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IRELAND

Specific Policies and/or Legislation Related to the Implementation  
of  Gender Perspectives in the Armed Forces Enforced during 2016

Ireland has implemented its Second Defence Forces (DF) Action Plan on Women, Peace 
and Security (WPS) . Ireland’s Second National Action Plan (NAP) on WPS was published in 
2015 and the DF were listed as an actor across all of its four pillars and were allocated four 
key tasks . The second NAP is organised around these key pillars: 

1. Prevention (conflict-related gender-based violence, sexual exploitation and abuse 
(SEA), gender-based violence (GBV));

2 . Empowerment and Participation of Women in Decision-Making;
3 . Protection, Relief and Recovery; and
4 . Promotion of WPS Agenda, nationally and internationally .
The DF Action Plan is organised around these four pillars and is designed to implement 

the tasks in the NAP as part of a gender mainstreaming approach . In order to increase female 
participation in the DF a number of initiatives were implemented in 2016 . Initiatives include 
a female-specific recruitment video, engagement with professional marketing strategy agency, 
female-specific on-line messaging and female information days for those that applied to join 
the DF .

Quotas
There is no quota system for men or women in the Irish Defence Forces .

Restrictions on the Incorporation of  Women in the Defence Forces
There are no restrictions on the incorporation of women in the defence forces . Personnel 

are selected for various appointments on their competency and merit . The Gender, Equality 
and Diversity Advisor is responsible for the integration of gender perspective in the Defence 
Forces under the guidance of the General Staff .

There is a military entity that deals with the integration of a gender perspective in the 
armed forces . The DF Headquarters’ (DFHQ) gender advisor has oversight for the integration 
of a gender perspective in the Defence Forces . The DFHQ gender advisor is positioned within 
Human Resources (HR) and has the full support of the General Staff and all Services . Each 
brigade has a gender advisor in its HQ staff . Gender focal points are positioned in units at the 
tactical level .

Reserves, National Guard and Other Military Services 
There are no policies to support entry into the Reserves or National Guard, or other military 

structures, as a civilian employee, nor are there policies to compensate employers who hire 
civilians who have joined military structures, such as active reserves . There are incentives for 
civilian employees to enter the Reserves, National Guard or other military structures . Members 
of the Reserves will receive more points than civilian applicants when applying to join the 
permanent Defence Forces .

The accuracy of the information provided by national delegates is the responsibility of each nation.
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Enlistment Requirements
As regards recruitment, all positions are open for women in the Defence Forces . Enlistment 

requirements for physical fitness tests are different for men and women. Specifically, females 
can do modified push-ups (on their knees), and have an additional 1 minute and 30 seconds 
to complete a 1 .5 mile run . (Males 11 .40’, females 13 .10’) . 

Enlistment requirements related to physical characteristics (e .g . height, weight) are the 
same for both sexes . Men and women enlist at the same age . 

There are specific policies that promote the recruitment of women in the military. The 
Defence Forces Public Relations (PR) branch employs a gender perspective in their recruitment 
campaigns and tailors specific information to attract female recruits. There has been a female-
specific media strategy employed in 2016. Female-only information days were conducted in 
2016 where females were given job-specific narratives regarding Service in general, a variety 
of corps, fitness programmes and fitness advice.

Retention Policies
The Irish Defence Forces do have retention policies and retention policies specifically for 

women . The Defence Forces have established a DF Women’s Network that is based around 
learning circles . The aim of the Network is to support females in all aspects of their work in 
order to assist with participation and retention .

The Defence Forces Women’s Network has been established by J1 – HR in 2016 . Each 
barrack location and unit now have trained facilitators to assist and mentor females in their 
units . The network has a lead point of contact in each brigade and is co-ordinated by the 
DFHQ Gender Advisor .

Reasons for Leaving the Military
The Irish Defence Forces carry out exit surveys for men and women who leave the military . 

The Defence Forces psychologist carries out the exit surveys in order to gain an insight into 
why personnel leave the Defence Forces . The surveys are monitored by J1-HR who then makes 
recommendations to the General Staff . In a conducted climate survey it was noted that more 
men in comparison to women were leaving the DF . It was also noted that women were more 
content in their work environment than their male colleagues were .

The main reasons why both men and women tend to leave the armed forces are difficulties 
in balancing work and family and retirement .

Adaptation of  Military Equipment, Facilities and Uniforms 
Military equipment is not fitted for men and women; they are the same for both genders. 

Military installations have been adapted to both sexes; specifically the introduction of female 
toilets and female-only accommodation .

Uniforms and combat uniforms/boots are tailored for men and women . Female and male 
uniforms are available and are monitored by a Clothing Committee . Maternity uniforms are 
also available .
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Parental Rights
Legal social support is given to mothers during pregnancy and both parents of a new-

born child . Legal social support is given to both parents of a new-born child in the form of 
paid maternity leave and provision for extended periods of leave without pay . Parental leave 
is up to 52 weeks, of which 14 are paid . Paternity leave is two weeks . Parental leave is not 
transferable between the parents. There are no specific programmes or policies to support the 
work-life balance. Part-time employment and flexible hours are not allowed. However, there 
are specific programmes/measures to support parents when both are military. The Defence 
Forces have practices in place that allow for flexibility in terms of deployment due to family 
circumstances .

There is support to single parents, divorced or widowed military personnel . The Defence 
Forces have Personnel Support Services to support members who are going through difficult 
times. There is flexibility employed in the short-term to assist carers, single parents or those 
experiencing difficult circumstances, providing it does not affect operational commitments.

There is no child-care policy in the DF, besides provision protecting parents from 
deployment. Females can only be deployed on overseas operations if they specifically volunteer 
to go for two years after giving birth in order to allow for breastfeeding under Defence Forces 
Maternity Policies .

Prevention of  Sexual Harassment and Sexual Abuse
There are strategies and programmes to prevent sexual harassment and sexual abuse . The 

Defence Forces Admin Instruction A7 deals with interpersonal relationships in the DF . The 
Defence Forces have a robust complaint mechanism that is dealt with through the chain of 
command, through a redress of wrongs office and also by the ombudsman for the Defence 
Forces . The DF also liaise with the Human Rights and Equality Commission for advice on best 
practice .

The DF have a training related to the prevention of sexual harassment . There is a Designated 
Contact Person training programme where personnel are trained to inform and to support 
victims of harassment and the training also acts as an education piece . All barrack locations 
are required to display the Defence Forces dignity charter . Military Police receive specialized 
training for investigation of sexual assaults . All personnel are briefed regularly throughout their 
career on interpersonal relationships .

Appointed personnel deal with and report sexual harassment . Formal procedures exist for 
female or male victims to report harassment .

Gender Education and Training
The Irish Defence Forces have 2 gender-related training programmes .
1 . ‘Gender Perspective Training for Career Course’ is delivered to all career courses where 

participants are introduced to the main theories and framework of the WPS agenda 
and the terminology associated with gender perspective . They are also introduced to 
gender in military operations . It targets OF-3 to OF-5, OF-1 to OF-2 and all NCOs . It 
is a part of the pre-deployment training and the standard national training . 

2 . ‘Gender Focal Point Training’ introduces the main theories and framework of the WPS 
agenda and the terminology associated with gender perspective . The attendees are 
also introduced to gender in military operations . The future Gender Focal Points do 
gender-based violence training and facilitated scenario training . It targets OF-1 to 
OF-2 and OR-1 to OR-4 . It is a part of the pre-deployment and the standard national 
training .

Gender is a topic in operational planning, and included in pre-deployment training and/
or exercises . 
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Gender Advisors
The Ireland Defence Force has 14 trained gender advisors . All 14 have been trained in 

the Nordic Centre for Gender in Military Operations . So far, 6 gender advisors have been 
deployed, 3 of whom in 2016 . The Ireland Defence Force has Gender Focal Points . All units 
deploying overseas have at least 5 Gender Focal Points .

Implementation of  the 2015 and 2016 NATO Committee on Gender 
Perspectives (NCGP) Recommendations to Military Committee

Ireland has taken action towards the implementation of the 2016 NCGP Recommendations 
to the Military Committee (MC) . The Defence Forces are implementing a gender mainstreaming 
approach in order to institutionalise a gender perspective . The Second DF Action Plan on WPS 
was designed to complement gender perspective training programmes .

Ireland has taken action towards the implementation of the 2015 NCGP Recommendations 
to the MC . Gender advisors continue to be appointed to operational HQ in order to build 
capacity in gender perspectives .
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JAPAN

Specific policies and/or legislation to implement a gender perspective in 
the Japan Self-Defence Forces enforced during 2016

In 2016, Japan enforced new policies and legislation related to the implementation of 
gender in the Japan Self-Defence Forces (JSDF) . These are stated in the Action Plan to Promote 
Women’s Participation and Work-Life Balance in the Ministry of Defence (28 January 2015) 
and Main Action Plan in the Ministry of Defence based on the law on women’s participation 
in the work environment for 2015-2019 .
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Japan

Quotas
There is a quota system for men and women in the JSDF . According to the Ministry of 

Defence (MoD), the Action Plan to Promote Women’s Participation and Work-Life Balance 
in the Ministry of Defence specifies that more than 9% of JSDF personnel must be women 
by 2030 . In order to reach that target, the MoD expects that more than 10% of the newly 
recruited JSDF personnel will have to be women after 2017 . The MoD also aims to increase 
the percentage of JSDF female officers compared to the current ratio (3.1%) by 2020.

