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Note on definitions for gender and mainstreaming a gender dimension

There is no EU definition for gender. The EU institutions and missions should use the commonly
accepted and referred to definitions provided by the UN. Included is a simplified one provided by
MONUC.
Gender definition (UN):
Gender refers to the social attributes and opportunities associated with being male and female and the
relationships between women and men and girls and boys, as well as the relations between women and
those between men. These attributes, opportunities and relationships are socially constructed and are
learned through socialization processes. They are context/ time-specific and changeable. Gender
determines what is expected, allowed and valued in a woman or a man in a given context. In most
societies there are differences and inequalities between women and men in responsibilities assigned,
activities undertaken, access to and control over resources, as well as decision-making opportunities.
Gender is part of the broader socio-cultural context. Other important criteria for socio-cultural analysis
include class, race, poverty level, ethnic group and age.
http://www.un.org/womenwatch/osagi/conceptsandefinitions.htm Office of the Special Adviser on
Gender Issues and Advancement of Women, Department of Economic and Social Affairs, UN.
Gender definition (MONUC):
‘Gender’ is the socio-cultural construction of the male and female roles and the relationship between
men and women. It is a concept which refers to the social differences between women and men,
differences ‘acquired’, likely to change with time and other variables among various cultures.
http://www.monuc.org/news.aspx?newsID=722 MONUC website
Gender mainstreaming definition (UN ECOSOC 1997 – internationally recognised definition):
"Mainstreaming a gender perspective is the process of assessing the implications for women and men
of any planned action, including legislation, policies or programmes, in all areas and at all levels. It is a
strategy for making women's as well as men's concerns and experiences an integral dimension of the
design, implementation, monitoring and evaluation of policies and programmes in all political, economic
and societal spheres so that women and men benefit equally and inequality is not perpetuated. The
ultimate goal is to achieve gender equality...Issues across all areas of activity should be defined in such
a manner that gender differences can be diagnosed - that is, an assumption of gender-neutrality should
not be made.”
http://www.un.org/womenwatch/daw/documents/ecosoc1997/eresAgreedConclusions1997-2.pdf
UN Economic and Social Committee Agreed Conclusions 1997.
Gender mainstreaming definition (European Commission):
“Gender Mainstreaming is the integration of the gender perspective into every stage of policy processes
– design, implementation, monitoring and evaluation – with a view to promoting equality between
women and men. It means assessing how policies impact on the life and position of both women and
men – and taking responsibility to re-address them if necessary.”
http://ec.europa.eu/employment_social/gender_equality/gender_mainstreaming/general_overview_en.ht
ml European Commission, DG Employment, Social Affairs and Equal Opportunities: Gender Equality
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Executive Summary
This study on mainstreaming gender into ESDP missions in the DRC, commissioned by UNIFEM in
preparation for the conference on “Implementing SCR 1325 and 1820 in European Union (EU) missions”
jointly hosted by UNIFEM and the French EU Presidency, has been undertaken jointly by three
researchers focusing on three aspects of gender and gender mainstreaming: in EU policy and institutions;
internally in the mission; and mission interaction with the local DRC population and actors on the ground.
Of the five ESDP missions undertaken in the DRC – previous missions: Artemis, EUPOL Kinshasa,
EUFOR RD Congo and current missions: EUPOL RD Congo and EUSEC RD Congo – this study analysed
three. The military mission EUFOR RD Congo, tasked with supporting MONUC with, inter alia, the
protection of civilians; the civilian mission EUPOL RD Congo, tasked with advising on police reform
(including gender aspects of the stabilisation and peace process and taking particular account of genderbased violence); and the civilian-military mission EUSEC RD Congo, tasked with providing advice on
reform of the Congolese army, (with due respect for gender issues).
The study has been carried out on the basis of an extensive review of the existing literature and policy
documents (see Annexes) as well as over 50 interviews with policy makers, military representatives, staff
of the Council General Secretariat of the EU, European Commission, and European Parliament, as well as
NGOs, women’s advocacy and human rights groups - held in Brussels, Stockholm and on the telephone
with actors based in Kinshasa and Bunia. The aim of the presentation of this study, undertaken within a
short timeframe, is to be concise and practical in presentation, complementing other existing narratives on
ESDP missions and narratives on gender mainstreaming with its specific niche focus on gender in ESDP
missions in the DRC.
The results are divided into three areas of focus: the EU policy and political discourse on gender in ESDP
and implementation in the EU structure; the ESDP mission-specific dimension, investigating internal
process-based implementation of gender in mission deployment; and the missions’ impact on the ground,
also considering the interplay with other national and international stakeholders (particularly local women’s
organisations and MONUC and UN agencies). These three focus areas have been developed and
succinctly analysed based on a collection of best practices and remaining challenges. The
recommendations provided by this study intend to both help update existing EU policy documents and
provide very practical guidance as to what directions the EU should consider taking when implementing a
gender dimension in its ESDP operations.
A full explanation as well as definition of “gender” can be found on page iv of the report. For the purposes
of this summary, however, it is important to note the following: gender refers to “the social attributes and
opportunities associated with being male and female and the relationships between women and men and
girls and boys, as well as the relations between women and those between men… Gender determines
what is expected, allowed and valued in a woman or a man in a given context.”1 Incorporating a gender
dimension into ESDP requires successful gender mainstreaming. The definition of mainstreaming a gender
perspective is “the process of assessing the implications for women and men of any planned action,
including legislation, policies or programmes, in all areas and at all levels. It is a strategy for making
women's as well as men's concerns and experiences an integral dimension of the design, implementation,
monitoring and evaluation of policies and programmes in all political, economic and societal spheres so
2
that women and men benefit equally and inequality is not perpetuated.” Thus a gender dimension in ESDP
missions basically means ensuring that females and males have equal access, participation, consultation,
opportunities and human rights – and that their differing needs, behaviours and opinions are taken into
account in implementation of ESDP missions and activities, including the provision of advice on reform
processes. ESDP missions also need to take into account UN Security Council Resolutions 1325 on
women peace and security, and 1820 against sexual violence. The added dimension in the DRC is how
ESDP missions can contribute to combating sexual gender based violence (GBV) and women’s
disempowerment.

1

Gender definition sourced from: http://www.un.org/womenwatch/osagi/conceptsandefinitions.htm Office of the Special Adviser on
Gender Issues and Advancement of Women, Department of Economic and Social Affairs, UN.
Gender mainstreaming definition: http://www.un.org/womenwatch/daw/documents/ecosoc1997/eresAgreedConclusions19972.pdf UN Economic and Social Committee Agreed Conclusions 1997.
2
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Results
Unique and innovative best practices were found in incorporating a gender dimension into ESDP missions
in the DRC. These were interlocked however with some remaining challenges that indicate that the EU
must commit a lot more resources to implementing a gender dimension and specifically both UNSCR 1325
and UNSCR 1820 within European Security and Defence Policy and its activities.
Best practices
On the positive side, all ESDP missions in DRC since EUFOR RD Congo have had a Gender Advisor. A
gender model – “Directions and Guidance on Gender Issues” including a regular reporting system on
gender - was developed by EUFOR RD Congo; and the Gender Advisor of EUPOL/SEC RD Congo (there
is one Gender Advisor that works for both missions) has developed comprehensive gender work plans
(see Annexes for both). EUFOR instigated several activities to integrate a gender dimension, such as
creating a structure of gender focal points throughout the mission units to further raise gender awareness
and promote gender training; and taking female personnel on foot patrols to engage with the population. In
all three missions, the Gender Advisor reported directly to the Head of Mission and had full support from
the Operational Commander/Head of Mission.
Following these examples, the EUPOL/SEC RD Congo Gender Advisor, with full support of the Heads of
Missions, has undertaken further initiative and creative ways to address local DRC women’s empowerment
through micro-projects. One project provides civilian and military women in military camps (including
combatants’ wives and girlfriends), with skills to earn money to support their families (thus attempting to
combat economic prostitution) by renovating and equipping housing for alphabetisation and skills
programmes for combatants’ families. Gender reports by EUSEC revealed that female combatants were
not registered correctly, the consequence being that married women and their children did not receive the
same benefits as their male colleagues. The Congolese authorities rectified this anomaly due to the advice
of the mission, deduced from the reports. As one male interviewee from the DRC explained, if you help one
woman you lift-up the whole nation.
In attempting to address GBV, EUFOR RD Congo was aided by RAF (Réseau Action Femmes), who
identified local organisations that EUFOR personnel could contact if they met individuals subjected to
sexual violence/rape. A list was permanently kept in the Joint Operations Centre, meaning that the
information from RAF could be accessed and used at all times. Current programs also indirectly address
GBV, such as the Gender Advisor ensuring a gender dimension in the advice that EUPOL and EUSEC
give to the DRC authorities on legal structures (access for women) and in reform of the police by giving
advice on gender-sensitive training of police. The current ESDP missions in DRC also actively participate
in the work led by the DRC Minister of Gender and the UN to address sexual violence in the DRC. At the
Round Table on DRC Security Sector Reform (SSR) in February 2008, contact information of local
women’s groups working in the field was noted by the mission Gender Advisor in order to ensure that the
concerns of women’s groups were taken into account. A specific working group on gender and human
rights was created and presided over by the EUSEC/EUPOL Gender Advisor in order to facilitate their
participation and to devise recommendations which urged the concerned authorities to put in place internal
structures for addressing gender dimensions and to create units of the police and judicial sector
specialised in protection of women. The role that EUPOL and EUSEC play in giving women in the DRC
new-found confidence to speak out indirectly assists addressing GBV, although more needs to be done at
all levels. As one gang-raped interviewee lamented at the Goma conference – “we’ve denounced enough
and can’t see any change”.
Challenges
The main challenges that emerged were: the lack of a concrete EU gender policy, particularly a policy
tailored to address security aspects; a lack of understanding gender and gender awareness and/or an
unwillingness to consider its importance; and a lack of pre-deployment training on gender. There also
remains a paucity of gender balance in missions at all levels.
Until a general understanding of a gender dimension and an understanding of translating a gender
dimension to the operational theatre (as there is always a gender dimension) is achieved across all staff
and personnel, implementation of UNSCR 1325 and relevant Council documents (such as the Checklist on
implementing UNSCR 1325 in ESDP and Council Conclusions on gender mainstreaming) will not be
achieved. Results from interviews unfortunately demonstrate the need to continually emphasise two points
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- i) being a woman does not automatically make one a gender expert, ii) we still face challenges of
stigmatisation of ‘gender’ (for example from feminist discourse, which causes some to perceive “gender” as
relating to women alone).
A further inhibiting factor, noted from the interviews, is that only half a dozen staff members across the EU
departments tasked with ESDP have a sound awareness of gender, and none of them are tasked as a fulltime ‘gender focal point’ in their job description. Ultimately, there are no official ‘gender’ positions for staff
that work on ESDP in Council DG8 & DG9 and work on gender and gender mainstreaming is not seen as a
priority task. Some staff is tasked with human rights in their job description and work on gender is within
this category. The only official gender position in the Council is in the EU Human Rights Unit, but again this
position works on several thematics and not just gender. Those in the Commission that work on gender in
External Relations (DG Relex), (where work on human rights and gender is in their job description) are
often triple-hatted with other tasks. There are also no systematic criteria/requirements for selection of
gender expertise.
Weak language and lack of prioritisation of a gender dimension also inhibits successful mainstreaming.
Since June 2008, mandates and Joint Actions for ESDP missions in the DRC are now including a gender
dimension particularly because of the GBV situation in the DRC. However, the language still ambiguously
calls actors to “consider”, “take into account” or give “due respect” to gender aspects, without strong
guidelines on what this entails. Responsibility of ensuring a gender perspective in Joint Actions lies with the
Political and Security Committee, but there is no obligatory mechanism for inclusion. On the other hand,
given the increasing complexity of context and type of ESDP missions – particularly with civilian mission
mandates – integration of gender into OPLANs and through daily implementation advice of the Gender
Advisor in the mission, may have a more practical, immediate and effective impact on developing mission
work than spending a lot of energy on fighting for language and more explicit action at the documentation
level.
Vis-à-vis recruitment and women in high level positions, member states are still not putting forward enough
female candidates. Conversely, from the EU institutional side, constant support and reminder is necessary,
such as including in recruitment postings the provision “The EU strives for an improved gender balance in
ESDP operations, in conformity with UNSCR 1325. The General Secretariat (Head of Mission/the
Operation Commander) encourages Contributing States and European Institutions to take this into account
when offering contributions" – as required by Article IV of the Checklist.
Unfortunately, there still exists a prevailing attitude that troops should be allowed sexual rest and relaxation
(R&R) on a mission when not on duty, especially if on a long-term mission. The EU needs to have a
common approach on zero tolerance as well as addressing and stopping Sexual Exploitation and Abuse
(SEA), due to its negative affects on local populations. If there is widespread and well known SEA by
mission personnel (i.e. prostitution and local girlfriends), it will undermine best practices and progressive
work on implementing a gender dimension and UNSCR 1325. It also creates both security and image risks
for ESDP missions. The EU should follow the example of the UN system of conduct and disciplinary teams
to undertake investigation of SEA in missions.
Throughout the interviews, most expressed the need for more and better-systemised training on gender.
For ESDP missions, personnel training is the mandate of member states, and the EU should assist in
providing standardised training materials for pre-deployment training, making deployment and mission
gender training mandatory, as well as encouraging merit for potential Commanders that have undergone
gender coaching. Systemisation could be done through the European Security Defence College (ESDC) in
conjunction with the OSCE, in cooperation with a host member state or institution. The ESDC does not yet
have a budget or substantial secretariat and resources should be correspondingly increased to enable
improved and sustainable harmonization in EU training.
Even though the last three missions in the DRC have been appointed a Gender Advisor to address,
investigate and implement a gender dimension in the mission, these measures are completely unguided
and without instructions from Brussels. The structure of the gender dimension in a mission – and
particularly for the DRC, in addressing sexual violence - is left up to the individual skill and knowledge of
the individual Gender Advisor. For EUFOR, EUSEC/EUPOL, this has been done in conjunction with and
with the support of the Operational Commander and Head of Mission as the Gender Advisor is situated in
their offices. The experience from the DRC has shown that double-hatting and joint Gender Advisors
should be avoided. One Gender Advisor for two missions (as is the case for EUSEC/EUPOL) in two
different geographic regions of DRC has stretched capability. However, given the sexual violence
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dimension of the situation in the DRC and the advisory role of ESDP missions to the DRC on police and
security reform in this context, the logical and sensible decision to recruit two more Gender Advisors has
been undertaken, to be placed in Bukavu and Goma.
Another hindering factor is the lack of budget lines for gender activities in the EUPOL and EUSEC RD
Congo missions and for gender programs for the local community; there is just a budget line for the salary
of the Gender Advisor. If any financing is needed for gender ‘projects’ or the initiatives of the Gender
Advisor, it must be approved from the general budget by the Head of Mission (from the contingency budget
line), or extra funds must be requested from an additional member state’s voluntary contribution.
Monitoring and accountability are aspects still being developed, as gender inclusion and Gender Advisors
have only been a part of ESDP missions since 2006. However, the Gender Work Plans of the current
EUFOR/EUSEC Gender Advisor (see Annexes) includes clear actions and indicators which will for the first
time provide a baseline for systematic monitoring and evaluation.
External factors must also be taken into consideration. The instability of the DRC administration creates a
huge challenge for the missions to integrate a gender dimension into their advice to the DRC authorities.
The existing policy, administrative police and army structures in DRC are weak and thus do not provide the
necessary platform to integrate gender mainstreaming. Here one could also critique the missions, as this
reality is not evident in the mission planning.
In conclusion, there remains a huge lack of dedication and resources for working on gender integration so
that it becomes fully mainstreamed in ESDP. The research and interviews point out that there remains also
a problem of resistance and skepticism on the ‘value’ of integrating a gender dimension in missions and
Gender Advisors receive little political support from Brussels.
Much additional information is included in the report and the Annexes to the report, including: best
practices of and remaining challenges for operational effectiveness of integrating a gender dimension in
missions; examples of mission gender reports/work plans and activities; inclusion of gender language in
mission Joint Actions; EU documents and other resources. We highly encourage you to use this resource.
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1. Introduction
This study on mainstreaming gender into European Security and Defence Policy (ESDP) missions in the
DRC, was commissioned by UNIFEM in preparation for the conference on “Implementing SCR 1325 and
1820 in EU missions” jointly hosted by UNIFEM and the French EU Presidency with the European
Commission. It has been undertaken jointly by three researchers focusing on three aspects of gender
mainstreaming: in EU policy and institutions; internally in the mission; and in mission interaction with the
local DRC population and actors on the ground. The study has been carried out on the basis of an
extensive review of the existing literature and policy documents (see Annexes) as well as over 50
interviews with policy makers, military representatives, Council General Secretariat of the EU, European
Commission, European Parliament, NGOs, women’s advocacy and human rights groups - held in Brussels,
3
Stockholm and on the telephone with actors based in Kinshasa and Bunia. The aim of this study –
undertaken within a short timeframe - is to be concise and practical in presentation, giving useful “sound
bites” of best practices for policy makers. It also complements other existing narratives on ESDP missions
and narratives on gender mainstreaming (see the resource list in the Annexes) with its specific niche focus
on gender in ESDP missions in the DRC.
ESDP missions in the DRC
In Africa, there cannot be an understanding of the situation - nor adequate response by ESDP missions 4
unless gender perspectives and in particular, violence against women, are taken into account. Neither can
the mission or gender dimension be fully integrated and successful without regard to positive interaction
and consultation with civil society - including the perspectives and participation of all gender groups of
women, men, boys and girls. Incorporating a gender dimension into the work of a mission in the DRC
necessitates an understanding of ‘gender’ and gender mainstreaming (see page iv), UN Security Council
Resolution (UNSCR) 1325 (see Annexes), as well as basic knowledge of other actors that work on gender
dimensions, from all perspectives of security (Security Sector Reform (SSR); Disarmament,
Demobilisation, Repatriation, Reintegration and Resettlement (DDRRR)) and development.
The policy, politics, fact-finding, planning and implementing aspects of ESDP missions are undertaken by a
variety of actors in the EU institutions in Brussels, EU member states, as well as through consultation with
the EU Special Representative (EUSR) for the Great Lakes, the European Commission (EC) delegation in
country and in the case of the DRC, the UN peacekeeping operation MONUC and the UN Development
Programme (UNDP). This means that a spreading of responsibilities for the various facets of a mission
among many actors can have impacts on gender mainstreaming, reporting, interfacing of the Gender
Advisor with Brussels and MONUC, as well as the position and role of a Gender Advisor to a mission, as
EU policy and mechanisms on gender mainstreaming are still not very strong.
This short study attempts to touch on these facets to illustrate the best practices so far, but also to discuss
the remaining challenges in addressing gender, incorporating a gender dimension, integrating gender
mainstreaming and the need for the EU to dedicate more financial and human resources to truly be an
actor incorporating the gender dimension.
The EU has undertaken three completed ESDP missions in the DRC - Artemis, EUPOL Kinshasa and
EUFOR RD Congo (hereafter referred to as EUFOR), and has two current ESDP missions operational EUPOL RD Congo and EUSEC RD Congo (hereafter referred to as EUPOL and EUSEC)5. This study will
analyse EUFOR, EUPOL RD Congo and EUSEC. “Gender” became operational in ESDP missions with
the inclusion of the first mission Gender Advisor in EUFOR RD Congo in 2006. In response to nascent
impetus in the EU on gender, development of an initial attempt at an EU document and Checklist to
implement 1325 in ESDP, as well as the sexual violence crisis that is ongoing in the DRC, the last three
ESDP missions deployed by the EU in the DRC (EUFOR, EUSEC and EUPOL RD Congo) have all
included a Gender Advisor.
3
The information and examples in this report are collated from a literature review, reports from NGOs, 2 weeks of interviews with
HoM, EUSR, PRHR, staff from the Council of the EU, European Commission, European Parliament, MEPs, EC delegation in DRC,
representatives of the 27 EU member states in policy and military capacity, UN, MONUC, ESDP mission personnel, NGOs in
Brussels, DRC and civil society in DRC. Interviewees and a list of literature are found in the Annexes.
4
See Annexes for a historical background to conflict in the DRC.
5
See Annexes for full description of missions and links to mandates. For further information on ESDP missions, see
http://www.consilium.europa.eu/cms3_applications/applications/solana/index.asp?lang=EN&cmsid=246 and ‘ESDP and EU mission
update – July 2008’ ISIS Europe http://www.isis-europe.org/pdf/2008_artrel_182_esr39-esdp-update.pdf A chart of ESDP missions is
in the Annexes.
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It is important to note that the ESDP missions in the DRC have had quite different mandates, compositions,
chain of command, number of personnel and tasks. Artemis was a military operation, as was EUFOR. This
paper will analyse EUFOR but not Artemis. The mandate of the latter was to contribute to the stabilisation
of the security conditions and the improvement of the humanitarian situation in Bunia. EUFOR’s role was to
support the UN mission in the DRC (MONUC) to provide a stable environment during the election process,
following the mandate of UNSCR 1671.
EUPOL RD Congo
Vis-à-vis the current civilian missions, EUPOL RD Congo succeeded EUPOL Kinshasa, and this study will
analyse only the former. The latter’s mandate was to supervise the Integrated Police Unit (IPU) and
provide security for elections in the country. The role of EUPOL RD Congo (hereafter referred to as
EUPOL), is to assist the National Congolese Police in its reform efforts and support all its possible
interactions with the judicial system.6 It is important to note that it has a purely advisory role, not a role of
7
substituting the Congolese police. EUPOL has 47 personnel in Kinshasa (including 9 local staff) and is
currently undergoing extension to the East in the DRC in Goma and Bukavu, where it will contribute to
harmonisation efforts with police reform and the Amani Programme (peace process) and the Stabilisation
Plan for the East. The revision of the mandate8 includes attention to: gender aspects in the stabilisation
process and to facilitate linkage of such to police reform and the peace process; and to take account of
gender based violence (GBV) in the east - and as such is currently advertising for two additional Gender
Advisors (see job ad in the Annexes) to be positioned in Goma and Bukavu and shared with EUSEC.
EUSEC RD Congo
EUSEC is a civilian-military mission and its role is to provide advice and assistance on Security Sector
Reform (SSR, including Disarmament, Demobilisation, Repatriation, Reintegration and Resettlement
(DDRRR)) to the Congolese authorities in charge of security while ensuring the promotion of policies that
are compatible with inter alia, human rights, international humanitarian law, observance of the rule of law
and gender ‘issues’. EUSEC RD Congo is composed of some 46 people based in Kinshasa, as well as in
Kisangani, Goma, Bukavu and Bunia (see Annexes for more detail). Again note that the mission has an
advisory role to the DRC Army and cannot in itself reform the army or address army perpetrators of GBV.
Although the mission mandate is now explicit in including gender dimensions, the challenge of how to
understand and approach gender is evident when putting it as an ‘issue’ and not fully integrated throughout
the mission. This is a challenge of gender ‘mainstreaming’ that has been the difficulty for many institutions,
including efforts in UN Peacekeeping and UN programs for many years.
Limitations
There are several realities that should be taken into account when reading this study and considering
possibilities of implementing gender dimensions and recommendations. These include: limits of ESDP
missions – the civilian missions basically only operate with small staff in Kinshasa with a few personnel
now to be deployed in the Eastern provinces; the massive geographic size of the DRC versus the available
9
resources; the weak administrative and political structure of the DRC government and a population in
extreme poverty – hence a very unstable and exploitative context in which to work; privatisation of social
services in the DRC; competition (policy driven and politically wise) vis-à-vis division of labour of
international actors for implementation of reforms; the political dimension and the sheer scale of sexual
violence and exploitation. On a positive note, discourse at a high political level between the EU and DRC
authorities do not indicate any resistance, taboo or denial in discussions vis-à-vis sexual violence. Further,
there seems a genuine desire on the part of the Congolese authorities to address GBV. However, what is
lacking is capacity for the Congolese to act.

