
TEACHING GENDER 
IN THE MILITARY
A Handbook

DCAF
DCAF
a centre for security,
development and
the rule of law

With the support of the Swiss Government.

Beth Lape, "Assessment and evaluation as tools for improvement"

in PfPC SSRWG and EDWG,                                                                           
(Geneva: DCAF and PfPC, 2016).

Handbook on Teaching Gender in the Military



159

EI
G

H
T

08
Assessment and evaluation as tools for 
improvement

1.	 Introduction 

2.	 The theory behind evaluation

3.	 Evaluation in the ADDIE model

4.	 Formative and summative assessment

5.	 Using the Kirkpatrick model to integrate 
gender equality in military curricula

6.	 Evaluation of gender awareness in military 
curricula

7.	 Annotated bibliography

Annex: Military exercise scenarios testing 
application of a gender perspective

CONTENTS

1. Introduction

Evaluation is the systematic determination of the merit, worth and significance of a learning or training process 

by using criteria against a set of standards. The evaluation phase is ongoing throughout the process used in 

designing curricula. The primary purpose of evaluation is to ensure that the stated learning outcomes will 

actually meet a required need, in this case for educational achievement. This chapter discusses evaluating a 

gender-related curriculum.2

Evaluation is performed during all phases of an instructional design process, and a model can be used when 

including evaluation in the review of a programme. Various questions are often asked during analysis of the 

requirements. Is there a performance problem related to a learning outcome? How will implementing a change 

to the curriculum positively affect a need or goal? What must the learners be able to do to attain the required 

change in performance? 

Evaluation can also be taken one step further by ensuring the learners can actually meet the new performance 

standards once they have completed the learning process and returned to their jobs; and by ensuring that the 

needs or learning outcomes are actually being met by measuring performance and effectiveness in regards to 

a better understanding and application of more gender-sensitive practice in military operations’ design and 

implementation.

In the process of developing an education and training programme that incorporates a gender perspective, it is 

important to consider how the learner will be assessed and evaluated throughout the programme, and in the 

end if the programme outcomes were achieved. This is not easy, as it may be necessary to determine if a change 

in the affective domain (attitudes, behaviour) occurred as well as a change in the cognitive domain (knowledge). 

Beth Lape (United States)1
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Through this chapter the theory behind evaluation is explored, as well as how it relates to learner assessment in 

lessons on gender. Descriptions are given of the various models and mechanisms used in developing evaluation 

schemes.

2. The theory behind evaluation

Evaluation is often considered the culminating feedback of a programme, but ideally the evaluation is part of 

a cycle with continuous oversight of the process. The evaluation results feed back into the design of the next 

iteration of the programme. In education, evaluation can be used to link the achieved results with the learning 

outcomes, in addition to providing a form of quality control for the programme. 

This is accomplished by making links from learning to organizational activities in addition to considering cost-

effectiveness. It is important to determine the relationships between learning, training and the transfer of 

knowledge and skills to the job. It is also important to remember that there is a risk of evaluative data being 

manipulated for reasons of internal politics.4 For the purposes of this handbook, to help ensure the goal is 

actually being met it is essential for instructors to consider measures of performance (MOPs – am I doing the 

right things?) and measures of effectiveness (MOEs – am I doing things right?) to assist learners in striving for 

the new performance standards once they have completed the educational programme and returned to their 

jobs. 

MOPs and MOEs are terms that have been recently mentioned when discussing a gender programme overall to 

determine if it is doing what is needed. An MOP can be easily evaluated when a person reviews the quantitative 

data that may be recorded. This collection could include, for example, information on how many women are in 

the unit, how many contacts a gender adviser had out in town, and whether extra restroom facilities were added 

to accommodate all the personnel in the unit. But the MOE is more difficult to evaluate, and it will take longer 

to determine if what is being done is having any kind of effect on the operations. 

Assessments of the learner are a part of the evaluation process, as they help to measure the impact of what the 

instructor teaches and what the learner learns. By determining the value and effectiveness of the different parts 

of a curriculum, assessment tools provide useful data for the evaluation. 

Box 8.1 Assessment and evaluation3

Education professionals make distinctions between the terms “assessment” and “evaluation”.