Restrictions on the Incorporation of  Women in the Self-Defence Forces
There are restrictions on the incorporation of women in the armed forces . Women are 

not allowed to enter the Infantry Company, Tank Company, reconnaissance unit, Engineering 
Company, antitank helicopter unit, flight squadron, chemical reconnaissance unit, and tunnel 
warfare unit . There are plans to open some of the listed branches to women in the near future . 
There are restrictions for women that apply only to operations . Deployment of women is 
restricted on submarines. The Human Resources (HR) offices of each Service deal with the 
integration of a gender perspective in the JSDF and the Work Life-Balance Office in the MoD 
is in charge of women’s empowerment .

Reserves, National Guard and Other Military Services
There are no policies to support entry into the Reserves or National Guard, or other 

military structures, as a civilian employee . There are policies to compensate employers who 
hire civilians who have joined military structures: companies that provide Reserves receive 
12,500 yen per month (510,000 yen per year) for each Reservist . There are no incentives for 
civilian employees to enter the Reserves, National Guard, or other military structures . 

The accuracy of the information provided by national delegates is the responsibility of each nation.
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Enlistment Requirements
Enlistment requirements, including those related to physical characteristics, are different 

for men and women as regards height, chest size and weight . Enlistment requirements for the 
physical fitness test are different for men and women. Men and women enlist at the same age. 
There are no policies that promote the recruitment of women in the military .

In 2016, out of 4,705 female applicants, 63 were successfully recruited . Out of 12,062 
male applicants, 430 were successfully recruited .

Retention Policies
The JSDF do have retention policies, including specific retention policies for women. The 

retention policies are stated in the 2015 Action Plan to Promote Women’s Participation and 
Work-Life Balance in the Ministry of Defence and Basic Policy on Recruitment and Promotion 
of Officers.

There are networks to support women in the military; for example points of contacts on 
women’s promotion and work life-balance promotion .

The Figure 4b provides the same information as Figure 4a in different graphic rendering .
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Reasons for Leaving the Military
The JSDF carry out exit surveys for men and women who leave the military . In 2016, 697 

women and 11,118 men left the JSDF . The percentage of women who left the armed forces, 
out of the total number of men and women who left the armed forces, is 5 .9% . The percentage 
of men who left the armed forces, out of the total number of men and women who left the 
armed forces, is 94 .1% . 

The main reasons why both men and women tend to leave the armed forces are difficulties 
in balancing work and family life and retirement . An additional reason for men to leave the 
JSDF is a job change .

Adaptation of  Military Equipment, Facilities and Uniforms
Military equipment is adapted for men and women . Tanks and wheeled armoured vehicles 

are suitable for both men and women . Submarines have been equipped with both female and 
male facilities, although the Service is not open to women . Military facilities and uniforms are 
adapted for both sexes .

Parental Rights
Legal social support is given to mothers during pregnancy and both parents of a new-born 

child . 
There are several policies related to parental rights such as the Act on Child-Care Leave 

for National Public Officers, as well as regulations for expectant officers and nursing mothers. 
Parental leave is 163 weeks and is not transferable between parents . Maternity leave is 162 
weeks; mothers enjoy 6 weeks of paid leave before the birth of the child, 8 weeks of paid leave 
after the birth of the child and 148 weeks of unpaid leave for childcare . Paternity leave is 157 
weeks; fathers also have 2 exclusive days of special leave when the child is born and 5 days 
of special leave for childcare . 

There are specific programmes to support the work-life balance for military personnel. 
Part-time employment is not allowed. Every officer, including those who provide child and 
family care or studies, can enjoy flexible hours. There are special programmes to support 
parents when both are members of the armed forces . There is support for service duties to 
single parents, divorced parents, or widows/widowers looking after their children . 

Child-care policies include extra weeks of subsidized maternity/paternity leave, 
breastfeeding breaks, policy on duty assignments, night duty, overtime work, day-care for 
children at the MoD and military installations or child vouchers and flexible working and 
service hours or variable start/finish times during the working day. 

Table 1: All Active Duty Military Personnel

Service Men Women

Army 58,3% 3,7%

Air Force 17,5% 1,1%

Navy 18,1% 1,3%

Total 93,9% 6,1%

Ranks Men Women

OF 6 and above 0,10% 0,01%

OF 3-5 7,10% 3,90%

OF 1-2 11,20% 11,31%

OR 5-9 62,40% 56,55%

OR 1-4 19,10% 28,23%

Table 2: Reserve Force Personnel

Service Men Women

Army 90,4% 6,7%

Air Force 1,4% 0,1%

Navy 1,3% 0,1%

Total 93,1% 6,9%

Ranks Men Women

OF 6 and above 0,00% 0,00%

OF 3-5 4,50% 1,70%

OF 1-2 11,70% 2,00%

OR 5-9 64,10% 18,60%

OR 1-4 19,70% 39,00%
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Prevention of  Sexual Harassment and Sexual Abuse
Strategies to prevent sexual harassment and sexual abuse include the MoD regulation on 

the prevention of sexual harassment and order on implementation of the regulation on the 
prevention of sexual harassment . Programmes to prevent sexual harassment and sexual abuse 
include a special week on the prevention of sexual harassment at the MoD and education on 
the prevention of sexual harassment in each Service or in the JSDF .

There is appointed personnel to deal with and to whom to report sexual harassment . 
Formal procedures exist for female or male victims to report harassment . There were reported 
cases of sexual harassment in the JSDF in 2016 .

Gender Education and Training
The JSDF have 2 gender-related training programmes that are included in 23 courses:
1 . The programme consists of education for personnel who will be/may be deployed in 

peacekeeping operations . In general, the training addresses gender equality, Sexual 
Exploitation and Abuse (SEA) and Sexual and Gender-Based Violence (SGBV) . The 
targets are all officers and OR-5 to OR-9. It is a part of the pre-deployment training 
and the standard national training . 

2 . Education provided to JSDF schools and hospitals . In general, the training addresses 
gender equality, SEA and SGBV. The targets are all officers and OR-5 to OR-9. It is a 
part of the pre-deployment training and the standard national training .

Gender is a topic in operational planning and it is included in pre-deployment training 
and exercises .

Gender Advisors
Japan has one advisor working for the NATO Secretary General’s Special Representative 

for Women, Peace and Security (SGSR WPS) . So far 1 gender advisor has been deployed . In 
2016, 1 gender advisor was deployed .

The JSDF have gender focal points, who serve as points of contact for each Service on 
matters related to the gender agenda .

Implementation of  the 2015 and 2016 NATO Committee on Gender 
Perspectives (NCGP) Recommendations to Military Committee

Japan has not taken any action towards the implementation of the 2016 and 2015 NCGP 
Recommendations to the Military Committee .
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MOLDOVA

Specific Policies and/or Legislation Related to the Implementation  
of  Gender Perspectives in the Armed Forces Enforced during 2016

Several activities were initiated in 2016 to ensure gender mainstreaming in the Ministry of 
Defence and the Armed Forces of the Republic of Moldova . In light of the commitments taken 
on at the national and international levels (Individual Partnership Action Plan (IPAP) of the 
Republic of Moldova - NATO 2014-2016), the Republic of Moldova undertook to take action 
to implement United Nations Security Council Resolution (UNSCR) 1325 on Women, Peace 
and Security (WPS) . The Ministry of Defence conducted a self-assessment to evaluate gender 
responsiveness in the country’s defence and security sector . At the same time, this process made 
it possible to identify development partners, such as: UN Women in Moldova, the Mission of 
the Organization for Security and Cooperation in Europe (OSCE) to Moldova, the Information 
and Documentation Centre NATO in Moldova and Gender Centre, which provided assistance 
in the self-assessment process . As a result, UN Women in Moldova provided support in 
drafting the legislative report on the analysis of international standards and the national legal 
framework in ensuring gender equality in the defence sector . However, the OSCE Mission 
provided assistance in completing the Community Relations part of the questionnaire . Through 
the NATO Science for Peace and Security (SPS) Programme, the Ministry of Defence of the 
Republic of Moldova was able to link up with the Washington DC Institute for Inclusive Security 
(IIS) . The IIS is the institution that offers expertise for governments worldwide in the design, 
implementation and evaluation of national action plans on WPS-related topics . Therefore, 
following the visit of IIS representatives to Moldova, a project was developed in cooperation 
with the NATO Centre for Information and Documentation in Moldova and the Ministry of 
Defence . The basic purpose of this project is the development of a National Action Plan (NAP) 
for the implementation of UNSCR 1325 in Moldova . This project was successfully launched in 
October 2016 on the premises of the Government of Republic of Moldova . 

Another important initiative for gender perspective in the defence sector was the drafting 
of a new strategy by the Ministry of Labour, Social Protection, and Family to ensure gender 
equality between men and women in Moldova for 2017-2021 . The above-mentioned initiatives 
and projects increased the attention of government and civil society to issues related to gender 
equality in the defence sector .
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Quotas
There is no quota system for men or women in the Armed Forces of the Republic of 

Moldova . 

The accuracy of the information provided by national delegates is the responsibility of each nation.
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Restrictions on the Incorporation of  Women in the Armed Forces
There are no restrictions on the incorporation of women in the armed forces, or restrictions 

that apply only to operations . However, in accordance with national legislation, only males 
are eligible for conscription, which is mandatory for all males who have reached the age of 
18 . There is a military entity that deals with the integration of gender perspective in the armed 
forces . For the integration of gender perspective in the armed forces the following entities are 
responsible: 

1 . Social Protection Service (Social Protection Service Regulation, approved by the 
Minister of Defence, 23 July 2015); 

2 . Gender Unit (Gender Unit Regulation approved by the Minister of Defence, 
5 September 2006); and

3 . Defence Coordinating Group on Equality between Men and Women (Regulation 
approved by the Minister of Defence, 2011) . The primary purpose of these entities is 
to provide the necessary support to gender units in implementing gender legislation, 
particularly in developing departmental policies .