6
It is important to note here a limitation in the DRC judicial structure which hinders addressing gender dimensions in judicial reform,
namely that “The Family Code, for instance, effectively declares women to be minors under their husband's guardianship. While the
new Constitution foresees gender parity, a Gender Parity Law to implement Article 14 of the Constitution has yet to be enacted.”
Yakin Ertürk, Special Rapporteur of the United Nations Human Rights Council on violence against women,” UN expert on violence
against women expresses serious concerns following visit to Democratic Republic of Congo”, [New York], 16-27 July 2007.
http://www.peacewomen.org/resources/Human_Rights/UN%20concern%20on%20VAG.pdf
7
See Annexes for personnel breakdown.
8
Council of the EU Joint Action 2008/485/CFSP 23 June 2008. See Annexes for details.
9
Even though for example, MONUC is the largest UN peacekeeping operation of 17000 personnel, it is the smallest PKO in terms of
population to PKO personnel ratio.
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2. Gender and the EU
No strong overarching EU policy on gender
There is as yet, no EU-wide gender policy, plan or definitions for gender in an ESDP context, let alone a
dedicated department, such as in the UN. However, there are several Council and Commission policy
documents on gender and 1325 (shown below in chronological order) as well as an increasing number of
10
references to gender and 1325 in various EU policy documents :
• Council Secretariat document to delegations - Generic Standards of Behaviour for ESDP
Operations (doc 8373/3/05 Rev 3);
• Council Secretariat document to delegations - Implementation of UNSCR 1325 in the context of
ESDP (doc 11932/2/05 Rev2);
• Conclusions of the General Affairs and External Relations Council (GAERC) of the Council of the
European Union Secretariat document (14884/1/06 Rev1) on promoting gender equality and
gender mainstreaming in crisis management;
• EU (joint Commission and Council) Concept for support to Disarmament, Demobilisation and
Reintegration (DDR) (2006);
• Council Secretariat document to delegations - Check list to ensure gender mainstreaming and
implementation of UNSCR 1325 in the planning and conduct of ESDP Operations (doc 12068/06);
• Commission Communication on gender equality and women empowerment in development
cooperation (COM(2007) 100 final) - see references in Annexes.
The Council documents were finally compiled in a Handbook throughout the German, Portuguese and
Slovene trio of EU Presidencies and released to the public in 2008 by the Slovene EU Presidency
(discussed further below).
Efforts are currently underway to create an “EU Gender Action Plan”, led by DG Development in the
Commission. From interviews, there seems to be little interfacing with the Commission and ESDP
experiences to input into the draft plan. Many in the Council General Secretariat (hereafter referred to as
the “Council”) and missions are unaware of the initiative. Furthermore, the plan will not be issued as a
Communication in its own right, but it seems it will be Annexed to a Communication on mainstreaming
crosscutting issues. More positively, the Commission is also currently leading – with consultation of the
Council and gender experts from the UN, think tanks and NGOs, the development of a Comprehensive
approach to EU Implementation of United Nations Security Council Resolutions 1325 and 1820 on Women,
Peace and Security, which outlines principles and concrete measures to strengthen an EU approach.
11

Other initiatives include the Initiative for Peacebuilding (a 3 year Commission funded project), which is
working with the Commission on roundtables in Brussels to discuss furthering implementation of 1325 in
ESDP. However, Council staff (that are not gender focal points) are non cognisant of this project. Further,
many in the EU institutions working on ESDP (that do not work directly on gender) are also unaware of the
12
EC-UN Partnership on Gender Equality for Development and Peace , which works in 12 countries – one
being the DRC. The Partnership programme includes focus on the effective implementation of UNSCR
1325 to empower women’s responses to conflict and post-conflict situations and inter alia expanding
capacity of gender equality advocates and experts. Although this programme comes from an angle of aid
effectiveness and development, when EUSEC and EUPOL activities are essentially advising on reforms of
the army, police and security sector in the DRC to aid the population – hence interfacing security with
development - staff need to have a greater awareness of how this work correlates with other programmes
on development/aid.
Although there is widespread acceptance of ‘gender’ as an ‘important’ aspect, it is clear from interviews
undertaken for this report, that understanding of ‘gender’ and awareness is still poor and in some
instances, considered a ‘luxury’ – that is, only considered when time or resources allow. Confusion remains
over distinction between dimensions of ‘women’ and ‘gender’. In particular, gender is often only interpreted
as creating gender balance (i.e. increasing the number of women for the sake of equality) of personnel in
missions or dealing internally with ‘sexual harassment’ between personnel. Staff with slightly more gender
10

See UN/EU/OSCE/NATO Gender, peace and security documents (or referring to gender), ISIS Europe, 2008, (available at “Gender
Peace and Security documents resource” http://www.isis-europe.org/index.php?page=gender)
11
www.initiativeforpeacebuilding.eu
12
European Commission, the United Nations development Fund for Women (UNIFEM) and the International Training Centre of the
International Labour Organisation (ITC/ILO See: http://www.gendermatters.eu/
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awareness also referred to inclusion of women in peace negotiation processes or consulting with women in
the population. There was a general call for more and systemised gender training throughout the EU
institutions and practical examples to ameliorate the status quo.
Currently, the drive to integrate a gender dimension (gender mainstreaming) into policy and missions relies
on a few personalities in staff and a few Member States. If a Member State is passionate about gender and
expresses this in planning and policy committees (i.e. the Political and Security Committee (PSC), PoliticoMilitary Group (PMG), EU Military Committee (EUMC) or Committee for Civilian Aspects of Crisis
Management (CIVCOM) of the Council of the EU), gender is likely to be placed in policy documents or
operational planning. Strong Member State support also makes it easier for desk officers to push for
inclusion of gender perspectives and not to have it diluted. One Member State was even pushing for an
EUSR on Gender – an initiative that is debatable from an efficacy point of view of strengthening gender
mainstreaming (and would decrease member state drive to implement gender mainstreaming), and
perhaps reinforcing it as a ‘side’ issue.
Awareness of gender in EU Institutions
Council staff in Brussels generally has a poorer awareness of gender than their field counterparts. Staff not
working directly on gender, but involved in planning, implementation and lessons learnt could not detail the
scope or content of UNSCR 1325.
The EU is also behind on recognising and implementing UNSCR 1820. As this resolution was only passed
in June 2008, it has not had time to filter into policy and planning of the EU. Thus there is no analysis of
1820 in this report as there was simply no awareness of the Resolution in the EU (apart from one or two
staff that have gender expertise and the Gender Advisors in missions).
Some positive developments are that in June 2008, the Slovenian Presidency of the EU launched a
collation of EU documents on gender that the trio of EU Presidencies (Germany, Portugal and Slovenia)
made available as the “Handbook on Mainstreaming gender and human rights into ESDP – compilation of
relevant documents”.13 This, for the first time, combines all Council documents as well as some
declassified examples from Operational Plans (OPLANS)/Concept of Operations (CONOPS) etc. In the
same month that the Handbook was released, the PSC asked the Human Rights Unit of the Council of the
EU for an analysis of how human rights are being mainstreamed into missions. However, on the other
hand, there is a lack of understanding that the gender dimension involves more than just women’s human
rights. Finally, there are misunderstandings about integrating gender. For example in EUFOR there was an
initial attitude that gender “is not anything a military operation should take into account, this is only for the
civil organisations”.14 Hence the need to concentrate on highlighting that incorporating a gender dimension
provides efficacy for ESDP missions as well.
The French EU Presidency and UNIFEM conference on 10 October 2008 in Brussels on Implementing
SCR 1325 and 1820 in EU missions: Improving immediate and long-term security for women – for which
this paper’s initial research provided background – was a second positive development and finally brought
many actors involved in ESDP policy, planning and implementation together to discuss the gender
dimension in ESDP missions. It also brought all ESDP mission Gender Advisors together for the first time
ever.
Gender in ESDP missions and gender focal points
ESDP missions in DRC have a unified chain of command (i.e. any reporting and evaluation has to go up
and down this chain and not horizontally or bilaterally), which influences the importance of, and how, a
gender dimension and reporting is implemented.
There are very few “gender focal points” in the EU institutions. Those few that do have gender in their job
description are usually double or triple-hatted (i.e. also working on thematic issues such as culture, sports
and human rights). There is no dedicated EU gender unit, let alone a gender unit with a specialisation in
ESDP. The departments involved in ESDP mission fact finding, planning and implementation (as detailed
below) have a total of around half a dozen staff that have a basic understanding of gender and one that
has more gender expertise and is in a position to use that expertise (in Directorate 8 (DGE8 Defence
13

Launched in June 2008 to civil society and NGOs in Brussels with the assistance of ISIS Europe. The Handbook is available here:
http://www.consilium.europa.eu/ueDocs/cms_Data/docs/hr/news144.pdf
14
Former Gender Advisor to the EUFOR RD Congo mission.
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aspects)). However, no-one is actually tasked with working on gender implementation. Thus unravelling
where and how gender mainstreaming and evaluation are integrated across the EU institutions is a task in
itself.
In ESDP missions, a chain of command is crucial - policy, implementation of policy and actions and
reporting must respect this chain of command. To date, the actors in the chain of command have no
dedicated gender staff, except when a Gender Advisor is attached to the office of the Head of Mission.
Chain of Command in missions
The hierarchy of the chain of command is as follows: the EU Secretary General/High Representative (EU
15
SG/HR) contributes to policy and acts on behalf of the Council at high level. Changes in the Council of
the EU in June 2007 instigated a restructuring to create a Command and Control Structure for EU Civilian
Operations in Crisis Management. With these changes, a Civilian Operations Commander (CivOpsCdr the Director of the Civilian Planning and Conduct Capability (CPCC) established within the Council General
Secretariat under the Private Office of the EU Secretary-General/High Representative) will exercise
command and control at strategic level for the planning and conduct of all civilian crisis management
operations (such as EUPOL).16 The European Union Military Staff (EUMS) and Joint Situation Centre
(SitCen) perform early warning, strategic planning, and situation assessment. Directorate 8 (DGE8
Defence aspects) and Directorate 9 (DGE9 Civilian Crisis Management) of the Council and CPCC, provide
policy and fact finding input for military missions (DGE8) and civilian missions (DGE9). Civilian-military (civmil) missions, such as EUSEC, cross between DG8, DG9 and CPCC, but tend to be the responsibility of
DGE8.
The Political and Security Committee (PSC – composed of EU member state representatives and
representatives from the Council General Secretariat), exercises political control and strategic direction
over a mission. EU Military Committee (EUMC) provides the PSC with advice and recommendations on all
17
military matters within the EU. Typically, the EU Special Representative (EUSR) for the region (in this
case the EUSR for the Great Lakes Region) reports to the PSC and to the Council through the EU SG/HR.
The EUSR has a facilitating role in civilian and civilian/military missions between the EU SG/HR and the
Head of Mission (HoM). There are typically two Heads of Mission for military operations (Operational
Headquarters (OHQ) and Field Headquarters (FHQ)), the latter of which takes daily operational decisions
(including adjustments to the operational plan (OPLAN)), based on the Joint Action (JA) as decided by the
Council. Civilian and civilian-military missions typically have one HoM. The HoM reports to the PSC and
18
the PSC reports to the Council at regular intervals. Civilian missions’ chain of command (such as
EUPOL) has the new adjustment of inserting the Civilian Operations Commander (CivOpsCdr - the
Director of the Civilian Planning and Conduct Capability (CPCC)) as Commander at a strategic level. The
CivOpsCdr plays a similar role to an OHQ commander of a military mission, such that he/she issues
instructions to the HoM and provides advice and technical support. The HoM maintains command and
control at theatre (field) level. The CivOpsCdr reports to the Council through the EU SG/HR. Finally, the
EUMS provides lessons observed from military missions and DGE9 is tasked with lessons learnt from
civilian missions.
Gender focal points and gender in ESDP mandates (Joint Actions)
Within this structure, only DGE8 has one staff with good knowledge on gender perspectives (although
implementing a gender dimension is not in the job description) and DGE9 has one staff under the Head of
Unit who has gender outlined in the job tasks. There is also a staff person in the CivOpsCdr office in CPCC
that has good gender knowledge, but is not tasked with gender in his/her job.
Regarding the current missions, EUSEC and EUPOL are linked in the Joint Actions insofar as the Heads of
Mission should “closely coordinate their actions” and “seek synergy... particularly relating to horizontal

15

EU Secretary-General/ High Representative (EU SG/HR) “assists the Council (of the European Union)15 in foreign policy matters,
through contributing to the formulation, preparation and implementation of European policy decisions. He acts on behalf of the Council
in conducting political dialogue with third parties”
www.consilium.europa.eu/cms3_applications/applications/solana/index.asp?lang=EN&cmsid=246
16
2008/38/CFSP 20 December 2007. See Annexes for details.
17
In complement to the PSC and EUMC, there exists - in a similar structure - a Political Military Group (PMG), dealing specifically
with military missions, and a Civilian Committee (CIVCOM) dealing with civilian missions. The EUMC comprises of Chiefs of Defence
of the 27 EU Member States.
18
See Annexes for details of EUSEC, POL and FOR HoMs and gender advisors.
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aspects (read gender) of SSR in DRC”19. The June 2008 Council amendments to both EUPOL and
EUSEC Joint Actions include reference to gender for the first time in a mission mandate. EUSEC Joint
20
Action text states:
“Art. 1.a Providing advice and assistance to the Congolese authorities in their work to integrate,
restructure and rebuild the Congolese army, particularly by: (...) contributing, inter alia by
supplying expertise in the selection, training and education of staff and the assessment of
infrastructure and equipment requirements, to the drawing up of the arrangements for the
organisation and gradual establishment of the Reaction Force as part of the overall plan for
reforming the army with due respect for the principles of human rights, international humanitarian
law, gender issues and children affected by armed conflicts.”
EUPOL Joint Action text21 states:
“(3) (...) the mission should contribute to the police, gender, human rights and children and
armed conflict aspects of the stabilisation process in the east of the Democratic Republic of the
Congo (DRC), and facilitate the linkage and harmonisation of those efforts with the national
process of police reform.
…
(4) (...) EUPOL RD Congo should also be deployed in the eastern part of the DRC taking
particular account of security issues, gender-based violence, children in armed conflicts and
international coordination.
…
— contribute to the police as well as to the gender, human rights and children and armed conflict
aspects of the peace process in the eastern DRC and especially to its linkage to the reform
process of the PNC.
…
Art. 3(f) (...) experts assigned to the police as well as to the gender, human rights and children
and armed conflict aspects of the stabilisation process in the east, and its linkage to the national
police reform process.
(Authors’ emphasis. See Annexes for more detail).
The next three sections of this paper will analyse through concrete examples, best practices and remaining
challenges of implementing a gender dimension into the missions from: i) a policy, planning and lessons
learnt from an EU institutional and EU Member State point of view (section 3); ii) the point of view of the
internal structure of a deployed mission (section 4); and iii) the point of view of how a mission interfaces
with the local government, population and other actors in the DRC (section 5). The sixth section will outline
ways to strengthen mechanisms to integrate a gender dimension and the final three sections will give
conclusions, highlighted best practices and remaining challenges and provide practical recommendations
for implementing a gender dimension into ESDP.

19

Council Joint Action 2007/405/CFSP, 12 June 2007 on the on the European Union police mission undertaken in the framework of
reform of the security sector (SSR) and its interface with the system of justice in the Democratic Republic of the Congo
(EUPOL RD Congo) http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=OJ:L:2007:151:0046:0051:EN:PDF
20
COUNCIL JOINT ACTION 2008/491/CFSP of 26 June 2008 amending and extending Council Joint Action 2007/406/CFSP on the
European Union mission to provide advice and assistance for security sector reform in the Democratic Republic of the Congo
(EUSEC RD Congo)
21
COUNCIL JOINT ACTION 2008/485/CFSP of 23 June 2008 amending and extending Joint Action
2007/405/CFSP on the European Union police mission undertaken in the framework of reform of the security sector (SSR) and its
interface with the system of justice in the Democratic Republic of the Congo (EUPOL RD Congo)
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=OJ:L:2008:164:0044:0045:EN:PDF
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3. Best practices and remaining challenges for EU institutional actors and EU
Member States
There is a general sense in the EU institutions that inclusion of a gender dimension in ESDP missions in
the DRC makes the missions more effective internally. However, due to mandate limits and mission size,
addressing gender dimensions in the DRC population has not been obviously or directly affected, except in
interfacing with the population in the case of EUFOR and with the commencement of some outreach microprojects through EUSEC.
The mandates of the current missions, EUPOL and EUSEC, also interface with other actors in the DRC,
such as MONUC, UNDP, World Bank and NGOs/agencies and consultants subcontracted by the
Commission and UN. Some of these actors are better placed for some tasks – for example vetting DRC
police during reform processes – and thus EU policy on gender has a limit on affecting these actors as they
follow mandates of their institutions. Some interviewees for this report pointed out that there is also a limit
on what an ESDP mission can advise (such as reform) which is essentially a political issue.
It must be noted that Gender Advisors are normally seconded by EU Member States participating in ESDP
operations. The limited number of Gender Advisors may reflect lack of capacity and expertise within
Member States themselves as well as lack of willingness to deploy resources in support of implementing a
gender dimension.
This section specifically analyses EU institutional and EU Member State best practices on gender
mainstreaming and implementing UNSCR 1325, as well as the (many) remaining challenges. It considers
the gender dimension in the EU across eight aspects: EU inter-institutional consultation; integrating gender
in the development of an ESDP mission; gender balance in recruitment; training ESDP mission personnel;
Gender Advisors in missions; SEA, GBV and GSB; monitoring, reporting and evaluation; and integrating a
gender dimension in EU lessons learnt. Much information has been obtained from first source interviews
and thus is not referenced to ensure confidentiality.

3.1 EU inter-institutional consultation and gender mainstreaming in Brussels
Best practices
As outlined in the previous section, the EU has created many policy guides and documentation on UNSRC
1325 and gender, including on Generic Standards of Behaviour. However, it was not until the 2008
“Handbook on Mainstreaming gender and human rights into ESDP – compilation of relevant documents”
that all policy documentation on gender and human rights in ESDP was available in one bundle. This
compilation allows all personnel in EU institutions and in missions (and the public) to easily access - and
have no excuse not to – the necessary tools to enable a greater understanding and awareness of gender
dimensions in ESDP.
Another strong point in the EU institutions, is that the gender focal points in Brussels working on external
relations on security aspects and missions throughout the EU (around half a dozen people across the
Council and Commission) have developed solid informal working and information-sharing relations. This
enables quick and flexible professional-knowledge support amongst those with gender expertise and
working on incorporation of a gender dimension. Furthermore, the EU Special Representative for the Great
Lakes Region regularly meets with the Gender Advisor for EUPOL/SEC missions and regularly reads the
gender reports compiled by the Gender Advisor.
Remaining Challenges
Despite these advances, challenges still remain. For example, the EU document “Checklist to ensure
gender mainstreaming and implementation of UNSCR 1325 in the planning and conduct of ESDP
Operations” (doc 12068/06) only offers consideration of assessing the need for a dedicated Gender
Advisor during the CONOPS (Concept of Operations) phase (see Checklist Section III. Operational
Planning). Council fact finding for EUFOR Congo, EUSEC and EUPOL did not consider UNSCR 1325 or
the Checklist. Gender plans were also not developed at this stage (this is still the case for all ESDP
missions in the planning phase). Yet it is clearly stated in UNSRC 1325 and clear from experience in UN
missions and from the assessment of ESDP missions, that an expert on a gender dimension is needed
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from the pre-planning phase of a mission. However, a recommendation would be that to emphasise gender
mainstreaming, it is better to integrate gender into the already existing structures and documentation (i.e.
mainstreaming) rather than producing new documents, otherwise it becomes a side issue, rather than
integrated into all aspects of the mission culture. Separate Gender Plans can actually have a negative
effect in reinforcing gender as an ‘add-on issue’. Further, as there is no person ‘responsible’ for ensuring
that a gender dimension is included in fact finding and planning (the ‘guidelines’ in the Checklist only state
that EU actors “should consider gender” ), many actors view and treat this inclusion as optional. Hence, if
not a Gender Advisor, then at the very least, an already existing gender focal point from the Council
General Secretariat (in DGE9/CPCC for civilian missions and in DGE8 for military missions) should be part
of planning from the initial stages, beginning with the work of SITCEN (the Situation Centre in the Council
of the EU, which undertakes early warning and situation analysis).
Ongoing revision of gender policy instruments is welcome – such as the French EU Presidency revisiting
and updating main documents: “Implementation of 1325 in the context of ESDP” (doc. 11932/2/05 Rev 2),
and the Checklist (doc. 12068/06) - thus devising a renewed Council Conclusion on gender, 1325 and
1820 in ESDP to follow the 2006 Council Conclusion (14884/1/06 Rev1) on promoting gender equality and
gender mainstreaming in crisis management. However, in revision of 11932, the COHOM (Human Rights
Committee) has been principally tasked with examining implementation of this policy. Some feel that at the
minimum, it must also be examined by the Politico-Military Group (PMG) to ensure involvement of the
military and integration of a military mission perspective.
As text from EU policy documents on implementing 1325 in ESDP (11932 and 14884) and the Checklist on
gender and 1325 in ESDP (12086) are not quoted in OPLANs (Operational Plan), Concepts of Operations
(CONOPS) or Joint Actions (JAs), the revisiting of the EU policy instruments should ensure obligatory
inclusion of text extracts in OPLANS, CONOPS and JAs. Otherwise the EU will struggle to overcome weak
implementation of a gender dimension, as documents only ‘referred to’ are unlikely to be read, thus again
diluting and minimising understanding and awareness of the importance of a gender dimension in ESDP.
The EU could also do well to engage with other expertise as a basis for inclusion in EU policy – such as
concrete examples from the DCAF, OSCE/ODIHR, UN-INSTRAW Gender and Security Sector Reform
Toolkit which has already received good recognition and has been distributed to all ESDP missions and
Genderforce’s Good and Bad Examples – lessons learned from working with UNSCR 1325 in international
22
missions.
Other challenges remain across EU institutions regarding communication and coordination, including the
need for ‘cross-fertilisation’ of knowledge. Internal (non-public) programming documents were not
systematically or consistently shared across institution staff and inclusive of all institutional staff input
(including gender focal points and EC delegation) during planning processes. In particular, Commission
staff need training in knowledge of ESDP missions and their work, especially vis-à-vis a gender dimension
in security and to how this relates to gender dimensions in development. This could also be conversely
applied to Council staff. Furthermore, the Council General Secretariat Human Rights Unit - where a lot of
the gender expertise lies – has not been adequately involved in various planning and implementation
phases.

3.2 Integration of gender in development of an ESDP mission
Best practices
On a positive note, the past few years has seen a gradual improvement of inclusion of a gender dimension.
DGE8 (responsible for military mission planning) political desks now consult with DGE8 and DGE9
(responsible for civilian mission planning) gender focal points when devising mission plans. However, this
practice is still ad hoc and is not mandated in any policy. Hence, incorporating gender dimensions is
dependent on time, personalities and whether it is considered ‘important’.

22
The Gender and Security Sector Reform Toolkit. Editors: Megan Bastick & Kristin Valasek. DCAF, OSCE/ODIHR, UN-INSTRAW,
2008. http://www.dcaf.ch/gender-security-sector-reform/gssr-toolkit.cfm Good and Bad Examples – lessons learned from working with
UNSCR 1325 in international missions. Genderforce, Sweden. 2007 www.genderforce.se
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Remaining Challenges
Within mission planning and fact finding processes, there remains a general lack of attention to a gender
dimension. Particularly for military missions, EUFOR DRC (as well as for EUFOR TCHAD RCA), fact
finding was undertaken by EU Military Staff and did not include gender mainstreaming as it was not
considered ‘necessary’.
Generally the interviews found that according to some sources, much of the addition of ‘gender issues’ in
planning documents and in Head of Mission reports is, in reality, a ‘tick-the-box’ exercise for a clear
conscience. Gender is commonly seen as a ‘luxury’ inclusion. Some feel that there is no real
understanding throughout the mission of identifying and implementing a gender perspective or the
importance of the gender dimension. Indicators of this are prevalent time and resource constraints, thus
there remains an attitude that limits of time and resources mean that not ‘everything’ can always be
included in missions. Hence horizontal ‘aspects’ are ‘lumped together’, meaning that staff and Heads of
Missions are forced to ‘choose’ between children versus human rights versus gender etc in terms of focus.
Rather than integrating all these dimensions into all mission stages, they are considered as ‘issues’, thus
creating the behaviour of treating them as ‘add-on’ items, which are not considered if time constraints
cause ‘issues’ to be prioritised and those of low priority to be dropped. In the case of the need for rapid
response (such as EUFOR RD Congo, or the ESDP mission in Georgia for example), the limited timeframe
meant limited consultation and planning, with a need to deploy quickly - and then detailed planning once on
the ground. In both these cases, gender was not seen as a priority.
Another factor hindering implementation of a gender dimension in missions is the ever-ubiquitous question
of budget. In Commission fact finding missions to decide the budget for civilian missions, only the EC
Delegation was consulted (and any contacts with DRC civil society or authorities were through the EC
Delegation). This could mean that the budget is inadequate to address gender dimensions as consultation
was inadequate and may have missed certain perspectives.
Once ESDP missions are deployed, it was found that in all ESDP missions in the DRC, there is little
interfacing between the EU policy advisors, mission personnel and the EC Delegation. The EC Delegation
mainly deals with development aspects and even though the EC Delegation has occasionally been asked
for input - and staff have given advice, particularly on gender and GBV dimensions in DRC - often their
suggestions are not implemented.
Looking at the broader policy picture, there remains an emphasis on the core objective of the missions in
23
DRC as being to contribute “to making the resumption of civil war impossible”. The gender dimension is
not seen as ‘core’ to this mandate. Quite simply and in summation, in EUPOL and EUSEC, any task
defined in policy or documentation as relating to ‘gender’ or ‘women’ is considered by Council General
Secretariat to be automatically assigned to the Gender Advisor. This weakens efforts to mainstream
gender, particularly as budgets do not exist for project and outreach work, particularly in addressing
elements of 1325 and 1820 such as empowering of women and GBV. This remains a disappointing and
frustrating phenomenon and, as is well evidenced, not addressing these dimensions hinders security and
development.

3.3 Gender balance in recruitment / job descriptions of ESDP missions
Best practices
Still ubiquitous across many areas, is the paucity in gender balance and efforts to address this imbalance.
This is particularly so in an area normatively considered a masculine domain, such as military missions and
security sector reform. This is the weakest area for the EU in pursuing gender mainstreaming and
implementation of 1325. However, a few examples of good practice are beginning to emerge. One such
example is in the recently deployed ESDP Chad mission, the Head of Mission, General Nash, sent a
personnel letter to all Member States to find more female personnel for the mission. An excellent example
of recruitment of females to positions is demonstrated in the office of the EU Special Representative for the
Great Lakes Region, which has six female staff (including his political advisor) of a total of eight, although
the EUSR is still male (none of the 11 EUSRs are female).
23

Interview with EU personnel, Brussels September 2008.
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Remaining Challenges
There is still a skewed gender balance in mission personnel of ESDP missions in the DRC: EUSEC - now
2% female (formerly 3 females and 47 males – giving 5% female personnel); EUPOL RD Congo – now
25% female (formerly 6 females and 41 males – giving 13% female personnel); EUFOR RD Congo (now
finished) – of ~2500 personnel, on average, 4.5% of personnel were females.24
There also still remains a lack of clarity for women in some Member States and for both men and women in
some other Member States in job descriptions, vis-à-vis what a mission/operation would entail for them
(conditions, family support etc). This lack of information can discourage female candidates from applying.