Assessment is the process of documenting knowledge, skills, attitudes and beliefs, usually in measurable terms. 

The goal of assessment is to make improvements, as opposed to simply being judged. In an educational context, 

assessment is the process of describing, collecting, recording, scoring and interpreting information about learning. 

Evaluation is the process of making judgements based on criteria and evidence.



161

Assessment and evaluation as tools for improvement

EI
G

H
T

A literature review suggested there is widespread underevaluation of educational programmes, and that what is 

being done is of uneven quality.6 However, in today’s economy and its focus on value for money, organizations 

are looking to cut programmes that do not work, so this former attitude towards evaluation is changing towards 

ensuring that training and education support the units’ needs. Evaluation provides a mechanism for decision-

makers to judge whether quality standards are being met,7 and ensures training and education’s continuing 

ability to produce qualified workers. A follow-up evaluation can be conducted to get a report of how well 

the training and education prepared learners to perform their jobs after having been on the job for a selected 

period of time. Evaluation is an ongoing process of assessing learner performance, identifying concerns of the 

instructors and initiating corrective actions for the entire programme. Data sources for evaluation often include 

surveys, interviews, tests, course evaluation results, service or product data and observations.

3. Evaluation in the ADDIE model

As mentioned in Chapter 4, the curriculum design process is often based on the ADDIE (analysis, design, 

development, implementation and evaluation) model. While each phase of the ADDIE process builds on the 

outputs of the preceding phases, the phases are not sequential. Any change within a phase requires review and 

possibly adjustments to preceding phases. Note that although evaluation is part of the review cycle, it is also the 

overall encompassing factor that includes all the phases. Instruction developers may move in and out of each 

phase. Continuous evaluation of products from each phase, along with approvals, serves to eliminate or reduce 

wasted effort.8

The designer in the analysis should focus on the target audience. A diagnostic tool, such as a written or oral 

pre-test, could be conducted to determine whether the skill level of the curriculum matches the learners’ level of 

skill and intelligence, to make sure that what they already know will not be duplicated and instead the learning 

is focused on topics and lessons yet to be explored. In this phase, instructors distinguish between what the 

learners already know and what they have to know after completing the course. Several key components must 

be used to make sure analysis is thorough. In a “blended learning programme” integrating online and residential 

courses, the learners could all be brought up to a more common learning level before the programme begins.

Box 8.2 The purpose of assessment and of evaluation5
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Other points to consider in the analysis phase are the demographics of the target audience, to include previous 

experiences; the learning outcomes in terms of knowledge, skills and attributes; review of existing instructional 

strategies previously employed and the assessment results; available technology and time for online and 

residential courses; and overall resources required (both technical and support) in time, human resources, 

technical skills, finance, etc. 

While the instruction is being designed there are questions to consider. What must the learners learn to enable 

them to fulfil the required goal? While the curriculum is being developed, the designers should ask about the 

activities that will best bring about the intended outcomes. During the implementation of the curriculum, the 

developers should ask if the skills and knowledge to perform the required tasks have been acquired. 

The evaluation phase of ADDIE is developed in more detail in the following sections of this chapter. Every stage 

of the ADDIE process involves evaluation, and it is an essential component of the construct. Throughout the 

evaluation phase the curriculum designer will monitor the educational programme to determine if the issue is 

solved and whether the desired outcomes are met.

4. Formative and summative assessments 

Assessments of learners are normally divided into two broad categories: formative and summative. A formative 

assessment (sometimes referred to as internal) consists of a range of formal and informal assessment procedures 

that are used during the learning process to modify teaching and learning activities to determine the level 

of learners’ cognitive achievement. It is used in judging the status of the programme while activities are in 

progress, i.e. forming. This kind of assessment allows learners and instructors to monitor how well the goals and 

desired outcomes of the instruction are being met while it is in progress. The main purpose is to determine gaps 

in the learning so that interventions can take place immediately to allow the learners to continue to master the 

required skills and knowledge.9 The formative assessment is intended to foster development and improvement 

within an ongoing activity (or person, product, programme, etc.).10

A summative assessment (sometimes referred to as external) focuses on the outcome and determines instructional 

achievement at the end of the programme’s activities, i.e. summation.11 It is used to assess whether the results of 

the object being reviewed (programme, intervention, person, etc.) met the stated goals.12 Traditional assessments 

at the end of a class are summative, but it is also beneficial to include some that serve as formative assessments 

during the instruction to make sure the information is getting across to the learners. 