Reserves, National Guard and Other Military Services 
There are policies to support entry into the Reserves, National Guard, or other military 

structures as a civilian employee, and to compensate employers who hire civilians who have 
joined military structures, such as active Reserves . 

These policies are defined by:
1 . The Parliamentary Law 1244, approved on 18 July 2002, on the Reserve Armed Forces;
2 . The Parliamentary Law 1245, approved on 18 July 2002, on the Preparation of Citizens 

for Protection of the Homeland;
3 . The Parliamentary Law 162, approved on 22 July 2005, on the Status of the Military;
4 . The Parliamentary Law 1192, approved on 4 July 2002, on Preparation for Mobilization 

and Mobilization;
5 . The Parliamentary Law 158-XVI approved on 4 July 2008 on State Functions and the 

Status of Public Servants; and
6 . The Labour Code of the Republic of Moldova updated in 2017 (Law No . 53/2003) .
There are incentives for civilian employees to enter the Reserves, National Guard, or other 

military structures . According to Law 1244-XV regarding the Reserves of the Armed Forces, 
Reservists who constitute the Active Reserve on a contractual basis if they fulfil contractual 
conditions, benefit from:

1 . Compensation in lieu of salary in the amount determined by the Ministry of Defence;
2 . Five days’ additional leave on top of ordinary leave - for the Reservists who serve in 

the active Reserve for more than 15 years;
3 . Free medical care in military medical institutions - for the Reservists who serve in the 

active Reserves for more than 20 years;
4 . Accommodation is provided during their service; and
5. Other benefits as provided by law.

Enlistment Requirements
Enlistment requirements are different for men and women as regards physical fitness tests. 

The fitness test standards are lower for women. For example, men have to run 3 km and 
women only 1 km, and only men have to do push-ups . Enlistment requirements related to 
physical characteristics (e .g . height, weight) are the same for both sexes . However, there are 
further differences between the enlistment requirements for men and women . For volunteer 
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service males are eligible after six months of conscript service, females are eligible after they 
are 18 years old . Men and women enlist at the same age .

There are policies to promote the recruitment of women in the military . National legislation 
and regulations stipulate some elements that promote women in the military service . However, 
the activities are not as efficient as expected.

In 2016, out of 32 female applicants, 10 were successfully recruited . Out of 108 male 
applicants, 62 were successfully recruited . 

Retention Policies
There are no retention policies in the Armed Forces, or specific retention policies for 

women . There is no network to support women in the military . 

Reasons for Leaving the Military
The Armed Forces of the Republic of Moldova carries out an exit survey for men and 

women who leave the military . In accordance with Moldovan military regulations, within 10 
days of leaving, military/civil servants must have an interview with their Commander and with 
Human Resources representatives, to find out their reasons for leaving.

The armed forces do not use any other system or method to find out why military women 
leave the armed forces .

The main reasons why women tend to leave the armed forces are difficulties in balancing 
work and family life, retirement and low salary or a health condition . 

The main reasons why men tend to leave the armed forces are lack of stability, retirement 
and inadequate wages or end of contract . 

Adaptation of  Military Equipment, Facilities and Uniforms 
Military equipment is the same for men and women . Military facilities are not adapted 

for both men and women. Uniforms are not fitted for men and women; they are the same for 
both sexes .

Parental Rights
Legal social support is given to mothers during pregnancy. Women benefit from maternity 

leave which includes 70 calendar days of maternity leave before the birth of the child (in case 
of pregnancy with triplets or more children, women can benefit from 112 days) and after birth, 
56 calendar days of maternity leave (in cases of complications at birth or in cases of giving 
birth to three children or more simultaneously, the mother can benefit from 70 days). Also, 
based on a written request, after the end of their maternity leave, women are granted leave for 
partly paid up childcare until the child is 3 years old . The allowance payment is provided from 
the state social insurance budget . The partially paid maternity leave for childcare may be used 
in whole or in part at any time until the child is 3 years old .

The new-born’s father is entitled to 14 calendar days of paternity leave . Paternity leave is 
granted upon a written request, within the first 56 days after the birth of the child. Parental 
leave is transferable between parents .

There are no specific programmes or policies to support the work-life balance for military 
personnel. Part-time employment and flexible hours are not allowed.
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There are programmes or policies to support parents when both are members of the 
Armed Forces of the Republic of Moldova . Support is provided to single parents, divorced and 
widowed parents . In accordance with Regulation 941 approved by the Government (2006), 
regarding military service in the armed forces, mandatory annual leave is granted to the 
contract military at any time of the year . Mandatory annual leave must be granted on request, 
in summer or at any convenient time, for the following categories:

a) Military personnel who have a disabled child under the age of 16;
b) Military single parents, educating one child or more children under the age of 16;
c) Military spouses, as far as possible, simultaneously;
d) Contract soldiers whose wives are on maternity leave; and
e) Contracted military personnel who have two or more children under the age of 16 years .
There are child-care policies for military personnel, such as extra weeks of subsidized 

maternity/paternity leave and breastfeeding breaks .

Prevention of  Sexual Harassment and Sexual Abuse
There are no strategies to prevent sexual harassment and sexual abuse in the military . 

However, there are programmes related to the prevention of sexual harassment . Training is 
included in the Annual Army Training Programme . In addition, armed forces staff undergoing 
preparation for participation in missions are trained to adopt specific behaviour in relation 
to females . This presupposes a set of rules and requirements to be complied with in order to 
avoid accusation of sexual harassment .

There is appointed personnel to deal with or to whom to report sexual harassment and 
there are formal procedures for female and male victims to report harassment . Victims can 
report to their chief/commander or to the General Inspection Directorate; or on 24/7 hotlines, 
where victims can report to higher authorities .

No cases of sexual harassment in the Moldovan Armed Forces were reported in 2016 .

 Gender Education and Training
The Armed Forces of the Republic of Moldova does not have any gender-related education 

or training programmes . However, based on the need to integrate gender perspective in the 
military education system, in January 2016 in cooperation with UN Women the Military 
Academy Alexandru cel Bun started to develop an on-line course entitled Women, Peace 
and Security . In addition, in October 2016, in order to develop capacity building for gender 
equality in the defence sector, work started on the development of a comprehensive book on 
gender perspective in the defence sector . This book will enable the integration of gender topics 
for Bachelor, Masters Degrees and pre-deployment training . 

Gender is not a topic in operational planning . Gender is included in pre-deployment 
training and/or exercise . 

Gender Advisors
The Armed Forces of the Republic of Moldova does not have gender advisors, or gender 

focal points .

Implementation of  the 2015 and 2016 NATO Committee on Gender 
Perspectives (NCGP) Recommendations to Military Committee

Moldova has not taken any action towards the implementation of the 2016 and 2015 
NCGP Recommendations to the Military Committee .
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MONTENEGRO

Specific Policies and/or Legislation Related to the Implementation  
of  Gender Perspectives in the Armed Forces Enforced during 2016

In 2016, Montenegro enforced new policies and legislation related to the implementation 
of gender in the Military of Montenegro . The new Strategy for Human Resources Management 
includes a separate policy on gender equality .
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Montenegro

Quotas
There is no quota system for men or women in the Montenegrin Armed Forces . 

Restrictions on the Incorporation of  Women in the Armed Forces
There are no restrictions on the incorporation of women in the armed forces, nor are there 

restrictions that apply only to operations . Military entities that address gender equality and 
deal with the integration of a gender perspective in the armed forces include two coordinators 
for gender equality at the Ministry of Defence (MoD) and for the armed forces and one officer 
for the G1 (Chief of the Human Resources section) of the General Staff . 

Enlistment Requirements
Enlistment requirements are the same for men and women with the exception of different 

physical fitness tests for running, push-ups and sit-ups. There are no differences in enlistment 
requirements with regard to physical characteristics (e .g . height, weight) . Men and women 
enlist at the same age . There are policies that promote the recruitment of women in the military: 
during the selection process, if a man and a woman obtain the same results, the woman may 
be given priority in accordance with the military recruitment strategy . 

The accuracy of the information provided by national delegates is the responsibility of each nation.
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Retention Policies
The Strategy for Human Resources Management and the Action Plan for the Implementation 

of the Strategy is under way and accounts for retention policies. There are no specific retention 
policies for women . Networks to support women in the military include a point of contact and 
coordinator for gender equality in the armed forces and a Female Officer Network that was 
established in 2015 .

The Figure 4b provides the same information as Figure 4a in different graphic rendering .
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Figure 4a: Distribution of men and women by rank
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Figure 4b: Distribution of men and women by rank
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Reasons for Leaving the Military
The armed forces carry out exit surveys for men and women who leave the military and 

collect official written reports on the reasons why personnel decide to leave the military. The 
main reasons why men and women tend to leave the armed forces are retirement and other 
job opportunities . 

