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First Foreword to the New Edition

It is with great pride that I introduce this new edition of Teaching Gender in the Military: A Handbook. The 

Swiss Armed Forces are committed to fostering an inclusive culture – one in which gender equality is not only 

promoted but actively integrated into every aspect of military life, from training and leadership to operations 

and peacekeeping.

As a militia officer in the Swiss Armed Forces, I have first-hand experience of the benefits of multi-gender 

teams. I know that they work more creatively, judiciously and ultimately more effectively. Today, as Minister of 

Defence, I have the privilege and duty to continue the work of making the security sector more inclusive and 

representative of the population. The overarching goal remains the equal participation of women in all areas.

This new edition of the handbook reflects the evolving understanding of gender in military contexts and 

incorporates valuable lessons learned from practitioners, scholars, and service members alike. It is both a tool 

for education and a call to action – for commanders, instructors and soldiers of all ranks. I encourage readers to 

engage deeply with the insights offered here, as we continue to build armed forces that uphold dignity, equality 

and excellence in service. May this handbook serve as a guide towards that shared goal.

Twenty-five years after the adoption of Security Council Resolution 1325, this publication also plays a part in 

operationalizing the Women, Peace and Security (WPS) agenda, a priority for Switzerland in its international 

engagements. The WPS agenda underscores the essential role that women play in conflict prevention, peace-

building and security. By integrating gender perspectives and promoting the meaningful participation of women in 

military structures, we take concrete steps towards building more just, resilient and effective security institutions.

This handbook is the result of a truly collaborative effort. I would like to extend my sincere gratitude to the 

Partnership for Peace Consortium of Defense Academies and Security Studies Institutes (PfPC) and to DCAF – 

Geneva Center for Security Sector Governance. Their steadfast support and commitment to international security 

cooperation have been instrumental in this endeavor. My thanks also go to the dedicated authors, editors and 

contributors from Switzerland and beyond. Their collective work exemplifies the spirit of partnership and shared 

responsibility that underpins our efforts to promote gender integration and awareness in military settings.

Martin Pfister

Swiss Federal Councillor

Head of the Federal Department of Defence

Civil Protection and Sport (DDPS)

Swiss Federal Councillor Martin Pfister, Head of the Federal Department of Defence, 
Civil Protection and Sport (DDPS)



ii

Teaching Gender in the Military

Second Foreword to the New Edition

Since the adoption of United Nations Security Council Resolution 1325 in 2000, the Women, Peace and Security 

(WPS) agenda has reshaped the global understanding of peace and security. It recognizes that sustainable peace 

cannot be achieved without the full, equal and meaningful participation of women in all aspects and at all levels 

of conflict prevention, resolution and post-conflict rebuilding. It cements the fundamental truth that for just 

and inclusive societies to thrive, women must be part of the decision-making process. For the armed forces, this 

means more than just including women in their ranks—it demands a shift in how security is conceived, taught 

and practiced. The WPS agenda is not merely a set of aspirations; it is a strategic framework that challenges 

institutions to address gendered harms, uphold human rights, promote inclusive leadership at all levels and, as 

such, increase both the efficiency and efficacy of peace and security efforts.

This new edition of Teaching Gender in the Military: A Handbook comes at a time when armed forces around the 

world are confronting complex challenges: symmetric and asymmetric warfare, hybrid threats, climate insecurity, 

the continued prevalence of conflict-related sexual violence as well as a pushback against the WPS agenda 

as a whole. Amid these, the imperative to embed gender perspectives in military education and practice has 

only grown more urgent. At a time when we are witnessing a global backlash against gender equality—often 

framed in the language of tradition, nationalism or security itself—this handbook becomes not just relevant but 

profoundly strategic in reaffirming our shared commitments and pushing back against regressive tides.

For too long, the military sphere has been shaped by assumptions of gender neutrality that in fact masked 

exclusion, bias and missed opportunities. Integrating gender perspectives is about harnessing the full spectrum 

of talent, improving mission effectiveness and building armed forces that reflect and serve the societies they 

protect. In our ministry and national defense institutions, we have started putting in place gender-inclusive 

policies in order to strengthen cohesion, resilience and operational outcomes.

This handbook provides not only the educational tools but also the conceptual clarity needed to challenge outdated 

paradigms and foster critical thinking. It is a practical resource, but also, a moral compass pointing toward the kind 

of military culture that upholds human rights, protects civilians, and values and reflects diversity as a strategic asset.

I am particularly pleased about the handbook’s attention to diverse regional contexts, intersectionality and lived 

experiences—elements that are too often sidelined in the global security discourse. Its approach honors both the 

universality of gender challenges and the specificity of local realities. In this sense, it speaks to our shared goal: 

transforming defense institutions not just from the top down, but from the inside out.

Let this handbook be more than a curriculum tool. Like the WPS agenda itself, let it be a catalyst for change—

across borders, across ranks and across generations in the interest of sustainable peace.

Yuriko Backes

Minister of Defense

Minister for Gender Equality and Diversity

Grand Duchy of Luxembourg

Minister Yuriko Backes, Minister of Defense, Minister for Gender Equality and Diversity, 
Grand Duchy of Luxembourg
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ESDP	 European Security and Defence Policy

ETEE	 Education, Training, Exercises, 
and Evaluation

ETS	 European Treaty Series

EU	 European Union

EUEA	 European Union External Action

EUFOR	 European Union Force

GBA	 Gender-based Analysis

GCI, GCII,	 Geneva Conventions

GENAD	 Gender Advisor

GEWE	 Gender Equality and Women’s 
Empowerment

GFP	 Gender Focal Point

GMO	 Gender in Military Operations

GO	 Governmental Organization

HIV	 Human Immunodeficiency Virus

HRC	 Human Rights Council

IAC	 International Armed Conflict

IBM	 Integrated Border Management

ICC	 International Court of Justice

ICCPR	 International Covenant on Civil and 
Political Rights

ICERD	 International Convention on the 
Elimination of All Forms of Racial 
Discrimination

ICESCR	 International Covenant on Economic, 
Social and Cultural Rights

ICL	 International Criminal Law

ICMW	 International Convention on the 
Protection of the Rights of All Migrant 
Workers and Members of Their Families

ICT	 Information and Communication 
Technology

ICTR	 International Criminal Tribunal 
for Rwanda

ICTY	 International Criminal Tribunal 
for the former Yugoslavia

IHL	 International Humanitarian Law

IHRL	 International Human Rights Law

IMMS	 Instruction Materials Motivation Survey

IMS	 International Military Staff

IO	 International Organization

IS	 International Staff

IT	 Information Technology

JADL	 Joint Advanced Distributed Learning

KPI	 Key Performance Indicator

KWL	 Know, Wonder, Learn

LAP	 Local Action Plan

LEGAD	 Legal Advisor

LGBTI	 Lesbian, Gay, Bisexual, Transgender 
and Intersex

LMS	 Learning Management System

MDO	 Multi-Domain Operations

MGA–RTP	 Military Gender Advisor – Reinforcement 
Training Packages

MGAT	 Military Gender Analysis Tool

MOE	 Measures of Effectiveness

MOOC	 Massive Open Online Courses

MOP	 Measures of Performance

MOWIP	 Measuring Opportunities for Women in 
Peace Operations tool

NAP	 National Action Plan

NATO	 North Atlantic Treaty Organization

NCGM	 Nordic Centre for Gender in Military 
Operations

NCGP	 NATO Committee on Gender 
Perspectives

GCIII, GCIV
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NCS	 Nato Command Structure

NGO	 Nongovernmental Organization

NIAC	 Non-international Armed Conflict

NLP	 Natural Language Processing

OHCHR	 United Nations High Commissioner 
for Human Rights

OMA	 Office of Military Affairs

OSCE	 Organization for Security and 
Co-operation in Europe

PEP	 Post-exposure Prophylaxis

PfP	 Partnership for Peace

PfPC	 Partnership for Peace Consortium

PME	 Professional Military Education

PMESII-PT	 Political, Military, Economic, Social, 
Information, Infrastructure, Physical 
Environment and Time factors

POC	 Protection of Civilians

PRIO	 Peace Research Institute Oslo

QIP	 Quick Impact Project

R2P	 Responsibility to Protect

RAP	 Regional Action Plan

RTP	 Reinforcement Training Package

SACT	 Supreme Allied Commander 
Transformation

SEA	 Sexual Exploitation and Abuse

SEESAC	 The Southeastern and Eastern Europe 
Clearinghouse for the Control of Small 
Arms and Light Weapons

SGBV	 Sexual and Gender-Based Violence

SMART	 Specific, Measurable, Achievable, 
Relevant, and Time-bound

SME	 Subject Matter Expert

SOGI	 Sexual Orientation and Gender Identity

SPS	 NATO’s Science for Peace and 
Security Programme

SSR	 Security Sector Reform

STM	 Specialized Training Material

TCC	 Troop Contributing Country

TEU	 Treaty on European Union

TFEU	 Treaty on the Functioning 
of the European Union

ToT	 Training of Trainers

TPACK	 Technological Pedagogical and 
Content Knowledge framework

UDHR	 Universal Declaration of Human Rights

UK	 United Kingdom

UN	 United Nations

UN COI	 United Nations Commission on Inquiry 
on Ukraine

UN WPS	 Women, Peace, and Security

UNDP	 United Nations Development Programme

UNITAR	 United Nations Institute for 
Training and Research

UNSC	 United Nations Security Council

UNSCR	 United Nations Security Council 
Resolution

UNSG	 United Nations Secretary General

USAID	 U.S. Agency for International 
Development

VR	 Virtual Reality

WG	 Working Group

WPS	 Women, Peace and Security

YPS	 Youth, Peace and Security
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Glossary of Key Definitions

Active learning: Teaching methodology that 

motivates students to get involved in the learning 

process, thus they take part independently in 

their education through conversation sessions, 

problem-solving, and group activities. This way 

of learning concentrates on critical thinking and 

enables students to use knowledge in the real-life 

scenarios, thereby making the learning process 

more relevant and effective.1

Advanced Distributed Learning: Describes methods 

of teaching that do not require the learners’ 

physical presence at a specific site. ADL also 

infers that the instruction uses some form of 

electronic and/or information technology. ADL is 

“an interactive, outcomes-focused approach to 

education, training, and performance aiding that 

blends standards-based Distributed Learning.”2

Adult education: A synonym for “andragogy”. It is 

a method of teaching adults, the science of adult 

learning, and refers to any form of adult learning. 

It is distinct from “pedagogy” which refers to 

learning by children.3

Assessment: Various definitions of assessment and the 

role it plays in teaching and learning: Assessment 

involves the use of empirical data on student 

learning to refine programs and improve student 

learning (Assessing Academic Programs in Higher 

Education by Allen 2004). Assessment is the process 

of gathering and discussing information from 

multiple and diverse sources in order to develop 

a deep understanding of what students know, 

understand, and can do with their knowledge as a 

result of their educational experiences; the process 

culminates when assessment results are used to 

improve subsequent learning. (Learner-Centered 

Assessment on College Campuses: shifting the 

focus from teaching to learning by Huba and Freed 

2000). Assessment is the systematic basis for making 

inferences about the learning and development of 

students. It is the process of defining, selecting, 

designing, collecting, analyzing, interpreting, and 

using information to increase students’ learning 

and development (Assessing Student Learning and 

Development: A Guide to the Principles, Goals, 

and Methods of Determining College Outcomes 

by Erwin 1991). Assessment is the systematic 

collection, review, and use of information about 

educational programs undertaken for the purpose 

of improving student learning and development. 

(Assessment Essentials: planning, implementing, 

and improving assessment in higher education by 

Palomba and Banta 1999).4

Backward design: A design process that starts with the 

outcome, what the learner should know and be able 

to do and produce after the lesson. It then works 

‘backward ‘ to selecting the right assessment tools, 

in order to make sure that learners have actually 

reached the required learning outcomes and that 

they have opportunity to demonstrate that.5

Bi-Strategic Command Directive 40-1: This Directive 

describes NATO’s gender policy. It aims to ensure 

implementation of United Nations Security Council 

Resolution (UNSCR) 1325, related resolutions 

and integration of gender perspective in military 

organizations and forces in the NATO command 

structure and NATO force structure of the Alliance 

and within NATO-led operations.6

Bi-SC education and individual training directive 

(E&ITD) 075-007: This directive provides 

guidance and details the responsibilities and 

planning aspects to NATO’s Systems Approach to 

[individual] Training (SAT), including the addition 

of responsibilities and planning aspects. It should 

be used as a comprehensive guideline for how to 

analyze, design, develop, implement, evaluate, and 

manage all NATO education and individual training 

(E&IT) solutions, whether delivered through 

residential or distributed means, including mobile 

training solutions (MTS).7
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Blended learning: A mode of course delivery considered 

to be an appropriate mix of residential learning and 

self-study / e-learning methods and media.8

Bloom’s taxonomy: A framework for levels of 

cognition. Bloom’s taxonomy outlines six levels 

of cognitive gain. The lower levels of Bloom’s 

taxonomy focus on the knowledge that we 

want our students to acquire – what we want 

our students to remember and understand. The 

middle levels focus on application and analysis of 

information. At the top of Bloom’s taxonomy are 

tasks that involve creating and evaluating.9

Coaching: The process of “helping people to reflect 

upon their work (style) in a frank and rigorous way 

and to establish new patterns as a consequence”.10

Collaborative learning (cooperative learning): 

Learning situation in which students work together 

in small groups.11

Comprehensive approach: A strategic concept for 

effective crisis management, adopted by NATO, 

that involves combining political, civilian and 

military instruments.12

Core curriculum: Studies, activities, or courses that 

meet the common needs of students.13

Courses: Educational units within the curriculum 

dealing systematically with a particular subject or 

discipline for a given period of time.14

Critical thinking: A term to describe learning, thought, 

and analysis that go beyond the memorization 

and recall of information and facts. In its most 

basic expression, critical thinking occurs when 

students are analyzing, evaluating, interpreting, 

or synthesizing information and applying creative 

thought to form an argument, solve a problem, or 

reach a conclusion.15

Curriculum: Plan incorporating a structured series 

of intended learning outcomes and associated 

learning experiences – generally organized as a 

related combination or series of courses learning 

and assessment materials available for a given 

course of study.16

Education: Process of imparting or obtaining 

knowledge, attitudes, skills, or socially valued 

qualities of character or behavior – includes 

the philosophy, purposes, programs, methods, 

organizational patterns, etc., of the entire 

educational process as most broadly conceived.17

E-learning: The use of electronic technologies 

to access educational curriculum outside of a 

traditional classroom. In this chapter, it has evolved 

from primarily being used as a strict pre-learning 

tool to offering numerous possibilities for individual 

training and education.

Experiential learning: Learning by doing – includes 

knowledge and skills acquired outside of book/

lecture learning situations through work, play, and 

other life experiences (Note: Do not confuse with 

“Learning Experience”).18

Evaluation: Appraising or judging persons, 

organizations, or things in relation to stated 

objectives, standards, or criteria.19

Facilitator: Individuals who have been designated 

to assist, expedite, or guide the efforts of groups, 

teams, or individuals to accomplish tasks, reach 

goals, or complete processes.20

Formative assessment: Formative assessment is a 

process which is done continuously by teachers to 

determine students’ learning and understanding 

throughout the teaching. The process includes the 

use of tools like quizzes, discussion, and feedback 

to enable teachers to detect the areas of concern 

and adapt their teaching strategies as needed.21

Gender: The social attributes associated with being 

male and female learned through socialisation and 

that determine a person’s position and value in 

a given context. This means also the relationship 

between women and men and girls and boys, as 

well as the relations between women and those 

between men.22

Gender-based violence: Any harmful act directed 

against individuals or groups of individuals on 

the basis of their gender. It may include sexual 

violence, domestic violence, trafficking, forced/

early marriage and harmful traditional practices.23

Gender advisor (GENAD or GA): A member of staff 

who reports directly to the Commander and provides 

support to ensure that planning, execution and 

evaluation properly integrate gender perspective. 

It is a full-time role and requires adequate training, 

education and experience.24
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Gender analysis: A critical examination of how 

differences in gender roles, activities, needs, 

opportunities and rights/entitlements affect men, 

women, girls and boys in certain situation or 

contexts. Gender analysis examines the relationships 

between females and males and their access to and 

control of resources and the constraints they face 

relative to each other. A gender analysis should be 

integrated into all sector assessments or situational 

analyses to ensure that gender-based injustices and 

inequalities are not exacerbated by interventions, 

and that where possible, greater equality and 

justice in gender relations are promoted.25

Gender dimensions: A concept regrouping the various 

elements concerning biological characteristics and 

social/cultural factors of women, men, girls and 

boys into any analysis.26

Gender discrimination: Any distinction, exclusion 

or restriction made on the basis of sex which has 

the effect or purpose of impairing or nullifying 

the recognition, enjoyment or exercise by women, 

irrespective of their marital status, on the basis of 

equality of men and women, of human rights and 

fundamental freedoms in the political, economic, 

social, cultural, civil or any other field.27

Gender diversity: Is a term that recognizes that 

many peoples’ preferences and self-expression fall 

outside commonly understood gender norms.28

Gender equality (equality between women and 

men): This refers to the equal rights, responsibilities 

and opportunities of women and men and girls and 

boys. Equality does not mean that women and men 

will become the same but that women’s and men’s 

rights, responsibilities and opportunities will not 

depend on whether they are born male or female. 

Gender equality implies that the interests, needs and 

priorities of both women and men are taken into 

consideration, recognizing the diversity of different 

groups of women and men. Gender equality is not a 

women’s issue but should concern and fully engage 

men as well as women. Equality between women 

and men is seen both as a human rights issue and 

as a precondition for, and indicator of, sustainable 

people-centered development.29

Gender equity: The process of being fair to women, 

men, girls and boys and importantly the equality 

of outcomes and results. Gender equity may 

involve the use of temporary special measures 

to compensate for historical or systemic bias or 

discrimination. It refers to differential treatment 

that is fair and positively addresses a bias or 

disadvantage that is due to gender roles or norms 

or differences between the sexes. Equity ensures 

that women and men and girls and boys have an 

equal chance, not only at the starting point, but 

also when reaching the finishing line. It is about 

the fair and just treatment of women, men, girls 

and boys that takes into account the different 

needs of the men and women, cultural barriers and 

(past) discrimination of the specific group.30

Gender Focal Point (GFP): GFPs are nominated 

personnel with dual-hatted roles in HQs, Divisions/

Directorates, Branches and Offices. GFPs are to 

support integration of gender perspective and 

facilitate gender mainstreaming in their functional 

area. They report through the chain of command 

and maintain a functional dialogue with GENAD 

in order to ensure the coherent and consistent 

integration of gender perspective activities.31

Gender norms: Gender norms are ideas about how 

men and women should be and act. We internalize 

and learn these “rules” early in life. This sets-up a 

life-cycle of gender socialization and stereotyping. 

Put another way, gender norms are the standards 

and expectations to which gender identity 

generally conforms, within a range that defines a 

particular society, culture and community at that 

point in time.32

Gender mainstreaming: into account the different 

needs of the men and women, cultural barriers and 

(past) discrimination of the specific group.33

Gender perspective: A tool to increase operational 

effectiveness. By identifying an often overlooked 

populace, recognising their specific needs, and 

providing the appropriate comprehensive response, 

the operational environment is positively influenced.34

Gender responsive: Gender-responsive means addressing 

and responding to the different needs, aspirations, 

capacities and contributions of women and men.35
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Gender roles: Gender roles refer to social and 

behavioral norms that, within a specific culture, 

are widely considered to be socially appropriate for 

individuals of a specific sex. These often determine 

the traditional responsibilities and tasks assigned 

to men, women, boys and girls (see gender 

division of labor). Gender-specific roles are often 

conditioned by household structure, access to 

resources, specific impacts of the global economy, 

occurrence of conflict or disaster, and other locally 

relevant factors such as ecological conditions. Like 

gender itself, gender roles can evolve over time, 

in particular through the empowerment of women 

and transformation of masculinities.36

Gender stereotyping: Ascribing certain attributes, 

characteristics and roles to people based on their 

gender. Gender stereotypes can be negative (i.e., 

women are bad drivers, men can’t change diapers) 

and benign (i.e., women are better caregivers, men 

are stronger). Gender stereotyping becomes harmful 

when it limits a person’s life choices, such as training 

and professional path, and life plans. Compounded 

gender stereotypes occur when layered with 

stereotypes about other characteristics of the person, 

such as disability, ethnicity or social status.37

Heutagogy: “Heutagogy is the study of self-

determined learning … It is also an attempt to 

challenge some ideas about teaching and learning 

that still prevail in teacher centred learning and 

the need for, as Bill Ford (1997) eloquently puts 

it ‘knowledge sharing’ rather than ‘knowledge 

hoarding’. In this respect heutagogy looks to the 

future in which knowing how to learn will be a 

fundamental skill given the pace of innovation 

and the changing structure of communities and 

workplaces.”38

Hidden curriculum: A set of implicit messages relating 

to knowledge, values, norms of behaviour and 

attitudes that learners experience in and through 

educational processes. (The term “hidden” should 

not be taken as a negative value judgement. All 

curricula have a hidden element that may contain 

both positive and negative attributes.)39

Human security: A framework for assessing the threats 

to the civilian population’s freedom from want, 

freedom from fear and freedom to live in dignity. It 

compliments state security which assesses threats to 

the survival and the territorial integrity of the state.40

Learner: Individual actively engaged in acquiring 

knowledge, skills, and understanding of a subject 

or a range of subjects.41

Learning outcome: Goals that describe how a 

student will be different because of a learning 

experience. More specifically, learning outcomes 

are the knowledge, skills, attitudes, and habits of 

mind that students take with them from a learning 

experience. A statement in specific and measurable 

terms that describes what the learner will know or 

be able to do as a result of engaging in a learning 

activity. It is an achieved result or consequence of 

what was learned.42

Learning methods: Any interventions that are 

deliberately undertaken to assist the process of 

learning at individual, team or organisational level.43

Lesson plan: A document that reflects a clear vision 

and structure of the lesson, and is a tool used for 

conducting a lesson and revising it afterwards in 

order to improve the learning process. It documents 

both the content and teaching methodologies of 

the lesson.

Mentoring: A professional relationship in which a 

more experienced person (mentor) voluntarily 

shares knowledge, insights, and wisdom with a 

less-experienced person (mentee) who wishes to 

benefit from that exchange.44

Non-attribution: Academic Freedom that consists in 

providing the climate to pursue and express ideas, 

opinions, and issues relative to the university purpose, 

free of undue limitations, restraints, or coercion by 

the organization or external environment. It is the 

hallmark of an academic institution.45

Operational level: The command level at which 

campaigns and major operations are planned, 

conducted and sustained to accomplish strategic 

objectives within theatres or areas of operations.46

Programs: Schedules or plans of procedure under 

which a series of intended activities is directed 

toward desired results.47

Reflection: Deliberate and careful consideration of 

previous actions, events, experiences, or decisions 

and the thinking that accompanied these activities. 

The lessons learned from reflection are intended to 

guide and inform future practice, behavior, etc.48
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Sex: A classification based on the biological differences 

and physiological charactersistics between male, 

female and intersex organisms.

Strategic level: The command level at which a nation or 

group of nations determines national or multinational 

security objectives and deploys national, including 

military, resources to achieve them.49

Summative assessment: a  form  of  assessment   

(= testing  and making a  judgment  about 

someone’s knowledge, ability, etc.) that happens after 

a student has finished being taught about a subject, 

for example at the end of a year or unit of work.50

Tactical level: The command level at which activities; 

battles and engagements are planned and executed 

to accomplish military objectives assigned to 

tactical formations and units.51

Training: Instructional process aimed at the acquisition 

of defined skills relating to particular functions or 

activities.52

Transformative learning: Learning by reflecting 

critically on one’s own experiences, assumptions, 

beliefs, feelings, and mental perspectives in order 

to construe new or revised interpretations – often 

associated with adult learning.53

Transgender people: A broad, umbrella term that 

refers to individuals who do not identify with the 

gender that they were assigned at birth, irrespective 

of whether they have or plan to physically transition 

to a different gender.54

WPS Agenda: The international policy framework based 

on the UN resolutions 1325, 1820, 1888, 1889, 

1960, 2106, 2122 and 2242, 2467, and 2493.
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Introduction

Editorial Board

Why teach gender to the military?

Gender is an important, but sometimes invisible, part of social life. It is also present in and affects many aspects of 

military institutions and military operations. As the nature of armed conflict and global security threats continues 

to evolve, the importance of integrating gender perspectives into military operations has become both a legal 

obligation and an operational necessity. Gender is not a peripheral concern—it is central to understanding the 

dynamics of conflict, the lived experiences of those affected, and the effectiveness of military responses.

Modern military missions require the capability to gather and disseminate information from and through 

the local population, a task which relies on the capacity to interact with both men and women in culturally 

diverse contexts.2 Accurate casualty estimates in planning kinetic operations require the application of a gender 

perspective.3 And military forces are often called upon to respond to conflict-related sexual violence and assist 

male and female survivors of such violence in the theatre of operations.4 Military institutions have had their 

own set of challenges, which include strong gender dimensions, to contend with. High profile national and 

global debates of recent years have had to do with preventing misconduct – as sexual exploitation and abuse in 

missions or sexual harassment and sexual assault within the ranks – as well as with the integration of women 

and other underrepresented groups in the service.5 All share the concern with defining the professional identity, 

obligations, and capability requirements of service members. It is clear from the above that military forces need 

to take gender perspectives into account to ensure that they can both fulfil their mission, and respect the rights 

and dignity of women, men, boys and girls, and other gender identities, whether they are civilians or uniformed 

personnel. As Lena Kvarving and Rachel Grimes in Chapter 1 of this handbook so poignantly put it, “It is not 

only the right thing to do, it also helps us to do things right.”

To support this necessity, the North Atlantic Treaty Organisation (NATO) and other global security organizations 

have drawn from a body of legal and policy documents which mandate the inclusion of gender perspectives 

in military operations, ranging from the United Nations (UN) Security Council Resolutions (UNSCR) on Women, 

Peace and Security (WPS), in particularly UNSCR 1325 adopted in 2000, to various institutional policies and 

	“ “The recognition that the gender perspective contributes to operational effectiveness 

and mission success is recognised not only by NATO, but also by other security 

organisations and nations. As the gender perspective contributes to a more comprehensive 

understanding of the operating environment, it enables us to make better informed 

decisions, thereby contributing to military effectiveness in the conduct of operations, 

missions and activities.”1
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operational directives for implementing these resolutions. Accordingly, the integration of gender perspectives is 

not only an operational necessity, and crucial to the fulfilment of human rights; it is also a normative obligation.

The UNSCRs on WPS and institutional policies also mandate the inclusion of gender in education and training. 

Education is a key factor in successfully integrating gender perspectives into military operations and military 

institutions. Whether the challenge is interaction with the local population, or addressing sexual harassment 

within the ranks, military education and training should foster the appropriate knowledge, skills and attitudes to 

enable personnel to overcome these challenges. Teaching gender in the military equips personnel with the tools 

to respond more effectively to diverse security needs, improve mission outcomes, and uphold the principles of 

human rights, equality, and international humanitarian law.

Purpose and audience: What and who this handbook is for

This Handbook is designed as a practical and flexible resource for military educators, commanders, trainers, and 

defence professionals responsible for implementing gender training within armed forces. It is also intended for 

civilian educators and gender experts working with military institutions, and for policymakers seeking to embed 

gender equality into defence sector reforms. Whether used in professional military education (PME), operational 

training, or strategic planning contexts, the handbook offers adaptable content suited to national, regional, or 

mission-specific needs.

The Handbook addresses two related questions: what do we need to teach about gender in the military, and 

how should we teach it? The ‘what to teach’ section of the Handbook may be of interest to educators and 

instructors who wish to either integrate gender in the content of the courses they deliver, or who wish to design 

a specific module or course dedicated to the topic. The question of ‘what to teach’ will likely also be of interest 

to gender experts who do not come from a military background and wish to build their knowledge of gender 

in the military. The ‘how to teach’ section likewise offers something for both gender experts and educators. 

Excerpts from UNSCR 1325 related to the content of this handbook

“Expresses its willingness to incorporate a gender perspective into peacekeeping operations…” (paragraph 5)

“Requests the Secretary-General to provide to Member States training guidelines and materials on the 

protection, rights and the particular needs of women, as well as on the importance of involving women 

in all peacekeeping and peacebuilding measures, invites Member States to incorporate these elements as 

well as HIV/AIDS awareness training into their national training programmes for military and civilian police 

personnel in preparation for deployment, and further requests the Secretary-General to ensure that civilian 

personnel of peacekeeping operations receive similar training…” (paragraph 6)

“Urges Member States to increase their voluntary financial, technical and logistical support for gender-

sensitive training efforts…” (paragraph 7)

“Calls upon all parties to armed conflict to respect fully international law applicable to the rights and 

protection of women and girls, especially as civilians, in particular the obligations applicable to them under 

the Geneva Conventions of 1949 and the Additional Protocols thereto of 1977, the Refugee Convention of 

1951 and the Protocol thereto of 1967, the Convention on the Elimination of All Forms of Discrimination 

against Women of 1979 and the Optional Protocol thereto of 1999 and the United Nations Convention on 

the Rights of the Child of 1989 and the two Optional Protocols thereto of 25 May 2000, and to bear in mind 

the relevant provisions of the Rome Statute of the International Criminal Court…” (paragraph 9)

“Expresses its willingness to ensure that Security Council missions take into account gender considerations…” 

(paragraph 15)
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On the one hand, this part of the Handbook introduces the principles of adult education and active learning 

methods, which will provide resources and guidance to those relatively new to delivering educational content. 

On the other hand, this section may provide seasoned educators with some fresh ideas on how to ensure that 

their instruction is gender-responsive, regardless of the topic at hand, and how to incorporate transformative 

gender learning in their instruction.

In other words, this Handbook seeks to provide gender experts and military instructors and educators with 

resources and guidance on what to teach and how to teach, when it comes to gender in the military. This is an 

ambitious topic, and a topic that a single handbook cannot claim to cover exhaustively. Moreover, the editors 

and authors of this Handbook recognise the excellent literature and practical resources that already exist on 

these topics. As such, the aim of the handbook is to fill in knowledge and resource gaps, and to complement 

existing resources. To mention a few, the reader will note that the Handbook does not contain ready-made 

lesson plans or presentations. These resources have been provided in, for example, NATO’s Education and 

Training Package on Gender Perspective for Nations.6 This Handbook aims to equip instructors and educators 

with the background knowledge regarding gender and skills for delivering the content of such packages. In a 

similar vein, the handbook does not offer a military curriculum that integrates gender. This aspect of training 

has been addressed by resources such as the Partnership for Peace Consortium (PfPC)/NATO Reference Curricula 

for the Professional Military Education (PME) of Officers and Non-Commissioned Officers.7 Instead, the chapters 

of this Handbook provide guidance to trainers and educators on how they might integrate gender in their own 

curricula, and expands upon how to design gender lessons, and what types of learning methods and classroom 

activities might be useful. To ensure complementarity, and to help direct the reader to further resources, each 

chapter includes an annotated bibliography that describes the key resources related to the topic at hand.

In addressing a diverse audience of gender experts, instructors and trainers, this handbook draws upon experience 

and normative frameworks of NATO, the UN, the European Union and other security organizations who have 

adopted the WPS resolutions. Therefore, the approach of the Handbook is to provide resources and suggestions, 

rather than being prescriptive, the hope is that it is useful for global security community. The authors and editors 

of this Handbook hope that it will be widely used and serve as a useful resource. Our wish is that it will support 

the delivery of quality education on gender, ultimately contributing to furthering gender equality, both within 

the armed forces and through their operations.

Methodology: How this handbook was compiled

The development of this updated edition was guided by a collaborative and inclusive methodology. Drawing 

on lessons learned from the first edition,8 this version incorporates new research, recent international policy 

developments—including those from NATO, the UN, and regional organisations—and direct input from gender 

advisers, military educators, civil society experts, and operational personnel. A consultative process involving 

original and new authors, and peer reviews, ensures that the handbook reflects contemporary realities, 

institutional priorities, and emerging best practices across diverse defence environments.

Introduction to the content

As mentioned earlier, this Handbook is organized in two sections It is structured around thematic modules that 

explore the rationale for teaching gender in the military; the legal and normative frameworks underpinning 

gender integration; practical approaches to training design and delivery; and tools for assessing learning 

outcomes. Additional case studies and examples from field operations and national defence institutions provide 

real-world context and support experiential learning. New sections also address intersectionality, inclusive 

leadership, and the role of military education in advancing the WPS agenda.
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Section I - ‘what to teach’ - focuses on content, asking what military audiences need to know about gender. 

In its opening chapter, Lena Kvarving and Rachel Grimes address the overarching question of why gender is a 

relevant consideration in the activities of armed forces. They demonstrate how introducing a gender perspective 

is crucial to understanding modern conflict and its human cost, as well as how taking gender into account 

contributes to operational effectiveness. In Chapter 2, Sally Longworth, Kathie Knell, and Jennifer Wittwer 

unpack the legal instruments and normative WPS obligations for teaching gender in the military. They provide an 

overview of how international legal standards developed to address the protection needs of different groups can 

assist in understanding the rationale behind policy developments related to gender and security. They highlight 

the global policy frameworks that mandate gender education and training for military audiences, arguing that 

not only is the integration of a gender perspective beneficial, but it is also a requirement. Sara Greco and 

Kristine St. Pierre delve into more detail in Chapter 3, discussing what gender knowledge, attitude and skills are 

most relevant to military audiences at different levels and in different contexts. Their overview of what should 

be taught regarding gender in different contexts also introduces existing gender training initiatives currently 

underway in regional and international security organizations. In the final chapter of this section, Vanessa 

Brown and Iryna Lysychkina examine how gender can be integrated in military curricula. Chapter 4 explores 

ways of integrating a gender perspective into curricula that are not exclusively dedicated to gender. Its holistic 

understanding of the curriculum – including not only content but also faculty, and assessment and evaluation – 

serves as a bridge to Section II - thinking about how to teach as well as what to teach.

Section II of this handbook –“how to teach”- is dedicated to the question of current teaching and learning 

methodologies. It aims to provide gender experts with more information on how to deliver educational content, 

as well as to provide seasoned educators with some considerations that may be useful in ensuring that their 

instruction is delivered in a gender-sensitive manner. In Chapter 5, Iryna Lysychkina and Andreas Hildenbrand 

highlight the application of adult learning principles in teaching gender and the concept of transformative 

learning. They discuss why effective gender education in the military should prioritize attitude change, critical 

reflection, and behavioral transformation by using adult learning principles, motivational strategies like Keller’s 

ARCS (Attention, Relevance, Confidence, Satisfaction) model, and participatory, learner-centered approaches 

that connect gender perspectives to operational effectiveness. Callum Watson then examines gender dynamics 

in the classroom and corresponding aspects of the classroom environment in Chapter 6. He draws attention to 

a multitude of practical considerations that can help educators ensure that the instruction they provide is both 

effective and gender responsive. In Chapter 7, Olha Lysychkina, Andreas Hildenbrand and Kristine St-Pierre 

then outline how to plan lessons (including gender content) using backward design. In this chapter, they also 

provide examples of classroom assessment and learning activities that realize the goals of good adult education 

through active and transformative learning. Chapter 8 then turns to consider how we measure whether the 

required learning has taken place through assessment and evaluation. In this chapter, Elizabeth Lape describes 

the evaluation process and its different levels, considering how we can ensure that learning outcomes have been 

met and that the process is gender-responsive and non-discriminatory. The last two chapters of the handbook 

are dedicated to teaching gender outside of the classroom setting. In Chapter 9, Tanja Geiss and Georghe 

Roman ask how technology can be leveraged to support education and training on gender. They examine 

currently available e-learning applications for teaching gender and discuss the advantages and limitations of 

online learning for teaching gender. Chapter 10 then focuses on coaching and mentoring as distinct, but 

complementary methods for advancing gender equality and competence across educational institutions. In it, 

Nathaly Levesque and Maka Petriashvili explore ways in which mentoring can support efforts to improve the 

gender balance within educational institutions, and how coaching can support leaders in ensuring that gender 

perspectives are addressed in their institutions.
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Final remarks

The aim of this Handbook is not just to support those tasked with teaching gender in the military but also to 

foster the development of a network of experts. While the terminology and examples have been tailored in some 

instances to NATO and PfP member nations as the primary audience, significant sections will also be relevant 

to a wider audience. With this in mind, we encourage the use, reproduction and translation of this Handbook, 

given appropriate credit. We also welcome feedback at gender@dcaf.ch.

mailto:gender@dcaf.ch
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1. Introduction

Would you, do it? Would you make the effort to include a new approach to military operations and activities 

if you knew it would provide greater situational awareness? Would you make the effort to learn about this 

approach, knowing it was relevant to all social interactions, including in war and conflict? If you knew you could 

improve your unit’s chance of success, improve the lives of civilians impacted by armed conflict, ensure they are 

protected, and enhance their agency in shaping their own future, would you, do it?

These are all essential questions related to teaching gender in the military, that ideally should serve as motivation 

for learners to understand, change and evolve. They are also a reminder of the importance of knowing the 

organisational culture where you teach, the current political situation and what kind of motivation or resistance 

you might consequently face and if and how that might impact your approach to teaching. A gender perspective 

is an inherent and necessary part of (the) comprehensive approach1 to military and multi-domain operations2. 

It is not only the right thing to do, but it also helps us to do things right. In this chapter we focus on why 

implementing a gender perspective has become an important aspect of military operations, and why this has 

implications for national as well as international military activities.

We begin the chapter by presenting a definition of gender and gender perspectives in military operations, before 

discussing the changing nature of war and conflict and how it led to the creation of the WPS agenda through 

United Nations Security Council Resolution (UNSCR) 1325, the first Women, Peace and Security (WPS) resolution 

adopted by the UN Security Council (UNSC) in 2000.3 Finally, we discuss why a gender perspective is relevant 

internally in military organizations and what the integration of a gender perspective looks like at the strategic, 

operational and tactical levels of national and international military operations.
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2. Gender and gender perspectives

Usually the term “sex” is used to describe fixed biological differences and physiological characteristics, and is 

something you are, while “gender” is a term used to define the flexible and tan changeable socially constructed 

roles and attributes you learn through socialization processes and perform in society as both women and men 

(see Box 1.1).4“Gender” is most often a term used to define the flexible and changeable socially constructed 

roles and attributes you learn through socialization processes and perform in society as both women and 

men (see Box 1.1). For example, Simone de Beauvoir summarised the social construction of “women” when 

she observed that “One is not born, but rather becomes a woman.5” Without wishing to refute Goldstein’s6 

claims that the terms sex and gender are mutually interdependent (in other words, our conception of gender 

influences biological discourses on sex and vice versa), being aware of the distinction between sex and gender 

is fundamental, and especially helpful when we want to understand our own and other social norms and 

behaviours. The definition of gender supports the understanding that gender and culture do change given 

historical and geographical contexts, and that the different roles we hold in society will affect and be affected 

by other social factors like access to justice, economy, healthcare, education and security.

It is a common belief that the topic of “gender” only refers to women and women’s concerns. This is a 

misconception, however, as gender refers to the socially constructed characteristics of all women and men 

(including LGBT+ people7), and the relationships, norms and expectations of and between groups of women 

and men. To have a gender perspective means being aware of these differences and observing, analysing, 

understanding and considering the diverse social roles individuals have in different cultures and societies. It 

means to learn based on your observations, analyse how your actions and goals will affect and be affected 

by these gender roles and adapt your actions accordingly. Understanding gender roles (which frequently limit 

opportunities for women and girls and force men and boys into stereotypical roles), does not mean supporting 

or accepting gendered roles.

	“ “Our society constantly promotes role models for masculinity, from superheroes to 

politicians, where the concept of being a ‘man’ is based on their ability to be tough, 

dominant – and even violent when required.”

Deeyah Khan8

Discussions around gender and gender perspectives are not new, but increased research9 and attention to the 

nexus between (human) security and development has led to greater support for universal human rights and 

demands for equality in all areas such as access to justice, education and healthcare. As a result, the need to 

address gender inequality has been placed firmly on the international agenda in both political and military 

circles. War, conflict and crisis are affected by women, girls, men and boys in different ways. They also affect 

women, girls, men and boys differently. Military operations occur in areas often with diverse cultures and gender 

roles to those in the deployed force. This, coupled with high levels of sexual violence and other forms of abuse 

and repression (see Box 1.210), mean that a gender perspective must be an integral part of a comprehensive 

approach to every civil-military crisis.

Box 1.1 Sex versus gender

Sex: 	 Biological and physiological characteristics that one is born with.

Gender:	 Socially constructed characteristics that vary across societies and time. 
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Box 1.2 Examples of Gender Based Violence committed in Ukraine under Russian occupation

“Throughout the conflict Russian and Russian-affiliated forces committed numerous grave abuses against civilians 

in occupied regions. They carried out enforced disappearances, summary executions of civilians, and unlawful 

detention and torture, especially targeting civil servants. They perpetrated sexual violence, forced transfers of 

Ukrainian adults and children, and looting of cultural artifacts. In September, the UN CoI [UN Commission of 

Inquiry on Ukraine, 2023] reported that Russian soldiers raped and committed sexual violence against women 

there ranging in age from 19 to 83.”

Human Rights Watch Report on Ukraine, 2024. 

Within the context of the comprehensive approach, striving for gender equality and integrating gender 

perspectives are seen as both a goal (the right thing to do) and a means to effectiveness (doing things right). 

These objectives are paramount and will be discussed further under the umbrella of the WPS agenda. Due to 

changing values and other socio-economic factors, gender is dynamic and changeable over time. Military forces 

should consider this when integrating a gender perspective into operations and activities. Introducing and 

including a gender perspective into operational areas can contribute to operational objectives in bringing about 

a more equal society. Institutions such as the OECD11, International Monetary Fund12, the Brookings Institute13 

and academic researchers mentioned in this chapter have observed that in societies where men and women 

enjoy the same opportunities, states are more likely to be prosperous and more peaceful.

	“ “Appalling abuses are still being committed against women. And these include: domestic 

violence, dowry murders, coerced abortions, honour crimes, and the killing of infants 

simply because they are born female. Some say, all this is cultural and there’s nothing you 

can do about it. I say it’s criminal and we all have an obligation to stop it.” 

Madeleine Albright14

3. The changing nature of conflict and the importance of a gender 
perspective in military operations

In modern democratic societies a military operation is never an end in itself. Rather, violence by military forces 

within military operations responding to interstate or intrastate conflict should only be used as a last resort for self-

defence or, if authorised by the UNSC, to maintain or restore international peace and security when all other non-

violent approaches have been exhausted. The use of lethal force against armed actors to a conflict, and advanced 

weapons systems that can affect the civilian population as bystander casualties, can only legally be authorized 

within a very narrow set of circumstances.15 This demonstrates why vigorous investigations into the conduct of the 

armed forces, their ethics and their ability to work effectively and in a legal way towards reaching the political aim 

of peace and security for all, with a minimal use of force, are an inherent part of a democratic state.

Since the end of Cold War16 and events of 9/11,17 the nature of armed conflict has changed. Historically, civilians 

have often been caught up in the morass of conventional war, and they are now a regular feature in today’s 

conflicts. As General Rupert Smith explains, “war amongst the people” is becoming routine.18 In fact, while 

research on World War I19 suggests that “soldiers accounted for around 95% of victims, in more recent conflicts 

this ratio has been inverted, with non-combatant civilians now accounting for the vast majority of victims, being 

displaced, exiled, attacked, tortured, killed or disappearing”.20 In applying a gender perspective to this shift, 

the Peace Research Institute Oslo (PRIO) concluded that while “men die more frequently than women in direct 

armed conflicts… more women than men die in post-conflict situations of the indirect causes of war”.21

https://www.ohchr.org/en/press-releases/2023/09/un-commission-inquiry-ukraine-finds-continued-systematic-and-widespread-use
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While men and some boys at times are sent (sometimes forcefully) to the battlefield in disproportionate numbers, 

many women and girls can be left with the simultaneous burdens of managing the home, growing or providing 

food, earning an income and caring for children, the elderly and the wounded. This means they are often the 

first to be affected by any breakdown of civilian infrastructure.22 Some engage in sexual acts to ensure their own 

survival and that of their families. This may involve prostitution and sex work within the community, or sexual 

exploitation or abuse by state and non-state armed actors and peacekeepers or aid workers responsible for the 

distribution of humanitarian aid.23 Women and girls (and men and boys), can be subjected to sexual violence, 

which is sometimes used systematically as a political weapon, a war strategy, tactics of terror or opportunistically 

by warring parties.

Post-Cold War changes in conflict have also led to the widening of the definition of security. Traditional notions of 

state security are now joined by newer conceptions of human security. While state security focuses on defending 

against threats to the survival and the territorial integrity of the state, human security seeks to protect the 

civilian population’s freedom from want, freedom from fear and freedom to live in dignity.24 One of the reasons 

why human security is taken more seriously is because of an increasing understanding that many humanitarian 

crises are multicausal. Often termed as complex emergencies, these situations occur when one threat to security, 

such as armed conflict, is aggravated by other negative economic, environmental, political or social factors.25 

Complex emergencies can only be resolved by a comprehensive approach to crisis management.26 This involves 

military actors coordinating with other humanitarian actors to prevent, protect, intervene and rebuild in these 

situations, and to create lasting stability by addressing different aspects of security, development and rights in 

a coordinated manner27.

Measures of human insecurity, including gender inequality and the lack of democratic values, have also been 

used by researchers to predict the resilience of a given area to violent conflict. As shown in Box 1.3, there is a 

noticeable correlation between some countries experiencing conflict (see ACLED’s Global Index) and their gender 

equality ranking (see table with extracted data from UN Development Programme’s reports28). This correlation 

would suggest that the promotion of gender equality can contribute to preventing future conflict. Caprioli and 

Trumbore (2006)29 and Hudson et al (2009)30 observe a correlation between gender inequality and conflict. They 

note that nations where human rights are respected, including those relating to gender equality, are less likely 

to experience intra or interstate conflict. This outcome is often because greater gender equality is linked to more 

sustainable development, which, in turn, reduces the likelihood of conflict.31 Despite this insight, during 2025, 

gender perspectives became more evident in geo-politics as state administrations globally introduced laws and 

policies that were either critical of gender equality or deliberately targeted women and girls.32
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Box 1.3 The correlation between gender inequality and conflict and political violence

Source: ACLED, “Global Index: December 2024”, https://acleddata.com/conflict-index

Country
Ranking for gender equality33  

(193 countries and territories in survey)

Colombia 95

Cameroon 142

Sudan 140

Lebanon 86

Brazil 94

Nigeria 165

Mexico 84

Syria 123

Myanmar 119

Palestine No ranking available

The changing perception of security and what constitutes a security threat has also had consequences for what 

role states see for their militaries. While the UN Charter34 generally forbids the use of the military to violate the 

sovereignty of another state, some states have argued in favour of a Responsibility to Protect (R2P) that gives 

states, with assistance from the international community, the right to intervene, using military force as a last 

resort, “where a population is suffering serious harm, as a result of internal war, insurgency, repression or state 

failure, and the state in question is unwilling or unable to halt or avert it”.35 The outcome document of the 2005 

UN World Summit included a political commitment to the R2P and was subsequently adopted unanimously by 

the UN General Assembly. The World Summit Outcome document stipulates that “Each individual State has the 

responsibility to protect its populations from genocide, war crimes, ethnic cleansing and crimes against humanity. 

This responsibility entails the prevention of such crimes, including their incitement, through appropriate and 

necessary means.”36 The R2P principle was invoked for the first time by the UNSC on the situation in Libya in 
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201137, resulting in military interventions by the UN.38 The political objective in this case was not to repel an enemy 

military threat but rather to guarantee the human security of a country’s population. Militaries in countries with the 

resources to invoke the R2P therefore need to consider this role and adapt their structure, education and training 

to respond to this new kind of political objective on the part of their governments and people.

	“ “Global systems of the 20th century were designed to address inter-state tensions and civil 

wars. War between nation states and civil war have a given logic… 21st century violence 

and conflict have not been banished… But because of the success in reducing inter-

state war, the remaining forms of violence do not fit neatly into “war” or “peace” or into 

“political” or “criminal” violence.”

The World Bank39

Notwithstanding this approach to global security, the use of R2P was considered a failure in Libya, as it has 

become a haven for extremist groups like Islamic State and al-Qaeda.40 After the Libya crisis, the UNSC refused 

to act in Syria in 2012, despite Arab leaders requesting UN intervention to prevent mass casualties. China and 

Russia vetoed the usage of R2P, and since then, China and Russia have used their veto power on the UNSC to 

block more than fifteen attempts by the UN to intervene in Syria. As a result, the UN has been unable to use 

military action to mitigate some of the world’s most violent conflicts. Despite this, R2P remains an active UN 

doctrinal mechanism to address global conflicts.

Another development is that armed forces are increasingly being asked to contribute in the response to terrorist 

and criminal threats committed by non-state actors. This often involves conducting operations in populated areas 

rather than on a traditional battlefield, hence it is critical that the UN and regional security organisations such as the 

North Atlantic Treaty Organisation (NATO) and the African Union (AU) understand the cultural and anthropological 

terrain in which their soldiers are operating. For them to respond effectively to the likes of the Democratic Forces 

for the Liberation of Rwanda in the Democratic Republic of the Congo or the so-called Islamic State, it is critical 

to have a broader understanding of the environment41. A fundamental aspect of this will be recognizing the 

gender roles of the people in the area of operations, and how women, girls, men and boys are being targeted 

and affected differently. Without this knowledge military planners risk overlooking security threats (like assuming 

that all women are non-combatants) and may fail to identify those in vulnerable situations who need protection 

(like young boys and men used for trafficking in illegal organ harvesting or who have experienced conflict-related 

sexual violence). To have this situational awareness embedded in their approach, military personnel will require 

added competence, such as host-nation and cultural awareness training, language skills and the ability to view the 

situation with a gender perspective and conduct a gender analysis of the human terrain.

4. Policy foundations for the implementation of a gender perspective in 
military operations

In October 2000 the UNSC took an important step and elevated women’s rights and conditions from the social 

and economic agenda to the agenda for international peace and security. The women’s movement had lobbied 

and argued persistently for the issues to be taken seriously, and ultimately the UNSC came to a well-informed 

and deeper understanding of the security concept42.

The unanimous adoption by the UNSC of UNSCR 1325 on WPS in 2000 was a landmark resolution that 

heralded a historic change in the global security agenda. The resolution calls on all member states to ensure 

that women’s and society’s security needs are safeguarded through increased emphasis on the four pillars of 

prevention, protection, participation and gender-responsive relief and recovery. The prevention (of conflict and 

https://education.cfr.org/cfr_glossary/858
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conflict-related sexual and gender-based violence (CR-SGBV)) and participation (at all levels of decision-making 

related to peace and security) pillars recognize that the effects of war and conflict on women and girls have 

been historically overlooked and calls for more women to be deployed in peacekeeping operations. The third 

prevention pillar highlights that increased efforts and mechanisms are needed to protect their basic human 

rights. The resolution also calls, through its fourth pillar, for advancement of relief and recovery measures to 

address international crises through a gendered lens, including by respecting the civilian and humanitarian 

nature of refugee camps, and considering the needs of women and girls in the design of refugee camps and 

settlements. Additionally, the resolution calls for gender perspectives to be part of all planning and execution 

of UN peacekeeping operations.43 However, the main shift in the security agenda was that women were 

subsequently perceived as important actors and active contributors in shaping their own security and future and 

that of their nations through participation in conflict resolution and peacebuilding activities.

The UNSC has in turn cemented its commitment to gender equality and enhancing peace and security efforts by 

subsequently adopting another nine resolutions on WPS (see Chapter 2 for more details).44 Together, the resolutions 

represent an important framework for improving women’s situations, especially in conflict-affected countries.

5. The military’s role in implementing the WPS agenda

What does this mean for the armed forces? First, different nations have developed international, regional and 

national National Action Plans (NAPs) or other obligations related to the WPS agenda, and most UNSC mandates 

for military operations since 2000 have included references to UNSCR 1325 and the other resolutions on WPS. 

Many armed forces include objectives and desired outcomes related to the WPS agenda into their operational 

plans. Secondly, including gender perspectives as a tool in planning and conducting missions, operations and 

activities gives a greater chance of being more effective in addressing constant challenges such as protection 

of civilians, situational awareness and understanding the security needs of different groups of people. For the 

military this means integrating a gender perspective in force protection, intelligence, information efforts and 

strategic communication, especially within the context of complex emergencies.

For its part, NATO’s 2022 Strategic Concept emphasises how the WPS agenda underpins its core tasks.45 Since 

2012, the NATO Secretary General has appointed Special Representatives for WPS, with this position responsible 

for NATO’s WPS policies and action plans. NATO’s policy on WPS, originally adopted in 2007, and with further 

iterations in 2014, 2018 and 202446, established the need for gender responsive leadership, adequate personnel 

and financial resources, and accountability are profoundly addressed.

NATO has also comprehended and embraced its role in relation to the WPS agenda through its Bi-Strategic 

Command Directive 40-1, which was adopted in 2009 and revised in 2012, 2017 and 2021 (see Chapter 2). 

The directive embraces gender mainstreaming as a strategy that assesses implications for women and men 

in planned actions in all areas and at all levels to ensure their concerns and experiences are considered and 

gender equality is achieved. To give effect to this goal, gender adviser (GENAD) positions were established in 

Allied Command Operations at the Supreme Headquarters Allied Powers Europe in Mons, and at the Allied 

Command Transformation in Norfolk, United States of America, and the Joint Force Commands in Brunssum, 

the Netherlands, and Naples, Italy. GENADs at strategic, operational and tactical levels have also been deployed 

in military operations in Kosovo and Afghanistan. NATO also appointed the Nordic Centre for Gender in Military 

Operations47 in Sweden as department head for the Gender in Military Operations Discipline and all curricula 

related to gender for NATO and Partnership for Peace (PfP) countries (see Chapter 3).48 s

The implementation of the WPS agenda in military operations and missions involves a three-step process. First, 

as part of the planning phase, a gender perspective, which considers how a particular situation impacts the 

needs of women, men, boys and girls and if and how activities affect them differently49, is needed in the 

environmental analysis of the area of operations. A military strategy needs to be based on a full gender analysis 

of the operational environment. This will not be possible however, unless political, military, economic, social, 
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information, infrastructure, physical environment and time factors (PMESII-PT) are understood within their 

socio-cultural context which will itself be gendered. Including a gender analysis is fundamental because the 

experiences of living in any given environment varies for different groups of women, men, girls and boys, and 

changes in that environment will have different consequences for each of them.

This gender-specific knowledge can then feed into the next step, which is to consider how the needs and 

concerns of the population relate to the four pillars (participation, prevention, protection, and gender-responsive 

relief and recovery) of the WPS agenda and what impact the military might have on its implementation. The 

third step is to consider the specific mandate for each military operation and what this means in terms of the 

scope and opportunities for implementing the WPS agenda. For example, an operation with a mandate to 

protect civilians would see the military playing an active role in its implementation by ensuring the integration 

of a gender perspective. Conversely, if the mandate were to establish air supremacy in an arctic area, the 

armed forces would play a more passive role. However, operations would still need to be adapted so as not to 

exacerbate the situation for women and girls and avoid undermining the work of various actors operating in 

the same environment.

These steps are collectively represented in Box 1.4, which outlines how the PMESII-PT analysis enables increased 

understanding of the engagement space through a gender perspective, with the result being improved 

operational effectiveness.

1.4 PMESII-PT analysis process50

In some contemporary conflicts, civilians are being deliberately targeted both through direct physical harm and 

in the cyber domain. Disinformation is used to undermine the role of women in society, which can translate into 

impacts such as CR-SGBV51. To that end military planning should include a gender analysis within the cyber and 

information domains. Integrating a gender perspective into all aspects of military operations is logical in terms 

of promoting operational effectiveness and for NATO and other security organisations, promoting democratic 

values for societies.

Similarly, implementing gender perspectives at all levels in military operations involves a shift in institutional 

mindset. This goes hand in hand with a greater appreciation of the need for gender equality and the meaningful 

participation of women within the armed forces.52 Efforts aimed at the recruitment and retention of women are 
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therefore fundamental. This involves minimizing prejudice and promoting career opportunities for women by 

having a diverse workforce that includes a critical mass of female staff, fostering a cooperative and equal work 

environment, and ensuring that people from minority groups have access to senior positions. This will result 

in more women working in national armed forces, thus creating a larger recruitment pool for international 

deployments. In addition, national military forces must ensure their structures, functions and organizational 

cultures facilitate a thriving environment for women and men. This cannot be achieved, however, without 

committed gender-responsive leadership.

6. Implementation at strategic, operational and tactical levels

To integrate gender perspectives in military operations, gender dimensions must be included in all phases of an 

operation. Implementation at all levels, however, requires military and civilian staff to be educated and trained on 

what gender is and how it relates to their daily work, which explains the need for this handbook. Box 1.5 outlines 

the different tasks of personnel at the strategic, operational and tactical levels.

Box 1.5 Definitions of the strategic, operational and tactical levels

The strategic level can be described as the “level at which a nation or group of nations determines national or 

multinational security objectives and deploys national, including military, resources to achieve them”.53

The operational level can be described as the “level at which campaigns and major operations are planned, 

conducted and sustained to accomplish strategic objectives within theatres or areas of operations”.54

The tactical level can be described as the “level at which activities, battles and engagements are planned and 

executed to accomplish military objectives assigned to tactical formations and units”.55

The strategic level must ensure that gender perspectives, gender-related provisions in international humanitarian 

and human rights as well as domestic law, and the provisions of UNSCR 1325 and associated resolutions are part 

of the operational mandate with clear, politically defined end-state for the aims to be achieved. The strategic 

level is also responsible for following up on implementation. Many of the conditions for women’s participation 

in the military, such as policies for recruitment and retention, are set at this level. The strategic level also plays a 

key role in formulating codes of conduct, and leadership at this level can influence the development of national 

policies that make behaviour such as sexual exploitation and abuse (SEA) of civilian populations, and sexual 

harassment and sexual violence against other collation military forces, morally and ethically unacceptable with 

severe consequences.

The strategic political aims are then transformed into military tasks at the operational level. In the operational 

planning process, gender-specific analyses of the mandate, operational environment and the military forces 

must be incorporated. This process will have an impact on how the military plans to undertake tasks related to, 

for example, situational awareness, intelligence gathering, information sharing, mission analysis and reporting, 

as well as the interaction with civil society. This will lead the military to evaluate whether its existing structures 

and competencies are sufficient to attend to these tasks, and may result in changes to recruitment procedures, 

force composition and the provision of facilities (e.g. to ensure that the needs of all personnel are met regardless 

of their gender), as well as the kinds of education and training that military personnel receive.

At the tactical level, gender perspectives are important in everyday operations. To understand the security needs 

of the civilian population, one needs to understand the different conditions and contexts that women, men, girls 

and boys are subject to in an operational area. Also, from a participation point of view, it is important to involve 

local women as actors in defining their security needs and concerns themselves. Often women are primarily 

seen as victims of conflict, but gender roles change over time and in different parts of the world. Such gender 
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stereotyping by the military can constitute a threat to force protection. Misconceptions that women cannot be 

combatants and a lack of capability to search women have cost militaries dearly in the past. There are well-

known examples from the Afghan war where male Taliban fighters dressed up as women in burkas to detonate 

bombs, and women have shot coalition forces in Iraq.56 Rebel groups have also sought to garner international 

support by visibly including women in their armed forces, undermining the legitimacy of government forces in 

fostering a fair and equal society57. Misconceptions about the roles of women is also evident in the way Indian 

Prime Minister Rajiv Gandhi was assassinated by a female suicide bomber from the Tamil Tigers. A female police 

officer had tried to stop the eventual assassin from reaching him, but Gandhi had told her to “relax baby” and 

died shortly after.58

7. Conclusion

The WPS agenda underpins the efforts by NATO, the UN, other regional organisations, and their military forces to 

embed principles relating to gender equality, the protection and participation of women in peace and security efforts, 

including the prevention of conflict, and the integration of a gender perspective into all tasks in military operations.

Integrating a gender perspective into military operations is logical in terms of promoting both justice and 

effectiveness. The ability to implement gender perspectives at all levels in military operations increases with 

more women in international operations.59 Efforts aimed at the recruitment and retention of women are 

therefore fundamental. This involves minimizing prejudice and promoting career opportunities for women by 

having a diverse workforce that includes a critical mass of female staff, fostering a cooperative and equal 

work environment, and ensuring that people from minority groups have access to senior positions. This will 

result in more women working in the armed forces, thus creating a larger recruitment pool for international 

deployments. In addition, national military forces will have to make changes to ensure their structures, functions 

and organizational cultures facilitate a thriving environment for men and women. This is where the need for 

integrating a gender perspective into all military education and training comes in, the following chapters of 

this handbook will support this work. The integration of gender perspectives needs, first and foremost, to 

be included in the steering documents upon which military education and training is based. This cannot be 

achieved, however, without gender responsive leadership from the senior level.

Although a gender perspective is neither a “silver bullet” nor the answer to every question or challenge in military 

operations, it is a perspective that will undoubtedly create better situational awareness and substantively contribute 

to reaching the goals of international obligations of working towards a more equal, just and peaceful society, in 

addition to making the use of military forces more effective. To do so, the military needs to gender mainstream 

their organization internally and integrate a gender perspective in all missions, operations and activities.

	“ The increasing complexity of the strategic environment requires an in-depth understanding 

of how new and more advanced patterns of warfare affect women, men, girls and 

boys differently. Integrating gender perspectives into the analysis and planning of our 

operations will give a deeper understanding of the societies in which we operate, as well 

as the modus operandi used by our adversaries. This will improve the Alliance’s ability to 

recognise and respond to threats and challenges. It is also crucial that the Alliance’s armed 

forces, when recruiting, ensure the full participation of both men and women.

Lieutenant-Colonel Diana Morais60
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of conflict analyses that ignore gender dimensions and then goes on to outline some of the tools that can be 

used to better assess how gender influences war and conflict, including in the pre- and post-conflict stages.

Smith, Rupert. The Utility of Force. London: Penguin, 2006.

This seminal work that challenges traditional notions of warfare and redefines the understanding of military 

force in the 21st century. Drawing on his extensive experience as a British Army general, Smith argues that 

modern conflicts differ fundamentally from the wars of the past and require a shift in the way military power is 

conceptualized and employed.

Tryggestad, Torrun. L. “International Norms and Political Change: “Women, Peace and Security” and 

the UN Security Agenda”. Oslo: University of Oslo, 2014. Available at: urn.nb.no/URN:NBN:no-46203.