The various methods used to collect summative information include questionnaires, surveys, interviews, 

observations and testing. The methodology used to gather the data should be carefully designed and executed 

to ensure the data are accurate and valid. Questionnaires are the least expensive procedure for external 

evaluations and can be used to collect large samples of information from those who have attended the course. 

The questionnaires should be tested before use to ensure the recipients understand what is being asked in the 

way the designer intended. 

5. Using the Kirkpatrick model to integrate gender equality in military 
curricula

One of the better-known evaluation methodology models used for judging learning processes in military 

education and training is Donald Kirkpatrick’s four-level evaluation model, first published in his 1954 dissertation 

titled “Evaluating human relations programs for industrial foremen and supervisors”, and then later in a series 

of articles in 1959 in the Journal of the American Society of Training Directors.13 However, it was not until his 

1994 book, Evaluating Training Programs, was published that the four levels became popular. Today the model 

is a cornerstone in the training and learning industry.14
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The four levels of evaluation consist of reaction, learning, behaviour and results. These levels are explained 

further in the following subsections. 

Level 1: Reaction – How well did the learners like the learning process? Assessments at this level help to report 

how learners react to the instructional programme. Common steps in a level 1 assessment include:15

•	 determine what you want to find out;

•	 design a form that will quantify reactions;

•	 encourage written comments and suggestions;

•	 attain an immediate response from all in attendance;

•	 seek honest reactions;

•	 develop acceptable standards;

•	measure reactions against the standards and take appropriate action;

•	 communicate the reactions as appropriate.

Assessments can be conducted to get quick feedback on the instruction using various methods:

•	ABCD questions (learners hold up a card with a letter stating which answer is correct);

•	 open-ended questions by the instructor;

•	 one-minute paper written at the end of the session by the learners and evaluated by the instructor;

•	 self-assessments (possible reactions to new gender concepts such as “boys don’t cry” or “a woman’s place is 

in the home”);

•	 peer assessments;

•	 journaling by the learners.

Examples of questions that could be used in evaluating how the subject of gender was received by the audience 

are noted in Box 8.3.

Box 8.3 Sample evaluation questions for education that incorporates a gender perspective16

Please rate on a score of 1–5 (1 = poor, 5 = excellent).

1.	 Value of this topic in relation to my job	 

2.	 Usefulness of the course content	 

3.	 Presentation methods used	 

4.	 Trainer’s ability to transfer knowledge	 

5.	 Atmosphere conducive to participation	 

6.	 My opinions were taken into consideration	 

7.	 Value of the fact sheets	 

8.	 Relevance of the work sheets	 

Please answer the following questions in your own words. 

9.	 Do you have any suggestions about additions to the course? 

10.	 Is there anything you think should be dropped from the course? 

11.	 What did you enjoy most about the course? 

12.	 What did you dislike most about the course? 

13.	 What aspect of the course did you find most useful? 

14.	 What aspect of the course did you find least useful? 

15.	 Was the course (please tick)

 	 a) Too long b) Too short c) The right length?

16.	 Do you have any comments to make about the administrative arrangements for the course (e.g. room, food)? 

17.	 Do you have any other comments to make? 
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Level 2: Learning – What did they learn (the extent to which the learners gain knowledge and skills)? Steps in 

these assessment methods include:17

•	 evaluate knowledge, skills or attitudes both before and after the programme;

•	 attain a response rate of 100 per cent;

•	 use the results of the evaluation to take appropriate action;

•	use feedback questions such as the following:

§§ What did you find interesting about this course?

§§ What does it take to succeed in this course?

§§ How did the instructional approaches used in this class affect your efforts to learn?

§§ How would you rate the effort you put into this course compared to other courses you have taken?

Common examples of assessment methods at this level include using a written test to measure knowledge and 

attitudes, and a performance test to measure skills. Other examples are:

§§ final exams, projects, essays;

§§ end-of-course feedback.