 Military Equipment, Facilities and Uniforms Adaptation
Men and women use the same military equipment . Military facilities include separate 

changing rooms and sanitary facilities for men and women, while everything else is shared . 
While men and women have the same uniforms, some parts of the female working uniforms 
are different .
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Parental Rights
Legal social support is given to mothers during pregnancy and both parents of a new-born 

child. The Labour Law establishes a period of one year for official parental leave. The mother 
must take leave 28 days before and 45 days after the birth of the child . After this period, 
parental leave is transferable between parents. There are no specific programmes or policies 
to support the work-life balance for military personnel . However, the Labour Law and the Law 
regulating the armed forces govern these matters. Part-time employment and flexible hours are 
not allowed . There are no special programmes or measures to support parents when both are 
members of the armed forces . The Armed Forces of Montenegro offer support and facilitation 
for service duties to single parents, divorced parents, or widows/widowers looking after their 
children: for example, the Rule of Service of the Armed Forces states that single parents cannot 
be on 24-hour duty (night duties) until their child is at least seven years old . There is no child-
care policy .

Table 1: All Active Duty Military Personnel

Service Men Women

Army 64 .0% 3 .2%

Air Force 12 .4% 0 .5%

Navy 19 .7% 0 .3%

Total 96 .1% 3 .9%

Ranks Men Women

OF 6 and above 0 .1% 0 .0%

OF 3-5 9 .2% 0 .0%

OF 1-2 6 .5% 13 .0%

OR 5-9 49 .8% 16 .0%

OR 1-4 34 .4% 71 .0%

Table 2: All Operations

Service Men Women

Army 82 .8% 0 .0%

Air Force 0 .0% 0 .0%

Navy 17 .2% 0 .0%

Total 100 .0% 0 .0%

Ranks Men Women

OF 6 and above 0 .0% 0 .0%

OF 3-5 8 .6% 0 .0%

OF 1-2 17 .3% 0 .0%

OR 5-9 51 .7% 0 .0%

OR 1-4 22 .4% 0 .0%

Prevention of  Sexual Harassment and Sexual Abuse
National laws in Montenegro address and present strategies to prevent sexual harassment 

and sexual abuse and they also apply to the military . The Montenegrin Armed Forces organise 
training related to the prevention of sexual harassment for the military . Appointed personnel 
deal with and report sexual harassment and formal procedures exist for female or male victims 
to report harassment . The Law on the Armed Forces regulates the issue of sexual harassment 
and recognises it as a disciplinary offence . The Law also provides further instructions on the 
steps that should be taken when such cases occur .

Gender Education and Training
The Armed Forces of Montenegro have 3 gender-related training programmes: 
1 . The ‘Pre-deployment Training’ for units engaged in peacekeeping missions addresses 

gender perspectives in peacekeeping operations and in the military and United 
Nations Security Council Resolution (UNSCR) 1325 and related resolutions from a 
military perspective. It targets all Officers and all NCOs. It is a pre-deployment phase 
training . 

2 . The ‘National Training’ for the military units of the Armed Forces of Montenegro 
addresses UNSCR 1325 and related resolutions, gender equality at international and 
national level, legal frameworks related to gender and gender equality in the military . 
The training targets all Officers and all NCOs. It is a part of the standard national 
training . 
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3. The ‘Gender Training for Commanding Personnel Officers’ addresses UNSCR 1325 
and related resolutions, NATO Bi-SC Directive 40-1, gender perspectives in the 
military and international and national frameworks regarding gender equality . It 
targets all Officers and it is a part of the standard national training.

Gender is not a topic in operational planning, but it is included in pre-deployment training 
and exercises .

Gender Advisors
There are no trained gender advisors in the Armed Forces of Montenegro or MoD . However 

the armed forces have six gender trainers and Montenegro is planning to send them to attend 
courses at the Swedish Armed Forces International Centre (SWEDINT) to become gender 
advisors . 

The armed forces have two coordinators for gender equality and Gender Focal Points 
(GFPs) . The GFPs and gender trainers have been engaged as trainers and syndicate leaders 
through international cooperation with several countries like Georgia, the United Kingdom 
and Serbia .

Implementation of  the 2016 and 2015 NATO Committee on Gender 
Perspectives (NCGP) Recommendations to the Military Committee

Montenegro took an action towards the implementation of the 2015 NCGP 
Recommendations to the Military Committee . The country created new policies to increase 
the number of courses related to gender, include training about sexual harassment, and has 
created a pool of certified gender advisors in 2016. 
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NEW ZEALAND

Specific Policies and/or Legislation Related to the Implementation  
of  Gender Perspectives in the Armed Forces Enforced during 2016

No specific policies or legislation related to the implementation of gender in the New 
Zealand Defence Forces (NZDF) were enforced during 2016 . The New Zealand Government 
committed to United Nations Security Council Resolution (UNSCR) 1325 on Women, Peace 
and Security in October 2015 with the release of the New Zealand National Action Plan (NZ 
NAP) . 

There have been no new specific policies since the NZDF commitment to the NZ NAP. 
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New Zealand

Quotas
There is no quota system for men or women in the NZDF . The NZDF do not use quotas for 

female or male personnel in recruiting, retention or progression . All personnel policy is based 
on a standards-based, gender-neutral selection and merit basis .

Restrictions on the Incorporation of  Women in the Armed Forces
There are no restrictions on the incorporation of women in the NZDF, nor are there 

restrictions that apply only to operations. The NZDF have appointed specific staff (Director 
level) for Diversity and Inclusion as part of the overall Defence Human Resources strategy 
for creating the current and future workforce . In addition, the Commander Joint Forces New 
Zealand is responsible for the NZ NAP initiatives that include the commitment to a gender 
perspective in operations and throughout the organisation .

Reserves, National Guard and Other Military Services 
There are policies to support entry into the Reserves, National Guard, or other military 

structures, as a civilian employee . New Zealand civilian employees are protected by the 
Volunteers Employment Protection Act 1973, which allows Reservists to perform their military 
duties without risking their normal employment and entitlements .

There are policies to compensate employers who hire civilians who have joined military 
structures, such as active Reserves, National Guard or other military structures .

There are incentives or bonuses for civilian employees to enter Reserves, National Guard 
or other military structures . 

The accuracy of the information provided by national delegates is the responsibility of each nation.
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Enlistment Requirements
The enlistment requirements are the same for men and women . The enlistment 

requirements regarding the physical fitness test are different for men and women. There is a 
common enlistment Multi-Stage Fitness Test (MSFT) involving running, press-ups and curl-ups . 
The time requirement for the running component and the number of press-ups and curl-ups 
differ for female and male candidates . When recruit candidates are assigned to their individual 
Service, Service tests are also age and gender differentiated .

The enlistment requirements related to physical characteristics (i .e . height and weight) are 
the same for men and women . Men and women enlist at the same age .

There are no policies that promote the recruitment of women in the military . On occasion, 
there may be a female-specific recruitment campaign designed to meet the different questions 
and information needs relating to service life that women have . The NZDF do not recruit from 
military academies or colleges as there are none .

Retention Policies
The national defence forces have no retention policies, or specific retention policies for 

women . There are networks to support women in the military . The Chief of Defence Force 
sponsors the NZDF Women’s Development Steering Group . Service Chiefs sponsor women’s 
networks in the Navy, Army and Air Force . Each Service and the NZDF women’s network hold 
a biennial conference to which senior leadership and male personnel are also invited .

The Figure 4b provides the same information as Figure 4a in different graphic rendering .
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Figure 4b: Distribution of men and women by rank
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Reasons for Leaving the Military
The national armed forces carry out exit surveys for men and women who leave the 

military . The national armed forces do not use any (other) systems or methods to detect reasons 
why military women leave the armed forces .

Adaptation of  Military Equipment, Facilities and Uniforms 
Military equipment (aircraft, tanks, submarines etc .) is adapted for both men and women . 

User requirements for all projects are unisex designed as a matter of course . Variations that 
do occur as a result of purchasing foreign military equipment will be modified for female and 
male use as part of the NZDF project .

Military facilities are adapted for both men and women . Female and male facilities are 
available . Sanitary facilities are provided for female, male and unisex . As part of a major 
infrastructure upgrade programme, the number of unisex facilities that provide improved levels 
of privacy for all personnel is being increased . The requirements of transgender personnel are 
considered in facilities upgrading .

Uniforms are fitted for both men and women. Sizing is available for various body shapes 
where uniform items are unisex in cut. Some uniform items are gender-specific cut for women. 
Tailoring is available for shorter stature individuals female or male . The Army webbing and 
pack is optimised for bearing weight on the shoulders (male) with alterations and variations to 
better suit weight carriage on the hips (female) available .

Parental Rights
Legal social support is given to both parents (of any gender) of a new-born child . Military 

personnel if eligible for special Parental Leave of up to 10 days is paid . NZDF personnel may also 
be eligible for additional support under the New Zealand Parental Leave and Employment Act 
provided by the Government . Parental Leave given maximum of individual leave entitlement 
is up to 26 or 52 weeks unpaid parental leave depending on the length of the employment . 
26 weeks in case of employment with NZDF is 26 weeks but less than 52 weeks . 52 weeks in 
case of employment with NZDF is greater than 52 weeks .

Parental leave can be taken consecutively or concurrently up to the individual’s maximum 
entitlement . Maternity and paternity leave depending on the length of service with the NZDF, 
is up to 26 or 52 weeks leave (as described above) . Parental leave is not transferable between 
parents .

There are specific programmes or policies to support the work-life balance for military 
personnel, such as a flexible working arrangements policy. The NZDF support a programme 
called Force for Families that recognises the requirement for a work-life balance and the support 
that families give . There are policy and programmes that cover the spectrum of personal and 
collective resilience and wellbeing . 

Part-time employment and flexible hours are allowed is case of parental leave, elderly 
care (or sick people), studies or on a case-by-case basis other reasons would be considered .

There are no special programmes/measures to support parents when both are members of 
the armed forces, nor support or facilitation for service duties to single parents, divorced parents, 
and widows/widowers looking after their children . While there are no special programmes or 
measures, the NZDF do consider the needs of service members when presented on a case-by-
case basis .