This thesis examines the international developments that lead to the emergence of the WPS framework in 2000, 

a milestone that would have been unthinkable even five years previously. It looks at how collaborative efforts 

between dedicated member states, influential individuals within the UN system and transnational advocacy 

networks of women’s organisations brought about the formation of this new normative framework and how it 

has subsequently influenced regional and national institutions.

DCAF, OSCE/ODIHR, UN Women. “Defence and Gender”. In Gender and Security Toolkit (Geneva: DCAF, 

OSCE/ODIHR, UN Women, 2019).

For armed forces and other defence institutions, thinking about gender until recently used to mean integrating 

women. While still an important priority, many defence institutions now also focus on what it means to 

mainstream, or integrate, gender in military operations and how gender dynamics impact on protecting civilians 

in conflict. Drawing on experience and evidence from around the world, the Tool sets out ways in which the 

defence sector can integrate a gender perspective and promote gender equality.

Further research and reading lists:

London School of Economics. “The Centre for Women, Peace and Security”. LSE.  

https://www.lse.ac.uk/women-peace-security

Georgetown University’s Institute for Women, Peace & Security. “Women are critical to achieving sustainable 

peace”. GIWPS. https://giwps.georgetown.edu

Oxford Academic. “Reading List: Women, Peace and Security agenda (WPS)”. International Affairs.  

https://academic.oup.com/ia/pages/women_peace_and_security_agenda

Our Secure Future. “Women, Peace and Security 2019 Reading List”. OSF, January 19, 2019.  

https://oursecurefuture.org/our-secure-future/news/women-peace-and-security-2019-reading-list

https://www.lse.ac.uk/women-peace-security
https://giwps.georgetown.edu
https://academic.oup.com/ia/pages/women_peace_and_security_agenda
https://oursecurefuture.org/our-secure-future/news/women-peace-and-security-2019-reading-list
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Annex: Quick reference guide – Gender at the strategic, operational and 
tactical levels

GENDER AT THE STRATEGIC LEVEL

Political-military level
At the political-military level, objectives are created for the military to execute. To ensure that a gender perspective 

is achieved at the tactical level, these strategic objectives should:

•	 implement the UN resolutions on women, peace and security – noting the critical role the inclusion of women 

plays in achieving an enduring peace;

•	 acknowledge the serious impacts that conflict has on diverse groups of women, men, girls, boys and gender 

minorities in the civilian population;

•	 include specific direction, as mandated, to consider the protection of civilians, addressing differentiated needs 

related to gender and age, as important as the neutralization of armed groups;

•	 relate the mandate to specific gender matters (e.g. that any disarmament, demobilization and reintegration 

programmes include female combatants as well as male combatants, and should not only focus on people 

carrying weapons);

•	 include wording in the mission that encourages the military carrying out the strategic direction to consider a 

gender perspective – for example, instead of stating that “the force is to create a safe and secure environment” 

one could state that “the force is to create a safe and secure environment cognizant that the view of security 

varies between women and men, taking into consideration that women and men experience security in 

different ways”;

•	 include formal liaison with international and national bodies that represent women’s groups within the country 

where the deployment will take place;

•	 capture gender-disaggregated data to understand the area of operations better and use these for future 

operational planning purposes;

•	 direct units to deploy gender advisers and gender focal points;

•	 budget for gender advisers and gender focal points;

•	make finances available for initiatives supporting women as well as men in theatre.

Recruitment and retention of servicewomen
While a gender perspective is predominantly focused on external interaction with local communities in the area 

of operations, without enough servicewomen to engage with women in this area it is difficult to achieve a 

gender perspective. It is critical at the strategic level that:

•	 recruitment campaigns are run to encourage diverse groups of women and men to join the military;

•	 service members have terms and conditions of service that inspire them to stay in the military as a long-term 

career choice;

•	 promotion for women is at (proportionally) the same numbers as promotion for men;

•	 the career paths to senior military appointments are reviewed to ensure women and men have the same 

opportunities;

•	 the armed forces organizational structures, functions and culture support recruitment and retention of diverse 

service members.
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GENDER AT THE OPERATIONAL LEVEL

The operational level acts as a bridge between the objectives set at the strategic level and the military action carried 

out at the tactical level. The direction and orders issued by the operational HQ should be gender mainstreamed and 

provide specific guidelines to units that will ensure a gender perspective is included at ground level.

Operational HQ staffing and procedures
Over time a gender perspective will run in the “veins” of military HQ and not require additional staffing, but 

at this moment the military mindset is not intuitively attuned to a gender perspective and fails to mainstream 

gender. To that end the operational HQ should:

•	 establish a staff officer responsible for the implementation of UN Security Council resolutions relating to 

women, peace and security – this appointment could be based on the NATO gender (field) adviser function;

•	 include in the main body of the operational order and operational plan paragraphs that are gender 

mainstreamed;

•	 include a gender-specific annex for gender focal points in units and other staff branches that would benefit 

from a gender perspective.

 Box 1.5 Gender mainstreaming in military functions at the operational level

J1: Personnel/chief personnel officer J2: Operational intelligence

	� Does the deploying force have a gender adviser or 
equivalent?

	� Are there sufficient servicewomen to conduct 
searching operations and engage with local 
women, and sufficient women interpreters and 
trained women to respond to survivors of conflict-
related sexual violence?

	� Are soldiers aware of standards of behaviour 
towards the local population?

	� Zero-tolerance policy towards sexual exploitation 
and abuse.

	� Zero-tolerance policy towards sexual harassment 
or violence by and against service members.

	� Is information being collected from women as well 
as men?

	� Are data disaggregated to show the experiences 
of women, men and the under-18s?

	� Are data being analysed to provide commanders 
and staffs with relevant intelligence?

	� Are procedures in place to push intelligence out 
to the field?
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J3: Current operations J4: Logistics/medical

	� Ensure that orders direct units to conduct mixed 
patrolling and have servicewomen on cordon and 
search operations.

	� Create templates for reporting which include 
headings to provide information relating to the 
gender dynamics of the area, e.g. formally report 
incidents of rape/witchcraft.

	� Train staff on and implement gender overlay 
in collateral damage estimates for air-dropped 
munitions.

	� Ensure missions using gendered interface units 
(mixed-gender teams, cultural support teams, 
women’s initiative training teams, mixed patrols) 
are tracked in the joint operations centre.

	� Information operations.

	3 Are products communicating with local population 

inclusive?

	3 Has the force considered whether its messages 

reinforce cultural mores of the society that 

undermine human rights and gender equality?

	3 Does key leader engagement include dialogue 

with women?

	� Can local contracts be given to companies that 
have a transparent record on human rights, child 
protection and gender equality?

	� Can contracts be given to businesses run by 
women or supporting women in local society?

	� With J1 and military police, ensure that employed 
staff on camp are engaging in sex work.

	� Medics to have service members trained in how to 
respond to conflict-related sexual violence and use 
PEP61 kits, etc.

	� Camps to have ablutions for women that are safe 
and secure.

	� Adequate supplies of urinary diversion tubes exist 
in theatre.

	� Medics are trained in the health needs of 
servicewomen operating in austere environments.

	� Laundry facilities available for service women 
service who choose not to use camp laundry 
services.

J5: Deliberate planning J6: Communication and information systems

	� Operational plans and orders to have a gender 
perspective throughout, plus a dedicated annex 
on gender.

	� Security sector reform programmes should 
specifically include training and infrastructure for 
indigenous women and not only focus on training 
local men.

	� Disarmament, demobilization and reintegration 
to consider women and girls as well as the men 
involved in armed groups.

	� Post-conflict negotiations/key leader engagement 
to include women.

	� Should the force be involved in internally displaced 
persons or refugee camps (which is rare, as this is 
the role of UN agencies and humanitarian actors), 
consider the security of women, locks on showers, 
lighting, separate areas for men and women, etc.

	� Special operating forces’ concepts of operations 
must include gender-relevant considerations.

	� Ensure communications structures are not placed 
near schools or areas usually occupied by local 
women and men in the civilian population.

J7: Training

	� Ensure induction training for the force includes a 
gender-specific lesson.

	� If involved in security sector reform, ensure women 
from host countries are included in training.

	� Ensure specific staff section officers, e.g. targeters 
and weapons users in the dynamic targeting 
cell, have training in the incorporation of gender 
perspectives in their specific functional standard 
operating procedures.

J8: Finance and human resources

	� Money should be allocated to units for funding 
women’s projects.
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GENDER AT THE TACTICAL LEVEL

The tactical level requires soldiers to be aware of a gender perspective, to think beyond the traditional norms of 

conflict and to understand that their job is not purely about neutralizing armed groups or insurgents. They must 

be taught before they deploy about how men and women experience conflict differently, and how some groups 

are more at risk than others during deliberate operations.

Box 1.6 Gender mainstreaming in military functions at the tactical level

J1: Personnel J2: Operational intelligence

	� Units have battle casualty replacements at the 
home unit.

	� Discipline of soldiers is monitored and zero 
tolerance shown to soldiers who transgress the 
rules regarding sexual exploitation and abuse.

	� Units to use mixed and female engagement teams 
to gather information from the entire spectrum of 
society.

	� Are patterns and trends for conflict-related sexual 
violence being monitored and collated?

J3: Current operations J4: Logistics/medical

	� Patrols to be of mixed gender as often as possible.
	� Post-patrol briefs to include assessment of threats 

to civilians and reports of conflict-related sexual 
violence or other human rights violations.

	� Commanding officer and company commanders 
to engage with local women (where culturally 
acceptable) and use female (mixed) engagement 
teams when there are no female military staff or 
the local women cannot meet with the men from 
the unit.

	� With J1 and military police, ensure that staff 
employed on camp are not engaging in sex work.

	� Medics to have service members trained in how to 
respond to conflict-related sexual violence and use 
PEP kits, etc.

J5: Deliberate planning J6: Communication and information systems

	� Units to have servicewomen prepared and trained 
to assist with security sector reform, disarmament, 
demobilization and reintegration, internally 
displaced persons camps, etc.

	� Ensure that adversary cyber and disinformation 
tactics are monitored and responded to when 
appropriate.

	� Ensure communications structures are not placed 
near schools or areas usually occupied by local 
women.

J7: Training

	� Training officer to ensure deployed personnel are 
refreshed in gender training during tour.

	� If involved in security sector reform, ensure women 
from host country are included in training.

J8: Finance and human resources

	� Commanding officer to allocate funding for 
women’s projects.
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(October 31, 2000).
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12.	See the Interim Guidance Note on Mainstreaming 
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1. Introduction

Law and policy provide the framework for ensuring that the objectives pursued by the international community 

regarding gender are implemented and maintained in the correct, non-discriminatory way. As such, understanding 

how international legal standards have developed to address the protection needs of different groups can 

also assist in understanding the rationale behind policy developments related to gender and security, and the 

importance of incorporating a gender perspective in military operations. This chapter therefore provides an 

overview of the international legal and policy requirements relating to incorporating gender and the WPS 

agenda in military operations. The aim is to aid in understanding other chapters in the handbook and assist 

in explaining the importance of incorporating these requirements into training and education for military 

personnel. It highlights areas where instructors should have knowledge in explaining the background and 

historical development. It also aims to help learners in understanding where they might need the assistance of 

legal and other experts within their work. The chapter outlines the legal obligations under international human 

rights law (IHRL), international humanitarian law (IHL) and international criminal law (ICL) that underlie the 

requirements included in the ten UN Security Council resolutions (UNSCR) on Women, Peace and Security (WPS), 

followed by a summary of the UNSCRs relating to this area. It goes on to provide an overview of UN strategy 

and frameworks for implementing a gender perspective used by the North Atlantic Treaty Organization (NATO), 

the Organization for Security and Co-operation in Europe (OSCE), the European Union (EU), African Union (AU) 

and other regional bodies.
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2. The international legal framework

International law is made up of rules agreed between and governing the relations between States and other 

international actors.1 By signing and ratifying international treaties and conducting themselves in accordance 

with customary international law, States express their will to be bound by these rules.2 Of particular relevance to 

military operations are the protections and obligations set out in IHRL, IHL and ICL, and as such are the focus of 

this chapter. States are obliged to respect and ensure the rights under IHRL,3 and respect and ensure respect the 

obligations under IHL.4 They are obliged to prevent, repress, investigate and prosecute individuals within their 

jurisdiction who are suspected of having committed certain serious violations of IHRL and IHL that constitute 

international crimes.5 These obligations apply to all those exercising state authority, and includes the actions 

of military personnel. Integrating these standards into training and education, codes of conduct, disciplinary 

structures, manuals and procedures is therefore critical.

As will be described, IHRL and IHL contain legal rights and protections for all persons and specific rights and 

protections for different groups within society. Numerous international crimes have a gendered element, or 

their commission may impact on different genders differently. The WPS agenda builds on and is complementary 

to these obligations, especially in relation to protection, the prevention of sexual and gender-based violence 

(SGBV), and ensuring that perpetrators are held accountable. Understanding the international legal obligations 

underlying these requirements is therefore beneficial in implementing a gender perspective in military operations. 

International law also provides guidance in identifying those in vulnerable situations and the protection needs 

of people in society.

Box 2.1 A short recap of the sources of international law

States’ obligations under international law are derived from the recognized sources of international law.

The classic sources are listed in Article 38 of the Statute of the International Court of Justice as:

a.	 international conventions (treaties);

b.	 customary international law;

c.	 the general principles of law recognized in the legal systems of states; and

d.	 judicial decisions and the teachings of the most highly qualified practitioners as subsidiary means for 

determination of rules of law.

Treaties (also referred to as “conventions”, “protocols”, 

“charters”, etc.)

Examples

The Charter of the United Nations, 1945; the Geneva 

Conventions, 1949, and their Additional Protocols of 

1977 and 2005; the Convention on the Elimination of All 

Forms of Discrimination against Women (CEDAW), 1979.

A treaty is an international agreement between states 

in written form and governed by international law. 

Treaties are legally binding on the states party to them. 

They may be multilateral, involving many parties, or 

bilateral between two states.

Customary international law

Examples

Prohibition of the use of force in international relations; 

prohibition of genocide; prohibition of torture, 

inhuman and degrading treatment or punishment; the 

prohibition of piracy.

Customary international law is made up of established, 

widespread and consistent practice by states followed 

in the opinion that they are legally required to do 

so (opinion juris). All states are bound by customary 

international law, unless it is a “special” or “local” 

custom, and save for the exceptional case of a 

“persistent objector”.6
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General principles of law

Example

The principle of pacta sunt servanda, that treaties 

are binding upon the parties to them and must be 

performed in good faith

Where there is no provision in treaty or customary 

international law, recourse may be had to general 

principles of law as evidenced by the national legal 

systems of states. As treaty and customary law has 

grown, this source has less importance today.

Subsidiary means for the determination of rules of law

Examples

Decisions of the international courts, such as:

•	 Regional human rights courts, including the 

European Court of Human Rights, the Inter-

American Court of Human Rights and the African 

Court of Human and Peoples’ Rights;

•	 The International Criminal Tribunal for the Former 

Yugoslavia (ICTY);

•	 The International Criminal Tribunal for Rwanda 

(ICTR); and

•	 The International Court of Justice (ICC).

These are not authorities in and of themselves, but 

are evidence of the sources of international law. 

States and international organizations adopt a great 

many instruments which, although not a classic 

source of international law, contribute to evidence of 

other sources of law, such as customary international 

law. As such, the resolutions issued by different UN 

bodies and international commitments made by states 

at conferences may be used as evidence of a legal 

obligation on states.

2.1 International human rights law

The protection of human rights is a fundamental 

component in the framework for international peace and 

security established under the UN Charter. Its importance 

was summed up by a former UN High Commissioner for 

Human Rights as: “[t]oday’s human rights violations are the 

causes of tomorrow’s conflicts.”8 As such, in defining the 

purposes of the UN, Article 1 of the UN Charter calls for 

the achievement of international cooperation in promoting 

and encouraging respect for human rights and fundamental 

freedoms for all without distinction as to race, sex, language 

or religion, together with the maintenance of international peace and community and the development of 

friendly relations among nations based on respect for the principle of equal rights and self-determination of 

peoples. Article 55 builds on this, providing that the UN shall promote universal respect for, and observance of, 

human rights and fundamental freedom for all without distinction as to race, sex, language or religion. Article 

56 obliges UN member states to take joint and separate action in cooperation with the UN for the achievement 

of the purposes set out in Article 55.

The UN Charter does not define human rights. Key human rights obligations can be found in other treaties 

and customary international law. The first instrument adopted by the UN was the Universal Declaration of 

Human Rights (UDHR), adopted by consensus by the UN General Assembly in 1948.9 Although General Assembly 

resolutions are not generally legally binding , its provisions are now considered to be reflective of customary 

international law.10 The UDHR lists civil and political rights, as well as economic, social and cultural rights. The 

recognition that all human beings are equal in dignity and rights is set at the forefront of Article 1, closely 

followed in Article 2 by the provision that everyone is entitled to all rights and freedoms set out in the UDHR 

without distinction of any kind, such as race, colour, sex, language, religion, political or other opinion, national 

or social origin, property, birth or other status. This includes adverse distinction based on gender or gender 

identity. Article 2 further provides that no distinction shall be made on the basis of the political, jurisdictional 

Human rights law is a body of law that regulates 

the relation between States and individuals 

through the legal recognition of inherent and 

fundamental rights – that cannot be taken 

away – owed to all human beings, setting out 

obligations on States to respect, protect and 

fulfil the realization of those rights.7
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or international status of the country or territory to which a person belongs, whether it be independent, trust, 

non-self-governing or under any other limitation of sovereignty. Article 7 provides that all individuals are equal 

before the law and are entitled without any discrimination to equal protection of the law, and to equal protection 

against any discrimination in violation of the UDHR and against any incitement to such discrimination. These 

universally recognized and protected principles are fundamental for the exercise of all other rights and mean 

that all persons, regardless of gender, sex, gender identity, sexual orientation or other similar status, are entitled 

to the enjoyment of human rights recognized under international law.

Following the adoption of the UDHR, there has been significant development in the treaty regulation of human 

rights. The International Covenant on Civil and Political Rights (ICCPR) and the International Covenant on 

Economic, Social and Cultural Rights (ICESCR), adopted in 1966, are often referred to together with the UDHR 

as the “International Bill of Rights”.11 In addition, there are ten core international human rights instruments 

covering specific persons or areas (see box 2.2). In addition to these treaties, States have adopted optional 

protocols that add further rights, as well as treaty monitoring bodies and mechanisms for individuals to bring 

complaints of violations of rights provided under treaties. Beyond the international system of human rights 

protection, the Council of Europe, the Organization of American States and the African Union (AU) have adopted 

sophisticated systems for upholding and enforcing human rights law within their respective regional systems.12

Box 2.2 Key legal instruments in international human rights law
•	 International Convention on the Elimination of All Forms of Racial Discrimination, 1965 (ICERD)

•	 International Covenant on Civil and Political Rights, 1966 (ICCPR)

•	 International Covenant on Economic, Social and Cultural Rights, 1966 (ICESCR)

•	 Convention on the Elimination of All Forms of Discrimination against Women, 1979 (CEDAW)

•	 Convention against Torture and Other Cruel, Inhuman or Degrading Treatment or Punishment, 1984 (CAT)

•	 Convention on the Rights of the Child, 1989 (CRC)

•	 International Convention on the Protection of the Rights of All Migrant Workers and Members of Their 

Families, 1990 (ICMW)

•	 International Convention for the Protection of All Persons from Enforced Disappearance, 2006 (CPED)

•	 Convention on the Rights of Persons with Disabilities, 2006 (CRPD)

•	 Second Optional Protocol to the International Covenant on Civil and Political Rights, 1989, aiming at the 

abolition of the death penalty

•	 Optional Protocol to the Convention on the Rights of the Child, 2000, on the involvement of children in armed conflict

•	 Optional Protocol to the Convention on the Rights of the Child, 2000, on the sale of children, child prostitution 

and child pornography

•	 Optional Protocol to the Convention against Torture and Other Cruel, Inhuman or Degrading Treatment or 

Punishment, 2002

A full list of the core instruments is available at www.ohchr.org/EN/ProfessionalInterest/Pages/CoreInstruments.aspx.

States are obliged not to infringe upon the rights of individuals. In addition, States are also obliged protect the 

human rights of individuals and ensure the fulfilment of these rights.13 They are required to exercise due diligence 

to prevent, investigate, punish and ensure redress for the acts of other persons or entities that breach the human 

rights of individuals within their jurisdiction.14 This does not mean that States cannot make distinctions for 

certain categories of persons. States can treat people differently if it is based on reasonable and objective criteria 

and has a legitimate purpose.15 In addition, the international community has recognized that certain groups 

are in need of specific protections and has reinforced the general protections provided under the UDHR, ICCPR 

and ICESCR with treaties addressing the rights of specific groups of persons or areas (see further Box 2.2).16 

International human rights instruments need to be interpreted in light of the standards prevailing at the given 

time, and thus the rights of sexual minorities, transgender and other gender identities are recognized in IHRL.17 

The rights of older persons are also increasingly recognized.18

http://www.ohchr.org/EN/ProfessionalInterest/Pages/CoreInstruments.aspx
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The 1979 CEDAW is the most comprehensive international treaty on women’s rights.19 As noted by the Committee 

on the Elimination of All Forms of Discrimination against Women, “[p]rotecting women’s human rights at all 

times, advancing substantive gender equality before, during and after conflict and ensuring that women’s 

diverse experiences are fully integrated into all peacebuilding, peace-making, and reconstruction processes are 

important objectives of the Convention.”20 By becoming party to this treaty, States are obliged to undertake 

appropriate measures to end discrimination against women in all forms.21 CEDAW includes specific provisions 

relating to the participation of women in political and public life, in government and at the international 

level.22 These requirements also apply to the military, and as such, States must introduce measures to ensure 

recruitment, participation and opportunities for promotion of women within the military. These requirements 

also further impact on working conditions, equipment and resources provided, including uniforms, amongst 

others. In addition to provisions requiring states to ensure the realization of all human rights, the treaty includes 

provisions specifically relating to the suppression of all forms of traffic in women and exploitation or prostitution 

of women, the rights of rural women, education and healthcare, among others.23 Recognizing the rights of 

rural women is one example of how multiple forms of inequality and differential treatment can impact on the 

fulfilment of human rights.

State parties to these treaties implement their international obligations in their national legal systems through 

the adoption of legislation, policy, education and training, amongst others. This requires a system to ensure 

oversight of the standards, enforcement and sanctions for non-compliance. Countries vary on exactly how this 

is done within their respective legal systems. However, international monitoring mechanisms are established 

within the treaties to review and assess compliance. For example, in relation to CEDAW, the CEDAW Committee 

is the treaty body established to monitor state party compliance.24 State parties are required to submit reports 

on progress in implementing the treaty every four years.25 When conducting gender training, it is important 

to understand to what extent the State concerned is bound by and has implemented international legal 

requirements under relevant human rights treaties. Advice from legal experts will assist with this.

Human rights are interdependent, indivisible and interrelated, meaning that they are linked and the non-

observance of one right may impact on another.26 IHRL applies in peacetime, as well as during armed conflicts, 

but the context of armed conflict may change the scope of the obligations and States may introduce measures 

limiting the exercise of human rights during armed conflicts.27 During situations of armed conflict, it has been 

shown that conflicts worsen existing inequalities in society, which can lead to an increase in gender-related 

and other forms of discrimination. This in turn can affect the exercise and protection of other human rights. 

The impacts of a lack of or reduced access to essential services, including healthcare, schools and employment, 

have significant gendered elements, which may in turn be made worse by other socio-economic and/or cultural 

aspects.28 Examples of these issues have been highlighted in the reports of international bodies in the armed 

conflicts in Ukraine,29 Myanmar,30 Sudan31 and Ethiopia,32 to name a few.

Box 2.3 Gender-based violence as a violation of human rights

The situation of armed conflict increases the risk of violence within society generally, which has gendered impacts. 

It can increase the risk of violence directed towards individuals based on socially determined roles, expectations and 

behaviours linked to ideas about gender, referred to as “gender-based violence” (see Box 2.7), which constitutes a 

violation of their human rights. A correlation has been shown between the increased prevalence of gender-based 

violence and discrimination, and the outbreak of conflict.33 Women and girls have been shown to be particularly 

vulnerable to trafficking, which can increase in situations of armed conflict, with internally displaced and refugee 

women at particular risk.34 Women and girls are most commonly targeted by the use of sexual violence, which 

remains severely underreported during armed conflict.35 Internally displaced and refugee women and girls and 

members of minority groups can be particularly at risk due to the effects of double discrimination.36 A conflict 

situation can also lead to increases in domestic violence against women, both during and after the armed conflict.
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2.2 International humanitarian law

IHL is applicable during armed conflicts. What rules apply 

depends on whether the armed conflict is classified as an 

international armed conflict (IAC) or a non-international 

armed conflict (NIAC). Broadly speaking an IAC exists 

when there is a resort to armed force between States. This 

relates to both total and partial occupations, and additional 

obligations will apply in such circumstances.38 A NIAC 

exists when there is protracted armed violence between 

governmental authorities and organized armed groups, or 

between such groups in the territory of a state.39 Whether or 

not a situation amounts to an armed conflict is a question of fact. The treaty regulation of IACs is more extensive 

than treaties applicable during NIACs. However, many of the rules applicable in IACs are now considered to be 

reflective of customary international law, and applicable in NIACs.40

Parties to an armed conflict are obliged to ensure respect for IHL,41 which includes incorporating the legal 

requirements in the planning and conduct of military operations during armed conflicts, as well as taking 

measures necessary in peacetime.42 This includes sharing information on the requirements under IHL, including 

education of military personnel.43 Understanding the differences that may affect judgements in implementing 

the requirements of this body of law is therefore fundamental in ensuring the ultimate goal of protecting those 

who do not take direct part in the hostilities.44

International humanitarian law, also known 

as “the law of armed conflict”, is the body 

of international law that sets rules for how 

fighting is conducted during armed conflict. It 

protects persons who are not, or are no longer, 

participating in hostilities, and imposes limits 

on the means and methods of warfare.37

Box 2.4 Key legal instruments in international humanitarian law
•	 St Petersburg Declaration Renouncing the Use, in Time of War, of Explosive Projectiles Under 400 Grammes 

Weight, 1868

•	 Hague Declaration Concerning Expanding Bullets, 1899

•	 Hague Convention (IV) on War on Land and its Annexed Regulations, 1907

•	 Geneva Convention (I) on Wounded and Sick in Armed Forces in the Field, 1949

•	 Geneva Convention (II) on Wounded, Sick and Shipwrecked Members of Armed Forces at Sea, 1949

•	 Geneva Convention (III) on Prisoners of War, 1949

•	 Geneva Convention (IV) on Civilians, 1949

•	 Additional Protocol (I) to the Geneva Conventions, 1977

•	 Additional Protocol (II) to the Geneva Conventions, 1977

•	 Additional Protocol (III) to the Geneva Conventions, 2005

•	 Optional Protocol to the Convention on the Rights of the Child on the involvement of children in armed 

conflict, 2000

•	 Geneva Protocol for the Prohibition of the Use in War of Asphyxiating, Poisonous or Other Gases, and of 

Bacteriological Methods of Warfare, 1925

•	 Convention on the Prohibition of Biological Weapons, 1972

•	 Convention Prohibiting Certain Conventional Weapons (CCW), 1980

•	 CCW Protocol (I) on Non-Detectable Fragments, 1980

•	 CCW Protocol (II) Prohibiting Mines, Booby-Traps and Other Devices, 1980

•	 CCW Protocol (III) Prohibiting Incendiary Weapons, 1980

•	 Convention Prohibiting Chemical Weapons, 1993

•	 CCW Protocol (IV) on Blinding Laser Weapons, 1995

•	 CCW amended Protocol (II), 1996
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Most of the provisions of IHL do not differentiate between genders. In addition, IHL prohibits making any adverse 

distinction in the treatment of civilians and other protected persons based on race, colour, sex, language, 

religion or belief, political or other opinion, national or social origin, wealth, birth or other status or any similar 

criteria.45 As such, IHL should be interpreted in a neutral manner.46 However, as noted above, perceptions and 

stereotypes relating to different groups within a society may lead to differences in how the law is interpreted 

and applied.47 For example, civilian men and boys of fighting age may be subjected to may face harsh treatment 

and be forced to join armed groups due to their gender.48

IHL provides obligations for State parties to armed conflict in relation to the civilian population within their 

territories or in territories under their control. The protections in this field are complimentary to those under 

IHRL. Different groups within the civilian population will have different needs and different vulnerabilities. For 

example, armed conflict has particular impacts on older persons and those with disabilities.49 It may be more 

difficult for such people to leave areas themselves or be evacuated. As highlighted above, these difficulties are 

often compounded by gender and other forms of discrimination. Awareness of this is critical to ensure their 

protection needs are met while still making no adverse discriminatory distinctions.

There are specific requirements in IHL that do make a distinction based on gender. Article 76 of Additional 

Protocol I provides special protection to women, and Article 77 provides special protection for children. In the 

general obligations to respect, protect and treat people humanely, without adverse distinction, particularly for 

the wounded or sick, specific mention is made that women must be treated with all consideration due to their 

sex.50 Special protections for women, children and families are also included in the regulation of detention 

under IHL. For example, in the protections for military prisoners of war and civilians who are detained, Geneva 

Conventions III and IV provide for the separation of women and men,51 and requirements for women detainees 

to be supervized by women.52 Similarly, Article 5(2)(a) of Additional Protocol II provides that except when men 

and women of a family are accommodated together, women shall be held in quarters separated from those of 

men and shall be under the immediate supervision of women. Cases from human rights law have highlighted the 

different vulnerabilities of different genders in detention and provide important clarification on the standards of 

treatment of women, men, boys and girls in detention.53 There are further requirements relating to the provision 

of food and medical care for pregnant women and nursing mothers, as well as obligations relating to recreation, 

education, welfare, sports and games for all children.54

In situations of occupation, in addition to obligations owed to all members of the occupied civilian population, 

several provisions relate to different genders.55 For example, under Geneva Convention IV an occupying power is 

obliged not to hinder the application of any preferential measures regarding food, medical care and protection 

against the effects of war which may have been adopted prior to the occupation in favour of children under 15 

years, expectant mothers and mothers of children under seven. Specific provisions are also included relating to 

the detention and internment of women, men, children and families, including pregnant women and women 

with infants. 56 The occupying power is also under a general obligation to respect “family honour and rights”.57

•	 Anti-Personnel Mine Ban Convention, 1997

•	 CCW Amended Article 1, 2001

•	 CCW Protocol (V) on Explosive Remnants of War, 2003

•	 Convention on Cluster Munitions, 2008

•	 Hague Convention for the Protection of Cultural Property, 1954

•	 First Hague Protocol for the Protection of Cultural Property, 1954

•	 Second Hague Protocol for the Protection of Cultural Property, 1999

•	 The ICRC has compiled a comprehensive database of instruments relating to international humanitarian law 

at www.icrc.org/ihl.

http://www.icrc.org/ihl
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IHL provides protection for women against rape, forced prostitution and any other form of indecent assault.58 

The particular vulnerabilities of children are recognized, and children are afforded specific protection against 

“any form of indecent assault” in Article 77 of Additional Protocol I. Men and boys are also protected against 

such acts and these acts are also prohibited during NIACs.59 In addition, Common Article 3(1)(a) and (c) of 

the Geneva Conventions, which is applicable in all conflicts, establishes that “violence to life and person, in 

particular murder of all kinds, mutilation, cruel treatment and torture” and “outrages upon personal dignity, in 

particular humiliating and degrading treatment” are prohibited in all circumstances against all persons.

Box 2.5 The impact of gender on the implementation of international humanitarian law

Gender dynamics may affect the implementation of IHL. For example, understanding gender roles in the 

local context may assist in implementing the obligation to protect civilians and only target military objectives 

(the principle of distinction) better.60 Understanding the gender dynamics in the local context would assist in 

understanding the roles of different individuals and group so as to be able to distinguish between those that are 

protected, and those that are directly participating in the hostilities and so would not be protected as civilians.61 

For example, women have engaged in indirect support roles smuggling food, medicine and other aid into besieged 

areas have been noted in the armed conflicts in Syria62 and Afghanistan.63 Such activities would not constitute 

direct participation in the conflict and therefore these individuals would still be protected as civilians and could 

not be targeted for these activities.

In implementing the requirements of precautions and proportionality in attacks, parties to the conflict must base 

their planning and conduct on the best available information possible.64 Applying a gender perspective may assist 

in providing a more detailed understanding of the situation at hand and highlight gender-specific impacts an 

attack may have on the civilian population, thus ensuring greater adherence to the legal requirements.

In carrying out military operations, it is essential to understand when these different obligations apply and 

how they relate to each other. As noted above, IHRL does not cease to apply during armed conflict or with the 

application of IHL.65 How IHRL applies does change, though, with the application of IHL. This will vary depending 

on the specific context and type of operation. It is therefore essential to ensure that military personnel receive 

the education and training to enable them to carry out their duties in a lawful manner and implement these 

obligations correctly.66

2.3 International criminal law

Certain serious acts breaching IHRL and IHL constitute 

international crimes, for which individuals are liable to be 

prosecuted and punished. States are obliged to prevent 

such acts from taking place and are primarily responsible for 

investigating and prosecuting individuals who commit those 

acts.68 As such, they are required to implement national 

legislation establishing these acts as crimes within their 

domestic systems.69 Military personnel must therefore have 

sufficient knowledge in the relevant legal principles to be able to identify, prevent and report such acts, if they 

take place.

The adoption of the Rome Statute of the International Criminal Court 1998 marked a significant development 

in the substantive legal provisions relating to sexual and gender-based violence. There is also today a greater 

understanding of how different genders can be affected by particular international crimes. Indeed, there is now 

considerable progress in recognizing and understanding the impacts of these crimes on victims, their families 

International criminal law is the body of 

international law that defines certain acts as 

crimes under international law and ascribes 

responsibility on individual persons for 

committing such acts.67
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and within the wider societal contexts.70 Much of this follows from the work of the ad hoc tribunals established 

in the wake of conflicts during the 1990s, particularly the ICTY and ICTR, which were influential in the drafting 

of the Rome Statute.71

Box 2.6 Key legal instruments in international criminal law
•	 Hague Convention (IV) Respecting the Laws and Customs of War on Land, and Annex, Regulations Concerning 

the Laws and Customs of War on Land, 1907

•	 Genocide Convention, 1948

•	 Geneva Conventions, 1949, and Additional Protocols of 1977 and 2005

•	 Convention on the Non-Applicability of Statutory Limitations to War Crimes and Crimes against Humanity, 

1968

•	 Rome Statute of the International Criminal Court, 1998

•	 Convention against Torture and Other Cruel, Inhuman or Degrading Treatment or Punishment, 1984

•	 International Convention for the Protection of All Persons from Enforced Disappearance, 2006

•	 Convention on International Cooperation in the Investigation and Prosecution of the Crime of Genocide, Crimes 

against Humanity, War Crimes and other International Crimes 2023 (Mutual Legal Assistance Convention)

There are further treaties that define international crimes relating to the protection of cultural property under IHL, 

apartheid, piracy, terrorism, slavery and human trafficking, drug trafficking, and hostage taking, among others.72

All States are bound to introduce legislation to criminalize international crimes and establish jurisdiction over the 

prosecution of these crimes, regardless of the nationality of the perpetrator or where the crime was committed.73 

In addition, the Rome Statute of 1998 established the ICC, a permanent body that investigates and prosecutes 

crimes listed as within its jurisdiction committed in or by nationals of State parties after 1 July 2002 when the 

Rome Statute came into force.74 The Security Council may also refer a situation to the jurisdiction of the ICC, 

as happened in the situation of Darfur, Sudan, and Libya.75 In addition, a State which is not a party to the 

Rome Statute may lodge a declaration accepting the jurisdiction of the court with respect to a crime under the 

jurisdiction of the court, as happened in the situation of Côte d’Ivoire.76 Uganda and Ukraine accepted the ICC’s 

jurisdiction in their territory prior to be becoming State parties to the Rome Statute.77

Many of the crimes included in the jurisdiction of the ICC are based on customary international law,78 and several 

crimes have specific gender elements. For example, Article 6(d) of the Rome Statute provides that, imposing 

measures intended to prevent births within a group with the intent to destroy, in whole or in part, a national, 

ethnic, racial or religious group constitutes genocide. Article 7(g) provides that rape, sexual slavery, enforced 

prostitution, forced pregnancy, enforced sterilization and any other form of sexual violence of comparable gravity 

constitute crimes against humanity when committed with knowledge as part of a widespread or systematic 

attack directed against any civilian population.79 In addition, the Rome Statute recognized the war crime of 

rape, sexual slavery, enforced prostitution, forced pregnancy, enforced sterilization, or any other form of sexual 

violence committed against protected persons in armed conflict and connected with the armed conflict in both 

international and non-international armed conflicts.80

In addition to crimes with specific gender elements, different genders may be specifically targeted or impacted by 

the commission of international crimes.81 For example, in relation to the crime against humanity of enslavement 

under Articles 7(1)(c) and 7(2) of the Rome Statute, “enslavement” is defined as “the exercise of any or all of 

the powers attaching to the right of ownership over a person and includes the exercise of such power in the 

course of trafficking in persons, in particular women and children”.82
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Box 2.7 Gender-based violence from a criminal law perspective

The cases before the ICTY and ICTR showed how sexual violence is often conducted alongside other crimes. In addition, 

these cases highlighted how different genders may be subjected to different treatment based on their gender.83

The ICC received criticism of its handling of gender and sexual violence in its early cases,84 but has made progress 

in recent years. For example, on 4 February 2021, Trial Chamber IX held Dominic Ongwen guilty of 61 crimes 

characterized as war crimes and crimes against humanity, committed in Uganda between 1 July 2002 and 31 

December 2005. This included numerous sexual and gender based crimes, including forced marriage, torture, 

rape, sexual slavery, enslavement, forced pregnancy and outrages upon personal dignity he committed against 

seven women whose individual stories are set out in the judgment, and forced marriage, torture, rape, sexual 

slavery and enslavement committed against girls and women by the Sinia brigade of which he was commander.85 

In 2025, the Prosecutor of the ICC opened an investigation into persecution based on gender grounds as a crime 

against humanity in Afghanistan.86

Members of minority groups are particularly vulnerable to double discrimination based on their gender and 

membership of a minority group. For example, in the armed conflicts in Syria and Iraq Yazidi women and girls aged 

9 and above were held captive in sexual slavery and specifically targeted because of their community’s religious 

identity.87 In contrast, men and boys above the age of 12 from the same group were summarily executed those 

who refused to convert to Islam and subject those that did to forced labour.88 These acts have been held to amount 

to war crimes, crimes against humanity and genocide by international monitoring bodies and domestic courts in 

numerous States.89

Cases against perpetrators of such crimes are an important symbol of the international community’s definition 

of wrongful actions, with significant consequences for the perpetrators and recognition of the victims of such 

crimes.90 It is critical to be able to identify situations and contexts in which these crimes might occur, as well 

as groups that might be subject to international crimes, so as to be able to take measures to prevent their 

commission. Considering how and why different groups are targeted because of their gender or other basis, and 

how conflict can shape gender roles, norms and expectations, and thus increase the risk of gender-based crimes, 

will assist in this. Gender aspects are therefore fundamental in identifying key elements to establish criminal 

liability for the crime, including the commission of and culpability for crimes.91 In addition, if an international 

crime is conducted for a motive involving discrimination on any of the grounds set out in Article 21 of the Rome 

Statute, this may be an aggravating factor in the sentence ultimately imposed.92

3. The policy framework: Women, Peace and Security

Complementing the international legal framework outlined in the previous section is an international peace and 

security policy framework on integrating gender perspectives into global security governance, peace operations, 

and military structures. This transformative policy framework is established through ten UNSCRs and provides 

overall direction for planning, development and guidance on how the requirements set out in the resolutions 

should be implemented in practice in the operational environment. Recognizing the gendered impacts of armed 

conflict and the critical role of women in conflict prevention, peacekeeping, and post-conflict reconstruction, 

the WPS agenda mandates the participation, protection, prevention, and relief and recovery of women in peace 

and security processes. Within military operations, WPS has driven policy reforms and institutional mechanisms 

aimed at embedding gender-responsive approaches into strategic planning, operational procedures, and tactical 

engagements. Institutions such as NATO and the UN Department of Peace Operations (DPO) have responded 

by developing gender integration policies, deploying Gender Advisers (GENADs), and mainstreaming gender 

considerations into training, doctrine, and operational mandates. The remainder of this chapter explores the 

WPS agenda, the importance of it to armed forces, and implementation practices, all of which should be 

included in training.
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3.1 Background on the Women, Peace and Security agenda

3.1.1 UNSCRs on WPS

Box 2.8 The legal nature of UNSC resolutions

Resolutions are formal expressions of the opinion or will of the UNSC. The nature of the resolution determines if 

it is considered binding on states. Under Article 25 of the UN Charter, member states agree to accept and carry 

out the decisions of the UNSC. Under Chapter VII of the Charter, the UNSC is authorized to decide on measures 

to be taken in accordance with Articles 41 and 42 to maintain or restore international peace and security. These 

resolutions can include instructions to the Secretary-General and other UN bodies, such as in relation to UN peace 

operations, which must be followed. The UNSC is the body within the UN system with primary responsibility for 

the maintenance of international peace and security, and therefore instructions to bodies relating to this must be 

carried out. Otherwise, they often refer to and reinforce legal obligations of member states already in place, such 

as the UN Charter and CEDAW, but not all UNSCRs entail legal obligations, and not all are legally binding on UN 

members states in the same way as treaties.

The UNSC, under the Presidency of Namibia, adopted UNSCR 132593 in 2000, representing the culmination 

of many years of activism and work by civil society, countries and others.94 This resolution seeks to ensure 

greater participation of women in peace and security processes, and the inclusion of gender considerations 

and perspectives in peacekeeping. For armed forces who have incorporated UNSCR 1325 into their military 

operations and practices, applying a gender-responsive approach means: i) recognizing and analysing the 

gendered differences in status and power of all women and men, girls and boys, and other gender identities; 

and ii) ensuring implementation of the mandate at the strategic, operational and tactical level advances gender 

equality and reduces the harmful effects of patriarchy, gender norms and roles, and power relations. 95 Ultimately, 

the integration of a gender perspective ensures the delivery of operational effectiveness.

Box 2.9 Pillars of the WPS agenda

The commitments expressed in the UNSCRs adopted under the WPS agenda are often divided into four broad 

areas, or ‘pillars’.

Prevention: Prevention of conflict, and prevention of all forms of violence against women and girls in conflict and 

post-conflict situations, including SGBV.

Participation: The promotion of women’s right to participate equally and gender equality in peace and security 

decision-making processes, and the meaningful engagement of women in all aspects at all levels (e.g. local, 

national, regional and international) in public and private spheres.

Protection: The protection from SGBV under international and national laws in conflict-affected situations. In 

addition, this includes full respect for and promotion of women’s and girls’ rights.

Relief and recovery: Understanding and meeting the specific relief needs of women and girls and ensuring that the 

capacity of women to act as agents in relief and recovery efforts is reinforced in conflict and post-conflict situations.

UNSCR 1325 further recognizes the importance of specialized education for all peacekeeping personnel on the 

protection of women’s and girl’s human rights in conflict-affected situations, including protection from SGBV.96 

It seeks to ensure that, where appropriate, field operations include a gender component, and to expand the 

role and contribution of women, including as military observers.97 It also stresses the importance of the full and 
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equal participation of women in the prevention and resolution of conflicts and peacebuilding, rehabilitation and 

reconstruction efforts, urging all actors to increase the participation of women and promote gender equality in 

all areas.98

The adoption of UNSCR 1325 expanded efforts from the 1990s by both the UN and member states to incorporate 

gender mainstreaming and a gender perspective more broadly in all their actions, including legislative, policy, 

and programmatic work.99 It followed a greater recognition and more developed understanding within the 

international community of the differential impact of armed conflicts on women, men, boys and girls, particularly 

during the 1980s and 1990s, and the need to reinforce compliance with legal protections established under 

international human rights law, international humanitarian law and international criminal law. As noted above, 

the issue was further addressed through the work of the ICTY and the ICTR, which highlighted the vulnerabilities 

of different genders to SGBV during the armed conflicts within their jurisdictions.100

The Beijing Declaration and Platform for Action of 1995 adopted at the Fourth World Conference on Women 

established an agenda for women’s empowerment by the international community, recognizing that civilian 

casualties outnumber military casualties, with women and children comprising a significant number of the victims.101 

In 2000, the Report of the High-Level Panel on United Nations Peace Operations (known as the Brahmini Report), 

which reviewed the whole of the UN’s activities in peace and security, recognized the need for equitable gender 

representation in the leadership of peacekeeping missions.102 These documents, together with the Windhoek 

Declaration and the Namibia Plan of Action on Mainstreaming a Gender Perspective in Multidimensional Peace 

Operations of June 2000, were critical developments that led to the adoption of UNSCR 1325.103

Since 2000, the UNSC has passed nine further resolutions developing and adding to the original framework 

created by UNSCR 1325, which are outlined below.104

UNSCR 1820 (2008)105 links sexual violence with the primary responsibility of the UNSC, namely the maintenance 

of international peace and security. The UNSC notes the developments in international criminal law confirming 

that rape and other forms of sexual violence can constitute a war crime, a crime against humanity or a constitutive 

act with respect to genocide and stresses the importance of ending impunity for such actions. The resolution 

demands that parties to armed conflict take appropriate measures “to protect civilians, including women and 

girls, from all forms of sexual violence” and sets out certain measures for furthering this. This resolution also 

extends the requirements for training and educating peacekeeping personnel.

 UNSCR 1888 (2009)106 expands on and reiterates calls in UNSCR 1820 for the protection of women and children 

from sexual violence in armed conflict. The resolution requested the UN Secretary-General (UNSG) to appoint 

a special representative to “provide coherent and strategic leadership … to address, at both headquarters and 

country level, sexual violence in armed conflict, while promoting cooperation and coordination of efforts among 

all relevant stakeholders”. It encouraged states to “increase access to health care, psychosocial support, legal 

assistance and socio-economic reintegration services for victims of sexual violence, in particular in rural areas”, 

and requested the UNSG to develop indicators to measure progress in the implementation of UNSCR 1325.

UNSCR 1889 (2009)107 addresses women’s participation in peace processes, calling for further increased 

participation in “all stages of peace processes, particularly in conflict resolution, post-conflict planning and 

peacebuilding”. It set out requirements for the UNSG and urged member states to take specified actions relating 

to gender equality, increased participation and women’s empowerment and to ensure women’s and girls’ needs 

are addressed.

UNSCR 1960 (2010)108 also addresses sexual violence in armed conflict, adopting a “naming and shaming” 

approach in which the UNSG was encouraged to compile lists of those who are “credibly suspected of committing 

or being responsible for patterns of rape and other forms of sexual violence in situations of armed conflict”. In 

addition, the UNSC requested the UNSG to develop monitoring, analysis and reporting arrangements on conflict-

related sexual violence (CRSV), including rape in armed conflict, post-conflict and other situations relevant to 

the implementation of UNSCR 1888. The UNSG’s reports on this provide detailed country-specific information 

on CRSV and can be a useful tool when teaching gender.
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As an extension of UNSCR 1960, the UNSC adopted UNSCR 2106 (2013)109. UNSCR 2106 requires strengthening 

the efforts of member states and UN agencies to fulfil their obligations in the fight against impunity for 

perpetrators of sexual violence in conflict and calls on parties to armed conflict to make and implement specific 

and time-bound commitments to combat sexual violence and conduct timely investigation of alleged abuses to 

hold perpetrators accountable. Educational requirements on gender and sexual and gender-based violence are 

addressed to personnel working in peace operations, as well as encouragement for more women to be recruited 

and deployed in peace operations.

UNSCR 2122 (2013)110 addresses gaps in the implementation of the women, peace and security agenda that were 

highlighted in a report by the UNSG and again emphasized the need for the participation of women in all phases 

of conflict prevention, conflict resolution and peacebuilding. It also addresses the need for timely information 

and analysis on the impact of armed conflict on women and girls, the role of women in peacebuilding and the 

gender dimensions of peace processes and conflict resolution for situations on the UNSC’s agenda and sets out 

measures in relation to these.

Marking the fifteenth anniversary of the adoption of UNSCR 1325, UNSCR 2242 (2015)111￼  addresses women’s 

roles in countering violent extremism and terrorism. In this resolution the UNSC decided to integrate WPS 

concerns across all country-specific situations on the UNSC’s agenda, including relating to counterterrorism and 

countering violent extremism. The preamble to the resolution affirmed “the primary role of Member States to 

implement fully the relevant provisions of UNSC resolutions on WPS, and the important complementary role of 

UN entities and regional organizations”. The resolution returned to central themes of preventing and addressing 

SGBV, women’s participation and gender equality. In relation to the latter, the UNSC welcomed the UNSG’s 

commitment to prioritize the appointment of more women in senior UN leadership positions. The resolution 

also addressed allegations of sexual exploitation and abuse in UN missions, urging current troop – and police-

contributing countries to cease such violations and implement action plans expeditiously, thereby avoiding 

suspension from peace operations. The UN has also instituted a zero-tolerance policy for sexual exploitation and 

abuse in UN peace operations in other resolutions issued by the UNSC.

UNSCR 2467 (2019)112 marked a significant and hard-won development in the WPS agenda, particularly in 

addressing CRSV. While previous resolutions, such as UNSCR 1820 (2008) and UNSCR 2106 (2013), had already 

recognized CRSV as a weapon of war, UNSCR 2467 sought to strengthen accountability mechanisms, survivor-

centred responses, and reparations for victims. The resolution underscored the need for national governments 

to take greater responsibility in prosecuting perpetrators of CRSV, moving beyond an UN-centric approach to 

one that reinforces state accountability and justice mechanisms. Additionally, it emphasized the importance of 

holistic, survivor-centred approaches, recognizing medical, psychological, legal, and socio-economic support as 

essential components of addressing sexual violence in conflict.

UNSCR 2493 (2019)113 reaffirms the commitments of the WPS agenda, emphasizing the need for accelerated 

and effective implementation of previous resolutions, particularly UNSCR 1325 (2000) and UNSCR 2242 (2015). 

Recognizing the persistent gaps in gender-responsive security policies, peace operations, and institutional 

accountability, UNSCR 2493 urged all UN Member States, regional organizations, and security actors, including 

military institutions, to fully implement the WPS agenda across all levels of peace and security governance. A key 

focus of the resolution was the operationalization of gender mainstreaming strategies within peacekeeping, post-

conflict reconstruction, and security sector reform (SSR). It stressed the importance of women’s full, equal, and 

meaningful participation in peace processes, calling for increased funding, measurable accountability mechanisms, 

and strengthened institutional support to advance gender equality in security governance. Additionally, UNSCR 

2493 highlighted the need for enhanced coordination between the UN, national governments, and civil society 

organizations (CSOs) to ensure gender-sensitive conflict resolution and sustainable peace outcomes.
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3.1.2 The limitations of the WPS agenda

Despite its transformative potential, the WPS agenda has experienced a significant implementation gap and 

normative stalling, particularly in translating commitments into sustained, systemic change. While UNSCR 

1325 (2000) and its successor resolutions created a robust normative framework for women’s participation, 

protection, and leadership in peace and security, progress has been uneven, fragmented, and often symbolic 

rather than substantive.

Scholars and practitioners have identified several reasons for this stagnation, with some directly related to 

the participation pillar. Institutional resistance within militarized and patriarchal structures has constrained 

meaningful integration of WPS principles, reducing the agenda to “add women and stir” approaches. That 

is, including women in existing male-dominated structures without changing the underlying norms, power 

relations, or institutional cultures that impact their meaningful participation.114 Participation is often measured 

in numbers rather than influence, leading to tokenism rather than transformation. This is evidenced by the 

UN’s Uniformed Gender Parity Strategy 2018-2028, which established numerical targets for unformed women’s 

participation, rather than addressing the structural barriers to women’s meaningful inclusion.115 The agenda 

has also increasingly been instrumentalized, with women’s participation justified primarily on the grounds of 

operational effectiveness rather than gender equality or rights-based principles.116 This instrumental framing 

undermines feminist aims by positioning women as tools of security rather than agents of peace. Furthermore, 

the agenda has struggled to meaningfully engage with intersectionality, often excluding youth, and women 

from marginalized groups including from the LGBTI+ community and racialized groups. This narrow framing 

reproduces hierarchies of inclusion and silences the voices of those most affected by conflict and insecurity.117

Another key factor contributing to stagnation is implementation processes and practices, which often remain 

under-resourced and inconsistent. National Action Plans (NAPs) (see section 3.1.4) often lack budget allocations, 

monitoring mechanisms, or political will.118 In conflict-affected and authoritarian contexts, civil society spaces 

for women’s peace activism have also shrunk, further limiting local ownership of the agenda.119

As a result, the transformative promise of the WPS agenda has been diluted by institutional inertia, 

instrumentalization, and exclusionary practices—revealing a persistent disconnect between normative ambition 

and political implementation.

3.1.3 Additional WPS-related agendas

The WPS agenda has served as a catalyst for broader inclusion frameworks within the UN’s peace and security 

architecture. Building on its foundational principles of participation, protection, prevention, and relief and recovery, 

the WPS agenda has informed and intersected with parallel initiatives, including specific measures to increase the 

participation of uniformed and civilian women in peacekeeping, the Youth, Peace and Security (YPS) agenda, and 

emerging efforts to uphold the rights of LGBTI persons in conflict and post-conflict contexts. As further detailed 

below, a separate UNSCR mandates the increase in uniformed women in peacekeeping efforts. The YPS agenda, 

initiated through UNSCR 2250 (2015), recognizes the agency of young people as peacebuilders and calls for 

their meaningful participation in peace processes—resonating with WPS demands for inclusive and representative 

governance. Simultaneously, the UN’s growing attention to sexual orientation and gender identity (SOGI) rights—

through Human Rights Council (HRC) resolutions and the mandate of the Independent Expert on SOGI—aligns 

with WPS by advocating for the protection and inclusion of women, men, girls and boys affected by conflict, 

regardless of their sexual orientation, gender identity or expression. Together, these agendas reflect a broader 

normative shift toward more inclusive, intersectional, and rights-based approaches to peace and security.

Women’s participation in peacekeeping. Finally, while not a WPS resolution, but as it relates to women’s 

participation, a key pillar of UNSCR 1325, UNSCR 2538 was adopted by the UNSC in 2020. UNSCR 2538 

reaffirms the critical role of uniformed women personnel in UN peacekeeping operations and underscores their 

meaningful participation at all levels and in all aspects of peacekeeping, including planning, deployment, and 
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decision-making. The resolution highlights the operational benefits of women’s full, equal, and meaningful 

participation. These benefits include increasing the overall performance and effectiveness of peacekeeping 

missions, and the creation of more balanced contingents that can improve community engagement, enhance 

protection efforts, and increase mission credibility. It calls on Member States, the UN, and regional organizations 

to address barriers to the deployment and retention of women peacekeepers, including through targeted 

recruitment, gender-sensitive policies, and enabling working environments. Importantly, UNSCR 2538 is the 

first stand-alone resolution focused specifically on women in uniformed peacekeeping roles and aligns with 

the broader WPS agenda by advocating for institutional reforms that advance gender equality, operational 

effectiveness, and inclusive security outcomes.

Youth, Peace and Security. The UN YPS agenda recognizes that young people often form the majority of the 

population in conflict affected countries, and that youth play a positive and transformative role in the promotion 

of peace, the prevention of conflict, and the rebuilding of societies in the aftermath of violence. Anchored in 

UNSCR 2250 (2015)—and expanded through Resolutions 2419 (2018) and 2535 (2020)—the agenda calls for 

the inclusive participation, protection, and empowerment of youth in peace and security processes. It challenges 

stereotypical narratives that associate youth primarily with violence or vulnerability, and instead emphasises 

their agency as peacebuilders, political actors, and community leaders. The agenda urges Member States and 

the UN system to create enabling environments for youth inclusion, including in decision-making forums, peace 

negotiations, and post-conflict recovery efforts. Importantly, it also promotes intergenerational dialogue and 

highlights the intersectionality of youth experiences—acknowledging how factors such as gender, race, and 

socioeconomic status shape young people’s security and participation.

Human rights of LGBTI persons. The UN’s approach to the human rights of LGBTI person is grounded in the 

principles of universality, equality, and non-discrimination as enshrined in the Universal Declaration of Human 

Rights. While the UN does not have a specific treaty dedicated to LGBTI (lesbian, gay, bisexual, transgender and 

intersex) rights, they are increasingly recognized through resolutions, reports, and mandates. The Office of the 

High Commissioner for Human Rights (OHCHR) has led global advocacy through initiatives such as the UN Free 

& Equal campaign120 and the publication of guidelines on ending violence and discrimination based onSOGI).121 

In 2011, the Human Rights Council (HRC) adopted resolution 17/19, affirming the rights of individuals based 

on SOGI.122 In 2016, HRC resolution 32/2 mandated an Independent Expert on protection against violence and 

discrimination based on SOGI, marking a significant institutional step.123

UN agencies have developed inclusive programming and issued policy guidance for Member States to protect 

LGBTI individuals from stigma, violence, and legal discrimination. One example is a 2022 OHCHR report 

that highlights how IHL prohibits violence targeting people based on SOGI, that prisoners of war cannot 

be discriminated against, and that SGBV against LGBT persons can be considered as grave breaches of IHL 

and potential war crimes. Further, ICL allows for the prosecution of acts of gender-based persecution, sexual 

violence, enforced disappearance, killing, and other inhumane acts motivated by LGBT-related prejudice. The 

report advocates that peace and security mechanisms cover situations in which LGBT persons are subjected to 

heightened risk, and for the inclusion of people of diverse SOGI in peace processes.124

However, the implementation of LGBTI-inclusive policies remains uneven, and the UN continues to encounter 

resistance from some Member States—highlighting persistent tensions between global human rights standards 

and local socio-political norms. Approaches to LGBTIQ participation vary significantly across countries and 

military institutions. While NATO leadership explicitly supports the inclusion of LGBTI personnel at Headquarters 

and across the Alliance,125 their rights are not equally protected or respected among all member states.126 With 

the exception of Turkey, all NATO members permit LGBTI individuals to serve, though the degree of inclusion, 

legal safeguards, and societal acceptance differs. Importantly, in joint operations involving NATO or the UN, 

personnel—regardless of their national or institutional background—will likely serve alongside LGBTI colleagues. 

From a training and education standpoint, addressing LGBTIQ needs and concerns is essential for integrating a 

gender perspective and conducting context-specific gender analysis in operational environments.
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3.1.4 National Action Plans (NAP) on WPS

NAPs on WPS emerged are policy documents adopted in member states’ national frameworks to implement 

the WPS agenda and as a direct response to UNSCR 1325, which called on UN member states to develop 

concrete strategies for integrating gender perspectives into peace and security efforts. In 2002 the UNSC 

issued a presidential statement “encourag[ing] Member States, the entities of the United Nations system, civil 

society and other relevant actors, to develop clear strategies and action plans with goals and timetables, on the 

integration of gender perspectives in humanitarian operations, rehabilitation and reconstruction programmes, 

including monitoring mechanisms, and also to develop targeted activities, focused on the specific constraints 

facing women and girls in post-conflict situations, such as their lack of land and property rights and access to 

and control over economic resources.”127 As a result, member states began to develop NAPs,128 which outline a 

government’s approach and course of action for implementing the WPS Agenda.

In 2005, Denmark became the first country to adopt a WPS NAP, paving the way for others to follow. Since then, 

over 100 countries have developed NAPs, each tailored to national security priorities, institutional structures, 

and regional challenges (see Box 2.9). These plans serve as policy roadmaps for ensuring that WPS commitments 

are implemented through legislative, institutional, and operational measures, fostering greater accountability 

among security actors. Some NAPs are ‘outward facing’, in that they primarily focus on international cooperation 

and assistance that the country will provide abroad. Other NAPs are ‘inward facing’, describing actions to 

be undertaken within the country. This includes functioning as key policy instruments for integrating gender 

perspectives into military operations, peacekeeping, diplomacy, and conflict prevention strategies. They outline 

specific objectives, timelines, and implementation mechanisms to institutionalize gender equality within security 

sector governance, peace negotiations, and humanitarian responses. Some NAPs prioritize women’s participation 

in peacekeeping missions, while others focus on preventing CRSV, strengthening legal protections, or promoting 

gender-sensitive SSR. When incorporating gender into military education, it is therefore critical to review and 

understand these documents relating to the relevant national context.

Many countries have developed second, third, and even fourth-generation NAPs, building upon the experiences 

and lessons learned from previous iterations. Over the past two decades, the implementation of the WPS 

agenda through NAPs has expanded beyond national frameworks to regional, organizational, and local levels. 

At the regional level, Regional Action Plans (RAPs) have been established, such as those of the African Union 

(AU) and the European Union (EU), fostering coordinated policy approaches across member states. Additionally, 

regional collaboration initiatives, such as the Asia-Pacific Regional Symposium on National Action Plans on WPS, 

provide platforms for states and civil society representatives to exchange best practices, challenges, and lessons 

learned in implementing UNSCR 1325. In some countries, NAPs have been complemented by Local Action Plans 

developed in specific cities or regions to address localized security needs and gender-responsive governance 

challenges. Furthermore, many NAPs include directives for government agencies and institutions to develop 

their own sector-specific plans to integrate WPS commitments across policy areas, security institutions, and 

peacebuilding efforts. These multi-level implementation strategies underscore the evolving nature of NAPs as 

dynamic policy instruments aimed at enhancing gender-responsive security governance at multiple scales.
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Box 2.10 National Action Plans on WPS as of 2024129

3.2 The policy framework on military training and education on gender and WPS

The UNSCRs on WPS contain both requirements for actions within the UN system and systematic calls on 

member states to carry out actions in ensuring gender equality, women’s empowerment and participation, 

the protection of women’s rights and the prevention of sexual and gender-based violence. When establishing 

peace operations, the UNSC now routinely references its resolutions on WPS, and those on youth, peace and 

security130, children and armed conflict and the protection of civilians in armed conflict.131
 Specific instructions 

are given in relation to peace operations, including the need for gender training (see Box 2.10). The UNSC 

explicitly links these actions with contributing to and ensuring the maintenance of international peace and 

security. Throughout, the UNSC references the international legal standards of protection and prevention as one 

way to achieve this, establishing the work in this area firmly within the legal framework and reinforcing states’ 

obligations to uphold and implement these requirements.

Box 2.11 Examples of provisions on training and education in UN Security Council resolutions 
on women, peace and security 

UNSCR 1325, 30 October 2000 (S/RES/1325)

Preamble Recognizes the importance of specialized training for all peacekeeping personnel on the 

protection, special needs and human rights of women and children in conflict situations. 