3.4 Training of ESDP mission personnel
Best Practices
Training is an essential part of promoting, understanding and raising awareness of a gender dimension in
ESDP and needs to be undertaken at all staff levels. Gender training was conducted for high-level
personnel working on ESDP for the first time in the EU in 2007. It was undertaken by the European
Security Defence College (ESDC), which, however, is limited in staff and has no training budget, hence the
course must be conducted and hosted by either a member state or an institution. This course was hosted
by the Hungarian Ministry of Defence and was the first effort to develop curricula specifically designed for
gender and ESDP, and included lecturers from former mission personnel (the Gender Advisor from
EUFOR RD Congo), gender desk staff from the Human Rights Unit of the Council and the European
Parliament and Member State civil servants working on gender equality in the military.25
For ESDC courses, Member States are invited to send staff and military personnel to the training on a
voluntary basis. Currently the ESDC is experiencing more demand for the courses than the host institutes
can offer places for. There apparently will be gender within a training module in the ESDC course planned
for 2009. Despite these developments however, training on gender remains ad hoc and voluntary. It is
outside the scope of this report, but further analysis of the participants and results of these trainings could
be analysed.
Remaining challenges
On the other hand, pre-deployment training on gender for troops and standard personnel for ESDP
missions is almost non-existent. Pre-deployment training on gender perspectives is not mandatory, and it is
the responsibility of Member States. It is estimated that less than 5-10% of mission personnel have had
26
pre-deployment gender training, despite the assertion in the CMC (Crisis Management Concept) that they
should have gender training. Lower level personnel for the DRC missions do not receive gender training
until deployed (unless it has been incorporated into Member State military training – such as with Belgium
and Sweden for example).
Even with the positive developments of ESDC training on gender as noted above, participants must pay for
accommodation and travel to training. Also, there is more demand than positions for ESDC course places
hosted by member states/institutions. Thus these two factors largely hinder extensive gender training.
Another challenge is that there has been no follow-up to the 2007 gender training course instigated by
Hungary, which was initiated to be a basis for creating a standardised training module. Building on this
initial course would aid the development of creating a standardisation for gender training materials by
building and improving on what has already been used.
With regard to the role of Member States in policy, political decision making and pre-deployment training,
we should not ignore the role that the OSCE and Council of Europe play in standardisation (e.g. of training
24
Figures from Council of the EU and mission gender advisor. Note that these figures fluctuate due to staff rotation. See also figures
in the Annexes. Over the year, EUPOL has seen a remarkable rise in the number of women whereas EUSEC goes in the opposite
direction (mainly because of the administrative move of the Gender Advisor to EUPOL.) Four women are working for both missions
but are “counted” under EUPOL.
25
Direct links to lecture material are in ISIS Europe’s ‘Gender peace and security documents’ resource - http://www.isiseurope.org/index.php?page=gender
26
Guestimate from interviews with military and government and some Council General Secretariat staff (some are former military).
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and in creating a gender policy), especially for the newer Eastern European member states. (cf p2
Checklist doc 12068).

3.5 Gender Advisors in missions
Best Practices
EUFOR RD Congo was the first ESDP mission to have a Gender Advisor. She was positioned in the office
of the Head of Mission in Operational Headquarters in Potsdam and regularly visited the Force
Headquarters in the DRC. Since the first inclusion of a Gender Advisor in EUFOR RD Congo, subsequent
Gender Advisors have been informally mentored by the first Gender Advisor. They also informally and
regularly communicate with the Human Rights Unit desk officer at the Council in Brussels to share
expertise and gender practitioner updates. Although this ad hoc and unstructured approach in the field with little formal input from Brussels - may not seem like a best practice, the experience and skills are
being directly passed on - by those that have done it and know how to do it best - without bureaucratic
restrictions. Particularly as this study finds that field staff in this area has better knowledge and
understanding of the gender dimension, this practice is sound. This type of informal mentoring is
something that is often found in business practice27 and advocated as a necessity in positions of leadership
to achieve a change in attitudes and values. The Gender Advisor has a massive leadership responsibility
as an agent for change, hence this practice should be kept and formalised to make it more strategic. In
formalising this practice, the former work of the Gender Advisor must be updated to adapt to context and
situational changes, as well as formalising inclusion of Heads of Mission and decision makers in the
process of implementing gender dimensions.
In the EUPOL and EUSEC RD Congo missions, each has a Gender Advisor, which is one person working
half time for each mission. The Gender Advisor is administratively situated with EUPOL and stationed in
Kinshasa. The recent extension of the mandate for EUPOL to the East automatically included a role for two
more Gender Advisors due to the prevalence of GBV in the area. The positions have already been
28
advertised – see Annexes (this satisfies Checklist point IV Force Generation/Calls for contribution ) – and
will be situated in the Kivus, one in Bukavu and one in Goma.
Best practices are found in informal communication processes and with regular meetings which have been
held by the Gender Advisor of the EUPOL/SEC missions with the European Commission (EC) Delegation’s
gender focal point in the DRC in order to exchange information and ideas. The EC Delegation’s gender
focal point also facilitated contacts with Commission gender focal points in DG RELEX (the External
Relations Directorate-General of the Commission) and DG DEV (the Development Directorate-General of
the Commission), during a visit of the Gender Advisor to Brussels in November 2007, which has been
followed by a first email exchange of information on gender work. This practice leads to strengthening
informal communication between gender focal points - which has not previously existed.
Remaining Challenges
Despite these advances, found particularly in the ESDP missions in DRC (other ESDP missions, such as
EUPOL Afghanistan, have not had such success), the general consensus from research and interviews is
that gender advisors should not be double-hatted with other areas (human rights/legal advisor) or across
missions as is the case with EUPOL/EUSEC. It dilutes work and resources to fully address integrating a
gender dimension. Financial and human resource commitment must be increased to ameliorate this.
(There is however the argument that a double-hatted Gender Advisor is better than none at all if there are
resource constraints). EUSEC and EUPOL should not have had one Gender Advisor. Her workload is too
great and she is also only a half-time advisor to each mission. A general consensus from interviews
indicates that a full-time Gender Advisor per mission would be better.
Further analysis of the work of the Gender Advisors in DRC missions is found in section 4.

27

Posner, Kouzes. The Leadership Challenge. John Wiley & Sons Inc. 2002
“To the extent possible, EUSR staff and ESDP operations should include personnel with responsibility for gender issues. Such staff
will serve as focal point and technical expertise. Gender expertise should be recruited as early as possible in order to make the best
use of the expertise during the detailed planning of the operation.” (Author’s emphasis)
28
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3.6 SEA, GBV and GSB
Examining the dimensions of Sexual Exploitation and Abuse (SEA), Generic Standards of Behaviour
(GSB) and Gender Based Violence (GBV) shows that this area is weakest in ESDP. Further analysis of
GSB and SEA pertaining to ESDP missions is undertaken in section 4, and of GBV in the DRC in section
5.
Best Practices
The EU has produced a document on GSB: ‘Council Secretariat document to delegations - Generic
Standards of Behaviour for ESDP Operations’ (doc 8373/3/05 Rev 3) in 2005. Unfortunately, this document
is not widely known or used sufficiently. As a best practice, the EU should follow the example of the UN
system of conduct and disciplinary teams to undertake investigation of SEA in missions. This will then
avoid EU missions having to deal with erupting scandals such as happened with the UN earlier this
decade.
Remaining Challenges
There still exists a prevailing attitude in Brussels that troops should be allowed sexual rest and relaxation
(R&R) on a mission when not on duty, especially if on a long-term mission. The GSB specifically prohibits
soliciting prostitution by exchange of goods, service or money, yet does not implement a zero tolerance
policy of sexual activity. If there is widespread and well known SEA by mission personnel (i.e. prostitution
and local girlfriends – which does occur), it will undermine best practices and progressive work on
implementing a gender dimension and UNSCR 1325. It also creates both security and image risks for
ESDP missions. The current situation represents a ticking time-bomb and the EU should quickly act to
implement changes, as the current GSB is too vague and generic. It gives no clear guidelines on what is
unaccepted behaviour or on disciplinary measures. The EU needs to have a common approach on zero
tolerance and addressing and stopping Sexual Exploitation and Abuse.
29

Including a soldier card in missions (with inclusion of gender dimension - see the example in the
Annexes) is seen by some EU institution staff (those with experience in the military) as problematic. This is
due to the fact that troops now have several thematics on soldier cards, and it is felt that this has reached
the point of being overwhelming, especially for lower level troops. Those interviewed who are currently still
in the military however, felt that cards were necessary and useful to provide guidance for each context.
Unfortunately, civilian missions (such as EUPOL) do not use ‘soldier cards’ as they are considered only a
tool for military missions. The EU should have a policy on mandatory ‘personnel cards’ for all types of
mission – as this would improve awareness of gender and GBV.

3.7 Monitoring, Reporting and Evaluation
Best practices
Monitoring, reporting and evaluation are still insufficiently-developed components of ESDP, but there are
advances in these areas to be applauded, especially as ESDP missions are still a recent phenomena. For
the DRC missions, EUFOR RD Congo, EUSEC and EUPOL have formulated strong working practices of
weekly gender reporting to the Head of Mission.
Best practices of monitoring, reporting and evaluation by ESDP missions in the DRC are further elaborated
in section 4.
Remaining challenges
When analysing the integration of a gender dimension in monitoring and evaluation (including reporting)
during missions, some staff in the EU institutions in Brussels express concern that as the reports of the
Gender Advisor only go through the Head of Mission, they do not always reach Brussels in a timely
29
A soldier card is an “aide memoire” issued by a Member State and some missions to each personnel to give guidelines – for
example: on rules of engagement and behaviour. See the soldier card for EUFOR RD Congo in Final Report on Gender Work inside
EUFOR RD Congo in the Annexes.
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manner – thus increasing chances of the reports being diluted or not reaching policy advisors/desk officers.
Another challenge lies in the finding that some staff in Brussels do not see the need for reporting on
‘gender’ unless there is a specific ‘event’ or ‘relevance’.
Most EU staff in Brussels seems to be unaware of the Final Report on Gender Work inside EUFOR RD
Congo, let alone the detail. The report was written by the Gender Advisor to outline the best practices and
remaining challenges for gender work in ESDP missions upon conclusion of the EUFOR RD Congo
mission (see Annexes and section 4).
Examining the current missions, for EUSEC RD Congo some interviewees felt that reporting concentrates
too much on reporting to the EU, whereas reporting – particularly on advances on integrating a gender
dimension - should also be targeted towards the Congolese.

3.8 Integrating a gender dimension in EU Lessons Learnt
Best Practices
Examining integration of gender dimensions in Lessons Learnt (or knowledge management), the EU
Military Staff have developed over the past year an excellent internal (not-public) database EUMS Lessons
Management Application (ELMA) for entering, acting upon, following up and retrieving lessons ‘observed’
for military operations. It includes six lessons learnt on gender dimensions from EUFOR RD Congo. The
database is accessible by EUMS personnel and available on SOLAN V2 workstations for EU Council staff
working on missions (DGE8, DGE9, and CPCC) on request.
Remaining challenges
Despite the advances on the military mission side of Lessons Learnt, on the civilian mission side,
DGE9/CPCC still have not developed a useable, specifically-designed database for storing, reacting to and
retrieving lessons learnt. However this is apparently currently being developed.
The detail of the Final Report on Gender Work inside EUFOR RD Congo gives clear guidelines on
implementing gender through the Operational Headquarters’ issued Direction and Guidance on Gender
Issues, which was used throughout the mission. The report notes that for the first time, the soldier’s card
included a gender dimension. This information and example has been recorded in internal lessons learnt
documentation in the Council. Some other elements of the report – such as using EUFOR RD Congo as a
‘model’ for future gender work in missions – have also filtered through into EU Lessons Learnt. However,
the Direction and Guidance on Gender Issues is not clearly referenced nor further disseminated as such.
This is a missed opportunity for using this Direction and Guidance as a model for future missions; to
combat this, strengthening communication and dissemination of lessons and final gender reports should be
pursued in current and future missions.

Box 1 – Following up reports/lessons in the EU



LESSON –the Final Report on Gender Work inside EUFOR RD Congo gave an excellent example

of developing a gender model in a military ESDP mission through the OHQ-issued Direction and Guidance
on Gender Issues, but has not been utilised to its fullest. Further dissemination of this document could be
facilitated by the DGE8/DGE9 gender focal points.
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3.9 Follow-up
Remaining Challenges
In implementing a gender dimension across the EU institutions for ESDP missions, there seem to be few
mechanisms to address two important phases in the medium and long-term perspective. Firstly, working on
gender lessons learnt during the mission and secondly, addressing the transitional gap between an ESDP
mission ending and the parallel or commencement of Commission programming. It is the Commission that
is largely responsible for development and peacebuilding follow-up related activities (in the case of DRC,
gender dimensions of DDRRR and SSR and funding for peacebuilding activities undertaken by NGOs,
contractors and civil society). Further analysis would need to be undertaken to provide recommendations
on this aspect.
When considering how ESDP missions in DRC can help women on the ground, the developments within
EUSEC of creating projects that impinge on the development expertise of Commission can cause friction.
There is competition between the Commission and Council vis-à-vis working on SSR/DDR(RR).
Furthermore, funding from the Commission cannot be used for military or defence purposes. This could be
a factor hindering project work on gender in EUSEC, which is in need of financial support, as financing has
to be sought through additional Member State contribution, rather than being obtained from the
Commission. The Commission does support small projects – such as emergency support for families of
DDR former combatants or associated with combatants (brassage). However, as these projects are
tendered, any inclusion of a gender dimension in the work undertaken by the agency/company or NGO
contracted would be dependent on the contractee’s own gender policies or the requirements of the contract
in order to win the tender.
The biggest challenge is the work on justice and police reform – the mandate of EUPOL and EUSEC. In
reality, this work is the responsibility of both the Council and the Commission, thus coordination is a
leadership challenge and there needs to be agreement on who is to lead. Whoever leads thus directly
affects the level of gender mainstreaming. The Commission has programming experience, but it needs the
physical numbers of personnel and expertise in military reform, which ESDP missions can provide. The
solution is on the ground cooperation across all actors, which within army reform, usually takes place as
there are less actors and there are fewer tensions on the ground. Coordination still remains a challenge in
police reform.
Recommendations from the analysis of best practices and remaining challenges for EU institutional actors
and EU member states can be found in section 9.
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4. Best practices and remaining challenges in the field for EUFOR, EUSEC/EUPOL
RD Congo ESDP missions30
Integrating gender dimensions into ESDP operations from the planning stage still has not occurred. There
remains, with few exceptions, zero understanding, no knowledge of and lack of acceptance of a gender
dimension.
There needs to be clarity on what a gender dimension entails, for those working with gender
mainstreaming at all command levels; in Brussels (including EUMS and the Council General Secretariat),
Operational Headquarters (OHQ) and Field Headquarters (FHQ).
As previously mentioned, inclusion of a Gender Advisor in ESDP missions only commenced with EUFOR
RD Congo. Hence this DRC mission is in itself an example of best practice for the EU, as is the well
integrated and active work of the Gender Advisor for EUSEC/EUPOL.
The background and context of the ESDP missions in the DRC varies greatly and the structure of staff
working on gender in missions varies depending on mission type and size. For example, military missions
since EUFOR in 2006 are usually comprised of a Gender Advisor to the Operational Commander (OpCdr),
situated in the OpCdr office (OHQ) (there has not been a Gender Advisor in Field Headquarters so far).
Then in the FHQ, a Gender Officer working under the Gender Advisor, but with less expertise (more like a
31
first gender focal point) and gender focal points across branches and units of the mission (J1 – J12) in
the field. The gender focal points are trained by the Gender Advisor and are supposed to act as conduits
for gender awareness and thus train personnel in the field.
Civilian missions vary in structure and for the DRC, EUPOL and EUSEC – two very small civilian missions
advising on reform processes – share one Gender Advisor, situated within field command. The Gender
Advisor halves her time between the two missions.
There has been a general increase of Head of Mission support for incorporating a gender dimension into
ESDP missions for operational effectiveness, as the work of EUFOR RD Congo, EUPOL, EUSEC, and
Gender Advisors has proven with practical examples how a gender dimension increases efficacy of a
mission. Additionally, with the acknowledgement of the widespread and prevalent Gender Based Violence
(GBV) in DRC, work and advice on GBV is beginning to be spread ‘transversally’ across work within the
mission’s capabilities.
Despite this, in the majority of cases, there is no mandated responsibility for monitoring and checking
gender mainstreaming in fact finding missions. This contributes to an exclusion of a gender dimension in
fact finding practices. Also, there have not been any Terms of Reference regarding guidelines on gender
mainstreaming for the Gender Advisors thus far in ESDP missions. Furthermore, support from Brussels
needs to be given to those working on gender mainstreaming – for example, the EUFOR OHQ Gender
Advisor was the only function/position in the mission OHQ that did not have a counterpart in Brussels.
Now, the work of Gender Advisors in different areas of operations needs to be coordinated, monitored and
evaluated to create efficiency in the long term perspective. These are aspects which are expanded on
below and in the recommendations.

4.1 Background of gender dimensions in Artemis, EUFOR, EUSEC and EUPOL
missions in the DRC
ARTEMIS
The EU’s first military Artemis Operation in 2003 aimed to contribute to the stabilisation of the security
conditions and the improvement of the humanitarian situation in Bunia and the rapid deployment meant
that there was not much time to plan the mission. It was a French-led Operation under the umbrella of an
ESDP Operation for just 3 months. Gender was not a focus for the mission (it was however “mentioned”)
but human rights and humanitarian dimensions were brought into the planning process as well as into the

30
Much of the information in this section was compiled from interviews with former and present Gender Advisors to the missions, as
well as Heads of Mission, mission personnel and Council General Secretariat staff.
31
J1 – J12 refers to the branches/units in operations, including HQ, foreign legion, medic, intelligence, security, special forces etc.
There should be a gender focal point in each of these units.
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pre-deployment training. There is thus little to analyse with this mission vis-à-vis gender implementation,
except to note that there was none at this stage of ESDP.
EUFOR RD Congo
For this military mission, the Gender Advisor was deployed in May 2006 to Operational Headquarters
(OHQ - there was no position in FHQ), after an Operational Plan (OPLAN) had been created. The Gender
Advisor was situated in the OHQ Commander’s office and reported directly to the Operational Commander.
At first, personnel in the operation questioned why there was suddenly a Gender Advisor in the operation,
but this decreased as time went on, especially because of the strong working relations between the
Gender Advisor and the Operational Commander and his Deputy, which demonstrated an operational
effectiveness for including a gender dimension.
In undertaking gender mainstreaming in the mission, the Operational Commander decided on the direction
and guidance for implementing a gender dimension. The integration of a gender dimension was
systematically addressed in all phases of the mission based on the Gender Advisor’s instigation and
through the OHQ-issued Direction and Guidance on Gender Issues (see Annexes), with half of the work
focused on the internal dimension (within the mission) and half on the external dimension (interfacing with
population and actors in the DRC). The overall strategy was to operationalise gender aspects and to
integrate UNSCR 1325 into the already existing military planning structure. Thus a gender dimension was
tailored differently into the different branches of the operation. This was done in close coordination
between the Gender Advisor and the different branches, usually through the branch/unit Gender Focal
Points that were created. The purpose of this strategic approach was such that even if the operation was
very short (6 months) and there were no guidelines, framework or expectations vis-à-vis the gender
dimension, different types of activities were performed so that by the end of the operation, there would be
Lessons Identified available for future ESDP military operations and that EUFOR would present a model
for how to work with a gender perspective in future military ESDP operations. (See Annexes “Final Report
on Gender Work inside EUFOR RD Congo”).
In consideration of the financial aspects of the missions, the Gender Advisor in EUFOR had no separate
budget line for work on gender mainstreaming. Instead, the Gender Advisor worked together with J9 (Civil
Military Cooperation - CIMIC) in OHQ and FHQ to integrate both a gender and women’s focus on QIPs
(Quick Impact Projects) that the mission instigated and supported.

EUSEC/POL RD Congo
EUPOL and EUSEC missions share a Gender Advisor. The Gender Advisor was deployed in July 2007 –
which occurred after commencement of EUSEC and with the transition of EUPOL Kinshasa to EUPOL RD
Congo. The Gender Advisor is a member of the staff of both HoMs and works to mainstream gender into
the activities of the two missions. The current Gender Advisor is double-hatted and based in Kinshasa.
However, after current recruiting processes in 2008 due to the extension of the EUPOL and EUSEC
mandates, there will be three double-hatted Gender Advisors (including the current Gender Advisor)
serving the two missions in three different geographical areas - Goma, Kinshasa and Bukavu. Gender
mainstreaming foci are internal – i.e., addressing the gender dimension in the mission itself - as well as
external, i.e. highlighting gender dimensions in advising the DRC Government on police and army reforms.
In planning for EUSEC RD Congo, the gender work of the mission was conducted at local level and
internally within the mission. Before deployment, the Gender Advisor had meetings with a gender focal
point of the General Secretariat of the Council of the EU and with the Personal Representative on Human
Rights to the EU SG/HR in November 2007. An exchange by e-mail between the Gender Advisor and
gender focal point on gender mainstreaming in ESDP operations followed, with recommendations sent to
the Head of the Human Rights Unit.
The different areas of work of the Gender Advisor have mainly been defined in theatre, since the job
description of the Gender Advisor post was generic and with a focus on the protection of women. A Gender
Work Plan for each mission (see Annexes) was developed by the Gender Advisor after consultations with
mission personnel in Kinshasa, Bunia and Bukavu, as well as FARDC personnel and local NGOs. The
plans were thereafter discussed with and adopted by the Head of Mission. The Gender Work Plans are
living documents that are constantly revised.
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As for EUFOR, both EUSEC and EUPOL have no budget line for gender mainstreaming projects. Hence, a
budget of US$50,000 was provided in January 2008 from the UK Department for International
Development (DFID) to support specific micro-projects on gender and human rights supported by the
mission.
The next part of this section examines the best practices and remaining challenges of integrating a gender
dimension into EUFOR, EUPOL and EUSEC missions.

4.2.1 EUFOR RD Congo - Best Practices
Guidelines for implementing a gender dimension - The system or model for implementing a gender
perspective inside EUFOR was described in the OHQ-issued document, Direction and Guidance on
Gender Issues,32 which was distributed to personnel within the mission. Hence, the mission personnel
were well aware of “what and why” and it was clear that from the use of this system that the attitudes
towards gender became more positive over time. The use of the Direction and Guidance on Gender Issues
also demonstrated that mainstreaming gender into the daily mission agenda creates a practice where
everyone works from a perspective of inclusion of a gender dimension and this practice, coupled with
support from the Operational Commander, this produces tangible results.
33

Soldier Card - The Soldier Cards distributed to personnel made it very clear that any act of SEA and
gender based violence was not to be tolerated. Soldier’s cards provided an indication of a harmonised
European standard in place of the different operating procedures of Member States.
Training - After deployment of the mission Gender Advisor, all personnel were trained by the Gender
Advisor in Kinshasa (Field Headquarters) and Gabon. This gender training was basic and described the
background and purpose of integrating a gender perspective into the operation. Additionally, the training
included information on the particular situation of women and the gender dimension in the DRC.
Sexual Exploitation and Abuse (SEA) - EUFOR had a Zero Tolerance Policy on SEA. To operationalise
this policy, a Soldier Card explaining SEA was distributed to all personnel (see Annexes). Later in the
operation, the Force Commander mandated additional training in theatre performed by experts on SEA
from the MONUC Conduct and Discipline Team who were native speakers in English, French, German and
Spanish. The aim of the training was to clarify the definition of SEA and which behaviour was not accepted.
It is the first time in an ESDP mission that there was an explicit direction and policy against SEA. The fact
that subsequently there were no reported cases on SEA internally in the EUFOR mission suggests that this
clear direction together with a sound information policy and training for operation personnel had a positive
impact.
Including women in patrols - The Commander of one of the mission’s Units decided to give women in the
regiment (5 people working with administrative duties) extra training, after which they were brought into
EUFOR patrols. Everyone in the Unit, including the Commander, saw that the patrols including women
were met in a much friendlier manner by the Congolese than the all-male patrols, which were received
more aggressively. Being able to show that incorporating a gender dimension also improves the
effectiveness of the operation is a good practice that creates buy-in from colleagues.
Consultation with civil society and working with NGOs - the Gender Advisor (together with Operational
Commander, Force Commander and EUSR) met with women’s organisations in the DRC. The data from
discussions was collected and systemised. However at the end of the mission, as there was no interest by
the EU institutions for the information, it was given to the Swedish NGO Kvinna till Kvinna, which was
planning to start an office in the DRC and was undertaking fact-finding missions. EUFOR helped to
organize a study visit and the contacts, experiences and conclusions were shared with Kvinna till Kvinna.

32

Direction and Guidance No. 07/06 for Gender Issues. EUFOR RD Congo. EU Operation Headquarters, POTSDAM. 20 July 2006.
As Annexed in the Isaksson, Charlotte. Final Report on Gender Work inside EUFOR RD Congo. EU Operation Headquarters,
Operation Commander (Lieutenant General Karlheinz Viereck). 15 December 2006
www.honvedelem.hu/files/9/8008/eu_operation_headquarters_final_gender_report_eufor_rd_con.pdf
A copy is also annexed to this report.
33
A soldier card is an “aide memoire” issued by a Member State and some missions to each personnel to give guidelines – for
example: on rules of engagement and behaviour – see example from EUFOR RD Congo in Annexes.
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Reporting during mission - The purpose of reporting on gender in EUFOR was to collate and present
information on a gender dimension and women’s needs and perspectives, so that the situation should be
easy to assess at all times. It was obvious that there was a lot of information available verbally and the
challenge was to document and structure this information. The system of gender reporting from the Gender
Advisor to the Force Commander in the field, then to the Operational Commander in Potsdam and then to
the Political and Security Committee (PSC) in Brussels, continuously improved during the operation. The
Gender Advisor also reported two times during the Operation directly to Brussels at meetings with the
Political Military Group (PMG) and PSC.
Regularity of reporting - A weekly gender reporting system made it possible to control the good conduct
and progress on integrating a gender perspective into the operation and to assess the gender situation in
the area of operations. Additionally, the various branches and units of the operation provided weekly
information to the Field Headquarters Legal Advisor/Gender Officer. All these reports were then compiled
into the overall gender report. FHQ then provided a weekly gender report, which was sent to the
Operational Headquarters.
Reporting after mission completed - A full report on implementing a gender dimension in EUFOR was
produced (Final Report on Gender Work inside EUFOR RD Congo). However, the report has still not been
properly disseminated throughout the EU institutions. The report also included a survey of mission
personnel on why a gender dimension should be included in an operation and what they saw as good and
bad practice in the mission – See Box 2 (see Annexes for the full report).