Some type of a feedback form/questionnaire/survey is the most commonly used method to evaluate instruction 

at this level. Parts of questionnaire construction are intuitive, but there are certain points with which a course 

evaluator should be familiar. Concepts being asked about need to be clearly defined and questions unambiguously 

phrased, or else the resulting data may be seriously misleading. Here are some simple rules to follow.18

•	 Each question should relate directly to your evaluation objectives.

•	 Everyone should be able to answer every question (unless instructed otherwise).

•	 Each question should be phrased so that all respondents interpret it in the same way.

•	 The answers to each question should provide the information you need to know, not what would be nice to 

know.

Box 8.4 can be used when developing a questionnaire. The comments in italics give tips on good questionnaire 

design.

Level 2 feedback is important to help evaluate the short-term impact of gender-related education on the learners’ 

attitudes towards a gender perspective and awareness on gender-related topics.

Level 3: Behaviour – What changes in job performance resulted from the learning process? Does the learner 

have the capability to perform the newly learned skills while on the job? How have the learners been able to 

adopt a change in attitude towards gender within their daily work? Thoughts to consider in the use of this level 

include the following.20

•	Using a control group if possible.

•	Allowing enough time for a change in behaviour to take place (such as six months, enough time for the 

learning to be put into action to cause any change).

•	 Surveying or interviewing one or more of the following groups: learners, their bosses, their subordinates and 

others who often observe the learners’ behaviour on the job. 

•	Choosing the appropriate number to sample (how many would be a significant number to sample?).

•	Considering the cost of evaluation versus the benefits.

Examples of ways to conduct evaluation at this level could include:

§§ reaching out to all identified stakeholders;

§§ creating assessments that reach as many stakeholders as possible;

§§ sending out questionnaires to previous learners.

Measures of effectiveness regarding any change in behaviour towards gender would start to be evaluated at 

this point.
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Box 8.4 General course evaluation item consideration – Questionnaire19

Consideration Example

Statements should be neutral so as not to bias the 

respondent

Indicate to what extent you agree with the following 

statement.

The course was generally well presented. 1 2 3 4 5

1 = Strongly disagree; 2 = Disagree; 3 = Neither agree 

nor disagree; 4 = Agree; 5= Strongly agree. 

The statement above is biased as it is written in a 

positive form. The alternate below is neutral.

Indicate your response to the following statement.

The course was:

Very helpful   Satisfactory   Not helpful 

Combined positive/negative statements In cases where it is not possible to write neutral 

statements, positive statements must be balanced with 

negative statements.

Indicate to what extent you agree with the following 

statement.

Positive – The course contained new information. 

1 2 3 4 5

Negative – The activities were not well sequenced. 

1 2 3 4 5

1 = Strongly disagree; 2 = Disagree; 3 = Neither agree 

nor disagree; 4 = Agree; 5 = Strongly agree.

Using an equal number of positive and negative 

statements balances the form and eliminates bias.

Statements should only ask respondents to evaluate 

one thing.

The course contained information, ideas, methods and 

techniques new to me. 1 2 3 4 5

1 = Strongly disagree; 2 = Disagree; 3 = Neither agree 

nor disagree; 4 = Agree; 5 = Strongly agree. 

How would learners respond if they already knew the 

basic information but the techniques were new? Items 

must be singled out. 

Indicate to what extent you agree. The course 

contained the following that was new to me:

a.	 Information	 1 2 3 4 5

b.	 Ideas	 1 2 3 4 5

c.	 Methods	 1 2 3 4 5

d.	 Techniques	 1 2 3 4 5
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Level 4: Results – This level is the most difficult to assess, as it requires continuous follow-up with the learners 

and a measurement of the results of any actions they performed. In the area of gender, the results could be 

measured by a change in a person’s affective domain in regards to how they value and include gender in any 

planning processes. Additionally, success at this level could be measured by how any attitudes within an area 

changed, or even using metrics such as improved health due to a change in the healthcare programme for 

a village. Overall, you need to evaluate the tangible results of the learning process in terms of reduced cost, 

improved quality, increased production, efficiency, etc. Points to consider include the following.21

•	Allow enough time for results to be achieved.

•	Repeat the measurement at appropriate intervals.

•	Consider the cost of the evaluation versus benefits.