Para. 6 Requests the Secretary-General to provide training guidelines and materials for both member 

states to incorporate into military and police pre-deployment training and the UN to integrate 

into its training for civilian peacekeeping staff. Topics should include the protection, rights and 

particular needs of women, and the importance of their involvement in all peacekeeping and 

peacebuilding measures.

Para. 7 Calls on member states to increase financial and logistical support for these training efforts.
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UNSCR 1820, 19 June 2008 (S/RES/1820)

Para. 3 Demands that all parties to armed conflict take measures to prevent sexual violence, such as 

training troops on the categorical prohibition of all forms of sexual violence against civilians, 

debunking myths that fuel sexual violence and upholding the principle of command responsibility 

in this area.

Para. 6 Requests the UN to develop appropriate training programmes for all peacekeeping and security 

personnel to help them better prevent, recognize and respond to sexual violence and other forms 

of violence against civilians.

Para. 7 Urges troop- and police-contributing countries to implement the policy of zero tolerance towards 

sexual exploitation and abuse through pre-deployment and in-theatre awareness training.

UNSCR 1888, 30 September 2009 (S/RES/1888)

Para. 19 Encourages member states to deploy greater numbers of female military and police personnel in 

peacekeeping missions and to ensure that all personnel are given adequate training to carry out 

their responsibilities. 

Para. 20 Requests the Secretary-General to provide technical support, including guidance, to troop- and 

police-contributing countries in their pre-deployment and induction training on the policy of zero 

tolerance towards sexual exploitation and abuse.

UNSCR 1889, 5 October 2009 (S/RES/1889)

Para. 4 Calls upon the Secretary-General to develop a strategy, including appropriate training, to increase 

women’s participation in UN political, peacebuilding and peacekeeping missions.

UNSCR 1960, 16 December 2010 (S/RES/1960)

Para. 11 Encourages member states to use the UN’s newly developed scenario-based training materials on 

combating sexual violence for peacekeepers.

UNSCR 2106, 24 June 2013 (S/RES/2106)

Para. 8 Calls on the Secretary-General to ensure comprehensive gender training of all relevant 

peacekeeping and civilian personnel.

Para. 14 Calls for pre-deployment and in-mission training on sexual and gender-based violence prevention 

and response to take into account the distinct needs of children.

UNSCR 2122, 24 June 2013 (S/RES/2122)

Para. 8 Calls on the Secretary-General to ensure comprehensive gender training of all relevant 

peacekeeping and civilian personnel.

Para. 14 Calls for pre-deployment and in-mission training on sexual and gender-based violence responses 

to take into account the distinct needs of children.

UNSCR 2242, 13 October 2015 (S/RES/2242)

Para. 9 Deeply concerned over continuing allegations of sexual exploitation and abuse, urges police- and 

troop-contributing nations to provide robust pre-deployment training on sexual exploitation and 

abuse, and vet their peacekeeping personnel.

UNSCR 2467, 23 April 2019 (S/RES/2467)

Para. 24 Recognizes the role of United Nations peacekeeping contingents in preventing sexual violence, 

and, in this respect, calls for pre-deployment and in-mission training of troop – and police-

contributing country contingents to include training on sexual and gender-based violence.

National and international policy requirements emphasize the need to integrate gender into military education 

and training, including during UN and NATO deployments, which play a vital role in ensuring that member 

states adhere to their legal obligations to protect, respect and fulfil the human rights of all persons. Institutional 

structures and requirements have therefore been introduced to ensure that this is done within all national, 

regional and international organizations. These are outlined in the following sections.
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3.2.1 United Nations

The DPO, previously known as the Department of Peacekeeping Operations (DPKO), is responsible for planning 

and management of UN peacekeeping operations. It plays a coordination role between UN, governmental and 

non-governmental entities in peacekeeping operations. It also provides staff on UN political and peacekeeping 

missions with guidance and support on matters related to the military, the police and mine action and other 

relevant issues to other UN political and peacebuilding missions.132

At the strategic level, the DPO aligns its work on the WPS agenda with key UN initiatives, including the 2018 

‘Action for Peacekeeping (A4P) Declaration of Shared Commitments in UN Peacekeeping Operations’133  (A4P 

Declaration) and the UNSG’s 2020 ‘Call to Action: Women Transforming Peace and Security’.134 These initiatives 

reaffirm the UN’s commitment to ensuring women’s full, equal, and meaningful participation in peace processes, 

political solutions, and peace operations, emphasizing that gender-responsive approaches are essential for 

effective peacekeeping.135 The  implementation strategy for the A4P Declaration, known as the A4P+ Plan 

2021–2023,136 further underscores the WPS agenda as a cross-cutting priority, recognizing its role in enhancing 

progress across all peacekeeping mandates.137 Additionally, the DPO has committed to transformative actions138 

through the  Women, Peace and Security and Humanitarian Action Compact Framework (WPS-HA Compact) 

– a global, multi-stakeholder initiative launched by UN Women in 2021 to accelerate gender equality and 

strengthen the participation and protection of women and girls in conflict and humanitarian settings.139 These 

strategic frameworks collectively reinforce the institutionalization of gender-responsive peacekeeping, ensuring 

that the WPS agenda remains integral to both operational effectiveness and long-term peacebuilding efforts.

At the operational level, the DPO has reaffirmed the UN’s commitment to the WPS agenda and has implemented 

relevant policies since 2006. As an initial step, the then-DPKO and the Department of Field Support (DFS) 

released the policy “Gender Equality in UN Peacekeeping Operations”, which outlined the key principles guiding 

gender equality and gender mainstreaming in post-conflict societies.140 This was followed by the DPKO/DFS 

guidelines on “Integrating a Gender Perspective into the Work of the United Nations Military in Peacekeeping 

Operations,” which provided practical directives for incorporating gender considerations into training programs, 

including pre-deployment training for military peacekeeping personnel.141

Further advancing these efforts, the 2014 DPKO/DFS “Gender Forward-Looking Strategy (2014–2018)” was 

introduced to emphasize the importance of gender mainstreaming in peacekeeping missions.142 Training and 

education were central components of this strategy, with concrete recommendations for integrating gender 

considerations into general training, pre-deployment programs, and specialized in-mission courses. Additionally, 

the strategy called for the systematic collection of sex-disaggregated data, both for internal UN forces and their 

external engagements with local populations, to enhance gender-responsive peacekeeping practices.143

The DPO is currently guided by its policy on “Gender-Responsive United Nations Peacekeeping Operations,” 

initially issued in 2018 and updated in 2024, which provides a comprehensive framework for integrating gender 

considerations across all aspects of peacekeeping operations.144 This policy underscores the “importance of 

embedding gender equality and WPS mandates into peacekeeping structures”, including through specialized 

training programs, tailored training modules, and the development of operational resources aimed at enhancing 

the capacity of DPO personnel and field missions.145 Since 2019, DPO has expanded its efforts by developing a 

range of strategic and operational resources on WPS, gender perspectives, gender equality, and CRSV.146 These 

policies and guidance documents reflect DPO’s recognition of the transformative potential of the WPS agenda, 

not only as a mechanism for enhancing operational effectiveness and inclusivity, but also for ensuring the 

long-term sustainability of peacekeeping efforts worldwide. By prioritizing gender-responsive approaches, DPO 

reinforces its commitment to advancing gender equality within peacekeeping mandates and promoting inclusive 

security governance.
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3.2.2 NATO

NATO’s work on gender dates to 1961, when the first NATO Conference of Senior Women Officers of the 

Alliance was held. Gender-related activities began to take place on a more regular basis after 1976 when the 

Committee on Women in the NATO Forces was established, now known as the NATO Committee on Gender 

Perspectives (NCGP).147
 In its current form, the NCGP advises the NATO Military Committee on gender-related 

topics to enhance operational effectiveness, in support of Alliance objectives across the core tasks.148

Policy

In response to UNSCR 1325, NATO allies working with their partners in the Euro-Atlantic Partnership Council 

(EAPC) adopted a strategic policy for the implementation of the WPS agenda in 2007. Since then, the policy 

has been reviewed in 2011, 2014, 2018, and more recently in 2024, underscored by actions plans published 

in 2014, 2016, 2018 and 2021.149 NATO’s 2024 WPS policy reflects a commitment to integrating gender 

perspectives across all core tasks in response to evolving global security challenges. It emphasizes the necessity 

of gender-responsive leadership and accountability, the inclusion of women at all decision-making levels, and 

the protection of women and girls from gender-based violence. Notably, it addresses emerging threats such as 

technology-facilitated gender-based violence and the impacts of climate change on security dynamics. The policy 

also highlights the importance of strengthening partnerships with civil society to enhance the implementation 

of the WPS agenda.

This updated policy aligns with NATO’s 2022 Strategic Concept,150 which, for the first time, acknowledged 

the WPS agenda, underscoring the Alliance’s recognition of gender equality as integral to its core values and 

operational effectiveness. The 2024 WPS policy builds upon this foundation by outlining strategic objectives 

aimed at fostering an inclusive security environment. These objectives include enhancing gender-responsive 

leadership, increasing women’s participation across all levels, preventing and addressing threats that 

disproportionately affect women, and protecting women and girls from gender-based violence. The policy also 

includes ensuring foundational training on WPS, including key concepts and practices, to enhance knowledge 

and understanding of the importance of WPS to NATO’s work, as well as ensuring gender perspectives are 

integrated into education and training.151 By implementing these measures, NATO aims to bolster its collective 

security and ensure sustainable peace through the meaningful inclusion of diverse perspectives.

NATO’s efforts to integrate gender perspectives into its command structure are guided by its operational policy, 

Bi-Strategic Command Directive 40-1 (Bi-SCD 40-1), which was originally issued in 2009 and subsequently 

updated in 2012, 2017, and 2021.152 This policy serves a dual purpose. First, it translates political directives and 

strategic guidance into concrete actions and operational activities, ensuring that the NATO Command Structure 

(NCS) effectively implements the WPS agenda. Second, it establishes compliance mechanisms within the NCS 

to align with NATO policies and guidelines on preventing and responding to CRSV and sexual exploitation 

and abuse.153 The 2021 revision of Bi-SCD 40-1 introduced a dedicated chapter on education and training, 

reinforcing NATO’s commitment to building institutional capacity on gender mainstreaming. This chapter 

outlines mandatory gender training requirements for NATO personnel, allied forces, and partner nations, 

ensuring alignment with NATO’s Gender Education and Training Policy and Framework.154 By institutionalizing 

gender training within its structures, NATO aims to enhance gender awareness, operational effectiveness, and 

compliance with international norms, further embedding gender perspectives into all aspects of its security and 

defence operations.

Implementation

The implementation of UNSCR 1325 and related WPS resolutions within NATO is a shared responsibility between 

NATO’s Strategic Commands, divisions, and governing bodies at NATO Headquarters, coordinated through the 

Gender Advisory Community of Interest (COI). This COI serves as a network of key stakeholders within NATO’s 

military and civilian structures, responsible for integrating a gender perspective into military operations and 

ensuring the implementation of NATO’s WPS policy across the Alliance. The core functional offices and positions 
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supporting NATO’s gender integration efforts include the NATO Secretary General’s Special Representative for 

WPS155 and the International Military Staff (IMS) Office of the Gender Adviser. The Gender in Military Operations 

(GMO) discipline is further supported by the NCGP and the NATO Department Head on Gender, led by the 

Nordic Centre for Gender in Military Operations (see Box 2.12).156

Additionally, the Gender COI is strengthened by two key task forces:

The WPS Leadership Task Force, which provides a high-level platform for senior NATO leaders and agencies to 

engage in discussions on progress, challenges, and opportunities in implementing the WPS agenda; and157

The WPS Technical Task Force, a staff-level coordination mechanism designed to facilitate cross-divisional engagement, 

information-sharing, and technical support to ensure WPS implementation across all NATO functions.158

Through these institutional mechanisms, NATO aims to mainstream gender perspectives across its security 

and defence strategies, reinforcing its commitment to commitment to ensuring that its governance and policy 

structure is gender-responsive, and operationalizing the WPS agenda.

Box 2.12 NATO Gender COI and Advisory Structure159

In addition, NATO has GENADs deployed at different levels of its command structure, including within the IMS, 

Allied Command of Operations (ACO) and Allied Command Transformation (ACT), as well as operations and 

missions. GENADs can advise their respective units and institutions on how NATO policy on the WPS agenda 

should be implemented in specific contexts. Gender Focal Points  and WPS Focal Points  steer the integration 

of gender perspectives and the implementation of the WPS agenda across NATO’s IMS and International Staff 

(IS), respectively. These Focal Points perform their roles in addition to their core tasks, which enables them 

to integrate gender perspectives and WPS efficiently into their areas of expertise and communicate the WPS 

Agenda with colleagues.160 There are also several committees and working groups that develop and review 

specific and overall policy. For example, the ACO Gender Perspective Working Group was established by the 

Supreme Headquarters Allied Powers Europe Chief of Staff to implement recommendations and operational 

lessons related to women, peace and security in all aspects of NATO operations.
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As noted above, the NCGM has a specific role in implementation of military training and education on gender as 

the NATO gender Department Head. One such activity has been to provide support to ACT, in developing a NATO 

Education and Training package on gender perspective, designed to increase awareness on gender perspective 

in military operations and activities and assist NATO allies and partners to build their gender capability.161 For 

more detail on this package, see Chapter 3.

It is worth highlighting that many of the training and education resources produced by NATO are available to 

other militaries outside the Alliance. Training and education on gender have been one of the themes in NATO’s 

cooperation with partner nations through, for example, the Partnership for Peace Consortium of Defence 

Academies and Security Studies Institutes (PfPC).162

3.2.3 Organization for Security and Co-Operation in Europe

The Organization for Security and Co-operation in Europe (OSCE) recognizes that gender equality and equal 

opportunities for women and men are fundamental to peace, democracy, and sustainable economic and 

environmental development.163 In line with this commitment, the OSCE actively promotes and supports the 

implementation of the WPS agenda across its participating states, as reflected in numerous Ministerial Council 

decisions (see Box 2.13).

The Organization works to ensure that peace agreements and security measures are inclusive, integrating 

diverse perspectives and safeguarding the human rights of both men and women. The OSCE advocates for 

the meaningful participation of women in peace processes and security institutions, recognizing that inclusive 

decision-making enhances operational effectiveness and long-term stability.164 Furthermore, the OSCE promotes 

non-discriminatory laws and policies, supports increased political participation of women, and fosters gender-

equal decision-making in economic and environmental governance. Additionally, the OSCE collaborates with 

participating states to combat violence against women, reinforcing its commitment to gender-responsive security 

and human rights protections.165

In 2004, the OSCE introduced its Action Plan for the Promotion of Gender Equality, recognizing that the full 

and equal participation of women and men is essential to achieving its core objectives of peace, prosperity, 

and stability.166 This document outlines responsibilities and tasks for both the OSCE and its participating states, 

ensuring a comprehensive and institutionalized approach to gender equality.

The OSCE’s gender strategy is based on three key pillars:

1.	 Mainstreaming gender across all OSCE policies, programs, and activities to ensure that gender perspectives 

are systematically integrated into decision-making and implementation processes.

2.	 Developing a professional, gender-sensitive management culture and working environment, fostering 

inclusive leadership and equitable institutional practices.

3.	 Promoting the rights, interests, and concerns of women among OSCE participating states and supporting 

national efforts to achieve gender equality. 167

This gender-responsive framework was further reinforced in the 2009 OSCE Concept of Comprehensive and 

Cooperative Security, which explicitly recognizes gender equality as a fundamental component of human 

rights and security. By embedding gender considerations into its security framework, the OSCE underscores its 

commitment to building more inclusive, resilient, and sustainable peace and security structures.168

The OSCE Secretariat’s Programme for Gender Issues develops operational tools, guidelines, and training 

materials to support OSCE staff and stakeholders in integrating a gender perspective into their activities. It 

also organizes events, initiatives, and projects aimed at advancing gender equality and strengthening local 

capacities on gender-related issues.169 The Programme works closely with the OSCE Conflict Prevention Centre to 

develop measures for the inclusion of women in conflict prevention, peace negotiations, and dialogue processes 

across the OSCE region. It collects and analyses data on the prevalence and various forms of violence against 

women in conflict, contributing to evidence-based policymaking. Additionally, the Programme promotes the 
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empowerment of young women professionals in arms control, disarmament, and non-proliferation through a 

scholarship initiative administered by the Conflict Prevention Centre. Further, the Programme collaborates with 

the Transnational Threats Department to raise awareness of the role of gender in preventing and countering 

violent extremism and radicalization that lead to terrorism.170 It also oversees the annual Gender Champion 

Awards, established by the OSCE Secretary General in 2018, which recognize outstanding achievements by 

OSCE staff in advancing gender equality and women’s empowerment.171

3.2.4 European Union

The WPS agenda is a foundational principle of the European Union’s (EU) Common Foreign and Security Policy 

(CFSP). It serves as a critical framework for ensuring that the rights, agency, and protection of women and 

girls are upheld across all EU security and defence initiatives. The EU is committed to securing the meaningful 

and equal participation of women in all institutions and processes related to conflict prevention, peacemaking, 

peacebuilding, and post-conflict rehabilitation.173 A key example of this commitment is the integration of gender 

and human rights perspectives into all EU Common Security and Defence Policy (CSDP) missions,174 ensuring 

that WPS principles are systematically implemented in their respective interventions.175 By embedding gender-

sensitive approaches in peace and security efforts, the EU reinforces its dedication to inclusive and sustainable 

conflict resolution strategies.

The EU policy framework on WPS encompasses the  2018 Council Conclusions on WPS,176 the EU Strategic 

Approach to WPS, the related WPS Action Plan (2019-2024),177 and the 2022 Council Conclusions on WPS.178 

The Action Plan on WPS sets out clear objectives and implementation criteria, structured around six key priority 

areas: prevention; protection; relief and recovery; and the three overarching and cross-cutting principles of 

participation; gender mainstreaming; and leading by example.179 Further documents relating to gender and WPS 

are detailed in Box 2.15.

Box 2.14 OSCE documents related to gender172

•	 Istanbul Document, 1999

In this declaration the OSCE stated its commitment to make gender equality an integral part of its policies 

both at the state level and within the organization.

•	 Ministerial Council Decision 14/04 on OSCE Action Plan for the Promotion of Gender Equality, 2004

This decision establishes increased efforts to integrate gender in all areas of the organization, with the 

ultimate aim of promoting gender equality in participating states.

•	 Ministerial Council Decision 14/05 on Women in Conflict Prevention, Crisis Management and Post-Conflict 

Rehabilitation, 2005

Based on UNSCR 1325, this decision integrates the UN commitments into the OSCE and its participating states.

•	 Ministerial Council Decision 15/05 on Preventing and Combating Violence against Women, 2005

This decision aims to encourage participating states to adopt measures to counter violence against women, 

as it undermines security.

•	 Ministerial Council Decision 7/09 on Women’s Participation in Political and Public Life, 2009

This decision aims to increase the representation of women in the decision-making structures within legislative, 

executive and judicial branches in the OSCE area.

•	 Ministerial Council Decision 10/11 on Promoting Equality in the Economic Sphere, 2011

This decision acknowledges women’s essential contribution to economic recovery, sustainable growth and the 

creation of cohesive societies, and thus promotes their equal participation in the economic sphere.

•	 Ministerial Council Decision 07/14 on Preventing and Combating Violence against Women, 2014

This decision recognizes new developments in the field of ending violence against women and makes new 

commitments.
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The EU’s WPS objectives are pursued through political and diplomatic engagement, incorporating a gender 

perspective into peace and security policies, and ensuring women’s participation and leadership in peacebuilding 

and security governance. The EU also provides targeted training for military, justice, and security forces to 

strengthen WPS implementation. Monitoring and reporting mechanisms on WPS are aligned with the EU’s 

Action Plan on Gender Equality and Women’s Empowerment in External Action (2021–2025),180 ensuring full 

integration of WPS commitments into the EU’s broader gender equality policy framework.181

Furthermore, the EU is committed to advancing the WPS agenda in close cooperation with allies and partners, 

particularly civil society organizations and international security actors. Several formalized partnerships – 

including those with the UN, NATO, and the Association of South Asian Nations (ASEAN) – prioritize WPS as 

a key area for multilateral cooperation,182 reinforcing the EU’s role in promoting gender-responsive peace and 

security policies globally.

Principles

The EU is a unique supranational legal entity with international legal personality, meaning it can enter into 

agreements, negotiate treaties, and engage in diplomatic relations as a single entity distinct from its member 

states. This status was formally established under the Treaty of Lisbon (2007), which entered into force in 

2009, granting the EU legal capacity to act in various policy areas on behalf of its member states.183 The EU’s 

legal foundation is based on a hierarchical system of laws, including primary law (treaties), secondary law 

(regulations, directives, and decisions), and case law developed by the Court of Justice of the European Union.184 

The Treaty on European Union (TEU) and the Treaty on the Functioning of the European Union (TFEU) serve as 

its constitutional framework, outlining its competencies, institutional structure, and division of powers between 

the EU and member states.185

As a legal entity, the EU can conclude international agreements, participate in global organizations, and enforce 

legal obligations on its member states through binding regulations and directives in accordance with its powers 

set out in relevant treaties. It also has exclusive competence in areas such as trade, customs, and competition 

policy, meaning only the EU, not individual member states, can legislate and negotiate in these domains. In 

other areas, such as security and defence, the EU operates under shared or supporting competences, where both 

the EU and its member states contribute to policymaking. This legal status strengthens the EU’s role as a global 

actor, enabling it to engage in diplomacy, security cooperation, and international legal agreements, while also 

ensuring the uniform application and enforcement of EU law across its member states.

Article 2 of the TEU lists respect for human dignity, freedom, democracy, equality, the rule of law and respect 

for human rights, including the rights of persons belonging to minorities, as the founding values of the EU.186 

Article 2 also sets out pluralism, non-discrimination, tolerance, justice, solidarity and equality between women 

and men as values common to the member states. Human rights standards have been integrated into EU 

policy and within the EU legal system over time. The Lisbon Treaty 2010 developed this further by making the 

EU Charter on Fundamental Rights (ECHR) legally binding and providing under Article 6(2) that the EU in its 

entirety shall accede to the ECHR. In addition, fundamental guarantees, as outlined by the ECHR and as they 

result from the constitutional traditions common to the member states, are now established under the treaty as 

general principles of EU law and thereby binding on all EU countries. One area upon which the EU has expanded 

significantly is equal treatment and anti-discrimination, and there is now a substantial framework for anti-

discrimination law within EU law.187

Civilian and military crisis management plays a pivotal role in the EU’s external policies. The TEU establishes that 

the EU’s CFSP encompasses all foreign and security issues: the EU has competence to define and implement this 

policy, but not to adopt legislative acts in this field.188 In this, the EU acts more as an international organization, 

with the European Council and Council of the EU being the bodies responsible for defining, acting unanimously 

on and implementing the CFSP and the High Representative of the Union for Foreign Affairs and Security Policy 

and member states being responsible for putting this into effect.189 Article 21 of the Lisbon Treaty governs the EU’s 

external action and provides that it shall be guided by the principles of democracy, rule of law, the universality and 
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indivisibility of human rights and fundamental freedoms, respect for human dignity, equality and solidarity, and 

respect for the principles of the UN Charter and international law. Under Article 21(2) one of the EU’s objectives 

in defining and pursuing common policies and actions is to preserve peace, prevent conflicts and strengthen 

international security, in accordance with the purposes and principles of the UN Charter, among others.

In 1999, in response to the crisis in the former Yugoslavia, the European Security and Defence Policy (ESDP) was 

launched as part of the CFSP. The ESDP was integrated into the European treaties in 2001 and subsequently 

converted to the CSDP in 2007. The CSDP enables the EU to be engaged in crisis prevention, crisis management 

and post-conflict recovery. CSDP missions cooperate with third countries and other international crisis 

management organizations, such as the UN, NATO and the OSCE. Cooperation between NATO and the EU has 

been regulated through the Berlin Plus Agreement since 2003.190

Through the CSDP the EU can take a lead in matters of international security, peacekeeping operations and conflict 

prevention. Since 2003 the EU has launched more than 40 peace missions and operations in Europe, Africa and 

Asia.191 While gender is not a predominant component in CSDP missions, the EU’s role in providing development 

aid and humanitarian assistance is closely tied to its effort to integrate WPS issues in its external policies. In 

its CSDP, the EU has committed itself to both promotion and protection of human rights of women and their 

participation as positive agents of change and development and the protection of women in conflict situations.

Structures

All current CSDP missions and operations have human rights and/or GENADs or gender focal points appointed.192 

This system has been introduced to ensure that the EU’s policies and knowledge are translated into operational 

guidelines and WPS matters are systematically included in all strategies of CSDP missions (planning, implementation 

and review), as well as to aid mission and operations staff in their everyday work on gender matters.193

As part of its efforts to prioritize gender equality internally, the EU established the post of the European External 

Action Service Principal Adviser on Gender and the implementation of UNSCR 1325 in 2015. This position serves 

to engage with the EU’s international, regional and national actors on policies and actions related to gender and 

WPS, and to coordinate the EU’s internal gender mainstreaming. Additionally, the Adviser work towards enhancing 

the visibility of gender in the EU’s external action and collaborates with relevant UN services and agencies.194

Box 2.15 EU gender and WPS-related documents
•	 Implementation of UNSCRs on Women, Peace and Security in the context of CSDP missions and operations, 

2012

The aim of this document is to ensure gender mainstreaming and implementation of UNSCRs on WPS from 

the early planning to the conduct of CSDP missions and operations, including their follow-up and evaluation. 

The document also refers to gender training in-mission and during pre-deployment courses.

•	 Implementation of UNSCR 1325 and 1820 in the context of training for the ESDP missions and operations – 

Recommendations on the way forward, 2009.

This paper established a consolidated system of gender training and education within the EU by outlining key 

principles that should be adopted by all member states, especially in pre-deployment training.

•	 Implementation of UNSCR 1325 as reinforced by 1820 in the context of ESDP, 2008

The main goal of this implementation policy is to ensure gender mainstreaming and implementation of 

UNSCR 1325 and UNSCR 1820 from the early planning to the conduct of ESDP operations, including their 

follow-up. The text itself focuses on increasing the representation of women in the civilian component of 

ESDP operations as well as promoting the UN’s WPS agenda. The document also dedicates an entire section 

to gender training and encourages the development of a course on gender in ESDP operations, as well as the 

inclusion of a gender perspective in all training and education activities, including pre-deployment training 

and courses offered by the European Defence and Security College.
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ns• 2003 Protocol to 
the African Charter 
on Human and 
Peoples' Rights on 
the Rights of 
Women in Africa

• 2004 Solemn 
Declaration on 
Gender Equality in 
Africa

• 2009 African 
Union Gender Policy

• 2010 African 
Women's Decade

• 2013 AU Policy 
Framework on 
Security Sector 
Reform

• 2014 Gender, 
Peace and Security 
Programme

• 1948 
Inter-American 
Convention on the 
Granting of Civil 
Rights to Women

• 1994 
Inter-American 
Convention on the 
Prevention, 
Punishment and 
Eradication of 
Violence against 
Women (Belem do 
Para Convention)

• 2000 
Inter-American 
Program on the 
Promotion of 
Women's Human 
Rights and Gender 
Equity and Equality

• 2004 Revised 
Pacific Platform for 
Action on 
Advancement of 
Women and Gender 
Equality 2005–2015

• 2011 Regional 
Action Plan on 
Women, Peace and 
Security

• 1988 Declaration 
of the Advancement 
of Women in the 
ASEAN Region

• 2004 Declaration 
on the Elimination 
of Violence against 
Women in the 
ASEAN Region

• 2012 ASEAN 
Human Rights 
Declaration

3.2.5 Other Regional Frameworks

Other regional organizations worldwide have committed themselves to implementation of the UN WPS agenda 

(see Box 2.16). It will often be the case that deployments involving personnel from NATO and PfP member 

nations take place in contexts where existing regional frameworks need to be considered, as well as national 

frameworks, such as NAPs on UNSCR 1325.

Box 2.16 Main documents from four regional organizations regarding women, peace and security

•	 Comprehensive approach to the EU implementation of the United Nations Security Council Resolutions 1325 

and 1820 on women, peace and security, 2008

This document constitutes the strategic framework on gender and gender mainstreaming. It gave substantial 

impetus to the political and operational processes of implementing the WPS and reflects and legitimizes the 

EU-specific holistic approach to gender issues in EU external relations, development, security and defence 

policies. The policy contains some important innovations concerning education on gender for CSDP operations. 

Firstly, it calls for the provisions of UNSCRs 1325 and 1820 to be incorporated into the mandatory pre-

deployment training and education of personnel and staff. Secondly, it requires the head of mission/operation 

commander to be given a specific briefing on EU policies and concepts related to UNSCRs 1325 and 1820.

•	 European Parliament resolution on participation of women in peaceful resolution (2000/2025(INI)), 2000

This was the first official document of the EU that called for more active and effective commitment of the 

European Commission and member states to gender equality and gender issues in the EU’s foreign policy and 

international agenda.
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African Union

The African Union’s (AU) commitment to gender equality is rooted in the AU’s  African Charter on Human 

and Peoples’ Rights on the Rights of Women in Africa, which requires State Parties to combat all forms of 

discrimination against women through appropriate legislative measures.195

The AU Women, Gender and Youth Directorate was created in 2000 under the Office of the Chairperson of 

the AU Commission and has the specific mandate to promote gender equality within and throughout the 

AU, as well as within member states, by translating the policy agreements and instruments into measurable 

programmes and projects. It also oversees the development and harmonization of gender and youth policies; 

defines strategies for gender and youth mainstreaming within the Commission, AU organs and Member States; 

and supports capacity building by providing training on gender and youth policies and instruments.196 Its 2009, 

gender policy promoted a gender-responsive environment and practices which contributed to gender equality 

and women’s empowerment in member states.197 The policy included a gender management system responsible 

for creating appropriate institutional structures, as well as frameworks for gender analysis, gender training, 

monitoring and evaluation.198 In 2010, the AU declared 2010-2020 the “African Women Decade” with the 

overarching theme of gender equality and women’s empowerment.199

In 2013, the AU adopted its policy framework on SSR, marking another significant accomplishment of its 

broader peace and security goals. The policy acknowledged gender perspectives as critical components of 

conflict management and peacebuilding processes and reaffirmed the AU’s commitment to the principles of 

gender equality, women’s empowerment and the WPS agenda.200 To enhance the protection of women’s rights, 

the AU seeks to promote international and regional commitments on peace and security, as well as to strengthen 

women’s participation in peace and security efforts through the AU Peace and Security Department, the Peace 

and Security Council and the Panel of the Wise.201

In 2014, the five-year Gender, Peace and Security Programme was launched by the AU Commission, providing 

a framework for the development of strategies and mechanisms for women’s increased participation in 

the promotion of peace and security and promoted the protection of women in conflict and post-conflict 

situations throughout Africa.202 Also in 2014, the AU established the office of the Special Envoy on Women, 

Peace and Security to leverage the AU’s efforts in addressing issues of women’s empowerment, participation 

and protection in conflict and post-conflict settings.203 In 2015, the AU consecrated the year as the “Year of 

Women’s Empowerment and Development towards Africa’s Agenda 2063”, and 2016 as the “African Year of 

Human Rights, with Particular Focus on the Rights of Women”.204

The AU recognizes that that gender equality is a fundamental human right and an integral part of regional 

integration, economic growth and social development. In 2018, the AU released its strategy for Gender Equality 

and Women’s Empowerment (GEWE) 2018-2028 to ensure the inclusion of women in Africa’s development and 

peace and security agendas.205

Organization of American States

The Organization of American States, established in 1890, brings together 35 member states from the Americas 

and aims to: strengthen peace and security in the hemisphere; promote representative democracy; ensure 

the peaceful settlement of disputes among members; provide for common action in the event of aggression; 

and promote economic, social, and cultural development.206 One of its advisory bodies is the Inter-American 

Commission of Women, a forum generating policy to promote the rights of women and gender equality and 

equity, and overseeing mainstreaming gender into the organization’s projects, programmes and policies.207

Pacific Community

As the principle international development organization supporting the Pacific region, the Pacific Community 

promotes sustainable Pacific development through science, technology and innovation.208 Following the adoption 

of UNSCR 1325, the Pacific Islands region has increasingly recognized women’s role in conflict prevention and 
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peacebuilding and the security implications of sexual and gender-based violence in the region. In 2010, the 

Pacific Regional Working Group on Women, Peace and Security was established with members from the Pacific 

Community Forum, the Council of Regional Organizations in the Pacific, UN agencies and civil society, resulting 

in the development of its Regional Action Plan on Women, Peace and Security 2012-2015 in 2011.209 The plan 

applies at the regional level for forum members and Pacific territories, and set out goals for mainstreaming 

gender in security policymaking, ensuring women’s rights in humanitarian crises and post-conflict situations and 

enhancing women’s role in leadership and conflict prevention and peacebuilding.210

While this region-wide plan has not been revised or renewed, the Pacific Community released its Strategic Plan 

2022-2031 in 2022, structured around four key development goals: sustainable development, empowerment and 

resilience, health and well-being, and organizational excellence.211 The plan underscores a strong commitment to 

gender equality and women’s empowerment as integral components of sustainable development in the Pacific 

region and emphasizes the importance of mainstreaming gender considerations across all programs and activities, 

recognizing that equitable participation of all genders is essential for achieving the organization’s goals.

Association of Southeast Asian Nations

The Association of Southeast Asian Nations (ASEAN) Secretariat and its member states have committed 

themselves to the protection and advancement of women’s economic and human rights. Their commitments 

have historically included:

•	Declaration of the Advancement of Women in the ASEAN Region 1988

•	Declaration on the Elimination of Violence against Women in the ASEAN Region 2004

•	ASEAN Human Rights Declaration 2012

•	Declaration on the Elimination of Violence against Women and Elimination of Violence Against Children in 

ASEAN 2013

•	ASEAN Regional Plan of Action on the Elimination of Violence against Women 2015

•	 Joint Statement on Promoting Women, Peace and Security in ASEAN 2017

The ASEAN Ministerial Dialogue on Strengthening Women’s Role for Sustainable Peace and Security, held in 

September 2020, further reiterated ASEAN’s determination to ensure the integration of WPS into regional 

policies and frameworks across the three ASEAN community pillars: Political-Security Community, Economic 

Community and Socio-Cultural Community.212

More recently, a Regional Plan of Action on Women, Peace and Security was adopted in 2022.213 The development 

of a Regional Plan of Action on WPS was one of the key recommendations of the ASEAN Regional Study on 

Women, Peace and Security, which was launched in 2021 with the support of the U.S. Agency for International 

Development (USAID) and UN Women.214 This plan includes a priority action to build capacity of frontline 

responders, including military and peacekeepers, to prevent and respond to SGBV through gender training, as 

well as including gender equality and WPS objectives in educational curriculum in training programs related to 

peace and security such as military colleges.215

ASEAN also established the ASEAN Committee on Women in 2002 and the ASEAN Commission on the Promotion 

and Protection of Women and Children in 2009.
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4. Conclusion

For states to implement their obligations to respect and protect the human rights of all those within their 

jurisdiction, it is essential that military personnel have a firm grasp of what those legal obligations are. Training 

and education are central to this and should also provide military personnel with a greater understanding 

of the needs of different groups within society and how different genders are impacted by military actions, 

thus strengthening the application of the legal requirements. In addition, education by experts on the legal 

requirements and having the assistance and advice of legal expertise during operations are fundamental in 

ensuring these obligations are met.

The international community has recognized the importance of training and education in gender for the military 

as a means of strengthening the implementation of the relevant international legal provisions, as reflected in the 

UNSCRs on WPS. NATO, the EU and other regional bodies are adopting specific requirements on military gender 

education and training to be integrated in national and collective educational programmes, plans, curricula and 

training courses. Gender education and training are recognized as preconditions for more effective and efficient 

fulfilment of military tasks at the national level, as well in operations and missions led by the UN, NATO, the EU 

and the AU.

This chapter has provided a brief background on the international legal framework for protection and the WPS 

agenda, and how military structures ensure these obligations are incorporated into their operations. It is by 

no means exhaustive but aims to highlight the critical link between the legal requirements and the need to 

incorporate a gender perspective in military operations, training and education. Through the implementation 

of the UNSCRs on WPS, states are contributing to fulfilling their legal obligations, and in doing so ensuring the 

protection of all.
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https://asean.org/wp-content/uploads/2022/11/32-ASEAN-Regional-Plan-of-Action-on-Women-Peace-and-Security.pdf
https://asean.org/wp-content/uploads/2022/11/32-ASEAN-Regional-Plan-of-Action-on-Women-Peace-and-Security.pdf
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1. Introduction

The United Nations (UN) Women, Peace and Security (WPS) agenda1, introduced in Chapter 1 and discussed 

more broadly in Chapter 2, calls on member states to incorporate gender perspectives into all peace and 

security efforts. For militaries specifically, realizing the WPS agenda requires integrating gender perspectives at 

the strategic, operational, and tactical levels, with the aim of helping facilitate: the meaningful representation 

and participation of diverse women2 at all stages of conflict resolution; the protection of women and girls from 

conflict-related violence, especial sexual and gender-based violence; the application of a gender perspective or 

an intersectional analysis; and the protection of the rights of all individuals, with special attention to women 

and girls. The term gender perspective appears in the North Atlantic Treaty Organisation’s (NATO) 2021 Bi-

Strategic Command Directive (Bi-SCD) 40-1, where it is defined as a process of considering gender-based 

differences between women and men that are reflected in gendered social roles and interactions, that impact 

the distribution of power and people’s access to resources.3 Box 3.1 defines intersectionality and intersectional 

analysis, respectively, which are concepts and approaches increasingly leveraged in the WPS space.

The current chapter outlines what gender and intersectional training in the military can look like at all levels, 

for Commanding Officers (COs), to staff and other personnel, including civilians, working institutionally and 

operationally. The chapter includes examples of good practices and flags barriers to the effective integration of 

gender and intersectional perspectives in the classroom and across militaries more broadly. The chapter borrows 

from the experiences of integrating gender perspectives and the WPS agenda in NATO education and training 

combined with lessons from the European Union (EU) and the UN.
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Box 3.1 Intersectionality and intersectional analysis

Intersectionality is a concept that helps explain differences in individual and group experiences, based on identity 

and demographic factors. It shows how multiple social and identity factors combine to shape an individual or 

group’s experiences, based on how those factors create discrimination or facilitate privilege. Examples of identity 

factors include gender, sex, age, race, culture, religion, and geography. Some military specific identity factors 

include rank, component, trade, and occupation.

Applying the concept of intersectionality, intersectional analysis is a way to understand the different experiences 

of individuals and sub-groups, with the aim of assessing the impact of an intervention and planning a response 

that will minimize unintended consequences, including inequitable outcomes.

2. Overview: Gender education and training in regional and international 
organizations

2.1 The North Atlantic Treaty Organization

While NATO has and continues to take steps to collectively realize the WPS agenda, the Alliance still notably 

places the primary responsibility on member states for their implementation of the WPS agenda, as outlined 

in the 2021 NATO/Euro-Atlantic Partnership Council (EAPC) Action Plan for the Implementation of the NATO/

EAPC Policy on Women, Peace and Security (NATO/EAPC Action Plan). The NATO/EAPC Action Plan summarizes 

the contents of UNSCR 1325, outlining the intention for NATO members and partners to implement gender 

mainstreaming into civilian and military structures, ensuring a gender perspective is mainstreamed into policies 

and activities. Likewise, the policy notes the commitment among NATO members and partners to implement and 

develop their own education and training on gender.

At the NATO Summits in 2010 and 2012, heads of state and governments endorsed progress reports, including 

ongoing efforts to integrate gender perspectives in NATO activities. To this end, in 2014, Strategic Command 

Operation and Transformation developed the NATO Education and Training Plan for Gender in Military Operations, 

as discussed in Chapters 1 and 2.4 The objective of the plan is to describe and delineate an adaptive and 

flexible NATO education and training system for gender in the military context. This system seeks to standardize 

and harmonize the education and training activities at all levels of NATO’s military structures and to facilitate 

cooperation with partners, including the sharing of information and provision of training opportunities. The 

desired end state of the NATO Education and Training Plan for Gender in Military Operations is to establish a 

mechanism to educate and train personnel on gender in all NATO’s military operations to protect the human 

rights, and the safety and security of men, women, boys and girls.5

Notably, in its 2022 Strategic Concept, NATO reaffirmed its commitment to the continued advancement of 

gender equality and renewed its commitment to the integration of the WPS agenda across all tasks, including in 

training and education.6 The revised NATO policy on WPS in 2024, highlighted in Chapter 2, reiterates several 

commitments related to Professional Military Education (PME) and training, which include.7

•	 Facilitating partner access to WPS-related and gender in military operations (GMO) training offered through 

NATO; and encouraging its partners to develop their national education and training; and

•	 Integrating gender perspectives into the development of education, training, exercises, and evaluation (ETEE) 

curricula, doctrine, as well as other activities such as conflict analysis, mission planning and execution, and 

operations.

The policy also further commits NATO Allies to integrate WPS and GMO into training and their PME programmes.8
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NATO’s Science for Peace and Security (SPS) Programme also supports training and education on gender perspectives 

and WPS through funding opportunities for NATO member and partner countries,9 encouraging the production of 

collaborative, multi-year projects, which include training courses, study institutes, and workshops.10

In 2012, the Nordic Centre for Gender in Military Operations (NCGM),11 located in Kungsängen, Sweden, was 

designated by NATO as the department head for gender education and training within NATO. In this capacity, 

it designs and delivers courses on gender in accordance with NATO’s operational requirements and establishes 

training standards, to which all NATO gender programme courses must adhere. One such activity has been to 

provide support to the Allied Command Transformation (ACT), in developing a NATO Education and Training 

package on gender perspective, designed to increase awareness on gender perspective in military operations 

and activities and assist NATO allies and partners to build their gender capability.12 This package, updated in 

2023, is available to NATO members and partners and includes good practice examples and guidance from 

different nations on the institutionalization of a gender perspective within the framework of NATO policy. The 

package contains three modules, each with three learning objectives. Box 3.2 outlines the structure of NATO’s 

training and education package. Notably, many of the training and education resources produced by NATO are 

available to other militaries outside the Alliance. Training and education on gender have been one of the themes 

in NATO’s cooperation with partner nations through, for example, the Partnership for Peace Consortium of 

Defense Academies and Security Studies Institutes (PfPC).13

Regarding NCGM more specifically, the courses it offers are held in two different formats: in-person and virtual. 

NCGM provides five different courses, each geared towards a different military professional, including a seminar 

on gender for NATO leaders and a seminar on gender for COs. This seminar aims to support COs, Chiefs of 

Staff, and branch heads on integrating gender perspectives into operations, specifically at the operational and 

tactical levels.

NCGM also delivers three NATO-approved courses which are open to participants around the world.14 First, the 

Gender Adviser (GENAD) Course seeks to prepare personnel to deploy as a GENAD across all levels (strategic, 

operational, and tactical). The course provides personnel with the conceptual, historical, and legal underpinnings 

of the gender advisory role; and seeks to equip personnel with the competencies and tools to integrate gender 

perspectives into military planning and operations. At the end of the course, students are expected to be able to:

•	 Provide advice to COs and staff on integrating a gender perspective across NATO’s core tasks;

•	Give advice on the integration of international frameworks and guidelines on gender in military processes, 

procedures, and products;

•	 Establish and maintain relationships with staff and other key actors;

•	Apply a gender analysis to security risk; and

•	Assess risks and make recommendations related specifically to conflict related sexual and gender-based 

violence (CRSGBV).

Box 3.2 Structure of the NATO education and training package on gender perspectives

Tactical Operational and Strategic Pre-Deployment Training

Module 1: Gender Perspective in Military Operations

Module 2: International and National Frameworks

Module 3: Conflict-Related Sexual Violence and Sexual Exploitation and Abuse

Module 4a: Planning and 

Execution of Military Activities  

at Tactical Level

Module 4b: Planning and 

Execution of Military Activities at 

Operational and Strategic Levels

Use module 4 applicable  

to your level

Module 5: Gender Perspective  

in Host Nation
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Second, the Gender Focal Point (GFP) Course seeks to prepare personnel to deploy as GFPs, in support of a 

GENAD, and to do so at the operational or strategic levels. The goal of this course is to strengthen students’ 

capacities to integrate gender perspectives, particularly when it comes to advising their Chain of Command 

(CoC) on mainstreaming gender analysis across all core and mandated tasks.

Third, the Training of Trainers Course, for its part, is geared towards active trainers, instructors, and teachers 

of military units, as well as officers from defence or other security structures. Upon completion of the course, 

learners should be equipped with the skills and knowledge to plan and execute training and education exercises 

on gender perspectives during pre-deployment, in theatre, or in national training settings.

NCGM provides open access to key resources and publications, including general and more tailored guidebooks. 

For example, NCGM offers a handbook on integrating gender perspectives in operations and a guide to WPS 

in the military context. It also uses this handbook as one of its reference materials.15 More specific resources 

are also available, such as a guide on the application of gender perspectives in Ukraine and humanitarian law.16

NATO ACT maintains an Advanced Distributed Learning (ADL) platform, discussed further in Chapter 9, with 

several courses pertaining directly to gender and gender perspectives, as well as its application in certain contexts 

and for specific subjects.17 There are both entry level courses that introduce the concept of gender in the military 

and more advanced courses, aimed at personnel applying gender perspectives, including GENADs18 and GFPs. 

For example, personnel can take:

•	Course 171 – Gender Focal Point or Course 168 – Role of a Gender Advisor for role-specific training;

•	Course 169 – Improving Operational Effectiveness by Integrating Gender Perspectives;

•	Course 417 – Identifying, Preventing, and Responding to Sexual Exploitation and Abuse in NATO; and

•	Course 418 – Gender Mainstreaming in Small Arms and Light Weapons.

These trainings are available to all personnel and government employees from NATO and partner countries to 

pursue independently. These courses may be required or prerequisites to other courses, particularly ones offered 

at NCGM.

2.2 The European Union

The EU places the WPS agenda at the centre of its Common Foreign and Security Policy (CFSP), which includes 

gender and human rights perspectives as part of all missions conducted by the EU. The CSDP is led by the EU 

High Representative for Foreign Affairs and Security Policy/Vice-president of the European Commission. To 

give the CSDP a training and education instrument, the European Security and Defence College (ESDC) was 

established in 2005 to “deliver strategic-level education on CSDP, and provide knowledgeable personnel, within 

both EU Institutions and EU Member States.”19 In so doing, the ESDC aims to complement national efforts in 

the field of training and education. It is organized as a network of civilian and military educational institutions, 

offering courses to public officials, diplomats, police, and defence personnel.20

In 2022, the EU adopted the policy, A Strategic Compass for Security and Defence (Compass), which reiterates the 

EU’s commitment to delivering on WPS by “systematically mainstreaming gender perspectives, based on gender 

analysis, in all civilian and military CSDP planning and actions.”21 The Compass also calls on the strengthening 

of the network of human rights and GENADs in CSDP missions and operations, further reinforcing the need and 

importance of specific training on gender mainstreaming.

With respect to training on the WPS agenda, and gender equity and equality, the EU does not conduct 

compulsory pre-deployment training for military or civilian personnel. It is the member state’s responsibility to 

provide gender-awareness training. Knowledge and competence therefore vary greatly between EU countries, 

but notably, many deployed personnel have received training on WPS and gender either from their national 

militaries or from previous UN or NATO pre-deployment training. While all EU member states are members of 

either NATO or the Partnership for Peace, no further training is conducted in theatre.
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The ESDC has two specific courses on gender: A Comprehensive Approach to Gender in Operations and 

Integration of a Gender Perspective in CSDP.22 Like with NCGM, these courses are offered in different geographical 

locations. Participant backgrounds are diverse, with learners hailing from the diplomatic, military, and police 

sectors. A third course is offered on Investigating and Preventing Sexual and Gender-Based Violence in Conflict 

Environments.23 Other courses also include gender components as part of the curriculum and learning outcomes, 

such as:24

•	 Strategic planning process of Civilian CSDP Missions;

•	 Basic and core courses on Security Sector Reform;

•	Civilian aspects of EU Crisis Management;

•	Mediation, negotiation and dialogue skills for CSDP;

•	 Pre-deployment Training for CSDP Missions and Operations;

•	Conflict analysis to integrated action; and

•	 Integrated Border Management (IBM) in CSDP.

Europe’s New Training Initiative for Civilian Crisis Management (ENTRi), certified by the European Security and 

Defence College, maintains a list of courses in the field of civilian crisis management for civilian personnel 

deploying on crisis management missions. A list of ENTRi-certified curricula is available on the ESDC website, 

with two specific courses offering gender-specific training: Leadership and Gender and Gender Advisors.25

2.3 The United Nations

Over the years, numerous UN entities, including the Department of Peace Operations (DPO) and the Office of 

Military Affairs (OMA), have developed policy, guidance, and training on the implementation of WPS and gender 

equality to support member states in strengthening the capability of both uniformed and civilian personnel 

deployed to different missions. Box 3.3 provides an overview of recent UN guidance relevant to training and the 

military more specifically, which are meant to build on and complement each other.

Box 3.3 Recent United Nations training resources related to gender and the military

Gender Equality and Women, Peace and Security Resource Package (2020)

This resource package offers a capacity building tool and reference guide for peacekeeping personnel in 

headquarters and peace operations to more effectively translate WPS policies into practice. It is meant to serve 

as a ‘how-to’ guide, providing concrete practical guidance on implementing WPS mandates and commitments, 

including good practices and case studies drawn from the field.

Guidelines on Implementing a Gender Perspective into the Military Component of United Nations 

Peacekeeping Operations (2023)

These guidelines seek to support the practical translation of existing mandates on gender equality and WPS to 

UN military peacekeeping personnel. The guidelines are geared toward troop contributing countries (TCCs) and 

the military component of peacekeeping missions and are designed to support pre-deployment preparations and 

planning operations during deployment.

Case Study Handbook on Gender, Peace and Security for United Nations Infantry Battalions in Peace 

Operations and Other Military Personnel (2024)

The handbook aims to provide UN infantry battalions and other military personnel with the knowledge and tools to 

integrate gender perspectives in their work as part of UN peacekeeping operations. Published in 2024 by the UN DPO, 

the training resource includes hands-on, scenario-based exercises that look at gender aspects from mission planning 

to creating inclusive environments for personnel. It also includes self-learning, moderated learning, and enacted 

learning through role-play formats, making it adaptable to diverse training settings. The handbook is designed for 

Commanders, planners, and soldiers who implement peacekeeping mandates, protect civilians, and facilitate peace.
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While member states are responsible for delivering pre-deployment training, the UN has developed Core 

Pre-deployment Training Materials (CPTM)26 that includes essential knowledge, required by all peacekeeping 

personnel – including military, police, and civilians – to function effectively in a UN peacekeeping operation. WPS 

and CRSV constitute two lessons within this training. Additional Specialized Training Materials (STMs) for Military 

Observers27 and Staff Officers28 are also available, which incorporate training on priority areas, including Sexual 

Exploitation and Abuse (SEA) and CRSV.29 Finally, another category of training materials called Reinforcement 

Training Packages (RTP) are also available, which includes the UN Military GENAD Training Programme. The 

Programme consists of three modules divided into two components. The first component is a five-chapter 

online course that includes the conceptual and legal framework. The second component is face-to-face training, 

delivered over ten days.30

UN Women also has an online Training Centre that offers courses, programmes, and resources, with the aim 

of supporting the UN and its partners in realizing their commitments to gender equity and equality through 

training and education, both for those looking to apply gender knowledge and for those looking to teach on 

the subject. Like the NATO ADL offerings discussed above, the UN Women Training Centre offers self-paced 

asynchronous courses that are specific to the application of gender perspectives, which include courses on the 

historical and legal underpinnings of gender equity and equality efforts, including the WPS agenda and the 

Convention on the Elimination of All Forms of Discrimination Against Women (CEDAW).

Other courses tailored to specific foundational concepts are also available, including understanding violence 

against women and girls, masculinities and violence against women and girls, gender in the context of human 

rights, gender in education, and women in leadership and decision-making. A third category of training focuses 

on the application of gender perspectives in specific contexts. Those courses serve as functional ‘how-to’ courses, 

like ones on integrating gender into emergency response, understanding the impact of gender on trade and the 

economy, and key considerations for gender and migration, organized crime, procurement, infrastructure, and 

disarmament, to name a few. In addition, UN Women works in partnership with the Peace Operations Training 

Institute, to provide courses on WPS in the context of Asia-Pacific, Latin America, and Africa as part of Gender 

Awareness Specialised Training.31

Within the NATO, EU, and UN contexts, some key similarities appear vis-à-vis training and education on gender 

and WPS. Gender analysis training is essential to mainstreaming and to supporting militaries in realizing the 

WPS agenda and yielding operationally effective outcomes. While the concept and understanding around 

intersectionality within the context of peace and security and within military training and education more 

specifically remains nascent, its importance for greater inclusion and enhanced conflict analysis is continually 

being recognized. A focus on intersectionality in training and education is visible in the UN context, as well as 

within specific militaries, including in Canada. NCGM has also sought to incorporate intersectionality into its 

curricula for GENADs and GFPs.

Each of these institutions offer a variety of training courses and educational resources, that can be leveraged 

by personnel deploying on missions. It may be important to consider how to incentivize these trainings that 

are voluntary for personnel. A system to track courses taken may be helpful for an individual’s professional 

development, for example. It may likewise serve as a useful resource for defence institutions seeking to manage 

and identify qualified GENADs and GFPs, which is particularly advantageous when seeking to fill vacancies 

for deployments in short order. As well, as many of these courses are applicable to both civilian and military 

personnel, it may be useful for defence institutions to support and encourage all staff at all levels to better 

understand how they can contribute to realizing mission objectives and the WPS agenda simultaneously. The 

diversity of thought and perspectives that may come from bringing diverse civilian and military personnel 

together is another consideration that defence institutions may want to further explore.
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3. Application: Gender and intersectional education and training in practice

3.1 The relevance of gender perspectives at the strategic, operational, and 
tactical levels

An important observation when considering education and training on gender and intersectional perspectives is 

that these perspectives are relevant to all military personnel and have implications at all levels of military planning 

and execution. Military personnel undertake training and education throughout their service, and as such, there 

are many of opportunities and points in time to mainstream gender and intersectionality, beginning at basic 

military training or basic military officer training. In this way, consideration should be given to not only what is 

taught, but also how it is taught and when. Mainstreaming gender perspectives is indeed about incorporating the 

knowledge and skills to be able to undertake such gender analyses and to be able to understand how militaries 

can support the realization of the WPS agenda. Gender mainstreaming is likewise about reviewing existing 

curricula and supporting a training and learning environment that is equitable and inclusive (see Chapter 6 for 

more information on gender dynamics in the learning environment). That is, training and learning on gender 

perspectives should move beyond an additive and ad hoc approach, where standalone material is added on to an 

existing course subject. Instead, consideration should be given to fulsome and sustainable ways of integrating 

gender and cultural perspectives in curriculum development, delivery, and review.32

Another essential observation when considering education and training on gender and intersectional perspectives 

is the importance of senior leadership support and buy-in. It is imperative that senior leaders understand the 

importance of gender and intersectional education, as well as the value that key advisors like GENADs and GFPs 

bring in pre-empting and addressing key issues that have gender and intersectional causes and consequences. 

This means having senior leadership trained and educated on the subject matter.

The operational impact of education and training on gender perspectives at the most senior levels links to 

the importance of mainstreaming gender perspectives into broader and more general military training and 

education, including PME. Senior ranking military are responsible for leading subordinates and in this way, they 

are likewise responsible for their subordinates’ socialization, internalization, and expressions of the profession 

of arms. Thus, it is important for senior leadership to understand the intersections between gender perspectives 

and the military profession, so that they can impart that knowledge onto their subordinates. This is not only 

crucial for operational effectiveness, but also for the fostering of an inclusive and healthy military and military 

culture.33 Actioning such a suggestion would entail integrating gender and intersectional perspectives, and WPS 

education into the education plans that form the basis of PME course plans and curricula, irrespective of the 

topics of focus. The processes of integrating gender into the curriculum is explored in more detail in Chapter 4.

Within the NATO context, Bi-SCD 40-01 brought gender mainstreaming and WPS to every level of Command. A 

CO is responsible for abiding by the obligations imposed by the laws guiding their national military. While a CO 

should lean on the advice of a specialist, like a GENAD, when undertaking any decisions, ultimately, it is the CO 

who bears the responsibility of any decisions or actions. All subordinate military personnel are also responsible 

for implementing a gender perspective into their different areas of work according to the Commander’s orders. 

These responsibilities emphasize the importance of equipping all personnel with baseline literacy when it comes 

to gender and WPS. Military organizations have often chosen to operationalize UNSCR 1325 through integrating 

a gender perspective in their interpretation of a mission mandate. In these cases, strategic military documents 

may provide staff with details of the kinds of activities they are required to undertake.34 Box 3.4 provides an 

overview of the relevance of mainstreaming activities at the three different levels of military planning.
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Box 3.4 Relevance of mainstreaming gender perspectives at different levels of military planning

Strategic

Results in a more complete understanding of a conflict and a conflict zone; supports the development and 

deployment of appropriate capabilities and plans; and yields fulsome lessons learned from missions and operations.

Operational

Supports the protection of civilians; enhances information gathering and the intelligence cycle; and enhances 

interoperable coordination.

Tactical

Increases operational effectiveness through the integration of gender and diversity considerations into patrol 

duties and checkpoint duties, civilian protection tasks, engagements with child soldiers, detention centre patrols, 

health services provisions, negotiations, data reporting, cultural heritage protection.

Source: Government of Canada35

Fostering a common understanding of gender perspectives and the WPS agenda is also important to ensure military 

personnel at the strategic, operational, and tactical levels can contribute towards the overall realization of the 

agenda, and to help facilitate equitable and operationally effective outcomes. This common understanding can 

further support interoperability and multi-national cooperation, which is becoming increasingly commonplace 

within our international defence and security systems.36

3.2 Gender advisors, gender focal points, and the gender structure

While Commanders and senior leaders bear the overarching responsibility of integrating gender perspectives, all 

personnel are required to have an awareness and understanding of gender perspectives and the WPS agenda, 

and how to integrate their goals into day-to-day work. Effective integration is possible when all personnel have 

a shared understanding and can work collaboratively with GENADs and GFPs. In this regard, it is critical that 

personnel have a functional understanding of the gender structure that exists within their own organization, 

and of how it can be used to advance learning and strengthen both analyses and responses, including within 

operational settings and in-theatre.

The creation of a gender structure is one way many military institutions have responded to their international 

and national obligations related to WPS, which includes assigning designated staff to advise on and facilitate the 

implementation of gender perspectives. While different kinds of gender structures exist in different countries, 

the most common positions are those of GENADs and GFPs.

In general, and within an operational context, the role of the GENAD is to support their Commander in 

implementing a gender perspective in daily work. The GENAD should be able to influence the implementation 

of the mission’s mandate by integrating gender perspectives into mandated tasks. Gender mainstreaming is the 

recognized tool for implementation in the planning, execution and evaluation of a military operation. It is the 

Commander’s responsibility to ensure that the GENAD has access to the appropriate channels, environments, and 

personnel to do their job effectively. According to a report conducted by the Swedish Armed Forces, support from 

mission leadership is essential for enabling the implementation process.37 The report highlights the responsibility 

of Commanders at the strategic level to shape and plan according to the principles of protection, prevention, and 

participation through implementing a gender perspective and making use of the gender component.
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GFPs, for their part, are normally dual-hatted. That is, in addition to their ‘regular’ work, they support the CoC 

in integrating gender perspectives in their daily work in a specific functional area. GFPs typically report within 

the CoC but maintain routine dialogue with a designated GENAD, who is usually tasked with coordinating the 

work of GFPs across the institution.

The roles and responsibilities of GENADs and GFPs can vary, depending on national and multinational contexts. 

That is, the purpose and function that these experts bring may look different across militaries, and within and 

between the EU, NATO, and the UN. However, in all contexts, it is important to mention that GENADs and 

GFPs require specific expertise or education to fulfil their roles, and the necessary time and resources must be 

allocated for this purpose. It is equally important that all military personnel understand the roles and functions 

of the GENADs and GFPs working with their units so that their advice is sought and fully utilized. Box 3.5 

identifies common roles and responsibilities of GENADs and GFPs.

Box 3.5 Sample roles and responsibilities of gender advisors and gender focal points

A Gender Advisor

•	 Reports to and advises the Commander and the CoC on matters related to gender and intersectionality, and WPS;

•	 Provides technical and functional guidance on the development or review of any function;

•	 Provides advice and offers recommendations to senior leadership and seeks to foster synchronicity across their 

institutional landscape as it relates to gender and WPS;

•	 Offers support on the integration and application of gender and intersectional perspectives, which involves 

training and capacity building; and

•	 Coordinates the work of Gender Focal points across the institution.

A Gender Focal Point

•	 Assists in the application of gender and intersectional analysis, through monitoring and the provision of support;

•	 Stimulates considerations of gender and intersectional equity and equality into daily work in a specific 

functional area; and

•	 Liaises with the Gender Advisor.

Source: NATO38

NATO’s International Military Staff (IMS) has an Office of the Gender Advisor (IMS GENAD) who provides 

information and advice on gender perspectives, including on the implementation of the WPS agenda. The IMS 

GENAD also takes on the role of facilitator between partner countries on issues related to gender and liaises 

with international organizations and agencies on the integration of gender perspectives in operations. It is the 

IMS GENAD’s responsibility to collect and disseminate information on national policies within NATO on gender 

and WPS, which positions them well to publish the annual document, titled “Gender Perspectives in Armed 

Forces – Summary of National Reports.” The NATO Committee on Gender Perspectives (NCGP), as an advisory 

body to the Military Committee promotes the integration of gender mainstreaming and gender perspectives 

across all of NATO; and the IMS GENAD serves as the secretary for NCGP.