Box 2 - Best Practices and Suggestions for gender implementation from EUFOR RD
Congo mission personnel
Why should a military operation work with Gender Issues?
- We have to target gender issues so that we show that we are there for the whole population
- Should have more women especially for intelligence gathering operations.
- It is important to work with local women as well as local men, so as to have the best picture of information
at all times.
- The focus of the gender work should be internal as well as external.
- Men and women are different target audiences and you have to analyse those gendered differences, if
we want to reach the whole local population we have to learn about the different groups.
- Everybody who interacts with the local population needs this kind of knowledge i.e. PIO (Press
Information Officer).
Good Practice:
- The system with Gender Advisor, Gender Officer and Gender Focal Points
- The Gender Reporting System
- Soldier Card was good, but issued too late
Improvements for coming operations?
- Preparation
- Early information
- More sensitising training
- Appoint Gender Focal Points early
- Need of an EU Military concept for gender
- Closer cooperation between the OHQ and FHQ
From Final Report on Gender Work inside EUFOR RD Congo
Information from interviews with all Gender Focal Points and their Commanders

22

Report on ESDP missions in the DR Congo

4.2.2 EUFOR RD Congo - Remaining Challenges
The challenges experienced by EUFOR are still ongoing for the current missions EUPOL and EUSEC as
well.
Gender Advisors were recruited after planning stages and deployed after missions had commenced, thus
the Gender Advisors played a marginal role – even no role - in the planning phase of the mission. As the
current ESDP mission structure relies heavily on the Gender Advisor to incorporate the gender dimension
into missions, there was no gender mainstreaming prior to the Gender Advisor’s arrival in the mission.
From research and interviews, it is noted that there is a lack of political back-up/will in Brussels and Gender
Advisors feel that implementing a gender dimension is like pushing a rock up a hill.
SEA - If there is widespread and well known SEA by mission personnel (i.e. prostitution and local
girlfriends), it will undermine best practices and progressive work on implementing a gender dimension and
UNSCR 1325. SEA does exist and it is a ticking time-bomb that the EU must address immediately.

4.3 EUSEC RD Congo – Best practices
Guidelines for implementing a gender dimension - The Gender Work Plan (see Annexes) clearly states
that everyone should integrate a gender perspective in their daily work.
Training - Training is the vital tool in increasing gender awareness and improving implementation of a
gender dimension. Such training needs to be undertaken at all levels. Following its mandate, the mission
conducts inductive training and education of mission personnel on gender and sexual violence, as well as
training local police forces and groups of women in the Congolese National Police (PNC). Future brigade
commanders in the DRC are also trained on gender and awareness of sexual violence and this training
has been part of the lecture programme for the course, training 25 future brigade commanders of the
Kinshasa Military Academy (all but one are male). Five trainings have been undertaken and the training
was extended at the request of the FARDC soldiers (see Box 3 for a detailed anecdote).

Box 3: Perceptions of DRC soldiers on sexual violence
As part of the training of FARDC, when soldiers were drafting individual papers on “The role of the FARDC
in the prevention of sexual violence” they explained the widespread phenomena of sexual violence
perpetuated by soldiers as being linked in part to individual causes (desire to feel valued, lack of control of
arms, drugs) but mainly to structural causes (lack of recruitment policies, long separation from families,
overall frustration at the social conditions, revenge on the local population, impunity and lack of training of
international and national law of force commanders). Their solutions to this problem were to strengthen
training activities and military justice but also to advance with reform and professionalisation of the
Congolese army in order to prevent sexual violation against the population.
(Information from Gender Advisor to EUSEC)
Identifying army administrative problems - In a Gender Review given by EUSEC Gender Advisor to the
Congolese Army, it was noted that the local female soldiers were registered incorrectly. The consequence
being that married women and their children did not receive the same benefits as their male colleagues.
This report prompted the Congolese authorities to fix this anomaly. These Gender Reviews will continue,
although it is the Congolese Army that has the responsibility to implement and change its practices and
EUSEC can only give recommendations.
Assisting local women pilot project - The situation for military families is a constant humanitarian
problem, not least because aid organisations have not been very positive in supporting these families
because of their association with FARDC. The situation has deteriorated due to fighting in eastern DRC
and mobilisation of FARDC’s Brigades. As the salary follows the soldier, the families will therefore follow
the soldier and families risk finding themselves at the centre of armed conflict. The situation of FARDC’s 7th
Integrated Brigade, one hour from Kinshasa, is dire and there have been several deaths because of lack of
hygiene and medicines. Women are forced to prostitute themselves to support their family.
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To address the situation, a pilot project aimed to create possibilities for the women (wives, girlfriends and
th
female military personnel) of the 7 Brigade to strengthen their income-generating skills and
independence. To enable this, ‘Women’s Houses’ were created with funding from the UK and run with the
support of EUSEC, by renovating buildings to provide a place for training on alphabetisation and incomegenerating skills. This project was also linked to other quick-impact projects described in Box 4 in Section
5.
Consultation with actors in the DRC - FARDC - The mission has undertaken meetings and dialogue with
FARDC, including with the Supreme Commander on Gender and Sexual Violence Against Women. As a
result, a gender assessment on the current plan of army reform as well as a high level seminar on gender
and army reform for the FARDC have been requested by the military authorities and are ongoing. The
template for reporting by EUSEC Brigade advisors includes a section on gender and gender is also
included in the monthly report of the Head of Mission. EUSEC has also held monthly meetings in Kinshasa
with female soldiers on the working conditions of women within the army. During field visits contact was
always made with local and international NGOs working in the field of gender, sexual violence and
protection of civilians.
Consultation with civil society and working with NGOs - EUSEC has held regular meetings with
women’s organisations and international NGOs in order to identify the major concerns linked to protection
of women and women’s implication in security sector reform. The EUSEC/EUPOL Gender Advisor has
regular consultations with local organisations during all field visits as well as the DRC network for
Implementation of UNSCR1325, “Centre de Recherche Action sur la Resolution 1325”, and is reviewing
possibilities to finance their proposed projects.
Lobbying for civil society involvement in Security Sector Reform - The mission has a role in
facilitating contacts with the Congolese authorities and civil society for local ownership of reform. For
example, the EUSEC Head of Mission presented to the Minister of Defence a reflection paper on how to
involve civil society in army reform. The paper was drafted by the Gender Advisor and Oxfam with Oxfam’s
local partners.
Contributing to Gender Awareness in DRC - The mission has also undertaken micro-projects supporting
gender awareness, such as activities in the military brigades during the campaign “16 Days of Activism
Against Gender Violence”. The mission also supported activities of the local police and army during the
campaign on the International Women’s day, with participation of the EUPOL Head of Mission.
Reporting, Monitoring and Evaluation - The Gender Advisor has undertaken a gender evaluation in
South Kivu of the UNDP Post Brassage project. In this regard, she conducted interviews on civil military
relations with 93 people, including representatives of local development and women associations, women
in military camps, military and local authorities and the results have been shared internally.
Future planning
In the planning of future DDR process particularly related to the DRC context, the Gender Advisor of the
EUSEC and EUPOL missions is undertaking discussions on gender mainstreaming on DDR with the
MONUC gender office, UNDP and MONUC SSR/DDR gender focal points in the DRC and UNIFEM.
EUSEC is involved specifically in reintegration and does so by looking at a coherent strategy in working
with partners on the whole DDRRR process. In August 2008, a field study was undertaken by the Gender
Advisor to Goma and Bukavu to study aspects of Amani (peace) process and DDR. Visits to the brassage
center of Kisangani and centre de groupement in Goma were conducted to see the conditions of female
combatants. The Gender Advisor and EUSEC DDR expert have also undertaken several meetings with the
Structure Militaire d’Integration (department of the Congolese Ministry of Defence responsible for DDR) on
sex-aggregated data from the field.

4.4 EUPOL RD Congo – Best practices
Guidelines for implementing a gender dimension - EUPOL has also developed a Gender Work Plan to
strategise implementation – see copy in the Annexes.
Training for women police officers - From December 2007 to April 2008, EUPOL, together with UN
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CIVPOL, held a series of weekly consultations and seminars on gender and sexual violence for female
police officers. Together, priorities on women’s rights in the Congolese police were identified and fed into
the work on the Round Table on Security Sector Reform in February 2008 (see section 5 for more detail on
the Roundtable).
Enshrining gender in legislation - Part of the role of the mission is to advise on the development of legal
scaffolding through legislative texts. As the Gender Advisor is involved in advising on a gender dimension
in the texts, this should, in theory, enshrine gender perspectives and aspects within these documents, as
long as the Congolese authorities wish to accept the advice. The EUPOL mission together with the local
NGO Observatoire de la Parité and MONUC’s HR Unit, participated in the elaboration of a gender justice
project on recruitment of personnel to the judicial sector.
Gender awareness in police reform - Gender and sexual violence concerns have been integrated in the
work of the DRC Committee of Police Reform by the Gender Advisor and other personnel of EUPOL. For
example, GBV has been included in the future training curricula for the police, in the training for
investigation police and specialised GBV units in the project of the pilot commissariat of the Committee of
Police Reform. Close cooperation is undertaken with civil society representatives in this Committee to
ensure local ownership.
Reporting - Sexual violence committed by DRC security forces - Statistics and data on sexual violence
committed by the FARDC and PNC are systematically collected by the Gender Advisor and distributed to
colleagues. With UNFPA, EUPOL has begun an in-depth study of existing data.

4.5 EUPOL and EUSEC RD Congo – Remaining Challenges
The remaining challenges of the two current missions are interlinked here as the work on gender bridges
the two, especially as the Gender Advisor is shared between the two missions – in itself a remaining
challenge.
Gender Advisor - The double-hatting of the Legal Advisor as the Gender Advisor created an enormous
workload; as such, double-hatting should be avoided. Furthermore the Gender Advisor for EUSEC
effectively splits her time between EUSEC and EUPOL, indicating unwillingness by the EU to dedicate
resources when it comes to gender implementation.
Local consultation - UNSCR1325 urges missions like EUSEC and EUPOL to consult regularly with local
women’s groups on priorities and concerns vis-à-vis SSR. This is a very important aspect for mission
accountability, information gathering and to encourage gender equality in the mission area. The civil
society environment in the DRC is complex however - and although many NGOs are doing tremendous
work in the field, several others have less impact on the ground and are politicised. In consultation and
partnership with women’s associations, the mission encountered organisations and women’s networks that
are not working in a transparent manner. This is to stress that consultation and cooperation with local
women groups has to be done according to realities on the ground and with sound judgement.
EUSEC RD Congo Generic Standards of Behaviour (GSB) - Compared to the initial wording of the
reglement interieur, the GSB aims at strengthening measures to combat SEA. After intervention by the
Gender Advisor, the GSB now includes advice on SEA, with the strongest language possible accepted.
However, training and education to mission personnel, especially on Generic Standards of Behaviour, is
insufficient. Futhermore, a zero tolerance policy, both on and off-duty, should be implemented. This needs
to be addressed immediately.
EUSEC RD Congo Gender dimension during mission - When deployed in 2005, initial advisory work of
34
EUSEC involved facilitation of brassage of DDRRR – namely in the re-orientation stages. This advisory
work included no gender perspective. Women and families of – typically male – former combatants had to
fend for themselves, pitching makeshift tents or just living on the ground outside the relocation centres.
Even though the activity was the responsibility of MONUC and UNDP, no recourse was made through

34

Brassage involves the reintegration and retraining of all former ex-combatants in the DRC into one new national army, the FARDC the armed forces of the DRC. UN work from 2006 however, made efforts to address the dependents.
http://www.monuc.org/news.aspx?newsID=11540
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advice from EUSEC on how to address their situation. This demonstrates clearly and practically the
problems of not including a gender dimension from the pre-planning stages of mission work.
EUSEC RD Congo Outcomes - The Minister of Defence of the DRC gave authority to the local military
governor to prosecute GBV and to prioritise this prosecution. It seems that this action was prompted by
advice given by EUSEC and MONUC. Analysis of this is outside the scope of this report, but further
research into this correlation could be undertaken. The Gender Advisor notes that other outcomes to
combat sexual violence include the continuous request for training on sexual violence with the Military
academy for future brigade commanders. Yet another outcome: a request from the Ministry for a gender
analysis of the reform plan of the Minister of Defense.

4.6 Follow-up
In summary, considering the timeframe of EUFOR and the small size of EUPOL and EUSEC, the three
recent missions in the DRC have seen subtle, yet quite strong advances in mission work on implementing
gender mainstreaming and UNSCR 1325 and integrating a gender dimension, which includes SEA and
GBV aspects now covered under UNSCR 1820.
A lot of this positive change has been instigated by mission Gender Advisors, which for missions in the
DRC, have been strongly supported by their Commanders. However, if Gender Advisors are deployed,
there needs to be a structure and system to support their work, otherwise there is a risk of Gender
Advisors being co-opted and forming part of a “tick-the-box” strategy that is politically-correct, but results in
lack of funds or teeth for effective gender work.
Finally, there is a general sense from Command levels that more needs to be done to address the gross
sexual violence in the DRC ‘on the ground’. However, from the interviews can be ascertained a certain
frustration, as sustainable action to stop GBV is dependent on the strength and will of the Congolese and
Congolese authorities, as well as better coordination by the UN on the ground.
Recommendations devised from this analysis of best practices and remaining challenges in the field for
EUFOR, EUSEC/EUPOL RD Congo ESDP missions can be found in section 9.
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5. Best practices and remaining challenges in interfacing and consulting with civil
society, MONUC and other international actors in the DRC
When asked, the top security concern Congolese women point to is their incapacity to provide for their
family. Refugees and displaced women in particular cannot access fields, water and wood collection areas,
making them incapable of feeding their family. Security concerns for Congolese women relate to both
physical security - particularly for those areas of the DRC that are still in conflict - and more broadly, human
security, particularly in terms of poverty and vulnerability in areas where women conduct their daily
activities such as market areas, fields and wood/water collection points. International strategies to address
such concerns include: “protection” (through military patrols for instance); multi-sectoral assistance
(medical, psychological) and strengthening women’s visibility, participation and agency in political, social
and economic processes.
The real window of opportunity for encouraging greater gender awareness in the DRC and to concretely
affect women’s lives, is the tremendous resourcefulness of Congolese women’s organisations. In a largely
patriarchal society, women are at the heart of the Congolese family and economy. Traditionally, sexual
violence and gender discrimination is not something that women would have spoken about, but the sheer
scale of the violence perpetrated against them and the fact that much of it has been carried out publicly
(under the eyes of their communities or members of their family) has meant that women could no longer
retain their traditional reserve. In the past 3 to 4 years, women have been more and more willing to speak
out about their condition. They have started organising and have become more vocal and visible so much
so that gender and human rights are now very much part of the political discourse in the DRC.
Concrete results of this mobilisation include the adoption of a Congolese National Action Plan on gender,
which is largely the result of women’s advocacy and pressure. Furthermore, the attitude of politicians is
changing and at least publicly, they are aware of, and are willing to denounce SEA. It is now more widely
accepted that a politician addresses the issue of SEA and indeed, s/he needs to do so. Nevertheless
“speaking about it” is not the same as “acting on it” and not enough resources and political clout are offered
to match words with deeds. Support by international actors, such as through ESDP mission presence and
engagement, can help to foment change.
One of the key features of the gender approach in ESDP missions in the DRC has been a focus on
creating synergies with local women’s organisations and authorities, with relevant UN agencies and with
MONUC. Although not explicitly stated, information gathered through these contacts is meant on the one
hand to help shape the EU’s approach to gender through its ESDP missions in the DRC in a contextspecific way; and on the other, to ensure that the missions benefit from the inclusion of a gender dimension
in terms of efficiency on the ground. International presence on the ground in the DRC, including the EU,
has helped Congolese women’s organisations to put forward their concerns with regard to sexual violence.
Generally speaking the EU missions have interfaced well with the local population as well as decision
makers although an in-depth analysis, supported by interviews, reveals a more nuanced assessment.
The relationship between ESDP missions and the local population seems to have been particularly positive
in the case of EUFOR, whist some concerns remain with regard to the capacity of EUPOL and EUSEC to
build on that positive experience. The role of EUPOL and EUSEC is less clear to the local population and
more effort could be undertaken to acquaint the missions with women’s groups in particular, because of the
limited human resources and geographical scope of the missions and the complicated relations with the
very diverse DRC women’s organisations on the ground. This could also be a reflection of the fact that
EUPOL and EUSEC’s Gender Advisor is currently sharing her time between the two missions and is
overstretched, but it raises questions with regard to the fact that at EU level, there is little guidance on how
to select and approach such organisations, as well as methods to ensure sustained contact.
The cultural dimension also comes into play when assessing the impact of ESDP missions in changing
local attitudes vis-à-vis gender issues. Interviews on the ground reveal that whilst it is essential that
European forces continue to engage local authorities and the population, it is also essential that they do so
with a clear awareness of the differences existing between European and Congolese values and traditions.
Local civil society actors suggest that more train-the-trainers activities should be implemented that would
allow trainers to then reach out to a more diversified audience (geographically, ethnically and linguistically).
Significantly, women in the DRC have remarked that there are few females within ESDP missions and
most importantly their visibility is reduced as they do not occupy prominent positions.
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This section further elaborates incorporation of a gender dimension by looking at three aspects of mission
engagement with civil society, MONUC and other international actors - namely communication,
involvement of local women’s NGOs and cooperation with the UN and other partners.

5.1 Communication with local population
5.1.1 Best practices from the three missions
EUFOR (2006) was the first ESDP mission to consult extensively with local women’s organisations,
facilitated by the appointment of the first-ever Gender Advisor in an ESDP mission. EUFOR’s strengths on
the ground included a very effective communication strategy supported by a “befriending” attitude with the
local population and inclusion of females in patrols. Marking the difference with MONUC personnel,
EUFOR would conduct patrols mostly on foot increasing their “approachability”, visibility and show of
resolve; when using vehicles these were operated at slow speed; the soldiers’ impeccable uniform and
display of arms combined with a friendly attitude (aided by the fact that EU troops could speak French)
35
have contributed to generating a sense of professionalism and credibility amongst the local population.
Street patrols also included human rights monitors and medical assistance for the population. As a result,
both men and women experienced an increased sense of security linked to EUFOR’s presence, confirmed
also by EUFOR’s handling of unrest in Kinshasa in August 2006. EUFOR’s objectives were also clearly
explained to the population through meetings and social patrols, marking a move in the local perceptions
from a “biased-westerner” operation to a “neutral-effective” one.36 In EUFOR RD Congo, the NGO RAF
(Réseau Action Femmes) aided the mission with contacts to local organisations, so that EUFOR personnel
would know who to contact if they met individuals subjected to sexual violence/rape. As previously
mentioned, a contact list derived from consultation with RAF, was permanently kept in the Joint Operations
Centre, meaning that the information from RAF could be accessed and used at all times.
For its part, EUSEC has organised several outreach activities on women’s rights and women’s legal rights
for the brigades of the DRC army, as well as with trainers in local organisations. When EUSEC meets with
the DRC military authorities, it ensures that discussions also take into account outcomes from analyses by
NGOs on protection of civilians.
5.1.2 Remaining Challenges from the three missions
At the end of EUFOR there was no communication vis-à-vis follow up to an abrupt end of the mission
mandate. For a week after the end of its mandate and before evacuation, EUFOR was not authorised to
use force in a proactive manner in spite of its continued presence on the ground, leaving the population
feeling insecure. A lack of strategies on visibility and harmonisation of communication with EUPOL and
EUSEC, meant that with the departure of EUFOR, the role of EUPOL and EUSEC was unclear. CIMIC
(civilian-military cooperation) initiatives were poorly funded and poorly coordinated with other local or
international initiatives, leading to short-term approaches that were more symbolic than substantial and did
not match the long-term needs of the local population.
Interviews with local women’s organisations indicate that EUSEC and EUPOL are not so effective in
communicating their gender objectives to local women’s organisations, who complain that after the
departure of EUFOR there was little continuity in terms of outreach by the two EU missions. Even though
EUSEC and EUPOL have only ~ 50 personnel each, compared to the ~2500 of EUFOR, a lack of
dissemination to the population by EUSEC and EUPOL of information on their role contributed to the
misunderstanding of the missions’ mandate and capacity.
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Author’s interviews with local civil society representatives, June 2007 and assessment from the Final Report on Gender Work inside
EUFOR RD Congo (see Annexes).
The point is well debated (see for example: Martin, Mary “Human Security in the Democratic Republic of Congo. The European
Union as a force for good?”, IPG 1/2008) and supported by author’s interviews with Congolese people on the ground in June 2007.
36
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5.2 Involvement of local women’s NGOs
5.2.1 Best practices from the three missions
The population feels that too many high level conferences are taking place and too little concrete action is
pursued in the field. Whilst money is being spent on high level initiatives, too little of it trickles down to the
beneficiaries. The conference held in Goma in January 2008 is seen as the last example of the endless
failure of the international community to put an end to hostilities. Women’s organisations were not a part of
this conference and the EUSEC/EUPOL Gender Advisor was also not able to be present. However, the
Gender Advisor was able to obtain information about the lack of women’s participation in the Amani
process and the declaration from women’s organisations deploring the low participation of women, was
distributed to some embassies in the DRC and EU partners – including the EUSR office, EUSEC and
EUPOL missions and the EC delegation in the DRC.
At the Round Table on DRC SSR organised by the government of the DRC in February 2008, civil society
lobbied for their representation at the Conference and a limited number of representatives were allowed. In
order to ensure that the concerns of women’s groups were taken into account, contacts of local women’s
groups working in the field were taken by the EUSEC/EUPOL missions’ Gender Advisor. The women’s
groups met to identify gender priorities for SSR and drafted a declaration on behalf of civil society. This
declaration was distributed to the presidents of the different working committees to be taken into account in
work on SSR. A specific working group on gender and human rights was created and presided by the
EUSEC/EUPOL Gender Advisor to facilitate their participation and to devise recommendations in these
areas and the women’s groups’ declaration was taken as basis for this work. The final recommendations of
the Round Table urged the concerned authorities to put in place internal structures for addressing gender
dimensions and to create units of the police and judicial sector specialised in protection of women.
Consultation with civil society representatives were held during and after the Round Table. The DRC
Minister of Gender also raised concern over gender issues and EUSEC together with the MONUC Gender
Office gave feedback to the Ministry in this process.
In terms of women’s access to justice, this is not explicitly included in EUPOL’s mandate but it could be
seen as part of the overall role of EUPOL in providing advice and assistance to Congolese authorities to
promote the rule of law. In this sense, the mission has demonstrated a willingness to take up initiatives
beyond the limits of its mandate. For instance, with regard to the Congolese 2006 law against sexual
violence, sensitisation and information activities on the law itself have been undertaken by EUPOL/EUSEC
with the following actors: future brigade commanders of the DRC military academy through their training
th
th
courses; military authorities; women in the 7 Brigade; medical personnel in the 7 Brigade; local military
churches; female police officers; and finally, during a half-day internal seminar for EUPOL in December
2007, with NGO lecturers on the implementation of the law in the DRC context.
5.2.2 Remaining Challenges from the three missions
With regard to specific gender issues, women’s organisations recognise that internationals (UN and other
donors, NGOs and agencies) engage in a lot of training and awareness-building activities. Nevertheless
even after this training is provided, local women now equipped with new skills are not called to put them
into practice and international NGOs are called to do the job that local organisations could do in their place.
This undermines the principle of empowering local women’s organisations and giving them increased
visibility.
Gender Advisors are a good innovation in ESDP missions. However, and due to budget restrictions and
scepticism towards ‘gender’, resources are not used to work with local organisations and especially to
finance local initiatives. (On a positive note and as a good practice, a first attempt is currently being made
with some funds donated by DFID UK to EUSEC to support local initiatives - see Box 3).
Interviewees in Kinshasa and Bunia have pointed out that resources need to be made available for many
activities but particularly for victim assistance programmes and initiatives designed to support women’s
access to justice. For example, as documented by Human Rights Watch, the EU coordinated the
REJUSCO Programme (Programme de Restauration de la Justice à l’Est de la République Démocratique
du Congo), which began with a very good track record in Bunia, due to a key element of the program being
to provide regular salaries to judges and judicial staff. As a direct result of this approach, the number of
cases processed by courts increased and the number of cases dealing with sexual violence increased
exponentially. When the programme was expanded 18 months ago to include Goma and Bukavu, the
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salary payment initiative was dropped, due to the policy that donors cannot finance services that should be
financed by the state. Although some flexibility was built into the programme to allow the payment of perdiems, removal of the payment system has led to a regression in the number of reported cases of sexual
violence.
Vis-à-vis women’s access to justice, local women’s organisations point out that a window of opportunity is
not adequately exploited by the EU and others in terms of facilitating women’s access to justice services.
The 2006 Congolese law against rape is not well known to women and there is difficulty with the practical
implications of improving access to justice. Possible solutions include the promotion of mobile judiciary
units to encourage better proximity to victims and the training of medical personnel to investigate and
report cases of sexual violence so that they can be certified in court.

