the comparative advantage of UN organisations to achieve outcomes? If so, how? Were there any factors that hindered this?
	PUNO staff and HQ

	



	HUMAN RIGHTS AND GENDeR EqUaLITY
	RESPONDENTS

	1
	In your view, did the programme include the gender perspective in all its dimensions and activities? For example, were you encouraged to include gender perspectives in the Actionable Commitments, or in policy dialogue in general?
	All

	

	2
	Did the programme provoke any (positive or negative) unintended effects regarding gender equality in the field of migrant workers’ rights?
	All

	

	3
	Were marginalised groups included during programme design and implementation? If not, why? 
	Regional Stakeholders, donor

	



	efficiency
	RESPONDENTS

	1
	Do you think that enough financial and human resources were available to achieve the objectives? Why? Why not?

	Donor, staff

	

	2
	Do you think that resources were efficiently used in the implementation? Why? Why not?
	Donor, staff

	

	3
	Do you think that programme management capacity contributed to efficiency? Why? Why not? 
	Donor, staff

	

	4
	How did the tri-agency cooperation function? What were its strengths? What were its weaknesses? What mechanisms for cooperation were put into place?
What changes to the tri-agency cooperation mechanisms were made (if any) based on the mid-term evaluation?
	PUNO’s staff and HQ, donor

	

	5
	Did you have effective cooperation with the GOALS programme team? Did you receive sufficient updates and information about the programme?
	Members of TAWGs and regional stakeholders

	



	impact
	RESPONDENTS

	1
	Have you seen or do you foresee any signs of improvement in migrant workers, especially women’s working and living conditions due to the programme? If yes, what factors could have contributed to the signs of impact?
	Regional stakeholders, TAWG members, staff

	

	2
	Have you seen any signs, or do you foresee strengthened collaboration in CP? If yes, what factors could have contributed to the signs of impact?
	TAWG members, staff

	

	3
	Have you seen any unexpected impact of the programme? If yes, what factors could have contributed to these? 
	All

	

	4
	To what extent did the programme have an impact on your organization or your work? Could you give examples?
	Regional stakeholders

	



	sustainability
	RESPONDENTS

	1
	Do you feel ownership and capacity to continue working towards improved labour migration in the CP region?
	Members of TAWGs, Regional stakeholders

	

	2
	Do you think that the frameworks developed (i.e. skills assessment framework) by GOALS will be sufficient to sustain the programme’s results? Why? Why not?
	Members of TAWGs

	

	3
	What factors could enable the sustainability of the programme? What could hinder it? 
	Stakeholders
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Introduction 
1. Which of the following best describes the scope of operation of your organisation?*
a. ( ) I represent a regional/multi-country organization
b. ( ) I work at the local or country-level

2. In which country were you based between 2020 and 2023?
a. ( ) Afghanistan
b. ( ) Bangladesh
c. ( ) Cambodia
d. ( ) China
e. ( ) India
f. ( ) Indonesia
g. ( ) Nepal
h. ( ) Pakistan
i. ( ) Philippines
j. ( ) Sri Lanka
k. ( ) Thailand
l. ( ) Vietnam
m. ( ) Other

3. What is your gender?*
a. ( ) Men
b. ( ) Women
c. ( ) Prefer not to say

4. How long have you worked on the issues of international labour migration (or related area)?*
a. ( ) Less than 1 year
b. ( ) 1-3 years
c. ( ) 4-7 years
d. ( ) More than 7 years

5. What type of organization do you represent?*
a. ( ) a. Government (ministry, agency)
b. ( ) b. Employer organization
c. ( ) c. Trade union
d. ( ) d. Academic / research organization
e. ( ) e. CSO or NGO
f. ( ) f. Other - Write In (Required): _________________________________________________*