3.3 Content of gender and intersectional education and training

The content of training programmes on gender perspectives has evolved tremendously over the years. As 

presented in the first section of this chapter, numerous training programmes exist that provide extensive 

materials for militaries to use and adapt, in addition to programmes individual members can leverage. The 

following section discusses two specific focus areas that are critical parts of any PME or training programme on 

gender and intersectional perspectives, and WPS.
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Focus Area 1: International and national frameworks related to gender equality and 
women, peace and security

Under Bi-SCD 40-1, the provisions of UNSCR 1325 and related resolutions apply to all NATO-led missions (see 

also Chapter 2).39 Notably, the WPS agenda also applies to all missions undertaken under the terms of a UN 

mandate. Many other member states have sought to realize the WPS agenda through National Action Plans 

(NAPs), which can and do incorporate education and training on the WPS agenda for national armed forces. A 

NAP will often identify how a country and its implementing partners, like the military, view the advancement 

of gender equality and how they define gender responsive peace and security outcomes.40 In this way, a state’s 

NAP opens the door for teaching and learning about the historical and legal foundations of the WPS agenda 

and related efforts, within the domestic and international contexts. For example, by incorporating background 

information about the Beijing Declaration and Platform for Action (1995), we can trace the international 

advocacy by women’s organizations that led to UNSCR 1325 and the formal documentation of key concepts 

like gender mainstreaming. The Beijing Platform outlined member states’ commitment to “mainstreaming a 

gender perspective in all policies and programmes, so that before decisions are taken, an analysis is made of 

the effects for women and men, respectively.”41 The intent behind offering this background and context, when 

operationally feasible, is to empower military personnel and equip them with deeper understandings of why and 

how actions and responsibilities are linked to professional practices and international commitments.

As military personnel move up the ranks of their respective organizations, their foundational understandings of 

these international and national frameworks should deepen and evolve. Personnel working at the operational 

level will need to know how to apply these policies in their operational planning processes with the support of 

GENADs and GFPs. Those working at the strategic level will need to be able to create security objectives that 

incorporate gender perspectives in accordance with the relevant policy and legal frameworks, again with the 

support of GENADs or other senior advisors including a legal advisor (LEGAD) (see the discussion on Bloom’s 

taxonomy in Chapter 7). Commanders have a particular responsibility to apply and promote the principles of 

gender equality within their organization, team, and operation. The contents of this focus area, therefore, 

applies to courses at many different educational levels.

The historical, legal, and doctrinal underpinnings of WPS are important to highlight in and of themselves, and 

to spotlight the impact of advocacy and the women’s liberation movement on the formalization of the WPS 

agenda. These examples also shed light on the multiple layers within which change has been directed and where 

change needs to occur, and highlights how important it is to consider how to teach, in addition to what to teach. 

Individuals have different learning styles, which can vary based on a learner’s identity factors. Ensuring course 

materials, delivery, and review consider the diversity of the student population is important. A top-down and 

bottom-up approach to teaching and learning on gender and intersectional perspectives, and WPS can support 

diverse learning styles. Some learners may benefit from a top-down approach, which moves from broad strokes 

overviews to more specialized and granular sub-topics. In contrast, others in the classroom may connect more with 

an approach to learning that moves from the specific to the general, as is the case with bottom-up learning. These 

approaches may likewise be dictated by the level of the course or the ranks of the cadre in the classroom.

Teaching and learning on key founding documents can help move discussions away from solely focusing on 

diverse women’s representation as a force multiplier within a military context. Indeed, there is solid evidence that 

the presence of  women from diverse backgrounds and a range of experiences and perspectives  in the military 

and on operations enhances operational effectiveness and success. But it is likewise important to balance the 

operational argument with the intrinsic one, and to acknowledge the moral and human rights imperative of 

equity and diversity.42 As can also be discerned from these founding documents, there has been a historic focus 

on women’s representation. As we have seen in the context of individual countries, there is an acknowledgment 

of intersectionality and the importance of equity and equality in terms of gender and other key intersections, 

including ethnicity, race, religion, age, ability, geography, and sexual orientation, as some examples. It is likewise 

important to acknowledge the unique demographics and intersections within and across particular geographies 

and countries.
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Focus Area 2: Foundation 

Gender and intersectional analysis are essential for mainstreaming and for supporting militaries in realizing the WPS 

agenda and yielding operationally effective outcomes. Some states, including Canada, and organizations, including 

the UN and NCGM are broadening the aperture of gender analysis to include intersectional considerations. In this 

way, they are recognizing the importance that multiple and compounding identity factors have in conflict settings. 

In conflict zones, the concept of intersectionality can help shed light on minority subsects of the population, 

including what violence they may experience, as well as the “interests, needs, agencies, and views” of particular 

groups.43 Applying intersectionality in this space can help ensure populations are not treated like a monolith, 

which can help support operationally effective outcomes. Who is consulted in a host country is important for 

understanding diverse experiences and needs. For example, in UN mediation, there is a tendency to consult with 

women who are urban, elite, and educated, which leaves women with obverse intersectional identity factors 

underrepresented and  further marginalized.44

Gender as an identity factor is important to unpack further. There has been a gradual but visible shift away 

from identifying gender in binary terms, including in the UN context. For example, the 2024 UN Gender-

responsive Peacekeeping Policy refers to “women and men, girls and boys, and other gender identities.”45 The 

UN is increasingly taking gender diversity, and multiple identity factors and intersections into considerations 

in its various entities and peacekeeping is following suit. For example, UN Women produced in 2021 an 

Intersectionality Guide and Toolkit.46

While GENADs and GFPs sit in specialized roles, advising and supporting on gender and intersectional analysis, the 

application of these analyses remain still the responsibility of all personnel, albeit with respective responsibilities 

and accountabilities differing. Gender and intersectional analysis help support the mitigation of risks, negative, 

and unintended consequences in both an institutional setting and an operational environment. It is a process that 

allows personnel to anticipate and understand the impact or potential impact of a decision, in a way that supports 

operationally effective decision-making proactively and, in an ad-hoc manner. As such, there is a tangible case to 

be made for why all personnel should be responsible for engaging in gender and intersectional analysis.

Different models or approaches exist for conducting a gender and intersectional analysis.47 One example of 

a gender and intersectionality tool is the Military Gender Analysis Tool (MGAT), developed by NCGM to help 

improve situational awareness and identify strategic-level needs to better inform planning and operations. The 

tool builds on NATO models to understand the Engagement Space as well as approaches to gender analysis, in 

addition to the PMESII model and Factor Analysis.48

The UN Guidelines on Implementing a Gender Perspective into the Military Component of UN Peacekeeping 

Operations proposes the ASCOPE-PMESII49 model to organize and process the information acquired to assess 

its relevance to the mission and the mandate and serves as another tool to support gender and intersectional 

analysis. The UN Policy on Gender Responsive Peacekeeping Operations also discusses the role of a gender 

analysis to gain a more in-depth understanding of the actors, causes, and dynamics of a conflict, and of how 

gender shapes, and is shaped by, conflict. It also identifies how a gender analysis “facilitates the identification 

of specific roles and capabilities (including women’s and girls’ varied roles in peace and conflict), risks and 

vulnerabilities of all community members as well as the appropriate POC [protection of civilian] intervention.”50 

In particular, the UN policy calls on peacekeeping actors to, for example:

•	Undertake a gender analysis for enhanced situational awareness and to inform prevention and protection 

efforts based on the gender specific needs of host communities;

•	Utilize gender analysis to better understand the risks of mine/explosive remnants of war in communities; and

•	 Integrate a gender analysis into monitoring, analysis, and reporting on trends and patterns of CRSV, including 

by identifying links with other forms and trends of gender-based violence and discrimination, investigating 

how gender-based violence may have been exacerbated during a conflict, and studying the distinct and 

gender-specific risks and effects of CRSV on survivors.
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By way of example of effective gender analysis, Box 3.6 provides an analysis of how the Canadian Armed Forces 

(CAF) leveraged the Gender-based Analysis Plus (GBA Plus) tool, developed by the Government of Canada to 

produce responsive and inclusive outcomes, in response to the COVID-19 pandemic.51

While approaches may differ, important aspects of any gender and intersectional analysis include the collection 

of data and the meaningful consultation with and inclusion of diverse voices. Box 3.7 offers some learning 

outcomes that militaries may want to consider vis-à-vis gender and intersectional analysis training.

Box 3.6 Application of Gender-based Analysis Plus (GBA Plus) in emergency response

GBA Plus is a process that considers how gender and other identity factors can impact operations and thus, GBA 

Plus can shape operational planning, and operations and their evaluations. The Plus acknowledges that individual 

differences go beyond biological (sex) and socio-cultural (gender) ones and therefore prompts considerations of 

how many other factors may influence challenges and opportunities in theatre. Through the application of GBA 

Plus, the Department of National Defence and the CAF strive to reach mission goals in a way that considers the 

experiences and realities on the ground of certain groups.

GBA Plus was used to guide CAF operations LASER and VECTOR, which were operations focused on responding 

to the COVID-19 global pandemic. In these operations, CAF personnel deployed to long-term care facilities in two 

provinces, and directly supported northern and remote communities. The Government of Canada’s initial COVID-19 

response measures created economic and social disparities, that affected certain groups in Canada disproportionately, 

particularly women, youth, racial minorities, Indigenous persons, people living in remote communities, and immigrant 

populations. GBA Plus findings were used to adjust internal response policies in operations LASER and VECTOR. 

Efforts were designed to protect and assist the most vulnerable sub-populations in Canada, and ensure marginalized 

groups were not disproportionately disadvantaged, given that intersecting identity factors, particularly age, ethnicity, 

and location, affected vulnerability to COVID-19-related morbidity and mortality.

Source: Government of Canada52

Box 3.7 Potential learning outcomes to consider when mainstreaming gender and intersectional 
perspectives

Strategic

•	 Understanding how the integration of gender and intersectional perspectives improves the security situation 

within the context of a wider military and political strategy; and

•	 Evaluating and addressing the potential impact of gender norms within a military, between militaries, and 

within a host country on strategic objectives.

Operational

•	 Integrating gender and intersectional perspectives into orders given to the tactical level;

•	 Understanding the applicability of the WPS agenda in each context, and the role of the military in its 

implementation; and

•	 Understanding of how gender intersects with the cultural practices of the population in the mission area.

Tactical

•	 Appreciating the importance of collecting sex and gender-disaggregated data to gain greater situational 

awareness; and

•	 Acknowledging the value in engaging diverse members of a community, to identify different security needs 

and design targeted responses.

Source: Government of Canada53
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Intelligence gathering and analysis

For strategic advice and actions to be evidence-based, knowledge about gender and other intersectional 

considerations is vital, including qualitative understandings surrounding gender and intersectional norms, 

in addition to quantitative data. Without this information, there is no substance upon which gender and 

intersectional analysis can be built. Conducting a gender and intersectional analysis involves seeking out 

information about power and status, which includes considerations of gender roles and gender stereotypes; and 

group locations, activities, risks, needs, and interests. Some of this information can indeed come in the form of 

statistical information, which can be collected in advance of a mission. In an operational context, key nuances 

and insights can and should be gleaned qualitatively, through intelligence gathering, to understand social 

processes and realities on the ground. This is not to say that sex,gender and other demographic-disaggregated  

data is not important. For example, an awareness of literacy levels being lower among women than men in a 

particular location may be important, as it has implications for who may be receiving messages, which can lead 

a GENAD or GFP to advise their Commander to leverage different communication strategies to disseminate key 

information to local civilian populations and civil society organizations.54 When a GENAD is providing a situation 

report to their Commander, they may want to consider not only how they are relaying data, but also what that 

data looks like. In this way, GENADs may consider leveraging and reporting on both qualitative and quantitative 

intelligence.

Decisions are often taken based on best available information and not necessarily based on all available 

information. There are and likely will be many situations where the data that is needed is incomplete or 

completely absent. In such instances, these realities should be relayed to senior leadership and can also be 

included in after action reports. This reality also further highlights the utility of seeking out different types of 

data, beyond quantitative statistics.

Meaningful consultation and engagement

A gender and intersectional analysis should be, as much as possible, participatory and inclusive, and should be 

informed by multiple voices and perspectives, including local populations and specific demographic groups.55 

Meaningful consultation and engagement with diverse voices is a helpful way of building trust and legitimacy 

in mission and essential for gaining reliable intelligence that is informed by multiple voices and perspectives.

It is important when consulting with individuals and groups of a host country, that these engagements apply a 

trauma-informed approach. This approach acknowledges the history, systems, and structures that have contributed 

to the harm, marginalization, and inequality of certain subsets of a population. A trauma-informed approach 

considers the social realities of certain groups with the aim of ensuring engagements are sensitive to those social 

realities that manifest in culture, history, and power. This approach seeks to reduce any harm to individuals or 

groups that could arise from the engagement, and enhances intelligence validity, by increasing trust.

Understanding the historical, legal, and cultural context of the area in which you are working, as well as having 

an awareness of the cultural specificities of your own institution, are key to the successful integration of gender 

and intersectional perspectives and the full implementation of internal and external aspects of gender equality. 

External aspects may refer to how an operation affects the security of women, men, women, girls and boys, and 

people of all  gender identities differently in a specific area, while the internal aspects could refer to the gender 

balance within one’s own organization and the need to ensure that the harnesses the diversity of its personnel 

represented across its ranks.
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3.4 Key Considerations when integrating gender and intersectional perspectives 
into military training exercises

Integrating gender and intersectional perspectives into scenarios for training exercises is about ensuring the 

inclusion of gender , and intersectional considerations across all aspects of the exercise. Relevant training and 

education, as well as thorough planning and preparation are essential elements in the pre-deployment stage 

of any operation. To ensure that gender and intersectional perspectives are included at all levels of planning 

from the outset, it is important to involve a subject matter expert from the beginning as a core member of the 

planning group, which can include a GENAD or GFP. Moreover, military exercises consist of multiple different 

scenarios, which include specific events, incidents, or messages, called injects, which simulate a challenge 

for which personnel may encounter on a real mission. It is also relevant to consider the way gender and 

diversity injects are integrated, whether they are considerations within an inject or injects that stand alone. Both 

approaches are valuable and provide an opportunity to better appreciate areas of knowledge strength and sites 

of knowledge gaps.56

A standalone incident could involve a case of SGBV, which could include:

•	 sexual harassment, which occurs within troops;

•	 sexual exploitation and abuse (SEA), which is committed by troops against local populations; and or/

•	CRSV, which occurs against civilians or military forces by non-state actors.

These incidents are important, but they should not be the only gender and intersectional injects, as these 

oversimplify and reduce gender and intersectional considerations to those cases that are more overt or obvious.

Integrated considerations are a second approach that should also be incorporated to supplement standalone 

incidents, which are more aligned with gender and intersectional mainstreaming. The idea here is to incorporate 

gender and other diversity factors into broader injects, which may impact operational processes or outcomes. 

For example, the emergency evacuation effort of a hospital will require participating personnel to ask, learn, and 

respond to different gender and considerations, including factors like age, ability, and geography. An understanding 

of culture and religion, and its impacts on gender norms in a host country are important here, regarding how those 

deep-rooted social structures and systems impact: who would be in the hospital; how they would respond to the 

presence of military personnel; what their needs might be during and after the evacuation, for example. These 

considerations could all impact the sequencing, methods, and processes of military personnel involved in the 

evacuation. Box 3.8 offers an illustration of mainstreaming in military exercises, from Joint Viking 2025.

Scenarios or case studies are effective at bringing gender and intersectional perspectives into other topics or 

areas of study, where such issues or considerations may not be front and centre., or immediately obvious. 

Important research has been done in the last two decades to elucidate the nexus between gender perspectives 

and areas such as terrorism, violent extremism, cybersecurity, infectious diseases, and climate change. More 

work is required to strengthen the understanding of the gender dimensions of these issues, including the role 

of women and the impact they face, to ensure all information is considered as part of a military response. For 

example, the NATO Office of the Gender Advisor published a quick reference guide on the Military Implications 

of the Gender Perspective in NATO’s Core Topics to build a more accurate picture of the threat environment and 

to respond more effectively by improving military planning, assessment and operations. Topics discussed include 

resilience, terrorism, climate change, Artificial Intelligence, cyber threats, and hybrid threats, among others.57



83

Gender and Intersectional Education and Training in the Armed Forces

TH
R

EE

Box 3.8 Joint viking 2025

Joint Viking is a Norwegian exercise aimed at enhancing allied interoperability, through training on protecting 

NATO’s northern flank. The March 2025 exercise brought together participants from nine nations: Belgium, 

Canada, Finland, France, Germany, Norway, the United Kingdom, and the United States.

Understanding diverse landscapes and environments was a focus of the exercise. The mainstreaming of diverse factors 

and considerations was built into the planning phase of the exercise. For example, the Norwegian Armed Forces 

conduct reconnaissance tours during these exercises, which involve the requirement to cooperate with local civilians and 

authorities, to better understand areas to avoid, including cultural monuments. Building in local community considerations 

and cultural property protection into the exercise at the planning phase is a clear demonstration of mainstreaming efforts 

that incorporate diverse factors, which have an impact on operational planning and potential operational outcomes.

Source: Norwegian Armed Forces58

Challenging assumptions and confronting stereotypes

It is important to understand and acknowledge that biases and stereotypes can impact what may be included or 

excluded in an exercise or inject. Gender stereotypes are held ideas and actions based on them, which encompass 

hostile and negative views and unconscious associations. Take for example, the inference that women are more 

nurturing and by extension make better peacekeepers. Issues relating to gender dichotomies detract from the 

goals of equity, equality, and inclusion. What this means is that for the stereotype to exist that ‘women make better 

peacekeepers because they are nurturing’ presupposes the dichotomy that men are naturally aggressive.59 These 

dichotomies are harmful to all genders when those assumptions lead to action or inaction for certain demographic 

groups. For example, there remains a stereotype that women and girls are weaker than men and boys, and thus, 

are the sole populations that are survivors of SGBV, which refers to violence targeted at individuals because of their 

sex and/or their socially constructed gender roles. This stereotype and related assumption can lead to an exclusion 

or lack of attention paid to men and boys who are also targets of such violence. It is helpful to consider using what 

NCGM refers to as ‘eye openers,’ which are non-traditional incidents that expose stereotypes. This could include 

for example, a terrorist attack carried out by a woman or as mentioned, SGBV carried out against men. Box 3.9 

offers an illustration of how wargaming programs can integrate gender and intersectional, and WPS injects.

Box 3.9 Good practice: using transformative games to advance Women, Peace and Security

Inner Alliance is a transformative game developed by the non-profit organization Archipelago of Design (AOD) 

in collaboration with a project community, including several defence and security organizations and more than 

100 members. As most transformative agendas, gender responsive leadership is facing some resistance from key 

constituents in armed forces and civil society. Inner Alliance mobilizes stealth learning to overcome this barrier 

by making tangible the effects of taking intersectionality seriously, both inward and outward, through immersive 

gameplay. Participants play the role of individual members of a Climate Change Task Force assisting civilians in 

evacuating from dangerous floods in a Post-World War Three context. Inward, they must address different needs 

and perspectives of team members to ensure team belonging for readiness. Outward, they must ensure a high 

level of community trust for operational effectiveness. Overall, by mobilizing a game as a medium, participants 

become aware of the concrete value of the WPS agenda, making it stick in their everyday duties.

The AOD is a global not-for-profit headquartered in Toronto, Canada including 51 members and more than 

500 supporters across NATO members and partners. Its mission is to empower leaders to shift mindsets in their 

organization to better set conditions for evolution and address complex situations. The AOD achieves its mission by 

developing and delivering transformative games and by facilitating professional development and workshop activitiy.

Source: AOD Network
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4. Identifying and addressing barriers to integrating gender and 
intersectional perspectives in training and education

Despite advancements in policy, guidance, and training materials, there remain multiple barriers to integrating 

gender and intersectional perspectives into training and education. These barriers can be divided into three broad 

categories: systemic and structural inequities, institutionalization and integration, and leadership and accountability. 

Chapter 4 addresses the specific challenges related to curriculum development and the learning environment.

Systemic and structural inequities

Training and education creation, delivery, and review create opportunities for involved personnel to exercise 

reflexivity, and to acknowledge the biases that may exist and that can be perpetuated in that specific context. 

If possible, soliciting the perspectives of diverse actors may likewise support an understanding of how the 

social context within which teaching and learning personnel operate can perpetuate biases and privilege. 

Resistance to material relating to gender perspectives and WPS has been observed.60 One way to respond to 

such resistance is to practice ‘calling in’ versus ‘calling out.’ ‘Calling in’ involves approaching an individual or 

group in a compassionate way, to help identify an individual or group’s harmful attitudes or beliefs, conscious 

or unconscious. To this end, it is important to acknowledge that adult-learners enter the training and education 

environment with different personal and professional worldviews, which impact how they will respond to 

curricula. These diverse perspectives reinforce the importance of ensuring educators and trainers have the 

skills to manage disagreement and resistance within the learning environment.61 It is likewise important that 

educators and trainers help facilitate a brave space, where all learners feel empowered and able to share. This is 

especially important among those students who are not of the dominant group and in classrooms where a lack 

of diversity remains the status quo.

Institutionalization and integration

Biases and assumptions in the context of teaching and learning can contribute to what is taught and how it is 

taught, when it comes to gender and security, and the WPS agenda. That is, training and education on gender 

perspectives and WPS are often ad-hoc add-ons in existing curricula, which runs contrary to the method of 

gender mainstreaming. This approach risks failing to highlight the need to apply gender perspectives across all 

military activities. It can lead to the assumption that gender and intersectional analysis is not relevant in certain 

circumstances. These assumptions may be rooted in unconscious or conscious bias. People’s taken-for-granted 

assumptions, coupled with the structural, institutional, and systemic biases that could be reflected within the 

military contexts can impact how problems are identified and framed, and how gender perspectives and WPS 

can support the identification of the problem and the corresponding solution sets.

A baseline understanding of key gender and intersectional concepts provides teachers and learners with a 

solid springboard upon which they can grow their knowledge and skills in applying gender and intersectional 

mainstreaming. To that end, training and education in this space can lean on scaffolded learning62 to ensure 

learners are empowered with knowledge on gender and intersectional perspectives, and that they can build 

on their knowledge as they progress their careers. A scaffolded learning approach presents an opportunity for 

instructors to flag and reduce any duplication of material across curriculum, reinforce required learning and skills 

over time, and ensure knowledge and skills are commensurate with rank and occupation. PME is limited in its 

ability to elicit transformational or affective change – relating to feelings or attitudes – as it focuses more on 

knowledge acquisition. Greater emphasis on training and education as a space for military personnel to develop 

and exercise reflexivity can help foster behaviours and held beliefs that align with the WPS agenda.

There are instances where gender and security subject matter experts are leveraged to provide training and 

education in the way of gender and intersectional competencies and skills, potentially to deliver a course or 

serve as a guest lecturer on an existing course. Efforts to enhance learning between experts and instructors can 

help support their own development and learning. Some subjects, trainings, or courses may reveal themselves 

to be easier or more obvious to mainstream. As such, support in the way of specialists and subject matter 
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experts on gender and security, and the WPS agenda should be offered to training and education personnel to 

build their understandings of how gender and intersectionality, and WPS relate to their courses or programmes. 

Opportunities to support trainers and educators in mainstreaming gender and intersectional perspectives and 

analysis, and WPS, into their existing curricula should be investigated by the leaders of training institutes. One 

option may be to provide consultation opportunities for staff responsible for curriculum development, delivery, 

and review to support the mainstreaming of gender and intersectional analysis, WPS, and EDII63 principles. 

Such opportunities would help training and education establishments formally and measurably mainstream core 

gender and intersectional principles into its curriculum in a way that supports capacity building in these areas. 

Consultations could range from one-on-one collaboration between a subject matter expert and an instructor, 

to include multilateral networks that convene to review, workshop, and share gender mainstreaming practices.

In addition, mainstreaming WPS, gender perspectives and gender analyses includes applying these to military 

institutions themselves. In doing so, inequities may be identified which require organizational buy-in and 

collaboration to change. Working towards change necessitates an understanding of the institutional dynamics at 

play that can serve as catalysts or barriers. Institutional analyses in relation to commitments of WPS can highlight 

that there may be military and civilian leaders, personnel, educators and students who resist change and prefer 

traditional ways of doing things. There may also be larger socio-political institutional contexts that create inertia 

on equity or optimal conditions for new ideas. As such, it is important to consider how institutions function and 

what strategies may be used to ensure that changes related to WPS can be effectively implemented and managed.

In some military education spaces, the utility and urgency of WPS, gender perspectives and analysis may be 

subject to resistance and criticism. As the application of WPS and gender analyses of training and education can 

uncover and respond to potential barriers for mainstreaming WPS, and in the face of increased politicization 

of gender equality and equity work, it is important to learn from the lessons identified by military education 

institutions from getting it right and importantly learning from others’ experiences of getting it wrong. Box 3.10 

provides an example of establishing a formal structure within the military for mainstreaming gender in training 

and education. 64

Box 3.10 Establishing formal structures for gender mainstreaming
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TBD (as identified by the HQ staff)
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GENAD - Chair - Secretary

Gender Focal Points (as designated per section) - attendee

Gender Steering Group
Chief of Staff/GENAD - Co-Chairs

Professional Development
Policy Advisor, key staff

Executive
Chief Principal/
Commandant

Key Decision-making Meetings

As required
either virtually

or as a
traditional

WG

Quaterly

Monthly

Bi-annualy

D
irection / D

ecisions

In
fo

rm
at

io
n 

/ A
dv

ic
e 

/ P
ro

du
ct

s



86

Teaching Gender in the Military

Leadership and accountability

The profession of arms doctrine seeks to guide military personnel based on a core set of values and beliefs that 

reflect the military ethos. Alliances like NATO have the added challenge of promoting standardized understandings 

of the profession, to support interoperability and operational effectiveness. As outlined in NATO reference 

curriculum for officers,65 leaders have a responsibility to model the standards that permeate military culture.66

Leadership plays a significant role in ensuring that gender mainstreaming efforts in education and training are 

supported and sustained. While a lack of resources and funding is often presented as a barrier to gender and 

intersectional mainstreaming, this can stem from the perception that gender efforts are of lesser importance 

or that they do not require specific attention. According to recent research findings on the development of 

military gender advisor capabilities, leadership on WPS is most prominent among leaders who are well versed 

in the concepts, either thorough training or previous experience working with GENADs.67 Having leaders that 

are knowledgeable in the normative frameworks surrounding gender equality and WPS, and in the role of the 

military in advancing WPS also sends an important signal of institutional will across the entire organization, 

thereby fostering a tangible top-down commitment to the issue. The establishment of clear directives further 

institutional commitment. It is just as important to see these directives in practice, through leader modeling, 

and leading by example. Leaders also have an important role to play in supporting bottom-up approaches and 

organizational structures that seek to advance mainstreaming efforts and the integration of WPS, including 

GENADs, GFPs, as well as gender networks.

For leaders at all levels to succeed, it is imperative that they be provided with the opportunities to strengthen 

their knowledge and understanding through ongoing training and life-long learning. It is also important that 

organizations model their values by supporting leaders that demonstrate inclusivity and addressing those that 

violate the values and military ethos espoused in the profession of arms. Box 3.11. presents a 5-Step Engagement 

Plan that can be used directly with a military dean, commandant, or other senior leader to secure buy-in for 

gender mainstreaming in curricula.

Box 3.11 5-Step engagement plan for leadership buy-in. Source: Iryna Lysychkina (2025)

Step 1 

Align with the 

Mission

Frame gender integration as a force multiplier. Show how it supports operational 

effectiveness, readiness, and compliance with national strategies, defence 

policies, and international commitments (e.g., UNSCR 1325, NATO standards). 

Use language that reflects the institution’s core values – discipline, effectiveness, 

adaptability – so it feels like a natural fit, not an external imposition.

Step 2 

Present Evidence  

and Examples

Share concrete cases where gender perspectives improved outcomes in military 

operations, strategic planning, or training. Use examples from peer institutions or 

allied forces to avoid political framing and instead emphasize professional, results-

driven benefits.

Step 3 

Propose Low-Risk,  

High-Impact Actions

Ask for specific, manageable approvals – such as a pilot workshop, guest speaker 

event, or short module on Women, Peace and Security – rather than an open-

ended commitment. Include clear timelines, deliverables, and expected outcomes 

so leaders can see a path to success.

Step 4 

Show Broad Support

Present the proposal as the product of a coalition of faculty, curriculum developers, 

gender advisers, and external experts. This demonstrates that the initiative is 

institution-wide, reduces perceived risk, and increases confidence in its feasibility.

Step 5 

Maintain Momentum 

with Results

After approval, quickly implement the first initiative and report back with tangible 

outcomes – such as participant feedback, increased knowledge scores, or 

operationally relevant insights. This reinforces the leader’s decision and builds a 

case for scaling up.
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5. Conclusion

While many challenges remain in integrating gender and intersectional perspectives within the military context, this 

chapter highlighted some of the many education and training opportunities available to militaries, particularly through 

the EU, NATO, and UN. The increased training and education on gender and intersectional perspectives and WPS 

serves as a marker of progress in the realization of the WPS agenda, since the adoption of UNSCR 1325 in 2000. 

The last two decades have revealed important lessons learned and good practices. Efforts to institutionalize gender 

and intersectionality, and WPS perspectives are prominent within national, regional, and international contexts. 

Opportunities to share operational success stories and challenges are becoming increasingly critical as the composition 

of militaries continues to change; coupled with increasingly insecure and austere conflict spaces; and rapid changes to 

modern warfare technologies and systems. Trainers and educators will be increasingly called on to practice reflexivity 

and agility in incorporating gender and intersectional perspectives into understanding and addressing new and unique 

conflicts and challenges. By providing an overview of gender and intersectional education and training, this chapter 

sought to help personnel, trainers and educators, and leaders in identifying existing options for learning; sharing key 

considerations when mainstreaming gender and intersectionality in education and training; and identifying common 

challenges and opportunities to gender and intersectional mainstreaming in training and education.
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1. Introduction

Chapters 1-3 of this handbook highlight that gender is a core security concern, shaping both the impacts 

of conflict on diverse populations and the internal dynamics of armed forces. It frames the integration of 

Women, Peace and Security (WPS) commitments and gender perspectives as operational, institutional, and 

educational imperatives for the military. In education and training, this means embedding gender analysis not 

only in dedicated modules but also across all curriculum areas to enhance decision-making, leadership, and 

operational effectiveness.

Integrating gender into military curricula is vital because it equips personnel with the analytical skills to recognise 

and address different security impacts, fulfil international obligations, and improve mission outcomes. However, 

challenges persist since gender may be perceived as irrelevant to “hard security” tasks, faculty may lack expertise 

or confidence in teaching gender, institutional priorities may sideline it, and assessment practices often fail to 

capture gender-related competencies. These obstacles can limit both the depth and reach of gender integration, 

making deliberate, structured approaches essential.
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This directly connects to the aim of this chapter – to provide practical guidance on integrating gender into 

military curricula. This chapter adopts an intersectional approach to gender-based work, like the rest of this 

handbook. It aims to include all individuals, including those from minority groups. Building on the introduction’s 

rationale, the chapter moves from defining the scope of “curriculum” to explaining why integrating gender into 

military curricula is essential, then details how to weave gender considerations through the curriculum cycle by 

discussing common challenges encountered when integrating gender into the curriculum and offering useful 

responses to these challenges.

2. What is a military curriculum?

The term curriculum means “a specific learning programme, a range of courses that collectively describes 

the teaching, learning and assessment materials available for a given course of study”.1 More broadly, the 

curriculum refers to thse planned educational experiences of a learner throughout the course of instruction. This 

course of study may be broad, such as the professional military education of officers for a certain rank or level, 

or it may be narrow, such as a one-week course on a given topic like gender in operations.

Curricula typically provide the instructor with learning outcomes, issues for consideration, a learning methodology, 

assessment modalities, an institutional mission and vision, and reference reading. Accordingly, a curriculum goes 

beyond listing topics or concepts to be taught in a particular class, which is contained in a syllabus. David White 

explains the difference between the two as “the syllabus is planned within the social and moral context of the 

curriculum; ‘curriculum’ contrasts with ‘syllabus’ in the way Why contrasts with How”.2

A military curriculum differs from civilian curricula by integrating operational requirements (e.g., combat 

readiness, strategic planning, logistics), military-specific standards (doctrine, regulations, and procedures), 

physical, moral, and psychological preparedness for service in high-stress, high-risk environments, and leadership 

and discipline training aligned with the armed forces’ values and mission. In essence, a military curriculum serves 

both as an academic framework and a professional preparation tool, ensuring personnel are trained to meet 

mission-specific demands while adhering to military ethics and organizational culture.

Military curriculum, as implemented across North Atlantic Treaty Organization (NATO) Allied and partner 

nations, represents a structured framework of instruction and experiential learning designed to develop the 

core competencies, ethical foundations, and leadership capabilities required for effective performance of 

military roles and tasks. Military curricula are usually grounded in military doctrine and pedagogical rigour, 

combining formal academic instruction with immersive practical training to ensure operational readiness and 

professionalism. Foundational programs, such as Basic Military Training, introduce obligations of the profession 

of arms through military ethos, discipline, and essential tactical skills. Formal academic content typically includes 

skill-building through research and inquiry. Topics in post-secondary and graduate-level military education can 

include international and national security, military history, defence policy, civil-military relations, international 

relations and law, organizational behaviour, resource management, operations, command and control, as well 

as leadership and ethics – each topic is aimed at cultivating a professional military identity within national and 

multinational contexts.3

Integrating WPS, gender perspectives, and gender analysis into military education and training strengthens force 

interoperability, strategic awareness, and leadership effectiveness across NATO and its global partners. In addition 

to theoretical and methodological capacity building, military curricula often include practical components 

which emphasize experiential learning which stems from pedagogic insights that individuals achieve greater 

understanding through active practice, rather than passively receiving information.4 Chapter 7 of this handbook 

provides detailed active learning methodologies in support of experiential learning.

Military curricula take into account the uniqueness of military learners. Like civilian students in post-secondary 

education and vocational training, military learners comprise adults with diverse experiences, perspectives, skills, 

and desires. Distinct from civilian learners, military personnel also have professional values, ethos, identity, and 
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objectives which are specific to military service. You can read more on adult learning principles and transformative 

learning in Chapter 5 of this handbook. Drawing from Malcolm Knowles’ research on adult learners, military 

training and education can be conceived of as a continuous process of becoming military professionals through 

diversified experiences of thinking and doing.5

3. What is the curriculum design process?

The curriculum design process is generally based on the ADDIE [Analyse, Design, Development, Implement, 

Evaluation] model of instructional design (see Box 4.1). This concept can be traced back as early as the 1950s, 

but it was only in 1975 that ADDIE was designed and developed for the United States (US) Army, and later 

implemented across all US armed forces.

Box 4.1 ADDIE model for curriculum design6

“ADDIE” stands for “analysis, design, development, implementation and evaluation”. This sequence, however, 

does not impose a strict linear progression between the steps; rather, each step is a clear stage on its own.

The analysis phase can be considered as the “goal-setting stage”.

The design stage determines all goals, tools to be used to gauge performance, various tests, content, subject matter 

analysis, planning and resources.

The development stage starts the production and testing of the methodology being used in the learning process.

The implementation stage reflects the continuous modification of the learning process to make sure maximum 

efficiency and positive results are obtained.

The evaluation stage’s main goal is to determine if the learning outcomes have been met and what will be required 

moving forward in order to further the efficiency and success rate of the learning process.

revision revision

revision revision

implement design

analyse

development

evaluation

Curriculum design generally follows two taxonomies of learning. The first is Norman Webb’s Depth of Knowledge 

(DOK), which examines the thresholds or ‘ceilings’ of learning for a specific purpose7 . It asks how learners are 

expected to use knowledge, and what level of depth is required. DOK helps educators and trainers to consider 

the extent to which learners are expected to: memorize information, apply knowledge to complete tasks, use 

knowledge to analyse problems and explore outcomes, or think extensively to make decisions about complex 

situations. DOK has four thresholds of learning:

1.	 Learn and recall information, procedures, facts and definitions (acquiring knowledge).

2.	 Use theory, concepts and skills to answer questions, respond to problems, complete tasks, as well as analyze 

conditions and contexts (applying knowledge).
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3.	 Think critically about how and why circumstances and conditions arise, and formulate conclusions, decisions, 

outcomes and recommendations (analysing knowledge).

4.	 Think expansively about alternatives, how theory and concepts can be used in diverse hypothetical and real-

world contexts (knowledge creation). 8

Like DOK, Bloom’s Taxonomy (cognitive domain) contains a scaffolding approach to learning that layers education 

and training aims into levels of increasingly higher complexity and capability. More details on Bloom’s Taxonomy 

are provided in Chapter 7 of this handbook. While both taxonomies provide a framework for breadth and depth 

of learning as well as the characteristics of skills to be developed, “they differ in scope and application”9. Each is 

applied across training and education contexts; however, DOK is more commonly found in science, technology, 

engineering, and math disciplines, while Bloom’s taxonomy is typically applied to the humanities and social 

sciences. As military training and education crosscut these disciplines, and as both offer complementary ways 

to advance adult learning, this chapter suggests viewing both as useful frameworks to combine and apply 

depending on the context, desires of learners, and institutional aims.

4. Mainstreaming gender perspectives in military curricula

4.1 Military operations and mandates require gender learning in the curriculum

Since 2000, international commitments to normative and legal frameworks included within United Nations 

Security Council Resolution (UNSCR) 1325 and related resolutions on WPS have precipitated roles, responsibilities, 

and expected contributions by members of the armed forces. Armed forces personnel are increasingly being 

called to understand and respond to the disparate and often disproportionate impacts of conflict and crisis on 

women, men, girls, and boys, including from minoritised groups. To be effective in this domain, military learners 

require capacities in critical thinking, data collection, and analysis using gender and intersectional perspectives 

and methodologies such as NATO’s Military Gender Analysis Tool, as well as national guidelines, like Canada’s 

Gender-based Analysis Plus. However, successful integration of these concepts and methods in the context 

of military education requires deep analyses of gender and intersectional social constructions within military 

culture and the military learning environment by educators and military learners.

As is demonstrated in critical security studies and international relations disciplines, the defence and security of 

societies has historically been a patriarchal enterprise, where men have traditionally defined security contexts, 

identities, and the purpose of security sector organisations, as well as the ontologies of war.10 With these 

conditions in place, women and girls have generally occupied subordinate socio-economic positions where their 

access to resources, power, and status in society is subsumed to men and boys. As a result, women and girls 

experience differential and often disproportionate risks in daily life. As expressed in UNSCR 1325, these risks are 

only exacerbated in situations of crisis and conflict, as the causes of and solutions to insecurity are also primarily 

constructed by men. This hegemony of men and masculinities in broader society is also woven into the structural 

and social fabric of institutions, including Professional Military Education (PME) institutes.11

Thus, military operations that do not incorporate gender perspectives jeopardize the success of their missions by 

omitting key security risks, needs, and perspectives of socially marginalised groups, like women and girls. Drawing 

from normative and legal obligations within UNSCR 1325, related resolutions, international and national action 

plans on WPS, as well as policy and procedures within armed forces, military personnel require requisite skills 

ranging from collection and analysis of gender disaggregated information, applying international and national 

legislation, creating, disseminating and applying gender related guidance, policy and reports operationally and 

institutionally. Each entails capabilities in assessing gender perspectives and applying gender analysis – “skills, 

knowledge and attitudes that must be developed through education and training”.12 More broadly, militaries 

must uphold the human rights of women, men, girls, and boys, including those from minoritised groups, at 

all times. This entails consideration of differential risks to human rights due to gender factors in the conduct 
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of various operations. Doing so also entails upholding the human rights of all individuals in the context of 

working with military peers and personnel from institutions outside of the military, such as other governmental 

departments and non-governmental organizations. Military personnel may be tasked to protect civilians in 

conflict contexts, and to ensure the needs of minority groups are met in crisis contexts such as pandemics and 

disaster response. Understanding these responsibilities and applying effective strategies which uphold human 

rights requires the integration of gender perspectives and analysis in military training and education.

4.2 Identifying and addressing gendered curricula

Renowned gender scholar Raewyn Connell contends that it is important to “think institutionally” about how 

patriarchy and masculinity operate.13 Connell writes that “in the case of gender and schooling” “it is not too 

strong to say that masculinity is an aspect of institutions, and is produced in institutional life.”14 Masculinity and 

the dominance of men can influence what is taught. As examined by Katherine E. Brown and Victoria Syme-

Taylor, military curricula are typically already gendered as men’s work and worldviews about security and peace 

tend to dominate course topics, readings, activities, and presentations.15 As such, military learners can receive 

incomplete information about peace and security, as well as the different risks and perspectives of women and 

other minority groups. Integrating WPS principles (see Chapter 2), gender perspectives and skill development 

in gender analysis can enable more complete and accurate assessments of the complex real-world problems 

presented across military education and training.

Curricula inevitably reflect their social and institutional contexts, carrying implicit norms and gendered assumptions. 

This “hidden curriculum,”16 as Alan Skelton defines it17, conveys unspoken messages about knowledge, values, 

and behaviour, which learners interpret in individual ways. Left unexamined, it risks reproducing existing gender 

inequalities. Recognising that curricula may carry hidden gendered dimensions reveals that “integrating gender” 

is not simply adding a module or gender-related readings. It involves uncovering and making visible the ways in 

which the curriculum already conveys gendered messages.

4.3 The benefits of gender mainstreaming and the risks of ignorance

Gender mainstreaming is an approach to promote and enable gender equality by assessing the implications for women, 

men, girls, and boys, including those from minoritised groups, of any action, policy, programme or plan in all areas 

and at all levels.18 In military education and training, gender mainstreaming comprises awareness raising on gender 

differences and inequalities, as well as skill building on the analytical and decision-making processes which serve to 

recognize and incorporate gender considerations within the military’s operational and institutional work.

While gender mainstreaming is a key function of advancing WPS across the UN, NATO, and NATO allied and 

partner nations, there are important barriers to acknowledge and navigate. Research on the successes and 

failures of WPS implementation note that while critical for inclusive security, gender mainstreaming can suffer 

from assumptions that all members of a given institution have the will and ability to make change.19

Integrating a gender perspective into military curricula makes the topic standardized and mandatory, helping 

to ensure consistent quality in education and training. Failing to embed gender throughout the curriculum risks 

undermining the organization’s stated commitments to gender equality and the meaningful participation of 

women. When treated only as a stand-alone topic, gender often appears as a “box-ticking” exercise, signaling 

to learners and future leaders that the institution’s commitment is superficial. In contrast, meaningful integration 

across the curriculum demonstrates both the operational relevance of gender and the institution’s adherence to 

its publicly declared values. Enhancing the quality of gender instruction also serves broader goals: it strengthens 

operational effectiveness, supports legal compliance, and reinforces equality and democratic principles.
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5. The process: Integrating gender into military curriculum

5.1 The process

Integrating gender in the curriculum is an iterative process with no definitive conclusion. More than just “add 

women and stir” approaches20, mainstreaming the principles of WPS, and critical gender concepts requires 

consistent collaborative efforts across faculty, staff and leadership. Integrating gender and intersecting critical 

concepts should be a requisite facet of existing curriculum development and review processes, and the impacts 

of this integration should be monitored and evaluated both by the quality assurance specialists and gender 

advisers. In some military educational institutions, gender is integrated as a cross-cutting topic in all curriculum 

development and review processes, although this is not the case everywhere.

In this way, it is important to ensure that all key actors are involved to both initiate and support the mainstreaming 

of gender perspectives and analyses in the design and delivery of curriculum, as well as aligned changes within 

the broader learning environment. Individual faculty efforts to mainstream gender can create incremental change, 

but lasting and cohesive integration across the curriculum requires institutional leadership and strong political will. 

In academic language, key actors could include the chief academic officer or provost, deans of colleges, chairs of 

departments, programme directors and faculty members. In military terms, key actors could include appropriate 

military commands or government authorities, commandants of colleges, chiefs of staffs, directing staff, military 

curriculum development or training officers as well as curriculum review and writing boards. Outside these academic 

and military hierarchies, important collaborative actors can include learners themselves, academics from other 

military and civilian institutions, military services or defence departments, as well as interested civil society actors. 

This network of actors can construct a supportive community of practice from which to develop, implement and 

review progress on mainstreaming gender perspectives and analyses in military curriculum. Building a collaborative 

network to integrate gender perspectives into military curricula starts with mapping key stakeholders – learners, 

instructors, military leadership, civilian and military academics, defence departments, NGOs, and civil society 

actors – and agreeing on shared goals linked to mandates like UNSCR 1325. Both formal (steering committees) 

and informal (online groups, shared workspaces) communication channels enable the process. Mixed working 

groups can co-develop and pilot curriculum materials, gather learner feedback, and refine content. Regular review 

meetings and anonymous surveys ensure continuous improvement, while institutional support, documentation of 

best practices, and connections to international defence education networks sustain the effort.

Often, key decision points about military curriculum are made in spaces that can be far removed from educators 

of curriculum themselves, such as during Training Needs Analyses and Curriculum Review Boards where 

determinations are made about what to include and exclude in military curriculum, at what developmental 

level, and for what purpose.21 The optimal conditions for mainstreaming gender perspectives and analyses in 

training and education can include writing official military doctrine, direction, or guidance on WPS and gender 

perspectives at the highest levels of leadership (such as from Chiefs of Defence Staffs themselves),22 or through 

the highest level that is customary in relation to change management for each armed force.

When the curriculum development and review process is formalized, there may be little room for manoeuvre 

in who is involved. The range of people involved may be defined by position or rank. However, to ensure the 

meaningful integration of gender in the curriculum, those working on integrating WPS and gender perspectives 

in curricula should include staff with gender expertise. Additionally, a diverse team of curriculum developers 

may ensure deeper level integration due to the addition of lived experience and broader perspectives. Both men 

and women should be involved in curriculum design and review processes related to WPS. It is important to 

acknowledge that simply being a woman (or a man) does not make someone a gender expert. Gender expertise 

requires requisite education and experience in applying gender perspectives to complex issues and contexts. It 

is therefore crucial to ensure that gender expertise is integrated at every stage of mainstreaming, from writing 

guidance at the highest levels, to assessing the subjects and conditions of training and education, to monitoring 

and evaluating the effectiveness of this learning in practice as students of WPS in military learning move on to 

practitioners of gender lenses and analysis institutionally and operationally.23
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5.2 Getting into the process

Integrating gender perspectives into a curriculum is often a politically sensitive and potentially contentious 

process, as it challenges hidden curricula and entrenched gender-biased norms, which can unsettle even those 

supportive of gender equality. As bell hooks observes, such a paradigm shift “must take into account the fears 

instructors have when asked to shift their paradigms. There must be training sites where instructors have the 

opportunity to express those concerns while also learning to create ways to approach the multicultural class and 

curriculum.”24 Successful integration typically demands negotiation, education, and the support of institutional 

allies. A practical starting point involves mapping the curriculum review process, identifying supportive 

individuals, entry points, potential obstacles, and strategies to address them, as illustrated in Box 4.225.

Box 4.2 Mapping the curriculum process for integrating gender26

1.	 Begin by sketching the overarching organizational structure of your educational institution.

2.	 Identify the following positions on the horizontal and vertical axes of your organization.

a.	 The primary person responsible for assuring the continuance of the mission and vision of the institution.

b.	 The primary person responsible for the curriculum (e.g. chief academic officer).

c.	 Other leaders responsible for curriculum (e.g. deans).

d.	 Person or group responsible for the quality of the curriculum.

e.	 Faculty members related to curriculum review and development.

f.	 Person or group responsible for faculty development.

3.	 Next, identify yourself and your peers. How supportive are your peers of gender concerns? Circle the ones who 

are supportive.

4.	 Identify your superiors. How supportive are your superiors of gender concerns? Draw a triangle around those 

who are supportive.

5.	 Identify your subordinates. How supportive are your subordinates of gender concerns? Draw a diamond around 

those who are supportive.

6.	 Describe the curriculum development and review processes at your institution.

7.	 Identify the following:

a.	 entry points for integrating gender

b.	 allies and supporters

c.	 key external influencers on integrating gender into the curriculum

d.	 challenges you may encounter from colleagues or learners

e.	 ways of addressing challenges.

Example
Leadership

Academic
Dean

Academic
Deputy Dean

Myself Academic
Department 2

Academic
Department 3

Academic
Department 4

Academic
Department 5

Employee 1

Employee 2

Employee 3
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5.3 Understanding institutional dynamics

Mainstreaming WPS, gender perspectives and gender analyses includes applying these to military institutions 

themselves. In doing so, inequities may be identified which require organizational buy-in and collaboration to 

change. Working towards change necessitates an understanding of the institutional dynamics at play that can 

serve as catalysts or barriers. Institutional analyses in relation to commitments of WPS can highlight that there 

may be military and civilian leaders, personnel, educators and students who resist change and prefer traditional 

ways of doing things. There may also be larger socio-political institutional contexts that create inertia on equity 

or optimal conditions for new ideas. As such, it is important to consider how institutions function and what 

strategies may be used to ensure that changes related to WPS can be effectively implemented and managed.

In some military education spaces, the utility and urgency of WPS, gender perspectives and analysis may be 

subject to resistance and criticism. As the application of WPS and gender analyses of training and education can 

uncover and respond to potential barriers for mainstreaming WPS, and in the face of increased politicization 

of gender equality and equity work, it is important to learn from the lessons identified by military education 

institutions from getting it right, and importantly learning from others’ experiences of getting it wrong.

6. Integrating gender: Practical measures and specific considerations

The preceding sections of this chapter highlight the distinct characteristics of military learners and learning 

environments, emphasizing why these matter when integrating WPS, gender perspectives, and gender analysis 

into curricula. Understanding the organizational dynamics of military education – its rules, norms, and culture 

– Is critical, since these factors shape how staff, educators, and learners engage with gender-related content. 

Such dynamics also determine how effectively learners can apply WPS principles in institutional and operational 

contexts after their studies. Without recognizing these institutional functions, educators risk overlooking both 

the barriers that hinder gender mainstreaming and the institutional tools that could support it. This section 

outlines three additional steps that can help to set conditions for the integration and successful reception of 

WPS curricula. These steps are: building faculty and trainers’ gender expertise; mainstreaming WPS, gender 

perspectives and gender analysis across the curriculum; and developing gender transformative learning using 

gender sensitive assessments and evaluations.

6.1 Building faculty and trainers’ gender expertise

Military education and training institutions may have faculty and staff with the requisite knowledge and expertise 

on gender and security. There may be faculty with disciplinary expertise in WPS and practical experience applying 

gender perspectives and analyses in the field. Drawing on this expertise through collaboration, informal briefings, 

and faculty development opportunities may be good first steps to initiate a conversation about building in-house 

capacity for gender expertise. These conversations can help identify faculty and staff who perceive the utility 

of mainstreaming gender perspectives and analysis in their areas of study but require additional support in 

closing gaps in their expertise. As military training and education are collaborative practices, it is best not to 

force unwilling participants but rather to begin by creating space for open dialogue, negotiation, and personal 

narrative among the willing to explore possible avenues to advance work on WPS while generating ideas on how 

to address hesitation and resistance to gender mainstreaming.

In the contemporary moment, it is important to consider how deep resistance to gender mainstreaming might 

be across faculty and staff, noting that, in addition to the military being a masculinised entity, security-related 

disciplines in academia can contain gender bias and unequal gendered practices.27 It is important to identify a 

coalition of willing participants among staff and faculty. It is usually initiated by either a senior decision-maker who 

recognises the importance of gender integration or an educator/researcher who builds momentum by networking, 

identifying allies, and convening the first meeting. Once formed, the coalition works as a community of practice 
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to drive curriculum change. This coalition will allow for an assessment of their capacity and needs to integrate 

gender in curriculum.

At the individual level, faculty and staff can take advantage of existing training opportunities available via 

NATO’s Defence Education Enhancement Programme’s Advanced Distributed Learning courses (NATO DEEP ADL) 

(see Chapter 9). These courses can give staff and faculty a broad understanding of WPS and its implications 

for military members, specifically in relation to NATO missions.28 The Canadian Defence Academy also offers an 

online “Women, Peace and Security & Gender Perspectives Curriculum Framework”29 which is tailored to armed 

forces members applying WPS principles in UN-focused peacekeeping missions.

There are a number of existing networks where experts on WPS, gender and security, and feminist security 

studies collaborate and convene. Additionally, the Partnership for Peace Consortium, George C. Marshall Centre 

for Security Studies, Canadian Defence Academy, and Swedish Defence University have developed a Community 

of Practice on WPS in PME, designed to connect military and civilian educators working to mainstream WPS.30 

Trainers and educators can also join academic and civil society networks with an interest in incorporating WPS 

in higher education, such as the Research Network on Women, Peace and Security.31

Drawing from these networks and communities of practice, trainers and educators can provide advice on sourcing 

subject matter experts across subjects of the curriculum, make suggestions on what research and materials would 

be relevant across different areas of programming and provide leads for guest speakers to be invited to speak to 

military audiences on diverse WPS topics. These networks can enable staff and faculty to develop competency 

across optimal instructional and teaching methods for inclusivity and self-reflection among learners, breadth of 

knowledge on key gender theories and methods to integrate gender considerations and questions in curricula, and 

skills to understand and address gender dynamics in the learning environment while supporting respect, inclusion, 

and challenges to personal/institutional bias and stereotypes. Box 4.3 summarizes suggestions for building the 

gender expertise of faculty and trainers to fortify the mainstreaming of gender into military curricula.

Box 4.3 Suggestions for building faculty and trainers’ gender expertise32

•	 Source and develop reference materials for staff and faculty to integrate gender perspectives and analyses 

across curriculum areas, including:

	§ Mapping subject-matter experts to invite as consultants and guest speakers

	§ Drawing from resources available in internal and external libraries, data bases, and think-tanks to develop 

a repository of relevant and up-to-date research, training materials, and data sources

	§ Drawing from gender experts to assist in revising curricula and instructional materials where there are gaps 

in in house expertise

	§ Developing a repository of instructional methods, classroom exercises, and activities to introduce gender 

perspectives (such as case studies, serious games, group exercises, experiential learning and research projects)

•	 Support faculty and trainers who wish to build their competence on gender, including:

	§ Learning about WPS, gender and security, intersectionality, diversity and gendered implications of inequality, 

conflict and crises on sub-populations

	§ Learning about inclusive classrooms

	§ Learning how to conduct gender-sensitive assessments and evaluations

	§ Challenging gendered and other unequal power structures

	§ Promoting women’s leadership and roles in decision-making

	§ Learning how to empower learners as agents of change in relation to WPS

	§ Participating in communities of practice and networks on WPS

	§ Developing regular professional development activities on WPS, gender perspectives and gender analysis

•	 Create faculty development plans to build competencies in applying gender perspectives and analysis

•	 Collect and analyse sex-disaggregated data as well as qualitative research on staff, faculty and students to 

identify gaps in representation and opportunities to advance WPS through institutional transformation



101

Teaching Gender in the Military

6.2 Mainstream gender learning across the curriculum

Mainstreaming WPS, gender perspectives and gender analysis into existing curricula spans three broad themes:

1.	 the integration of gender concepts, theory and methods into content and materials;

2.	 the use of learner-centred educational methods that result in transformative learning (see Chapter 5);

3.	 developing an inclusive learning environment (see Chapter 6).

Such mainstreaming can be supported by first introducing basic concepts, theory and methods, which can 

then be applied in a cross-cutting way across the remaining curriculum and programming. Doing so ensures 

baseline requisite knowledge that can be built upon over the course of students’ learning, experimentation, and 

knowledge creation.

Having a gender expert to develop and deliver this baseline learning also ensures clarity of the role of gender 

and power, how gender constructions influence inequality, instability, and conflict, and how women, girls, and 

historically minoritised groups experience disproportionate risks, which are exacerbated in times of crisis and 

conflict. To emphasise national and institutional commitments related to WPS, relevant institutional policy, 

national laws, and international norms and frameworks should be presented (see Chapter 2), along with specific 

implications for armed forces related to the conduct of operations and aspirational norms of the institution. 

These include the UNSCRs on WPS, and their relevance to laws of armed conflict; human rights laws, conventions 

such as the Convention on the Elimination of All Forms of Discrimination against Women; as well as NATO policy 

on implementing WPS. The provisions of these normative frameworks should be introduced in relevant parts of 

the curriculum. WPS, gender perspectives, and analysis can be woven throughout the curriculum and included 

as bespoke topics within larger courses. It is also helpful to formally integrate WPS into learning objectives (LO), 

learning outcomes, teaching points, and materials. While it is suggested to first present basic concepts on WPS, 

gender perspectives and analysis at the beginning of training and education programs as a cross-cutting theme, 

gender must also be intentionally integrated across core topic areas (such as those represented in NATO PfPC 

Reference Curriculum as discussed in box 4.433).

Box 4.4 Mainstreaming gender in NATO PfPC Generic Officers Reference Curriculum34

Theme Gender-related LO

1. Profession of arms

The requirements of 

the Security Council 

resolutions on women, 

peace and security and 

how to meet them in 

operations.

Block 1.2 Military operations

LO 18 – Explain the different risks, needs, and roles of women, men, girls and boys 

and their relevance to operational courses of action and outcomes.

Block 1.3 Staff planning process/Tactics and planning

LO 6 – Apply gender perspectives and analysis in operational planning and conduct.

LO 12 – Recognize the influences of gender in operations and the risks in failing 

to address them.
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Theme Gender-related LO

2. Command, leadership  

and ethics

Block 2.1 Ethics of the military profession

LO 6 – Discuss how gender and other identity bias (e.g. age, racial) effect human 

rights and influence unethical decision-making.

Block 2.2 Organizational culture

LO 2 – Identify problematic cultural norms within the military that lead to gender 

and diversity marginalization and seek out cultural norms that support inclusion.

Block 2.4 Law of armed conflict

LO 13 – Explain the laws protecting women and girls (and men and boys) in armed 

conflict.

LO 14 – Explain the scope of the legal prohibition of sexual violence in armed 

conflict.

3. Defence and security 

studies

Describe the concepts 

of gender, gender 

differences, gender roles 

and gender equality.

Block 3.2 Communications and media

LO 9 – Develop tailored communications to effectively reach men and women; 

literate and illiterate audiences; and displaced persons and marginalized groups.

Block 3.6 Cultural awareness

LO 3 – Apply gender-sensitive cultural analysis and determine their links to the 

security of the unit and local population.

In addition to integrating gender in content, gender theory, frameworks and methods should be applied to 

pedagogy. As mentioned above, gender topics can illicit strong responses from learners as they help to make 

existing injustice, discrimination, and inequality across societies and institutions visible. Acknowledging and 

working to transform systems of inequality which push women, girls and historically minoritised groups into 

positions of vulnerability requires pedagogies that facilitate critical thinking about social constructions of power 

and learners’ positions vis-a-vis this power. This practice constitutes transformational learning (see Chapter 5), 

essential for advancing WPS through military training and education. Generating collaboration, reflexivity, and 

mindset shifts in learning is key to identifying and addressing harmful institutional and societal stereotypes and 

practices.35 According to a NATO Scientific Report on integrating gender and cultural perspectives in PME:

As presented in the anthropological and sociological literatures, gender is a key component of social structures 

in all societies hence needs to be understood as something that varies (significantly) from one cultural context 

to another. A net result is that all people have gender perspectives; the key is in developing the capacity 

for individuals to be able to apply gender perspectives other than their own (hence the references above to 

‘transformative learning’, ‘learner self-reflection’ and ‘his/her own value system’).36

To do so, facilitation methods must intentionally carve out space for collaboration, personal reflection, and 

encourage shifts in personal philosophies.37 This type of pedagogic practice requires an inclusive learning 

environment, where diversity in identity and perspective are respected, and where differences in experience are 

sought out. In this way, optimal pedagogy for mainstreaming gender perspectives requires attention to hidden 

curriculum manifest in the learning environment (see Chapter 6).

Box 4.5. contains a checklist for mainstreaming gender learning across the curriculum. This checklist provides 

practical guidance for embedding gender concepts, perspectives, and inclusive practices across all aspects of 

the curriculum, ensuring that teaching content, methods, and materials actively promote gender equality and 

reflect diverse experiences.
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6.3 Planning for gender-sensitive assessment and evaluation

Integrating gender-sensitive assessment and evaluation processes into the curriculum requires a dual approach. 

First, it is essential to ensure that assessments of both learners and instructors are designed and implemented 

without gender bias. This involves reviewing evaluation criteria, tools, and processes to identify and eliminate 

any language, expectations, or assumptions that could disadvantage individuals based on gender. Second, it is 

critical to assess whether learners have achieved the intended gender learning outcomes, ensuring that gender 

competence is genuinely developed rather than superficially acknowledged.

Box 4.5 Checklist for mainstreaming gender learning across the curriculum38

	¨ Introduce content on gender concepts, theory and frameworks in curriculum

	§ Include concepts like gender, gender equality and gender roles, social construction, social hierarchies, 

intersectionality, and hegemonic systems;

	§ Present normative and legal frameworks on WPS and gender equality including UN Security Council 

resolutions on WPS, Convention on the Elimination of All forms of Discrimination Against Women, the 

Beijing Platform for Action, and the UN Sustainable Development Goals.

	§ Present relevant national and institutional policy on WPS and gender perspectives such as regional and 

national action plans, as well as departmental guidance, implementation plans, gender integration and 

diversity policy.

	§ Present gender analysis tools used by the UN, NATO, and National or Institutional gender analysis tools if 

available (ex. NATOs Military Gender Analysis Tool,39 Canada’s Gender-based Analysis Plus40 tool, and UN 

Women’s Gender, Crisis and Conflict Analysis Tool41).

	¨ Ensure that gender perspectives are considered in all core topics, including those which may not be obvious.

	§ Military operations: include gender and cultural perspectives, gender and intersectional analysis, 

disaggregated data, gender responsive protection needs, and responses to sexual violence, gender 

requirements for force structure, and specific gender analysis across staff functions.

	§ Ethics and international humanitarian law: include codes of conduct, human rights and provisions of 

international humanitarian law protecting women.

	§ Leadership skills: include inclusive and transformational leadership, leading diverse teams, leading 

institutional change, personnel development, mentorship and preventing sexual harassment and abuse.

	§ Communication: develop communication strategies tailored to the needs of diverse genders and sub-populations.

	§ Cultural awareness: include awareness of culturally specific gender norms and roles.

	§ Use reading materials by women and men with diverse academic disciplines and lived experience, including 

gender and intersectional perspectives.

	¨ Provide for learning experiences that are supportive of gender-sensitive perspectives, attitudes and 

competencies. Examples of such learning methods may include:

	§ a mix of both group and individual work;

	§ case studies and scenario-based exercises;

	§ a mix of oral and written assignments;

	§ personal reflection through learning logs or group discussions based on personal experience and perceptions.

	§ Experiential learning visits and activities showcasing lived realities of diverse communities and genders.

	¨ Review exercises, language and images used to ensure they are inclusive. This may include:

	§ use of gender-inclusive pronouns (staffing instead of manning, team instead of men);

	§ using pictures and images of diverse personnel across gender, ethnicity, and age;

	§ using exercises that depict women and men in roles that counter inequitable traditions and stereotypes;

	§ ensuring that examples, case studies, and historical references include the experiences of both women and men.
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A significant and growing body of research reveals that unconscious gender biases are deeply embedded 

in societal norms and professional environments. These biases influence how we perceive and judge the 

competence, suitability, and potential of learners and educators alike. Without deliberate efforts to recognize 

and counteract these biases in assessment, there is a risk of perpetuating inequalities and undermining the 

effectiveness of gender mainstreaming initiatives.