5.3 Cooperation with UN and other partners
5.3.1 Best practices from the three missions
The UN mission, MONUC, is the largest mission in the DRC and all EU missions in the DRC have
interfaced with MONUC (Artemis to reinforce MONUC’s presence in Bunia; EUFOR to assist MONUC
during the electoral process; EUPOL Kinshasa to assist MONUC in establishing the Integrated Police Unit;
EUPOL RD Congo to advise on police reform in close coordination with MONUC and EUSEC to advise on
SSR in cooperation with MONUC).
Gender mainstreaming efforts emerged in the international presence in the DRC, when the Office for
Gender Affairs (OGA) of MONUC became operational in 2002. It currently consists of a senior gender
adviser, a gender affairs officer, two UN volunteers and two administrative personnel. The OGA works to
increase gender awareness in MONUC and women's participation in political life, peace and DDRRR
processes in the DRC through: training, research, sex-disaggregated data collection, networking and public
outreach. The OGA work on gender is twin-tracked: on the one hand within the mission it raises awareness
on gender and builds capacity of UN mission staff and mainstreams gender into their work. It also
disseminates information on gender issues throughout the mission based on UNSCR 1325 and UNSCR
1794 (2007).37 An innovative measure undertaken by OGA has been the adoption of a gender sensitive
checklist to assist military observers in their monitoring functions so that they see women as sources of
information and do not overlook groups that are less visible. On the other hand, the OGA also engages in
regular support for women’s capacity building and reaches out to women through MONUC’s Radio Okapi,
which explains to the general public the importance of having women involved in the country’s
reconstruction process.
In interfacing with the UN, EUSEC and EUPOL regularly communicate through their Gender Advisor with
the Coordinator for Sexual Violence in the UN Office of the DSRSG in DR Congo. Furthermore the two
missions are represented within the framework of the “Groupes Thématiques” – part of a poverty reduction
framework, headed by the responsible Ministry in the DRC - where sector policies are developed within
‘subcommissions’ by concerned ministries and donors. Sectors relevant to the EUSEC and EUPOL
missions and in which mission personnel engage with the DRC authorities, include: army reform; police
reform; justice reform; gender and sexual violence. EUSEC highlights gender concerns in the
subcommission on Sexual Violence and the subcommission on Gender. Apart from the Gender Advisor,
two EUPOL police experts are participating in the work on sexual violence and the “Expert Interpillier” – the
DRC interlocutor between the political processes in the DRC and advice on reform undertaken by the EU
missions. This gives the missions a possibility to influence the political level in the DRC to support gender
mainstreaming in SSR. Thus, as in the DRC there is such a complicated network of actors, EUSEC works
closely with the DRC Ministry of Gender, the UN agencies and DRC NGOs on the elaboration of national
strategies on sexual violence and gender.

37
UNSCR 1794, extending MONUC’s mandate to 31 December 2008, condemns sexual violence committed by all armed groups in
the DRC and welcomes the inclusion of gender equity in conformity with UNSCR 1325. Furthermore MONUC is mandated to develop
a global mission strategy to deal with issues of sexual violence in terms of prevention, protection and intervention in cases of sexual
violence, particularly through training and gender awareness building within the Congolese security forces, as well as report regularly
and extensively (“y compris au besoin dans une annexe distincte”), on any action undertaken in this respect, including with trends
analysis and concrete data.
http://daccessdds.un.org/doc/UNDOC/GEN/N07/655/73/PDF/N0765573.pdf?OpenElement
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At the field level, the UN and its agencies coordinate a Taskforce on Sexual Violence, coordinated by the
UN Special Advisor on Sexual Violence. EUSEC and EUPOL representatives participate in the Taskforce
to coordinate the training aspect and development of action plans on impunity and SSR. For example, four
EUPOL personnel are participating in the work as experts and within EUSEC, colleagues have participated
in local campaigns on sexual violence.

Box 4 – Gender micro-projects : Training of trainers & strengthening local capacity
With funding and support from DFID UK, in June and September 2008, EUSEC carried out two 5-day
sessions of trainings of trainers for leaders of women’s groups in the military camps. This project is linked
to the pilot project of “Women’s House” for alphabetisation and teaching of income-generating skills. The
trainings were on “Gender and organisational development” and “Project management”. 22 leaders (female
soldiers, wives and widows of soldiers) were trained, representing four women’s groups, three
“aumôneries” (protestant, catholic and kibwangiste) and the FARDC, in total covering 14 military camps of
the Kinshasa garrison. Between the two sessions, training on gender sensitisation and organisational
development was undertaken by all participants in their respective military camps. Several organisations
have carried out elections and revision of statues in order to comply with the democratic principles of an
organisation. A third session is to be held in November 2008 in order to follow up on the organisations’
elaborated gender micro-projects in the military camps. The project has also served to ensure a closer
cooperation between the women’s organisations and to put them in contact with invited women’s
associations from civil society. The project could possibly be expanded to other parts of the DRC. Apart
from the development aspect, the centre hopes to contribute to improving civil-military relations by inviting
community leaders as teachers and course participants. The project serves to strengthen capacities of the
local women’s committee of the Brigade to elaborate, plan and manage community projects.

5.3.2 Remaining Challenges from the three missions
A review by the Ministries of Foreign Affairs of Norway and the Netherlands in 2006,38 shows that the OGA
is very sidelined from the ordinary work in the mission as it is physically located in a different place and
removed from consultation with the Chain of Command. A recommendation would be to replicate the
ESDP mission structure of the Gender Advisor situated higher in the Command structure and part of the
Commander’s advisory team, in order to strengthen close coordination and gender mainstreaming. The
ESDP field mission structure in the DRC incorporating the Gender Advisor, is something that impresses
UN gender personnel.
Local security forces are heavily involved in GBV and persistent impunity remains a problem that is not
strongly addressed politically and in a coordinated manner by international actors, including the EU.
International action should focus more consistently on deterring and preventing sexual violence. It is felt
that many agencies pay lip service to this, but do not seriously engage in trying to stop GBV. In spite of
increased international attention, sexual violence has not ceased and women’s organisations39 wonder why
a 17,000 strong MONUC operation cannot prevent GBV from recurring. They thus question how the
financial resources are being used. Interviewees point out that coordination on the issue of sexual violence
continues to be a challenge. In spite of a massive increase in donors’ funds in the last 2 to 3 years, there is
still no coordination beyond ad hoc efforts. The main agency charged with coordinating the sexual violence
cluster in the UN is UNFPA (United Nations Population Fund), however its unsuccessful work record has
alienated many in the field and has led to tensions within UN agencies. Some of the criticisms include that
the UN agencies did not have the ability to mobilise political will, coupled with MONUC’s lack of mandate to
halt violations of humanitarian law. Further analysis is outside the scope of this study, but is recommended.
A number of international UN agencies and national and international NGOs are working in the DRC
against sexual violence; however the capacity of these agencies to provide protection to women is very
limited. Some of them offer military patrolling (such as MONUC) particularly in areas of conflict and where
forced recruitment of civilians is still ongoing. Nevertheless they do experience difficulties in identifying hot38
Ter Lak, Ingeborg et al. Multi Donor Report Gender MONUC.” Ministry of Foreign Affairs Norway, Ministry of Foreign Affairs
Netherlands, 2006.
39
Interview with Human Rights Watch on the phone September 2008 and “Mission Impossible” documentary on Panorama: BBC
One, Monday 28 April 2008,
http://www.bbc.co.uk/mediaselector/ondemand/accessibility/media/panorama/28apr08?bgc=FF3300&st=1&nbram=1&lang=en&nbwm
=1&bbram=1&ms3=6&ms_javascript=true&bbcws=1&size=16x9&bbwm=1
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spots for women and children’s security. ESDP mission personnel attempt to assist by directing children to
Save the Children offices to avoid SEA. In spite of the training efforts of MONUC, the EU (EUPOL and
EUSEC) and a plethora of donors (including the UK, France, the US and Belgium) to address issues of
sexual violence within the armed forces and the police, harmonisation of training practices remains a major
challenge.
Interviews on the ground indicate that whilst the local population is aware of MONUC’s and the UN’s efforts
to deal with issues of sexual violence – such as the Taskforce on Sexual Violence - they do not clearly
understand what EUPOL and EUSEC initiatives are.40 The local population also has the impression that
EUSEC implements SSR efforts with particular emphasis on DDR processes, with little priority afforded to
gender dimensions within these reform processes. Representatives from one women’s umbrella
organisation have complained that EUSEC and EUPOL have not clarified their role to women and how
they would take women’s perspectives into consideration, effectively creating a feeling of being sidelined.41
Assistance programs for victims of sexual violence are also not receiving due priority. When it comes to
EUSEC and EUPOL missions, victim assistance is not in their mandate although this aspect is indirectly
taken into account in the discussions of the DRC Committee on Police Reform (CSRP). With regard to
other international actors, local organisations point out that when it comes to victim’s assistance
programmes, there is a tendency for agencies to “do it alone” without associating and seeking synergies
with local women’s organisations. International NGOs tend to do the job that local NGOs could do (as for
many other areas of intervention) but when it comes to GBV, some women feel that they find it easier to
talk to fellow country-women rather than to foreigners (even if they are women); this is compounded by a
42
language issues particularly in remote areas. Thus they strongly advocate for a better integration and
harmonisation of international and local efforts.
Finally, several interviewees pointed out that in spite of the political, personnel and financial engagement of
many international donors - including the EU - in support of UNSCR 1325, in practical terms, international
action has failed to ensure an increase in the number of women involved in negotiation and reconciliation
processes. This was dramatically evident during the Goma conference and more generally in the peace
and security discourse where women are still largely absent. Local elections due to take place sometime
next year provide an opportunity for the international community to match that gap and support women’s
candidacy and election.
Recommendations derived from this analysis are in section 9.

40
41
42

Telephone interview with UN representative in Kinshasa, 16 September 2008.
Telephone interview with civil society representative, Kinshasa, 11 September 2008.
Telephone interview with local civil society representative, Kinshasa, 11 September 2008.
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6. Strengthening mechanisms to integrate a gender dimension
This study has reviewed best practice and remaining challenges in integration of a gender dimension into
ESDP missions – examining the institutional framework of mandates, accountability and resources and
well as ultimately how the mission is interfacing in the field. Determinants of who and what have also been
examined and this section now gives a summary of where the mechanisms need to be strengthened to
order to improve openings and attitudes to implementing UNSCR 1325, UNSRC 1820 and enhancing
gender mainstreaming.
Why gender is still treated as a thematic - Incorporating human rights and gender dimensions in
particular, are still seen as a ‘luxury’, despite being clearly included in recent Joint Action amendments as
the mission’s role. Confusion over the difference between human rights and incorporating a gender
dimension, as well as lack of understanding of what a gender dimension means, adds to the problem. This
is particularly the case in military missions, where there is still uneasiness at inclusion of a human rights
focus as it is considered by some to ‘dilute’ the mission. Hence the Rules of Engagement are still resistant
to incorporating human rights and gender elements. Enforcing pre-deployment training on gender and
creating an understanding of how gender awareness makes a mission more efficient operationally –
including at the highest levels of policy making and command in the field and Brussels - will address this
challenge.
Weak language and concretization - “Taking into account” and “consideration” of gender ‘issues’ does
not actually enhance understanding or effectiveness or implementation of gender perspectives or UNSCR
1325. In fact, it hinders it. Language such as ‘should’, ‘could’ etc, needs to be strengthened. Further, there
must be understanding and support of gender sensitivity at high levels in the EU. Arguably, there needs to
be a concrete long-term strategy rather than an EU Presidency focus every six months on a different
gender ‘issue’ or thematic.
Drafting policy and documents - The Council must prioritise strong language and must quote texts from
documentation already existing (11932, 12086, 14884) when providing drafts of Crisis Management
Concepts (CMC), Concepts of Operations (CONOPS) and Operational Plans (OPLANs). This action must
go beyond just inserting “refer to document x,y,z” or “refer to Annexes”, as then the text is not read nor
implemented. Other materials with concrete examples – such as the DCAF, OSCE/ODIHR, UN-INSTRAW
Gender and Security Sector Reform Toolkit and Genderforce’s Good and Bad Examples – lessons learned
from working with UNSCR 1325 in international missions, should also be integrated into policy and
documents.
Institutional work - There is no linkage between Commission efforts to create an EU Gender Action Plan
and work on incorporating gender dimensions in ESDP. The EU institutions must increase meetings and
sharing of documentation between Council Directorate General E (DGE8 and DGE9), the Human Rights
Unit, the Commission, personnel in the field and Brussels. Concrete examples of links to gender
dimensions on the ground must be provided in discussions and through creating a documented
organisational memory by those charged with lessons learnt reporting and those charged with giving
advice in pre-planning and planning stages. To facilitate this, resources for monitoring and evaluation must
be dedicated.
The Checklist (doc 12068) is taken too literally according to operative language. For example, discussions
with policy advisors in the Council revealed that unless gender dimensions in the area of operations were
identified, the operation would not consider gender as an ‘issue’. When pressed on how would a gender
dimension be analysed if assessment of a gender dimension was not mandatory, there was no answer (the
language in Council documents uses “should include a summary of gender related issues” and “fact finding
missions should, taking into account the purpose of the mission, consider meeting with local women’s
organizations”). This problem is further exacerbated in that specific documentation for a mission only refers
to EU policy documents on gender (eg 14884, 12086 or 11932) without re-quoting the text.
Section 8 gives a useful 2-page lift out for policy makers and ESDP mission Command and personnel with
practical examples of what constitutes a ‘best practice’ and remaining challenges in implementing a gender
dimension in ESDP missions in the DRC. Section 9 then elaborates upon the above discussion on
strengthening mechanisms as concrete recommendations for all the EU actors.
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7. Conclusion
From this study, unique and innovative best practices were found in incorporating a gender dimension into
ESDP missions in the DRC. These were interlocked however with some remaining challenges that indicate
that the EU must commit a lot more resources - both financial and human - to implementing a gender
dimension, UNSCR 1325 and UNSCR 1820 throughout its action in European Security and Defence
Policy. There remains also a problem of resistance and scepticism on the ‘value’ of integrating a gender
dimension in missions.
Section 9 on recommendations provides succinct suggestions derived from the analysis of this study on
the ‘who, what and how’ needs to be addressed to succeed in overcoming the remaining challenges and
perpetuating the best practices.
Much additional information is included in the Annexes, including examples of mission gender reports/work
plans and activities, inclusion of gender language in mission Joint Actions, EU documents and other
resources. We highly encourage you to use this resource in revisions of EU documents, furthering
understanding and awareness of what ‘gender’ means and as illustrations of how incorporating a gender
dimension furthers the efficacy and operational effectiveness of ESDP missions.
To follow-up from the French EU Presidency and UNIFEM Conference on the 10th October 2008 in
Brussels on Implementing SCR 1325 and 1820 in EU missions: Improving immediate and long-term
security for women, which included the Executive Summary of this paper, EUSEC/EUPOL and UNIFEM
are organising a conference in Kinshasa on 4 December 2008, together with a civil society network, to
discuss gender mainstreaming in SSR processes. The conference will discuss 1) security forces in DRC
and 2) implications of SSR for civil society, with a targeted number of expert key actors from the DRC
authorities, European Embassies in the DRC, NGOs and civil society.
Authors’ note:
Since editing this report, several developments in the EU have been undertaken – notably in
December 2008. These include documents43 which have incorporated some of the
recommendations from this report as well as the 10 October 2008 conference:
(17 Dec 2008) Conclusions of the Employment, Social Policy, Health and Consumer Affairs Council on
the review of the implementation by the Member States and the EU institutions of the Beijing Platform for
Action – Women and Armed Conflicts, including a set of 4 quantitative indicators prepared by the French
Presidency.
http://www.consilium.europa.eu/uedocs/cms_Data/docs/pressdata/en/lsa/104821.pdf
(8 Dec 2008) Council Conclusions on EU guidelines on violence against women and girls and combating
all forms of discrimination against them
http://www.consilium.europa.eu/ueDocs/cms_Data/docs/pressData/en/gena/104617.pdf
(3 Dec 2008) Implementation of UNSCR 1325 as reinforced by UNSCR 1820 in the context of ESDP
(doc 15782/3/08 Rev 3)
A review and replacement of the former documents 11932/2/05 and 12068/06.
(1 Dec 2008) Joint Commission and Council document ‘Comprehensive approach to the EU
implementation of the United Nations Security Council Resolutions 1325 and 1820 on women, peace and
security’ (doc 15671/1/08REV 1)
The document aims to set out a common EU approach to the implementation of UNSC Resolutions 1325
and 1820. It also seeks to ensure that the EU's external actions are shaped to protect women from
violence and that they contribute to increased equality between women and men during and after armed
conflict. The document outlines common definitions and principles, and includes a series of specific
measures to improve coherence and continuity in the EU’s crisis management initiatives and development
work. http://register.consilium.europa.eu/pdf/en/08/st15/st15671-re01.en08.pdf

43

Gya, Giji, 'Listing of Gender Peace and Security Documents – January 2009 Rev1. ISIS Europe. http://www.isis-europe.org/index.php?page=gender
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8. Highlighted best practices and remaining challenges
Given the limited understanding of the gender dimension, restricted mission mandates, vast geographical
coverage, small number of personnel and others factors beyond the mission’s control (such as decisions
by Congolese authorities), from the study, the following concrete examples of best practices and remaining
challenges have been identified. They demonstrate successes and challenges in implementing a gender
dimension and 1325 in ESDP missions in the DRC, which directly affect the local population.

Best practices

Policy phase – gender expert (Checklist doc 12068 Point
IV, Force Generation/Calls for contribution)
The recent extension of the mandate to the East automatically
included a role for a Gender Advisor due to widespread GBV in
the area. The position has already been advertised (see

Implementation phase – Addressing GBV (Checklist
doc 12068 Point V)
In EUFOR RD Congo, RAF (Réseau Action Femmes) identified
local organisations that EUFOR personnel could contact if they
met individuals subjected to sexual violence/rape. A list was
permanently kept in the Joint Operations Centre, ensuring that
the information from RAF could be accessed and referred to at all
times.

Consultation with civil society (Checklist doc 12068 Point V)
At the Round Table on DRC SSR organised by the DRC government in February 2008, civil society lobbied for
representation and a limited number subsequently participated. The women’s groups met to identify gender
priorities for SSR and drafted a declaration on behalf of civil society, which was distributed to the presidents of
the different working committees to be taken into account in work on SSR. A specific working group on gender
and human rights was created and presided over by the EUSEC/EUPOL Gender Advisor to facilitate civil
society participation and to devise recommendations in these areas; the women’s group declaration was taken
as a basis for this work. The final recommendations of the Round Table urged the concerned authorities to put
in place internal structures for addressing gender dimensions and to create units of the police and judicial
sector specialised in the protection of women. The DRC Minister of Gender also raised concern over gender
issues, and EUSEC together with the MONUC Gender Office gave feed-back to the Ministry during this
process.

Conduct phase – Interaction with civil society: Communication and outreach (Council
Conclusions doc 14884: para 4; Checklist doc 12068 Point V)
EUFOR was the first EU operation to consult extensively with local women’s organisations, facilitated by the
appointment of the first-ever Gender Advisor in an ESDP mission. EUFOR’s strengths on the ground included
a very effective communication strategy supported by a “befriending” attitude with the local population and
inclusion of females in patrols. EUFOR would conduct patrols mostly on foot, thereby increasing their
“approachability”, visibility and show of resolve; when using vehicles these were operated at slow speed. The
soldiers’ impeccable uniforms and display of arms combined with a friendly attitude (aided by the fact that EU
troops could speak French) have contributed to generating a sense of professionalism and credibility amongst
the local population.1 Street patrols also included human rights monitors and medical assistance for the
population. As a result, both men and women experienced an increased sense of security linked to EUFOR’s
presence, confirmed also by EUFOR’s handling of unrest in Kinshasa in August 2006. EUFOR’s objectives
were also clearly explained to the population through meeting and social patrols, marking a move in the local
perceptions from a “biased-westerner” operation to a “neutral-effective” one.

Lessons Learnt – Database (Checklist
doc 12068 Point VI)

The EUMS ELMA database provides a very
logical, user friendly and systematic approach
to collecting and following up lessons learnt.
Lessons observed from EUFOR RD Congo are
stored in this database and accessible by
EUMS and available on SOLAN V2
workstations for DGE8, DGE9 and CPCC on
request.

Implementation phase – Relevant advice with a
gender dimension (Checklist doc 12068 Point V)
In a Gender Review given by EUSEC Gender Advisor to
the Congolese Army, it was noted that the local female
soldiers were registered incorrectly. Consequently,
married women and their children did not receive the
same benefits as their male colleagues. As a result of
this report, the Congolese authorities fixed this anomaly.
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Remaining Challenges
Pre-deployment phase – Training (Checklist
doc 12068 Point VI)
Pre-deployment training is the responsibility of EU
Member States. This results in a lack of
standardisation and consistency - and sometimes an
absence altogether - of gender training. Hence there
is also no interoperability in missions (as they consist
of personnel/troops from different member states) on
integrating gender dimensions.

Implementation phase – Lack of resources
(Checklist doc 12068 Point IV not strong
enough)
Policy phase – Policy
(Checklist doc 12068)

too

weak

The Checklist does not call for a dedicated
gender advisor until the CONOPS stage (p4).
This defies recommendations to assess gender
dimensions from the very first fact-finding
phase.
Further, the job description for a Gender
Advisor for EUSEC/POL (see Annexes) does
not include the sentence as recommended in
the Checklist: "The EU strives for an improved
gender balance in ESDP operations, in
conformity with UNSCR 1325. The General
Secretariat (Head of Mission/The Operation
Commander) encourages Contributing States
and European Institutions to take this into
account when offering contributions".

The Gender Advisor for EUSEC and EUPOL RD
Congo effectively splits her time between the two
missions. There is no budget line for gender projects
to improve the gender dimension within the missions
or for gender activities targeting the local population.
Any gender specific activities would require
additional resources from EU Member States.

Conduct phase – Weak interfacing between
Brussels policy and guidelines in the field
(Checklist doc 12068 Point V)
There are no EU guidelines, outline of reporting,
structured framework or expectations/follow up to
guide the mission Gender Advisors in the field.

Generic Standards of Behaviour
Sexual relations: SEA – A security
issue for missions
(Checklist card should be developed with
the following points)
Engagement in SEA or prostitution (based on
UN definitions) damages the credibility of the
mission’s work (and undermines European
gender equality and more progressive work on
gender) and can cause harmful reinforcement
of economic prostitution, denigration of women,
exploitation of girls, sex trafficking and
community tensions. Zero tolerance (on and off
duty) should be pursued in ESDP missions.
The Code of Conduct that personnel are
required to sign only includes aspects of the
country culture and risks and does not contain
a moral or ethical dimension.

Monitoring and evaluation (Checklist doc
12068 Point IV too weak and needs M&E entry)
In regards to monitoring and evaluation, at present
there are very weak procedures in place and no
serious detail or dissemination of lessons learnt
reports from EUFOR RD Congo.
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9. Practical Recommendations: who, what, how and when
What is still lacking to fully integrate a gender dimension within the EU and into EU work?
1) Dedicated gender expertise
• Many gender advisors/staff part-time or are double/triple-hatted.
• Related to the former: dedicated financial and human resources.
• Need for an EU gender policy.
2) Gender balance - aspects of gender “mainstreaming” not being implemented:
• Women in decision-making positions/high levels.
• Member States putting forth female candidates for positions.
• Member states putting forth gender advisors – which can also be men.
3) Understanding gender as a dimension, not an “issue”
•
Need for constant reference to a standard definition.
•
Standardised training on gender, mandatory at all levels.
•
Consistent high level support.

These three main aspects can be addressed in ESDP missions through the following suggestions listed
under substantive areas - in the EU institutions; in missions; in the DRC - with time-framed and mission
specific suggestions within these areas.
(Throughout the paragraphs in the recommendations, actors are underlined, important actions are in
green bold.)

9.1 EU institutions – serious action for the EU, if wish to fully implement gender
mainstreaming in ESDP missions
Policy
Box 5 – Developing a gender policy



DGE9 (Directorate, Civilian Crisis Management, General Secretariat of the Council of the EU)

and CPCC (Civilian Planning and Conduct Capability, Council of the EU), EU Military Staff and DGE8
(Directorate, Defence Aspects, General Secretariat of the Council of the EU), in conjunction with HR
Unit and with input from Commission EU Gender action plan to create an EU gender policy specific to
ESDP missions (military and civilian-military conceptualised) and follow-on EU Commission activities in
conflict and post-conflict situations.
EU Military Staff, DGE8 (Directorate, Defence Aspects, General Secretariat of the Council of the EU),
DGE9 (Directorate, Civilian Crisis Management, General Secretariat of the Council of the EU) and
CPCC (Civilian Planning and Conduct Capability, Council of the EU), to develop an ESDP concept
(including a military concept that can stand alone) for gender for integrating gender dimension (1325
and 1820) into ESDP military and civilian-military operations, including a doctrine and standardised
trainings. Mission Gender Advisors should be a “Primary Augmentee” (i.e. first to be deployed) to an
operation.