6. What kind of activity GOALS did you participate in? (multiple choices are possible)?*
a. [ ] 1. Consultation/workshop on new policy or framework
b. [ ] 2. Focused training/course
c. [ ] 3. Validation meeting/seminar on study or data assessment
d. [ ] 4. Symposium or conference
e. [ ] 5. Individual briefings
f. [ ] 6. Capacity building through the development of tools
g. [ ] 7. Meetings of the Thematic Area Working Group (TAWG)
h. [ ] 8. Technical meetings on the South Asia Qualifications Reference Framework (SAQRF)
i. [ ] 9. Other - Write In (Required): _________________________________________________*

Reaction

7. I am satisfied with the training/workshop/meeting overall*
i. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

8. The training/workshop/meeting materials were easy to understand*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

9. The training/workshop/meeting content was relevant to my job responsibilities*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

10. The training/workshop/meeting content aligned with my expectations*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

11. The training/workshop/meeting format was easy to follow*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

12. The training/workshop/meeting format was suitable for my learning preferences*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

13. The training/workshop/meeting provided opportunities for interaction and discussion to facilitate my learning*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

Learning

14. The training/workshop/meeting enhanced my knowledge on labour migration*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

15. The training/workshop/meeting taught me new practical skills related to labour migration governance*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

16. I am confident that these new skills are relevant to the challenges and needs of my job.*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know
Behaviour
17. I have already applied the knowledge and skills gained from the training/workshop/meeting in my daily work*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

18. I have shared my new knowledge/skills with colleagues in my organisation*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

19. There are no barriers to using my newly acquired knowledge or skills*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

20. Kindly share what barriers you have faced in applying the skills or knowledge you've gained:________________________________________
Results
21. I have received positive feedback from my colleagues (in my organisation) regarding my job performance*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

22. My colleagues started demonstrating a better understanding of the needs and rights of women migrants*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

23. My organisation is better able to collaborate with other organisations on labour migration topics*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

24. My organisation has increased capacity to address labour migration challenges*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

25. My organisation is better able to represent/advise/provide services to migrant workers*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

26. My organisation's documents (e.g. activity plans, strategies, reports) better reflect the specific needs of women migrants*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

27. I believe that Colombo Process Member States have taken steps (i.e. developed actionable commitments) to enhance labor migration governance and policy coherence through multilateral dialogue.*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

28. I believe that my country has improved its labor migration policies and practices concerning skills development and qualifications recognition.*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

29. I believe my country has made progress in fostering fair and ethical recruitment as part of its labor migration policies and practices.*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

30. I believe my country has advanced in implementing policies and practices contributing to the sustainable reintegration of migrant workers into their home country.*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know

31. I observe tangible results in the strengthening of the evidence base on labor migration, influencing informed knowledge, dialogue, policy making, and action.*
a. ( ) Strongly agree	 ( ) Agree	 ( ) Neither agree nor disagree	 ( ) Disagree	 ( ) Strongly disagree	 ( ) I don't know
Additional feedback

32. Do you have any additional feedback to the GOALS project? ____________________________________________ 
[bookmark: _Toc161305795]Annex 7. Tables and figures	
[bookmark: _Toc161300735]Table 13: KIIS on the National Level
	
	PUNO staff[footnoteRef:265] [265:  Overall, among the representatives of the staff, 4 were associated with ILO, and 3 with UN Women and 3 IOM.] 

	Stakeholders
	Gender distinction

	BANGLADESH
	2 staff interview 
	3 stakeholder interview
	3/5 women

	INDIA
	1 staff interview 
	3 stakeholder interview
	1/4 women

	NEPAL
	2 staff interview 
	4 stakeholder interview
	3/6 women

	PAKISTAN
	2 staff interview 
	7 stakeholder interview
	2/8 women

	SRI LANKA
	2 staff interview 
	3 stakeholder interview
	0/7 women (one interview had 3 participants)

	CAMBODIA
	
	1 stakeholder interview
	0/1 women

	INDONESIA
	
	1 stakeholder interview
	0/1 women

	TOTAL
	9 interviews
	22 interviews
	9/32 women



[bookmark: _Toc161300736]Table 14: KIIS on the Regional level
	regional stakeholder type
	