To address this, institutions should incorporate gender-sensitive training for evaluators, use diverse assessment 

methods that capture a broad range of skills and perspectives, and continuously monitor evaluation results 

for patterns that might indicate bias. By embedding these practices into assessment and evaluation planning, 

military education institutions can better align with their commitments to gender equality and foster more 

inclusive learning environments.

7. Common challenges and useful responses in integrating gender

This final section closes with an examination of some common challenges to the process of integrating gender 

in the curriculum, the reasons behind these challenges and some useful responses from the perspective of key 

actors – gender experts, curriculum designers and leaders (see Box 4.6).

Box 4.6 Common challenges and useful responses42

underlying issuessymptoms responses

Discomfort

Genderwashing

•	 Superficial or tokenistic 

inclusion of gender

Resistance

•	Claims that the curriculum is 

gender neutral

•	Claims that gender is not 

relevant to the topic

•	 Perceptions that there is 

a lack of funds or time to 

address gender

Gender experts

•	Raise awareness about the 

scope and cross cutting 

nature of gender power and 

inequality

•	Make explicit links between 

gender and the topic

Curriculum designers

•	Make integration of gender 

everyone’s responsibility, 

demonstrate the benefits of 

doing so

Leaders

•	 Incentivize development 

of gender expertise and 

integration of the topic

•	 Lead by example

Lack of knowledge

Underprioritization of gender

Pigeonholing

•	Gender restricted to specific 

topics (e.g. sexual violence)
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7.1 The symptoms

This subsection outlines how challenges to integrating gender in the curriculum, pedagogy and the learning 

environment may manifest. What follows is not an exhaustive list, but an examination of potential warning 

signs, and why they are problematic.

Pigeonholing refers to associating gender with limited and specific topics (such as sexual violence in conflict 

or integrating women in the armed forces) with the implication that expertise and the burden to address these 

areas is the responsibility of women (eg. example 2 in box 4.8).

Genderwashing refers to surface level, check box, or tokenistic inclusion of gender perspectives – such as the 

mention of gender concepts, but without meaningful engagement with them. An example of this would be 

adding one lecture on WPS without any means of integrating these concepts across the curriculum.

Resistance refers to the reluctance or refusal to meaningfully engage with gender concepts. Resistance can 

come from educators, learners or leadership and can take many forms. Explicit resistance is outright ridicule of 

gender topics as ‘woke’, ‘politically correct,’ or ‘ideological.’ A damaging but less overt claim is that gender is 

not relevant to military work, or core military topics. More subtle resistance, may be assertions that curriculum, 

military policy, and practices are gender neutral or that responsibility for gender equality resides elsewhere, or 

simply that there are a lack of funds and resources to advance gender equality initiatives.

7.2 Underlying issues

These challenges can be symptoms of underlying dynamics given larger gender inequalities in societies and 

institutions. In relation to ongoing systemic gender power relations, this subsection attends to key issues and 

how they can be mitigated.

Lack of knowledge or awareness about gender relations, WPS, gender perspectives and concepts may create 

resistance to their inclusion. If educators and trainers do not understand how gender dynamics relate to curriculum, 

they may not consider gender implications as relevant to the topics they teach. A curriculum developer who has 

not been introduced to how gender operates in the learning environment may miss how curriculum (choices 

in topics, case studies, authors, teaching methods) reinforce gender norms and stereotypes. Faculty required 

to integrate gender without the requisite knowledge and understanding may pursue genderwashing. Lack of 

knowledge can be mitigated by creating faculty development sessions on gender, creating opportunities for 

working groups and consultations with gender experts, and by following up with trainers, educators and staff 

with any challenges they encounter with gender mainstreaming.

Under or deprioritization of gender happens due to lack of understanding about gender perspectives or 

backlash against progress on gender equality. While educators may be supportive of gender equality in principle, 

they may not perceive the importance of gender to the topics they study and teach, or, they may be told 

by unsupportive leadership to remove gender considerations and focus on more traditional military analyses. 

Under and deprioritization may also happen because of incremental curriculum review, where new content 

replaces older content. If gender perspectives are not prioritized, work to integrate them can be lost overtime, 

especially in a military context with high turnover of trainers and educators due to posting cycles. Thus, it is 

important to maintain momentum on gender mainstreaming and develop gender structures such as gender 

advisor/gender focal point networks and working groups to sustain efforts from year to year. Lastly, under 

prioritization can occur if gender concepts and skills of students are not formally assessed and if the educators 

are not incentivized (extrinsically or intrinsically) to include gender in curricula. Students and staff will prioritize 

areas in which they are assessed.43 Thus, leadership buy-in helps to ensure that gender learning is prioritized in 

curriculum, pedagogy and the learning environment. Formal assessments of gender mainstreaming can be made 

with constructive feedback, monitoring and evaluation.
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Discomfort and resistance can come from lack of knowledge, challenges from confronting personal 

bias and privileges, or perceptions that focussing on gender will create unwanted attention and backlash, 

specifically towards women and other historically minoritized groups. The key to mitigating these challenges 

is to have regular interfaces with faculty and staff through professional development sessions, experiential 

learning activities to understand impacts and consequences of gender inequality on diverse groups, as well as 

opportunities for faculty and staff to share ethical dilemmas and situations where right answers were difficult to 

ascertain. Working with faculty and staff from other military training and education institutes can be helpful for 

understanding that these challenges are being experienced by others in diverse cultural contexts and are being 

addressed in innovative ways.

7.3 Useful responses

The identification of underlying issues suggests that responses to challenges must be multifaceted and tailored 

to address the issues at work. Responses should include, as appropriate in a given situation, a mix of incentives 

and the tools (awareness, knowledge, and skills) to respond. This subsection outlines some of the responses 

different actors may employ.

Gender experts (or advocates) play an important role in raising awareness and providing the requisite knowledge 

and skills to address the underlying issues. They can conduct gender analysis to determine whether the curriculum 

is gender-blind, and demonstrate that gender-blind is not, in fact, “gender-neutral”. Their analysis can show 

how gender blindness may reinforce existing structures of privilege and discrimination. They can provide subject-

matter expertise or coaching to faculty members to help them build their knowledge and integrate gender in 

their teaching. They can organize staff discussion groups to address some individual educators’ sources of 

discomfort around the topic. Gender experts can also help close any knowledge and skills gaps and thereby 

enable faculty and curriculum developers to integrate gender.

Those responsible for curriculum development and review are also responsible for translating the requirements 

of national and international policies and directives into the curriculum, and ensuring that sufficient resources 

are allocated to the integration of gender. They hold the proverbial stick to ensure that the integration of gender 

is the responsibility of everyone, not only of women and/or gender experts. As has been discussed throughout 

the chapter, the integration of gender in the curriculum helps ensure that the topic is treated as a cross-cutting 

issue, and that the responsibility for doing so is shared.

Finally, leaders in the institution can help incentivize the integration of gender in the curriculum through both 

formal and informal means. On the formal side, leaders can ensure that competence in integrating gender 

becomes a criterion for recruitment and promotion. On the informal side, leaders can be role models and 

demonstrate institutional commitment through their own statements and actions. For example, they may share 

anecdotes of their own exposure to the topic, signal their commitment to integrating gender perspectives and 

convey appreciation for efforts to do this.

8. Conclusion

Integrating gender into military curricula is a continuous, iterative process requiring sustained commitment 

from all levels. This chapter has outlined the ‘why’ and ‘how’ of this integration, emphasizing its necessity 

for enhancing operational effectiveness and upholding human rights. By systematically addressing existing 

gendered assumptions within curricula, building faculty expertise, and employing gender-sensitive pedagogical 

and assessment practices, military education can foster critical thinking and prepare personnel to effectively 

navigate complex security environments with a comprehensive understanding of gender dynamics. Overcoming 

challenges such as resistance and lack of knowledge requires strong leadership buy-in, dedicated gender 

structures, and a collaborative community of practice committed to advancing gender mainstreaming as a core 

component of military professionalism.
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1. Introduction1

Educating on gender perspectives has emerged over the last twenty-five years as a new and important priority, 

especially for the military. In both educational and training frames, teaching gender to the military is done 

in the adult learning context and aims not only at sharing knowledge on gender equality and corresponding 

UN Security Council resolutions but, above all, at improving or sometimes changing the learner’s attitude and 

behaviour in gender-related working situations.

Based on numerous theoretical publications on adult learning and transformative learning, this chapter 

gives an overview of the principles of adult learning, their application in teaching gender to the military and 

transformative learning theory assumptions relevant to such teaching. The chapter follows the framework set 

out in the introductory chapters, that is an intersectional approach to gender. All women, men, boys and girls 

are to be included, especially from minoritised groups.

2. Application of adult learning principles in teaching gender

The end of the twentieth century witnessed the active development of adult learning theories. Malcolm Knowles 

et al. separated adult learning from pedagogy and used the term “andragogy” for this purpose.2 Nowadays, 

andragogy is used as a synonym for adult learning, and even higher education pedagogy (see Box 5.1).
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The general adult learning (andragogical) principles, set by Knowles, could be compared with pedagogical 

principles in five domains: the learners’ attitude to learning, the role of the learners’ experience, the learners’ 

readiness to learn, orientation to learning and motivation for learning.3

Knowles4 put forward four principles of adult learning that are now widely used as the basis for instructional 

design: adult learners need to know why they need to learn something; adult learners learn experientially and 

are interested more in learning something that has immediate relevance to their job and/or life; adult learners 

prefer problem-based learning rather than content-oriented; and adult learners need to be involved in the 

planning and evaluation of their learning. These four principles were subsequently expanded to six:

•	 adults are internally motivated and self-directed;

•	 adults bring life experiences and knowledge to learning experiences;

•	 adults are goal-oriented;

•	 adults are relevancy-oriented;

•	 adults are practical;

•	 adults like to be respected.

Based on the assumptions listed above, some recommendations can be given to the instructor concerning the 

application of adult learning principles in teaching gender to the military (see Box 5.2).

Box 5.1 Andragogy or adult education

Andr + agogy (Greek origin) means adult leading, while ped + agogy means child leading.

Andragogy was first introduced by German educator Alexander Kapp in 1833. After the First World War another 

German educator, Eugen Rosenstock-Huessy, developed andragogy into a method of teaching adults that 

combined reflection and historical thinking.

The term “andragogy” as a synonym for “adult education” was popularized by American educator Malcolm 

Shepherd Knowles. Nowadays “andragogy” is a method of teaching adults, the science of adult learning, and 

refers to any form of adult learning.

Box 5.2 Application of adult learning principles in teaching gender

Adult learning principles Adult learning principles in teaching gender to the military

Adult learners need to 

know why they need to 

learn something

	3 Analyse and break stereotypes about gender with real-life examples

	3 Underline relevance of gender for operational effectiveness

	3 Connect gender awareness to mission success through concrete operational 

examples

	3 Present evidence-based research showing how gender perspective improves 

security outcomes

	3 Share testimonials from respected military leaders who have applied gender 

perspectives in operations

	3 Highlight NATO and UN requirements for gender integration to establish 

institutional relevance
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Adult learning principles Adult learning principles in teaching gender to the military

Adult learners learn 

experientially and are 

interested more in learning 

something that has 

immediate relevance to 

their job and/or life

	3 Underline relevance of gender for operational effectiveness and achieving 

combat-related objectives

	3 Use games, role playing, simulations, case studies and scenarios in the classroom

	3 Update learning materials regularly and apply a gender perspective to recent 

case studies

	3 Take into account the different backgrounds of the learners

	3 Incorporate gender analysis into tactical decision-making exercises

	3 Design scenario-based learning that requires gender considerations for 

mission success

	3 Use after-action reviews from recent operations to identify gender-related 

successes and failures

	3 Develop hands-on exercises for culturally appropriate interaction with local 

populations

Adult learners prefer 

problem-based learning 

rather than content-

oriented

	3 Use pre-readings and online courses as sources for background knowledge 

on gender

	3 Choose motivational tools and learning strategies before deciding on content

	3 Avoid lecturing, even if it is less time-consuming compared to discussion or 

experiential learning

	3 Avoid memorization and aim at higher-order thinking skills

	3 Instruction should allow learners to discover things and knowledge for themselves

	3 Provide guidance and help when mistakes are made

	3 Present complex ethical dilemmas that require gender analysis to resolve effectively

	3 Use collaborative problem-solving for gender-related challenges in operational 

environments

	3 Implement flipped classroom approaches where learners research gender 

issues before a discussion

	3 Create decision-making exercises that integrate gender considerations into 

standard military planning processes

	3 Develop peer teaching opportunities where learners become subject matter 

experts on specific gender topics

Adult learners need to be 

involved in the planning 

and evaluation of their 

learning

	3 Do diagnostic assessment and feedback sessions regularly

	3 Develop learning outcomes based on the learners’ needs and interests, and 

what is of professional relevance to them

	3 Show that the learners’ ideas, comments and concerns are reflected in the course

	3 Learning materials and activities should take into account differences in the 

learners’ previous experiences

	3 Allow learners to participate in the selection of methods, materials and 

resources for gender-related courses

	3 Conduct pre-course surveys to identify specific gender-related challenges in 

learners’ current roles

	3 Create mentorship opportunities with gender advisors in the field

	3 Implement peer assessment for gender integration in planning exercises

	3 Create a cooperative climate in the classroom

	3 Develop practical application projects where learners apply gender analysis to 

their specific unit or role

	3 Establish ongoing communities of practice where learners continue to share 

experiences after formal training
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From the adult learning perspective, teaching gender to the military should be based on the principles that 

learners understand why they need to learn about gender perspectives; they participate in decision-making 

concerning learning outcomes, assessment and activities; the content learners are given has immediate relevance 

to their jobs and/or lives; the activities suggested are of an active/interactive, experiential and transformative 

nature; and a collaborative classroom climate allows non-attribution and equal opportunity to all, and prevents 

or helps to overcome resistance.

It should be mentioned that contemporary approaches to adult learning highlight the importance of taking an 

intersectional approach to gender. Adult learners bring with them diverse identities shaped not only by gender, 

but also by age, ethnicity, class, language, ability and other social factors that intersect and influence their 

learning experiences. Recognizing these intersections prevents one-dimensional assumptions about learners 

and encourages the creation of inclusive learning environments that value diversity and multiple perspectives. 

An intersectional approach to gender in adult education ensures that structural inequalities and power relations 

are acknowledged, and that equity, representation and meaningful participation are promoted for all learners.

3. The role of the facilitator in adult learning for military gender training

When teaching gender to military personnel, the facilitator’s role becomes critical to the learning process. In 

practical terms, adult learning instruction needs to focus more on the process and less on content, and the 

instructor’s role is that of a facilitator. Rather than acting as a content expert who delivers information, the 

facilitator focuses on creating conditions where adult learners can construct meaningful knowledge through 

experience and reflection. Thus, the facilitator uses the process-focused facilitation.

Creating psychological safety forms the foundation of effective facilitation in gender training. The facilitator 

establishes ground rules that encourage open discussion while maintaining respect, which is particularly 

important when addressing potentially sensitive gender topics in military contexts. This safety allows service 

members to examine their assumptions without fear of judgment.

Managing group dynamics requires constant attention from the facilitator. They must actively monitor 

participation patterns to ensure dominant voices don’t control discussions and that diverse perspectives receive 

fair consideration. This becomes especially important when gender representation may be unbalanced within 

the training group, reflecting the demographics of military units. You can find more on gender dynamics in the 

classroom in Chapter 6 of this handbook.

A skilled facilitator poses thought-provoking questions rather than providing answers. Through Socratic 

questioning, they guide learners toward their own insights about gender integration in operations. This approach 

honours the extensive experience that military personnel bring to the learning environment while challenging 

them to examine situations through new lenses.

Remaining neutral on contentious points allows the facilitator to serve as an impartial guide during debates about 

gender roles in military operations. While ensuring discussions remain evidence-based, they avoid positioning 

themselves as the arbiter of “correct” perspectives, instead helping learners evaluate different viewpoints on 

their merits. Box 5.3 suggests practical facilitation techniques for teaching gender.
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Box 5.3. Practical Facilitation Techniques

Practical Facilitation Techniques Realization

Scaffold learning experiences Start with low-risk activities before progressing to more challenging gender 

scenarios that may challenge military cultural norms.

Provide real-time feedback Offer observations about group process without judgment, helping learners 

recognize how gender perspectives affect their decision-making.

Model perspective-taking Demonstrate how to consider multiple viewpoints when analyzing gender-

related operational challenges.

Adjust in response to group 

needs

Remain flexible to modify activities when encountering resistance or when 

learners show readiness for deeper exploration of gender concepts.

Connect learner experiences Help participants identify patterns across their varied operational 

experiences where gender considerations were relevant.

In military gender training, effective facilitators serve as curators and guides rather than content creators, selecting 

high-quality materials and directing learners to appropriate resources while acknowledging the multidisciplinary 

nature of gender integration. They consistently prioritize practical application over theory, ensuring abstract 

concepts translate into concrete operational benefits, and create structured reflection opportunities with 

targeted questions that help connect training to professional responsibilities. Ultimately, these facilitators 

function as bridges between gender concepts and operational realities, guiding learners toward discoveries that 

enhance mission effectiveness through improved gender awareness rather than delivering prescriptive content. 

Chapter 6 suggests how to optimize the learning environment in teaching gender.

Facilitators in military gender training should integrate an intersectional approach into their practice. By weaving 

intersectional awareness into facilitation, instructors strengthen inclusion, deepen reflection, and make gender 

training more relevant to the complexity of military contexts.

4. Changing learners’ attitudes when teaching gender to the military

Teaching gender to the military may require changing learners’ attitudes to the problem, challenging gender 

stereotypes and enhancing critical thinking.

According to Benjamin Bloom, there are three educational domains: cognitive (knowledge/thinking), affective 

(emotions/feelings/attitudes) and psycho-motor (physical/kinesthetic).5 The cognitive domain of Bloom’s 

taxonomy is introduced in Chapter 7 of this handbook. Feelings and emotions are referred to as the affective 

domain, and this was developed into a taxonomy by David Krathwohl, one of Bloom’s students and eventual 

research partners (see Box 5.4).
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Box 5.4 Krathwohl’s affective domain6

Internalizing

Organizing

Valuing

Responding

Receiving

The learner is integrating his/her beliefs, ideas and attitudes into a “lifestyle”.

Value system that controls behaviour.

The learner is making adjustments or decisions from among several alternatives.

Prioritizing, synthesizing.

The learner is committing himself/herself to take an attitudinal position.

Placing worth.

The learner is willing to reply or take action.

Active participation.

The learner’s attention is attracted. 

Awareness, willingness to hear.

Teaching gender is not about transmitting knowledge. It aims higher – to enhance or change learners’ attitudes 

and behaviour. When teaching gender in the military it is essential that the learner goes from gender awareness 

to internalising gender equality in their value system.

For instance, at the Receiving (Awareness, willingness to hear) level, military learners simply acknowledge the 

existence of gender considerations in operations. For example, a service member attentively listens during a 

briefing about gender-based violence in conflict zones without dismissing the topic. They might show basic 

curiosity by asking what gender integration means in military contexts or demonstrate openness by reading 

assigned materials about gender differences in security needs. This stage is characterised by receptivity without 

judgment – the learner is willing to consider that gender might affect security operations.

Moving beyond passive reception, at the Responding (Active participation) level, learners engage voluntarily 

with gender concepts. A military officer might actively participate in discussions about local women’s security 

concerns during mission planning or voluntarily share observations from past deployments where gender 

awareness affected outcomes. Service members might complete optional gender analysis exercises for upcoming 

operations or raise thoughtful questions about gender implications in tactical scenarios. The key shift is from 

merely hearing about gender to actively engaging with the concepts.

At the Valuing (Placing worth) level, learners recognize the operational utility of gender perspectives. A 

commander might explicitly include gender considerations in mission planning not because it’s required, but 

because they believe it improves operational effectiveness. A soldier might defend the importance of mixed-

gender teams when conducting searches or interacting with local populations based on their conviction that 

diverse teams yield better results. Learners at this stage can articulate why gender matters beyond policy 

compliance—they’ve internalized its value for mission success.

As learners organize their values around gender at the Organization (Prioritizing, synthesizing) level, they begin 

integrating these concepts with their existing professional identity. A military leader might reconcile traditional 

combat effectiveness metrics with newer gender-sensitive approaches, developing a cohesive leadership 
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philosophy that embraces both. They might prioritize gender training for their unit alongside traditional tactical 

training rather than treating it as an administrative requirement. This stage involves resolving conflicts between 

competing values—such as between speed of military action and comprehensive engagement with diverse 

population groups—to form a coherent value system.

At the highest level – Characterization (Value system that controls behaviour), gender awareness becomes 

so integrated into the military professional’s identity that it consistently guides behaviour without conscious 

deliberation. A senior officer naturally includes gender advisors in operational planning at every phase, not as a 

special consideration but as standard practice. A field commander instinctively considers gender-differentiated 

security needs when assessing civilian protection requirements or consistently models respectful behaviour that 

challenges gender stereotypes. These behaviours emerge naturally from the learner’s integrated value system 

rather than from external requirements or conscious effort.

To reach these higher stages of internalization, facilitators should deliberately design learning that moves 

learners through the affective domain. This can be achieved by linking gender concepts to operational realities, 

creating opportunities for reflection on lived experiences, and reinforcing behaviours that align with gender-

responsive practice. Importantly, this process should also account for intersectional realities, recognizing that 

gender does not operate in isolation but intersects with rank, age, ethnicity, class and other identities that shape 

military experiences. By embedding these strategies, gender training goes beyond awareness and equips military 

personnel with the attitudes and value systems needed to consistently integrate gender considerations into their 

professional conduct.

5. Keller’s motivation model in teaching gender

Motivation is the best tool to make learners willing to hear about gender perspectives. Adults learn best when 

they are convinced of the need to know the information. Motivation to learn can be stimulated by a life 

experience or real situation. This fundamental insight into adult learning psychology aligns perfectly with Keller’s 

ARCS model of motivation7 (see Box 5.5).

Keller’s ARCS model of motivation is an instructional design framework that enhances learning engagement 

by addressing four key components: Attention (capturing learners’ interest), Relevance (connecting content to 

learners’ needs), Confidence (building success expectancy), and Satisfaction (providing rewarding outcomes).

Box 5.5 Keller’s ARCS model of motivation

Attention
(capturing learner interest)

Relevance
(connecting content to learner needs)

Confidence 
(building success expectancy)

Satisfaction
(providing rewarding outcomes)

Learner's Motivation
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Incorporating Keller’s ARCS model of motivation into teaching gender in the military is crucial because gender-

related topics often face resistance, scepticism, or a lack of perceived relevance in such highly structured 

and environments traditionally dominated by men scepticism, or a lack of perceived relevance in such highly 

structured helps to overcome barriers to engagement, enhance learning retention, and promote meaningful 

behavioural change.

Gaining and maintaining learners’ attention is crucial. This can be achieved through engaging instructional 

methods such as sensory stimulation, thought-provoking questions, and varied exercises that keep the learning 

environment dynamic. For instance, to capture learners’ interest in gender topics, facilitators can use provocative 

questions or scenarios that relate to real-life situations in the military. Starting a session with a case study about 

a gender-related incident in a military context can stimulate curiosity and engage learners from the beginning. 

Additionally, incorporating multimedia elements such as videos or testimonials from service members discussing 

their experiences with gender dynamics can further enhance attention.

Relevance means that learners see the connection between training and their personal or professional goals. 

Clearly articulating the benefits of understanding gender perspectives can foster a sense of relevance, making 

learners more invested in the material. For instance, facilitators can connect gender concepts to operational 

effectiveness by discussing how diverse teams improve decision-making and mission outcomes. Presenting 

statistics or research findings that demonstrate the impact of gender-inclusive practices on unit cohesion and 

performance can help learners understand why this knowledge is essential for their careers.

Building learners’ confidence is essential for motivation. This can be accomplished by ensuring that learners feel 

capable of achieving the learning objectives through supportive feedback and manageable challenges. Building 

confidence in learners involves providing them with opportunities to practice and apply their knowledge in a 

supportive environment. Role-playing scenarios where learners navigate gender-related challenges can help 

them develop skills and feel more prepared to handle similar situations in real life. Offering constructive feedback 

during these activities reinforces their ability to succeed and encourages them to engage more deeply with the 

material.

Finally, ensuring that learners find satisfaction in their achievements will encourage ongoing motivation. To 

ensure that learners feel satisfied with their learning experience, instructors should recognize achievements and 

provide positive reinforcement. Incorporating reflective activities where learners can assess their growth and 

understanding of gender issues will help solidify their learning experience and foster intrinsic motivation.

The volition component (sometimes considered part of Keller’s extended ARCS-V model) refers to self-regulation, 

persistence, and effort in learning. In the context of teaching gender in the military, volition ensures that 

learners stay engaged and apply their knowledge beyond the classroom, even when faced with challenges or 

resistance. For example, the preparation of a back-home action plan allows military personnel to translate their 

learning into concrete, actionable steps that sustain motivation and commitment over time. A well-structured 

back-home action plan, grounded in volition, includes strategies for self-regulation, persistence, and effort in 

implementing gender-awareness principles in daily military operations.

The use of experiential learning (role plays, simulations, scenarios, etc.) will help to ensure the learners’ active 

participation and subsequent mastery of the content. Further discussions and case studies, along with problem-

based learning, will highlight the value of gender perspectives to operational contexts. Critical thinking will 

help to further promote gender equality within the learners system of values which, in turn, will influence their 

behaviour, attitudes and priorities.

By applying Keller’s ARCS model in the context of teaching gender, educators can create a more engaging and 

effective learning environment that not only informs but also empowers learners to internalize gender equality 

as part of their value system. This approach not only enhances motivation but also promotes lasting behavioural 

change regarding gender perspectives in military settings.
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Motivation is further enhanced when facilitators weave in an intersectional perspective, showing that gender is 

never experienced in isolation. By framing gender learning within the layered realities of military life, facilitators 

avoid abstract generalisations and instead spark personal recognition, making the content harder to dismiss and 

easier to internalise.

6. Transformative learning in teaching gender to the military

Transformative learning is a dynamic educational process that fundamentally alters how learners perceive 

themselves and their environment. It involves a profound shift in consciousness, enabling individuals to critically 

reflect on their beliefs and assumptions, leading to significant changes in their worldview and behaviour.

Initially, transformative learning was introduced as an attempt 

to link education with democracy and the moral dimension 

of individuals and societies.9 It was later developed over 

several decades from the 1970s to the 2000s by Mezirow, 

who identified two main elements of transformative learning: 

critical reflection (self-reflection) and critical discourse, where 

the learner validates a best judgement.10

Recent developments in transformative learning theory 

emphasize the importance of emotional processes in 

facilitating transformation. Research highlights that addressing “edge emotions”—intense feelings associated 

with disorienting dilemmas—can help learners navigate their emotional responses more effectively. This emotional 

engagement is crucial for moving through the phases of self-reflection and critical reflection, which are essential 

for successful transformative learning outcomes.11

Transformative learning assumes that the learner is prepared to develop high-level critical thinking skills, show 

the ability to apprehend different views and interpretations, be open-minded and demonstrate democratic 

values such as accountability, pluralism, tolerance, transparency, responsibility, respect, integrity and curiosity.

Mezirow emphasizes that the learner is able to make shifts in his/her worldview through a combination of 

reflection and discourse.12 Through critical reflection, learning becomes “transformative”, and, through dialogue 

with others, is translated into the practice of self-awareness, personal development and empowerment.13 To be 

effective, transformative learning should be active and interactive by its nature, thus applying a number of active 

learning strategies and tools: self-reflection, journaling, simulation, role play, problem-based learning, practical 

application, etc.

To be transformative, learning must provoke self-awareness, application of acquired knowledge to create 

new meanings, capacity development of critical vigilance, cultivation of creativity, development of interactive 

learning relationships, changing strategic perceptions of knowledge and the world, and strengthening a sense 

of interdependence and social solidarity.14

Transformative learning is an effective strategy for gender education. The approach involves encouraging 

learners to re-examine how they gain knowledge. Instead of assuming that knowledge is simply made up of 

facts learnt from the outside, this theory encourages learners to examine how their own personal frames of 

reference – which have developed over time based on assumptions and expectations – influence their thinking, 

beliefs and actions. This can emancipate the learner, because it means that they are not dependent on others for 

knowledge. Instead, they are able to develop their skills in critical self-reflection, meaning that they learn from 

their experiences and interactions with others.

Importantly, transformative learning encourages adult learners to challenge their own basic assumptions, values 

and beliefs and develop new frames of reference based on critical reflection. To bring about transformative 

learning, instructors need to move beyond the “transmission” model where knowledge is sent in one direction 

Transformational (transformative) learning 

induces more far-reaching change in the 

learner than other kinds of learning, especially 

learning experiences which shape the learner 

and produce a significant impact, or paradigm 

shift, which affects the learner’s subsequent 

experiences.8
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from the curriculum to learners. Instead, the “transaction” model focuses on creating a dialogue between 

learners and the curriculum whereby learners create knowledge through problem solving.

This ultimately leads to “transformation”, where the inner nature of learners changes continuously as they 

interact with their environment. To bring this situation about, learners must be free from coercion, have an equal 

opportunity to participate in activities and feel powerful enough to challenge the basic assumptions behind 

the knowledge that is being presented to them. This usually involves reducing the power of the instructor and 

encouraging learners to cooperate as a group instead of competing with each other.

As transformative learning appeals to learners’ emotional spheres, it is important to set a corresponding 

activating event to trigger learners to examine their thinking and understanding of gender perspectives. It would 

be effective to create a disorienting dilemma, or to list gender stereotypes and ask the learners to contradict or 

illustrate them. An emotional start with a shocking video fragment might also take learners out of their comfort 

zone and trigger their critical thinking. Conflicting perspectives can also motivate learners to review their own 

standpoints. Failure-driven approaches to teaching recognize that learners are motivated to learn when their 

knowledge is not enough to solve a problem. Boxes 5.6, 5.7 and 5.8 suggest examples of transformative 

learning activities.

Box 5.6 Example of transformative learning – Narrative

King and queen exercise

Participants: Any

Time: 30 minutes

Supplies: None

Learning objectives: To introduce and explore socialization, beliefs and prejudices regarding gender

Exercise instructions: Tell the trainees the story of a queen and king who live in a castle on an island surrounded 

by water. One day the king goes on a business trip. Before he leaves he orders the queen not to go out of the 

castle until he returns. Nevertheless, the moment he leaves, the queen flees to a nearby village to see her lover. 

After spending several hours with him, she returns to the castle. However, the castle guard does not want to let 

her in because the king ordered him not to allow her to return if she left. At this point the queen goes back to her 

lover to ask for his assistance. He tells her that he does not think they have a serious relationship and he does not 

want to help her. Then the queen goes to see a friend in the village and asks for assistance. The response is that, 

unfortunately, the friend cannot help her because he/she is also friends with the king and does not want to destroy 

this relationship. The queen becomes desperate and again returns to the castle guard to ask him one more time 

to let her in, but the answer is still solidly “no”. As a last resort the queen remembers there is a man with a boat 

in the village: she asks him to sneak her behind the castle so she can at least take her belongings and then leave 

again. The boatman agrees to this, but charges the queen €500 and insists that the money is paid up front. This is 

not possible for the queen, as her money is in the castle. At the end of her tether, the queen decides she should 

just run into the castle, take her belongings and then run out. She does this, and the guard kills her. The end.

At this point the trainer asks the trainees to think about/discuss this story among themselves for few minutes. After 

discussion, learners are expected, individually or in small groups, to rank the characters in terms of responsibility 

for what happened to the queen, starting with the most responsible in their opinion. The trainer lists the characters 

on the flipchart, asks the ranking from the trainees and adds the number ranks next to each character.

For example: King 2, 1, 5, 6, 1

Queen 1, 4, 3, 2, 1

Lover …

Friend …

Guard …

Man with boat …
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Trainees are requested to explain why they ranked the characters the way they did. This part of the exercise usually 

develops into a very interesting discussion. Subsequently, the trainer asks the students if they would answer in the 

same way if the queen left the castle because she was hungry and there was no food in the castle; or if the king 

wasn’t really leaving on a business trip but going to see his mistress. Additionally, they should be asked to put the 

story into a human rights context and look at it from this perspective.

There are some interesting questions to ask.

What triggered the sequence of events?

How influential is our understanding of morals?

What do we know about the queen and her marriage?

Does the king have a lover in the destination where he went on business?

Was the king maltreating the queen?

Can she get a divorce?

Eventually, remind the students of the resemblance between the lover, friend and man with a boat on the one 

hand, and the institutions that are supposed to take care of victims on the other, i.e. they can often be more 

concerned with money, power and relationships than with supporting victims in need.

Trainer: Nikolina Marèeta, EUFOR15

A transformative learning approach involves providing learners with opportunities to identify the underlying 

assumptions in their knowledge. Further critical self-reflection will allow learners to realize where these 

assumptions come from and how they influence or limit their understanding.

Box 5.7 Example of transformative learning – Journaling

Participants: Any

Time: Daily reflection in writing (15–20 minutes)

Supplies: None

Learning objectives: To observe gender (dis)balance, (in)equality, etc. in everyday life

Exercise instruction: Ask learners to keep a journal. Learners should make daily observations concerning gender 

in their everyday life, study, books they read, TV, etc. and take notes of these observations – moments when 

they understood a new concept or viewpoint, a conflict or confusion. It will help them understand the role and 

importance of gender in their lives and in society.

Dialogue and discussion with other learners and the facilitator, as the most important social aspect of transformative 

learning, allow learners to analyse alternative ideas and approaches. All learners need to have their assumptions 

respectfully challenged. Moreover, if learners have to defend a viewpoint they disagree with, this challenges their 

thinking and brings to the discussion points that might not otherwise have been raised. Online discussions and e-mail 

exchanges can help to keep conversations going outside the classroom. Group projects on a particular gender-related 

topic or case are another effective activity to ensure learners’ discussion and critical thinking.
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Box 5.8 Example of transformative learning – Recommended reading and discussion

Participants: Any

Time: 20-30 minutes of discussion based on the reading

Supplies: Recommended reading

Learning objectives: To discuss thought-provoking reading that supports the topic

Recommend literature to your learners that makes them reflect on gender perspectives, e.g. memoirs and/or 

biographies of prominent women politicians, scientists and businesswomen. Readings on gender (im)balance and 

(in)equality from a historical perspective can also be recommended. Organize a discussion afterwards, or ask your 

learners to sum up the main ideas in the form of an essay.

The following are some examples of thought-provoking reading on the topic.

Criado-Perez, Caroline, Invisible Women: Data Bias in a World Designed for Men (Chatto & Windus, 2019)

Holvikivi, Aiko, Fixing Gender: The Paradoxical Politics of Training Peacekeepers (New York: online ed., Oxford 

Academic, 2024), https://doi.org/10.1093/oso/9780197774045.001.0001, accessed 21 Feb. 2025.

For transformative learning to move from thought to action, learners need opportunities to apply new 

knowledge. If possible, learners should be asked to share experiences where gender perspectives affected 

operational capability. In the classroom learners could be asked to solve a particular problem or assignment with 

multiple perspectives or problem-solving approaches. Case studies and role plays will allow learners to try out 

new perspectives.

In implementing transformative learning, the facilitator must ensure a careful balance between support and 

challenge, the latter being the main component of transformative learning. Push too hard, and learners resist; push 

too little, and the opportunity for learning quickly fades. To be an agent of change, the facilitator must understand 

the process of change and provide both the catalyst and the support necessary for transformative learning.16

Transformative learning about gender perspectives in military contexts requires a sustained, carefully structured 

approach to be effective. The process typically unfolds over months or even years, as military personnel need 

time to examine deeply ingrained cultural norms and institutional practices related to gender. Traditional military 

culture, with its historically masculine orientation, presents unique challenges that resist quick-fix solutions. 

Effective gender education in this setting moves beyond simple awareness training to facilitate a critical 

examination of how gender shapes operational effectiveness, unit cohesion, and leadership dynamics. Programs 

that achieve lasting impact generally incorporate multiple touchpoints throughout a service member’s career, 

creating opportunities to revisit concepts at different ranks and responsibility levels. This extended timeline allows 

personnel to progress from initial resistance or scepticism through stages of reflection, contextual application, 

and, eventually, integration of gender-aware perspectives into their professional identity and leadership 

approach. The most successful military organizations recognize that transformative gender learning is not a 

one-time training event but rather a developmental journey that parallels and enhances broader professional 

military education.

An intersectional perspective strengthens transformative learning by pushing learners to recognize that gender 

is always entangled with other dimensions of identity and power. When service members confront not only 

gender stereotypes but also how these intersect with rank, culture, or operational context, the disorienting 

dilemmas become sharper, the reflections deeper, and the dialogue more grounded in lived realities. This layered 

approach accelerates the shift from surface awareness to genuine transformation, making gender learning both 

more challenging and more enduring.
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7. Conclusion

Shaping learners’ attitudes towards gender equality, enhancing their understanding of the impact gender has on 

operational effectiveness and fostering changes in their behaviour should be at the heart of teaching gender to the 

military. Teaching gender in the military requires an approach that goes beyond simply transmitting information 

– it must engage adult learners, challenge existing attitudes, and encourage long-term behavioural change. By 

applying adult learning principles, facilitators can create an educational environment that acknowledges military 

learners’ experiences, fosters critical thinking, and ensures that gender perspectives are understood as relevant 

to operational effectiveness. Keller’s ARCS model of motivation enhances this learning process by ensuring that 

attention, relevance, confidence, and satisfaction are addressed, overcoming resistance and making gender 

education more engaging and applicable. Likewise, transformative learning provides a framework for deeper 

reflection, encouraging military personnel to critically examine their assumptions about gender and integrate 

new perspectives into their professional identity. A learner-centred, participatory, and reflective teaching 

approach is essential for fostering a deeper understanding of gender perspectives in military contexts. Within 

this, an intersectional approach adds depth by ensuring that gender is not treated in isolation but understood 

in relation to the broader social and institutional dynamics that shape military life. Facilitators should create an 

environment where military personnel can discuss, question, and apply gender concepts in a way that resonates 

with their real-world experiences. By integrating these educational strategies, gender training can become a 

powerful tool for enhancing operational effectiveness, promoting inclusivity, and strengthening mission success.
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teachers, but then goes on to describe learner motivation challenges that still occur despite these innovations. 

Part 2, the major part of the paper, describes the ARCS-V motivational synthesis and how to apply it to identify 

motivational characteristics and problems of learners together with a systematic process for designing and 

implementing motivational solutions. This design approach includes a 10-step process as well as a simplified 

version of the process to aid in lesson and module planning. It also includes a self-reflective checklist that an 

instructor can use to identify which aspects of motivation are satisfactory and which require strengthening. The 

final part of the paper provides examples of motivational strategies and a case description of the motivational 

enhancement of an instructional module in three different delivery contexts: classroom instruction, blended 

learning, and eLearning.
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Kitchenham, Andrew. “The evolution of John Mezirow’s transformative learning theory”. Journal of 

Transformative Education, No. 6 (2008), 104. https://www.researchgate.net/publication/249634386_

This article is a review of Mezirow’s transformative learning from its inception to the latest definition. The 

review builds on Taylor’s earlier discussions, but unlike his review this history of transformative learning relies 

predominantly on Mezirow’s publications to authenticate the discussion, with support from the extant literature. 

The article begins with Mezirow’s explanation of the stages of transformative learning, continues with the 

influences on the theory, transitions into the criticisms and concludes with a discussion of its evolution and 

development.

Knowles, Malcolm S., Elwood F. Holton III and Richard A. Swanson. The Adult Learner: The Definitive 

Classic in Adult Education and Human Resource Development. 6th ed. Elsevier, 2005.

This much-acclaimed text provides a theoretical framework for understanding adult learning issues in both 

teaching and workplace environments, and has been fully updated to incorporate the latest advances in the 

field. Keeping to the practical format of the previous edition, the book is divided into three parts. The first 

part contains the classic chapters that describe the roots and principles of andragogy, including a new chapter 

presenting Knowles’s programme planning model. The second part focuses on the advancements in adult 

learning, with each chapter fully revised and updated, and incorporating a major expansion of andragogy in 

practice. The last part of the book contains an updated selection of topical readings that advance the theory and 

includes the HRD-style inventory developed by Dr Knowles.

Krathwohl, David R., Benjamin S. Bloom and Bertram. B. Masia. Taxonomy of Educational Objectives, 

Book II: Affective Domain. New York: David McKay, 1964.

This book is the original publication on affective taxonomy. Affective learning is demonstrated by behaviours 

indicating attitudes of awareness, interest, attention, concern and responsibility, the ability to listen and respond 

in interactions with others, and the ability to demonstrate those attitudinal characteristics or values which are 

appropriate to the test situation and the field of study.

McGonigal, K. “Teaching for transformation: From learning theory to teaching strategies”. 

Speaking of Teaching: The Center for Teaching and Learning, Vol. 14, No. 2 (2005). https://www.

oregonschoolofmassage.com/wp-content/uploads/2021/02/SpeakingofTeaching_ResourceBkpdf.pdf.

The author describes transformative learning from the view of Jack Mezirow, and outlines the purpose of 

transformative learning in many different disciplines. McGonigal offers examples of the importance of 

transformative learning in the areas of science, mathematics, humanities and social sciences, explaining in 

each area how educators may be expected to change learners’ perspectives. In addition, McGonigal outlines 

several strategies currently being utilized by Stanford faculty members to enhance transformative learning in the 

classroom. This article is a useful resource for faculty members in any discipline who wish develop transformative 

thinking in their courses; however, content-specific examples in science-related courses may make it more 

appealing to faculty in the hard sciences.

Mezirow, Jack. “Transformative learning: Theory to practice”. New Directions for Adult and Continuing 

Education, No. 74 (1997), 5–12.

This article summarizes the transformation theory of adult learning, explains the relationship of transformative 

learning to autonomous, responsible thinking, viewed as the central goal of adult education, and discusses 

practical implications for educators. It emphasizes that critical and autonomous thinking must take precedence 

over the uncritical assimilation of knowledge, and that transformative learning is a route to the development of 

critical thinking.

https://www.researchgate.net/publication/249634386_
https://www.oregonschoolofmassage.com/wp-content/uploads/2021/02/SpeakingofTeaching_ResourceBkpdf.pdf
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Plantenga, Dorine. “Gender, identity, and diversity: Learning from insights gained in transformative 

gender training”. Gender & Development, Vol. 12, No. 1 (2004), 40–46. http://dx.doi.org/10.1080/1355

2070410001726506.

This article aims to stimulate critical thinking around gender, identity, and power in development organizations. 

It focuses on two insights from gender and development training: first, an individual’s identities are always 

multiple and interconnected, so that one cannot talk about gender in isolation; and second, all identities are 

gendered. There are power dynamics between different identities, and these give privileges to some and make 

others vulnerable. The aim of transformative gender and diversity training is to acknowledge these power 

dynamics, to demystify them, and to find strategies that will promote equality for all involved. I discuss four 

insights from training that have important implications for organizational transformation in relation to gender 

and diversity.

“Teaching with Gender” Book Series. https://atgender.eu/category/publications/volumes/.

The book series “Teaching with Gender” collects articles on a wide range of teaching practices in the field of 

gender.

Fang, Xiaoxuan, Davy Tsz Kit Ng, Jac Ka Lok Leung, and Huixuan Xu. “The applications of the ARCS 

model in instructional design, theoretical framework, and measurement tool: a systematic review of 

empirical studies”. Interactive Learning Environments, Vol. 32, No. 10 (2023), 5919–5946. https://doi.or

g/10.1080/10494820.2023.2240867

The Attention, Relevance, Confidence, and Satisfaction or ARCS model is an effective motivational model that 

has been widely accepted by education practitioners. Literature on the ARCS model has focused primarily on 

aspects of educational settings, research methods, and outcomes. However, few studies have addressed the 

applications of the ARCS model based on its role in educational research. This review study investigates what 

and how the ARCS model has been adopted in existing literature from 2011 to 2022. 55 empirical studies were 

identified and analyzed in three dimensions: instructional design, theoretical foundation, and measurement 

tools. The instructional design sums up pedagogical approaches, learning outcomes, and effects of the ARCS 

model. The theoretical framework outlines the roles and other theoretical frameworks integrated with the ARCS 

model. The measurement tools report versions and reliability of the Instruction Materials Motivation Survey 

(IMMS). This study contributes to strengthening our understanding of the ARCS model applied in the three 

dimensions. Lastly, a set of limitations and recommendations for future research are summarized.

http://dx.doi.org/10.1080/13552070410001726506
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CONTENTS

1. Introduction2

Part I of this handbook identified how introducing a gender perspective in the military can improve operational 

capacity and the implementation of many national and international legal obligations. It highlighted the 

importance of gaining an understanding of the gender dynamics in both the civilian population and, especially 

when it comes to necessary improvements in recruitment, retention and promotion of women, within the armed 

forces. Having established both the gender-related content that is required in military education and good 

practices in its delivery, the next logical step for those undertaking educational roles in the military is to examine 

the gender dynamics of their own working environments.

This chapter therefore seeks to show how instructors can lead by example in applying a gender perspective 

in their daily work in order to highlight the demonstrable benefits this has in creating learning environments 

Callum Watson (Small Arms Survey)1



129

Teaching Gender in the Military

where women, men and gender-diverse individuals can all thrive. Furthermore, considering gender dynamics 

in the classroom is fundamental to implementing the “transaction” models of teaching that bring about 

transformative learning (Chapter 5). Instructors, like their learners, have a responsibility to improve gender 

relations within their institution, but they also have an opportunity to shape how their learners think about 

gender for the rest of their careers. While training is not the specific focus of this chapter (or of this handbook 

overall), it often provides ad hoc educational opportunities for instructors, and hence parts of the chapter will 

also be relevant to training environments.

The chapter’s objectives are to equip instructors with practical tools to identify, adapt and leverage the gender 

dynamics within their classrooms by:

•	 highlighting ways in which gender dynamics affect classroom environments;

•	 explaining how these dynamics advantage and disadvantage different learners in the classroom according to 

their gender;

•	 outlining how gender dynamics can serve as course content in the form of ‘teachable moments’;

•	 presenting concrete strategies for providing all learners with equal opportunities to reach the learning objectives.

The chapter begins with a discussion on the importance and benefits of considering gender dynamics in the 

classroom. The following section then describes the gender dynamics in aspects of the classroom environment, 

namely teaching content, language, learner participation, appraisal and access to faculty, educational resources 

and online teaching. Good practices for promoting a gender-equal learning environment are outlined under 

each of these six aspects.

2. Why do we need to consider gender dynamics in the classroom?

Analysing the gender dynamics of a classroom involves studying how the learning experience differs between 

learners in all their diversity based on how they interact with the content, the course design or methodology, 

their instructors and the other learners in the class. Dynamics are also influenced by the different levels of access 

that women and men have to resources and faculty outside the classroom. In addition, each individual’s learning 

experience will be affected by their age, rank, service history, race, religion, ethnicity, sexual orientation and 

gender identity (i.e. the degree to which learners conform to socially ascribed gender roles), as well as how 

others perceive these factors in a specific learning environment.

Instructors working in the field of military education need to consider the gender dynamics of their classroom 

because it can have lasting impacts on both learners and the institution itself. By shaping perceptions of gender-

related behaviours, norms and expectations, they can influence the institution’s culture, the individuals and skills 

that are most valued, and ultimately the allocation of ranks and roles in the military. They also play a critical 

role in operational effectiveness by preparing – or not – personnel to work in diverse teams, which is especially 

important in multilateral operations undertaken by NATO and its partners in contexts that may be very different 

to the home environment of personnel. Moreover, gender dynamics impact the affective domain (see Chapter 

5) and thus the degree to which learners internalize the values of equality, human rights and democracy that 

their respective institutions are mandated to defend. Broadly speaking, by considering gender dynamics in the 

classroom, instructors have the power to influence several aspects of how their institution functions:

1. Ensuring fair, competency-based access to ranks and specialized roles in the military3

An instructor’s choice of educational content, teaching methods and learner appraisal modalities will go some 

way to determining who passes their course and with what grade. This will then have an impact on each learner’s 

military career by determining where they are able to serve, at what rank and what skills and competencies they 

are encouraged to develop. Thus to ensure that military roles are staffed by those who have the best command 

of the actual skills required to achieve operational effectiveness, learner assessment needs to reflect ability 

across a comprehensive range of skillsets, and must not be influenced by conscious or unconscious biases. This 
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is important because contemporary military missions require well-rounded personnel with multifaceted skillsets 

that encompass both masculine-coded skills (such as those related to combat and the use of physical strength) 

and feminine-coded skills.4

2. Challenging gender-related perceptions of different roles in the military

The way in which an instructor portrays the women and men serving in a given role in the military will influence 

whether or not different learners can also see themselves performing that same role in the future. Simply put, 

an instructor can subconsciously influence what is seen as “men’s work” and “women’s work” within the 

institution. This can affect both the roles women and men apply for and also how they are perceived and valued 

by their peers in these roles. Indeed, studies on barriers to women’s meaningful participation have identified that 

a lack of confidence coupled with a culture of gender stereotyping and social exclusion,5 rather than a lack of 

competence, can dissuade women for applying for roles they would likely excel in.

3. Preventing the reproduction of social orders characterized by gender inequality6

The way in which women and men engage and are engaged in the classroom as well as the roles they are asked 

or allowed to perform will play a part in shaping the relationship between women and men in the institution 

as a whole. For example, if women never have leadership roles (over men) during group work activities, this 

can reinforce implicit assumptions in the institution that men make more natural leaders. On the other hand, if 

women and men are rewarded for working together as equals, the classroom environment can help foster an 

inclusive esprit de corps, which is essential for a modern military.

4. Facilitating learner self-reflection and building awareness of inequality7

By openly discussing gender and diversity, and challenging gender and other forms of inequality, instructors 

can help learners to recognize situations in which privilege based on their identity gives them more power 

than others. Instructors can highlight how, in different situations, specific groups of women and men are 

placed at a disadvantage. By showing their learners that they have the power to change this, and that this is 

a leadership skill (e.g. on the grounds of both non-discrimination and mission effectiveness), an instructor can 

shape a learner’s behaviour for the rest of their career. In this way, both the classroom and the learner’s work 

environment serve as content for learning – both during and after the teaching itself.

	“ All of these men experience the pressure to be masculine, and all of them feel that, at 

least at times, they want to step outside of the role. One significant aspect of our work 

is to help them name the cultural pressure that is masculinity – to give them a language 

for symbolizing their experience. It is tremendously difficult to resist a pressure that 

one cannot name. When we give men the gift of gender-aware language, we change 

masculine conformity from the status of default option to that of informed choice.8

Dr Christopher Kilmartin
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5. Encouraging openness to hearing the different perspectives of women, men, girls and boys9

An instructor can influence how the learners perceive the subject they teach. For example, if classes on ‘security’ 

primarily reflect traditional notions of state security, learners may have the impression that it pertains largely to 

controlling territory, critical infrastructure and supply routes. If classes on ‘security’ incorporate human security 

dimensions and perspectives of civilians who have lived through conflict, ‘security’ can be understood as also 

preventing threats such as sexual violence, violent crime, food insecurity and health epidemics. In other words, 

instructors can ensure that both men’s and women’s voices are heard in the classroom – including those of their 

own learners – and can demonstrate to others the value that this brings (see Box 6.1).

Being aware of classroom gender dynamics can therefore enable instructors realize the power they have in 

shaping gender norms in the institution for the better. Small changes to promote gender equality in their 

immediate classroom environment can potentially have an amplifying effect on the rest of the institution. With 

this in mind, the remainder of this chapter highlights four aspects of gender dynamics in the classroom and 

presents some concrete suggestions for instructors to make their classroom environments more “democratic” 

and inclusive of all learners.

Box 6.1 Women in peace processes – a relevant lesson for educators10

Studies show that “women’s direct participation in peace negotiations with voice increases the quality and 

durability of peace” and that “peace processes with broad societal support, agreements with a high number of 

provisions that represent a socio-political reform agenda, and high implementation rates for agreement provisions 

during the post conflict period most likely result in durable peace.”11

This is not an indication that women are inherently more peaceful. Rather, it highlights that the perceptions of 

insecurity by many military leaders, such as physical security threats to the state, are not always widely shared by 

large parts of the population who may be more concerned by injustices and the lack of access to food, land, health 

and education in their daily lives. Ensuring that women, especially those from civil society, meaningfully participate 

in security discussions can lead to a better understanding of the underlying security needs of the population 

– civilian and military women, men, girls, boys and gender-diverse individuals – and thus their motivations to 

support conflict or to engage in peace efforts. Changing the nature and format of policy discussions in a way that 

encourages diverse participation, respect for different opinions and unconventional topics to be raised can also 

shift the kinds of topics men feel comfortable raising in security-related settings. Classroom settings also provide 

an opportunity to simulate inclusive discussions and facilitate experiential learning on the benefits of a more 

holistic and multifaceted approach to complex, topics such as those related to conflict.

3. What aspects of the classroom environment have gender dynamics and 
what can educators do to account for them?

Gender dynamics in the classroom influence participation, engagement, and learning experiences. Six aspects can 

be highlighted in this respect: educational content, the language used in the course delivery, class participation, 

learner appraisal, access to faculty and educational resources, and online teaching and learning space.

3.1 Educational content

The content that is chosen for a course reflects what the instructor, and others who designed the curriculum, feel 

that a learner ought to know on a given topic in order to achieve a given objective. What resonates most with 

instructors and curriculum designers, however, is based on their prior knowledge, assumptions and experiences 

which, in turn, are determined by their gender and other intersecting aspects of privilege and oppression.



132

Optimizing the Learning Environment: Addressing Gender Dynamics in the Classroom

SI
X

Educational theorists have explored how content – and especially literature – can include or exclude learners 

using the metaphor of “mirrors”, “windows” and “sliding glass doors”. A “mirror” describes books that 

learners can identify with, because the stories, contexts and characters reflect aspects of their own lives. A 

“window” describes books where the stories, context and characters reflect the lives of people different to that 

of the reader. A “sliding glass door” describes books that invite the reader to pass through a window in their 

imagination and find a connection with a world they were not previously familiar with.12 In military education, if 

content is illustrated with examples that only reflect the experiences of groups that have traditionally dominated 

the military, this is likely to create divisions. The “in-group” will be those for whom these examples are “mirrors” 

and the “out-group” will be those for whom these examples are “windows”.

An inclusive learning environment would ensure that, for each individual learner, the content reflects a balance 

of “mirrors” that resonate with learners, and “windows” that allow them to learn about people who are 

different to them. When it comes to teaching gender, ensuring that the content includes cases that resonate 

with different groups of women, men and gender-diverse individuals can provide a more enriching learning 

experience that engages everyone. Better still, content that includes “sliding glass doors” can challenge learners 

(especially from dominant groups) to imagine living the lives of others, thus fostering empathetic connections 

and allowing them to identify commonalities and appreciate differences.

Aside from written texts, pictures and video clips can also leave a strong impression on learners, either by 

reinforcing what they see as “normal” or by challenging assumptions (see Box 6.2). For example, it is often the 

case that pictures of military personnel portray predominantly or exclusively men who adhere to stereotypical 

masculine norms, and the civilians depicted are all women or children. This can hide the long history women 

have as combatants in conflict settings,13 and that many civilian men in conflict zones who are unable or choose 

not to take on a military role are wrongly assumed to be combatants.

Another way in which educational content can exclude learners based on their gender is in the kinds of assumed 

knowledge learners are supposed to have (see, for example, Box 6.3). Instructors will exclude some of their 

learners from engaging in the subject matter if they build on knowledge outside that of prerequisite courses. 

Gender dynamics in society mean that, for example, a man is much more likely to have been shown how to 

repair a car whereas a woman is more likely to have had experience in food hygiene and preparation. In addition, 

the local geographical knowledge of women and men will vary because they do not necessarily spend time 

in the same places.14 Instructors should therefore only assume their participants know what is in prerequisite 

courses. Learner-centred and participatory learning approaches (see Chapter 5), active learning and formative 

Box 6.2 Women in the Canadian military

Portraying women in combat roles (see 

modern poster, right) can plant the 

idea of serving in this function in the 

minds of recruits, and also normalize 

the notion of women as armed 

combatants for men in the army in 

general. Previously (see poster from 

1940s–1960s, left), the armed forces 

sought to promote the acceptance of 

women in the military for a different 

logic, and hence few women or men 

would have imagined a combat role 

for women at the time.
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assessment techniques (see Chapter 7) can be used to ensure that the whole class has reached the learning 

outcomes before introducing new content.

Practical tips for making content more gender-equal

	3 Instructors consult a diverse group of individuals when designing the course to enhance the inclusion of a 

variety of perspectives and learning methodology and better reach all learners in the course.

	3 Men and women from diverse backgrounds are portrayed in course materials in non-stereotypical roles.

	3 Gender bias in materials is highlighted and balanced by supplementary information.

	3 Instructors use diagnostic assessments to determine prior knowledge instead of making assumptions.

	3 Transformative learning approaches encourage the presentation of different perspectives – including those of 

the learners themselves – during the class.

	3 Instructors actively highlight historically excluded viewpoints during their classes, including the contribution 

of different women and men from diverse backgrounds to academic disciplines.

	3 Instructors show examples of women and men from different backgrounds working in the military roles 

towards which the class is geared.16

	3 Instructors educate themselves about their learners’ different cultural backgrounds.

	3 Learner-centred and participatory learning approaches, active learning methods and formative assessments 

encourage knowledge sharing between the learners and ensure that the whole class has reached the 

learning outcomes.

3.2 Language used in course delivery

Box 6.4 provides some concrete examples of the gender dynamics of language. Broadly speaking, the language 

used in course delivery can exclude some learners from the learning environment based on their gender in two 

ways: it can antagonize them, or it can be unnecessarily incomprehensible. 

Box 6.3 Women in the engineering classroom15

A study on female engineering learners found that most male learners had come to the subject through a love of 

playing with equipment as a child, whereas most female learners had chosen it because of their good grades in 

mathematics and science. In this extract, a female learner describes the challenges she faced in a practical session 

due to not been taught the necessary vocabulary.

“It says ‘Open the valve’ and I thought ‘What does a valve look like?’ I thought a valve was inside the pipe so how 

do you open the valve? They said ‘there’s a little handle here’. And they could have just said that! Some of them 

are like those taps that doctors have so you don’t have to touch them, and some of them are like big wheels – it 

does help if you know what a valve looks like so you can go looking for the right thing.”
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Antagonistic language

Intentionally discriminatory language should clearly be avoided, but instructors also need to take care to avoid 

using sexist language unintentionally. Common examples include the generic use of masculine words such as 

“he” as the generic pronoun, or “policemen” to refer to all police officers. Studies suggest that men rarely 

detect such gender-biased language, but tend to be strongly opposed to using feminine language as a generic 

form.17 Similar dynamics occur when groups of learners are referred to using terms like “men” (when both men 

and women are represented) or groups of women referred to as “girls” (i.e. children). More ambiguous terms 

like “guys” warrant discussion to determine whether women in the particular context feel included.

Stereotypes are another way in which language excludes learners based on their gender. Not only are they 

factually inaccurate, but they can also make learners who do not conform to social norms feel excluded and 

reinforce biased notions about which roles and professions are appropriate for men or for women. Statements 

made by influential individuals that carrying heavy equipment is “men’s work” causes women performing these 

roles to feel less accepted; indeed, men may even feel social pressure to prevent women from undertaking such 

tasks under the guise of “gentlemanly conduct” – a form of “benevolent” sexism (see Box 6.5). Furthermore, 

such stereotypes can be seen as valuing servicemen’s contribution to the armed forces in relation to their 

physical attributes while overlooking the diverse range of different skills that men bring to the institution. A 

study of peacekeepers found that women and men who had deployed, contrary to those who had not, listed 

the ability to communicate with the local population as the most important skill.18 Box 6.4 explores the more 

nuanced dangers of seemingly positive stereotypes.

Box 6.4 The gender dimensions of language

The following four sentences could be used to describe the same situation but can bring very different images to 

the mind of the reader.

Example Observations

Gender-biased When a soldier goes into battle, 

his primary concern is to protect 

women and children.

Generalizations: Even if most soldiers are men 

and most civilians are women and children in this 

context, the sentence excludes exceptions to the 

rule. In addition, it is almost certainly based on 

unverified assumptions.

Gender-neutral/

blind

When soldiers go into battle, 

their primary concern is to protect 

civilians.

Reinforcing learner stereotypes: Some instructors 

attempt to use neutral wording in an attempt to be 

gender-equal. However, most learners will probably 

assume that the soldiers are men and the civilians 

are women.

Gender-inclusive When a soldier goes into battle, 

his or her primary concern is to 

protect civilian women, men, girls 

and boys.

Challenging stereotypes: This wording can challenge 

the assumptions of the learners and present a fuller 

picture of the situation. All learners should be able 

to see themselves in this more accurate description.

Gender-

transformative

The women and men 

commanding this mission 

identified that civilian men were 

primarily at risk of being killed; 

the primary concern for women 

is losing access to their land as 

they may not inherit it if their 

husbands are killed.

Introducing complexity: This example demonstrates 

the necessity of a comprehensive approach that 

addresses actual physical and human security threats 

identified through a gender analysis. It explores how 

conflict inevitably disrupts gender relations, yet seeks 

to instil empathy in learners with familiar narratives 

that many may identify with.
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Incomprehensible language

A more subtle way in which learners are excluded is through the instructor’s use of analogies and metaphors 

which often have nothing to do with the subject matter. For example, an instructor might use the expression “it 

was bottom of the ninth and the bases were loaded”20 when recounting a story to explain that it was the last 

opportunity in a high-stress situation. This baseball analogy will not be understood by learners unfamiliar with 

the sport, which is both dominated by men and also followed more closely by groups of men from particular 

racial, class and geographical backgrounds.

Moreover, in multinational training contexts, instructors (especially those who do not speak a second language 

or who lack experience working under commanders from other countries) may inadvertently exclude learners 

by using slang, colloquialisms, metaphors or military jargon. Expressions like “cock-up” or “snafu” to mean a 

disruption, “chow hall” or “mess” to mean dining room, or “bog”, “dunny”, “jacks” or “washroom” to mean 

a toilet are difficult to understand for some English native speakers, let alone those who speak English as a 

second language. Providing glossaries, definitions and materials in advance can allow learners new to a given 

context to prepare. Instructors can create learning opportunities by asking learners to explain terminology that 

others may not understand.

Practical tips for inclusive and non-discriminatory course delivery

	3 Instructors avoid sexist and other discriminatory language.

	3 Instructors use gender-inclusive language during instruction (e.g. ideally both men’s and women’s pronouns, 

but “they” is better than only “he” or only “she”).