•	 Be satisfied with the available evidence if absolute evidence is not possible to attain.

Kirkpatrick’s concept is quite important, as it makes an excellent planning, evaluating and troubling-shooting 

tool, and can be applied to gender-related education.

6. Evaluation of gender awareness in military curricula

The effectiveness of learning about gender within the regular curriculum is evaluated using the standard 

assessment methods previously discussed. A more difficult measure is reviewing the behaviour of the learners. 

To achieve results an accurate assessment should be made over time, preferably several months. An accurate 

assessment is one that looks at integration based upon criteria determined in evaluations of the individual as 

well as the organization. Reviewing this kind of material is an example of the information that would be used 

when conducting a Kirkpatrick Level 3 review of how the knowledge transfer of the material changed the 

affective domain. The Committee of Women in NATO Forces has published basic metrics and drafted NATO 

guidelines to integrate gender-related topics into the NATO evaluation process (Box 8.5).

Box 8.5 Recommendations related to the evaluation process by NATO nations/authorities22

The principle can only be successfully achieved if NATO nations and authorities implement, as a minimum, the 

following recommendations. 

•	 Collect and analyse gender-related data, disaggregated by sex and other categories as appropriate, relevant 

to NATO operations.

•	 Monitor, review and analyse the effectiveness of gender and cultural awareness training, based on lessons 

learned from previous NATO operations.

•	 Report on identified advantages and disadvantages in respect of gender-related issues by: 

§§ identifying situations where having female personnel provided a specific advantage in NATO operations;

§§ conducting surveys of military personnel regarding their perspectives on gender-related issues during NATO 

operations;

§§ identifying any unintended impact on gender-related issues affecting civilian populations and military 

personnel.

•	 Evaluate the impact of actions not only on the population as a whole, but also on men and women separately.

•	 Integrate gender-related topics into the existing reporting system (e.g. lessons identified, lessons learned, best 

practices).

•	 Share and exchange information on gender-related best practices with other international organizations such 

as the United Nations, the Organization for Security and Co-operation in Europe, the European Union, the 

International Committee of the Red Cross and non-governmental organizations.

•	 Ensure that gender-related issues covered in the lessons learned are broadly shared so that the required 

changes can be implemented.
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There are various methods for measuring the transformation of gender-aware attitudes into gender-responsive 

actions and behaviours – examples include the following.

•	Anonymous surveys of men and women regarding sexual harassment.

•	 Exit surveys collecting information on people’s opinions of the organization upon leaving employment, to 

include questions about job training and work environment. 

•	 Evaluation forms completed by learners several months after the training programme, asking questions on 

relevant attitudes, perceptions and behaviours.

•	 Interview supervisors/managers to get their assessment of any change in behaviour of the learner when a 

reasonable amount of time has elapsed after return to the organization.23

A transformative change in a person’s behaviour can also be assessed through observations during military 

training exercises. The exercises presented in the annex to this chapter were developed by a military gender 

adviser conducting training on a gender perspective in the Democratic Republic of the Congo. All the information 

obtained at the various levels of these exercises becomes part of the “analysis” phase of the ADDIE model to 

review what has occurred in the field to see if there has been a change in the affective domain based upon 

the instruction given. Gender education and training should be transformative at all levels. Full evaluation to 

see if changes have occurred involves using a range of methods, from surveys that just tick a box to including 

observations, peer reviews and other forms of evaluation. 

The availability of tools, resources and leadership support will have an effect on how easily learners will be able 

to apply what they have learned on gender in operations. Trained gender focal points should be available to 

assist with questions in the field, as well as the gender adviser on the staff. But it is also beneficial for learners 

to keep in contact with their gender instructor as a person to reach back to with questions on gender-related 

topics that have been encountered, but were not quite covered the same way in the programme. Assessments 

of learners and evaluation of programmes are not easy, but are important steps in ensuring that the concept of 

applying a gender perspective is understood and can be used in operational situations.
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Annex: Military exercise scenarios testing application of a gender 
perspective24