	Gender

	IOM 
	3 interviews
	2/3 women

	ILO
	4 interviews
	1/4 women 

	UN WOMEN
	3 interviews
	3/3 women

	REGIONAL CSO
	2 interviews
	2/2 women

	REGIONAL TRADE UNION
	1 interview 
	0/1 women

	DONOR 
	2 interviews
	1/2 women

	TAWG MEMBER
	2 interviews 
	1/2 women

	TOTAL
	17 INTERVIEWS
	10/17 WOMEN



[bookmark: _Toc161300737]Table 15: Support received specifically to implement national level activities
	Country
	Output
	support provided

	Bangladesh
	2.1.
	· Development of the SAQRF, which has supported progress in NQF

	
	2.2.
	· Support policy dialogues on formalisation of sub-agents through consultations
· Broadening MRA in the country
· Translation of UN Women’s Toolkit for Gender-Responsive Employment and Recruitment and its Gender-responsive Guidance on Employment Contracts

	
	2.3.
	· Study on reintegration service mapping

	
	3.2.
	· Assessment of gender-disaggregated data

	India
	2.3.
	· Support in piloting a sustainable reintegration model
· Study on reintegration service mapping

	Nepal
	2.1.
	· Development of the SAQRF, which has supported progress in NQF

	
	2.2.
	· Support policy dialogues on formalisation of sub-agents through consultations
· Broadening MRA in the country

	
	2.3.
	· Study on reintegration service mapping

	
	3.2.
	· Assessment of gender-disaggregated data
· Support in migration cost survey 

	Pakistan
	2.1.
	· Support to pilot National Skills Passport
· Development of the SAQRF, which Pakistan agreed to partially reference

	
	2.2.
	· Support policy dialogues on formalisation of sub-agents through consultations

	
	2.3.
	· Study on reintegration service mapping

	
	3.2.
	· Studies on the prospects of women migrants and skills opportunities
· Studies on the labour migration corridor from Pakistan to UK and Japan, and the assessment of skills needs

	Sri Lanka
	2.1.
	· Development of the SAQRF, which has been formalised

	
	2.2.
	· Broadening MRA in the country

	
	2.3.
	· Study on reintegration service mapping
· Support in piloting a sustainable reintegration model

	
	3.2.
	· Studies on the prospects of women migrants and skills opportunities



[bookmark: _Toc161300738]Table 16: Stakeholders of the GOALS programme
	Role
	identity
	involvement in the intervention 
	involvement in the evaluation

	Duty bearers who have decision-making authority over the intervention such as governing bodies
	PUNOs (IOM, ILO, and UN Women Regional Offices), SDC
	Involvement in design (except for UN Women); hiring; PSC and thus, steering implementation
	KIIs, preliminary meeting for presentation on findings

	Duty bearers who have direct responsibility for the intervention, such as programme managers and national offices
	PTT members and national offices involved in the implementation
	Directly involved in implementation, and – in the case of PTT – management, correspondence with regional offices and stakeholders 
	KIIs, including inception and follow-up interviews, preliminary meeting for presentation on findings 

	Secondary duty bearers, who are directly contributing to the intervention, such as CPMSs and all NSAs (incl. TUs, CSOs, employer organisations, private recruitment agencies) 
	CPMSs’ government representatives
	Involvement in TAWG meetings; involvement in interventions through piloting; consultations and symposiums on sub-regional level
	KIIs and survey

	
	Trade unions (SARTUC and ITUC, and various others on the sub-regional level)
	Capacity building activities; involvement in policy dialogues; partnership in implementation (SARTUC and ITUC); 
	KIIs and survey

	
	Prive sector (employer organisations: SAFE,[footnoteRef:266] and others in the sub-regional level, i.e. BEF,[footnoteRef:267] EFP[footnoteRef:268], and recruitment agencies) [266:  South Asian Forum of Employers (SAFE)]  [267:  Bangladesh Employers' Federation]  [268:  Employers Federation of Pakistan] 

	Trainings; involvement in piloting of models (i.e. Skills Passport, reintegration guideline and survey); 
	KIIs and survey