	3 Instructors use equivalent wording when referring to men and women, e.g. servicewomen and servicemen, 

ladies and gentlemen, women and men but not “men and girls” (e.g. men are adults and women are children).

	3 Instructors are wary of benevolent sexism and, if it occurs, use it as a teaching/learning moment.

	3 Instructors avoid generalizations and stereotypes, and discourage learners from using them.

	3 Instructors and other learners use analogies and examples to which everyone can relate.

	3 Instructors create a “call-in” culture where learners agree to intervene if they find language discriminatory, 

but in a constructive way that assumes that the speaker did not intent to offend.

	3 Instructors identify terms that may be unfamiliar to some learners, and provide explanations as well as 

materials in advance so that learners can prepare.

Box 6.5 “Benevolent” sexism19

“Benevolent” sexism, or the “women-are-wonderful effect” refers to a culture where those at the top of a gendered 

hierarchy reward others who conform to their inferior status. An example would be giving women personnel the 

day off before a national holiday so that they can prepare food for their families. Levels of “benevolent” sexism in 

a given society correlate with those of hostile sexism; in other words it forms part of a carrot-and-stick (reward-

and-punishment) system. In our example, a woman who prioritizes her career over her family and refuses to take 

the day off (or a man who requests leave to cook for his family, for that matter) is likely to be confronted with a 

hostile reaction. This also explains why high levels of violence against women can be found in societies where men 

see themselves as protectors. Benevolent sexism should therefore be avoided, despite objections from those who 

benefit from it at times.
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3.3 Class participation

If left unchecked, the classroom environment will reflect the social relations of its learners in wider society. 

Those who dominate in society based on factors such as gender, class, educational level, ethnic origin, physical 

ability and age will also tend to dominate in the classroom; those from less privileged backgrounds will be 

silenced.21 Where gender is concerned, this may tend to turn men in the classroom into “knowers” and their 

women counterparts into “listeners” irrespective of their relative level of knowledge or academic performance.22 

Instructors, however, have the power to disrupt this and set the tone in the classroom. Studies suggest that this 

is most successfully done from the outset.23

Group work

In large class discussions, studies repeatedly show that male learners tend to dominate by calling out answers, 

raising their hands more often and making lengthier interventions than women. Instructors play a role in this 

by calling on male learners more frequently (who they are more likely to know by name), asking them more 

abstract questions and then referring more to points made by men than by women later on in the class. Male 

learners are also more likely to be asked follow-up questions and given more specific feedback in the form of 

praise, criticism or correction.24

Women, on the other hand, tend to be asked questions that require short answers and receive non-verbal or 

one-word feedback, e.g. a nod or a “good”. Similarly, when they ask questions, they are often told the answer 

directly, whereas instructors more frequently guide men through a problem-solving process.25 Moreover, female 

learners tend to make shorter statements that are often prefaced in a more hesitant way (e.g. by using words 

like “perhaps” and phrases like “I may be wrong, but…” or using rising intonation to turn their statement into 

a question). They also tend to be interrupted more frequently, and both other learners and the instructor are less 

likely to refer back to their comments later in the class.26

When divided into small groups and given a set task, research has indicated that female learners often take 

on more leadership roles (as long as the group is relatively gender-balanced or a majority are women). While 

such learning environments can be positive for both genders, it was found that in woman-dominated groups, 

men often demand attention and additional support from the rest of the group in order to complete their 

individual contributions to the group task. Where men are in the majority, female learners are often ignored, 

although some instructors seem to place academically stronger female learners in groups to “tutor” weaker 

male learners.27 Small groups can therefore be seen as an opportunity to promote more gender-equal classroom 

dynamics as long as female learners are not burdened by these additional support roles.

Gendered allocation of tasks

An additional aspect to consider is the division of classroom tasks. In both full-class and small group work 

settings, more male learners end up doing demonstrations that involve equipment while the female learners are 

pushed into more “secretarial” roles.28 The result is a self-fulfilling prophecy where male and female learners 

become more competent at performing stereotypical tasks associated with their gender because they rarely 

have the opportunity to switch roles. As this division of roles becomes institutionalized, performing a task not 

typically associated with one’s gender might provoke a negative reaction from the learner’s peers. On the other 

hand, assigning dominant characters in the classroom with “secretarial” roles can be a way to encourage them 

to observe gender dynamics and foster self-reflection.

Learners not working in their native language

Courses on gender or that mainstream gender benefit greatly when women and men from diverse backgrounds 

participate. Learner-centred participatory learning environments can however be intimidating to non-native 

speakers of the language of instruction, especially for learners more accustomed to lecture-style formats. For 

some learners, working in pairs or in breakout groups can be easier. Others prefer to read prepared statements 
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that have been checked by an instructor beforehand. Instructors who find creative ways to include diverse voices 

in their classes will better achieve the learning outcomes when compared to those who assume that non-native 

speakers are naturally quiet, or that they cannot participate until they improve their language skills.

Practical tips: What methods facilitate the participation of often excluded/non-participative learners?

	3 Ground rules are established with learner input during the first class, and shape the response etiquette.29

	3 The ground rules are reviewed periodically, discussed by the class and modified if necessary.30

	3 Instructors explicitly acknowledge that sexism and other forms of discrimination exist in the classroom, 

and that this makes it easier for some learners to participate compared to others. No one is blamed for 

the misinformation they have been told about other groups (e.g. “women cannot lead”), but everyone 

endeavours not to repeat untruths.31

	3 Instructors are aware that their own identity (gender, age, rank, combat experience, ethnicity, level of 

education, etc.) will make certain learners feel more able to participate than others. They take active steps to 

overcome the obstacles to participation experienced by some learners.

	3 Instructors are clear that class discussion is not purely a debate but rather an opportunity to gather all the 

information that the class has on a given topic. Learners are therefore encouraged to listen to others in the 

class, build on their comments and ask them further questions.32

	3 Learners represent their own opinions, and are not permitted/expected to representative the views of groups 

they are perceived to belong to.

	3 Instructors keep track of which learners they call upon. One way to do this is to divide the room mentally 

into quadrants and ensure that women and men in each quadrant participate.33 Another way is to record the 

names of the learners who were called on, or who spoke, during or after each session.

	3 Instructors wait three to five seconds before taking a response to a question, and do not necessarily ask those 

who raise their hands the fastest.34

	3 Instructors refer back to (especially quieter) learners’ written or spoken comments later on.35

	3 Instructors give less confident learners encouragement and sufficient time to express their ideas. This includes 

giving the floor to learners who react to comments non-verbally, and drawing them out if necessary.36 It can 

also involve providing especially non-native speakers alternative ways of expressing themselves.

	3 Instructors offer a wide range of participation methods, including opinion polling, inviting non-hand-raisers 

to speak, small group activities, working in pairs, presentations and written work (e.g. journaling can be 

especially useful in gender courses).37

	3 Instructors prevent learners from being interrupted when they are speaking; failing this, learners are given the 

opportunity to finish making their point.38

	3 If a learner dominates the discussion, instructors can assign them with a task that involves listening, such as 

a class rapporteur or observer.

	3 In group work activities, instructors require that roles – especially leadership ones – are rotated among 

learners, and that groups are mixed in terms of gender and other attributes.39

	3 Both female and male learners learn how to use equipment in practical exercises as well as in everyday tasks 

such as classroom set-up and cleaning (e.g. computers, DVD players, vacuum cleaners).40

	3 Gender-biased statements and/or behaviour are used as learning/teaching moments whenever possible. If it 

is too much of a distraction from the learning outcomes for the lesson/session, the statement/behaviour is 

flagged for future discussion.
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3.4 Learner appraisal

The gender dynamics of learner appraisal appear to be somewhat paradoxical at first sight. On the one hand, 

female learners outperform male learners in most subjects in the vast majority of countries irrespective of levels 

of gender inequality (see Box 6.6).41 On the other hand, research suggests that assessment is nonetheless biased 

in favour of male learners, who on average are able to win educational scholarships with lower grades than 

women.42 Learner appraisal can therefore have profound effects on the gender balance of military institutions 

at the higher levels for years to come. These are factors that instructors in military educational institutions need 

to keep in mind when fulfilling their responsibility to ensure that assessment accurately reflects each learner’s 

performance in their subject area.

Learner appraisal in the form of continuous formative assessment during the class (such as classroom discussions 

and questions posed by instructors to their learners) as well as in small written assignments can have a significant 

impact on learners’ perception of how they are performing in the class and whether they persist with the 

subject. Several studies have documented gender bias in this kind of appraisal. For example, women tend to be 

complimented for the presentation of their written work, whereas men are assessed more on the intellectual 

quality of their assignments.43

There is also evidence of gender bias in formal assessment. If there is an overreliance on assumed knowledge 

(see Section 3.1) or gender bias in the educational content (see Section 3.2), then there is a risk of examinations 

assessing untaught information, terminology and skills.

Interestingly, despite these challenges, there are many incidents where men perceive a grading bias in favour 

of women, which is often attributed to the way they dress or some other feminine attribute such as working 

cooperatively rather than competing alone.44 Box 6.8 provides an overview of current research into the actual 

reasons why women and girls have begun to outperform men and boys academically.

Instructor appraisal

Studies examining instructor appraisal have noted that female and male instructors are often evaluated 

differently by their learners (see Box 6.6). Adult learners come to the classroom with particular ideas regarding 

who has the right to be an instructor and how an instructor should conduct herself or himself. This may 

involve gender bias. For example, learners may expect male instructors to demonstrate authority and technical 

expertise, whereas they expect female instructors to be more caring, nurturing and understanding of personal 

issues that affect learners’ participation or attendance. Where instructors do not conform to these expectations, 

learners have been shown to criticize them on appraisal forms. In the same way that female learners are 

often evaluated disproportionately on the way they present themselves and their work, women instructors 

have reported receiving learner comments on their choice of clothing, with some even suggesting alternatives. 

Conversely, if male instructors dress untidily this can actually earn them respect, as it fits learner perceptions of 

what an intellectual looks like.45
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Box 6.6 The different appraisals received by male and female instructors

Recent studies suggest that the tendency for women to be judged more harshly in student appraisals may be 

fading, possibly because having a female instructor has become more normalised. In addition, learners seem to 

rate their own gender slightly more favourably and the gender balance of students has become more equal.46 

There are persistent differences, however, on what women and men are assessed on. For example, Benjamin 

Schmidt tested this by creating a database using millions of reviews from the website, Rate My Professor, and 

coding them based on the gender of the instructor.47 He found that men were more likely to be judged (positively 

or negatively) on whether they were “smart” or “dumb”, “boring” or “interesting” and “cool” or “weird”. 

Women, on the other hand, were more likely to be judged on whether or not they were “helpful”, “organized” 

or “friendly”.48 While many female instructors have complained that their evaluations refer to clothing rather than 

their teaching49, Schmidt’s study (which uses a database of reviews by students for students) found that women 

and men were equally likely to received comments on their looks, such as “hot” and “sexy” in equal measure.50

These differences may sound trivial at first, and formal evaluations may show different results, student appraisal 

can affect an instructor’s prospects of gaining promotions and being given tenure. In particular, Schmidt highlights 

that the criteria women are judged on (such as helpfulness) often require greater investments in time meaning that 

women may have to work harder to achieve the same level of positive feedback as men.51

Another factor is that learners may perceive women and people from minority groups as lacking authority in 

the classroom, as their appearance is different to that of the standard model of an instructor. These instructors 

are put in a difficult position: should they take a more informal approach in order to build a rapport with 

their learners by, for example, referring to themselves by their first name, at the expense of undermining their 

authority? Or should they maintain authority by demanding that learners address them formally and with 

respect, and risk antagonizing their learners? Unable to command equivalent levels of respect, instructors in this 

category are more likely to be told in learner evaluations that they are biased, rigid, politically correct and have 

an agenda, whereas men who conform to traditional notions of what an instructor looks like are credited for 

being objective, relaxed and good-humoured.

The impact of gender bias in scoring of instructors can be negative not only for the individual instructor, but 

for the institution as a whole. If learner appraisals prevent instructors from underrepresented groups from 

advancing in their careers regardless of their teaching quality, the institution will miss out on the benefits a 

diverse team of staff can bring to educational content and learner participation.

The most effective strategies for addressing the challenge of gender (and other) bias in appraisals by learners 

begin with instructors raising this problem with their learners in classroom discussions. Arguably, this will have 

the biggest impact coming from instructors who best fit the standard model (i.e. older men from dominant 

ethnic groups), as this reduces the likelihood of the problem being seen as a “women’s” or “minority” issue.52 

Also, more attention should be given to qualitative feedback (written commentary) than quantitative (numerical 

scoring), as the latter more often reflects “gut feeling” and does not require learners to justify their scores.

Practical tips: How can educators conduct appraisals in a way that measures the learner’s ability to learn, 
understand and apply the content to the greatest extent possible?

	3 Instructors take active steps to ensure that men and women are appraised according to the same criteria.

	3 Assessment criteria accurately reflect each learner’s knowledge of the subject and his or her ability to apply 

it in military contexts.

	3 Instructors give all learners equally difficult tasks irrespective of their gender.

	3 Instructors have equal expectations of all the learners in the class.

	3 Instructors appraise both the intellectual quality and the presentation of all work.
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	3 Instructors present learners with a variety of ways to demonstrate their knowledge (e.g. in writing, speaking, 

group work, etc.)

	3 Instructors actively encourage all learners to seek additional support.

	3 Instructors grade learners only on knowledge presented in the class and prerequisite classes, or research 

undertaken as part of the course, not on their level of general knowledge.

	3 Instructors base assessments on the ability of learners to apply their knowledge to the real-life situations of 

graduates of the course.53

	3 Instructors consider how appraisals can be used to boost self-esteem and encourage positive learning 

behaviours among their learners by rewarding hard work and disproving notions that attainment is determined 

by innate ability (especially of men), luck or physical appearance (especially of women).54

3.5 Access to faculty and educational resources

Unequal access to faculty

	“ The process of critical thinking begins by recognizing that as the teacher in the classroom I 

am a key actor in the classroom dynamics that evolve. I must recognize who I am, where I 

teach, and whom I teach.”55

Professor Lynn Weber Cannon

The access an individual learner has to teaching staff as well as to mentors will have an impact on their academic 

performance and also the subject areas, specialisms and careers that they ultimately pursue. Not only are the 

opinions of quieter learners ignored in class discussions, negatively affecting their self-esteem, but they also tend 

to receive less encouragement from faculty to pursue high-level careers and positions.56 One common way in 

which some instructors show a greater affinity to certain learners in the class is in the name they use to refer to 

them (or, indeed, the fact that they know the names of some learners and not others). While the instructor may 

refer to learners s/he knows less well by their surnames as a sign of respect, referring to learners s/he knows well 

by first names or nicknames can be an indicator of favouritism. Equal treatment in this area – whether by adopting 

a first-name or a last-name policy – will send a signal that the instructor is equally willing to help all learners.

Those learners who are more able to create a rapport with their instructors during class are also better placed 

to contact faculty outside the classroom for help in roles ranging from subject-matter specialists in educational 

assignments, mentors and perhaps being able to facilitate access to certain professional jobs. Clearly the 

different personalities of the learners and instructors play a part in these situations, but it is inevitably the case 

that learners with more in common with the instructor are best placed to develop a closer relationship.57 The 

downside of this is that learners whose backgrounds are radically different to that of the instructor are less 

likely to interact with the instructor either during the class and afterwards. This could be one reason why certain 

professions, such as aeroplane pilots or nursing, are still largely dominated by one gender despite significant 

advances being made in gender balance in other sectors.

Extracurricular activities involving both instructors and learners can provide valuable alternative settings for 

learners and faculty to interact. It is often the case, however, that learners from non-traditional backgrounds 

do not have equal access to faculty in these settings. This could be because the activities (e.g. sports) are 

gender-segregated or require skills more commonly taught to one gender (e.g. hunting), or because the learners 

feel socially out of place as a minority (e.g. not being able to contribute to any of the conversation topics). 

Alternatively, it could be that learners have caring roles that prevent them from spending time on social activities.
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While extracurricular interaction is not inherently bad, attention needs to be paid to ensure that learners from 

non-traditional backgrounds are not put at a disadvantage educationally and professionally because they have 

a smaller network of staff supporting them. Extracurricular activities are often labelled as “non-essential”, 

yet in many cases they are of fundamental importance for educational achievement and subsequent career 

progression.58 A study of peacekeepers also found that extra-curricular activities were vital to ensuring social 

cohesion within units and teaching personnel how to trust and cooperate with each other. Those institutions 

that encouraged mixed-gender activities such as sports and problem-solving games demonstrated a higher level 

of cohesion between women and men within units.59

Unequal distribution of educational resources

The unequal access to faculty is similarly reflected in the unequal distribution of educational resources and 

facilities, which can also reinforce gender differences. One of the most prevalent and visible examples is where 

educational institutions spend more on sport for men than for women, be it by providing better facilities or by 

privileging men’s access to unisex facilities (see Box 6.7).60 In some cases this may be formalized, but in many 

situations, socialization means that dominant social groups (which tend to be dominated by men) feel a greater 

sense of entitlement to use shared facilities. Historically it was also the case that most military installations 

lacked bathrooms and residential facilities for women.

Another consideration is that some learners may have greater access to private resources (such as personal laptops 

and sufficient finances to pay for private tutoring or purchase books rather than borrowing from a library) than 

others, thus creating an unequal learning environment. Those learners (disproportionately men) without care 

responsibilities will also be able to devote more of their own time to study. If steps are not taken to mitigate these 

factors, educational assessments will be skewed, as it will be difficult to determine the degree to which they 

measure a learner’s command of the course content versus the same learner’s access to educational resources.

In addition to gender differences between women and men, an antagonistic relationship can develop between 

male instructors and male learners, especially learners who come from different social backgrounds to the vast 

majority of their teaching faculty. This appears to happen when male learners lack the necessary connections 

and educational resources to perform well academically and rise into respected roles within the institution. The 

effects of discrimination, such as racism, may also be at play. This antagonism has been given as one of the 

major reasons why young women outperform young men in academic achievement in many countries around 

the world64 (see Box 6.8). In response, these young men develop an alternative value system where they are able 

to earn the respect of their peers through other means (such as acting up in the classroom or owning status 

symbols like new phones). While this provides a temporary solution in terms of self-esteem, they are no longer 

interested in academic achievement and hence lose future opportunities of career promotion.65 Instructors 

Box 6.7 Gender inequality in educational sport spending: The case of higher education in 
the USA

Title IX of the 1972 Education Amendments requires schools and colleges that receive federal funds to prohibit 

sex discrimination in all their educational programmes and activities.61 This should also apply to sporting activities. 

Despite significant improvements over the last fifty years, and even though women make up 58% of college 

students overall62, inequalities persist (figures from 2019-20): 63

•	 86% of National College Athletic Association institutions offer a disproportionate rate of athletic opportunities 

to men.

•	 men received US$252 million more in athletic scholarships than women.

•	 30% of the funding for recruiting talented athletes to compete at college level targeted women.

•	 on average, coaches of women’s teams are paid between 19 and 49% of the salary of coaches of men’s teams 

(depending on the sport).
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can lose their moral authority in these situations, and institutions lose the possibility of having a more diverse 

workforce at the higher ranks.

The most effective way of addressing unequal access to faculty and educational resources, albeit not the easiest 

one, is to acquaint both learners and instructors with the concept of privilege as a system of overarching inequality. 

Privilege determines a learner’s access to faculty and education resources, and hence plays a much greater role in 

determining educational attainment and subsequent career and financial benefits than innate intelligence. This, 

however, is difficult for privileged groups to accept because it is seen as downplaying the hard work they have put 

into their achievements and, in the words of Bethany Coston and Michael Kimmel, “privilege is invisible to those 

who have it”.66 For example, those with privilege tend to have “unmarked” identities (“pilot”), whereas those 

who lack it have marked identities (“black woman pilot”).67 This is often misconstrued as presenting privilege as an 

all-or-nothing game; on the contrary, every individual will have different levels of privilege and will be more aware 

of those who have more privilege than those who have less. Introducing privilege as a topic requires tact, timing 

and dosage. It is usually better received by those who have received education on gender-related topics, and care 

needs to be taken not to let it distract from the learning outcomes.68

Practical tips: How can educators take these gender dynamics into consideration and remove barriers to those 
learners who have less access to faculty and educational resources?

	3 Instructors address all learners in the same way, with the same tone of voice, and make eye contact with 

all of them.

	3 Instructors provide formal avenues to learners who require extra support, such as designated office hours.

	3 Formal and social barriers to different learners participating in extracurricular activities are removed in order 

to encourage underrepresented groups to participate.

	3 Instructors are careful about socializing with learners and excluding those who, e.g., do not drink, do not like 

sports or are introverted.

	3 Provisions are made to enable those with caring responsibilities to take part in extracurricular activities.

	3 Mentors are made available to all learners (either formally or informally), especially to those who may not 

have a pre-existing network of contacts in the particular field of study.

	3 Educational resources and the use of facilities are distributed fairly to learners from different genders and 

backgrounds (e.g. according to need, randomly or on a first-come, first-served basis).

	3 Course administrators take steps to ensure that every learner is able to obtain all the necessary course 

materials and equipment easily.

	3 Provisions are made to support those learners whose limited access to private resources may hinder the ability 

to achieve the learning outcomes.

	3 Instructors take the opportunity to examine notions of privilege when possible.
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3.6 Online teaching and learning spaces

Teaching using online platforms and video conferencing services (e.g. Zoom, Microsoft Teams) grew rapidly during 

the COVID-19 pandemic. Its enduring legacy provides new opportunities for learners who might otherwise be 

prevented by financial limitations, family constraints or immigration restrictions from pursuing courses in other 

countries. There is evidence that gender balance in online education is rapidly moving towards parity as women 

in particular find it more accessible from the perspective of travel, safety and balancing caregiving roles.78 Online 

learning, however, has particular gender dynamics that instructors need to be aware of.

Participation

Many of the points on class participation in section 3.3 of this chapter also apply in virtual settings, although 

the dynamics and available tools are different in the online classroom. For example, it can be harder to prevent 

interruptions by dominant learners if instructors have not established protocols such as using the ‘raise hand’ 

function to take the floor. At the same time, in large groups where individual video windows are small or instructors 

cannot see all participants, it can be more difficult for less confident learners to indicate that they would like to 

speak using nonverbal cues like gestures and eye contact.79 Studies also suggest that instructors are (unconsciously 

yet significantly) more likely to react to written comments from men and people from dominant ethnic groups.80

Box 6.8 Why do women and girls outperform men and boys academically?

More women have university degrees than men in all but one member state of the Organisation for Economic 

Co-operation and Development, and in 2023, there were 1.4 women graduates at bachelor or master’s level for 

every man graduate.69 Although there are variations in specific countries, boys in secondary school still outperform 

girls in mathematics by an average of nine per cent whereas girls outperform boys in reading by 24 points.70 

Overall, however, girls outperform boys in both core subjects and in creative thinking, and boys’ performance is 

disproportionately affected by their socio-economic background.71

At first sight this gap may be taken as a sign of increasing levels of gender equality or even of women dominating 

men, but this hypothesis is not supported by the research: there appears to be no correlation between the gender 

gap in academic achievement and levels of gender equality in a given society.72 It is also true that women are 

underrepresented in higher-paid ‘masculine’ STEM fields, whereas men are underrepresented in lower paid 

‘feminine’ fields related to education, arts and humanities.73 Girls’ higher educational attainment does not translate 

into workplace equality: men who graduated from tertiary education are still 7 percentage points more likely to 

be in full-time work, which is partly attributed to women being pressured to take more parental leave and partly 

because women need to be overqualified for the jobs they want to apply for to compete on an equal basis with 

men.74 Consequently, young women working full time earn around 85% of what their equally qualified men earn.75

Alternative explanations for women’s higher attainment have pointed to a historical legacy that men have 

traditionally had a workplace advantage in unskilled or vocational professions irrespective of their level of 

education, whereas the majority of new employment opportunities easily accessible to women require a bachelor’s 

degree.76 Others suggest that women and girls dedicate more time to studying than men and boys. This is partly 

because boys face peer pressure to demonstrate that they can rely on their innate intelligence without having to 

spend time on study, and also because boys are expected by their parents, instructors and peers to spend more 

time on physical activities.77

If these hypotheses are true, it would have significant implications for military academies. The evolving nature 

of modern warfare requires defence staff to have increasingly large skill sets involving both physical skills and 

knowledge learnt in the classroom – and especially creative thinking. Defence academies and security institutes 

therefore need to ensure they have created environments that give equal value to the time their male and female 

learners spend developing their skills, whether it be spent in the classroom or on the training ground.
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Another issue affecting participation is that screen-based teaching methods can draw greater attention to how 

a person presents themselves. As video conferences are often taken in domestic settings, participants gain a 

glimpse into the personal lives of learners and instructors. This can be especially problematic for women as both 

learners and instructors. If they are interrupted by their children (as mothers in heterosexual couples take on up 

to 20 hours more housework than fathers81), they risk being seen as unprofessional or uncommitted. Conversely, 

they may be judged poorly if laundry or dishes are visible in the background.82 Men, on the other hand, seem to 

be viewed positively if they are interrupted by children as engaging in caregiving roles in addition to professional 

work is often seen more as a virtue than a responsibility.83

Moreover, as mentioned earlier, women receive a disproportionate amount of unrequested feedback on their 

appearance, and this can be amplified when videoconferencing software is used.84 This can be made worse 

by “mirror anxiety”, whereby learners’ insecurities about their own appearance are triggered by spending 

significant amounts of time seeing themselves in the “self-view” video (which they may be afraid to disable as 

they want to monitor whether anything is happening behind them).85 This, coupled with a tendency to put more 

effort into analyzing and producing nonverbal cues (such as smiling and other forms of body language), seems 

to contribute to women experiencing more virtual meeting fatigue than men.86

Use of Information and Communications Technology (ICT)

In many circumstances, learners and instructors are expected to use their own personal equipment to connect to 

online classes. The unequal distribution of resources as well as expectations over who has priority when it comes 

to shared family-owned equipment influence levels of educational access. In addition, in countries with lower 

rates of Internet access, there may be a digital divide resulting in men having far greater access than women.87

Conversely, while men and boys engage more with computers in general and have more confidence in their 

skills in information and communications technology, some studies suggest that women and girls demonstrate 

a higher level of engagement when it comes to online learning.88 The reasons for this may include a tendency 

for female learners to be more forthcoming in engaging with their instructors in the online environment, and 

for instructors to more proactively assist female learners due to stereotyped assumptions that they are less able 

to use ICT.89 Other studies suggest that due to gender roles, women are better at independent, self-regulated 

learning and can better adapt to virtual learning environments than men.90 Studies showing that male students 

and low achievers tend to evaluate female instructors more harshly than their male counterparts may suggest 

that some male learners are less willing to adapt their learning methods and instead blame instructors when 

they shift from an in-person to a virtual classroom.91

Practical tips: How can educators take these gender dynamics into consideration and remove barriers to 
learners in online classrooms?92

	3 Intentionally communicate respect and value individual differences in online spaces.

	3 Set expectations for equitable and inclusive engagement in online classrooms and define protocols (such as 

using the ‘raise hand’ function to take the floor).

	3 Use icebreakers to both encourage participants to speak at the beginning of the class, but also to test 

microphones and to allow instructors to identify them (e.g. by changing any generic usernames so that they 

reflect the learner’s preferred name).

	3 Use software features such as chat, breakout rooms and polls to encourage participation; test these at the 

beginning of the class to ensure that all learners can use them.

	3 Track participation (with support from fellow instructors or designated observers) and encourage silent 

participants to participate if possible (ideally giving them a few moments to prepare); amplify interventions 

that have been ignored or claimed by someone else.

	3 Be explicit on the utility of videos to help track verbal cues while being flexible if users cannot or prefer not 

to turn on their videos.
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	3 Avoid referring to someone’s physical appearance or surroundings, anticipate and welcome the presence of 

children, and be ready for other audio-visual interruptions.

	3 When team-teaching, be prepared to teach all parts of the lesson in case one instructors experiences a technical 

issue or interruption. (E.g. all instructors should have copies of presentation files and teaching resources.)

	3 Honour scheduled meetings times and do not schedule meetings outside of working hours without clear 

consensus of all potential participants.

	3 Distribute agendas and other materials early enough for participants to prepare.

	3 Actively ensure that all learners receive support in using and accessing ICT equipment and adapting from in-

person to virtual classroom environments, where necessary.

4. Conclusion

Addressing the gender dynamics in the classroom gives credibility to instructors teaching gender, as learners 

will see that they practice what they preach. Moreover, it has the potential to transform the classroom into 

a living case study where learners can experience first-hand an example of how an instructor has used their 

gender analytical skills and applied it to their specific area of work – which is one of the ultimate objectives of 

teaching gender in the military. At the same time, considering the gender dynamics in the classroom prompts 

instructors to refocus on using proven, active learning techniques such as those mentioned in other chapters 

of this handbook. In particular, by reflecting on their learners as diverse, gendered individuals, each shaped by 

different knowledge, assumptions and experiences, instructors can better cater to the educational needs of their 

students in both the cognitive and the affective domains.
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1. Introduction

Planning is an essential part of teaching and learning. Experience shows that a planned lesson makes for more 

effective learning. It is thus critical that instructors have the knowledge and the tools to develop well-structured 

lesson plans. A backward design approach for lesson planning has proved to be effective. It starts with deciding 

on the learning outcomes, and then aligning these with appropriate assessment tools and learning activities.

Planning is crucial in the context of teaching gender, given that the topic is often faced with resistance and 

limited in timeframe. Additionally, gender perspectives apply to a wide variety of tasks. Thus, when planning 

education and training for gender, one should keep in mind that the training must be interactive while using the 

expertise the learners already have and encouraging them to use a gender perspective in that expertise.

A well-structured lesson plan serves multiple purposes: it maintains teaching focus, ensures logical progression, 

and enables progress tracking. It also provides a framework for instructor self-reflection and curriculum 

evaluation, allowing for analysis of the learning process and curriculum improvement. The greatest effect is 

gained if gender perspectives are included into curricula in the earliest forms of training and education and 

mainstreamed throughout courses and different lessons at all levels to achieve lifelong learning.

This chapter demonstrates how backward design enhances educational planning through a practical, question-

based approach. It examines the methodology’s core principles, stages, and implementation steps, offering 

concrete examples incorporating revised Bloom’s taxonomy and active learning strategies. The content is 

organised around eight key questions commonly encountered during lesson preparation, providing instructors 

with clear guidance through the planning process.
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2. What is backward design? Why is it useful?

The most effective approach for lesson planning is “backward design”. Backward design starts with the outcome, 

what the learner should know and be able to do, and then produces the lesson. It works “backwards” to select 

the right assessment tools, to ensure that learners have actually reached the required learning outcomes and 

have an opportunity to demonstrate this. Only after that backward design moves to choosing the learning 

activities and materials that will be applied to make the lesson the most appropriate for the learner. The process 

is thus very different to more traditional planning, which normally starts with the materials.

While backward design strategies have a long history in education – going back at least as far as the seminal work 

of Tyler1 in the 1940s – the educators and authors Grant Wiggins and Jay McTighe are widely considered to have 

popularised “backward design” for the modern era in their book Understanding by Design.2 Since its publication 

in the 1990s, Understanding by Design has evolved into a series of popular books, videos and other resources.

Backward design enhances the direct route to learning outcomes and ensures that learners learn what they are expected 

to learn. Backward design ensures that the lesson is focused on the learning outcome rather than the process.

Backward design meets the requirements of adult learning because it ensures that learners clearly understand 

what they are doing and why they are doing it, as well as what they are supposed to know and be able to do by 

the end of the lesson. Learners and the instructor get a sense of purpose, which is a motivating factor for many. 

Backward design helps to make lessons more cohesive and activities more interconnected.

It is important to point out that in most cases, an instructor starts planning with set learning outcomes that can 

be found in curriculum or course control documents, and the instructor’s task is only to break those outcomes 

into smaller and more detailed steps towards the final learning outcomes. Training requirements and training 

needs analyses are important steps in setting learning outcomes for gender curricula and course documents.

3. What is the revised Bloom’s taxonomy?

The revised Bloom’s taxonomy is a great tool to use while writing lesson plans, especially when setting learning 

outcomes and making an assessment plan. It is a framework for educators and instructors to use to focus 

on higher-order thinking. As a hierarchy of levels, this taxonomy assists course developers and instructors in 

defining learning outcomes, choosing appropriate activities and assessment tools, and provide feedback on 

learners’ work.

Box 7.1 Origins of Bloom’s taxonomy

Bloom’s taxonomy was originally published3 in 1956 by a team of cognitive psychologists at the University of 

Chicago. It is named after the committee’s chairman, Benjamin Bloom (1913–1999). The group sought to design 

a logical framework for teaching and learning goals that would help researchers and educators understand the 

fundamental ways in which people acquire and develop new knowledge, skills and competencies.

In 2001 another team of scholars – led by Lorin Anderson, a former student of Bloom’s, and David Krathwohl, one 

of Bloom’s colleagues who served on the academic team that developed the original taxonomy – released a revised 

version.4 The “revised Bloom’s taxonomy”, as it is commonly called, was intentionally designed to be more useful 

to educators and reflect the common ways in which it had come to be used in schools.

http://en.wikipedia.org/wiki/Ralph_W._Tyler
http://grantwiggins.wordpress.com/
http://jaymctighe.com/
http://www.ascd.org/research-a-topic/understanding-by-design-resources.aspx
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Bloom’s taxonomy divides the way people learn into three domains: cognitive, psycho-motor and affective. The 

cognitive domain is linked with knowledge and thinking; the psycho-motor domain concerns physical skills; and 

the affective domain relates to attitudes and values. The affective domain is described in Chapter 5.

The cognitive domain emphasizes intellectual outcomes and is further divided into six categories or levels. 

According to the revised Bloom’s taxonomy, these levels are remembering, understanding, applying, analysing, 

evaluating and creating – the highest level (Box 7.2).

Box 7.2 Revised Bloom’s taxonomy levels with verbs

Evaluating

Analysing

Applying

Understanding

Remembering

Justifying a decision or course of action

Checking, hypothesizing, critiquing, experimenting, judging

Breaking information into parts to explore understandings and relationships

Comparing, organizing, deconstructing, interrogating, differentiating

Using information in another familiar situation

Implementing, carrying out, using, executing

Explaining ideas or concepts

Interpreting, summarizing, paraphrasing, classifying, explaining

Recalling information

Recognizing, listing, describing, retrieving, naming, finding

Creating Generating new ideas, products or ways of viewing things

Designing, constructing, planning, producing, inventing

The aim of the instructor is to move learners up the levels of the taxonomy. It is important, especially in the 

context of teaching gender, that learners become critical thinkers. Building on knowledge (the remembering 

level) and helping learners proceed to applying, analysing, evaluating and creating are key to success in 

the learning process. Higher levels of thinking require more active learning in the classroom, which is more 

time-consuming but more effective, especially in the context of transformative learning and teaching gender 

(described in Chapter 5).
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4. What are the stages of backward design?

These are three main stages of backward design (Box 7.3).

Box 7.3 Backward design

LEARNING
OUTCOMES

EVIDENCE

ACTIVITIES

Decide what learners should 
be able to do, know, 
understand, or produce Determine how you can 

measure this, and what will 
not be accepted

Plan how and what you can 
teach so that you can collect 
this evidence

Stage 1: Learning outcomes. The instructor begins by reviewing the learning outcomes based on the 

curriculum or course documents, and breaks those final learning outcomes into smaller objectives. In gender-

related curriculum and course control documents, knowledge, skills and competence that the learners need 

to acquire are mapped in accordance with the revised Bloom’s taxonomy (See Box 7.2). In some cases, these 

required learning outcomes do not yet exist, and therefore, some basic principles of setting learning outcomes 

are addressed in this chapter.

For example, in a lesson on “gender perspectives in military operations”, the set learning outcome could be: 

“By the end of the lesson, learners will be able to explain what it means to integrate a gender perspective in 

their day-to-day work.”

Stage 2: Evidence of learning. The second stage of backward design is when the instructor determines how to 

measure the accomplishment of the learning outcomes. The instructor chooses assessment tools that match the 

learning outcomes and measure whether and to what degree learners have achieved those required outcomes. 

Appropriate assessment tools and required standards are linked to the earlier mapping of knowledge, skills and 

competence that the learners need to learn and can be found in gender-related curriculum documents.

For the previous example, where the learning outcome was “learners will be able to explain what it means to 

integrate a gender perspective in their day-to-day work”, the appropriate assessment strategy could be to get 

evidence of the outcome being achieved by asking learners to identify practical examples of integrating gender 

perspectives into their day-to-day work. The instructor facilitates the discussion and observes how learners 

respond to the question and debate.

Stage 3: Learning activities. In the final stage, the instructor decides what activities learners need to achieve 

the required learning outcome. The instructor also plans what and how to teach to be able to collect the 

necessary evidence. This is when the instructor identifies appropriate learning methods and chooses or develops 

activities to be used in the classroom.
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In our example of what it means to integrate a gender perspective in their day-to-day work, the learning activity 

may include readings on gender perspectives in different contexts and learners identifying key considerations 

for integrating gender perspectives within their own context. The learners’ presentation of examples from their 

own day-to-day work becomes the assessment tool whereby instructors can observe learners’ understanding of 

the concept and its application. In this case, learners’ sharing of examples also serves as an additional learning 

method as they will learn more on the topic and further develop their knowledge and skills.

5. How does one set good learning outcomes?

A learning outcome statement describes in specific and measurable terms what the learner should know or 

be able to do as a result of engaging in a learning activity. The learning outcome follows a specific learner-

oriented structure:

Good learning outcomes statements are:

•	 focused on the learner – they do not explain what the instructor will do in the lesson/course, but describe 

knowledge or skills that the learners will acquire;

•	 designed to help learners understand why that knowledge and those skills are useful and valuable to their 

personal and professional future;

•	 specific and realistic, as they set the standard all passing learners should be able to demonstrate by the end 

of the lesson;

•	measurable and linked with useful modes of assessment – they indicate the specific elements to be assessed;

•	designed with a timeline for their completion.

The number of learning outcomes set for a lesson differs and depends on several factors, like time and audience, 

but normally two or three outcomes are optimum.

By reviewing learning outcomes set in the curriculum, instructors can better align lesson learning outcomes with 

the curriculum, intended course learning outcomes and overall requirements for gender education and training.

When Who Expected action How

the oriented 

timeframe
audience

an action verb based on 

Bloom’s taxonomy – Box 

7.16

context or condition + criterion (desired 

level of performance)

By the end of the 

lesson
learners

will be able to explain what 

it means to integrate a 

gender perspective into their 

day-to-day work

through practical examples from their 

professional environment, demonstrating 

at least three specific ways gender 

considerations can be incorporated into 

their regular tasks.
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In our example, the learning outcome was “learners will be able to explain what it means to integrate a gender 

perspective into their day-to-day work”. That outcome could be divided into more detailed ones, including 

“learners will be able to explain what a gender perspective means”, “learners will be able to list situations where 

gender perspectives should be integrated” (for example, patrolling or when engaging with the local population); 

and “learners will be able to explain how to apply gender perspectives in their day-to-day work”.

Box 7.4 Learning outcomes should be SMART (TT)5

Speak to the learner. Learning outcomes should address what the learner will know or be able to do at the 

completion of the course.

Measurable. Learning outcomes must indicate how learning will be assessed.

Applicable. Learning outcomes should emphasize the ways in which the learner is likely to use the knowledge or 

skills gained.

Realistic. All learners who complete the activity or course satisfactorily should be able to demonstrate the 

knowledge or skills addressed in the outcome.

Time-bound. The learning outcome should set a deadline by which the knowledge or skills should be acquired.

Transparent. Learning outcomes should be easily understood by the learner.

Transferable. Learning outcomes should address knowledge and skills that will be used by the learner in a wide 

variety of contexts.

Box 7.5 Example of learning outcomes at different levels of Bloom’s revised taxonomy

Based on the revised Bloom’s taxonomy, learning outcomes for a class on gender could be that by the end 

of the lesson the learners will be able to do the following.

Bloom’s Taxonomy 

Level

Possible Learning outcomes 

By the end of the lesson, the learners will be able to:

Creating
Pproduce concepts for assessing, evaluating and reporting the effectiveness of 

integration of a gender perspective and performed activities.

Evaluating
Compare woman voter turnout at elections from previous years’ turnouts to assess the 

success of new security provisions for women.

Analysing Differentiate the security threats for men, women, boys and girls in the specific area.

Applying
Use a gender perspective when engaging with the local population in a culturally 

sensitive manner.

Understanding Explain how insecurity or conflict can affect men, women, girls and boys differently.

Remembering Repeat key definitions of gender.
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6. How does one get evidence of learning? What assessment tools can help?

Assessment strategies should align directly with learning outcomes to effectively capture evidence of learner 

mastery. A good learning outcome identifies the most appropriate assessment method for gathering this 

evidence6 . For example, if the outcome states that “learners should be able to give gender definitions”, the 

assessment could be as simple as an instructor asking the learners to give those definitions orally or in a test. 

On the other hand, if the learning outcome states that “learners should be able to use a gender perspective in 

engagement with the local population in a culturally sensitive manner”, the evidence could be collected during 

a scenario-based practical role-play exercise where learners must successfully integrate gender perspectives 

into their decision-making and actions, providing tangible evidence of their ability to apply these concepts in 

practical contexts.

The key is that each assessment method must be carefully chosen to generate specific evidence that demonstrates 

whether learners have achieved the intended learning outcomes. This evidence-based approach7 to assessment 

ensures that we can accurately measure and document learner learning progress.

Diagnostic, formative, and summative assessments are all crucial tools used in the educational process, each 

serving a distinct purpose8:

•	 diagnostic assessment is conducted at the beginning of a learning cycle to define the learners’ current level 

of understanding, identify any prior knowledge or misconceptions, and uncover the specific areas where they 

may struggle9;

•	 formative assessment is an ongoing process used to get evidence of learner progress, provide feedback throughout 

the instruction, and make necessary adjustments to teaching;

•	 summative assessment occurs as the final measurement of a learner’s overall achievement of the learning outcomes 

and mastery of the material at the end of a learning cycle, it is often used to assign grades or make decisions about 

promotion to the next level of education.

Box 7.6 suggests examples of assessment tools.

Box 7.6 Examples of assessment tools

Type of Assessment Tools Examples

Diagnostic •	 Pre-tests

•	 Surveys

•	 One-on-one interviews

•	 Observations

Possible questions to be used in a pre-test, survey, or as 

part of an interview:

•	 How familiar are you with international and national 

legal frameworks for gender equality?

•	 How familiar are you with gender-related policies 

within NATO or in your military context?

•	 How relevant do you think gender perspectives are 

to your work?

•	 How confident are you in conducting a gender 

analysis as part of your work?

•	 Can you share your previous exposure to gender-

related training?

•	 Can you describe any challenges encountered 

regarding gender issues during your mission(s)?
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Type of Assessment Tools Examples

Formative •	 Quizzes

•	 Group discussions

•	 Self/peer assessments

•	 Classroom observations

•	 Anonymous 

classroom assessment 

techniques10 (cats)

Muddiest Point: Learners identify the most confusing 

aspect of a lesson, allowing the instructor to address 

misunderstandings directly.

Think-Pair-Share: Learners think about a question 

individually (e.g.: Why is gender analysis crucial for your 

work?), discuss it with one other learner and afterwards 

within smaller groups of four or six and then share their 

insights with the class.

Self-assessment scale (1-5):

•	 Comfort level discussing gender issues

•	 Confidence in applying gender perspective in operations

•	 Familiarity with gender-related policies in military context

Summative •	 Final exams

•	 End-of-term projects

•	 Standardized tests

•	 Portfolio review

The learning outcome – By the end of the lesson, learners 

will be able to explain what it means to integrate a 

gender perspective into their day-to-day work.

Final Task with two components.

Written Component:

•	 Develop a detailed action plan (1500 words) that:

	§ Analyzes their current work responsibilities 

through a gender lens

	§ Identifies specific opportunities for gender 

integration

	§ Proposes concrete changes to existing procedures

	§ Anticipates challenges and provides mitigation 

strategies

•	 Oral Presentation – 10-minute presentation to peers 

and instructors where learners:

	§ Summarize their key findings

	§ Present one specific example of how they will 

modify a regular task to better integrate gender 

perspectives

	§ Respond to questions from the audience

Evidence of learning can be collected through both direct and indirect measures.

Direct measures include tangible assessments such as quizzes, exams, projects, and performance tasks that 

provide clear insights into learning outcomes. Indirect measures may involve feedback mechanisms like course 

evaluations, learner surveys, or retention rates that offer contextual information about the learning environment 

and learner experiences.

Gathering evidence of learning is a multifaceted process that involves various assessment strategies and tools. A 

strong approach to assembling evidence enhances the educational experience for instructors and learners. Every 

learning outcome must be assessed, allowing learners to demonstrate what they are required to know and do. 

Box 7.7 provides an example of the summative assessment.
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Box 7.7 Example of assessment of learning outcomes

Extract from gender analysis session (5 x 45 minutes) in “Gender field Adviser” course.

Session learning outcomes

By the end of the lesson, the learners will be able to:

1.	 conduct a gender analysis

2.	 Use gender-disaggregated data

3.	 Adapt gender analysis to fit the task at hand.

Assessment – Case study in syndicates

Using a matrix with factors to conduct gender analysis and gather information based on the Atlantica scenario.

Tasks

•	 Study the Atlantica scenario and fill in the “Men/boys” and “Women/girls” columns in the gender analysis 

matrix. (Note: the third column – intersectional – can be added to emphasize the intersectional approach).

•	 Conduct gender analysis and fill in factor/deduction/conclusion/request for information (RFI).

Each syndicate will get a set of factors to analyse in a matrix in a Word document. The outcome of the case study 

will be filled into the matrix.

The aim of the case study is to provide learners with the opportunity to do the following.

•	 Make practical use of the gender analysis tool.

•	 Use and analyse information and data from a gender perspective.

•	 Consider and analyse (process) different factors relevant to the gender analysis and a particular aim.

•	 Elaborate factors suitable to fit their aim and their way of thinking.

•	 Explore gender dimensions in society and analyse beyond the information given to them.

•	 Consider and formulate the different outputs possible from a gender analysis: RFI, conclusion and recommendation.

•	 Figure out how to fit the gender analysis to the needs of that particular level and point in the planning process.

•	 Prepare to present the gender analysis to a certain target audience, depending on the situation.

•	 Present a gender analysis according to a given format.

•	 Discuss gender analysis in a group setting.

•	 Observe how their colleagues in other syndicates have thought.

•	 Reassess and remain critical of their own gender analysis.

•	 Explain how their use of a common tool will benefit their interactions with each other and other gender advisers.

The minimum standards for the gender analysis each syndicate needs to produce are as follows.

•	 Extract correct information segregated into men/boys and women/girls from scenario material (minimum one 

fact per syndicate).

•	 Extract correct information guided by specific factors (minimum one factor per syndicate).

•	 Draw correct conclusions from the extracted information that would be relevant to a military mission (minimum 

one conclusion per syndicate).

•	 Detect if there is any missing information that is needed for the gender analysis.
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7. What active learning methods can be used in teaching gender in the military?

The choice of learning methods and instructional strategies is significant for the success of the lesson. Learning 

methods are aligned with the learning outcomes and assessment tools. For instance, if the learning outcome is 

that “learners should be able to explain what it means to integrate a gender perspective in their day-to-day work 

within a taskforce”, the learning methods should be those that provide learners with opportunities to practise 

how to use gender perspectives in their actual taskforce activities. The choice of learning methods is not only 

defined by the learning outcomes but also the audience’s size, level and motivation, as well as the timeframe, 

classroom setting and technologies available.

The direct instruction strategy is highly instructor-controlled and is among the most commonly used. This 

strategy is effective for providing information or developing step-by-step skills. It also works well for introducing 

other learning methods or actively involving learners in knowledge construction. It includes:

•	 Lecture

•	Compare and contrast

•	Demonstration

•	Guided and shared (reading, listening, viewing, thinking).

Interactive instruction relies heavily on discussion, collaboration and sharing among learners. It corresponds to active 

learning and transformative learning approaches, and is believed to be more efficient in adult learning. Learners 

can learn from peers and instructors to develop social skills and abilities, to organize their thoughts and to develop 

rational arguments. The success of the interactive instruction strategy and its numerous methods is heavily dependent 

upon the expertise of the instructor in structuring and developing the dynamics of the group. It includes:

•	Debates and discussion

•	Brainstorming

•	 Think–pair–share

•	 Problem solving.

The numerous active learning methods and strategies can be grouped in different ways, for example as shown in Box 7.8.

Box 7.8 Active learning methods classification

Active learning

Without imitation of
professional activity

With imitation of
professional activity

Problem-based
learning

Discussion,
debate, panel

Game-based Without game

Review, analysis
and research

Brainstorming

Interactive lecture Presentation

Project work Case study

SimulationScenario

Role play

Exercise

Field exercise

Game

Survey, interview

Reflective journal

Think–pair–share

Reading

Social media
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In this section, we discuss a few active learning methods that could be used in teaching gender in the military.

Pro and Con Discussion. Holding this type of discussion as part of a lesson can be a great way to explore a topic. 

It fosters active learning, enhances critical thinking and communication skills, and allows for diverse perspectives 

to be shared. In doing so, it can also help foster cooperation and team building among the learners. However, 

discussions surrounding gender can be polarizing and may inadvertently reinforce harmful stereotypes about 

wome, men, girls and boys if not addressed carefully. To ensure the success of this type of discussion, it is important 

to create a safe space where learners feel comfortable sharing their perspectives. It is also important for facilitators 

to be comfortable managing classroom dynamics and to ensure that the discussion remains on-topic.

Here are key considerations when holding a pro and con discussion.

1.	 Set ground rules for a respectful discussion.

2.	 Introduce the topic clearly and concisely so the learners understand the issue being discussed.

3.	 Assign each learner to take either the pro or the con position (or allow them to self-select their positions).

4.	 Allow time for outside research.

5.	 When holding the pro and con discussion, managing the clock is crucial.

6.	 Invite contributions from all participants and ensure that a wide range of viewpoints are heard.

Corners. Place a flipchart in each corner of the room. On each flipchart, write a question to ponder or a 

provocative statement challenging conventional wisdom. Groups of three to six people move from corner to 

corner and discuss the answer(s) to each question. The groups develop a consensus and write their answers 

directly on each flipchart. When a flipchart has an answer already written by a previous group, the next group 

revises/expands/illustrates that response with additional information, if possible. Different-coloured markers can 

be used to see what each group wrote. Close the session by discussing each flipchart in turn as a class.

Remember that questions are not an end in themselves. The ultimate purpose of asking your learners those 

questions is for them to develop better answers. Though all thoughtful learner responses are valued. The 

instructor is responsible for clarifying these distinctions during the course of instruction.

Box 7.9 Example of topics for a pro and con discussion or a debate
Gender equality prevents violence against women and girls.

Gender: operational effect or political soft talk?

Women make better military officers; men make better soldiers.

Should women be allowed in combat positions?

Implementing quotas is a crucial way to help increase the number of women from diverse background) in the military.

Box 7.10 Example of corners statements

Statements and brainteasers used in sessions on gender and SSR given by DCAF.

•	 Women live an average of 5.4 years longer than men11. Why?

•	 In the last decade, of the landmine/unexploded ordinance casualties whose gender is known, 13 per cent 

were women and girls and 85 per cent were men and boys. Why so many of the victims are men and boys?

•	 In the UK, women are more likely to be killed by a member of their family or someone they know than by a 

stranger. Why?

These statements will provoke discussion and highlight that gender dynamics are manifested in surprising ways: 

gender roles have a significant impact on the security needs of men, women, girls and boys; and analysing gender 

roles and dynamics is key to developing a full understanding of the situation and designing interventions.
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KWL chart. When presenting new content, it is important to get 

your learners primed for the lesson. The KWL chart is a great 

tool to help you prepare the class for new material, but it can 

also be useful in documenting any remaining gaps. KWL stands 

for “what do you know”, “what do you want to know”, and 

“what did you learn”. The technique is simple. At the start of a 

new topic, create the following chart on the board.

Next, ask your learners to tell you what they already know about 

the upcoming topic and what they want to know. You, or a helper, will act as a scribe and fill in the chart. At 

the end of the session, revisit the chart and fill out the last column. Did you cover all that you wanted, and did 

the learners learn what they wanted to know?

K W L

Think–pair–share. Another useful technique to stimulate discussion and critical thinking is the “think–pair–

share” approach. Learners are asked to take a moment and think about the question suggested. Then each 

learner turns to their neighbour to discuss how and why their answers are similar or different.

After giving the learners a few minutes for discussion, you reconvene the lesson and compare the results among 

the group as a whole.

Box 7.11 Example of a KWL for a gender lesson for military planners

What do you already know = what a gender perspective means. gender perspective is the ability to detect when 

individuals might be differently affected by a military activity due to their gender identity and/or expression r

What do you want to know = how to use a gender perspective in my work as an operation planner.

What did you learn = a gender perspective needs to be included and implemented from the very start of the 

planning process; using a gender analysis will improve our situational awareness and therefore our ability to 

conduct more effective operations.

Box 7.12 Example of questions to use for think–pair–share

Target audience: military planners at the strategic or operational level.

Learning outcome: learners will be able to identify the key areas for integration of a gender perspective in the 

operational planning process.

Ask learners to take a moment and think about “Why do we need to integrate a gender perspective into our 

military operations planning?” After a short while ask learners to turn to their neighbours and discuss how and 

why their reasons were similar or different. Then compare the results with the whole class.

After these think–pair–share discussions, explain the key areas for integration of a gender perspective in all 

branches and special staff, and give practical examples on why a gender perspective needs to be included and 

implemented from the very start of the planning process.
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Role-play. It is an educational technique where learners act out scenarios to understand different perspectives or 

practice skills in a controlled, simulated environment. Learners assume specific roles or characters. Scenarios are 

typically based on real-life situations. Role-playing encourages empathy and perspective-taking which is crucial 

in teaching gender, and it can be improvisational or scripted.

Box 7.13 Role-play “Gender Analysis in Military Operations”

By the end of this activity, the participants will be able to apply gender analysis in operational contexts, realizing 

its impact on mission effectiveness.

Scenario:

A multinational military task force is preparing for a peacekeeping mission in a conflict-affected region. Intelligence 

reports indicate that gender dynamics in the region significantly influence security, community relations, and 

operational effectiveness. The task force must integrate gender analysis into their operational planning to ensure 

mission success.

Roles (5-6 participants):

Mission Commander – Responsible for overall mission planning and decision-making. Open to gender perspectives 

but focused on operational priorities.

•	 Gender Advisor – An expert in gender analysis advocating for integrating gender perspectives into military planning 

and operations. Engages with task force members to help them identify gender-related data and information.

•	 Intelligence Officer – Provides intelligence on threats and community structures, including gendered security risks.

•	 Civil-Military Liaison Officer – Engages with local communities, NGOs, and civilian authorities to ensure 

mission effectiveness and cooperation.

•	 Platoon Leader – Concerned about practical implications of gender-sensitive approaches on unit operations 

and security.

•	 (Optional) Local Community Representative – Shares insights on gender roles, power structures, and security 

concerns from a civilian perspective.

Task & Discussion (30-40 min):

•	 Briefing (5 min): The commander presents the mission objectives and asks for input on gender considerations.

•	 Discussion & Strategy Planning (20-25 min): Each role presents their perspectives and challenges, leading to a 

debate on how to integrate gender analysis into military operations. Topics include:

	§ How gender roles affect security risks and intelligence gathering.

	§ Gender-specific needs in humanitarian aid and civil-military relations.

	§ Risks of sexual violence and exploitation in conflict zones.

	§ Impact of gender-blind strategies on operational effectiveness.

•	 Decision & Action Plan (10 min): The team develops a brief action plan outlining how gender considerations 

will be incorporated into operations.

•	 Debrief (5 min): Facilitator guides a reflection on key takeaways, challenges, and real-world applicability of 

gender analysis in military operations.

Case study. It is an in-depth analysis of a real-life situation, event, or issue to illustrate principles, challenges, 

and solutions in a specific context. This is an excellent active learning method for teaching gender in the 

military because it immerses learners in real-world scenarios, encouraging critical thinking, problem-solving, and 

discussion on gender dynamics, biases, and operational challenges, thereby fostering deeper understanding and 

practical application of gender analysis in military contexts.
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Box 7.14 Case Study. Gender Dynamics in a Peacekeeping Mission – The Case of Kundu Province

By the end of this activity, participants will be able to analyze and apply gender perspectives in military operations 

by identifying gender-specific security concerns, evaluating the impact of gender roles on mission effectiveness, 

and integrating gender analysis into strategic decision-making.

Background

Kundu Province, a conflict-affected region, is home to multiple ethnic groups with distinct gender roles. Recent 

instability has led to displacement, increased gender-based violence, and heightened security concerns, particularly 

for women and children. The local culture assigns leadership and decision-making roles to men, while women 

primarily handle domestic duties and informal conflict resolution. Reports indicate that armed groups exploit 

traditional gender norms, using women as informants or shields and limiting access to humanitarian aid for 

households headed by women.

A multinational military task force has been deployed to stabilize the region, protect civilians, and facilitate 

humanitarian efforts. However, local communities have resisted early operations due to a lack of women 

engagement teams and an inadequate understanding of gendered security risks. Additionally, previous patrols 

failed to identify women’s security concerns, leading to ineffective intelligence gathering and mistrust.

Key Issues for Analysis

Gender-Specific Security Concerns:

•	 Women and girls face higher risks of gender-based violence but are often excluded from security discussions.

•	 Men and boys are at risk of forced recruitment into armed groups.

•	 The exclusion of women soldiers from community engagement limits access to critical information.

Impact of Gender Roles on Mission Effectiveness:

•	 Gender-blind security strategies lead to ineffective patrol routes that fail to address real threats.

•	 Lack of gender diversity in the task force reduces trust and cooperation with local women.

•	 Gender-sensitive intelligence gathering is essential for mapping power structures and threats.

Integrating Gender Analysis into Strategic Decision-Making:

•	 How can the task force adjust its operations to incorporate gender perspectives?

•	 What policies or practices can be implemented to improve community engagement?

•	 How can military leaders ensure gender considerations are included in mission planning?

Discussion & Decision-Making Task

Participants will act as military decision-makers tasked with adjusting their operational strategy to integrate gender 

analysis effectively. They must develop an action plan that:

•	 Addresses gender-specific security concerns.

•	 Incorporates gender-sensitive intelligence and engagement strategies.

•	 Enhances mission effectiveness through gender-informed decision-making.

Debrief Questions:

•	 How did gender perspectives change the operational approach?

•	 What were the challenges in integrating gender analysis?

•	 How can these insights be applied to real-world military operations?

Teaching gender requires learner-centered active learning methods. Only active learning leads to gender 

transformative education and encourages equal participation of women and men. Learning methods should 

address both cognitive and affective domains, as defined in the revised Bloom’s taxonomy.
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Box 7.15 Line exercise – What is gender?12

This activity provides a good start to a training session by serving as an energizer as well as a non-threatening and 

engaging introduction to the concept of gender.

After completing this exercise, learners will be able to explain the meaning of gender and how it relates to security 

issues and SSR.

Before the training starts, place a very long straight line of masking tape on the floor. In the introduction to the training, 

warn trainees that this will be a highly interactive session. Then explain the exercise, stating that they may have noticed 

the masking tape on the floor and you are going to ask them all to stand up and position themselves somewhere on the 

line according to how much they know about gender. It often helps to model. For example, stand on one end and say 

something like, “if you work on gender-related topics on a daily basis stand at this end”; then move to the middle and say, 

“if you can use gender in a sentence stand in the middle”; and finally to the other end and say, “if you are not even sure 

how to spell gender stand here”. Then invite people to position themselves on the line. Once they have settled, ask if they 

are comfortable with where they are standing on the line. Perhaps comment on the distribution of people along the line. 

Then facilitate a discussion on gender. It can be useful to direct different questions to the different groups (gender experts, 

middle, gender non-experts). For instance, start in the centre and, showing the middle group with your hands, ask them, 

“Who can tell me what gender means?” Then ask the “experts” if they have anything to add to the definition. Then move 

to the “non-experts” and ask them if they think the definitions given were clear or if they have any additional questions.

Questions to ask include the following.

•	 What is gender?

•	 What is the difference between gender and sex?

•	 Is gender only about women?

•	 Why is gender important to SSR?

•	 Are gender and SSR only about women recruitment?

•	 What are the specific security needs that men might have?

•	 What are the specific security needs that women might have?

•	 Do women and men have equal access to justice?

Key issues to emphasize/ensure they come up in the discussion

•	 gender is about men, women, girls and boys, including people who identify as part of minorities (e.g. LGBT+ people)

•	 gender roles are culturally/socially constructed

•	 gender roles change – especially over time and within different cultures

•	 women and men have different security needs (have examples on hand).

Box 7.16 Tips for using effective learning methods and strategies in teaching gender13

	3 While the message that is being taught should always be consistent, the learning methods have to be adapted 

according to the audience and context.

	3 Use a good mix of learning methods to create an engaging learning environment.

	3 Use active learning methods and interactive sessions to draw from the different experiences and perspectives 

in the room in order to overcome resistance to the integration of a gender perspective.

	3 Tailor all gender training to the relevant context and use context-specific scenarios.

	3 Highlight the benefits of integrating a gender perspective and make teaching practical: let the learners know 

how they can put what they have learned into practice.

	3 Use argument development exercises to articulate and counteract stereotypes.

	3 Use role plays so that learners may experience differences in views and perceptions.
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8. What is a lesson plan?

A lesson plan is a document that reflects a clear vision and structure of the lesson, and is a tool used for 

conducting a lesson and revising it afterwards to improve the learning process. It documents both planning and 

conduct of the lesson. A lesson plan is the most important planning tool for an instructor: a detailed workplan 

of how one lesson will be carried out, forming the instructor’s guide for running a particular lesson. A lesson 

plan can also be described as a roadmap, because it tells the instructor what learners need to learn and how it 

can be conveyed most effectively.

A well-written lesson plan is a great quality assurance tool for a training facility, because it standardizes and 

describes activities and creates common knowledge of best practices. With a topic like gender it is very common 

to share materials, and a well-implemented lesson plan will make this sharing easier. A lesson plan within a set 

format with appropriate training materials can not only guide the instructor/course developer but also benefit a 

colleague training the same or a similar topic.

A lesson plan in backward design documents how learning outcomes will be reached, and how the achievement 

will be measured and assessed. But it also explains what learning activities can be used to help learners to 

achieve the required learning outcomes.

Box 7.17 Information in the lesson plan

The lesson plan includes the following information.