Directors/Heads of Civilian Planning and Conduct Capability, Council of the EU, EU Military Staff,
(EUMS) and Human Rights Unit to continue to instigate and fully support a value culture of applying
a gender dimension in operations. EUMS has to mainstream gender into its own work both from a
gender and women’s human rights perspective (as per UNSCR 1325 and 1820), as well as from an
operational effectiveness perspective of a gender dimension making missions more effective.
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Inclusion of men. Incorporating a gender dimension is not the work of females, men must also actively
participate. More men need to be seen to be implementing a gender dimension. A gender dimension is
also about men as actors for change in attitudes to gender, not just women.
Gender awareness (attitudes/documentation)
Crisis Management Concept (CMC), Concept of Operations (CONOPS), Operational Plans (OPLANS),
Joint Actions (JA) - Gender dimension and lessons observed to be explicitly explained and related to
operational paragraphs of UNSCR 1325 and also UNSCR 1820 (with more detail than “consideration of
gender issues” or referring to UNSCR 1325/Council Checklist doc 12968/06) and incorporated into
document. Documents just ‘referred to’ are unlikely to be read. Include concrete wording from already
existing documentation (CONCLUSIONS of the General Affairs and External Relations Council
(GAERC) of the Council of the European Union Secretariat document (14884/1/06 Rev1) on promoting
gender equality and gender mainstreaming in crisis management; Checklist on 1325 and gender for
ESDP operations (12068/06); Implementation of UNSCR 1325 in the context of ESDP (11932/2/05
Rev2) and Generic Standards of Behaviour in ESDP Operations (8373/3/05 Rev3) in
CMC/CONOPS/OPLAN/JA.
Council to make EU policy and documents on gender (Checklist on 1325 and gender for ESDP
operations (12068/06); Implementation of UNSCR 1325 in the context of ESDP (11932/2/05 Rev2) and
Generic Standards of Behaviour in ESDP Operations (8373/3/05 Rev3) available in all 27 EU languages
to assist Member States, ESDC and Gender Advisors with pre-deployment and in mission training.
Alternatively, the Handbook on Mainstreaming gender and human rights into ESDP – compilation of
relevant documents (which contains the above documents) should be made available in all 27
languages. (At the minimum, all gender/HR documents should also be in French to assist in the
DRC (they only exist in English).
Gender Expertise/Advisor
Council General Secretariat in consultation with Commission to create a list of gender experts that the
Council/Member States can call on for rapid fact-finding missions, to contribute to Crisis Management
Concepts/Concept of Operations (CONOPS) and force generation. The gender experts should
additionally have expertise in the country/cultural context. This is to fill the gap before Gender Advisors
are appointed at the later Operational Plan (OPLAN) phase.
Appoint Gender Advisor early on and include her/him fully in planning process.
Working Groups in the EU Institutions
EU Secretary General/High Representative to create a formal EU gender working group (EUGWG) to
increase ESDP/Community interface in Brussels.
To be composed of staff already working on gender across all departments: Council: DG 8, DG 9,
EUMS, ESDP mission Gender Advisors, Human Rights Unit in Brussels and Geneva and EUSRs.
Commission: DG External Relations, DG Development, DG Employment, social affairs and equal
opportunities, ECHO, AIDCO, Stability Instrument (SI).
The proposed Working Group to be housed in their competencies (i.e. still within their current staff
position in the EU institutional structure) but should meet weekly/fortnightly in Brussels (with video link
for Gender Advisors) to discuss field developments and strategy.
In addition, they should meet bi-monthly with CivOpsCdr of CPCC and the EU SG/HR PR on Human
Rights and bi-annually with the Head of the Cabinet Policy Unit and/or EU SG/HR, Commissioner for
External Relations, EU Presidency (Ministers of Defence and Foreign Affairs (plus Minister for Gender if
the position exists)), Heads of Missions and interested high-level Ministers from EU Member States.
Policy Unit of EUSR/HR and GAERC to then form a working group between EUGWG and country
desk officers in Council/Commission.
Monitoring and Evaluation
Collation on the internet of all gender relevant information and useful documents (11932, 12086,
14884; Handbook on Mainstreaming gender and human rights into ESDP – compilation of relevant
documents; Generic Standards of Behaviour, Gender Advisor lessons and plans; EUFOR RD Congo
report; Commission DDR action plan; member state National Action Plans; links to UN/academic (EU-
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ISS)/NGO resources; UNSCR 1325&1820, onto one webpage with user friendly access. To be
undertaken by Human Rights Unit and Council Directorates DGE8 and DGE9.
Developing Monitoring and Evaluation (M&E) – should be pursued in institutional departments, then
further collation could be tasked to the Gender Equality Institute (currently being set-up, based in Vilnius,
budget 52.5 million euro 2007-2013) on gender implementation in ESDP and external relations,
including through use of :
•
the developed gender indicators under the French EU Presidency.
•
ELMA (EUMS EU Lessons Management Application) in DGE8 (Directorate, Defence Aspects,
General Secretariat of the Council of the EU)
•
Lessons learnt documents/ Lessons learnt databases (currently being developed) in DGE9
(Directorate, Civilian Crisis Management, General Secretariat of the Council of the EU)
Once GEI staff established, meet with gender focal points in: DGE8, DGE9, Human Rights Unit,
Commission DG for External Relations (Relex) to agree on work plans and standardisation of
implementation, sharing and communication.

9.2 In Missions
Policy
Gender awareness (attitudes/documentation)
ESDP Military Operations must work with gender mainstreaming during all phases of the operation,
and it is especially important to start early and include a gender dimension in the fact-finding phase and
the Force Generation Conference.
Heads of Mission/Commanders/Senior level mission recruitment
PSC, PMG and EUMC when undertaking appointment process of high level mission personnel and
Command, should use criteria for candidates that they have undergone gender training or gender
coaching as a minimum qualification for appointment. Those Commanders and Heads of Mission that
have undertaken gender training should receive merit in consideration for appointment.
GAERC to recommend to EU Member States that gender training is included in national curricula for
higher level command courses. Recruitment for ESDP missions should follow a similar requirement such
as for UN and NATO operations, such that before deployment, senior personnel must attend an officer’s
course, and this course should include gender training.
GSB, SEA/GBV
Zero tolerance
Council (GAERC), EU Military Committee (EUMC) and Civilian Planning and Conduct Capability
(CPCC) adoption of a zero tolerance policy towards sexual exploitation and abuse (SEA) and gender
based violence (GBV) by mission personnel, on and off duty. Use of ‘local girlfriends’, prostitution or
exchange of favours for sexual services can harm mission and EU integrity as well as perpetuate
trafficking and economic prostitution in the DRC. Also security risks of leaking of confidential intelligence
and transmission of AIDS. Respect for the integrity of the local community and doing no harm must be
the utmost priority – similar to the concept of the Hippocratic oath – first do no harm.
Member States should provide paid return flights home for personnel for R&R when deployed for long
periods of time.
Council to create a specific one page aide memoire on reasons for zero tolerance (above) to assist
Head of Mission in explaining and maintaining policy with personnel.
Member States to agree in a Council Conclusion to have a common approach on zero tolerance and
addressing and stopping Sexual Exploitation and Abuse. The EU should use the example of the UN
system and create conduct and disciplinary teams to undertake investigation of SEA in missions.
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Vetting
Head of Mission to ensure information on perpetrators of gender crimes, SEA, GBV, violation of
standards of behaviour, is shared with the UN, OSCE and member states so that the same people are
not “recycled” for different ESDP, peace support or peacekeeping operations.
Link with international action
The Military Command and Human Rights Unit to strategise and link with international actors on action
that ESDP missions can undertake to address use of GBV and rape as a weapon of war in the DRC.
UNSCR 1820 needs to be included in policy documentation and implementation.
Gender balance in recruitment /Job Descriptions
Council General Secretariat to be responsible for ensuring that recruitment advertisements for Gender
Advisors for ESDP missions reach both civilian and military recruiters in member states.
Working Structure
In larger ESDP missions, rather than just a Gender Advisor, a Gender Unit should be created in the
office of the Head of Mission/Commander.
Increase ESDP/Community interface on the ground: formalise a system of information sharing and
consultation between ESDP mission representatives and EU delegation; involve local head of EC
Delegation in consultations for mission planning and for mission implementation.
Gender Advisor
The Gender Advisor should have a clear counterpart in Brussels, a process which could be facilitated
by strengthening the DGE8 (Directorate, Defence Aspects, General Secretariat of the Council of the
EU), DGE9 (Directorate, Civilian Crisis Management, General Secretariat of the Council of the EU)
gender focal points (by allowing them more time dedication and development of gender expertise) as
Brussels-based counterparts for the mission Gender Advisor.
•
Gender focal point from the equivalent DG of the Council (DGE8 for military missions and DGE9
for civilian missions) should join the Gender Advisor during deployment to strengthen common
knowledge of the situation.
•
Missions should have both a field-based (Field Head-Quarters) and Brussels/Operations-based
(Operational Head Quarters (for military missions)/ Civilian Planning and Conduct Capability (for
civilian missions)) Gender Advisor.
•
Rather than a dedicated EU Gender Advisor for the EU – which risks sidelining a gender
dimension from daily work - gender work should mainstreamed throughout staff (EU Military
Staff, DGE8 (Directorate, Defence Aspects, General Secretariat of the Council of the EU), DGE9
(Directorate, Civilian Crisis Management, General Secretariat of the Council of the EU) and CPCC
(Civilian Planning and Conduct Capability, Council of the EU)) and country desk officers. Thus
gender mainstreaming through an across-the-board awareness raising, would support the
dedicated Gender Advisors who work in missions.
•
Gender Advisor to brief the Council on Open Days.
•
The EUMS Director-General and the Civilian Operations Commander (CivOpsCdr) of the Civilian
Planning and Conduct Capability (CPCC) should recommend to the EUSG/HR, appointment of a
Gender Advisor to the EUMS DG’s and CivOpsCdr CPCC’s office.
Pre-deployment Training
Training to be conducted prior to deployment to ensure integration of a gender dimension into the
culture of the mission.
Standardise gender training
Member States to agree on ESDC as a focal point and body for standardising and harmonising training
on gender. ESDC to liaise with OSCE on standardisation.
ESDC to be given substantial funding to enable a stronger secretariat and the ability to conduct
training courses without relying on host institutions. This will concretise a standardised curricula/content
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for gender training. Training must provide contextual, simple and practical examples to enhance
understanding of what a gender dimension is.
Use expert advice from Gender Advisors to ESDP missions; make use of gender training materials
such as: UN Peacekeeping training material, the Hungarian Gender and ESDP Course in 2006,
DCAF/UNINSTRAW/OSCE Gender and SSR toolkit, training materials developed in mission by Gender
Advisors, the Final Report on Gender Work inside EUFOR RD Congo, Genderforce Good and Bad
Examples – lessons learned from working with UNSCR 1325 in international missions, and lessons
learnt from missions (materials in Annexes).
ESDC to develop a gender-specific module for ESDP and share it with Member States and encourage
them to use it from initial training stages, in order to harmonise and create interoperability of a gender
dimension in missions for troop contributing states.
High-Level training mandatory
All Heads of Mission and higher level Command in EUMS to undergo gender coaching through a
mentoring coach program (for example see the Genderforce coaching programme in the Swedish
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Armed Forces and Swedish Police ).
Training targets
Training to respond to the double objective of making the operation more effective AND increase its
relevance for local actors. That is, to include elements such as: approaching local population;
intelligence gathering in a gender-sensitive manner; handling cases of SEA; cultural sensitivity in gender
terms etc. BUT ALSO: how to support local initiatives; how to strengthen local women’s visibility; how to
harmonise with local government-led gender initiatives such as contributing to NAPs on UNSCR 1325;
implementing UNSCR 1820 and gender -awareness campaigns.
Training in situ
Mandatory
Although there is mandatory requirement for security training, (see for example Article 14.4 of Council
Joint Action 2008/38/CFSP of 20 December 2007 amending and extending Joint Action
2007/405/CFSP), given the crisis of GBV in DRC, there should be mandatory gender training as well.
Reinforcing
Pre-deployment Training and in-mission training must be reinforced for enhanced awareness and
reaffirmation. Standard training developed for the mission context to be planned for and conducted by
mission Gender Advisor at regular (1 month) intervals.
Consultation
Interfacing during mission
Gender Advisors from all ESDP missions to form a task force to create a template for Gender Work
Plans for a) military missions b) civilian missions c) SSR missions d) rule-of-law missions. Task force to
develop strategic recommendations.
Visits from Council to Field Head Quarters (FHQ) or Operational Head Quarters (OHQ) should include
interfacing of Gender Advisors between competences (i.e. between Gender Advisors in mission and
gender focal points in DGE8 (Directorate, Defence Aspects, General Secretariat of the Council of the
EU), DGE9 (Directorate, Civilian Crisis Management, General Secretariat of the Council of the EU) and
CPCC (Civilian Planning and Conduct Capability, Council of the EU)).
Monitoring and evaluation (including reporting) during mission
Reporting to EU Brussels
Field Head Quarters (FHQ) to send a copy of weekly, monthly and yearly gender reports to Operational
Headquarters (OHQ) for military missions and Civilian Operation Commander of the Civilian Planning
and Conduct Capability, Council of the EU (CPCC) for civilian missions, which are to be presented to the
Political and Security Committee (PSC) and on request to the European Parliament.
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Good and Bad Examples – lessons learned from working with UNSCR 1325 in international missions. Genderforce, Sweden.
www.genderforce.se
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The PSC to instruct clearly that reports are to be sent to the appropriate staff in EU Military Staff/
DGE8 (Directorate, Defence Aspects, General Secretariat of the Council of the EU), DGE9 (Directorate,
Civilian Crisis Management, General Secretariat of the Council of the EU), Human Rights Unit of the
Personal Representative for Human Rights and gender focal points in other sections of the EU
institutions. (An automated structure may need to be created to ensure this). In yearly and end-ofmission reports, the gender sections should be shared by the PSC (after removing (only) military
sensitive material) with Council: country desk officers, DGE8 and DGE9 staff, and Commission: DG
RELEX gender focal points, DG DEV gender focal points, desk officers (Country Strategy Papers),
Stability Instrument staff, ECHO, AIDCO.
Reports to include indicators of number of trainings provided, sex-disaggregated mission personnel
statistics, awareness of gender amongst mission personnel and work with locals on a gender dimension.
Field Head Quarters (FHQ) to send ‘flash’ reports to Political and Security Committee (PSC) of
significant developments regarding gender mainstreaming/on GBV and PSC to send to the abovementioned actors.
EUSR and EU SG/HR Personal Representative for Human Rights to visit the field on deployment of
missions and report back on gender mainstreaming to the Political and Security Committee and DGE8
(Directorate, Defence Aspects, General Secretariat of the Council of the EU), DGE9 (Directorate,
Civilian Crisis Management, General Secretariat of the Council of the EU) and CPCC (Civilian Planning
and Conduct Capability), Council of the EU.
Briefing PSC/PMG/CIVCOM/EUMS
Gender Advisor to brief the Political and Security Committee (PSC), Politico-Military Group (PMG) and
Committee for Civilian Aspects of Crisis Management CIVCOM (as was done with Chad in June 2008)
and to preface the briefing through distribution of a short report to Member States via the PSC.

9.3 Within the DRC
Accountability to local population
Head of Mission (HoM)/press officer to clarify lines of responsibility of the missions with local population
in DRC.
HoM/press officer to communicate disciplinary actions to local population victims of forces’
abusive/negligent behaviour.
HoM to include in the gender reports indicators of changed local attitudes.
Political and Security Committee to propose an EU, as opposed to national, compensation system for
victims of EU forces’ abusive behaviour.
Addressing GBV
Commission to support EUSEC programmes for containment for ex-combatants to minimise security
risks to population during DDRRR.
Commission to provide support to EUPOL in advising DRC authorities on creating visibility of punitive
measures against GBV.
Supporting local population
Stability Instrument to provide support to participation of women in conflict resolution and microprojects under-taken by EUSEC to assist local women.
EUSR office to coordinate information campaign to educate the population on the role of EUSEC/POL.
Consultation - database
Council to compile database of contacts of local contact points for women’s
associations/organisations/groups and NGOs working on gender aspects/GBV from Gender Advisors of
missions. Database should also include information on the local gender context. This information will
then be ready to pass onto other EU actors now as well as in the future.

9.4 Lessons Observed
Dissemination & organisational memory
Heads of EUMS, CPCC to institute organisational and member states’ memory of gender
experiences through mandating a set number of staff in each department with maintaining records and
for these to be shared across departments.
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EUMS: lessons observed and entered into the EUMS Lessons Management Application (ELMA)
database to be relayed to HR Unit and CPCC Civilian Commander, gender focal points and desk
officers (or a notice sent that they are available) once information on “improvement action” on gender
completed.
Member States to utilise and/or develop National Action Plans (NAPs) on UNSCR 1325 to assist in
implementing a gender dimension and to record best practices and lessons learned.45

9.5 Follow-up
Investigate mechanisms – such as the Stability Instrument - to address two important phases in the
medium and long-term perspective. Firstly, working on gender lessons learnt during the mission and
secondly, addressing the transitional gap between an ESDP mission ending and the Commission
programming following on related activities (in the case of DRC, gender dimensions of DDRRR and
SSR)

45

Links
to
1325
NAPs
are
available
in
the
“Gender
peace
and
security
documents”
resource,
at http://www.isis-europe.org/index.php?page=gender . Analysis and comparison of existing EU NAPs is available in the Annexes of
Enhancing the EU response to women and armed conflict with particular reference to Development Policy, Study for the Slovenian
Presidency of the EU. ECDPM: 2008. http://www.mzz.gov.si/fileadmin/pageuploads/foto/0803/WAC_study_-_final-zenske.pdf
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Annex 1 - Methodology
The study has been carried out on the basis of an extensive review of the existing literature and policy
documents (see Annex) as well as extensive interviews with policy makers, military representatives,
Council of the EU, European Commission, European Parliament, NGOs, women’s advocacy and human
rights groups - held in Brussels, Stockholm and on the telephone with actors based in Kinshasa and Bunia.
Collaboration with UNIFEM in Brussels has proved extremely fruitful to coordinate the work with the
consultants as well as for providing contacts with practitioners.
It has resulted in this document, where the three areas of focus have been developed based on a
collection of best practices and remaining challenges. The recommendations provided intend to both help
update existing EU policy documents and provide very practical guidance as to what directions the EU
should consider taking when implementing a gender dimension in its ESDP operations.
The authors are warmly grateful to all the people interviewed and recognise that this document is as much
the result of their openness and generosity with information as of their work.

Interviewees
The information and examples in this report are collated from a literature review, reports from NGOs, 2
weeks of interviews with HoM, EUSR, PRHR, staff from the Council of the EU, European Commission,
European Parliament, MEPs, EC delegation in DRC, representatives of the 27 EU member states in policy
and military capacity, UN, MONUC, ESDP mission personnel, NGOs in Brussels, DRC and civil society in
DRC. The interviews were conducted in September and October 2008.
Aristi, Daniel, DGE9 - Civilian Crisis Management, Directorate-General E, Council of the EU
Axmacher, Susanne, Former Gender Advisor, OHQ Paris EUFOR TCHAD/RCA
Bergmanns, Annicq, Assistant to the General Director Human Resources, Belgian Military Defence Forces
(and President of Committee of Women in NATO Armed Forces)
Bergman Nathalie, Gender Advisor, EUFOR Althea, Bosnia and Herzegovina
Bolte, Pia, Former Political Advisor NBG OHQ, Ministry of Foreign Affairs Sweden
Bouchebouba, Leila, Civilian Missions EC Delegation, European Commission
Cigler, Mirko, PSC Representative, Permanent Mission of Slovenia to the EU
Cody, Veronica, Head of Unit Policy Planning Concepts/ESDP in Africa, Council of the EU
Superintendent Custodio, Adiliio, Head of Mission EUPOL RD Congo
Dahrendorf, Nicola, Senior Adviser/ Coordinator for Sexual Violence Office of the DSRSG, UN
Dejoue, Gerard, DGE8 - Defence Aspects, Directorate-General E, Council of the EU
Djoli, Jacques, Sénateur, Vice Président de la Commission Défense Sécurité et Surveillance des
Frontières, RDC
Dozcy, Michael, Senior Advisor, ESDP Policy Unit, Cabinet of EU SR/SG Council of the EU
Eggert, Dorota, Administrator, Desk Officer, Gender, HR and Children, DGE9 - Civilian Crisis
Management, Directorate-General E, Council of the EU
Brigadier-General Engelbrektson, Karl, Op and Force Commander NBG Personnel, Nordic Battle Group
Dr Eriksson Baaz, Maria, Researcher working with Diakonia DRC, Gothenburgs University
Falk, Agneta, Kvinna till Kvinna
Femea, Christianne, Gender Focal Point ESDP Operations, European Commission
Gomes, Ana, MEP, Vice Chair Security and Defence Subcommittee, European Parliament
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Hagemann, Katrin, Management Support to the CivOpsCdr, Civilian Planning and Conduct Capability,
General Secretariat, Council of the EU
Hildesley, Tim, EU Military Staff, Council of the EU
Horváth, Katalin, PMG Representative, Permanent Mission of Hungary to the EU
Hume, Kenneth, Operations and Exercises Unit, DGE8 - Defence Aspects, Directorate-General E, Council
of the EU
Colonel Ihlis-Alm, Hans, Commander SOF, Swedish Armed Forces
Isaksson, Charlotte, Gender Advisor Swedish Armed Forces and NBG OHQ (Former Gender Advisor
EUFOR RD CONGO), Swedish Armed Forces
Jufors, Madeleine, former Gender Advisor Nordic Battle Group FHQ ISAF PRT MES SWAF/NATO
Kande, Monique, Programme Director (Previously senior gender expert at the office of the SRSG for the
Great Lakes Region) Centrale d’expertise de renforcement des capacites et de transfert de
performance (CERC-TP)
Kionka, Riina, Personal Representative of the EU SR/SG on Human Rights, Human Rights Unit, Council of
the EU
Krumova, Theodora, Gender Advisor, Gender and Human Rights Unit, EULEX Kosovo
Laas, Juri, Political and Communications Advisor, EULEX Kosovo/Brussels
Larsson, Monica, Gender Advisor, OHQ Paris EUFOR TCHAD/RCA
Leinonen, Katariina, Human Rights and Gender RELEX A2, European Commission
Lhado, Sara, Kvinna till Kvinna
Lusenge, Julienne, SOFEPADI (societe civile a l’est de la RDC)
General Michel, Jean-Paul, Head of Mission, FHQ EUSEC RD Congo
Muenda, Jean-Claude, UNIFEM DRC
Mutombo, Rose, President, Concertation des Femmes Congolaises
Newport, Linda, Military Missions EC Delegation DRC, European Commission
Ngalula, Josephine, Réseau des Femmes, RDC
Nordenfalk, Agneta, Kvinna till Kvinna
Ohlsson, Anna Maria, Gender Advisor, EUSEC EUPOL
Pellegrims, Kristiaan, ESDP Operations RELEX A3, European Commission
Stroosneijder, Tilly, Gender Advisor, EUPOL Afghanistan
Colonel Ström, Mats, former ACOS J3, OHQ, EUFOR RD Congo
Ambassador Sund, Lena, Responsible for DRC (formerly MONUC), Ministry of Foreign Affairs Sweden
Van de Geer, Roeland, EU Special Representative for the Great Lakes Region, Council of the EU
Major Van Den Berghe, Carlo, Staff Department Operations and Training, Belgian Military Defence Forces
Van Woudenberg, Anneke, DRC Office Human Rights Watch
Lt. Colonel Vermeer, Steve, Military Administrator, Belgian Military Defence Forces
Lt. General Viereck, Karlheinz, Director of Operations (former Head of Mission EUFOR RD Congo)
Bundeswehr Operations Command, Potsdam, German Defence Forces
Wale-Grunditz, Catharina, DGE8 Defence Aspects, Directorate-General E, Council of the EU
Weisserth, Hans-Bernard, Head of Unit ESDP Operations Training ESDC, CPCC, Council of the EU
Wilmart, Angelo Leslie, Gender Advisor, EU JUST Lex Iraq, Brussels
Zaru, Davide, Human Rights and Gender RELEX A 2, European Commission
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“Monitoring cases of alleged sexual exploitation and abuse by UN peacekeeping personnel” Box 14,
In Security Sector Reform Assessment, Monitoring & Evaluation and Gender. The Gender and Security
Sector Reform Toolkit. Nicola Popovic. DCAF, OSCE/ODIHR, UN-INSTRAW, 2008. ISBN: 978-92-9222074-7
http://www.dcaf.ch/publications/kms/details.cfm?ord279=title&q279=gender&lng=en&id=47416&nav1=4
“Following a sequence of ad hoc responses both from within the UN mission in DRC and from the UN
Department for Peacekeeping Operations (DPKO) in addressing allegations of sexual exploitation and
abuse within MONUC, a dedicated Office was established, the Office for Addressing Sexual Exploitation
and Abuse (OASEA). No template for the establishment of such an office or its remit existed within
DPKO, nor any ascertainable rules or procedures for the conduct of investigations. There was a policy
vacuum; the definition of policies on crucial aspects such as the UN’s responsibility to victims or how to
address paternity claims, was embryonic. The OASEA defined its responsibilities in three key areas: (1)
Conducting Investigations, (2) Policy Development and Advice, (3) Training, Awareness-raising and
Advocacy.’ “
Dahrendorf, N.,‘Sexual Exploitation and Abuse: Lessons
Learned Study, Addressing Sexual Exploitation and Abuse in
MONUC’, UN DKPO Best Practice Unit, March 2006.

Gender Training for Security Sector Personnel. The Gender and Security Sector Reform Toolkit. Toiko
Tõnisson Kleppe. DCAF, OSCE/ODIHR, UN-INSTRAW, 2008.
ISBN: 978-92-9222-074-7
http://www.dcaf.ch/publications/kms/details.cfm?ord279=title&q279=gender&lng=en&id=47420&nav1=4
“In the Democratic Republic of the Congo, gender checklists were handed out to peacekeeping military
observers and police to improve their patrolling capacities and their interaction with the local population,
and also for the purpose of gathering security-related information.”

Puechguirbal, N., UN-INSTRAW Virtual Discussion on Gender
Training for Security Sector Personnel, April 2007
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EU OPERATION HEADQUARTERS
POTSDAM

POTSDAM
Telephone:
Fax:

15. December 2006
4850
4509

Operation Commander

Final Report
on
Gender Work
inside
EUFOR RD Congo
Summary
EUFOR RD CONGO was the first, European Union, Military Operation ever taking Gender Issues and
Implementation of UNSCR 1325/2000 into account in a structured and organized way. The work was
well received as well inside as outside the Operation, especially after the training sessions which gave
the participants of the Operation a possibility to understand why this work was being brought into a
Military Operation.
The focus of the Gender work was at first operational!
Working with a Gender perspective contributed to the achievement of the overall operation’s
objectives. Working with Gender improved the acceptance of EUFOR and also contributed to the
effectiveness and success of the Operation.
One example of this was information and intelligence brought to the Operation via the work on Gender.
Another example is that local women and women’s NGOs were very positive to the fact that the EUFOR
took its time to inform local women separately. They were also given the opportunity to express
women´s assessment and point of view on the situation in DRC. This was considered to be a first good
step in empowering local women as stated in UNSCR 1325/2000. This was also a good way on working
with as well support and improve credibility as visibility towards the local female population.
The integration of Gender was systematically addressed in all phases of Operation EUFOR RD
CONGO.
The main conclusions from the Gender work in EUFOR RD CONGO are:


There have to be clear functions working with Gender Issues on all command levels; Brussels
(including EUMS and the EU Secretariat), OHQ and FHQ. The OHQ Gender Advisor was the
only function/position in OHQ EUFOR RD CONGO that did not have a counterpart in Brussels. If
there is no counterpart for the Gender Advisor on these levels this will significantly decrease the
positive contribution of Gender to future Operations and question the sense of Gender efforts at
all.