There is a child-care policy; such as breastfeeding breaks and flexible working hours. 
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Table 1: All Active Duty Military Personnel

Service Men Women

Army 41,5% 6,7%

Air Force 22,7% 4,9%

Navy 18,8% 5,4%

Total 83,0% 17,0%

Ranks Men Women

OF 6 and above 0,40% 0,00%

OF 3-5 10,10% 10,84%

OF 1-2 12,20% 15,83%

OR 5-9 23,80% 17,81%

OR 1-4 53,50% 55,52%

Table 2: All Operations

Service Men Women

Army 48,7% 8,4%

Air Force 31,0% 5,7%

Navy 4,8% 1,4%

Total 84,5% 15,5%

Ranks Men Women

OF 6 and above 0,55% 0,00%

OF 3-5 10,98% 12,50%

OF 1-2 17,71% 21,98%

OR 5-9 27,19% 17,67%

OR 1-4 43,56% 47,84%

Prevention of  Sexual Harassment and Sexual Abuse
There are strategies to prevent sexual harassment and sexual abuse . In 2015-2016, the Chief 

of Defence Force instituted Operation RESPECT to ensure a safe and respectful environment 
within the NZDF . There is an organisation-wide holistic approach with policies, education, 
training, forums (‘town hall’ style discussion events) and a team of trained professionals to 
meet response needs . Presentations on expected professional and respectful behaviour begin 
at recruit entry-level and are reinforced on leadership training in career progression . 

There is a NZDF website and an 0800 number (phone) service for immediate response to 
sexual assault incidents . There is also a restricted disclosure option where a victim may report 
the incident without having to formally name the perpetrator or have the incident progress to 
an investigation and prosecution .

In addition, there is a widespread Anti-Harassment Advisor network in every camp and 
base (with uniformed and civilian anti-harassment advisors) . 

There are programmes and trainings related to the prevention of sexual harassment . 
Operation RESPECT is an Action Plan that resulted from three independent reviews and a 
significant work programme. The intent is to assist the NZDF to improve their culture of dignity 
and respect for all personnel, ensuring an inclusive and safe environment for all personnel . 
The Action Plan contains six key action areas:

1 . Establishing a strategy to change the culture and behaviours to challenge persistent 
sexism and better integrate women in the NZDF;

2 . Increased training including sexual ethics and healthy relationships training;
3 . Implementing a restricted disclosure system as an alternative to report sexual assault;
4 . Introduce a dedicated professional sexual assault response team;
5. Address issues associated with specific risk factors including facilities and alcohol; 

and,
6 . Increase the percentage of women in the armed forces and the representation of 

women in senior leadership roles .
There is appointed personnel to deal with or to whom to report sexual harassment . There 

are formal procedures in place for female or male victims to report harassment which are 
detailed in Defence Force Order 3, Part 5, Chapter 2, Equity and Diversity; and Chapter 3, 
Discrimination, Harassment and Bullying. In essence, there is an identified path for a service 
person to report an incident, receive assistance and have an investigation conducted . Posters, 
brochures and the armed forced intranet sites supply details on the procedures to follow to 
report incidences of harassment .
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There have been reported cases of sexual harassment or sexual abuse in the armed 
forces in 2016 . As a result of Operation RESPECT, the NZDF experienced an increase in 
reporting of sexual assault, inappropriate sexual behaviour and harassment . Data gathered 
include historical cases and events pre-2016 . The increase in reporting is viewed as a positive 
consequence of NZDF initiatives and is likely to indicate that trust in the organisation and care 
for victims is increasing. NZDF utilises different categories for recording incidents that reflect 
NZ domestic law .

Gender Education and Training
The NZDF have no gender-related training programmes . However, courses are in the 

discussion phase and will be developed for recruit entry level, pre-deployment training, rank-
progression courses and for senior representational leaders .

Gender is a topic in operational planning and is included in pre-deployment training and 
or exercises .

Gender Advisors
The Defence Forces have 1 gender advisor who attended the Gender Advisor Course at the 

Nordic Centre for Gender in Military Operations at the SWEDINT in 2016 . So far, no gender 
advisors have been deployed . 

Defence Forces have no gender focal points but it is intended to have them . A Gender 
Focal Point training course may be developed in 2017-2018 to support NZDF and NZ Police 
requirements (as a joint course) . 

A number of personnel have taken part in overseas joint exercises with experience in 
a gender-related role but had not undertaken formal training . It is expected that a gender 
network will be developed in the NZDF .

Implementation of  the 2015 and 2016 NATO Committee on Gender 
Perspectives (NCGP) Recommendations to Military Committee

New Zealand has not taken any actions towards implementation of the 2016 and 2015 
NCGP Recommendations to the Military Committee. This questionnaire is the first report of 
the NZDF to the NCGP . 
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SERBIA

Specific Policies and/or Legislation Related to the Implementation  
of  Gender Perspectives in the Armed Forces Enforced during 2016

No specific policies or legislation related to the implementation of gender in the Serbian 
Armed Forces were enforced during 2016 .

Quotas
There is no quota system for men or women in the Serbian Armed Forces .

Restrictions on the Incorporation of  Women in the Armed Forces
There are no restrictions on the incorporation of women in the Serbian Armed Forces, 

nor are there restrictions that apply only to operations . Serbian Armed Forces do not have a 
military entity that deals with the integration of a gender perspective in the armed forces .

Reserves, National Guard and Other Military Services 
There are no policies to support entry into the Reserves or National Guard or other military 

structures, as a civilian employee . There are no policies to compensate employers who hire 
civilians who have joined military structures, such as Active Reserves . There are incentives for 
civilian employees to enter the Reserves, National Guard or other military structures . There 
is a monthly fee for the duration of the contract as well as compensation for the time of 
engagement in the unit .

Enlistment Requirements
Enlistment requirements, including those related to the physical fitness test or physical 

characteristics (e .g . height, weight) are the same for men and women . Men and women enlist 
at the same age . The Serbian Armed Forces do not have any policy to promote the recruitment 
of women in the military .

Retention Policies
There are no retention policies in the Serbian Armed Forces, nor are there specific retention 

policies for women . There are no networks to support women in the military .
The Serbian Armed Forces carry out exit surveys for men and women who leave the 

military . The survey refers only to professional soldiers . The armed forces do not use any other 
system or method to detect reasons why women leave the service .

The main reasons why both men and women tend to leave the military are for normal 
personal reasons . 

Adaptation of  Military Equipment, Facilities and Uniforms
Military equipment and uniforms are not adapted for both men and women . Both sexes 

have their own military dorms and facilities . Military facilities are adapted to men and women; 
they have separate dormitories and lavatories .

The accuracy of the information provided by national delegates is the responsibility of each nation.
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Parental Rights
Legal social support is given to both parents of a new-born child . Women are allowed to 

use pregnancy leave and a delivery leave lasting up to a month before delivery and 3 months 
after delivery, or 12 months after delivery . This applies only to women . Men are entitled to use 
paternity leave lasting 12 months . The extended leave is in line with the regulations in place 
and both women and men are entitled to it .

Parental leave is transferable between the parents . Maternity leave is 52 weeks and 
paternity leave is 48 weeks . 

There are no specific programmes or policies to support the work-life balance for military 
personnel. Part-time and flexible hours are not allowed. There are special programmes/
measures to support parents when both are members of the armed forces . Certain individuals 
can be relieved from off and on-duty service, under the conditions stipulated by law and on 
the basis of findings or on the opinion of a military medical commission. Nominating one of 
the parents for on-duty service, if both parents are employed and have one child up to three 
years old, is conducted in line with the law .

There are special programmes/measures to support facilitation for service duties to single 
parents, divorced parents, or widows/widowers looking after their child . Military personnel 
and civilians employed in the Serbian Armed Forces who have a child under seven or a 
seriously ill member of their immediate family requiring someone else’s care and assistance, 
and no spouse or adult member of the family able to assist, he/she cannot be appointed to 
on-duty service .

There is no child-care policy . 

Prevention of  Sexual Harassment and Sexual Abuse
There are no strategies to prevent sexual harassment and sexual abuse, nor any training/

programmes related to the prevention of sexual harassment and sexual abuse . There is appointed 
personnel to deal with or to whom to report sexual harassment and formal procedures are in 
place for female and male victims to report harassment, such as the Law on the Prevention of 
Harassment at work (“Sl .Glasnik RS”, no .36/2010) .

There were not reported cases of sexual harassment in 2016 . 

Gender Education and Training
The Serbian Armed Forces have 2 gender-related training programmes that address United 

Nations Security Council (UNSCR) 1325 and gender topics . Based on the Instruction for 
Training in the Ministry of Defence and Serbian Armed Forces for 2016 and the Directive for 
Training in the Serbian Armed Forces for 2016, programmes and trainings at all levels contain 
the content of the National Action Plan (NAP) for the Implementation of UNSCR 1325 . In 
addition, the Gender Responsible Budgeting topic was also included . 

In 2016, 5,060 individuals received training during 168 instruction lessons on gender 
issues .

Gender is not included in pre-deployment training and exercises . 