•	 Background information

	§ Title of the lesson

	§ Target audience and/or training audience

	§ Time/duration

	§ Lesson scope

•	 Learning outcomes and standards

•	 Evidence

	§ Assessment (including assessment tools, assessment and evaluation plan)

•	 Activities

	§ Instructional strategy and methods

	§ Lesson schedule

	¡ Timings

	¡ Topics

	¡ Strategy/method

	¡ Outcomes/standards

	¡ Assessments

	¡ Content guidance

	¡ Resources

	¡ Faculty
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9. How does one compose and use a lesson plan?

Step 1. Start by reviewing the course learning outcomes given in the curriculum, and align the lesson learning 

outcomes with them. Remember that good learning outcomes are measurable and specific, focused on the 

learner, realistic and linked to assessment.

You can ask questions like “What will a learner be able to do after this lesson?”

Example: By the end of the lesson, the learners will be able to apply terms and definitions related to gender in 

professional discourse and use them in the right context and situation.

Step 2 (optional). Set performance standards based on the learning outcomes. These standards can normally 

be found in NATO’s gender curricula. Standards specify requirements concerning how well and under what 

conditions learners need to be able to do the tasks and describe the minimum level of performance. The revised 

Bloom’s taxonomy can be used as a tool when writing learning outcomes and standards.

You can ask questions like “How well are the learners supposed to be able to do it? What is the required standard? 

What is the minimum acceptable performance level?”

Example: With given references, learners will be able to apply terms and definitions related to gender (sex versus 

gender, gender perspective, gender mainstreaming) and use these in the right context and situation. Learners will 

be able to quote and give definitions of the terminology.

Step 3. Suggest assessment tools and define the type and timing of the assessment. Decide what kind of 

evidence you need and how you are going to collect it. Decide also what kind of assessment tools you are going 

to use and when you will use them. Make an overall assessment plan.

You can ask questions like “How and when will the learners be able to demonstrate that they know and can do 

what they were supposed to be able to know and do? How is the instructor going to make sure that the learners 

have reached the required standards? What assessment tools should the instructor use? What check-up questions 

will the instructor ask, and when? Is the instructor using diagnostic, formative and/or summative assessment? How 

will this lesson be evaluated? How does the instructor collect feedback?”

Example: Ask questions and observe. Start the lesson by asking the class “What is gender? What is it not?”

Step 4. Decide what learning methods will support the learning process in the best possible way. Decide what 

learning strategies the instructor is going to use, and when they will use them.

Step 5. Document your backward design process by linking learning outcomes to assessment tools and learning 

strategies and methods.
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Step 6. Plan learning experiences and instruction, and write a detailed schedule for the lesson. Decide how 

much time is needed for each subtopic and learning outcome using the chosen learning strategy and method. 

Under the column “Related assessment” you can write how you are going to assess learning outcomes, and 

what assessment tools, questions and tasks you are using to collect evidence of learning. Under “Content 

guidance” document the most important key message that needs to be learned during that part of the lesson. 

“Content resources” is for documenting useful materials (or ideas for materials) to use during the lesson. 

The last column notes who has the main responsibility for the activities: it could be the instructor, facilitator, 

syndicate leader, or even learners themselves.

Box 7.21 Step 5 documentation of backward process and an assessment plan

Learning outcomes Evidence of learning Learning activities

Learning outcomes and 

required standards

Assessment tools Type and timing of 

assessments

Strategies and methods

Write down learning 

outcomes.

Write down standards: 

how well/under what 

conditions learners need 

to be able to do required 

outcome.

This should have a direct 

link to the curriculum 

as well as to the needs 

analysis.

How are you going to 

assess that the required 

learning outcome and 

standard has been met?

What kind of assessment 

tools are you going to 

use?

Write here all the 

“assessments” you 

are going to use (for 

example, write down the 

exact question you are 

going to ask).

Write down when you 

are going to ask this 

question.

Write down what 

learning strategies you 

as an instructor are 

using to help learners to 

achieve required learning 

outcomes and standards.

By the end of the lesson 

the learners should be 

able to define and explain 

the meaning of the terms 

gender and sex with 

support from reference 

material.

Diagnostic assessment 

to begin the lesson – to 

check the starting level of 

knowledge.

Formative assessment 

during the lesson using 

questioning techniques 

(asking questions and 

observing).

Summative assessment 

at the end of the course, 

when learners’ capability 

to use definitions in the 

right way in the right 

context with the support 

of reference materials will 

be tested.

Start the lesson by asking 

the difference between 

sex and gender. Instruct 

learners on think–

pair–share: to use one 

minute to think about 

the question themselves, 

then use two to five 

minutes to talk with their 

neighbour. After that 

ask pairs to share their 

definitions with the rest 

of the class.

At the end of the lesson 

ask learners to explain 

in their own words what 

is the key essence of the 

gender definitions used 

by the UN and NATO.

Interactive instruction

•	 think–pair–share

•	 discussion.
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Box 7.22 Example of one topic as a part of a lesson schedule

Time Topic

Strategy /

method

Related 

outcome(s) 

and 

standards

Related 

assessment(s)

Content 

guidance

Content 

resources Faculty

15 mins NATO Bi-SC 

Directive 

40-1.14

Discussion 

(interactive 

instruction).

Presentation 

(direct 

instruction).

By the 

end of the 

lesson the 

learners 

should be 

able to 

explain the 

content of 

NATO Bi-SC 

Directive 

40-1 with 

reference 

material

Ask the class: 

“Can you 

identify which 

directives 

guide national 

armed forces 

in deployment 

readiness 

on a gender 

perspective?”

Ask in which 

directive 

can one find 

direction and 

guidance on 

integrating 

a gender 

perspective 

in NATO 

operations 

and missions.

Explain NATO 

Bi-SC Directive 

40-1.

Give practical 

examples.

Bi-SC 

Directive 

40-1 

provides a 

strategy for 

recognizing 

the need to 

protect the 

entire society 

with specific 

concern for 

the security 

risks and 

experiences 

of men, 

women, boys 

and girls.

UNSCR 

132515 is 

implemented 

in NATO’s 

command 

structure 

through Bi-

SC Directive 

40-1.

PowerPoint

See slides 

21–33.

NATO Bi-SC 

Directive 

40-1.

Instructor.

Step 7. Fill in other necessary information. This might cover a “plan B” for how to handle resistance if it 

occurs; issues to take into consideration; prerequisites for the instructor; a list of equipment that is needed; 

supplemental materials and useful references; and guidance on how to prepare for the lesson.

If your lesson plan is going to be a model plan used by several instructors, it should be detailed and provide clear 

guidance to each instructor. Model lesson plans are great way to document best practices, share knowledge and 

experience, and ensure quality. It is important to note that every instructor always has to modify and rewrite the 

model lesson plan.

The key elements of the backward design for developing a lesson plan – learning outcomes, evidence 

(assessment tools), learning activities (methods) – can be summarized according to the levels of Bloom’s 

taxonomy as in Box 7.20).
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Box 7.23 Link between revised Bloom’s taxonomy, learning outcomes, assessment tools and 
learning activities

1 Stage: Learning outcomes
2 Stage:  

Evidence

3 Stage:  

Learning activities

Taxonomy 

level

Description Examples of 

learning outcomes

Possible 

assessment tools

Possible learning 

strategies and 

methods

Creating Creating a new 

meaning or structure.

•	 Design, 

construct, plan, 

produce, invent

By the end of the 

lesson the learner 

will be able to 

produce concepts for 

assessing, evaluating 

and reporting the 

effectiveness of 

integration of a 

gender perspective 

and performed 

activities.

Original papers, 

projects, 

productions

Discussion, 

collaboration

Project

Problem-based 

learning

Creative exercises

Evaluating The act of judging.

•	 Appraise, 

critique, 

hypothecate, 

select, check, 

experiment, 

judge

By the end of the 

lesson the learner will 

be able to compare 

woman voter 

turnout at elections 

in previous years to 

assess the success 

of new security 

provisions for women.

Appraisals, 

recommendations

Discussion, 

collaboration

Project-based 

learning

Simulations, case 

studies, evaluative 

exercises

Analysing Breaking down 

material into parts.

•	 Compare, 

contrast, 

differentiate, 

organize, 

deconstruct, 

interrogate, 

classify, relate

By the end of the 

lesson the learner 

will be able to 

differentiate the 

security threats for 

men, women, boys 

and girls in the 

s2pecific area.

Papers, essay tests, 

projects

Discussion, debate, 

collaboration

Case studies, 

simulations, 

exercises

Problem-based 

learning

Applying Applying information 

to produce some 

result.

•	 Implement, carry 

out, use, execute, 

solve problems

By the end of the 

lesson the learner 

will be able to use a 

gender perspective 

when engaging with 

the local population 

in a culturally 

sensitive manner.

Project, 

performance, 

presentation

Practice, practice, 

practice

Discussion, 

collaboration

Simulations, 

exercise, games
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Understanding Grasping the meaning 

of material.

•	 Interpret, 

summarize, 

paraphrase, 

classify, explain, 

identify

By the end of the 

lesson the learner will 

be able to explain 

how insecurity and 

conflict can affect 

men, women, girls 

and boys differently.

Writing, 

presentations, 

objective or essay 

tests

Lecture, reading, 

audio/visual

Courseware, 

examples

Discussion, 

dialogue, role 

playing

Remembering Recalling basic 

information.

•	 Recognize, list, 

describe, retrieve, 

name, find, 

recall, repeat

By the end of the 

lesson the learner will 

be able to repeat key 

definitions on gender.

Testing, instructor’s 

questions

Lecture, reading, 

audio/visual

Mnemonics, 

repetition, drill

Simple courseware, 

demonstration, 

guided observations

We also want to share an example of a lesson schedule where gender mainstreaming has been integrated into 

the topic of quick-impact projects (QIPs; Box 7.24).
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10. Conclusion

A lesson plan is not a universal remedy that ensures success in every lesson but rather an important tool that an 

instructor uses to design, develop, conduct and revise a lesson. The lesson’s success is defined in terms of the 

learning outcomes reached. Backward design helps keep these outcomes in mind at every lesson preparation 

and conduct stage.

A lesson plan is an essential element of any learning process, no matter if it takes place in a university classroom, 

online or during workshops and short courses on gender awareness. Practicing backward design, developing 

comprehensive model lesson plans and using active learning methods will definitely contribute to the success of 

teaching gender in the military.
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Annex 1: Detailed model lesson plan from NATO Allied Command 
Transformation gender education and training package for nations

Lesson plan for Module 3 Pre-deployment Lesson 3: Translate the operational 
impact of gender

Lesson title: Translate the operational impact of gender

Audience (level)

Learners are NATO allies and partners’ national armed forces personnel deploying to NATO operations and missions.

Time

180 minutes (Pre-deployment Lesson 1 + ADL 169 are prerequisites for this lesson). If you add more exercises 

or group tasks for the learners, be aware that you might need to add an additional 60 minutes to this lesson.

Lesson learning outcome

By the end of the lesson, the learners will be able to do the following.

1.	 Demonstrate how gender can enhance operational effectiveness.

2.	 Explain how gender as a core competence will improve decision-making.

3.	 Explain how a gender-balanced force will improve operational effectiveness.

4.	 Examine a gender perspective related to security force assistance.

5.	 Explain how liaison and coordination with external actors, including international organizations (IOs), 

governmental organizations (GOs) and non-governmental organizations (NGOs) enhances the sustainability 

of the operation or mission.

Lesson scope

This basic-level lesson is for NATO allies and partners’ national armed forces personnel deploying to NATO 

operations and missions. It is designed to support national pre-deployment training in implementing a gender 

perspective in order to be more effective at operations or missions. This lesson will help personnel to understand 

operational impact of gender.
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Learning outcomes  

and standards
Assessment Strategy and method

By the end of the lesson…
Assessment 

tool

Type and timing of 

assessment

Learners will be able to 

demonstrate how gender 

can enhance operational 

effectiveness.

Presentation

Learners will be able to explain 

what a gender perspective is.

Learners will be able to explain 

that gender is a cross-cutting 

theme in military tasks.

Learners will be able to 

integrate a gender perspective 

into the branch or unit’s 

functional responsibility.

Learners will be able to enhance 

operational effectiveness.

Ask questions 

and observe.

Recall definition of gender 

perspective; ask a learner to 

provide the definition.

Give examples how gender 

perspective enhances 

operational effectiveness.

Interactive instruction

•	 Discusssion

Strategy for execution/learning method
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Learning outcomes  

and standards
Assessment Strategy and method

By the end of the lesson…
Assessment 

tool

Type and timing of 

assessment

Learners will be able to 

explain how gender as a core 

competence will improve 

decision-making.

Learners will be able to 

explain how a gender-

balanced force will improve 

operational effectiveness.

Learners will be able to explain 

what is a core competence.

Learners will be able to 

explain how gender is a core 

competence.

Learners will be able to 

review how gender as a core 

competence will improve 

operational effectiveness.

Learners will be able to explain 

how a gender-balanced force 

will improve operational 

effectiveness.

Ask questions 

and observe.

Ask the class what are the core 

competencies that military 

personnel need in an operation 

or mission.

Ask how can gender as a 

core competence improve 

operational effectiveness.

Explain how to assess your 

operation or activity in using 

the core competence of a 

gender perspective by asking: 

does my operation affect men, 

women, boys and girls the same 

way based on their gender? If 

yes, is this my purpose? If no, 

how can I change my effect?

Give examples and explain how 

to evaluate effect.

Give examples of integrating 

a gender perspective into core 

documents (and how this is 

supported by a gender analysis).

If possible, provide examples 

from the host nation and 

deployment area.

Interactive instruction

•	 Discussion

Interactive Instruction

•	 Discussion

 

Interactive instruction

•	 Discussion

 

 

 

 

 

 

 

Presentation

 

Presentation

Interactive instruction

•	 It is recommended 

to add a practical 

scenario-based 

exercise
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Learning outcomes  

and standards
Assessment Strategy and method

By the end of the lesson…
Assessment 

tool

Type and timing of 

assessment

Learners will be able to 

examine a gender perspective 

related to security force 

assistance.

Learners will be able to explain 

security force assistance.

Learners will be able to 

demonstrate the integration of 

a gender perspective in security 

force assistance.

Learners will be able to 

demonstrate application of 

equal opportunities within 

security force assistance.

Learners will be able to practice 

internal and external methods 

of security force assistance.

Ask questions 

and observe.

Explain what is meant by 

security force assistance 

and how to apply a gender 

perspective.

Explain the internal and external 

aspects of security force 

assistance.

If possible, provide examples 

from the host nation and 

deployment area. It is 

recommended to add a practical 

exercise linked with the host 

nation and the operation or 

mission.

Presentation

 

 

 

Interactive instruction

•	 Presentation and 

practical exercise

Learners will be able 

to explain how liaison 

and coordination with 

external actors, including 

international organizations 

(IOs), governmental 

organizations (GOs) and non-

governmental organizations 

(NGOs) enhances the 

sustainability of the 

operation or mission.

Learners will be able to explain 

the importance of liaison and 

coordination with external actors 

(including IOs, GOs and NGOs).

Learners will be able to 

demonstrate consultation with 

external actors (including IOs, 

GOs and NGOs).

Ask questions 

and observe.

Explain the difference between 

external actors and the 

importance of liaison and 

coordination.

Give a task to the class to 

identify existing coordination 

meetings on gender-related 

topics in your area of 

operations, including IOs, GOs 

and NGOs.

Provide examples from the host 

nation and deployment area.

Presentation

 

 

 

Interactive instruction

•	 Practical exercise
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Other necessary information

Prerequisites for the instructor

Sufficient understanding and comprehension of English is required (international policy is mostly written in 

English), as the instructor must be able to comprehend the national framework on gender perspective/national 

armed forces framework on gender perspective. The instructor should have sufficient knowledge of gender in 

military operations, and preferably have completed the NATO-accredited “Gender training of trainers” course. 

The instructor needs to research to be able to provide examples from the host nation and deployment area.

Equipment needed

Computer, Projector, Screen, Checklist

Issues for consideration

Always explain abbreviations and interact as much as possible with the learners.

Mandatory preparation

Instructor has to go through the lesson plan, PowerPoint and content resources.

Supplemental to this lesson plan

Pre-deployment training 3: Translate the operational impact of gender

Pre-deployment lecture 1: NATO’s framework on gender

ADL 169 Improving operational effectiveness by integrating gender perspective

Other useful references

UN DPKO/DFS Guidelines: Integrating a Gender Perspective into the Work of the Military in Peacekeeping 

Operations, United Nations, 2010.
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1. Introduction1

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

typically by using criteria against a set of standards. Evaluation is an ongoing phase throughout the design of 

curricula, ensuring learning outcomes align with the required educational needs.

Educational and training evaluation can be approached from multiple dimensions, each serving a different 

purpose. When evaluating the learners, the focus is on individual performance and growth. This includes assessing 

knowledge acquisition and skill development, measuring behavioural changes or competency improvements, 

identifying areas where learners struggle or excel, determining readiness for practical application, and comparing 

performance against established benchmarks. Evaluating learning objective achievement concentrates on whether 

the training accomplished what it set out to do. This involves measuring the gap between intended and actual 

outcomes, assessing knowledge retention over time, determining if participants can apply what they’ve learned, 

evaluating skills transfer to real-world contexts, and analyzing if performance improvements meet predetermined 

targets. The dimension of evaluating the learning objectives themselves represents a meta-level examination of 

whether the right goals were established. This encompasses assessing alignment with organizational needs and 

strategic priorities, determining relevance to actual job requirements, evaluating if objectives address root causes of 

performance gaps, examining if objectives deliver meaningful business impact, and considering if objectives remain 

relevant amidst changing conditions. These dimensions aren’t mutually exclusive but rather complementary. A 

comprehensive training evaluation generally incorporates all three, using frameworks like Kirkpatrick’s Four Levels 

to structure the assessment approach. The most effective evaluations clarify which dimension is being emphasized 

at each stage and establish appropriate metrics that align with that specific focus.
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This chapter focuses on the evaluation of a gender-related curriculum, exploring modern evaluation methods 

that enhance the assessment process.2 Through this chapter, the theory behind evaluation is illustrated with 

practical application examples. Several modern evaluation mechanisms and models are described aimed at 

helping instructors to improve the quality of gender-focused training programs.

2. The essence and role of evaluation

2.1 Evaluation

Evaluation serves as more than a culminating activity. It constitutes an essential component within a continuous 

improvement cycle. When properly integrated, evaluation creates a feedback loop that systematically informs 

program refinement, adaptation, and strategic decision-making. In educational and training contexts, evaluation 

establishes crucial linkages between learning outcomes and organizational objectives, ensuring curricula remain 

relevant, cost-effective, and conducive to knowledge transfer.

Evaluation, when viewed through the lens of gender studies and educational practices, emerges as a powerful 

tool for understanding and transforming systemic dynamics of power, representation, and opportunity. At its 

core, evaluation becomes more than a technical process – it is a critical methodology for uncovering how gender 

intersects with institutional practices, learning experiences, and social structures.

In educational contexts, evaluation serves as a nuanced lens through which we can examine how gender operates 

within learning environments. It goes beyond simple measurement, instead revealing the often invisible ways 

that gender influences educational experiences, opportunities, and outcomes. A gender-oriented evaluation 

might explore how curriculum design, teaching practices, institutional policies, and interpersonal dynamics 

either reinforce or challenge existing gender inequities.

The essence of such an approach is to make visible what is often hidden, namely the subtle mechanisms 

of gender inequality that persist in educational settings in the military context. It asks profound questions: 

How do different genders experience military learning spaces? Whose perspectives are centered in curriculum? 

What implicit biases shape assessment practices? How do institutional structures either perpetuate or dismantle 

gender-based barriers to military education?

Evaluation becomes a transformative practice when it moves beyond neutral observation to critical analysis. It 

is not just about collecting data, but about understanding how gender operates as a fundamental organizing 

principle of social experience. By carefully examining educational programs, teaching methodologies, and 

institutional structures, evaluation can uncover the complex ways that gender shapes learning, opportunity, and 

social mobility.

This approach recognizes that evaluation is never truly neutral. It is always conducted from a particular 

perspective, with particular assumptions and interests. A gender-sensitive evaluation seeks to make those 

perspectives explicit, to challenge taken-for-granted assumptions, and to create possibilities for more equitable 

educational experiences.

In practice, this means developing evaluation methodologies that are attentive to the diversity of gender 

experiences, that listen to minoritised groups, and that see gender not as a fixed category, but as a dynamic and 

complex social process. It is about creating evaluation practices that do not just describe the world, but help to 

reimagine and reconstruct it in more just and inclusive ways.
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2.2 Significance of evaluation

Evaluation is crucial for several important reasons. In environments with limited resources, organizations need 

to show that their investments are worthwhile and produce meaningful results. Systematic evaluation helps 

maintain high-quality standards by identifying areas that need improvement and ensuring that programs meet 

expected benchmarks.

Organizations use evaluation to check whether their educational initiatives actually support their broader goals. 

This means regularly examining whether their actions align with their mission and strategic plans. Additionally, 

ongoing evaluation allows organizations to be flexible and responsive. As needs change and new challenges 

emerge, evaluation provides insights that help teams make timely adjustments and improvements.

2.3 Evaluation and assessment

Assessment and evaluation are related but different processes that organizations use to understand their work 

and progress. While people often use these terms interchangeably, they actually serve distinct purposes.

Assessment is primarily about measuring individual performance and characteristics. It focuses on documenting 

specific details like a person’s knowledge, skills, attitudes, and beliefs relatively objectively. The main goal 

of assessment is developmental, i.e., to help individuals understand their current capabilities, identify their 

strengths, recognize areas for improvement, and track their personal growth.

Evaluation, on the other hand, takes a broader view. Instead of focusing on individual performance, evaluation 

examines entire programs, interventions, or approaches. Evaluation seeks to make systematic judgments about 

a program’s overall value, effectiveness, and impact. Where assessment asks, “What has this person learned?”, 

evaluation asks more comprehensive questions like, “Is this program truly effective?”, “Are we getting a good 

return on our investment?”, and “Should we continue, expand, or modify this approach?”

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.
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2.4 Evaluation frameworks and approaches

Evaluation requires a comprehensive approach that combines different types of measurement to truly understand 

program success. Measures of Performance (MOPs) and Measures of Effectiveness (MOEs) work together to 

provide a full picture of what’s happening in an initiative.

MOPs focus on the nuts and bolts of program implementation. They answer the fundamental question: “Are 

we doing the right things?” This involves tracking how closely a program follows its original plan. In practical 

terms, this means looking at whether activities are completed as scheduled, how resources are being used, and 

whether the program is meeting its basic compliance requirements.

When it comes to gender-related programs, MOPs become particularly insightful. They might examine concrete 

details like demographic representation, how often gender-inclusive practices are implemented, or whether 

structural accommodations are being created as intended. These measures provide a snapshot of the program’s 

operational realities.

MOEs take a deeper, more nuanced approach. They ask the critical question: “Are we doing things right?” This 

goes beyond simple tracking to examine the real-world impact of a program. These measures require a more 

complex investigation, often following the program over time to understand its deeper consequences.

For gender-related initiatives, MOEs dive into more profound changes. They might explore how inclusive practices 

improve organizational operations, track shifts in workplace culture, or analyze how diverse perspectives enhance 

decision-making. Unlike MOPs, which are more quantitative, MOEs often involve more qualitative, long-term 

assessments of genuine transformation.

Together, these two types of measurement provide a comprehensive view of a program’s journey. MOPs ensure 

the program is running as planned, while MOEs reveal whether the program is actually creating meaningful 

change. It is the difference between checking that a boat is sailing smoothly and determining whether it is 

actually reaching its intended destination.

2.5 Methodological considerations

Robust evaluation employs diverse methodologies to capture the multidimensional nature of educational outcomes:

•	Quantitative approaches provide standardized metrics that facilitate comparison across contexts and time 

periods. These include performance tests, standardized assessments, demographic analyses, and statistical 

indicators of various outcomes.

•	Qualitative approaches capture nuanced dimensions that resist simple quantification, including shifts in 

attitudes, improvements in critical thinking, and changes in organizational culture. These approaches employ 

interviews, observations, document analysis, and case studies.

Mixed-method designs integrate both approaches to develop comprehensive understanding. Such integration 

allows evaluators to answer not only “what” questions but also crucial “why” and “how” questions that explain 

observed outcomes.
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Box 8.2 Evaluation within the learning cycle

Rather than functioning as an afterthought, evaluation should be conceptualized within a continuous improvement cycle:

This cyclical approach ensures that evaluation findings actively inform subsequent iterations, creating a responsive, 

evidence-based educational system.

Identifying 
performance gaps 

and learning 
requirements

Program
Design

Developing 
interventions 
that address 

identified 
needs

Determining 
overall 

effectiveness 
after 

completion

Delivering the 
educational 
intervention

Assessing program 
elements during 
implementation

Need
Assessment

Implemen-
tation

Formative
Evaluation

Supportive
Evaluation

Refinement

Adjusting 
program 
elements 
based on 
evaluation 
findings

2.6 Challenges in educational evaluation

Despite its importance, evaluation faces several persistent challenges, four of which require special attention:

•	Methodological rigour since educational outcomes often involve complex human and social variables resistant 

to simple measurement approaches.

•	 Political dynamics because evaluation findings may threaten established interests or reveal uncomfortable 

truths, leading to potential resistance or manipulation of results.

•	 Resource limitations, as a comprehensive evaluation requires significant investment of time, expertise, and 

financial resources that may compete with program delivery.

•	 Timescale discrepancies because while programs require immediate assessment for administrative purposes, 

significant educational outcomes may emerge only over extended timeframes.

A literature review suggested there is widespread underevaluation of education programmes, and what is being 

done is of uneven quality4 . 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 met5, and ensures training and education’s continuing 

ability to produce qualified workers. A follow-up evaluation can be conducted for 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.
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2.7 Evolving approaches to evaluation theory

Contemporary evaluation theory has moved beyond simplistic input-output models toward more sophisticated 

approaches that recognize contribution rather than attribution where multiple factors influence outcomes, 

learning-oriented evaluation, participatory approaches involving stakeholders throughout the evaluation process 

because it enhances relevance, utilization, and commitment to findings, and values-explicit frameworks since 

evaluation inevitably involves value judgments rather than pretending complete objectivity. Effective evaluation 

ultimately serves dual purposes – providing accountability for resources invested while simultaneously generating 

insights that drive continuous improvement in educational programs and outcomes.

3. Evaluation in the ADDIE model

The curriculum design process is often based on the ADDIE (analysis, design, development, implementation and 

evaluation) model (See Chapter 4). 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. Although evaluation is part of the review cycle, each phase now integrates continuous evaluation 

and adaptive methods.6 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.7

Table 8.1 Assessment and evaluation focus within ADDIE model

Phase Purpose Key Assessments and Evaluation

A – Analysis Identify training needs and define 

the learning problem

•	 Needs assessment (surveys, interviews, 

focus groups)

•	 Task and skill gap analysis

•	 Stakeholder consultations for contextual 

understanding

•	 Learner profiling (prior knowledge, roles, 

culture, gender sensitivity in context like 

military)

D – Design Establish learning goals and plan 

instructional strategy

•	 Learning objective alignment checks 

(SMART criteria)

•	 Storyboards/mockups reviewed by SMEs 

(subject matter experts)

•	 Assessment blueprinting – mapping what is 

taught to how it will be tested

•	 Prototype scenario creation for early 

evaluation

D – Development Create content, materials, and 

assessments

•	 Formative assessments embedded in 

content

•	 Alpha testing of materials (internal trial 

runs)

•	 Peer reviews of lesson plans and learning 

tools

•	 Accessibility and inclusivity audits (especially 

for programs like gender training)
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4. Using the Kirkpatrick model to integrate gender perspective 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.8 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.9

The four levels of evaluation consist of reaction, learning, behaviour and results.

Level 1: Reaction – This level focuses on the learner’s satisfaction with the learning process. 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:10

•	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:

•	 Polls with the help of special software like Mentimeter, Slido, Poll Everywhere etc.

•	Open-ended questions by the instructor

•	Action-Impact-Development (focus on the specific action or behavior; discuss the impact of that action on 

others or the learning process; suggest ways for development or involvement)

•	 Sandwich Method with three elements: positive feedback, constructive criticism, positive reinforcement

I – Implementation Deliver the program and support 

learners

•	 Pilot testing with sample learners

•	 Trainer/facilitator evaluations (using 

observation rubrics)

•	  Real-time feedback tools (pulse checks, exit 

slips, micro-polls)

•	 Readiness checklists for materials, logistics, 

and tech platforms

E – Evaluation Measure effectiveness of the 

learning solution

•	 Summative evaluations (post-tests, projects, 

final performance tasks)

•	 Participant satisfaction surveys

•	 Outcome analysis linked to performance 

metrics or behavioral change

•	 Longitudinal follow-ups (especially 

important in gender mainstreaming 

programs)
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•	5 A’s (Ask learners for their self-assessment; Affirm their strengths and positive behaviors; Advise on areas 

for improvement; Assist with resources to help them improve; Arrange a follow-up to discuss progress and 

provide ongoing support)

•	 “Exit ticket” as a one-minute paper written at the end of the session/course 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.

Level 2: Learning – This level focuses on learner competencies gained in the learning process. What did they 

learn (how much did the learners gain knowledge and skills)? Steps in these assessment methods include:11

•	 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, and end-

of-course feedback.

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 of gender-related topics. Pre – and post-assessments 

using online quizzes, tests, and surveys can measure how learners gain knowledge and skills related to gender. 

Virtual simulations and role-playing exercises can also assess learners’ ability to apply new knowledge.

Box 8.3 Modern assessment and evaluation methods

In recent years, modern assessment and evaluation methods have been introduced, incorporating technology 

and data analytics to improve accuracy and engagement. These methods complement traditional approaches, 

fostering a more comprehensive evaluation process. The evolution of assessments methods has been marked by a 

transformative journey from traditional paper-based practices to the integration of digital solutions12.

Digital Portfolios and Real-Time Feedback

Digital portfolio is a collection of examples of learner’s work that is all accessible online. Typically, learners only 

include their best work in their portfolio so it can showcase their professional competencies and creativity. 13

Digital portfolios for tracking student growth and providing individualised assessment (can be via Learning 

Management Systems (LMS)) and real-time feedback tools enable continuous tracking of learner progress, enhancing 

formative assessment. In a military setting, for example, gender-focused learning activities can be recorded in a 

digital portfolio, allowing learners to reflect on their experiences and instructors to provide timely feedback.14

Peer and Self-Assessment

Peer-to-peer evaluations encourage collaborative learning and allow learners to reflect on their understanding and 

application of gender concepts. Self-assessment tools, such as surveys on personal beliefs and attitudes towards 

gender roles, help learners evaluate their own progress and understanding.15
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Level 3: Behaviour – This level focuses on the learner’s job performance. What changes in job performance 

resulted from the learning process? Does the learner (graduate) have the capability to perform the newly learned 

skills while on the job? How have the learners (graduates) 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.17

•	Using a control group, if possible.

•	Allowing enough time for a behaviour change (such as six months, enough time for the learning to be 

implemented to cause any change).

•	 Survey or interview one or more of the following groups: learners (graduates), their bosses (leadership), their 

subordinates and others who often observe the learners’ (graduates’) 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. To assess changes in behaviour, data from performance tracking tools, post-programme surveys, and 

interviews with supervisors can help determine if the learners adopted gender-sensitive practices in their military 

work. Using modern techniques like follow-up interviews or analysis of real-time performance data can provide 

deeper insights.

Level 4: Results – This level is the most difficult to assess, as it requires continuous follow-up with the learners 

(graduates) and a measurement of the results of any actions they perform. In gender training, the results could 

be measured by observable changes in how graduates integrate gender considerations into their work. For 

example, this might include: How consistently do they incorporate gender analysis into planning processes? Do 

they develop more gender-sensitive policies and programs? Do they allocate resources more equitably across 

genders? Overall, the tangible results of the learning process are evaluated in terms of reduced cost, improved 

quality, increased production, efficiency, etc. Points to consider include the following:18

•	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.

At the final level, evaluators can use key performance indicators (KPIs)19 such as operational effectiveness, 

mission success, and personnel engagement to determine the broader impact of gender perspectives training. 

Data-driven evaluation tools like performance dashboards can aggregate and visualize these results to make 

them actionable.

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

and be applied to gender-related education. Table 8.2 summarizes the evaluation focus for each of the levels of 

Kirkpatrick’s model.

Learning Analytics

With the rise of online learning platforms, data analytics now play a significant role in assessment. By tracking learner 

interactions, participation, and performance in real-time, learning analytics provides a data-driven approach to 

evaluate engagement and outcomes, offering immediate insights into areas for improvement. Learning analytics can 

track various data points such as clicks, navigation patterns, time on task, social networks and concept development.16
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5. Conclusion

Evaluation is critical in ensuring that gender-focused training in military curricula leads to meaningful change. 

By systematically assessing learning outcomes, instructional methods, and practical applications, evaluation 

provides valuable insights into the effectiveness of gender education. The integration of models like ADDIE 

and Kirkpatrick’s four-level evaluation framework allows educators to measure not only knowledge acquisition 

but also behavioural transformation and operational impact. These assessment tools help identify gaps, refine 

training strategies, and enhance the overall effectiveness of gender-sensitive practices in military settings.

Evaluation must go beyond immediate learning outcomes to achieve lasting progress and focus on long-term 

behavioural shifts and institutional changes. This requires ongoing assessments, follow-up evaluations, and the 

inclusion of diverse perspectives, particularly those of women in military and civilian roles. By embracing modern 

evaluation techniques – such as digital feedback tools, learning analytics, and scenario-based assessments – military 

organizations can ensure that gender awareness training translates into real-world improvements in inclusivity, 

operational effectiveness, and human security. Ultimately, rigorous evaluation strengthens the integration of gender 

perspectives in military operations, fostering a more equitable and effective defense environment.

Table 8.2 use of Kirkpatrick’s four levels of evaluation with the focus of gender training and 
mainstreaming in military education

Level Level 1 – Reaction Level 2 – Learning Level 3 – 

Behaviour

Level 4 – Results

Main question Did they value the 

gender content?

Did they gain 

gender-related 

knowledge and 

awareness?

Are they applying 

gender concepts in 

practice?

Is there institutional 

change or impact?

Purpose Gauge participants’ 

initial response to 

gender-focused 

programs

Measure knowledge 

and skills gain 

around gender 

norms, integration, 

and policy

Assess behavioural 

changes in 

leadership, 

planning, and daily 

conduct

Evaluate 

organisational-level 

progress in gender 

mainstreaming

Assessments and 

evaluation

Post-course 

satisfaction surveys 

on relevance of 

gender topics

Feedback on 

inclusiveness, 

sensitivity, and 

trainer effectiveness

Reflections 

on perceived 

importance 

of gender in 

operational contexts

Pre/post-tests on 

gender theory, UN 

Security Council 

Resolution 1325, 

and national policies

Scenario-based 

assessments on 

gender-sensitive 

decision making

Written assignments 

or essays analyzing 

gender in military 

operations

Observations 

during field 

training or mission 

planning with 

gender integration 

components

Peer/superior 

evaluations on 

inclusive leadership 

or planning 

practices

Case study analysis 

during exercises 

(e.g., inclusion 

of women in 

peacekeeping roles)

Tracking gender 

representation in 

leadership and 

operational units

Monitoring gender-

aware policy 

adoption across 

PME curricula

Measuring impact 

on mission 

effectiveness or 

community relations 

in deployed settings

Gender audit 

outcomes or 

institutional gender 

scorecards
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1. Introduction

Today, digital learning tools have evolved from primarily being used as a strict pre-learning tool to various 

e-learning approaches and models. New ways of course design and teaching provide instructional designers and 

instructors with numerous possibilities to support individual training and education, e.g. instructor-led course 

preparation, e-readings and the building of communities of practice along with the self-studies and self-directed 

professional development.

The chapter focuses on four main objectives: to provide an overview of digital e-learning capabilities in support 

of teaching gender in the military; to outline main online teaching models; to highlight instructional design 

considerations for online delivery; and to highlight existing online learning opportunities on gender perspectives 

in the military.

This chapter outlines how various digital education tools, as well as online and e-learning1, can be used 

efficiently to support teaching gender, especially in the military. It explores how various digital technologies can 

integrate gender-related topics into educational curricula, enhancing the learning experience. It offers practical 

approaches to demonstrate the effectiveness of e-learning and outlines future directions and recommendations 

for further implementation.
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2. E-learning terms and definitions

Before starting the discussions about the various learning technologies that can be used to enhance the learning 

experience and the training and education opportunities concerning gender perspectives for the military 

worldwide, it is essential to clarify some of the terms related to the topic.

Digital learning, eLearning (e-learning) and online learning are often used interchangeably (Table 9.1). However, 

there is a clear definition of each of the terms despite a variety of options to combine the different technological 

approaches with each other.

Table 9.1: Comparison table: digital learning vs. e-learning vs. online learning

Feature Digital Learning E-learning Online Learning

Definition
Any learning using  

digital tools

Structured learning via  

sdigital platforms

Learning conducted entirely 

over the internet

Scope
Broad (includes e-learning  

& online learning)

More focused on structured 

training

Specific to remote internet-

based education

Internet 

Requirement
Not always needed Sometimes needed Always needed

Format
Can be blended (classroom  

+ tech)

Self-paced or structured 

courses
Fully remote, live or recorded

Examples
Digital textbooks, Virtual 

Realities (VR) learning

Corporate training modules, 

interactive courseware

Virtual classrooms, university 

online programs

Best for
Enhancing education  

with tech

Training and professional 

development

Distance learning and virtual 

education

For this chapter, the different approaches are defended as follows:

1.	 Digital learning refers to any type of learning that uses digital tools and technology to enhance education. 

It is a broad term that includes e-learning, online learning, and other technology-enhanced instructional 

methods. It can be online or offline (e.g., learning apps, educational games, interactive simulations). It 

supports blended learning, combining face-to-face teaching with digital resources and includes multimedia 

content like videos, infographics, and animations to improve engagement. Digital learning is the broadest 

concept, encompassing all forms of education involving technology, whether fully online or blended with 

traditional classroom teaching.

2.	 E-learning (eLearning, electronic learning) refers specifically to learning conducted via electronic devices and 

digital platforms, often through structured courses or training programs. It is a subset of digital learning 

focusing on educational experiences delivered electronically. Typically, it is self-paced and structured. The 

content is delivered through learning management systems (LMS) like Moodle, Blackboard, or Coursera. 

E-learning is a specific type of digital learning that focuses on structured courses delivered electronically, 

usually through an LMS. Unlike online learning, it may not always require internet access (e.g., downloaded 

lessons).

3.	 Online learning refers to education that occurs entirely over the Internet, where learners and instructors 

interact remotely. It includes synchronous (live) and asynchronous (pre-recorded) learning experiences. One 

main characteristic is that it requires internet access for participation, for example, virtual classrooms using 

Zoom, Microsoft Teams, Google Meet, etc. Online learning is a specific type of e-learning that requires an 

internet connection, whereas e-learning can sometimes include offline digital resources.
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4.	 Synchronous teaching refers to real-time instruction where instructors and learners interact simultaneously, 

either in person or online. This type of learning and teaching often involves live lectures, discussions, or group 

activities that require immediate participation, usually enabled by video conferencing systems. Asynchronous 

teaching allows learners to access course materials and complete assignments independently without 

real-time interaction via learner management systems. This method is often used in online courses where 

flexibility is a priority. Both methods have their benefits and drawbacks, and many educational programs 

use a combination of both (blended learning2) to provide a more effective learning experience. (Table 9.2):

3. Digital capabilities in support of teaching and learning

Online learning has transformed education and training by removing traditional barriers, offering flexibility, 

and allowing learners to access content anytime and anywhere. This flexibility is particularly valuable in military 

contexts, where personnel face unpredictable schedules and operational demands. Online education now 

extends far beyond basic video lectures or discussion forums. Advanced platforms support personalized learning 

paths, interactive simulations, and real-time collaboration – increasingly vital tools for delivering complex topics 

such as gender integration in military operations. What was seen as innovative ten years ago is now referred 

to as traditional training. Modern learners no longer rely solely on libraries and printed books; e-readers, 

e-magazines, and e-journals have already become vital research, training, and education resources.

Modern technologies have evolved into powerful training enablers. Artificial Intelligence (AI)3 and machine 

learning now drive adaptive learning systems that tailor content to each learner’s role, experience level, and 

progress. AI-powered tools can help educators, instructors, and learners navigate and challenge gender 

stereotypes through tailored content, dynamic feedback, and adaptive learning systems.

One major application of AI in gender training is its ability to analyse and adapt course content to meet diverse 

learner needs. For instance, by leveraging natural language processing (NLP), AI can identify biased language in 

educational materials and provide neutral or inclusive alternative recommendations. This ensures that training 

resources are free from gendered assumptions and stereotypes, fostering a learning environment that reflects 

diverse perspectives.

AI-driven platforms can also generate personalised learning pathways, allowing participants to engage with 

content relevant to their knowledge level, interests, and professional roles, ensuring that everyone benefits 

equally from the training. AI can analyse participation patterns to identify and mitigate instances of dominant 

voices overshadowing others, ensuring that all learners contribute equitably.

Another innovative use of AI in gender training is virtual role-playing and simulations. AI-driven avatars and 

scenarios can simulate real-life challenges related to gender biases in various professional and social contexts. 

Learners can practice navigating these scenarios, receiving feedback from AI systems that analyse their 

responses and suggest improvements. This hands-on approach deepens understanding and builds critical skills 

for addressing gender-related challenges in everyday life.

Table 9.2 comparison of synchronous and asynchronous teaching

Feature Synchronous Teaching Asynchronous Teaching

Interaction Real-time Delayed / Recorded

Flexibility Low High

Engagement Immediate Self-directed

Examples Live lectures, webinars Pre-recorded videos, discussion boards

Best for Interactive learning, real-time Q&A Self-paced study, flexible learning
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Data analytics is another area where AI shines in gender training. By analysing large datasets, AI can uncover patterns 

and trends in learner engagement and outcomes, providing insights into the effectiveness of training programs. These 

insights enable educators to refine their approaches, addressing gaps and ensuring that the training meets its objectives.

Additionally, AI can track progress on individual and group levels, identifying areas where additional support or 

resources might be needed. AI-powered tools can offer 24/7 support, providing learners with instant feedback 

and guidance, which is particularly valuable in self-directed professional development.

Virtual reality (VR)4 and Augmented Reality (AR)5 enable military learners to experience realistic operational 

scenarios – including those involving gender-related challenges – without the risks of real-world training. 

Gamified platforms enhance motivation and retention, while mobile learning apps and microlearning modules 

allow personnel to train on-the-go, even in deployment environments.

In military education, these tools are not just supplementary but becoming essential. For example, simulation-based 

training allows military personnel to practice gender-sensitive decision-making in conflict zones, peacekeeping 

missions, or leadership roles. LMS centralizes access to these resources, tracks individual progress, and enables 

real-time feedback. Collaborative platforms, including secured social networks or institutional portals like the 

NATO School Members Portal6, foster peer-to-peer and community-based learning – important for nuanced topics 

like gender dynamics that benefit from discussion and reflection. Table 9.3 summarises the technological tools 

used in education and training and emphasises their capabilities to support teaching and learning.

Table 9.3. Technological tools in education and training

Technological Tool Functions to Support Training

Learning Management 

Systems (LMS)

•	 Centralized platform for delivering, managing, and tracking training.

•	 Facilitate online courses, assessments, and progress monitoring.

Virtual Reality (VR)

•	 Creates immersive simulations of real-world scenarios.

•	 Allows for practicing skills in a safe, risk-free environment.

•	 Useful for training in fields like healthcare, manufacturing, and safety.

Augmented Reality (AR)

•	 Overlays digital information onto the real world.

Provides on-the-job support and guidance.

•	 Enhances practical training by providing real-time instructions.

Mobile Learning Apps

•	 Deliver training content to smartphones and tablets.

•	 Offer flexible, on-the-go learning.

•	 Can include microlearning modules, quizzes, and interactive content.

Microlearning Platforms
•	 Break down training into short, easily digestible modules.

•	 Fit into busy schedules and increases knowledge retention.

Gamification

•	 Incorporates game elements into training (points, badges, leaderboards).

•	 Increases engagement and motivation.

•	 Makes learning fun and competitive.

Online Learning 

Platforms

•	 Facilitate collaboration and knowledge sharing among employees.

•	 Provide discussion forums and chat features.

Artificial Intelligence (AI) 

and Machine Learning 

(ML)

•	 Personalize training content based on individual needs and progress  

(adaptive learning).

•	 Provide insights and recommendations for optimizing training.

Video Conferencing and 

Webinar Software

•	 Enable live, interactive training sessions.

•	 Support remote training and collaboration.

Simulation Software
•	 Allows for practising skills and procedures in a virtual environment.

•	 Provides hands-on experience without the risks or costs of real-world training.
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Learning today is no longer a hierarchical process. It is linear and has moved to peer-to-peer learning, or the 

so-called “flipped classroom”7. Concerning gender perspectives, this offers various online teaching possibilities 

which can be adapted to the needs of the respective audience, ranging from stand-alone courses on an LMS 

to more interactive communities of practice on a learning portal. In summary, we can see an evolution from 

instructor-driven learning towards knowledge-driven learning, further influencing how content is transmitted to 

the learner.8 Peer-to-peer learning has a special relevance in adult education and vocational training. It differs 

from collaborative learning, where learners work together in small groups to solve a problem; peer-to-peer 

learning is where one learner leads another through a problem.9

4. Online models of teaching and learning

Selecting the right tool for online learning might be challenging. It depends on the audience and the course 

aim. The three options discussed here – stand-alone, tutor-in-the-loop, and blended – are today’s main online 

learning models. In some cases, a combination of them is found most effective, depending on the individual 

instructor and the needs of learners.

4.1 Stand-alone

Stand-alone e-learning courses and modules are often used to reach as many learners as possible. The advantage 

of this form of asynchronous e-learning10 is that learners can truly be reached at any time, whenever the learner 

feels the need to access the content and has time for learning.11

When addressing the need for education and training associated with important topics such as gender, stand-

alone e-learning is often the most expedient and cost-effective option to reach learners quickly when they are 

geographically and temporally separated. Changing a curriculum is not often as easy as it should be, and in 

many cases, a stand-alone online course is the best way to ensure learners get the information they need in a 

timely manner. Stand-alone training becomes even more attractive when a course is mandatory. The LMS allows 

tracking learner success, and most of these systems are supported by various options for online assessment.

Box 9.2 Screenshot of gender perspective online course hosted on NATO e-learning LMS
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When addressing a multinational military audience, some of the points should be considered:

•	 Stand-alone online courses are great for self-motivated learners who need flexibility.

•	 They work best when paired with structured goals and active engagement in learning communities.

•	Not all courses are recognized professionally, so research accreditation before enrolling.

Stand-alone courses also offer a good opportunity to address gender aspects of the military by offering additional 

training opportunities. Still, there is also a need to give learners extra time within their weekly schedules to 

complete the course. Adding on top of a weekly schedule some more courses for self-studying is not enhancing 

the knowledge. Enough study time must be given to the learners to ensure successful learning by using a stand-

alone course.

Stand-alone courses offer a great opportunity for those who do not have time to attend residential courses or 

who prefer to learn at their own pace. They are also a great option for learners to attend courses beyond the 

curriculum and offer additional learning resources for those wanting to study more12.

4.2 Instructor/tutor-in-the-loop

An instructor or tutor-in-the-loop13 allows learners to interact with the content and to address questions to the 

instructor/tutor. One common strategy is for instructors to schedule online sessions to allow learners to address 

questions directly to them and/or for them to participate in online discussions. Another common strategy is 

that the instructor encourages or requires learners to post questions in online forums, which the instructor will 

answer regularly.

Table 9.4 Pros and Cons of Stand-Alone Online Courses

Aspect Pros (Advantages) Cons (Disadvantages)

Flexibility
Learn anytime, anywhere, and set your 

own schedule.

Requires strong self-discipline and time 

management.

Accessibility
Available worldwide with an internet 

connection.

Limited access for those without reliable 

internet or devices.

Affordability
Often more affordable than traditional 

education.

Some high-quality courses can still be 

expensive.

Variety of Courses Covers a wide range of subjects and skills.
Course quality varies; some may lack 

depth or credibility.

Self-Paced Learning
Allows learners to progress at their own 

speed.

No structured deadlines can lead to 

procrastination.

Certification & 

Credentials

Some courses offer certificates for career 

advancement.

Not all certificates are accredited or 

valued by employers.

Learning Resources
Includes videos, readings, quizzes, and 

interactive tools.

Some courses lack real-world applications 

or hands-on practice.

There are advantages and disadvantages using stand-alone online course as a teaching method. Table 9.4 

highlights some of the aspects which should be taken into consideration before choosing this specific model.
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Box 9.3 Screenshot of the online classroom setup on an LMS

The tutor-in-the-loop model helps to facilitate learning communities and offers learners online spaces where 

they can exchange their ideas and thoughts. This online teaching model allows learners to focus on the content 

and encourages them to reflect on the studied topic. The instructor can facilitate online discussions and answer 

open questions to engage with the learners on specific topics and intensify the discussion level. Using this 

model, the learning moves from receiving information to engaging and interacting with the topic. The tutor-

in-the-loop model also encourages participation in communities of practice and peer-to-peer learning14. The 

facilitator can moderate the communities. Still, collaborative learning is the driving agent since the facilitator is 

in an observing position and helps generate new ideas rather than actively contributing to online discussions.

This model requires assigning a subject matter expert (SME) willing to moderate and drive the discussions. As a 

result, the course can be more interactive, and the learner gets deeper knowledge of the topics. However, if the 

instructor/tutor plans to schedule online sessions, they must be mindful that it will limit the learner’s freedom 

since it requires being online at a certain time. It also might limit the amount of people who will be reached.

4.3 Blended learning

“Blended Learning is the combination of different training ‘media’ (technologies, activities, and types of events) 

to create an optimum training program for a specific audience. The term ‘blended’ means that traditional 

instructor-led training is being supplemented with other electronic formats.”15

The blended learning model has proven successful within professional military education (PME) and training 

(national and multinational). Various training and education facilities widely use a combination of online courses 

(mostly stand-alone) and classroom instruction. The “blending” of these two models allows learners to prepare 

more thoroughly before attending a residential class, and the instructor can have some degree of confidence 

that learners come equipped to address a topic on a more detailed level.
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Table 9.5 Which online teaching and learning model to choose?

Model Specificity
Example related to teaching gender 

in the military

Stand-alone •	 Learners interact with pre-prepared digital 

content independently, with no real-time 

support from an instructor.

•	 Common in self-paced e-learning or 

Massive Open Online Courses (MOOCs, 

www.mooc.org).

Completing a recorded gender training 

module on an LMS without instructor 

feedback.

Tutor-in-the-loop •	 Learners engage with digital content with 

ongoing support from a tutor or instructor, 

who may intervene asynchronously (e.g., 

via forums or email) or synchronously 

(e.g., via live sessions).

•	 Adds a human guidance layer to digital 

learning.

Military learners complete a gender 

module and receive personalized 

feedback from an SME.

Blended (or 

hybrid)

•	 Combines online learning with face-

to-face sessions or synchronous virtual 

sessions.

•	 Tries to use the best of both worlds – 

flexibility of online with interactivity of 

in-person.

A course on gender in military 

operations where learners first 

complete online units and then 

participate in an in-person role-playing 

simulation.

Thus, choosing the proper strategy to support your instructional goals depends on various factors. The audience 

you plan to reach will influence the decision, as well as the time available for training and the availability of an 

instructor/tutor and/or a subject-matter expert (SME).

5. Instructional design for online courses

Instructional design is a critical foundation for any successful online course, especially when teaching complex 

and sometimes sensitive topics such as gender perspectives in the military. Unlike traditional classroom settings, 

where instructors can adjust their approach in response to immediate learner feedback, online learning 

environments demand a structured approach to ensure clarity, engagement, and impact. These design choices 

are even more consequential for military learners who may be participating from different locations, under tight 

schedules, or with limited internet access. Instructors must, therefore, adopt an instructional design approach 

that is not only pedagogically sound but also adapted to the realities of military learners and institutional culture.

At the core of effective online instructional design16 lies the clear articulation of learning outcomes (see Chapter 

7). In the context of gender perspectives, this includes both cognitive and affective objectives as learners should 

not only acquire knowledge about gender norms, legal frameworks, or operational relevance, but also reflect 

on their own perceptions and attitudes.

When designing for an online environment, the course format significantly affects how much guidance and 

structure learners will need. A stand-alone course must be self-explanatory, with clear navigation, detailed 

instructions, and built-in feedback mechanisms. This includes the use of self-check quizzes, reflection prompts, 

and concise explanations that help the learner stay oriented and on track. On the other hand, if the course 

follows a tutor-in-the-loop model, instructors can plan for periodic interaction, feedback, and clarification. In 
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blended learning formats both components must be designed in concert. The online content should lay the 

foundation and be directly relevant to face-to-face instruction, with consistent terminology and conceptual flow.

Instructors must also pay attention to the selection and design of multimedia elements. A common mistake is 

overloading the course with too many visual or audio components to make it more engaging. However, more is 

not always better. Effective multimedia use is about balance and intention. Instructors should ensure coherence 

and alignment between words and visuals, avoid redundancy, and support learners in forming mental models 

through carefully integrated graphics, narration, and text17. In the case of teaching gender, multimedia can 

play a powerful role in illustrating abstract concepts or bringing real-world examples to life. Videos depicting 

operational scenarios involving men and women personnel or animations that walk learners through policy 

frameworks can be especially effective. If the course includes expert testimonials, instructors should strive to 

include women‘s voices and perspectives. This enriches the content and models gender balance for the learners.

One of the most practical ways to integrate a gender perspective into online instruction is through carefully 

and consistently using inclusive language (see Chapter 6). Instructors should avoid generic male pronouns or 

terminology that unconsciously reinforces gender stereotype or power imbalances. An intersectional perspective 

further encourages attention to cases where language might marginalize learners in overlapping ways – for 

instance, by ensuring examples do not default to middle-class, Western, or able-bodied experiences when 

discussing professional roles or family structures.

Case studies and scenario-based exercises are another key component of online instructional design that 

offer opportunities to integrate a gender perspective. Instructors should ensure that case studies present 

balanced viewpoints, exploring how different genders might experience or respond to a situation. These 

scenarios should be grounded in realistic operational settings that military learners can relate to, enhancing 

both relevance and engagement.

Box 9.4 Leveraging advances in technology to provide new training opportunities

Online training opportunities, including now also AI, have always involved challenges with regard to user 

interfaces, collaboration, networking, standardization, and interoperability. These problems have often been 

more advanced than those faced in the business IT and C4I (Command, Control, Communications, Computers, 

and Intelligence) communities. Recent advances in computer gaming and business IT have shown that new 

technologies can become the basis for simulation systems. Over the last two years, consumer IT applications have 

emerged that may have useful applications in distributed simulation. Social networks, wikis, blogs, web page 

tagging, photo and video sharing, and tools for personal 3D game development have all attracted significant 

attention in the academic environment by bringing distributed processing technologies to the mass consumer. 

Web 2.0 tools answer important problems around distributed, interoperable, interactive, user-centred experiences. 

Just as computer games brought powerful commercial technologies to military training, Web 2.0 applications have 

similar potential, which is not generally recognized. It is up to the instructors and users to determine how useful 

the application of these technologies is within the interactive simulation community.18

Assessment is also an area where design decisions can reinforce gender sensitivity. Whether through multiple-

choice quizzes, written reflections, or interactive exercises, the language and content of assessments should 

reflect the same inclusive principles as the rest of the course. Whether automated or tutor-provided, feedback 

should avoid defaulting to assumptions about the learner’s gender or background.

Teaching gender in a military context is not simply about transferring knowledge. It is about influencing attitudes 

and perspectives. This requires instructors to think critically about how the course environment itself can foster 

reflection and dialogue. Online platforms can support this through moderated discussion forums, chat features, 

or peer-review assignments. Even in stand-alone courses, opportunities for self-reflection can be built into 

the design through journaling prompts or branching scenarios that challenge learners to consider different 

outcomes based on gendered experiences.
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Military learners bring their own professional norms, values, and experiences to the learning process. Instructors 

must be mindful of this context and frame gender not as an abstract social issue, but as an operationally relevant 

consideration that can affect mission success, team cohesion, and leadership. Positioning gender in this way, 

i.e., supported by real examples from operations, policy, and field experience, makes the topic more tangible 

and meaningful for the audience.

Finally, instructional design is never static. Instructors should build in course evaluation (see Chapter 8) and 

feedback mechanisms, allowing for iterative improvements.This includes collecting user feedback, monitoring 

engagement patterns, and staying up to date with both technological developments and evolving military 

policies on gender integration.

Thus, instructors are not content developers but facilitators of critical reflection and change. Box 9.5 summarizes 

the key elements of creating gender-inclusive content. By combining sound instructional design principles with a 

commitment to gender inclusivity, instructors can create online learning experiences that are accessible, relevant, 

and transformative for military learners.

Box 9.5 Gender inclusive content creation

6. Online learning opportunities on gender perspectives in the military

Courses on gender perspectives in the military, especially when delivered online, are no longer confined to 

general awareness modules. Instead, they now span a wide range of formats and levels from foundational 

Advanced Distributed Learning (ADL) programs to specialized modules focused on gender in operational 

planning, leadership, peacekeeping, or civil-military cooperation. Many of these are offered through institutional 

platforms such as NATO’s Joint Advanced Distributed Learning (JADL) portal19, the UN’s e-learning programs20, 

or national defence education systems.

Several years ago, the NATO Allied Command Transformation (ACT), NATO School Oberammergau, and three 

working groups of the Partnership for Peace Consortium (PfPC) (Security Sector Reform, Education Development, 

and ADL) designed and developed the basic course on gender which is not only a good example of interdisciplinary 

and interagency collaboration but also an example of how NATO can deliver education and training on various 

topics to thousands of potential learners by using technology. Table 9.6 lists online courses, websites, and social 

media groups that focus on gender.
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Table 9.6 Online resources on gender21

Delivery mode Name URL Registration Open access

Online course ADL 168: Role of 

gender advisers 

and gender 

field advisers in 

operations

https://jadl.act.nato.int/ Registration 

needed

Unlimited access 

to the course 

(once registered 

to the LMS)

Online course ADL 169: 

Improving 

operational 

effectiveness by 

integrating gender 

perspective

https://jadl.act.nato.int/ Registration 

needed

Unlimited access 

to the course 

(once registered 

to the LMS)

Online course ADL 171: Gender 

focal point

https://jadl.act.nato.int/ Registration 

needed

Unlimited access 

to the course 

(once registered 

to the LMS)

Online course ADL 135 Gender 

perspective

https://jadl.act.nato.int/ Registration 

needed

Unlimited access 

to the course 

(once registered 

to the LMS)

Online courses UN peacekeeping 

training resource

www.peaceopstraining.org/ No registration 

need for the free 

online courses

Some courses 

require a tuition 

fee

Online courses UNITAR:

Military Gender 

Advisor Course 

[2025]

https://event.unitar.org/

full-catalog/military-gender-

advisor-course-2025

Registration 

needed

Free accessible

Online 

resources

UN Military 

Gender Advisor 

– Reinforcement 

Training Packages 

(MGA-RTP)

https://

peacekeepingresourcehub.

un.org/en/training/rtp/mga

United Nations

Peacekeeping 

Resource Hub

Free accessible

Community  

of interest

Facebook groups 

such as Gender 

in Military 

Operations

https://www.facebook.com/

groups/115311195225650/

Registration with 

Facebook needed

Subscription to 

group needed

Community  

of interest

Facebook pages 

such as SEESAC

https://www.facebook.com/

SEESAC/

Open Open

Community  

of interest

Twitter account  

@genderssr

https://twitter.com/genderssr Open Open

Community  

of interest

LinkedIn groups https://www.linkedin.com/ Registration with 

LinkedIn needed

Subscription to 

groups needed

https://jadl.act.nato.int/
https://jadl.act.nato.int/
https://jadl.act.nato.int/
https://jadl.act.nato.int/
http://www.peaceopstraining.org/
https://event.unitar.org/full-catalog/military-gender-advisor-course-2025
https://event.unitar.org/full-catalog/military-gender-advisor-course-2025
https://event.unitar.org/full-catalog/military-gender-advisor-course-2025
https://peacekeepingresourcehub.un.org/en/training/rtp/mga
https://peacekeepingresourcehub.un.org/en/training/rtp/mga
https://peacekeepingresourcehub.un.org/en/training/rtp/mga
https://www.facebook.com/groups/115311195225650/
https://www.facebook.com/groups/115311195225650/
https://www.facebook.com/SEESAC/
https://www.facebook.com/SEESAC/
https://twitter.com/genderssr
https://www.linkedin.com/
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7. Conclusion

Digital technologies and online learning formats offer powerful tools to support gender education within the 

military. As this chapter has shown, these tools are increasingly essential for reaching different learners, adapting 

to operational constraints, and embedding gender perspectives into both curricula and military culture. Online 

platforms allow instructors to deliver content at scale, in a flexible and accessible format, while also supporting 

reflection, interaction, and the development of critical thinking. Stand-alone modules, tutor-supported learning 

environments, and blended learning offer different advantages, and should be chosen based on the training 

goals and learner needs.

Incorporating a gender perspective into online instruction involves thoughtful attention to language, 

representation, case materials, and assessment. Multimedia content and emerging technologies such as AI and 

virtual simulations further enhance learning, offering personalized, immersive experiences that promote deeper 

engagement. Moreover, online communities of practice and collaborative tools provide critical spaces for peer-

to-peer learning and continued dialogue.

Ultimately, online education on gender in the military must be designed not only to inform, but to transform. As 

digital tools continue to evolve, so too must the instructional strategies used to teach with them. The ongoing 

development of innovative, accessible, and pedagogically sound online training will be vital to advancing gender 

equality and operational effectiveness in military settings.
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3.	 Artificial intelligence (AI) is a broad field of computer 
science concerned with building machines capable 
of performing tasks that typically require human 
intelligence. For more on AI please see the part 7. of this 
chapter.

4.	 Virtual reality (VR) is a technology that creates simulated 
experiences. In essence, virtual reality seeks to trick 
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environment. The UN and NATO online course “Children 
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course or used as a VR version.