	
	Civil society (MFA,[footnoteRef:269] and others on the sub-regional level) and research organisations (i.e. representatives of the SALAM[footnoteRef:270] network) [269:  Migrant Forum in Asia]  [270:  South Asia Centre for. Labour Mobility and Migrants] 

	Capacity building activities; involvement in policy dialogues and TAWG meetings; partnership in implementation (MFA)
	KIIs and survey

	Rights holders (individually or through the civil society organisations acting on their behalf) who are the intended and unintended beneficiaries of the intervention
	Labour migrants’ and their representatives (including CSOs and TUs) 
	Capacity building of CSOs and TUs above aimed to improve workers’ representation; FGDs conducted
	Migrant workers were indirectly involved, through KIIS and survey with representatives

	
	Employers, including employers in destination countries
	Participation in a study (Japan and UK); occasional participation in TAWGs; capacity building and consultation with employers’ organisations as mentioned above
	Employers were indirectly involved, through KIIS and survey with representatives

	Rights holders (individually or through the civil society organisations) who should be represented in the intervention but are not
	Multinational enterprises and GCC countries’ representatives
	Corridor study was done with two destination countries, but not in GCC countries; MNE involvement is proposed in project design but not seen in the implementation
	Contact could not be acquired


[bookmark: _Toc161300641]Figure 13: Respondents' Country of Residence during GOALS

[bookmark: _Toc161305796]Annex 8. Findings of the mid-term evaluation
The mid-term evaluation found that the GOALS programme aligns with government needs for labour migration governance, but engaging all government stakeholders for the evaluation was challenging. The Theory of Change (ToC) is comprehensive but requires a mid-implementation review. The risk matrix and assumptions are mostly accurate with minor suggestions.
According to the evaluation report, the programme aligns with normative frameworks such as the Global Compact for Migration (GCM), Sustainable Development Goals (SDGs), and relevant ILO Conventions. However, it does not contribute to UNCRPD or UNDIS rights. The report acknowledges the programme's use of a gender-sensitive and human-rights-based approach but highlights the need for greater inclusivity for groups with disabilities.
The report notes that a no-cost extension is likely needed due to delays. It reports that Outcome 1 is behind schedule and may not be achieved, Outcome 2 requires post-implementation support, and Outcome 3 is expected to be achieved. The effectiveness of GOALS was supported by leveraging the comparative advantage of different PUNOs, while efficiency is hindered by internal and external delays and a lack of clarity in work arrangements according to the evaluation.
Regarding sustainability, the report emphasises the dependence on the no-cost extension and the importance of securing funding for secretariat support for CP TAWGs. Furthermore, it suggests that additional activities are needed to ensure the sustainability of efforts focused on SALAM and facilitating connections between non-state actors (NSAs) and the government.
[bookmark: _Toc161300739]Table 17: Recommendations of the Mid-term Evaluation
	1.   Review the results framework based on what is feasible.

	2.   Develop a no-cost extension proposal.

	3.   Review the TOC and strengthen the linkages and pathways of change between the three outcomes.

	4.   Engage other donors to try to identify a broader base of funding for the CP TAWGs and the initiatives being undertaken by the programme. Ensure the Member States are broadly engaged in this process.

	5.   Consider initiating regular update meetings with country offices and national staff members to broaden awareness of progress in the Colombo Process and related initiatives.

	6.   Ensure either an inception period is built into future ONE-UN programmes or that the design phase includes clarity on individual agency roles and the modalities of working together.

	7.   Ensure the work of developing templates for inter-agency cooperation are capitalised within the UN system.

	8.   Ensure that gender mainstreaming is addressed by all partners in the programme.

	9.   Discuss with Member States the conducting of an external evaluation focused on the TAWGs.

	10. Encourage the informal meetings of TAWG members to compliment the more formal meetings.

	11. Identify opportunities for conducting research into the vulnerabilities persons with disabilities face during migration and consider how to address these in future programming.