Gender Advisors
The Serbian Armed Forces have 1 trained gender advisor who received training on gender 

issues, and attended numerous conferences and seminars .
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SWEDEN

Specific Policies and/or Legislation Related to the Implementation  
of  Gender Perspectives in the Armed Forces Enforced during 2016

Specific policies or legislation related to the implementation of gender in the Swedish 
Armed Forces were enforced during 2016 . The following three documents, Sweden’s National 
Action Plan for the Implementation of the United Nations Security Council Resolutions 
(UNSCR) on Women, Peace and Security 2016-2020, Swedish Armed Forces Action Plan on 
Gender Mainstreaming 2015-2018 and Swedish Armed Forces Plan for Gender Equality and 
Equal Opportunity 2016-2018, were enforced .
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Quotas
There is no quota for men or women in the Swedish Armed Forces . 

Restrictions on the Incorporation of  Women in the Armed Forces
There are no restrictions for women in the Swedish Armed Forces . There is a military 

entity that deals with the integration of a gender perspective in the armed forces . There is a 
structure for the implementation of national legislation (i .e the National Discrimination Act, 
Work Environment Act, the Swedish Parental Leave Act), on victimization at work (a Swedish 
National Board of Occupational Safety and Health’s Statute Book AFS 1993:17), gender 
equality policy goals (the Government’s Act on Gender Equality 2011/12:3 and the Direction 
for Gender Equality Policy 2011-2014) . This structure is found at strategic Headquarters (HQ) 
level and is supported throughout the organization from operational to tactical level .

There is also a structure for implementing the Swedish National Action Plan (NAP) on 
Women, Peace and Security (WPS), with a senior advisor at the strategic level, one gender 
advisor at the operational level, and Gender Focal Points throughout the organization .

Reserves, National Guard and Other Military Services 
There are no policies to support entry into the Reserves or National Guard, or other 

military structures, as a civilian employee, or to compensate employers who hire civilians who 
have joined military structures, such as Active Reserves . There are no incentives for civilian 
employees to enter the Reserves, National Guard or other military structures . 

The accuracy of the information provided by national delegates is the responsibility of each nation.
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Enlistment Requirements
Enlistment requirements are the same for men and women as regards physical fitness tests. 

Different parameters apply to physical characteristics, depending on what kind of Service 
the person is applying for. For example, fighter pilots are required to have certain physical 
characteristics . Men and women enlist at the same age . 

Sweden has a policy to promote the recruitment of women in the military . Quantitative 
goals have been set to increase the number of women (2017-2027) at all levels . The goals are 
now being translated into different actions in order to promote the recruitment of women . The 
Swedish Government took the decision to re-establish Conscript Service, which from now on 
will be gender neutral .

In 2016, out of 1,194 successfully recruited applicants 131 were women (11%) and 1,063 
(89%) were men .

Retention Policies
The Swedish Armed Forces do have retention policies . The Swedish Armed Forces have a 

set of tools in order to keep personnel within the organization . Some of them focus on parental 
leave (making it possible to better combine family and work) while others aim at personal 
development .

The Swedish Armed Forces do have specific retention policies for women. There is a 
special mentoring programme for women . There is a network to support women in the armed 
forces, called Network for Female Officers and Civilians (NOAK) and a contact person for 
equal treatment at the tactical level .

Reasons for Leaving the Military
The Swedish Armed Forces conduct exit surveys for men and women who leave the military . 

All personnel leaving the organization must have an exit interview with their commander (or 
someone at commanding level they wish to see) . They also have to complete an online exit 
survey .

The Swedish Armed Forces also conduct a special exit survey for women leaving the 
military in the form of different studies and surveys .

In 2016, 360 women and 1530 men left the armed forces . The percentage of women who 
left the armed forces, out of the total number of men and women who left the armed forces, 
is 19% . The percentage of men who left the armed forces, out of the total number of men and 
women who left the armed forces, is 81% . 

The main reasons for soldiers and sailors to leave the military are economical (pay is too 
low and they prefer to continue with their academic studies) or they lack opportunities to 
develop (they have a hard time realizing what their next step in the organization would be) . 
More women than men are unhappy with their time in the Service, though they are more 
positive than men regarding re-entering the force at a later stage .

Adaptation of  Military Equipment, Facilities and Uniforms 
Military equipment is adapted for men and women to some extent . However, the Swedish 

Armed Forces have started cooperation with Human Factors Integration in order to develop 
equipment that will be adapted to both men and women to a larger extent . All new Swedish 
naval ships are designed in order to comply with Swedish regulations for employed personnel . 
Ships designed on the basis of older regulations are gender customized in line with best 
practice, in consultation with Labour Unions to reach a high level of integrity and respect 
between all genders . The aim has been to reach a high level of tactical effect for the Navy . 
Vehicles and aircraft in the Swedish Armed Forces are designed for the highest operational and 
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tactical effect . Human-machine interface is also optimized to achieve operational and tactical 
effect . However, this is not a question of gender but related to body constitution .

In the Swedish Armed Forces men and women share facilities (dorms, showers, toilets etc .) . 
This is not seen as a problem, rather as something beneficial. The majority of the infrastructure 
of the Swedish Armed Forces was built at a time when there were only men and no or few 
women in active service . However, lots of changes have occurred since then . Facilities such as 
sleeping barracks, toilets, showers and dressing rooms are now gender customized . Modern 
and future facilities should, in many perspectives, meet the direct and implied needs of an 
active force with a substantial number of females compared to 20-30 years ago . Measures 
are also being taken into consideration to address the direct and implied needs of disabled 
individuals .

Military uniforms are fitted to men and women. There are various sizes (height and length). 
The uniform system is a unisex model with some sub-systems that are gender specific, e.g. 
underwear . The lack of a recent anthropometric data collection has led to some size-related 
problems on some of the items, however this is not a question of gender but a question related 
to body constitution. The system is always being improved to ensure a better fit for users.

Table 1: All Active Duty Military Personnel

Service Men Women

Army

Air Force

Navy

Total 91,7% 8,3%

Table 2: All Operations

Service Men Women

Army

Air Force

Navy

Total 90,8% 10,1%

Table 3: NATO Operations

Service Men Women

Army

Air Force

Navy

Total 92,0% 8,0%

Parental Rights
Legal social support is given to mothers during pregnancy and both parents of a new-born 

child . 
If the pregnant women is not able to fulfil her duties during pregnancy or if it is dangerous, 

she will be given other tasks . Men must take 10 days off work from the date of labour . According 
to the Swedish Armed Forces Policy on Gender Equality and Diversity (2016-2018), based on 
the national Discrimination Act, it is forbidden to discriminate against a woman/man because 
of pregnancy or parental leave .

Parental leave is 480 days (67 weeks) . Paternity leave is 90 days and is earmarked for the 
other parent/father . Parental leave is transferable between parents . 

There are specific programmes or policies to support the work-life balance for military 
personnel . According to the Swedish Armed Forces Gender and Diversity Plan (2016-2018), 
the employer is obliged to plan in such a way that employees can combine work and family .

Part-time employment is allowed . There are many cases where part-time employment is 
allowed, it depends on the case. Parents are specifically allowed to work part-time until their 
child turns eight. Also flexible hours are allowed depending on the employee’s position.

There are no special programmes/measures to support parents when both are members 
of the armed forces, or support or facilitation for service duties to single parents, divorced 
parents, or widows/widowers looking after their children, or child-care policy . 
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Prevention of  Sexual Harassment and Sexual Abuse
There are strategies to prevent sexual harassment and sexual abuse, checklist and 

implemented routines to prevent sexual harassment and what actions to take .
There are programmes and/or training related to the prevention of sexual harassment and 

appointed personnel to deal with or to whom to report sexual harassment . There are formal 
procedures in place for female or male victims to report harassment, primarily via a line of 
command and labour organizations .

There have been reported cases of sexual harassment in the Swedish Armed Forces in 2016 .

Gender Education and Training
The Swedish Armed Forces have 5 training and education programmes related to gender .
1 . ‘Gender Advisor Course’ (GENAD) is conducted twice a year and is the NATO approved 

course provided by SWEDINT (ETOC ref . GEN-GO-42100) . The course aims to enable 
personnel to perform successfully as a gender advisor in a peacetime Headquarters 
(HQ) as well as in crisis establishments at strategic, operational and tactical levels . The 
course provides students with a background of frameworks and guidelines regulating 
gender in military operations together with the skills and competence required to act 
in an advisory role both in a national and international context .

 The course is intended for personnel deploying as strategic and operational level gender 
advisors (PE, CE positions at NATO, UN, EU and national level) . It is a prerequisite that 
participants are OF-3 to OF-5 or civilian equivalents and that they have as a minimum 
educational level a Bachelor’s degree (EQF 6), training and experience of planning 
process (Comprehensive Operation Planning Directive (COPD) or equivalent), military 
staff work experience and language proficiency (STANAG 6001: 3-2-3-2). Participants 
should also have competence and skills to perform in an advisory function (i .e . 
leadership, communication, analysis and assessment skills and the ability to perform 
under limited guidance) . It is a part of the pre-deployment training and the standard 
national training .

2 . ‘Gender Training of Trainers Course’ (GTOT) is conducted once a year . The course is 
NATO approved and provided by SWEDINT (ETOC ref . GEN-GO-31543) . The course 
enables trainers to successfully plan and conduct education, training and exercises 
with an integrated gender perspective within their own functional area of expertise . 
The course provides the students with a background of frameworks and guidelines 
regulating gender in military operations and provides participants with practical 
examples and best practices of how to teach gender in the military .

 The course is directed towards active trainers, instructors and teachers of military units 
and officers from defence or security structures, or civilian equivalents. Recommended 
rank is OF-1 to OF-4 and OR-5 to OR-9 or civilian equivalent . It targets OF-3 to OF-5, 
OF-1 to OF-2 and OR-5 to OR-9 . It is a part of the standard national training .