5.	 Augmented reality (AR) is a technology that enhances 
the real world with digital overlays. In essence, AR aims 
to make the real world more informative and engaging 
by adding layers of digital information.
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in a subject.
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1. Introduction

Over the last decade coaching and mentoring programmes, as developmental activities, have gained in popularity 

in many organizations, both within government and in the private sector. The military is no exception; it also 

benefits from having coaching and/or mentoring at any level of its organization. To apply this in practice and 

show its importance, the Canadian Armed Forces (CAF) published a mentoring handbook to increase the number 

of mentoring programmes in its organization.2 Similarly, the Georgian Ministry of Defence (MoD) has developed 

a Mentoring Handbook3 and established a Mentoring Programme, which it paired with the Women in Defence 

programme.4 A good example of military coaching comes from the Swedish Armed Forces, which ran a programme 

as part of a national framework. (see Annex 2 of this chapter). The coaching Program from the Swedish Armed 

Forces was considered so important that the South-Eastern and Eastern Europe Clearinghouse for the Control of 

Small Arms and Light Weapons (SEESAC) decided to conduct the Programme with decision-makers and high-level 

military commanders in the Ministries of Defense and Armed Forces in the Western Balkans.5

Mentoring and coaching are not new concepts in training and education and have existed in some form 

throughout history in most militaries. They are increasingly being recognised as informal yet effective approaches 

for personal and organisational learning6 as well as the further application and sustainability of knowledge and 

skills gained through training and education.

Unlike more formal training and education, which require classroom attendance, coaching and mentoring 

activities are integrated into regular job duties or can be accomplished through media such as e-mails, video 

conferences or phone calls. All interventions are tailored to the specific requirements or needs of the recipient and 

are aimed at both improving skills and performance and supporting professional and career development. These 

Nathalie Levesque (Canada) and Maka Petriashvili (Georgia)1
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interactions also influence personal development, irrespective of whether this is one of the specific objectives. 

These types of teaching and learning are completely aligned with the adult learning principles presented by 

Knowles in 1980,7 in which the learner takes responsibility for his or her own learning such that it becomes 

more motivating.8

As covered in chapter 5 of this handbook, the adult is more independent, learns from experience, is ready to 

learn when it is directed towards growth and development in their work, wants their learning to be applicable 

to their everyday lives, and learns how to solve problems and work better. Finally, their motivation to learn is 

that they have a reason to learn.9 Transformational coaching incorporates adult learning principles based on 

the following six core assumptions: 1. Learning must be relevant and goal-oriented because adults learn best 

when they know why they are learning. 2. Adults learn best when they are self-directing and in control of their 

learning because they have a formed self-concept and identity of who they are—respecting the individuality of 

the adult. 3. Adults come with life experiences they can use to reflect on and learn from. 4. Adults come to learn 

when they need it and use it to solve real-life problems. 5. Adults prefer practical applications focused on life, 

tasks, and or problems rather than subject or content-centered. 6. Adults are motivated.10

Because of these principles, it is crucial that the key leaders and Gender Advisers (GENADs) apply their mentoring 

and/or coaching skills to educate the people within and outside their organization on gender integration. By 

doing this, they will better influence everyone in all aspects of their work.

Adult learning and education play a fundamental role in fostering social justice, embracing diversity and 

promoting inclusion, which would directly impact gender integration per se. To reinforce the importance of 

integrating mentoring and coaching for leaders and gender advisors, the European Association for Education 

of Adults (EAEA) makes recommendations to European and national policymakers, which are, among other: 

Recognize the benefits of non-formal adult learning and education for individuals, communities, and society 

– for democracy, labour markets, health systems, and other key areas and Support peer learning networks 

and mentorship programmes to share best practices and innovation in Adult Learning and Education.11 These 

recommendations could also apply to policymakers within all NATO allies and partners in order to support the 

implementation of the UN Security Council Resolution 1325 Women, Peace and Security and would contribute 

to gender integration.

There is a general tendency to use the terms coaching and mentoring interchangeably, which is perhaps not 

surprising given that they are both performance-related leadership development tools that often share similar 

learning processes and characteristics. Scholars and practitioners, however, distinguish the two terms because 

they have quite different aims. For instance, Clutterbuck argues that “mentoring might look at individuals’ 

careers and self-development, whereas coaching might focus on a particular task, competence or behaviour”.12

This chapter presents an overview of mentoring and coaching and how they relate to gender in the military. 

Mentoring and coaching concepts are introduced, and then compared in terms of techniques. Some examples of 

each process are given to highlight the qualities and roles required in respective training situations of teaching 

gender in the military. Annex 1 provides some useful tools for the development of coaching and mentoring 

processes and capabilities. Finally, Annex 2 presents a practical example of a gender-specific coaching programme 

to demonstrate how leadership can be sensitized to incorporating gender-specific training. The ultimate goal 

of this chapter is to ensure that the right people get the right mentoring and coaching as determined by their 

needs, so that one day they may become mentors and coaches themselves.
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2. Mentoring

2.1 What is mentoring?

The term mentor has its roots in Greek mythology. When Greek hero Odysseus left for the Trojan War, his 

friend Mentor was charged with guiding Odysseus’ son, Telemachus, through life. The term “mentor” was 

subsequently adopted to describe an experienced person who guides relatively less experienced protégé(e)s. It 

is important to put emphasis here on the verb: to guide. Mentoring is, at its very essence, a process of guiding 

someone, and not one of telling them what to do and how to do it.

Mentoring is defined as a “professional relationship in which a more experienced person (a mentor) voluntarily 

shares knowledge, insights, and wisdom with a less-experienced person (a mentee) who wishes to benefit from 

that exchange. It is a medium to long-term learning relationship founded on respect, honesty, trust and mutual 

goals.”13 It is also a dynamic developmental relationship in which a mentor shares his or her own knowledge and 

experience.14 Usually, a mentor/mentee relationship is based on four developmental pillars:

•	 leadership development;

•	 professional development;

•	 career development;

•	 personal development.

Box 10.1 Perceptions of mentoring

Mentoring is an unselfish, altruistic, interpersonal process. It is a voluntary pairing of two individuals for mutual 

personal and corporate gain. Mentoring affects many aspects of organizational behaviour, including leadership, 

organizational culture, job satisfaction, and performance. It is a phenomenon that appears in almost every large 

corporation.15

Mentoring is widely regarded as positively impacting military careers, but men and women perceive its role 

differently, according to research conducted in the US Army. Men emphasized mentoring as a tool for career 

advancement. At the same time, women primarily see it as a means of surviving in an organization dominated by 

men, where gender shapes the perceptions of them and their actions. 16

In a military environment, we often see those in the gender-related field create either an informal or a formal 

mentoring programme with colleagues. Being a GENAD requires specific skills, knowledge and attributes, and 

junior advisers can benefit tremendously from relationships with their seniors. Their knowledge and experience, 

in terms of both philosophical underpinnings and workplace challenges, can be imparted to junior colleagues 

to assist them in their new responsibilities and functions. This process perpetuates continued growth and 

development. While formal gender-related mentoring programmes are non-existent in many military institutions, 

informal mentoring is far more common.

	“ It has been really important for me to have someone with expertise in gender who I can 

consult for complicated technical or political questions. I consider this person a gender 

mentor—someone who I can go to for support and guidance. I also have a political 

mentor, someone who can help me identify the best strategy to deal with workplace 

challenges, whether those are specific to gender or more related to management.17
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Renowned leaders in military organizations have often taken on informal mentoring roles, establishing 

relationships with one or more subordinates and providing guidance.18 The qualities of this type of leader are 

generally the same as those required to be a mentor, especially when overseeing a protégé(e)’s career and 

facilitating his or her professional development.19

Currently, every service component in the US military has either a formal or informal mentoring system. This is 

especially the case within the officer corps, where a well-paired mentor can help fast-track a younger officer 

towards a successful career.20

Box 10.2 Mentoring in the Royal Canadian Air Force

The RCAF established a mentorship programme in 2013 for its non-commissioned members (NCMs). It has the 

following objectives.

1.	 To prepare NCMs for the future by aiding their development.

2.	 To enable future mission and RCAF success.

3.	 To enhance knowledge transfer.

4.	 To cultivate a learning organization.

5.	 To ensure personal success for the individual and overall success to the organization.

6.	 To endorse the dynamic and multifaceted operating environment.

7.	 To increase commitment to the organization and ultimately strengthen the RCAF image.21

After this programme was implemented, several interviews were conducted. Some of the comments were as follows:

“No one becomes a good leader on their own. Experience and wisdom must be shared.”

“For me, the mentorship programme is about the art of sharing your knowledge and experience with an individual 

who is aiming for higher performance.”

“Mentorship provides me the opportunity to develop long-term relationships in which I can share my experience 

through open, two-way dialogue.”22 

Box 10.3 Mentoring and Women Empowerment Programs in the Ministry of Defence of Georgia

The mentorship program has been established in the Georgian MoD with the support of its international partners. 

Two parallel projects complemented each other to establish mentoring programs and promote gender equality. 

The European Union Public Administration Reform (EU PAR) program has supported in the development of 

Mentorship guidelines and mentor training. UN Women and DCAF have implemented the Women in Defence 

Program to empower women and support women leaders’ professional and personal development through various 

mechanisms, including Mentorship. Further, to strengthen women`s capacities, the program provided educational 

and training sessions on gender psychology and gender bias, as well as practical leadership and mentoring skills. 

The program gathered senior service men and women to serve as mentors.23

The female Lieutenant Colonel project participant discussed her aspiration as a mentor: “I felt a strong desire to 

share my experiences with the newcomers, helping them navigate potential obstacles more smoothly than I did.”24

The mentoring program started in 2023 in Georgian MoD. Mentorship lasts six months and can be prolonged up 

to twelve months. Mentorship goals are the following:

•	 Develop mentee’s personal, professional, and leadership competencies;

•	 Support the mentee`s adaptation/integration to the organizational culture and values, new position or team;

•	 Acquire/develop new skills/competencies for further career advancement for mentees and for mentors.
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Everyone in a military institution has a clear responsibility to contribute to the development of their subordinates.26 

Many personnel working in gender-related roles, such as GENADs, tend to work predominantly in one-on-one 

relationships with their colleagues. Coaching and mentoring of personnel in this situation is therefore extremely 

important for their development. Mentoring relationships can also serve to open up communication channels 

between organizations, which serve to break down barriers, foster cultural change and help develop younger 

generations. Advances in communications technology now give such personnel greater access to mentoring. 

This has provided new opportunities for military institutions to foster mentoring relationships across wide 

geographical areas, for example, between personnel deployed abroad and those serving in their home country, 

in a way that would have been unimaginable in the past.27

2.2 How is mentoring relevant to teaching gender in the military?

In modern organizational and teaching contexts, mentoring has three conceptual dimensions: cognitive, 

emotional, and social. The cognitive dimension focuses on providing technical knowledge and expertise; the 

emotional dimension offers personal care and support, fostering trust and connection; and the social dimension 

facilitates interpersonal interactions and relation-building. Unlike old-fashioned hierarchical learning, such 

three-dimensional mentoring focuses on constructivist-oriented learning where mentors work as co-learners to 

collaborate with mentees for developing pedagogical understanding and capabilities.”28

Many educational institutions, including Professional Military Education, use mentoring as a faculty development 

tool. US National Defense University states that mentoring is part of its Education Transformation Plan and employs 

mentoring as a developmental tool for faculty and for Master and Doctoral students. Faculty mentors help students 

understand and perform academically according to their needs and monitor the progress throughout the study. 

The mentor`s role for doctoral students is focused on research planning and development, constructing research 

questions and methodologies. Such hybrid teaching is proven to be effective in adult learning, especially when the 

institution is developing a new program and supports the development of multiple education tracks. Educational 

institutions also use mentoring for new instructors to foster their navigation and expand their teaching expertise. 

The Transformation plan brings an individualized approach and embraces diversity.29

Mentorship is referred to as a “developmental relationship”30 is a powerful tool for transferring knowledge 

and experience on various topics, including gender equality, gender biases, and stereotypes. Increasing gender 

awareness among younger and less experienced servicemen and women fosters a better understanding of 

gender perspectives in military organizations and operations. Gender mentoring can be incorporated within 

leadership development mentoring or stand-alone.

Gender awareness integrated into leadership development mentoring programs can shape emerging military 

leaders’ leadership styles and behavior. Leadership development mentoring focuses on developing the mentee’s 

communication, strategic and critical thinking, and team management skills, which intersect with gender-

conscious leadership. The success of organizations, including the military, depends on the diversity of talents, 

and mentorship plays a critical role in ensuring such diversity.31

There are two types of mentoring programs:

•	 The Field Mentoring Program aims to acquire new knowledge on various topics, including gender equality and 

women, peace, and security agenda.

•	 The Management and Leadership Mentoring Program focused on leadership and management skills 

development.25

Ministry of Defence of Georgia, ‘Handbook on Mentoring Program’, 2023.
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Men and women see and respond differently to mentoring, and these differences must be considered in 

planning and implementing mentoring within the organization. Mentors’ training should include information 

and discussions on how gender differences affect the mentorship relationship. Gender-responsive and gender-

sensitive mentoring preparation helps mentors transfer knowledge and encourages mentees to understand 

gender biases and stereotypes they may have experienced from others. 32

While gender-specific topics such as women’s health or maternity could be better mentored within the same 

sex, military organizations exercise cross-gendered mentoring. Cross-gendered mentoring can be an valuable 

tool in military organizations where the majority of the workforce and leadership are men, and military women 

may face difficulties in finding women mentors for long-term and impactful mentorship.33 In addition to that, 

the high-ranked women mentor`s pool is smaller, and military women have less access to “influential colleagues 

with whom to network as a major barrier to advancement,” and women`s networks are less likely to help each 

other in career advancements informally.34

 Mentoring also plays an important role in the retention and promotion of personnel in the military. Chapter 6 

notes that demographic groups without a long history in the military often lack access to mentors. Many women 

fall into this category, as do men serving in non-traditional roles or those from minority groups. In informal 

mentoring relationships especially, mentors will often select mentees with whom they can easily develop an 

affinity and hence tend to choose those with similar interests and backgrounds. In this way, those from dominant 

groups within the armed forces are given an unfair advantage regarding moral and educational support. They 

also have greater access to knowledge, especially that contained within the “hidden curriculum”, such as the 

way members of the military should behave in order to leave a good impression on their superiors and boost 

their promotion prospects (see Chapter 4). It should come as no surprise that academic studies, including one 

conducted in the US Navy, demonstrate a relationship between mentoring and the retention of personnel.35

The solution to this problem is to encourage situations whereby underrepresented groups within the military 

receive formal or informal mentoring to address this disadvantage and foster merit-based promotion. There 

are some situations where peer mentoring can be effective, for example where both mentor and mentee are 

servicewomen. In these cases, the mentor can provide information on how to address some of the gender-specific 

challenges that women face while serving in the military, and available services that their men colleagues may 

not know about. On the other hand, in situations where there are few women in senior positions it is important 

that women have access to high-ranking men mentors to boost their prospects of promotion. Without this, it 

cannot be said that all personnel have an equal level of access to military education.

3. Coaching

3.1 What is coaching?

Coaching is defined as a short-term relationship in which the coach helps the “coachee” (i.e. the person being 

coached) to enhance and develop particular skills and performance in a given task. According to Sanger et al.,36 

coaching is the process of “helping people to reflect upon their work (style) in a frank and rigorous way and to 

establish new patterns as a consequence”.

In US Army doctrine, coaching is defined as the guidance of another person’s development of new or existing 

skills during the practice of these skills.37 In this sense it is easy to envision many functions or jobs in which 

coaching is necessary. For instance, when starting a new job, coaching reduces the time it takes for someone to 

become effective and efficient in the new role.

In 2017, the Department of National Defence and the CAF have piloted and then implemented The Defence 

Team Coaching Program to foster leadership development and promote behaviour that facilitates creating and 

maintaining inclusive environments.38
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3.2 How is coaching relevant to teaching gender in the military?

Coaching is relevant to teaching gender in the military in at least three areas. Firstly, as many members of the 

military have not studied gender as part of their compulsory education, they may require gender coaches to help 

integrate gender perspectives into their work. GENADs often play a de facto coaching role by using their skills 

to analyse how a proposed activity will affect women, men, girls and boys differently; this fills a knowledge gap 

and complements the skills and experiences of their coachees, who are often more senior commanders. The 

Swedish Gender Coach programme in Annex 2 falls into this category.

Second, service personnel such as GENADs and gender focal points who have a formal role related to gender 

have often not been educated in all the skills they require to perform these roles effectively. One example is the 

workshop series on teaching gender to the military that provided the impetus for drafting the first edition of this 

handbook39. The adult education specialists in this series were not only facilitators but also short-term coaches 

in adult learning skills for the gender specialists who participated.

Third, ensuring the successful incorporation of a gender perspective into the work of a military unit and the 

creation of a non-discriminatory working environment requires the demonstration of strong leadership skills on 

the part of all those in leadership roles. Transformational leadership, as espoused in the Canadian Armed Forces, 

“entails that members are committed to the values of the military and to bringing about significant change to 

individual, group or system outcomes”.40 The incorporation of a gender perspective into the way that leaders 

are coached is thus a critical part of ensuring that diverse groups of women and men are able to serve together 

in the military and achieve their full potential. This kind of leadership coaching involves education on identifying 

and preventing discriminatory behaviour and promoting an environment where all personnel are valued based 

not on their identity or appearance but rather on their contribution to the unit.

Coaching to students and instructors are also employed in Professional Military Education. In addition to 

instructors and student mentoring, professional military Education employs Peer Coaching as a leadership 

development tool. “Peer coaching is a guided relational process between two colleagues of relatively equal 

status. Each person coaches the other utilising defined coaching dialogues to improve ways of thinking, being, 

and learning.” 41 US Naval War College teaches a one-week peer coaching course integrated into a 10-week 

academic trimester in a year-long leader development program. They also arrange coaching-related professional 

development events. Professor Liz Cavallaro, whose portfolio includes coaching to students, has coached women 

on how to seek mentors and develop negotiation and persuasive skills. “Regardless of how successful we’ve 

been, how competent and capable we are, we all have things internally that hold us back,” she said. “And the 

coaching skill set to identify those and bring those to the surface, I find, really transfers (here.)”.42

However, it should be mentioned that coaching and mentoring are still limited for faculty or student development, 

as “professional military education programs at all levels are also under pressure to cram additional subject 

material... or further, crowd out faculty time and energy to devote to coaching and mentoring.”43 Therefore, 

gender perspectives of mentoring and coaching are less researched and practiced.

4. Mentoring versus coaching

As mentioned earlier, scholars such as Clutterbuck differentiate between mentoring and coaching. To apply 

Clutterbuck’s theory in practice in a military setting, we can view mentoring as a longer-term learning practice 

that aims to support professional and career development, while coaching can be considered a shorter learning 

practice targeting the skills required for a specific military role. Mentors assigned to military leaders in the 

longer term contribute to their mentees’ continuous learning, and this could theoretically influence decisions by 

adding a gender-based lens to all actions. The number of senior military personnel with experience in integrating 

a gender perspective in their work tends to be quite small. In these situations, coaches with subject-matter 

expertise are often able to support military leaders in integrating gender perspectives into specific projects or 

operations despite the coach usually having less overall military experience than the coachee.
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The mentoring handbook of the Canadian Forces Leadership Institute highlights some of the major distinctions 

between mentoring and coaching.44

Table 10.1 Mentoring versus coaching

Mentoring Coaching

•	 Long-term relationship, usually lasting for several 

years.

•	 Mentoring is an integral part of leadership.

•	 Holistic: focused on empowering the individual to 

build insights, self-awareness and unique ways of 

handling issues.

•	 Mentors provide guidance in terms of leadership 

and career, professional and personal development.

Mentors are sought when individuals:

•	 Are keen to increase the pace of their learning.

•	 Recognize the need for constructive challenges.

•	 Want to build and follow through personal 

learning plans.

•	 Want to explore a wide range of issues as they 

emerge and become important.

•	 Short-term relationship lasting until the individual 

acquires the required skills and behaviours.

•	 Coaching is an integral part of mentoring.

•	 Targeted: focused on helping the individual 

develop specific skills or behaviours.

•	 Coaches observe the individual doing a specific 

task and provide objective feedback and 

encouragement.

Coaches are sought when individuals:

•	 Are concerned about some aspect of their 

performance.

•	 Want to make specific changes in behaviour.

•	 Want to acquire some specific skills.

Box 10.4 Gray’s five-phase mentoring model46

Phase I II III IV V

Main theme Prescriptive Persuasive Collaborative Confirmative Independent

Type of activity Mentor directs 

the protégé(e).

Mentor leads 

and guides the 

protégé(e).

Mentor 

participates 

jointly with 

protégé(e).

Mentor 

delegates to 

protégé(e).

Protégé(e) 

achieves 

functional 

independence.

Mentee 

characteristic

Skill-trained. 

Lacks 

experience and 

organizational 

knowledge.

Eager to learn 

more skill 

application 

to become 

independent, 

and to show 

initiative.

Possesses ability 

to work jointly 

with mentor and 

apply technical 

skills in problem 

solving.

Possesses insight 

to apply skills 

and function 

independently, 

relying on 

mentor for 

confirmation.

Independent 

in problem 

solving; creative, 

innovative 

and develops 

new ideas; a 

mentor to new 

protégé(e)s.

Both mentoring and coaching are dynamic processes, although mentoring may last longer and the changes in 

the relationship between mentor and mentee are more pronounced. While there are many models of mentoring, 

two are especially informative and helpful in planning, executing and evaluating mentoring processes.

Gray’s45 model (Box 10.4) of mentoring processes examines changes in the mentee that are observable from the 

outside, and how these affect the kinds of activities undertaken by the mentor. It highlights the importance of 

the mentor’s diminishing role in the work of the mentee (or “protégé(e)”, to use Gray’s terminology) in order to 

achieve the objectives of the mentorship programme.
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On the other hand, Kram’s model (Box 10.5) highlights that the process has both a skills-transfer element 

and a psychological element. Kram’s model especially highlights the importance of managing the separation 

phase. In some cases, mentors may feel that their mentees are beginning to threaten their own position in the 

hierarchy, and may react negatively by trying to prevent the mentees’ progression (in effect, trying to prolong 

the mentorship process). In other cases, mentees may feel abandoned or let down by a mentor who no longer 

has the ability to help them. Kram argues, however, that it is possible to take active steps to manage the 

separation by setting a formal ending to the relationship in which the pair both reflect on the progress of the 

mentee and the contribution of the mentor. They can also discuss what kind of relationship they want to have 

in the future, and whether the mentee still has needs that can be met by a new mentor. In situations where the 

mentor and mentee simply drift apart, the mentor may feel undervalued or betrayed.47

Box 10.5 Kram’s phases of the mentor relationship48

Stage I II III IV

Main theme Initiation Cultivation Separation Redefinition

Type of activity49 A relationship is 

established; goals, 

objectives, process 

and timeline are 

planned.

The plan is 

implemented. 

(Most of the true 

mentoring takes 

place at this point.)

The mentoring 

relationship is 

ended by one or 

both parties, or by 

an external factor.

The parties decide 

whether to remain 

in contact. If so, 

they may become 

peers or remain in 

sporadic contact.

Relationship 

characteristics

Apprehensive, 

suspicious or overly 

formal.

Informal, intimate, 

close.

Resentful and 

hostile

or positive yet 

challenging.

Indifferent

or friendly

or nostalgic.

Initiation

Redefinition

Separation

Cultivation
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There are many different coaching process modes suggested and defined in the literature but the vast majority 

include training, developing a plan and making the coachee more responsible in order to achieve success. 

McClellan and Moser’s model has been chosen here because it is complete, can be adapted to any organization 

and describes the process to apply while coaching (Box 10.6).50

One of the key distinctions of the coaching process (compared to mentoring) in this model is that the coachee 

takes the lead in decision-making and implementation. During the active listening phase, it is the coachee who 

outlines the “problem” and, with the support of the coach, determines what the desire is. The coach then 

encourages the coachee to evaluate what has been done so far and identify the different options for future steps. 

Once an option has been selected, the coach supports the coachee in elaborating a plan. Unlike in a mentoring 

process, the coach is not a role model to the coachee because he or she has only a narrow area of expertise and 

his or her professional experience may come from a different field. It is the coachee who has more knowledge of 

the broader context. There are thus not the same challenges of separation because the relationship comes to a 

clear end once the coachee’s objectives have been reached. Whether the process is repeated depends primarily 

on the nature of the coachee’s future work priorities, and not on any personal affiliation between the two nor 

on the coach’s evaluation of the coachee’s needs.

Mentors and coaches are there to make a difference, to establish new patterns and to lead developmental 

processes. These are two-way processes in which it is crucial for both sides to commit to spending time together, 

to listening and to setting developmental goals in order to achieve the change.

There are essential rules for making coaching and mentoring successful and results-driven:

•	mentoring/coaching is a totally voluntary relationship;

•	 information discussed during mentoring/coaching is confidential;

•	 there are mutual trust, respect and commitment;

•	mentoring/coaching communication is a collaborative “two-way street”;

•	 either party can withdraw from the relationship at any time;

•	 the relationship must be driven on mentees/coachees’ needs and requests.

Box 10.6 A practical approach to advising as coaching51

A – Active
listening

D – Determine,
Desire, Dream,

problem

V – eValuate what
has been done

so far

I – Identify options

S – Select options
and develop a plan

E – Engage
and Evaluate



226

Mentoring and Coaching in Professional Development

TE
N

In addition, there are clear expectations for each side of the relationship. The UK Chartered Institute of Personnel 

and Development developed a list of expectations and desired behaviours for both sides, and highlighted a “to 

do” list for each.52

5. Coaching and mentoring culture within military institutions

	“ … while formal counseling is important from an institutional perspective, informal 

counseling and mentoring are major factors in leader development. And that is something 

that needs to be fostered in an increasingly complex world, where even junior leaders 

need to make split-second decisions that have far-reaching impacts.

General Raymond Odierno, Retired, former chief of staff of the US Army53

The importance of coaching and mentoring is widely accepted within senior military circles.54 However, 

encouraging the development of a coaching and mentoring culture presents some particular challenges for 

military institutions. One of the first is that it is sometimes equated with favouritism due to the historical legacy 

of secret fraternities in some militaries which sought to gain unfair promotions for their own members.55 A 

second challenge is that past experience of mandatory coaching or mentoring programmes may have cast the 

practice in a bad light. One author has described the matching process of such programmes as “like trying to 

find true love on a blind date – it can happen but the odds are against it”.56 It is little surprise that most mentors 

and mentees who have been forcibly paired find it to be a waste of time. The third challenge is that informal 

Table 10.2 Expectations and activities of mentors, mentees, coaches and coachees

What you expect from the mentor or coach What you expect from the mentee or coachee

	3 Good active listening skills

	3 Accessibility and approachability

	3 Patience

	3 Empathy and open-mindedness

	3 Honesty

	3 Subject-matter knowledge

	3 Constructive feedback

	3 A balance of push (instruction and skills transfer) 

and pull (giving opportunities for the coachee to 

draw on existing strengths to find answers)

	3 Commitment

	3 Openness/being receptive to new ideas

	3 Effort

	3 Curiosity

	3 Ambition

	3 Time to do it

	3 Defined goals or objectives

	3 Willingness to learn or change

What mentors and coaches do What mentees and coachees do

	3 Raise self-awareness

	3 Provide feedback

	3 Increase motivation

	3 Build self-confidence and are not judgemental

	3 Adopt a questioning, non-directive approach

	3 Consciously match style to coachee’s readiness to 

tackle a task

	3 Encourage ownership of outcomes through 

dynamic interaction

	3 Listen and learn

	3 Accept feedback with an open mind

	3 Engage in introspection and show willingness to 

change

	3 Have confidence to take risks and make changes

	3 Show eagerness to take on new challenges
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mentor relationships may exist outside the chain of command, creating (a fear of) tension between the mentee’s 

supervisor and the mentor.57 Indeed, the CAF recognize that many supervisors take on a minor mentoring role, 

but it is preferable that a mentor is someone other than the person who conducts performance reviews of the 

mentee, including those linked to promotions.58

In addition, The Department of National Defence (DND) CAF launched a pilot of the Canadian Forces Coaching 

Program in 2017 to support Defence Team managers to build upon their leadership capability, confidence and 

capacity. The program helps grow a leader’s capacity. The coaching program is still available to senior CAF and 

Defence Team leaders and it is designed to align leadership behaviour with organisational objectives in a way 

that is relevant to those they lead and considerate of the realities of a modern workforce. 59 In 2020, the CAF 

created a new organization, the Chief of Professional Conduct and Culture, to address challenges, and the Chief 

of Defense staff tasked one of its organisations to ‘’accelerate the implementation and update the Defence 

Team coaching program, which would contribute to the transformational change of DND and the CAF.

Recent experience has, however, identified several steps that military institutions can take to foster a culture of 

mentoring and coaching. One of the first steps is to recognize its importance and provide education for potential 

mentors and coaches. One study suggests that senior managers tend to be offered external professional coaches 

while more junior staff tend to have access only to internal coaches. Providing education in coaching skills to 

those with the requisite subject-matter expertise to work as coaches can, therefore, be an effective way to 

improve internal coaching programmes. This should also have the knock-on effect of increasing the number of 

coaches so that they are available to more junior personnel.60 Similarly, while formal mentoring programmes 

have had mixed results, it is clear that offering education to willing mentors and incorporating mentoring skills 

into leadership training can improve results and institutionalize coaching and mentoring as regular duties of 

military personnel.61 Ideally, such leadership training would incorporate a gender perspective, highlighting the 

important role played by mentoring and coaching in promoting gender equality in military institutions.

To reinforce the importance of coaching in the military, the Nordic Centre for Gender in Military Operations holds 

its annual NATO-approved Key Leader Seminar on Gender in Military Operations with the aim to increase key 

leader’s knowledge on how to integrate gender perspectives into operations planning, execution and evaluation 

at strategic and operational level and how to argue in favour of integrating gender perspectives at political – and 

military strategic level..62

In June 2024, the Polish Lieutenant General Janusz Adamczak shared his vision with the participants: “As senior 

leaders, we have a responsibility first, to ensure that we understand what the gender perspective is ourselves 

[…], then we must take responsibility for building understanding among our people, showing them how gender 

perspective relates to their specific roles or functions – from intelligence analysis of the battlespace, to resilience 

planning or cross-governmental stakeholders’ engagement”.63

This statement reinforces the fact that the Swedish coaching program is key for gender integration into all 

operational domains. Getting better understanding, key leaders will be able to mentor their staff at every level. 

They cannot be doing this alone, the role of GENADs is also crucial since they can mentor and provide guidance 

at every level and in all aspects mentioned above. In addition, GENADs’ support and analysis capacity contribute 

to enhancing both the fighting power and operational effectiveness, therein creating effects which contribute 

to achieve, not only the political objectives of WPS agenda in promoting gender equality, but also, when fully 

aligned with the commander’s intent and priorities, contribute to achieving the military strategic, operational 

and tactical objectives, to reach the desired end state.64

To boost the gender responsiveness of the military leadership, in 2024, SEESAC completed the eighth cycle of 

the Gender Coach Program (GCP). GCP is a mentorship program aimed at enhancing skills and nurturing the 

commitment of the senior military leadership to tackling gender equality within their institution. As a follow-up 

of the regional baseline study on integrating a gender perspective in military education, the Network of Gender 

Military Trainers with SEESAC’s support completed and promoted the online course on gender equality among 
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their respective Ministries and Armed Forces staff. The online gender course is intended for all personnel aiming 

to increase and standardize their knowledge on the importance of gender equality in defence.65

SEESAC facilitates regional cooperation among relevant security institutions to strengthen gender equality 

mechanisms, combat gender-based discrimination, implement evidence-based policies, and strengthen gender-

responsive leadership.66 In November 2024, SEESAC completed the ninth Gender Coaching Programme cycle 

with decision makers and high-level military commanders in the Ministries of Defense and Armed Forces in the 

Western Balkans. The Programme is tailored and aims to advance the knowledge and skills of key military leaders 

to integrate a gender perspective into their everyday jobs effectively. In September 2024, The Secretary general 

released the 2024 report on Women, Peace and Security (WPS) underline the Western Balkans’ contribution to 

implementing the WPS Agenda.’’…how to integrate gender perspective, and change military education and 

training material, thereby contributing to a steady increase in the share of women in uniform.67 This recognition 

confirm the importance of this kind of programme in fostering gender equality in the Defense.68

It is important to mention the roles of the key leaders in the development and the integration of gender within 

the complexity of military organizations because that requires prioritizing and making decisions on the core 

objectives, practices, methods, recruitment and working culture, and resource distribution of an organization69 

but the importance of GENADs and Gender focal points at every level of the organizations is also crucial. The 

Bi-Strategic Command Directive 040-001 on Integrating Gender Perspective into the NATO Command Structure 

that was revised in 2021 highlight the roles of the Gender advisor and Gender focal points, that are responsible 

for providing advice and support on the integration of gender perspective and gender mainstreaming to the 

NATO Commanders, leadership and staff.70 It is also important that GENADs and Gender focal points receive 

education on how to coach and/or mentor at every level of their organization. These functions are crucial for the 

continual integration of gender perspective into a multi-domain organization. Their skills and abilities to coach 

and mentor will contribute to facilitate the processes in which gender perspectives have to be integrated from 

political to policies, to planning activities and all daily work.

Another good practice that military institutions have adopted is to create written resources for coaches and 

mentors. The US Navy’s handbook clearly outlines boundaries to the role the mentor can play and, while 

highlighting the importance of this role, reiterates the primacy of the command chain and the authority of the 

supervisor to disregard the mentor’s recommendations. This should eliminate tensions between supervisors, 

mentors and mentees, and eradicate myths that mentors can obtain unfair promotions for their mentees.71 

The US Navy also created an online database where mentees can view the profiles of available mentors and 

invite them to start a mentoring relationship, either electronically or in person. The Canadian Forces handbook 

includes a mentor’s and a mentee’s pledge – effectively a code of conduct – as well as useful tools for a mentor 

and a mentee to use together to guide the process.72 These tools provide institutional endorsement and support 

for mentoring and coaching without forcing it upon military staff. They also reinforce the notion that coaching 

and mentoring are part of regular work and that activities can take place during working hours, although many 

find it conducive to hold sessions over lunch breaks or after work.73

6. Conclusion

Mentoring and coaching make an important contribution to efficient teaching of gender in the military by 

aiding the personal and professional development of both faculty and learners. They can help build the capacity 

and inner motivation to improve gender equality within individuals and organizations, but this requires strong 

commitment and leadership in supporting gender equality at senior levels.

As demonstrated through cases in this chapter, coaching and mentoring become more and more significant in 

every organization looking to increase individual performance and, ultimately, organizational performance. This 

chapter highlights that the military environment is no exception. Many of the services have a formal mentoring 

or coaching programme at either unit or organization-wide level, and others have taken significant steps towards 
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supporting informal mentoring and coaching. It is vital that such programs should be gender-responsive. It is 

crucial that there also exist special tailored mentoring programs focusing on gender perspective in the military.

For personnel working within the gender-related field, coaching and mentoring processes can be both a source 

of support and an entry point towards achieving their professional objectives. As many GENADs are the sole such 

entity within their organization, they play a crucial role in ensuring transformation within their institutions. In 

addition, developments in communications technology mean they can now engage in coaching and mentoring 

activities over a wider area, thus sharing expertise with other lone GENADs.

Mentoring and coaching are instrumental in leader development and are key to improving organizations, especially 

in terms of promoting gender equality. While more work may still be needed to define which interventions are 

necessary in each specific situation, there can be no doubt that coaching and mentoring are tools that cannot 

be overlooked when adopting holistic and effective approaches to teaching gender in the military.
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Annex 1: Why should individuals and organizations engage in mentoring?74

The first section can help someone who wants to become a mentor, and the second section is useful for an 

organization that would like to start a mentorship programme.

I – Why should I become a mentor (self-reflection)?
1.	 Are there aspects of my professional life in which I feel I am not reaching my full potential? My career? My 

leadership style? My personal development?

2.	 How would mentoring most benefit me?

3.	 What can I offer as a mentor? Can I help further the careers of underrepresented and minority groups in the 

military, such as women?

4.	 What can I bring to a mentoring relationship? What are my strengths? Do I have knowledge that could 

benefit others with a similar background to me?

5.	 What aspects of myself should I work on to become a better mentor and leader?

6.	 Are there any areas in my professional leadership journey that I wish to enhance through a mentoring relationship?

7.	 How can I improve gender balance?

II Why would an organization need mentoring?
An organization might look at implementing a mentoring initiative for the following reasons

•	 Passing on organizational memory

•	 Enhancing knowledge transfer

•	Bringing new members up to speed faster and better

•	 Increasing commitment to the organization

•	Decreasing attrition

•	 Improving succession planning

•	Reaching individuals in remote and isolated regions

•	 Increasing productivity

•	 Strengthening the organizational image

•	 Increasing diversity and/or creating a better gender balance in the organization

Asking the following questions helps to identify the requirements.
1.	 How would you envision your organization (e.g., unit, group, etc.) benefiting from a mentoring initiative?

2.	 What are the potential obstacles and how could they be overcome?
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Annex 2: The Swedish Gender Coach Programme75

Best practice example

As introduced in Chapter 5 of this book, one way to accomplish transformative learning is to use a coaching 

programme. The Swedish Gender Coach Programme aims to influence both the cognitive and the affective 

domain of the coachee. The programme is tailor-made for the senior leadership of agencies within the Swedish 

security sector and crisis management institutions. It is an innovative method to strengthen an organization’s 

ability to gender mainstream through a top-down perspective. What makes it so successful is the combination 

of the inner motivation of the individual achieved through mentoring, which seeks to influence the affective 

domain, and the parallel educational seminars which foster the cognitive domain, i.e. the capacity of the 

individual to accomplish change within their organizations.

The beginning of the programme

The Swedish Gender Coach Programme was run for the first time in 2007, within the framework of a project 

sponsored by the European Union called Genderforce. Genderforce was a cooperative effort between security 

sector institutions and non-governmental organizations working in the fields of international relief and post-

conflict peacekeeping operations. It was active between 2004 and 2007, and involved the Civil Contingencies 

Agency, the Swedish Armed Forces, the Association of Military Officers in Sweden, the Swedish police, the 

Women’s Voluntary Defence Organization and the Kvinna till Kvinna Foundation.

After 2007 Genderforce developed into cooperation between the Swedish Armed Forces, the Civil Contingencies 

Agency, the Folke Bernadotte Academy (FBA), and the Police. Kvinna till Kvinna plays an advising role in the cooperation. 

The purpose of Genderforce is to promote and strengthen the agencies’ work on gender equality and implementation 

of UN Security Council Resolution (UNSCR) 1325 and related resolutions (the women, peace and security agenda).76

Aims of the programme

The aim of the programme is to strengthen the capacity of the senior leadership to implement gender equality 

and the women, peace and security agenda within their organizations. Through a combination of coaching and 

building knowledge within individuals, the programme aims for a twofold result.

Primarily, the programme aims to create inner motivation within leaders to want to accomplish change and realize 

the benefits of gender responsiveness within their respective organizations. In other words the programme 

aspires to influence the affective domain. Secondly, it seeks to strengthen the capability of leaders to see what 

activities need to be implemented to achieve gender equality, i.e. the cognitive domain. Referring to Bloom’s 

taxonomy this would be “creating”, at the top of the learning pyramid (see Box 7.2 in Chapter 7).

The aims can be summarized as follows:

•	 Increase the capacity of leaders to implement gender equality laws and policies and a gender perspective in 

their daily work.

•	 Enable leaders to meet their organization’s obligations set out in the National Action Plan to Implement 

UNSCR 1325.

•	 Improve leaders’ ability to deal with organizational obstacles and resistance to gender mainstreaming and 

implementation of UNSCR 1325.

•	Develop individual action plans on gender mainstreaming and the implementation of UNSCR 1325 within the 

area of responsibility of the individual leader.

•	 Implement the personal action plans developed.77
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Method

The Gender Coach Programme is tailored to the learners’ needs and the context within which they are working. 

When the programme was conducted in 2013, it was aimed at directors and senior leadership. Within the 

Swedish Armed Forces one motivation for the coachees was that being selected for the programme was an 

indication that they were being considered for promotion. Almost all members of the armed forces’ senior 

leadership have now participated in the programme. Putting together senior leaders from different agencies 

also strives to foster a network of peers in which the leaders can continue to seek advice and support even 

after the programme has ended. What has been noted within the Swedish Armed Forces is that those leaders 

who have completed the programme are able to discuss gender mainstreaming and equality on a level that 

leaves others behind. This serves to motivate others to achieve the same level of competence. The programme 

aims to help the individual to improve his or her understanding, motivation, competence and skills. It does not 

seek to produce anything more than the individuals’ personal action plans. This is important for the outcome, 

since the focus is on the individual’s own transformative process. Each participant is assigned a coach. The 

coaches are selected for their seniority and their expertise. The programme aims to match the leader with a 

coach who has an equivalent position of seniority within his or her field. This is crucial, since it makes it more 

likely that the coach and the coachee can adopt a transactional model of knowledge exchange (see Chapter 4). 

The coaches come from the collaborating agencies as well as civil society, the private sector and academia. The 

programme combines coaching sessions with seminars, educational conferences and workshops. The coaching 

is conducted on a one – to-one basis in a setting outside the coachees’ normal conditions in order to meet on 

an equal footing away from staff and assistants. This combination of coaching and education aims to achieve a 

transformative learning process within the individual.

Best practices

The Gender Coach Programme has been successful due to a variety of factors. Some of the best practices that 

contributed to the success are as follows.

•	 Involving senior leadership and those on an upward career track lends additional status and demand to the programme.

•	Good match-making to pair leaders with coaches with whom they have a good relationship.

•	Using established networks of coaches and subject-matter experts to ensure coaches have a high level of 

seniority and expertise.

•	 Involving leaders at the same level from different organizations to share experiences and ideas as peers.

•	 Bringing leaders out of their usual environment by scheduling meetings and seminars outside their workplaces.

•	Using a mix of coaching, education and seminars.

•	 Involving the permanent subject-matter experts from the leader’s organization in the process.

•	 Ensuring that the programme is continuously evaluated and that the learners are held accountable for 

implementing what they have learned.
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Conclusion
Editorial Board

It proved to be an invaluable experience to bring together most of the original co-authors a decade later to 

update this handbook. The opportunity to reflect on progress, revisit core ideas, and reassess challenges from 

today’s perspective added depth to the project. Equally important was the inclusion of new expert contributors, 

whose fresh perspectives, diverse experiences, and up-to-date knowledge significantly enriched the handbook. 

We believe this blend of continuity and renewal strengthened the overall quality of the content and underlined 

the evolving collaborative nature of advancing gender perspectives in the military context.

As this handbook has demonstrated, in today’s complex security landscape, teaching gender in the military 

remains a core component of PME and operational effectiveness. This handbook has explored what, why, 

and how to teach gender in the military. By linking global commitments under the WPS agenda with practical 

approaches to training and education, it illustrates how gender is not simply a matter of representation or ethics, 

but a critical factor in mission readiness, strategic effectiveness, and sustainable peacebuilding.

The first part of the handbook – What to teach – has reinforced a central message: the concept of gender is 

essential to military operations. The WPS agenda, upheld by institutions such as the UN, NATO, and the EU, 

provides a normative and operational framework that demands the integration of gender perspectives across 

all military functions and operations. The successful implementation of gender perspectives depends on both 

structural transformation and leadership commitment. Military forces must move beyond token representation 

and embrace systemic recruitment, retention, and promotion changes, ensuring an inclusive environment where 

women and minority groups can thrive and lead. A critical mass of women in the armed forces is not only a 

matter of fairness, since it creates a more robust recruitment pool for international deployments and enriches 

the military’s capacity to respond effectively to complex, multidimensional operations.

Education and training are conduits through which these perspectives must be embedded. The handbook 

underscores the necessity of integrating gender considerations into the very foundations of military education 

– doctrinal documents, curricula, and command-level decision-making. This includes robust legal education that 

equips personnel with the knowledge to uphold international human rights standards, especially those related 

to UNSCR 1325 and subsequent resolutions in the WPS framework.

In addition, intersectional approaches mark a necessary evolution of gender perspective. It is increasingly 

understood that intersecting forms of inequality increasingly shape modern conflict zones, and that armed 

forces must be prepared to address these complexities. As military education evolves, trainers and leaders must 

practice ongoing reflexivity, recognising how multilayers and diverse identities influence both the experience 

of conflict and the implementation of peace and security measures. This section of the handbook affirms that 

equipping military personnel with the tools to understand and act upon gendered realities is indispensable for 

achieving sustainable peace, operational success, and global security commitments.

Embedding gender-sensitive practices across curricula, faculty development, and institutional structures is 

essential for cultivating military professionals equipped to critically engage with complex security environments 

through a comprehensive understanding of gender dynamics.
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The second part of the handbook – How to teach – has highlighted that teaching gender in the military goes 

beyond policy compliance or curriculum design as it is a transformative educational endeavour that demands 

a holistic, learner-centred approach. This handbook has demonstrated that equipping military personnel with 

gender perspectives requires more than imparting information – it calls for engaging adult learners through 

principles of motivation, critical reflection, and long-term behavioural change.

Grounded in adult learning theory and supported by the transformative learning framework, effective gender 

education must activate learners’ prior experiences, challenge entrenched assumptions, and foster new insights 

relevant to military effectiveness. Thus, the classroom becomes a space where gender dynamics become part 

of the lesson, and instructors lead by example in creating inclusive, critically reflective learning environments.

Evidence-informed pedagogical tools, such as backwards design, active learning, and outcome-based lesson 

planning, support effective lessons on gender. Evaluation ensures that training efforts are measured and 

continuously improved. In today’s rapidly changing operational and technological landscape, digital tools extend 

the reach and depth of gender training through online modules, virtual simulations, and collaborative platforms 

that enhance access, engagement, and reflection.

Beyond the classroom and digital environment, mentoring and coaching are vital components of professional 

development, especially for GENADs and others leading gender integration in military contexts. These 

interpersonal and institutional mechanisms build leadership capacity, offer ongoing support, and ensure that 

gender awareness is sustained and embedded across military structures.

The insights and strategies presented throughout this handbook underline that effective gender education in the 

military is an evolving practice that requires sustained institutional commitment, pedagogical innovation and the 

willingness to engage with complexity. Teaching gender must be understood as an ongoing process of reflection 

and transformation that prepares military personnel to lead with awareness, empathy, and effectiveness in all 

aspects of their service.



242

Way Forward

Teaching gender in the military: Where do we go from here?

This Handbook started by highlighting that gender is an often-invisible part of social life. Hopefully, by this 

point, the authors of this Handbook have made gender more visible to the reader, especially in military contexts. 

In addition, the Handbook has hopefully demonstrated what teaching gender in the military comprises, why 

it is a relevant topic worthy of being taught in its own right and embedded across the curriculum, and how 

an instructor might teach it. The past experience of many of the authors would suggest that this is the point 

at which readers are likely to feel overwhelmed and wonder where to start in implementing what they have 

learned. Some readers, such as GENADs, may have an explicit mandate to implement gender perspectives into 

an area of their work. Most readers are probably convinced of the importance of improving gender equality 

wherever they can, even though this is not formally part of their work. This Handbook attempts to appeal to 

both categories of reader by concluding with an overview of what gender integration into military education 

might look like over time and what an individual reader’s role might be in this process.

Challenging and changing deeply rooted gender norms in the military may still seem daunting almost ten years 

after the first “Teaching Gender in the Military” Handbook was published in 2016. Studies in military sociology, 

however, suggest that norm creation, such as an individual member’s attitudes towards gender equality, is 

influenced to the greatest extent at the primary level, in other words, within the smallest military units (e.g. 

squads or platoons).1 This suggests that while top-down policies and hierarchical chains of command can 

effectively shape norms that support gender equality, meaningful change can also emerge from the ground 

up with the leading role of motivated individual leaders. The evidence also suggests that when these two 

factors come together, the need to resort to punitive measures to ensure compliance with institutional policies 

decreases significantly.2 In other words, even if readers have the impression that the impact of their actions 

will be limited to a single class or a single unit, this should not discourage them. On the contrary, sustainable 

change is more likely if many individuals work to change mindsets in their immediate workplace than through 

purely top-down changes in policy. Indeed, many contributors to this Handbook can point to a single moment 

or person who played a pivotal role in helping them recognise the value of integrating a gender perspective into 

their daily work and lives.

Another challenge that readers are likely to face is where to start – what activities can they do right away, 

and what needs to happen in the medium to long term? In many instances, national and regional policies 

(mentioned in Chapter 2) can be useful for establishing current priorities, especially NAPs on UNSCR 13253 and 

WPS.4 NAPs serve as policy roadmaps for ensuring that WPS commitments are implemented through legislative, 

institutional, and operational measures, fostering greater accountability among security actors. This may include 

policy instruments for integrating gender perspectives into military operations, peacekeeping, diplomacy, conflict 

prevention strategies, and education and training.

In addition, the readers might consider the following suggestions for different activities that can be undertaken 

in the short, medium and longer term.
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What can be done now?

There are wide number of small but effective tasks that can be implemented immediately upon reading 

this Handbook. When considering what kinds of initial activities to prioritize and how to argue for their 

implementation, it can help to return to a statement made in the introduction to this handbook: gender in the 

military is an operational necessity, a legal obligation and a response to a humanitarian need. With this in mind, 

the following activities constitute some recommended initial steps.

1. Disseminate materials

One of the first tasks is to identify those willing to integrate gender into their teaching but do not know 

how to, as well as those who need to be convinced to give permission for this to happen, such as superiors. 

Disseminating this Handbook and the relevant documents mentioned in the annotated bibliographies of each 

chapter can be a good starting point. By giving those who are relatively new to the subject an idea of what 

teaching gender in the military might entail, it will be easier to make the case for at least trying to integrate 

some new gender-related content into parts of the existing curriculum. In addition, handbooks like this one 

can be used to reach out to key people who control the distribution of resources, to highlight how they can 

seek to benefit by allocating resources to this topic and how this would fit within the broader scope of other 

activities currently being undertaken by NATO members and partner countries. Considering who would need 

what materials to initiate gender-related activities would therefore be a good first step.

2. Identify and map interested colleagues

The dissemination of gender-related materials and discussing gender-related topics with peers, colleagues and 

superiors can help identify others who may be willing to support the greater integration of gender into military 

education. In some cases, colleagues may have relevant knowledge on the topic or are similarly interested in 

collaborating. In other instances, they may be willing to allow an external person to add gender components to 

their existing educational content.

3. Map existing activities or those with relevant content

Several contributors to this handbook have encountered situations where individuals are mandated to teach 

gender-related topics but lack the relevant expertise and struggle in silence with parts of their syllabus. People 

in this situation are often only too happy to receive resources that might help them or work with others who are 

enthusiastic about the subject. There are also cases where gender is not taught in courses that lend themselves 

to these kinds of discussions, for example, those on conduct and discipline, the protection of civilians or human 

rights. It is usually easier to make the case for gender inclusion into these kinds of courses at the early stages. In 

some cases, there may even be resources available for teaching gender that are not being used.

4. Develop new content

Where readers have a degree of freedom or flexibility in deciding what to teach, they can lead by example by 

either introducing modules on gender specifically and/or integrating discussions related to gender into existing 

educational content. It can also be beneficial to develop a short “Gender in the Military 101” session that can 

be slotted into existing introductory courses if and when the opportunity arises.

5. Consider existing classroom gender dynamics

Chapter 6 discusses how the gender dynamics of the classroom can put some learners at an advantage and others at 

a disadvantage based on their gender (in combination with other factors such as age, rank and ethnic origin). While 

some of these factors are the consequence of deep-rooted social norms, by simply taking a moment to consider the 

gender dynamics in each classroom, instructors can make subtle changes that yield significant benefits. Very merely, 

recording how often learners of different genders raise their hands and are invited to speak, as well as roughly how 

long they speak for, and comparing this to the gender balance of the class can be informative. Giving a few extra 

seconds before taking a learner’s response can encourage those less confident to participate more.
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What can be done within one year from now?

Many of the tasks in this list involve trying to move beyond ad hoc activities that rely on the initiative of a single 

motivated person towards sustainable changes in the curriculum and working practices. While it is unlikely that 

all the actions on this list could be accomplished in one year, having some of them in mind should help prepare 

readers to use small windows of opportunity to institutionalize gender perspectives when they arise.

1. Integrate gender into institutional doctrine

One of the most effective ways of moving away from ad hoc approaches to teaching gender to the military is 

to ensure that it is mandated, not simply recognised as good practice. As Chapter 2 can attest, the creation 

of UNSCR 1325 provided the momentum necessary for military institutions to start addressing the different 

needs of women, men, girls and boys in conflict-related settings. This is most effective when translated into 

documents at the institutional level, so including a commitment to incorporate gender perspectives in all aspects 

of military education in institutional doctrines and mission statements can have a lasting effect. Not only does 

this transform gender from being a side consideration to becoming a core aspect of the institution’s work, but it 

can push those without knowledge on the subject to action in seeking out experts and resources on the topic.

2. Implement new and newly identified resources

As new resources are developed or identified, looking for opportunities to implement them is important. To 

facilitate the use of identified potentially relevant articles, case studies, pictures and videos, they should be 

stored in a way that gives access to all faculty who wish – or are mandated – to address gender within their 

educational programmes. Pictures of women and men working in non-traditional roles can be particularly useful 

for improving publications and PowerPoint presentations. Most institutions will have a few employees interested 

in photography and have taken pictures while on tour without realizing their potential educational value. There 

may also be existing institutional knowledge, such as learners or faculty who have previously worked as gender 

advisers on tour or mission. Writing up these experiences and turning them into classroom resources (e.g. as 

case studies) can facilitate their implementation. In most cases, however, other faculty will need to be persuaded 

that these new resources will assist them in meeting their learning objectives.

3. Integrate gender into standard/compulsory courses

One of the best ways of institutionalizing gender into military education is to make it an integral component of 

compulsory, entry-level courses. In this case, it may be useful to develop a “Gender for the Military 101” course 

that can also be used elsewhere if the opportunity arises. However, a more effective and long-term approach 

would be to ensure that case studies, examples, pictures and videos used across the curriculum incorporate 

both women’s and men’s experiences. At the very least, care should be taken to ensure that women in security 

forces are depicted as well as men in the civilian population, and that gender-biased language is eradicated 

(e.g. servicemen if not referring specifically to men personnel). Keeping this in mind when checking content or 

explicitly offering to apply a “gender lens” to existing content, can be a first step.

4. Invite guest speakers to talk on gender-related topics

Guest speakers can play several important roles by talking about gender-related topics. First, if they are high 

profile, they may attract the attention of high-level members of an institution to the importance of talking about 

gender. They can be inspirational to others and sometimes bring like-minded faculty and learners together and 

help identify concrete actions that can be taken within the institution itself. They may also demonstrate the 

utility of gender-related aspects of the curriculum in the kinds of everyday work the learners aspire to do. If one 

is alert to the possibility of inviting a guest speaker, several opportunities may likely present themselves over 

a year. Potential speakers may be passing through the area on other business and add a short speech to their 

itinerary. It may also be possible to include talks or panels on gender in existing conferences, such as those that 

take place annually. At the very least, highlighting all-men panels or indeed all-men conferences can serve as a 

wake-up call to those who consider themselves gender-neutral.
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5. Create committees to follow up on progress

Developing coalitions with other willing employees is an effective way to identify opportunities as they arise, 

share ideas and resources and ensure that any negative effects caused by personnel changes are minimized. It is 

also a good way to avoid duplication and coordinate the replication of pilot projects that have been run in other 

parts of the institution. However, one of the most important roles is to monitor progress so that the effectiveness 

of all gender-related activities can be measured later. In some cases, activities can be formalised, especially if 

other cross-cutting committees already exist or small amounts of funding are earmarked for gender-related 

work. Informal committees composed of like-minded individuals who meet on an ad hoc basis can be effective. 

It may also be that existing structures, such as women’s associations, are interested in looking at how women 

are represented in military education.

What can be done within three years from now?

Over the course of three years, faculty should be able to start refining their approach to teaching gender in the 

military based on evaluations of their initial activities. In some cases, data proving the benefit and effectiveness 

of integrating gender into military education can help make the case for diverting some of the institution’s 

resources towards more formalised positions and programmes. While some activities may have been ineffective, 

a larger pool of interested and increasingly experienced faculty should now be available to help shape innovative 

new approaches.

1. Evaluate and revise content and approaches

After three years, it should be possible to start level 4 evaluation by Kirkpatrick’s model, which indicates the 

tangible results of a learning process and whether it has resulted in a change of attitudes, biases and interests 

on the part of learners (see Chapter 8). In a military context, this can be done by contacting learners who have 

graduated from the institution and evaluating the effect of their education after they take on professional roles. 

Having created a generation of learners who have gone into these roles with the language and skills to analyse 

the gendered dimensions of their work, new insights could be incorporated into the curriculum. Not least, it is 

likely that some of the more generic examples and case studies that were initially used can be adapted to be 

more specific to the actual work the learners will end up doing. These evaluation processes should also highlight 

situations where the desired change has not been achieved, and a new approach is required. In any case, legal 

and policy frameworks relating to gender will likely have been updated within this timeframe, resulting in 

revisions to educational content. In addition, the military may have shifted its geographical focus, meaning that 

new cases need to be developed or existing ones updated.

2. Formalize gender-related roles and functions within the institution

Much of the work on gender in educational institutions takes place in addition to a full programme. Inevitably, 

this involves individuals either not dedicating as much work to the topic as they would like, or the work spills 

into their free time. One solution is to create gender advisers and/or gender focal points within the institution, 

with a percentage of their time specifically dedicated to gender-related work. The data collected through course 

evaluations and other monitoring mechanisms should help build the case for creating these roles. In some 

situations, it may also be desirable and feasible to formalise gender coaching and mentoring programmes at this 

point (see Chapter 10), as well as previously informal committees working on gender.

3. Faculty development

As the case for mainstreaming gender across the curriculum becomes increasingly strong, it may become necessary 

to implement faculty development programmes. Those can coordinate these with up to three years’ experience 

of integrating gender in their work. Still, it may also be possible to draw upon existing national or regional 

networks such as universities and organizations involved in drafting NAPs on WPS or networks within the PfPC. 

While providing a forum for sharing good practices may be a good first step, a more comprehensive approach will 
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usually involve delving into academic literature, such as gender studies and feminist security studies, to empower 

instructors to apply a gender perspective to their area of expertise. Coaching programmes (see Chapter 10) may 

also be a more effective and sustainable approach to faculty development than a one-off course.

4. Integrate gender into curriculum review processes

Having demonstrated the relevance of gender to several pilot areas of the curriculum, it may now be possible to 

mainstream gender across the curriculum through the review process (see Chapter 4). As this is the most effective 

and sustainable way to institutionalize the inclusion of a gender perspective in all curriculum areas, it should be 

a high priority for faculty convinced of the importance of gender equality to try to influence curriculum review 

processes. Coupled with other activities such as faculty development and the provision of increasingly relevant 

gender-related educational resources, educational institutions should be increasingly equipped to support all 

their staff in integrating a gender perspective by this point.

5. Refine strategies for monitoring progress and evaluating results

With an increasing number of faculty working to incorporate gender perspectives into their teaching and a 

growing number of perspectives on what this can and should achieve, there may now be opportunities to 

consider whether existing monitoring mechanisms are still adequate for measuring the impact these educational 

approaches are having on learners. Notably, it may be worth considering whether some of the high levels of 

learning in Bloom’s taxonomy (see Chapter 5) are being reached. In other words, instead of just testing learners’ 

ability to recall what they have learnt, new methods may need to be developed to monitor and evaluate their 

ability to apply this to areas of their work which are not explicitly related to gender.

What can be done within five years from now?

The experience of working on integrating gender into military education over the course of five years will, 

according to those who contributed to this handbook, result in someone being able to call themselves an expert 

in this area. Activities in this timeframe focus on documenting good practices so that others may benefit and 

sharing insights to expand the work into areas not yet envisaged by this handbook.

1. Document institutional good practices

While every institution is different, many will have developed good practices relevant to others. Documenting 

institutional good practices is an effective way to share these practices. It can be used to adapt, validate or 

perhaps challenge current approaches advocated at national and regional levels. Creating a pool of evidence 

can also support individuals who have faced higher levels of resistance to integrating gender in their institution. 

While this may be a rather straightforward recommendation, it is often overlooked, meaning that others cannot 

benefit from the experience of those who have gone before them, and mistakes often get repeated.

2. Contribute to communities of practice

After analysing the results of multiple evaluations and amassing experience in diverse areas of military education, 

the readers of this handbook should be in a position to contribute to future institutional, national, regional and 

international discussions on how to teach gender in the military by, for example, suggesting updates to the 

content of handbooks such as this one. They should also be able to act as mentors and coaches to others coming 

into this area of work.

3. Validation

Validation can be seen as the final stage in a curriculum review process. Whereas evaluation examines whether 

the desired learning outcomes have been achieved (see Chapters 7 and 8), validation involves testing whether 

achieving the stated learning outcomes has produced the anticipated effect in terms of workplace performance. 
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A validation process seeks to use both surveys and interviews to establish which parts of the curriculum were 

effective and which were ineffective, irrelevant or unnecessary in meeting the performance requirements asked 

of the learners. For example, a validation process would examine whether learners who had completed a 

curriculum that incorporates a gender perspective throughout went on to incorporate a gender perspective in 

their daily work as was envisioned. If they did, the validation process would seek to establish which parts of the 

curriculum were most important in achieving this outcome to improve efficiency. If not, the process would seek 

to establish whether the problem lies with what was taught, how it was taught or to whom it was taught. While 

this process can be highly sensitive and may cause instructors to be defensive, the professional experience of 

graduates must feed back into the curriculum development cycle. These good practices and lessons identified 

can then be shared across the organization and with its strategic partners.5

In closing

This handbook began with the goal of encouraging collaboration on a larger scale. Many of those who have 

contributed to this project generally work alone on gender-related topics in their institutions. There is no 

question that many of those engaged in activities aimed at furthering the teaching of gender in the military 

can be frustrated and disheartened at times, especially as military institutions have such long-standing and 

seemingly unshakeable cultural practices.

There can even be a negative impact on an individual’s status and career progression. It is important to remember 

that many roles within the military are highly specialized and esoteric, and this is one of the reasons why 

institutional, national, regional and international networks have developed, including the PfPC itself. Gender as 

a theme also lends itself to this kind of collaboration, and, indeed, fostering this kind of network is one of the 

stated purposes of this handbook. The network that has developed around the creation of this handbook has 

already proven its worth to its members, not just in the sense of developing capacities and knowledge, but also 

in terms of providing professional and moral support.

With this in mind, we encourage all those who work with this Handbook to collaborate with other like-minded 

people in their respective institutions and reach out to the authors and their various institutions should they 

need further assistance. Moreover, we look forward to seeing the pool of experts develop in terms of number, 

diversity, and level of knowledge. We therefore welcome any comments, criticisms and suggestions on how to 

build upon the content of this Handbook at gender@dcaf.ch.

mailto:gender%40dcaf.ch?subject=
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