	12. Strengthen awareness of the SALAM network and its partnerships with other programme stakeholders.

	13. Consider expanding the programme steering committee to include external stakeholders, such as key members of the TAWGs.




Reaction


Learning


Behaviour


Results


learners found the training engaging, beneficial, and relevant to their jobs


participants gained the intended knowledge, skills, attitudes, confidence, and commitment from the training


behaviour changes achieved due to the training on the level of the individual/organisation


results achieved towards the goals of the training on the institutional or policy level



Government (ministry or agency)	CSO or NGO	Trade union	Other	Employer representative	Academic or research institute	33	19	9	7	5	2	


Strongly Agree	
The training/workshop/meeting content aligned with my expectations	The training/workshop/meeting materials were easy to understand	I am satisfied with the training/workshop/meeting overall	The training/workshop/meeting content was relevant to my job responsibilities	21.2	27.3	27.3	39.4	Agree	
The training/workshop/meeting content aligned with my expectations	The training/workshop/meeting materials were easy to understand	I am satisfied with the training/workshop/meeting overall	The training/workshop/meeting content was relevant to my job responsibilities	75.8	69.7	69.7	60.6	Neither agree nor disagree	
The training/workshop/meeting content aligned with my expectations	The training/workshop/meeting materials were easy to understand	I am satisfied with the training/workshop/meeting overall	The training/workshop/meeting content was relevant to my job responsibilities	3	0	0	0	Disagree	
The training/workshop/meeting content aligned with my expectations	The training/workshop/meeting materials were easy to understand	I am satisfied with the training/workshop/meeting overall	The training/workshop/meeting content was relevant to my job responsibilities	0	3	3	0	Strongly Disagree	The training/workshop/meeting content aligned with my expectations	The training/workshop/meeting materials were easy to understand	I am satisfied with the training/workshop/meeting overall	The training/workshop/meeting content was relevant to my job responsibilities	0	0	0	0	



Strongly Agree	
The training/workshop/meeting content aligned with my expectations	The training/workshop/meeting content was relevant to my job responsibilities	The training/workshop/meeting materials were easy to understand	I am satisfied with the training/workshop/meeting overall	19	28.6	31	35.700000000000003	Agree	
The training/workshop/meeting content aligned with my expectations	The training/workshop/meeting content was relevant to my job responsibilities	The training/workshop/meeting materials were easy to understand	I am satisfied with the training/workshop/meeting overall	69	59.5	61.9	57.1	Neither agree nor disagree	
The training/workshop/meeting content aligned with my expectations	The training/workshop/meeting content was relevant to my job responsibilities	The training/workshop/meeting materials were easy to understand	I am satisfied with the training/workshop/meeting overall	11.9	11.9	7.1	7.1	Disagree	
The training/workshop/meeting content aligned with my expectations	The training/workshop/meeting content was relevant to my job responsibilities	The training/workshop/meeting materials were easy to understand	I am satisfied with the training/workshop/meeting overall	Strongly Disagree	The training/workshop/meeting content aligned with my expectations	The training/workshop/meeting content was relevant to my job responsibilities	The training/workshop/meeting materials were easy to understand	I am satisfied with the training/workshop/meeting overall	



Strongly Agree	State actors	Non-state actors	9.1	14.3	Agree	State actors	Non-state actors	69.7	61.9	Neither Agree nor disagree	State actors	Non-state actors	18.2	19	Disagree	State actors	Non-state actors	0	4.8	Strongly Disagree	State actors	Non-state actors	I don't know	State actors	Non-state actors	3	0	