3 . ‘Key Leader Seminar’ (KLS) is conducted twice a year . The course is NATO approved 
and provided by SWEDINT (ETOC ref . GEN-GO-31544) . The KLS focuses on how to 
implement gender perspectives in military operations and how this will contribute to 
the achievement of the overall political, military strategic and operational objectives . 
The Seminar aims to increase the Key Leader’s knowledge on how to integrate gender 
perspectives into operations planning, execution and evaluation at strategic and 
operational levels and how to argue in favour of integrating gender perspectives at 
political and military strategic levels .

 The seminar is directed towards Flag Officers (OF 6-9), Key Leaders (senior leaders or 
senior NCOs), Ambassadors or senior civilian representatives . It is a part of the pre-
deployment training and the standard national training .
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4. ‘Commanding Officer Seminar on Gender’ (Com Sem) is conducted once a year. The 
course is NATO approved and provided by SWEDINT (ETOC ref . GEN-GO-51545) . 
The seminar focuses on how commanding officers, chiefs of staff and branch heads can 
integrate gender perspectives into military operations at the operational and tactical 
levels . Participants will gain background knowledge of frameworks and guidelines 
regulating gender perspectives in military operations . The seminar will also provide 
practical examples of how appointed gender advisors and gender focal points can 
assist the commander during the planning and conduct of military operations and 
how commanding officers can support subordinate staff and units to integrate gender 
in their daily work .

 The seminar is intended for participants about to deploy or become appointed as 
commanding officers, chiefs of staff or branch heads at J-level (rank OF 4-6) or in an 
equivalent civilian position . It targets OF-6 and higher and OF-3 to OF-5 . It is a part 
of the pre-deployment and the standard national training .

5 . All personnel participating in international operations get 2-3 hours of gender and 
UNSCR 1325 training prior to their deployment . It targets OF-3 to OF-5, OF-1 to OF-2 
and all NCOs . It is a part of pre-deployment training .

Gender is a topic in operational planning and is included in pre-deployment training and 
exercises .

Gender Advisors
The armed forces and/or the Ministry of Defence have gender advisors . There are 12 

trained gender advisors and so far 10 have been deployed . In 2016, 1 gender advisor was 
deployed. Sweden still uses the gender field advisor function, but they do not have the same 
level and training as gender advisors .

The Swedish Armed Forces have Gender Focal Points (GFP) . They have been deployed in 
international operations (5-10) (international: 5-6 GFP are deployed over time, but because of 
rotation about 10 GFPs were deployed in total in 2016), 40 in national operations (national: 
10 at operational command/joint forces command and 30 service level/units) .

Implementation of  the 2015 and 2016 NATO Committee on Gender 
Perspectives (NCGP) Recommendations to Military Committee

Sweden has taken actions towards implementation of the 2016 NCGP Recommendations 
to the Military Committee (MC) . As Sweden hosts the Nordic Centre for Gender in Military 
Operations (NCGM), as NATO Department Head on Gender training in military operations, all 
necessary measures were taken with regard to the education and training provided by NCGM .

Sweden has taken actions towards implementation of the 2015 NCGP Recommendations 
to the MC . The Swedish Armed Forces have two advisors at HQ level (to advise the Commander 
of Forces Training & Development and Chief of Joint Operations) . In addition, Sweden is 
manning the position as gender advisor to the Commander of UN mission MINUSMA in MALI . 

Additional Information
Approximately 30-40 personnel are appointed as GFPs in different units within the 

Swedish Armed Forces, and in addition 10-15 at operational command .
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SWITZERLAND

Specific Policies and/or Legislation Related to the Implementation  
of  Gender Perspectives in the Armed Forces Enforced during 2016

No new specific policies or legislation related to the implementation of gender perspective 
in the Swiss Armed Forces were enforced in 2016 . Switzerland is planning to have the 
information event for national service to become mandatory for women and men, albeit not 
military service per se .

3%

97%

réduire les graphiques 
venant d’illustrator
à 60%

Figure 1: 
% of men and women from all 
active duty military personnel

 Men  Women

Switzerland

Restrictions on the Incorporation of  Women in the Armed Forces
There are no restrictions for women in the armed forces. Switzerland’s first female fighter 

pilot will be promoted in 2017 .

Enlistment Requirements
Enlistment requirements are the same for men and women. There are no specific regulations 

for the recruitment of women in the Swiss Armed Forces . 

Retention Policies
The Swiss Armed Forces do not have retention policies but military service is mandatory 

for men and voluntary for women. The Women Officers’ Association promotes and supports 
women who are serving in the armed forces by helping them coordinate their family life and 
civilian career and by addressing gender specific challenges in the military (i.e. maternity 
wear) . 

Reasons for Leaving the Military
The instruments in place to detect why men and women tend to leave the armed forces 

show that both men and women leave the armed forces for personal reasons . 

Adaptation of  Military Equipment, Facilities and Uniforms 
Military equipment is adapted for both men and women . Military installations have 

female-only accommodation and appropriate sanitary facilities . The design and tailoring of 
uniforms allow for gender-specific differences. 

Parental Rights
The accuracy of the information provided by national delegates is the responsibility of each nation.
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Legal social support is given to mothers during pregnancy . Maternity leave is 16 weeks 
and is not transferable between parents. There are no specific programmes or policies to 
maintain the work-life balance of military personnel . Part-time employment is not anticipated . 
Child-care policies include extra weeks of paid maternity/paternity leave, policy on duties 
assignment, night duties and overtime work, flexible working and service hours and variable 
start/finish times during the working day. 

Prevention of  Sexual Harassment and Sexual Abuse
Strategies and programmes to prevent sexual harassment and sexual abuse include 

education, information and training such as Mandatory E-learning courses . Appointed advisors 
and investigators deal with and report sexual violence and formal protocols exist for male 
or female victims to report harassment . Cases of sexual harassment and sexual abuse were 
reported in 2016 . 

Gender Education and Training
The Swiss Armed Forces have 3 gender-related training programmes: 
1 . Pre-deployment training;
2 . National training; and
3 . Training on gender in operations .
Gender is a topic in operational planning and is included in pre-deployment training . 

Gender Advisors
The Swiss Armed Forces have 10 trained gender advisors whose training is based on case 

studies . So far, 5 gender advisors have been deployed . No gender advisor was deployed in 
2016. Every command level is trained in gender-specific topics.

Additional information
The information provided for this Report applies mainly to professional armed forces . 

Therefore, the comparability of numbers and statistics provided is limited . The Swiss conscription 
system means it is mandatory to train for three to seven weeks per year, making it difficult to 
collect and deliver the data required to complete this survey . The limited number of women 
in the Swiss Armed Forces makes it hard to collect and analyse statistics in percentages . In 
practice, the Swiss Armed Forces address gender topics in a direct but sensitive way . Given the 
small number of women in the armed forces, an individual problem-solving approach can be 
provided at the various levels .
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UKRAINE

Specific Policies and/or Legislation Related to the Implementation  
of  Gender Perspectives in the Armed Forces Enforced during 2016

The Order of the Ministry of Defence of Ukraine changed the temporary list of posts that 
military servicewomen can hold .

Quotas
The Ukrainian Armed Forces have a quota system set up by the temporary List of positions 

that can be occupied by women approved by the Ministry of Defence (MoD) . 

Restrictions on the Incorporation of  Women in the Armed Forces
There are restrictions on the incorporation of women in the Ukrainian Armed Forces . 

Restrictions include submarines, mine clearance, Special Forces and divers and are identified 
in the List of Positions that can be occupied by women. There are no specific policies to 
promote the recruitment of women . The military entity that deals with the incorporation of 
gender perspective in the armed forces is a Department of Military Education, Science, Social 
and Humanitarian Policy of the MoD of Ukraine .

Reserves, National Guard and Other Military Services 
There are no policies to support entry into the Reserves or National Guard, or other 

military structures, as a civilian employee . There are policies to compensate employers who 
hire civilians who have joined military structures . The Law of Ukraine on Employment provides 
additional guarantees for the employment of soldiers as well as the Law on the Status of War 
Veterans that guarantees social protection .

There are no incentives for civilian employees to enter the Reserves, National Guard, or 
other military structures . 

Enlistment Requirements
Enlistment requirements, including the physical fitness test, are different for men and 

women . Enlistment requirements regarding the physical characteristics (e .g . height, weight) 
are the same . Men and women enlist at the same age . 

Adaptation of  Military Equipment, Facilities and Uniforms 
Military equipment and installations are the same for both sexes . Daily uniforms are 

adapted for women and include different headgear . Combat uniforms are the same for men 
and women . 

The accuracy of the information provided by national delegates is the responsibility of each nation.
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Parental Rights
Legal social support is given to mothers during pregnancy . In accordance with the Law of 

Ukraine on Leave, women are granted 3 months maternity leave before and after the birth of 
the child and they can be granted additional parental leave to care for the child until it is three 
years old . The duration of maternity leave is 12 weeks (70 days) . Parental leave is 156 weeks, 
transferable between the parents and other relatives as well (i .e . grandparents) . Paternity leave 
can also be 156 weeks, since only one parent can take care of the child according to the law .

There are no specific programmes or policies to support the work-life balance of military 
personnel. Part-time employment and flexible hours are not allowed and there are no specific 
measures to support parents when both are members of the armed forces . Single parents, 
divorced and widowed parents receive an additional 15 days leave in accordance with the 
Law of Ukraine on Vacation . 

Child-care policies include provisions for breastfeeding breaks, policy on duties 
assignments, night duties, overtime work, day-care for children at defence ministries and 
military installations or child vouchers .