To integrate a Gender perspective into Military Operations it has to be implemented / presented
in a clear, concrete and practical way rather than a theoretical.



European Union Military Operations should work with Gender Issues during all phases of the
Operation, and it is especially important to start early and participate in as well the Fact Finding
phase as the Force Generation Conference.



Integrating Gender into a Military Operation must be assessed and performed differently in
different Areas of Operation. The analysis and plan of action will be different in different AOOs
depending on religion, culture, level of conflict, security, mandate etc.



There is a need of interoperability on Gender Issues between the member states contributing to
future multinational Operations.
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Available at
http://www.honvedelem.hu/files/9/8008/eu_operation_headquarters_final_gender_report_eufor_rd_con.pdf
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1. Introduction
1.1 Background
On 31 October 2000 the UN decided upon the Security Council Resolution 1325 “Women, Peace and
Security”. European Union Guidelines as the European Union checklist on implementing 1325/2000 and
the “European union Plan for implementation of UNSCR 1325/2000 in the context of ESDP” put the
UNSCR 1325 into more concrete terms.
In combination with this the UN General Assembly decided upon CEDAW declaration (Convention on
the Elimination of All Forms of Discrimination Against Women, 1979) and the International Community
decided upon that Gender Mainstreaming is the strategy (Beijing Platform of Action 1995) to achieve
Gender Equality all over the world.
1.2 Strategic approach
The overall strategy was also to make Gender Issues operational. A work performed in order to achieve
the operational objectives and aims.
The strategy was also to integrate a Gender Perspective into the ordinary daily work performed by the
different branches and units (Gender Mainstreaming). This was mainly conducted in a way were the
OHQ Gender Advisor worked in close coordination with the Gender Focal Points for the different Units
and Branches. This work was performed on different levels and with different frequency depending on
the specific branch/unit and the real possibilities to integrate a Gender Perspective but also on the level
of interest among the different Gender Focal Points.
The purpose with the strategic approach was that even if the Operation was very short, different types of
activities should be performed so that in the end of the Operation there would be Lessons Identified
avaliable for the future EU Military Operations and that EUFOR RD CONGO should be able to present a
platform on how to work with a Gender Perspective in future Military ESDP Operations.
1.3 Vision and Objectives
The vision was to show that integrating a Gender perspective would contribute to the achievement of the
objectives and the effectiveness of the Operation.
The objectives for the Gender work were:
•
•
•
•
•

•
•
•

To train all participants of operation on Gender Issues
To distribute and train on a Soldiers Card including a part on Gender (SEA)
To appoint and work with Gender Focal Points for the different branches and units
To perform and develop a Gender reporting system
To meet and cooperate with local womens organizations in order to show that the European
Union support their important work and to give these women a possibility to express their point
of views on their own and the situation in DRC.
No cases of SEA in the EUFOR RD CONGO Operation
EUFOR RD CONGO to serve as a model for future European Union Operations
To perform the Gender work well aligned to the objectives of the operation

2. Planning
The European Union decided upon to address Gender Issues inside EUFOR RD CONGO by appointing
a Gender Advisor to the EU OHQ in Potsdam. Gender Issues were taken into account during the
EUFOR planning phase and was incorporated in the Operational Plan (OPLAN).The Op Cdr decided
upon a Direction and Guidance for Gender Issues (Appendix A) with details of the integration of the
Gender perspective into EUFOR RD CONGO.
In the Planning phase it was also decided upon a Soldier’s card (Appendix B) that included a part on
gender and SEA (Sexual Exploitation and Abuse). This Soldier’s Card was distributed and informed
about to all participants of the Operation in AOA. Later in the Operation there was additional training in
theatre performed by experts on SEA from MONUC. This training was conducted by native speakers in
English, French, German and Spanish.
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3. Training
The OHQ Gender Advisor trained the FHQ personnel prior to its deployment during the WUST (Work Up
Staff Training) in Creil France. The same training was conducted for OHQ personnel in Potsdam. After
deployment Staff Personnel and Multipliers were trained in Kinshasa (FHQ) as well in Gabon. The
training was basic and described the background and purpose of integrating a Gender Perspective into
the operation. Another part of the training was about the particular situation on gender and for women in
RD Congo.

4. Organisation
The system on working with implementing a Gender Perspective inside EUFOR RD CONGO was
described in the Direction and Guidance on Gender Issues.
4.1 Issuing Guidelines in a Soldier’s Card
EUFOR RD CONGO had a Zero Tolerance Policy on SEA. As Zero Occurance on SEA was one of the
objectives of the Gender Work inside the Operation it was necessary to make the statement of the
Operational Commander very clear in a Soldiers Card which was distributed and trained on to all
participants of the Operation. This clear direction from together with a good information policy and
training to the Operation is probably the key to no reported cases on SEA inside the Operation EUFOR
RD CONGO.
4.2 Appointing Gender Focal Points and Gender Officer
As a complement to the OHQ Gender Advisor the Legal Advisor at FHQ was appointed to be the
Gender Officer. 20 Gender Focal Points inside the different units and staff branches in Kinshasa and
Gabon were also appointed to be a working network in support of the Gender Work. The Gender Focal
points and the OHQ Gender Advisor worked in close coordination trying to find the best ways on
integrating a Gender perspective into the different branches and units. The Commanders and J Heads
could decide upon who would be the appointed Gender Focal Point representing their unit or branch,
and the criterias used were different.
The OHQ Gender Advisor worked appx 10 weeks in theatre in order to support and facilitate the work of
the Gender Focal Points and the Gender Officer. The OHQ Gender Advisor conducted between one and
ten meetings with the different Gender Focal points depending on the branch but also on the personal
interest of the Gender Focal Point.
4.3 The Gender Reporting System
The European Union especially addresses the importance on reporting on Gender Issues.
A well considered and efficient weekly Gender reporting system made it possible to control the good
conduct and progress of EUFOR RD CONGO on integrating a gender perspective into the Operation
and to assess the Gender situation in the Area of Operations.
FHQ provided a weekly Gender report to OHQ (Appendix A Direction and Guidance on Gender
Issues/template for Gender report). The different Branches and units provided different kind of
information to the Legal Advisor FHQ/Gender Officer, weekly and there was after that a Gender report
put together.
The purpose was to collect and present information on Gender and womens Issues in the same place
so that the situation at all times should be easy to assess. It was obvious that there were a lot of
information of this kind in the air, verbally, and the challenge was to have this information documented
and structured. The system on Gender Reporting was improving continuously in the Operation (see
also Lessons Identified)
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5. Major Achievements
5.1 Mission success stories
After the Gender training the Commander of Airborne Regiment in Libreville decided upon to give his
female supportive personnel (sectreataries, IT-supprt etc) additional training with the purpose to bring
them into patrols, exercises and IRT. The perception from the women was very good but also that the
perception on how the patrols were met when they were all male or mixed was different. When the
patrols were all male they were met more hostile and with a negative attitude.
A local womens organization provided EUFOR RD CONGO with information to a contact list on who to
inform when there were situations were sexual violence have taken place or are imminent. An Example
from the Operation was the very young wife with her baby left alone with drunken FARDC soldier as her
husband urgently was taken away with a EUFOR ambulance trying to save his life with a leg
amputation. “In this situation it would have been very helpful to know how to contact/inform for helping
this woman” one of the doctors said the morning after.

Key Success Factors
At first it was the designation of a Gender Advisor to the operation. The Gender knowledge and
awareness from Gender Focal Points and their Commanders was also a key to success. The basic
Gender training given to 250 participants of the Operation was crucial. The system of Gender Focal
Points was also a key to success especially with the work on developing the Gender Reporting system.
A clear Direction and Guidance on Gender Issues together with a clear support from the OpCdr and
FCdr was also crucial for the good achievements.
Another key to success was that the Gender work and the messages were performed in a concrete,
clear and practical way rather than a theoretical.
5.2 Results


Training of 250 participants of the operation, staff personnel and multipliers. Perception of
training was positive first step towards understanding and Gender awareness



Special training of women in Libreville (Airborne Regiment) in order to make them participate in
patrols.



Positive perception of EUFOR among the most influential Women’s organizations.



Weekly Gender reports were developed in a good way and showed that also in the field of
Gender Issues there is valuable information which needs actions.



Participants of the operation were starting to look and listen for information on women’s and
Gender Issues



Establishment of a solid platform and Lessons Identified to be elaborated on.



A Soldiers Card with a part on Gender (SEA) was decided upon, distributed to the whole
operation and also trained especially on.



Training on SEA for appx 75 persons in the Operation (in theatre)



Contact list for JOC with information on who to contact, in all provinces, if cases of sexual
violence/rape comes to EUFOR knowledge (psychosocial, medical and legal support)



Good knowledge about the Gender situation in DRC on all levels.



Contributed good to the credibility among the local female population towards EUFOR RD
CONGO.



Good cooperation and dialogue with MONUC (Gender office, Conduct and Discipline Team,
Human Rights Section, HIV/AIDS Section), Minister of Women and Family. Good cooperation
and dialogue with local womens organizations.
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5.3 Interviews with the Gender Focal Points
By the end of the Operation the OHQ Gender Advisor made interviews with the Gender Focal Points
and also in some cases their J Heads/Commanders. Interviews were made with 16 Gender Focal Points
(including the Gender officer of FHQ) and 7 Commanders/J Heads. The purpose with the interviews was
to provide the ones who have been reflecting and learning about as well as working practical with
Gender Issues, a possibility to express their view and experiences. As a matter of fact this is the group
that should be asked, since no-one else is better equipped to proved insights.
The questions asked were:
1) Do you believe that Gender work should be a part of a military operation?
2) Are you satisfied with your contribution?
3) What was missing, to make your contribution better?
4) What was good/bad?
5) Improvements for coming operations?
6) Other comments?
5.4 Interview results
Gender work should be a part of a military operation!
The answers from the Gender Focal and Commanders/J Heads was clear;
Yes Gender issues should be a part of a Military Operation of many reasons. At first it is about efficiency
and to have a better position to reach the objectives of Operation such as e.g. information collecting,
intelligence gathering and building positive and credible relations with the whole population, not only one
part. (See Appendix C for a more detailed presentation of the results of the interviews). There is also an
internal aspect which should be addressed and it is extremely important to increase the number of
women participating in Military ESDP Operations.
The Gender work should start as early as possible in the operation in order to have it integrated in the
normal structure and work of the Operation. Training and sensitization on Gender is really important and
should be performed Pre Deployment or by the contributing nations themselves.
6. Conclusions and recommendations
6.1 Lessons Identified
 Gender Issues should be represented on all command levels; Brussels (including EUMS), OHQ
and FHQ. The OHQ Gender Advisor was the only function/position in OHQ that did not have a
function as a counterpart in Brussels. This need to be improved. If that will not be the case one
could really consider if there should be Gender advisors in ESDP Operations at all. The work of
Gender Advisors in different Areas of Operations need to be coordinated, monitored and
evaluated to have an efficiency in the long term perspective.


Training prior to the Deployment are crucial



Interoperability when it comes to Gender Issues and knowledge, in future multinational
operations, should be secured



Gender Focal Points should be selected after criterias, prior to the deployment, and attend
special training for Gender Focal Points



”Doublehatting” for example Gender Officer FHQ is difficult and give less results.



Gender Advisors in Command Groups necessary for implementation of UNSCR 1325/2000



Gender Issues should be a part of the Info Ops umbrella



Gender Issues should be a part of C J 2 production cell (OHQ)



Gender Issues was brought into EUFOR RD CONGO to late.



The cooperation between the different European Union bodies in Kinshasa was lacking. The
OHQ Gender advisor had one meeting with each of them; European Commission, EUSEC and
EUPOL.



The necessary effort for the contributions to the weekly Gender report was assesses reasonable
by the contributing branches/units.
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There are many times misunderstandings about what the Gender work is about, most people
did not attend to any Gender training believe that it is only about the internal parts and the
relations inside the operation.



When patrolling local women often stand behind and the persons approaching members of the
patrol are most often children and men. This makes it hard to talk to and/or inform women. The
operation should gain from more women in the patrols. If there are no women in the patrols you
should designate a person with a special responsibility to talk to the woman.

6.2 Recommendations for Future Work
 There is a need of Gender functions in EUMS and the EU Secretariat as a counterpart to the
Gender Advisors out in operations as well to Gender work inside EU bodies that have not a
function for this work. These functions should ensure that the Gender work inside all European
Union bodies and in the places of Operations, are coordinated.


The Gender Perspective must be brought into an Operation very early, already at the fact
finding phase. During the fact finding phase the work for the Gender Advisor should be about
establishing contacts with local actors on gender issues as well as local Womens’
Organizations. By the end of the fact finding phase there should be a good overall watch list on
local women’s organizations to continue cooperation with during the Operation. The fact-finding
work should also be about collecting information on Gender and women from theatre and this
information will be a necessary source for the Gender Analysis as well as the training that will be
provided preferable prior to the Deployment.



A Gender Advisor has to be present before, and during, the Force Generation conference.



Interoperability when it comes to Gender issues inside European Union ESDP Operations
should be secured. The member states have to work on Gender and UNSCR 1325/2000 inside
the ordinary national structure so that when the future operations start the is a common
understanding, structure and knowledge from the beginning.



Training should established prior to the Deployment inside the ordinary structure of the
European Union and preferable by the contributing nations themselves. The Gender training
should be made prior to the Deployment, so that a basic understanding is present already from
the beginning in the Operation.



The system with appointed Gender Focal Points proved efficient. The Gender Focal Points
should be selected and appointed as early as possible after special criteria. The Gender Focal
Points should attend a special training together prior to the Deployment. In theatre the Gender
Focal Points should work in close coordination with the Gender Advisor one by one but also
meet together on regular basis for experience exchange and learning process. These meetings
should be arranged by the Gender Advisor. After the operation there should be a special
debriefing for the Gender Focal Points, this debriefing should be organized by the Gender
Advisor.



There is a need of a Military Concept on Gender. A Doctrine and SOP on integrating Gender
into future Military ESDP Operations.



There is a need of a MOU on Soldiers Card when it comes to Gender Issues (SEA).



Increase human resources/establish Fulltime Gender Advisor FHQ.



The member states should increase their number of female participants in future operations in
order to exploit the full potential of human resources available and enhance operational
effectiveness.



Integrating Gender into a Military Operation must be assessed and performed differently in
different Areas of Operation. The analysis and plan of action will be different in different AOOs
depending on religion, culture, level of conflict, security, mandate etc.
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Appendix A – Direction and Guidance on Gender Issues

EU OPERATION HEADQUARTERS

POTSDAM,

POTSDAM

Telephone:
Fax:

- Operation Commander -

20jul06
4700
4849

Distribution

Direction and Guidance
No. 07/06
for
Gender Issues
REFERENCES.

1)
2)
3)

ENCLOSURE:

Gender Report

UNSCR 1325/2000
UNSCR 1671/2006
OPLAN

GENERAL
Integration of a gender perspective in the EUFOR Democratic Republic of Congo (EUFOR RD Congo)
Operation will not only fulfill requirements as stipulated by UN and EU, but will also contribute to the
effectiveness and efficiency of the operation.
In February 2005, the EU Ministers on Gender Equality reaffirmed their commitment to implement and
encourage initiatives, policies, and programmes in accordance with UNSCR 1325.
Gender equality is a fundamental principle of foreign and security policy of the European Union. As
stated in the Charter of Fundamental Rights of the EU, equality of men and women must be ensured in
policy areas. At a time when EU is continuing to develop its crisis management capacity by launching
new Operations, efforts should be made to integrate gender related issues in ESDP policy, not as a
separate issue, but as an integral aspect that permeates all actions taken within this area.
The objective is to increase the EU's crisis management capacity by mobilizing additional resources and
exploiting the full potential of the human resources available, and to make Operations more effective in
establishing peace and security, as well as strengthening democratic values.
Women tend to be more sensitive to the needs and aspirations of local women, and local women find it
easier to communicate with other women, thus providing access to information and intelligence or
aspects of events that the Operation may otherwise ignore. Women and girls who have been victims of
sexual violence may find it easier to report such incidents to other women. Also, the presence of women
within peacekeeping forces has been shown to have a positive impact on negative sides of “military and
macho culture”.

1

INTENT

This EUFOR Operation will be a role model for international peacekeeping and monitoring operations
with respect to women, peace and security.
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During the Operation, it is vital that the Gender Perspective will stay in permanent focus. This
Perspective shall closely integrate with the Operational Planning Process, and it shall align to the
Operation’s objectives.
Therefore, information and education about the EU Generic Standards of Behaviour and UNSCR 1325
will be provided to all personnel involved in the Operation. The focus of these endeavours shall be
concrete and oriented on the specifics of the theatre of operation.
Commanders and Chiefs of all levels of command will concentrate on and be responsible for the
behaviour of all personnel under their command.
2
2.1

EXECUTION
OHQ Gender Advisor shall

inform, educate, and train OHQ personnel and FHQ personnel
train POC of every deployed unit as a multiplier prior to Election Day
facilitate, coordinate, monitor, and evaluate the training conducted by FHQ in co-operation with OHQ
CJ7
establish the procedures for monitoring and reporting as detailed in the EU guidelines for
implementation of UNSCR 1325
receive the weekly report from FHQ and other subordinate units, and provide a weekly analysis derived
from these reports (see enclosure)
maintain a current overview on the amount and position of women in the Operation
make a cultural analysis under a gender perspective, and adopt this analysis for purposes of regular
training and education about the society and culture of DR Congo
continue providing information to the Watch list on Women’s organizations in DRC
provide a final report of the Operation, in which a Roadmap on how to integrate a Gender perspective in
future EU-operations shall be presented
2.2

FHQ, CJSOTF, and other subordinate units shall

provide information, education, and training during deployment, execution, and re-deployment phases
at a minimum, certify participation in one informational briefing in every soldier’s record
establish a POC in all deployed units on every level of command, responsible for Gender Issues, in
close co-ordination with Gender Advisor
collect information from women and men; in co-ordination with J2, ensure that the EUFOR Operation
benefits from cooperating with women’s organizations and women’s NGOs
provide a weekly report (see enclosure)
contribute to a current overview on the amount and position of women in the Operation
contribute to a cultural analysis under a gender perspective for purposes of adoption for regular training
and education about the society and culture of DR Congo
cooperate with the Gender Office, Office of Human Rights, Section of HIV/ AIDS, and Office of Child
Protection
contribute to a final report of the Operation, in which a Roadmap on how to integrate a Gender
perspective in future EU-operations will be presented
55

Annex 3 – Final Report on Gender Work inside EUFOR RD Congo

3

CO-ORDINATION

In order to achieve required standards of behaviour, the following principles shall be applied:
a) If an operation can reach both men and women, the effectiveness of this operation will increase.
A good example of this is intelligence gathering or information collection that will be more
thorough and less prone to bias if both genders are given the opportunity to provide their
respective views.
b) There are different ways to achieve this goal:
- increase the knowledge about the importance of a gender perspective among the
personnel
- employ women to interact and collect information
- identify women outside EUFOR who can assist to the effect of this purpose, such as
individuals from women’s organizations
c) Once interaction and cooperation of local women’s NGOs is established, new areas for
information collection will open up as a useful resource to the EUFOR Operation.
d) Existing gender knowledge tells us that a male soldier should not approach local DRC women,
because this could put both women and EUFOR personnel at risk.
e) The local population shall be treated equally and fairly in order to increase credibility of EUFOR
Operations.
f)

When EUFOR troops are visible where women are present, these women’s security will rise to a
higher level. This will make DRC women feel more secure participating in the elections, resulting
in increased credibility of EUFOR Operations.

g) In order to achieve the objectives of visibility and credibility, it is imperative to ensure that each
member of the Operation abides by the accepted Generic Standards of Behaviour and the
Soldier’s Card.
h) The appointment of Gender Focal Points with the role to support the Gender Advisor is critical
for the implementation of a Gender Perspective in the Operational work.

For the OpCdr
Original signed
Braun
Colonel
Chief of Staff
Distribution:
Action:
Info:

FHQ, CJSOTF, OHQ PIO, OHQ InfoOpCell
OHQ, LNO OHQ MONUC, OHQ CAT (Libreville)
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GENDER REPORT

1. PURPOSE
2. ORIGINATOR/ADDRESSE
3. CONTENTS

4. CONDITIONS FOR
TRANSMISSION
5. CLASSIFICATION

6. METHOD FOR TRANSMISSION

7. FORMAT OVERVIEW

Report about events and information concerning gender
and women’s issues. Used to advise the Operational
Commander and the Force Commander
FHQ / OHQ JOC
1. Commander’s Overall Assessment
2. Recent events in Area of Responsibility
2.1. Updates on events from last report
2.2. Acts of SEA
2.3. Women’s Rights violations. How do Human
Rights violations vary between women, men,
girls and boys.
2.4. Election process
3. Security and Force Protection
3.1. Gender related violence or threats against
EUFOR troops
3.2. Misbehavior within EUFOR troops
3.3. Misbehavior within other troops
3.4. Misbehavior from other non-DRC nationals
3.5. Disciplinary actions taken
4. Intelligence
4.1. Actions or plans by NGOs or important
actors/individuals
4.2. Important clips from local open sources
5. Statistics
5.1 Gender disaggregated data (e g how many
victims of violence were men, women, girls and
boys).
Standard reporting period: weekly
47
Exceptional events : ASAP
Standard reports follow normal rules for classification of
documents.
Any report covering EUFOR or foreign entities activities
and/or assessments/comments on named individuals
should be classified as confidential.
Alternative 1: EUFOR standard digital transmission
channels
Alternative 2: Fax
Encryption according to classification of the contents.
The report shall be produced as a MS Word document.
Digital media files such as photos, videos or sound
recordings shall be enclosed as separate attachments in
original formats.
Geographical references shall be in the UTM format.

47

EUFOR personnel involved in any acts of Sexual Exploitation and Abuse (SEA) or breaches of the accepted
Soldiers Card.

57

Annex 3 – Final Report on Gender Work inside EUFOR RD Congo
Appendix B – Soldier’s Card
SOLDIER’S CARD
EUFOR RD Congo

1. OUR MISSION
You belong to the European Force in the Democratic Republic of Congo (EUFOR RD Congo). Your
mission is to contribute to support to MONUC forces for those situations that may be beyond their
capacity during the election period.
You may be ordered to face a threat against MONUC personnel, members of EU organisations
other than EUFOR, European Union nationals or unarmed civilians.
2. GENERAL RULES FOR THE USE OF FORCE
a) Use minimum force necessary to accomplish your mission.
b) Persons who want to surrender will not be harmed. Disarm them and turn them over to your
superiors.
c) Treat everyone, including all civilians and detained persons, humanely.
d) Collect and care for all wounded or injured persons, whether friend or foe.
e) Respect private property. Do not steal do not take “war trophies”.
f)

Prevent, document, and report all suspected violations of the Humanitarian Law of Armed
Conflicts or Human Rights to superiors.

3. SPECIFIC RULES TO OPEN FIRE
a. Warning shots.
(1) You may fire warning shots against any individual posing a threat to you during the
execution of your mission or in self-defence.
(2) If the situation permits, prior warning should be issued:
(a) In French: « HALTE OU JE FAIS FEU ! »
(b) In English: « STOP OR I WILL FIRE ! ».
b. Direct shots. You may fire aimed shots after prior warnings and warning shots, depending on the
situation:
(3) To defend yourself, MONUC personnel, members of EU organizations other than EUFOR,
European Union nationals, PDSS (Persons with Designated Special Status: as stated by the
FCdr or delegated authority), or unarmed civilians.
(4) You may open fire in self-defence against an attack or an imminent threat to you or to the
life of others, for example:
(a) You may open fire against an individual who is firing, or aims a weapon at you, or
otherwise demonstrates an intent to imminently attack you or other EUFOR forces in
your vicinity.
(b) You may open fire against an individual who is planting, throwing or preparing to throw,
an explosive or incendiary device at, or otherwise demonstrates an intent to imminently
attack you or other EUFOR forces in your vicinity.
(c) You may open fire against an individual who deliberately drives a vehicle at you or at
other EUFOR forces in your vicinity.

(5) On order, in accordance with the rules of engagement, if your mission cannot be fulfilled
otherwise.

c. When opening fire, you must:

(6) Fire only aimed shots.
(7) Try to the farthest possible extend not to destroy property.
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(8) Fire no more rounds than necessary.
4. SELF-DEFENCE
a. You have the right to use necessary and proportional force in self-defence (see also Para 4.b).
b. Use only the minimum force necessary to defend yourself or other EUFOR forces or PDSS.
5. GENERAL RULES OF BEHAVIOUR / HUMAN RIGHTS /
GENDER ISSUES
Any violation of this Soldier’s Card will be considered as serious misconduct. SEA will be
investigated and may lead to disciplinary measures being taken, including suspension, immediate
repatriation or summary dismissal.
EUFOR personnel are obliged to report any concerns regarding SEA and abuse by a colleague
through the established reporting mechanisms.
a.General Rules of Behaviour
(1) Be impartial and do not volunteer any political or social opinions, specifically on political
persons, political parties or ethnic groups.
(2) Be firm. In case of tension, talk to the people.
(3) Always wear uniform or approved attire.
(4) Do not give anything children. If you want to give something, give it to an adult (mother,
chief).
(5) Never walk alone outside the Field Camp.
(6) Do not give any interviews to media unless you are ordered to do so.
(7) Be polite but determined, and treat everybody in a way you would like to be treated.
(8) Respect local authorities.
(9) Traffic in RDC is dangerous. Watch out for children.
b.Human Rights´ Core Points

(1) Transfer of detained persons is allowed only to authorities who are specifically designated
by EUFOR RD Congo.