Strongly Agree	There are no barriers to using my newly acquired knowledge or skills	I have already applied the knowledge and skills gained from the training/workshop/meeting in my daily work	I have shared my new knowledge/skills with colleagues in my organisation	20	21.3	30.7	Agree	There are no barriers to using my newly acquired knowledge or skills	I have already applied the knowledge and skills gained from the training/workshop/meeting in my daily work	I have shared my new knowledge/skills with colleagues in my organisation	62.7	60	62.7	Neither agree nor disagree	There are no barriers to using my newly acquired knowledge or skills	I have already applied the knowledge and skills gained from the training/workshop/meeting in my daily work	I have shared my new knowledge/skills with colleagues in my organisation	13.3	14.7	4	Disagree	There are no barriers to using my newly acquired knowledge or skills	I have already applied the knowledge and skills gained from the training/workshop/meeting in my daily work	I have shared my new knowledge/skills with colleagues in my organisation	1.3	1.3	2.7	Strongly Disagree	There are no barriers to using my newly acquired knowledge or skills	I have already applied the knowledge and skills gained from the training/workshop/meeting in my daily work	I have shared my new knowledge/skills with colleagues in my organisation	I don't know	There are no barriers to using my newly acquired knowledge or skills	I have already applied the knowledge and skills gained from the training/workshop/meeting in my daily work	I have shared my new knowledge/skills with colleagues in my organisation	2.7	2.7	



Strongly Agree	My colleagues started demonstrating a better understanding of the needs and rights of women migrants	My organisation has increased capacity to address labour migration challenges	I have received positive feedback from my colleagues (in my organisation) regarding my job performance	My organisation is better able to represent/advise/provide services to migrant workers	My organisation is better able to collaborate with other organisations on labour migration topics	14.7	18.7	24	24	26.7	Agree	My colleagues started demonstrating a better understanding of the needs and rights of women migrants	My organisation has increased capacity to address labour migration challenges	I have received positive feedback from my colleagues (in my organisation) regarding my job performance	My organisation is better able to represent/advise/provide services to migrant workers	My organisation is better able to collaborate with other organisations on labour migration topics	66.7	68	62.7	56	62.7	Neither agree nor disagree	My colleagues started demonstrating a better understanding of the needs and rights of women migrants	My organisation has increased capacity to address labour migration challenges	I have received positive feedback from my colleagues (in my organisation) regarding my job performance	My organisation is better able to represent/advise/provide services to migrant workers	My organisation is better able to collaborate with other organisations on labour migration topics	14.7	9.3000000000000007	10.7	18.7	9.3000000000000007	Disagree	My colleagues started demonstrating a better understanding of the needs and rights of women migrants	My organisation has increased capacity to address labour migration challenges	I have received positive feedback from my colleagues (in my organisation) regarding my job performance	My organisation is better able to represent/advise/provide services to migrant workers	My organisation is better able to collaborate with other organisations on labour migration topics	4	1.3	1.3	1.3	Strongly Disagree	My colleagues started demonstrating a better understanding of the needs and rights of women migrants	My organisation has increased capacity to address labour migration challenges	I have received positive feedback from my colleagues (in my organisation) regarding my job performance	My organisation is better able to represent/advise/provide services to migrant workers	My organisation is better able to collaborate with other organisations on labour migration topics	I don't know	My colleagues started demonstrating a better understanding of the needs and rights of women migrants	My organisation has increased capacity to address labour migration challenges	I have received positive feedback from my colleagues (in my organisation) regarding my job performance	My organisation is better able to represent/advise/provide services to migrant workers	My organisation is better able to collaborate with other organisations on labour migration topics	4	1.3	



Strongly Agree	State actor	Non-state actor	12.1	26.2	Agree	State actor	Non-state actor	57.6	64.3	Neither agree nor disagree	State actor	Non-state actor	30.3	7.1	Disagree	State actor	Non-state actor	0	2.4	




IOM	ILO	UNW	1.1.	1.2.	2.1.	2.2.	2.3.	3.1.	3.2.	Staff	Output	
IOM	ILO	UNW	1.1.	1.2.	2.1.	2.2.	2.3.	3.1.	3.2.	Staff	Output	0.20788362471102778	0.14394005833942689	9.5402019131940144E-2	3.0000063888003168E-2	2.0999986641599338E-2	4.499999903199995E-2	4.1152198841149061E-2	0.1571569373949841	4.2147302890506222E-2	7.1511584346974577E-2	