When training soldiers, one method of assessing and evaluating how well lessons on gender have been 

assimilated is by seeing if they can apply the lesson in a practical scenario. The officer responsible for designing 

the exercises may benefit from liaising with a gender adviser who could assist in developing the integration 

of a gender perspective into the scenarios. Military exercises usually test officers through operational staff 

work, which includes writing orders, and tactical-level exercises which put soldiers through practical tests. The 

principles of UN Security Council Resolution (UNSCR) 132525 are a good foundation for planning and developing 

exercises which seek to implement a gender perspective, for several reasons.

a.	 UNSCR 1325 seeks to promote the participation of women within the military and within the indigenous 

population where the military is operating.

b.	 UNSCR 1325 encourages militaries operating overseas and at home to protect women, men, girls and boys 

from conflict-related sexual violence (CRSV).

c.	 UNSCR 1325 encourages militaries operating overseas and at home to prevent acts of CRSV against 

women, men, girls and boys.

d.	 UNSCR 1325 encourages militaries operating overseas and at home to assist and support women and 

girls in the post-conflict reconstruction phase. This can include ensuring soldiers know how to respond to 

survivors of CRSV.

The situations below complement UNSCR 1325 and can be woven into tactical military exercises which require 

the implementation of a gender perspective by the soldiers.

PARTICIPATION 

Key leader engagement
Senior non-commissioned officers and commissioned officers deployed on operations overseas are frequently 

required to engage with the civilian population. Experience from NATO missions in Afghanistan and UN 

peacekeeping operations across Africa has revealed that male-dominated military and peacekeeping units are 

less likely to talk to women (50 per cent of the population), thus hearing only “half of the story”. Soldiers should 

therefore be “tested” when tasked to initiate key leader engagement to see if they consider holding meetings 

with civilian women. At the tactical level soldiers should be tested in running a meeting with an all-women 

group or with a civilian woman who has influence in the community. The participation of servicewomen could 

also be tested, as in some societies only a woman can approach another woman, and men cannot approach 

women to whom they are not related.

Intelligence collection
As women often have their own “intelligence networks”, it is vital that military forces operating in an area 

speak to women as well as men. In twenty-first-century warfare civilian women are more likely to be targeted 

by illegally armed groups than NATO or UN soldiers. These women will have a better understanding of when 

and where they are vulnerable, and so should be included when gathering information. Staff officers in HQs 

and soldiers on tactical exercises can be tested to see if they include this in their planning and when they go on 

patrol and interact with the civilian population in the exercise setting. 
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PARTICIPATION, RECONSTRUCTION

Civil-military quick-impact project design 
Officers at the operational level work with soldiers deployed on the ground to identify projects that can “win 

hearts and minds”, or at least tolerance from the civilian community among whom they are operating. Military 

units consistently seek out ideas for projects only from influential males. In exercises at both operational and 

tactical levels the soldiers can be assessed on whether they think to include women and speak to women to 

collect ideas for projects. Both levels could be tested to see if they can suggest projects that would target the 

female population.

Negotiation talks
NATO and UN staff may be required to support the political process by overseeing negotiation talks. This is often 

conducted in a role-play scenario. Both operational and tactical-level exercises can be tested to see if they seek 

to include women at the negotiating table and have servicewomen on hand for searching, etc., before the talks 

commence. 

PROTECTION, PREVENTION

At the operational level staff being exercised can be tested to see if they will order units to conduct patrols in 

areas where they have been told the civilian population is most at risk. Assessment can reveal if the planners do 

not just target armed groups but also plan patrols that are near vulnerable areas for civilians – e.g. on roads into 

markets or around collecting points for water and wood.

Soldiers being exercised with role plays, etc., can be approached by a woman asking them for help. How they 

respond and who they inform will indicate if they have understood the gender lessons.

Vehicle check points, house clearing and cordon operations can all be given a gender “flavour” by introducing 

tasks and tests that make soldiers think beyond their role to defeat an enemy. For example, the soldiers stop a 

truck full of women and girls – do they let the vehicle pass or are they concerned it is part of a trafficking ring? 

Do they call the civilian police or let the vehicle through, have they got female interpreters who can talk to the 

women, etc.?

During a clearing operation the soldiers in a house come across a room full of young boys. Do the soldiers know 

how to respond and who to call? Are these boys being trained as child soldiers or used for suicide bombing? Do 

the soldiers know what to do with children?
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