Prevention of  Sexual Harassment and Sexual Abuse
There are no strategies or programmes to prevent sexual harassment and sexual abuse . 

There is personnel to deal with and to whom to report sexual harassment and formal procedures 
are in place for female and male victims to report sexual harassment . In April 2016, the Expert 
Council for Preventing and Combating Discrimination was founded . 

Gender Education and Training
The Ukrainian Armed Forces have no gender-related training programme . Gender is a 

topic in operational planning and is included in pre-deployment training and exercises . 

Gender Advisors
Ukraine has no trained gender advisors . However, one gender advisor was deployed . The 

armed forces have gender focal points .

Implementation of  the 2015 and 2016 NATO Committee on Gender 
Perspectives (NCGP) Recommendations to Military Committee

Ukraine has not taken any action towards the implementation of the 2016 and 2015 
NCGP Recommendations to the Military Committee .
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ACRONYMS

A
AAF - Albanian Armed Forces/Austrian Armed Forces
ADF - Australian Defence Force
ADL - Advanced Distance Learning
AoO - Area of Operations

B
BAAINBw -  Federal Office of Bundeswehr Equipment, Information Technology and In-

Service Support
BAF – Belgian Armed Forces/Bulgarian Armed Forces
BCM - Body Cell Mass
BHFA - Blue Helmet Forum Austria
Bi-SC D - NATO Bi-Strategic Commands Directive
BMI - Body Mass Index
BUAFWA - Bulgarian Armed Forces Women Association 
BUNDESWEHR - German Armed Forces

C
CAF - Canadian Armed Forces/Croatian Armed Forces
CASD – Centro Alti Studi per la Difesa (Centre for Higher Defence Studies) 
CBRN - Chemical, Biological, Radiological and Nuclear Defence
CDS - The Chief of Defence Staff
CEDAW -  The Convention on the Elimination of All Forms of Discrimination against 

Women 
CERP - Compensation for Employers of Reservists Program 
CFCU – Training for Unit Commanders
CFCV - The Feminist Association against Rape
CFIM - Tri-Service Basic Training Centres 
CHOD - Chief of Defence
CIMIC - Civil-Military Cooperation
CLRP - The College Loan Repayment Program
CoC – Code of Conduct
COESPU - The Vicenza Centre of Excellence for Stability Police Units
Com Sem - Commanding Officer Seminar on Gender
COPD - Comprehensive Operation Planning Directive
CPTMs - Core Pre-Deployment Training Materials
CSAP - NATO Civil Society Advisory Panel
CSMV - Voluntary Military Service Centres 
CSRT-SM - Canadian Armed Forces Strategic Response Team on Sexual Misconduct
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D
DA - Training of Section Leaders
DAP - Defence Action Plan
DDR - Disarmament, Demobilization and Reintegration
DF – Defence Forces
DF HQ – Defence Forces’ Headquarters
DHRD - Directorate of Human Rights and Diversity 
DICOD - The Department of Information and Communication of the Ministry of Defence
DND - Department of National Defence
DOD - Department of Defence 
DRDC - Defence Research and Development Canada 
DWAO - Defence Women’s Advisory Organization 
D&I - Diversity & Inclusion Training

E
EEAPC - Euro-Atlantic Partnership Council
EBSRP - The Navy Enlisted Bonus Source Rate Program
ED - Emergency Department 
EDF - Estonian Defence Forces
EEM – Training for Staff Officers
EHS - Environment, Health and Safety
ENSOA - Non Commissioned Officers Schools
ESCC - 
ESDC - The European Security and Defence College
EUPOL Afghanistan– European Union Police Mission in Afghanistan

F
FCA - Family Care Assistance 
FCP - Family Care Plan 
FDF - Finnish Defence Forces
FETC - The Female Engagement Team Course
FINCENT - Finnish Defence Forces International Centre
FLSD - Female Leaders in Security Defence

G
GAC - Global Affairs Canada 
GAF - Georgian Armed Forces
GBA - Gender Based Analysis Plus
GBV - Gender Based Violence
GD HR - The Policy Office of the General Directorate for Human Resources
GENAD - Gender Advisor
GFA - Gender Field Advisor 
GFP - Gender Focal Point 
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GPOI - Global Peace Operations Initiatives
GS – General Staff
GToT - Gender Training of Trainers Course

H
HADR - Humanitarian Aid and Disaster Relief
HDF - Hungarian Defence Force
HISB - Harmful and Inappropriate Sexual Behaviour
HQ - Headquarter 
HR – Human Resources

I
IADT - Initial Active Duty Training
ICE - Integrated Clothing Ensemble 
ICT - Information and Communications Technology
IHL - International Humanitarian Law
IIS - Washington DC Institute for Inclusive Security
IMS - International Military Staff
IPAP - Individual Partnership Action Plan
ISAF - International Security Assistance Force
ISTI –   Instituto Superiore di Techniche Investigative (Advanced Institute for Investigation 

Techniques)
ITN - The Italian Navy

J
J1 - Manpower, Personnel and Administration
JFC - Joint Force Command
JICCS - Joint Individual Common Core Skills Training
JMS - Joint Medical Service
JSDF - Japan Self-Defence Forces
JSS - Joint Support Service
JTF - Joint Task Force

K
KFOR - Kosovo Force
KLS - Key Leader Seminar

L
LEPL - Ministry of Internal Affairs of Georgia 
LGBT - Lesbian, Gay, Bisexual and Transgender
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M
MC - Military Committee
MELs - Medical Employment Limitations 
MEO - Military Equal Opportunity
MFRCs - Military Family Resource Centres 
MFSP –  Abteilung für menschenorientierte Führung und Wehrpolitik (Military Family 

Services Program)
MFW - Unit for People-Oriented Leadership and Military Policy 
MoD - Ministry of Defence
MoDS - The Federal Ministry of Defence and Sports
MOE - Military Observatory for Equality 
MoFA - Ministry of Foreign Affairs
MOS - Military Occupational Specialties
MSFT - Multi-Stage Fitness Test
MSVS - Medium Support Vehicle System 

N
NAP - National Action Plan
NATO - North Atlantic Treaty Organization 
NCGM - Nordic Centre for Gender in Military Operations
NCGP - NATO Committee on Gender Perspectives
NCO - Non-Commissioned Officer
NGO - Non-Governmental Organization
NOAK - Network for Female Officers and Civilians
NORDEFCO - Nordic Defence Cooperation
NZ - New Zealand
NZDF - New Zealand Defence Forces
NZ NAP - New Zealand National Action Plan

O
OEM - Original Equipment Manufacturers 
OF - Officer 
OPEX – Foreign Operations
Ops - Operations 
OR - Other Ranks 
OSCE - Organization for Security and Cooperation in Europe
OSCAD -  Osservatorio per la Sicurezza contro gli Atti Discriminatori (the Observatory for 

Security against Discriminatory Acts)

P
PBF - Percentage of Body Fat 
PCBMS - Permanent Compulsory Basic Military Service
PCS - Permanent Change of Station
PfP - Partners for Peace
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PKO - Peace Keeping Operations 
PoC - Points of Contact
POC – Protection of Civilians
PR - Public Relations 
P Res – Primary Reserve
PSO - Peace Support Operations
PSTC - Peace Support Training Centre 
PTI - Physical Training Instructors

R
RACIS -  Raggruppamento Carabinieri Investigazioni Scientifiche (the Carabinieri Unit for 

Scientific Investigations) 
RACVIAC - Regional Arms Control Verification and Implementation Assistance Centre 
RAP - Readiness Action Plan 
Reg F - Regular Force of the Canadian Armed Forces 
RSM - Resolute Support Mission

S
SAF - Slovenian Armed Forces 
SAPRO - The Department of Defence’s Sexual Assault Prevention and Response Office
SCA - Service du Commissariat des Armées (Commissariat of the Defence Forces)
SEA - Sexual Exploitation and Abuse 
SEDM - South-East Defence Ministerial
SEED - Sexual Ethics Education in Defence
SEESAC -  South Eastern and Eastern Europe Clearinghouse for the Control of Small Arms 

and Light Weapons 
SeMPRO - Sexual Misconduct Prevention and Response Office
SGBV - Sexual and Gender-based Violence
SGSR WPS -  NATO Secretary General’s Special Representative for Women, Peace and 

Security
SHDV - Sexual Harassment, Discrimination and Violence
SI .Glasnik RS - Law on the Prevention of Harassment
SME - Subject Matter Expert
SOF - Special Operations Forces
SOFS-A - Status of Forces Survey
SOP - Standard Operating Procedure
SPS - NATO Science for Peace and Security
SSA - Service de Santé des Armées (French Defence Health Service)
SSBN - Sub-Surface Ballistic Nuclear Submarine
SSBNs - Sub-Surface Ballistic Nuclear Submarines
SSR - Security Sector Reform
SWEDINT - Swedish Armed Forces International Centre
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T
TAAC-C - Train, Advise and Assist Command - Capital 
TAF - Turkish Armed Forces 
TIP - Trafficking in Persons

U
UK - United Kingdom 
UN - United Nations
UNAR -  Ufficio Nazionale Antidiscriminazioni Razziali (the Security Office Dealing with 

Racial Discriminations)
UN CPTM - UN Core Pre-Deployment Training Materials
UNDP - United Nations Development Program 
UNMISS - United Nations Mission in South Sudan
UNSCR - United Nations Security Council Resolution 
UNPOC - United Nations Protection of Civilians Course
UN Women - United Nations Entity for Gender Equality and Women’s Empowerment
UPA - Protection Units against Harassment

W
WPS - Women, Peace and Security
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