2	Disagree	Neither agree nor disagree	Agree	Strongly agree	1	8	20	13	


Strongly agree	Non state actors	Governmental actors	8	3	Agree	Non state actors	Governmental actors	27	23	Neither agree nor disagree	Non state actors	Governmental actors	5	6	






Total	
Bangladesh	Cambodia	India	Indonesia	Nepal	Other	Pakistan	Sri Lanka	Thailand	(blank)	8	1	1	3	10	3	11	16	3	
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OUTCOMES

OUTPUTS

ACTIVITIES

Safe, orderly and regular labour migration for all women and men from the Colombo Process Member States

The CPMSs develop and progress
actionable commitments for strengthened
labour migration governance and policy
coherence through multilateral dialogue.

Policymakers from
CPMS have
increased technical
capacity in priority
thematic areas for
all TAWGS to
function effectively
to advance
commitments
made under the
(c]=)

At least two
meetings of each
TAWG is
convened.

Road map for CP
to increase visibility
developed

?

Women and men
migrant workers and/or their
representatives, CSOs,
social partners (TUs and
employers’ organisations)
and relevant industry
partners have the capacity
to contribute to and
participate in the
CP and the TAWGs.

Targeted advocacy and
capacity development
strategies for women's
organisation.

ToT delivered to TUs and
CSOs who can reach
women migrant workers.
National multi-stakeholder
dialogues on
gender-responsive policy
monitoring processes and
strengthening meaningful
engagement with the CPs
and TAWGs are delivered.

Selected member states in South Asia have improved labour migration
policies and practices, in particular on skills development and
qualifications recognition, fostering fair and ethical recruitment, and

?

Regional
frameworks and
guidelines on
skills/qualifications
recognition are
developed and
adapted for
operationalization
at the national
level.

T

SA Qualification
Referencing
Framework
developed.
Regional
symposium on
skills recognition.
Skills passport
implemented in
Pakistan.

sustainable reintegration.

T

Policymakers and NSAs from
CPMSs have increased
understanding of how to apply
tools, knowledge and best
practices to improve the
regulation and enforcement of fair
and ethical recruitment
practices and labour migration
cooperation agreements,
memoranda and contracts.

T

Regional meeting for government
regulatory bodies that oversee
recruitment agencies

Policy dialogues on fostering role
of sub-agents in recruitment.
Expansion of Migrant
Recruitment Advisor.

UN Women's Toolkit for
Gender-Responsive Employment
and Recruitment localized in
Bangladesh and in Nepal

Pilot test gender- responsive
BLMA

-

Regional
frameworks and
guidelines on
reintegration are
developed and
adapted for
operationalization at
the national level.

T

Regional mapping
in SA countries and
facilitation on labour
market integration
of return migrants
delivered.

Regional
reintegration model
and pilot test it in
two selected SA
countries of origin.
Guidance for CPMS
to eliminate and
address violence
against women.

The evidence base on labour migration is
strengthened to inform knowledge, dialogue,
policy making and action.

?

A knowledge hub is
developed to address
knowledge gaps on labour
migration in South and South
East Asia and knowledge and
information is accessed and
used by stakeholders across
CPMSs and countries of
destination in the Middle East

f

Reliable and
accessible data
and knowledge

is developed and
shared for use to
support informed
policy decision
making among
CPMSs

Migration Corridor.

?

Engagement
of five
academic
institutions

A knowledge
hub to address
knowledge
gaps on labour
migration in
South Asia
was
established.
Supporting the
strengthening
of the
knowledge
base of
regional
employers’
and workers’
organizations.

?

A gender assessment of skills
development opportunities in
selected CPMSs delivered
Analyses on the current and
future skills supply and demand
of migrant labour in a selected
migration corridor.

Assessment of available gender
data, indicators and targets in
two CPMS.

Training to national statistical
offices in one or two countries
One high-level regional technical
meeting on international labour
migration statistics organised.
First regional forum on women
migrant workers held.

Support given to one MS to
conduct a recruitment cost
survey.