(2) Report all observations regarding violation of Human Rights via your chain of command.
(3) Document all observations regarding violation of Human Rights.
(4) Protection of civilians under imminent threat of physical violence in the areas of your
deployment is part of your mandate.

(5) Take care for particularly vulnerable groups (i.e. women, children).
(6) You are personally responsible for respecting and promoting Human Rights.
c.Gender Issues
Sexual Exploitation and Sexual Abuse (SEA; Sexual exploitation: Any actual or attempted abuse
of a position of vulnerability, differential power, or trust, for sexual purposes, including profiting
monetarily, socially, or politically; Sexual Abuse: Actual or threatened physical intrusion of a
sexual nature, whether by force or under unequal or coercive conditions) are acts of
unacceptable behaviour and prohibited conduct for all EUFOR personnel. SEA damages the
image and integrity of the EUFOR operation in RDC and erodes confidence and trust in the
operation.
It is strictly prohibited for all EUFOR personnel to engage in:
1) Any act of sexual abuse and sexual exploitation, or any other form of sexually humiliating,
degrading or exploitative behaviour.
2) Any type of sexual activities with children (persons under 18 years of age). Mistaken belief
in the age of a person is no excuse.
3) Use of children or adults to procure sexual activities from others.
4) Exchange of money, employment, goods or services for sex with prostitutes or others.
5) Any sexual favour in exchange of assistance provided to the beneficiaries of such
assistance.
6) Visits to brothels or places, which are declared off-limits.
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d. Child soldiers
Children who show a threatening posture are liable to measures by EUFOR, in accordance with
the Rules of Engagement (ROE). Examples for such a threatening posture can be:
1) Using Force
2) Handling weapons in public
3) Participation in organized armed deployment
4) Otherwise posing a threat to EUFOR.
In these cases, they should be disarmed, if possible, and detained, if deemed necessary.
Children have to be separated from adult detainees. If there is any doubt regarding the age of
detainees, they will be considered children. Information about armed groups or armed forces
enrolling or using child soldiers shall be reported.
6. MEDICAL ISSUES
1)
2)
3)
4)
5)
6)

Wear proper clothing (impregnated, long sleeves, boots, hat) to be protected against
mosquitoes, poisonous reptiles/insects and the effects of direct sun exposure.
Keep your accommodation clean and do not store any food there, because it will attract
rodents.
Avoid to touching, feeding or keeping animals.
Do not use open water for drinking, washing, swimming, or military training.
Do not eat local food; if necessary, due to politeness, just eat cooked food. Avoid salads.
Eat only fruits you can peel, and do not use ice cubes in your drinks.

Remember to take your malaria prophylaxis even if there are some side effects.
7)
Should a poisonous reptile/insect bite you, stay calm. Move as little as possible in order to
avoid fast propagation of the poison in the blood by increased circulation. Do not apply a
tourniquet. Do no cut. Contact a doctor as soon as possible.

60

Annex 3 – Final Report on Gender Work inside EUFOR RD Congo

Appendix C – Presentation of results interviews with the Gender Focal Points
Do you believe that Gender work should be a part of a military operation?
Yes: 79%; No 17%; unsure 4%
Why should a military operation work with Gender Issues?
• We have to target Gender Issues so that we show that we are there for the whole population
• Should have more women especially for intelligence gathering operations
• It is important to work with local women as well as local men, to at all times have the best
picture of information
• The focus of the Gender work should be internal as well as external
• Men and women are different target audiences and you have to analyse those gendered
differences, if we want to reach the whole local population we have to learn about the different
groups.
• Everybody who deal with the local population needs this kind of knowledge i.e. PIO (Press
Information Officer)
Are you satisfied with your contribution?
Yes 52% No 48%
What was missing, to make your contribution better?
•
•
•
•
•
•
•
•
•
•
•

Lack of time/resources
The role of Gender Focal Points should be more underlined
Special training prior to the Deployment for all Gender Focal Points
Meetings with all Gender Focal Points every 10-14 days
A fulltime Gender Advisor at FHQ
More training
More meetings between Gender Advisor and the Gender Focal points, will be well invested time
Early preparation and information would have been good
Lack of time to talk to the female part of the population
Information on Gender and Women before the Operation, prior to the Deployment.
An internal questionnaire about the peoples perception on the situation

Suggestions and comments
What was good/bad?
Good:
• The system with Gender Advisor, Gender Officer and Gender Focal Points
• The Gender Reporting System
• Soldier’s card good but too late
Bad:
• There should be a fulltime Gender Advisor in FHQ
• Training should take place earlier, Pre Deployment
• Resources and organization could be improved
• Lack of time
Improvements for coming operations?
• Preparation
• Early information
• More sensitizing training
• Appoint Gender Focal Points early
• Need of an EU Military concept
• Closer cooperation between the OHQ and FH
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Annex 4 - Gender Work Plan – EUSEC RD Congo
PLAN DE TRAVAIL EUSEC GENRE 2008 Version 20080901
1.OBJECTIF
S
GÉNÉRAUX
(LONG
TERME)
I)
L'approche
Genre est
integrée au
travail
interne de la
mission
EUSEC, à
tous les
niveaux (voir
missions 3 et
5)

2.OBJECTIFS
PARTICULIERS
(COURT TERME)

3. ACTIVITES

1) L'ensemble du
personnel
EUSEC est
sensibilisé à une
approche
intégrée du
genre.

a) Briefing, en
groupe ou
individuellement, sur
l'approche "Genre"
pour les nouveaux
arrivés .

2) L'ensemble du
personnel
EUSEC connaît
(et respecte) le
Code de
Conduite (EVS).

4.TIMING

5. MODE D'ÉVALUATION
DES ACTIVITES

6. ÉTAT D'AVANCEMENT

7.
OBSERVATIONS/INDICA
TEURS

TEXTES DE REFERENCE

a) Courant
pendant le
mandat.

a) Évaluation orale directe
après le briefing. Evaluation
écrite sur le poste conseiller
genre pour le personnel qui
quitte la mission.

a) Briefing régulier pour des
nouveaux venus depuis mois
d'octobre 2007. Evaluation
écrite depuis janvier 2008.

Suivi mi-mandat (août):
Combien de personnes ont
reçu l'information?
Indicateur quantitatif.

Mission: "Sous l’autorité du chef
de mission EUSEC et agissant
également au profit de la mission
EUPOL, participer aux travaux
portant sur les questions de genre
de la RSS, en veillant en
particulier :

b) Exposés des
experts invités sur
des thèmes ou des
projets liés au genre
et aux violences
sexuelles.

b) Courant en
fonction des
besoins.

b) Évaluation écrite (e-mail)
après les exposés.

b) Exposé sur les EVS le 11
décembre et sur les violences
sexuelles le 13 décembre
2007. Exposé sur l'implication
de la société civile à la
réforme prévu pour mois de
septembre.

Suivi mi-mandat (août):
Combien de personnes ont
reçu l'information?
Indicateur quantitatif.

1) à promouvoir les actions
permettant de renforcer la prise
de conscience des autorités
congolaises en matière de lutte
contre la discrimination hommes
femmes ;

c) Présentation des
"working
papers"/analyses
régulièrement pour
la mission.

c) Depuis février
2008.

c) Feed-back sur les
"papers".

a) Formation interne
régulière sur le
Code de conduite.

a) Courant.

a) Évaluation orale après le
briefing.

c) Papiers finalisés sur les
thèmes des violences
sexuelles, égalités des
chances au sein de l'armée,
situation des familles problèmes liés au genre.
a) Sujet fait partie de
l'information donnée aux
nouveaux arrivés.
Présentation sur le sujet à la
réunion mensuelle au mois de
juin 2008.

b) Feed-back sur le
règlement de
service intérieur de
la mission.

b) Lors de la
redaction de
Règlement et du
nouveau OPLAN.

b) Langage renforcée sur le
Code de Conduite.
Référence au document
"Generic standards of
Behaviour for ESDP
Operations"

b) Feed-back sur le draft de la
réglementation interne au
mois de novembre 2007 et sur
l'OPLAN au mois de juillet.
Sujet évoqué aux plusieurs
reprises avec CdM.

2) à mettre en œuvre des
politiques visant à assurer une
meilleure
protection
des
femmes en RDC.

Suivi mi-mandat (août):
Combien de personnes ont
reçu l'information?
Indicateur quantitatif.

Tâches: 3) veiller à conduire les
activités de conseil en étroite
coordination avec les autres
acteurs, pour toutes les questions
de genre ;
4) conduire des projets au
profit des femmes, qu’elles
soient femmes militaires ou des
policiers notamment en matière
sociale le cas échéant en utilisant
un budget spécifique."
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3) La fonction du
conseiller genre
est bien connue
et apprecié par le
personnel de la
mission

c) Feed-back sur
”Generic standards
of behaviour for
ESDP Missions” à
l’UE.

b)
Recommandations
pour le chef de
mission au mois
de février et juin
2008

b) Réflexions envoyées
auprès de la représentante
spéciale de DH du Conseil
UE.

b) Réflexions envoyées
auprès de la représentante
spécial de DH du Conseil UE
sur la mise en œuvre des
”Generic standards of
behaviour à EUPOL et à
EUSEC (mois de juin). Sujet
évoqué avec le CdM au
plusieurs reprises courant le
mandat.
a) Participation aux comités
mixtes des travaux
préparatoires en octobre 2007
et au groupe "questions
transversales" au mois de
février 2008. Voir rapport.

a) Participation aux
travaux de la table
ronde sur la réforme
du secteur de la
sécurité.

a) Janvier-mars
2008.

a) Rapport final.

b) Participer aux
réunions
journalières et aux
projets relevants
des conseillers
stratégiques et du
chef cellule projets.

b) Courant.

b) Courant. Evaluation écrite
sur le poste conseiller genre
pour le personnel qui quitte
la mission.

b) Participation régulière dès
le mois d'août 2007.

d) Rassembler et
diffuser de
l'information et des
rapports sur le
Genre au sein de la
mission, plus
particulièrement
dans le cadre de la
réforme des
FARDC.

d) Courant.

d) Tâche accomplie.
Evaluation écrite sur le poste
conseiller genre pour le
personnel qui quitte la
mission.

d) En cours.

Suivi mi-mandat (août):
Combien de personnes ont
reçu l'information?
Indicateur quantitatif.

les Droits de l'homme et l'État de
droit, l´égalité entre hommes et
femmes, les principes de bonne
gestion des affaires publiques et
de transparence. “

e) Intégrer le titre
"genre" dans les
rapports des
conseillers des
brigades de la
mission.

e) Courant.

e) Suivi des rapports des
conseillers brigades.

e) Rapport "genre" intégré
depuis le mois de décembre
2007.

Suivi mi-mandat (août):
Quelle type d'information
rapportée?

Sous la direction du chef de
mission, les conseillers
concourent à l'accomplissement
des tâches définies ci-dessous.
Dans l'accomplissement de
celles-ci,

NB : Voir aussi annexe avec
références sur lignes directrices
sur l'approche genre dans les
missions PESD.

Indicateur: Le sujet de
genre et les violences
sexuelles abordé lors de la
table ronde RSS avec des
recommandations
concrètes.

MANDAT EUSEC/OPLAN 20082009

Dans le cadre de son
engagement en soutien du
gouvernement de la RDC, l'UE
vise à contribuer à l'instauration
véritable d'une armée nationale
capable de garantir la sécurité
des Congolais en respectant les
normes démocratiques,
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II) La
mission
EUSEC
dispose d'un
réseau
d'informatio
n et de bons
contacts
extérieurs
dans le
domaine
Genre (voir
missions 3 et
5)

1) Des contacts
sont entretenus
avec des
organisations
locales,
nationales et
internationales
pour des
partenariats dans
le domaine du
genre.

f) Rédiger des
rapports mensuels
et semestriels sur
les activités genre
de la mission.

f) Courant.

f) Rapports écrits.

f) Rapport sur les activités
genre inclus aux rapports
semestriels de la mission
EUSEC.

g) Faire une suivi
spécifique sur la
mise en oeuvre de
la Résolution 1325
dans le cadre de
processus Amani et
Nairobi et le
processus DDRRR.

g) Courant.

g) Rapports ecrits

g) Mission á Goma mois
d'aout, participation au travail
des groupes Amani et Nairobi.
Rapport mois septembre avec
recommandations pour la
mission.

la mission veillera à aider les
autorités locales à définir et à
mettre en œuvre des politiques
de réforme compatibles avec la
bonne gouvernance en matière
de défense,

a) Soutien et
partenariat avec la
société civile,
nottament le réseau
sur la mise en ouvre
de la résolution
1325, CRJ 1325.

a) Courant.

a) CR lors des rapports
semestriels. CR dans les
réunions journaliers.

a) Echange d'information et
materiel depuis octobre 2007.
Collaboration pendant la table
ronde fevrier 2008, soutien au
reseau des ONG SSR,
elaboration des projets en
cours, etc.

le respect des Droits de l'homme
et du droit humanitaire
international, y compris la
protection des enfants et des
femmes dans les conflits armés,
et des normes démocratiques.

b) Sensibilisation
sur le rôle et
l'implication de la
société civile dans
la reforme de
l'armée.

b) Courant.

b) CR lors des rapports
semestriels. CR dans les
réunions journaliers.

b) Elaboration de la fiche sur
l'implication de la CS dans la
réforme presentée pour le
ministre de la défense par le
CdM en août 2008.
Facilitaition et échanges
surtout avec l'ONG Oxfam GB
et ces partenaires locaux sur
les questions de protection.
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2) Une échange
d'information se
fait régulièrement
avec des
organisations
locales,
nationales et
internationales
dans le domaine
du genre.

c) Participation dans
le travail du groupe
des experts sur le
plan d'action
national de la mise
en œuvre de la
Résolution 1325.

c) De novembre
2007 à juillet 2008.

c) CR lors des rapports
semestriels. CR dans les
réunions journaliers.

c) Travail commencé avec un
groupe d'experts du Bureau
Genre de la MONUC, PNUD,
UNIFEM et EUPOL/EUSEC.
Atelier sur plan d'action
national dans le cadre des
Groupes Thématiques..

d) Mission
d'évaluation genre
du projet postbrassage de DFID

d) Mars-Avril 2008

d) Rapport d'évaluation
complété au mois d'avril.

d) Evaluation et rapport
presentés au mois d'avril
2008.

a) Consultations
régulièrers avec des
ONG nationales,
internationales et
missions
diplomatiques dans
le domaine du
genre.

a) Courant.

a) CR lors desrapports
semestriels. CR dans les
réunions journaliers.

a) Courant dès le mois d'août
2007.Prise de contacts avec
les ONG lors des visites sur le
terrain régulières dans le
cadre d'EUSEC.Visite
Kisangani en janvier 2008,
Bukavu avril 2008, GomaBukavu août.

b) Participation aux
réunions DH de
l'UE.

b) Courant.

b) CR lors des rapports
semestriels. CR dans les
réunions journaliers.

b) Participation régulière dès
le mois de septembre 2007.

c) Participation aux
groupes
thématiques du
PAP: sous-groupe
Genre; Violences
Sexuelles (VS)

c) Février décembre 2008.

c) CR lors des rapports
semestriels. CR dans les
réunions journaliers.

c) Participation régulière dès
le mois de mars 2008.

d) Participation aux
réunions
mensuelles sur DH
organisées par la
MONUC, division
DH.

d) Courant dès le
mois de novembre
2007.

d) CR lors des réunions
journaliers. CR dans les
rapports semestriels.

d) Participation régulière dès
le mois de novembre 2007.
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III)
L'approche
de l'égalité
des chances
est prise en
compte
dans la
réforme des
FARDC (voir
missions 1, 2,
3, 4, 5)

1) Les FARDC
sont
conscientisées à
la notion d'une
approche
intégrée du genre

2) La fonction
conseil de la
responsable
Genre d'EUSEC
est connue par
l'EMG

e) Voir possibilités
d'établir un réseau
(à Kinshasa) des
experts informel sur
l'approche Genre
dans la RSS

e) Août

e) CR lors des réunions
journaliers. CR dans les
rapports semestriels.

e) Discussion informelles en
cours.

f) Echange des
expériences avec
autres conseillers
Genre des missions
PESD.

f) Courant

f) CR lors des réunions
journaliers. CR dans les
rapports semestriels.

a) Atelier sur le
genre et FARDC
pour les hauts
cadres des FARDC
et le MiniDef.

a) Octobre 2008.

a) Évaluation écrite après
l'atelier.

f) Liste d'email établie au mois
de janvier. Echange régulières
avec la répresentante spécial
DH du Conseil.
Recommendations sur
l'intégration Genre dans les
mission PESD envoyées à
Bruxelles juin 2008.
a) Financement accordé de la
cellule de projet d'EUSEC.
Comité de pilotage mis en
place par l'EMG et le
ministère.

b) Appui technique
sur un identification
des priorités/plan
d'action pour
l'égalité des
chances au sein des
FARDC.
c) Élaboration du
projet d'une "cellule
genre" des FARDC,
conformement des
résultats de la table
ronde sur la RSS

b) Octobre 2008
au décembre
2008.

b) Plan d'action adopté.

b) Recommendation de la
Table Ronde RSS. Initiative
devrait venir de la part des
FARDC par exemple après le
séminaire.

c) Mars 2008 à
mai 2008.

c) Évaluation et adoption
eventuelle du projet.

c) Elaboration de l'idée à base
des discussions avec anciens
formateurs CIMED et Service
d'Education Civique et
Patriotique. Proposition du
projet à retravailler avec le
MiniDef/EMG.

a) Présentation de
la responsable
genre EUSEC
auprès du CEMG.

a) Novembre 2007
et mai 2008.

a) CR lors des réunions
journaliers. CR dans les
rapports semestriels.

a) Deux réunions effectuées
avec le CEMG.

Indicateur: Réprésentation
des personnes clées.
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3) Les conditions
de travail des
PMF sont prises
en compte et
améliorés au
sein des FARDC

IV) Les
FARDC sont
sensibilisée
s sur la
question
des
violences
sexuelles

1) Les FARDC
sont sensibilisés
à la prévention
des violences
sexuelles
commises par
ses membres.

b) Étroite
coopération avec le
conseiller EUSEC
auprès du CEMG
FARDC

b) Courant.

b) CR lors des réunions
journaliers. CR dans les
rapports semestriels.

b) Visites à l'EMG avec
conseiller CEMG.

a) Réunions de
consultation
régulières avec des
hommes et des
femmes sur la parité
au sein de l'armée.

a) Courant.

a) CR lors des réunions
journaliers. CR dans les
rapports semestriels.

a) 12 réunions d'échange
effectuées avec PMF depuis
l'automne 2007.

b) Participation au
travail EUSEC:
Soutien à la
fonction RH et au
développement
d'une politique
stratégique des
ressources
humaines

b) Courant.

b) CR lors des rapports
semestriels. CR dans les
réunions journaliers.

b) Pas encore commencé,
sauf analyse des données du
recensement.

a) Appui technique
au travail sur le plan
mixte sur les
violences sexuelles
(UNFPA, PNC,
FARDC) et dans le
cadre de sousgroupe thématique.

a) Octobre 2007 à
juillet 2008.

a) CR lors des réunions
journaliers. CR dans les
rapports semestriels.

a) Discussions avec UNFPA
dès le mois d'octobre 2007.
Commentaires en partenariat
avec la MONUC Division DH.

b) Voir possibilités
d'assister aux
activités proposées
dans le plan mixte
selon l'analyse de
mapping de
FNUAP.

b) Août 2008

b) CR lors des réunions
journaliers. CR dans les
rapports semestriels.

b) Présentation du mapping
prévue pour fin août.

c) Formation et
sensibilisation pour
l'Ecole Supérieure
Militaire sur les VS

c) Février 2008 au
décembre 2008.

c) Evaluation écrite des
participants du cours.

c) Quatre interventions
effectuées sur le Genre et VS
pour le cours d'administration.
Devoir completé par tous les
participants avec restitution en
groupe.

Suivi mi-mandat (août):
Combien de personnes ont
reçu l'information?
Indicateur quantitatif.
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2) Les FARDC
sont sensibilisés
aux mesures
concrètes de
poursuite des
violences
"genre"
(violences
sexuelles)
commises par
ses membres.

d) Appui aux
activités des
FARDC et des
structures de
dépendants dans le
cadre des 16 jours
d'activisme sur les
VS

d) Novembre 2008

d) Evaluation des activités

d) Préparations
commenceront au mois
d'octobre.

e) Etude
approfondie sur les
donnés de FNUAP
sur les FARDC et
VS

e) Mai-Août 2008

e) Etude presentée à la
mission.

e) Etude en cours avec le
FNUAP.

a) Appui technique
au travail sur le plan
mixte sur les
violences sexuelles
(UNFPA, PNC,
FARDC).

a) Janvier 2008 à
juillet 2008.

a) CR lors des réunions
journaliers. CR dans les
rapports semestriels

a) Discussions avec FNUAP
dès le mois d'octobre 2007.
Travail sur commentaires en
partenariat avec la MONUC
Division DH.

b) Voir possibilités
d'un projet pilote sur
la justice
militaire/Gender
Justice.

b) Octobre 2007 à
janvier 2008.

b) Evaluation des
possibilités d'un projet
presenté au mois de janvier
2008.

b) Visite sur le terrain à
Bukavu et Bunia au mois
d'octobre 2007. Discussions
avec la MONUC, ONG, Idasa,
Rejusco et experts de la
justice militaire d'EUSEC et
d'EUPOL pour identifier les
besoins dans le domaine.
Rentre pas dans le cadre du
mandat EUSEC, plutôt
EUPOL. .

Suivi mi-mandat (août):
Combien de personnes ont
reçu l'information?
Indicateur quantitatif.

68

Annex 4 – Gender Work Plan – EUSEC RD Congo

V) Le
conseiller
genre
contribue à
améliorer la
situation
sociale des
familles
militaires
des
brigades
intégrées.

1) Un projet
pilote "foyer
sociale"/"maison
des femmes" des
brigades et mis
en œuvre (en
ciblant
alphabétisation
et apprentissage
des petits
métiers)

2) Les capacités
associatives des
structures
organisationnelle
s des femmes
aux camps
militaires sont
renforcés et les
contacts avec les
associations des
femmes civiles
sont améliorés

a) Elaboration et
financement du
projet Foyer Social.

a) Janvier 2008 mai 2008.

a) Évaluation du projet au
mois de décembre 2008.

a) Projet presenté et accordé
par des bailleurs en juin.

b) Rétablissement
et équipement des
locaux du foyer
social de la 7ème
Brigade

b) Août-septembre
2008

b) CR lors des réunions
journaliers. CR dans les
rapports semestriels.
Évaluation Décembre 2008.

b) Travaux en cours.

c) Soutien au
comité de pilotage
des femmes sur
place

c) Septembre au
décembre 2008.

c) Tâche à accomplir au
mois de septembre 2008.

c) Reglement d'ordre établi,
réunions regulières

d) Formation des
formateurs du foyer
social de la 7ème
Brigade

d) Septembre
2008.

d) Tâche à accomplir au
mois de septembre 2008.

d) Formation du 9 au 13
septembre 2008.

e) Deux classes
d'alphabétisation,
une classe de
coupe couture

e) Septembre au
décembre 2008.

e) Tâche à accomplir au
mois de decembre 2008.

e) Choix des formateurs et
planning terminé

a) Elaboration et
financement du
projet Renforcement
des capacités des
structures des
femmes aux
brigades

a) Mars 2008 - mai
2008.

a) Évaluation du projet au
mois de décembre 2008.

a) Projet presenté et accordé
par des bailleurs en juin.

b) Première module
de formation à
Mbudi.

b) Mai-Août 2008

b) Évaluation écrite du projet
au mois de décembre 2008.

b) Première Module accomplie
du 16 au 20 juin. Suivi en
cours.

Suivi mi-mandat (août):
Combien de personnes ont
reçu l'information?
Indicateur quantitatif.
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3) Le plan de
cantonnement
pour les unités
de la FRR intègre
l'approche genre

c) Deuxième
formation Gestion
des projets

c) Septembre
2008.

c) Évaluation écrite du projet
au mois de décembre 2008.

c) Programme, formateurs,
locaux, financement OK

Suivi mi-mandat (août):
Combien de personnes ont
reçu l'information?
Indicateur quantitatif.

d) Troisième atelier
d'évaluation et suivi
des projets
proposés

d) Novembre
2008.

d) Évaluation écrite du projet
au mois de décembre 2008.

d) Programme, formateurs,
locaux, financement OK

Suivi mi-mandat (août):
Combien de personnes ont
reçu l'information?
Indicateur quantitatif.

e) Voir possibilités
d'élargir le projet
aux autres Brigades
Integrés

e) Évaluation
Octobre 2008

e)
Recommandations/propositi
on du projet en collaboration
avec le Min Def/EMG

e) Etudes et discussion avec
les brigades à l'est, visite
Bukavu/Goma août 2008.
Rapport finalisé septembre
2008.

f) Conseils et
assistances
courants aux
structures des
femmes aux camps
militaires
("Organisational
Development",
campagnes,
plaidoyer, projets,
etc. ).

f) Courant

f) CR lors des réunions
journaliers. CR dans les
rapports semestriels.

e) En cours.

a) Suivi et
participation au
processus de
planning de la FRR

a) Août-décembre
2008

a) CR lors des réunions
journaliers. CR dans les
rapports semestriels

a) Projet pas encore débuté.

b) Rédiger une fiche
"Lessons learned"
du projet pilote du
Foyer Social à
Maluku et de
l'évaluation DFID
"Post-Brassage"

b) Novembre 2008
(ou sur besoin)

b) Les expériences des
projets font partie des
évaluation des besoins du
projet FRR.

b) Rapports évaluation PNUD
et Formation Module 1 sont
prêts.

Indicateur: Le plan de
cantonnement des unités
prend en compte des
différents besoins des
femmes et hommes
militaires et dépendants.
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4) Il y a une
bonne
coordination des
activités Genre
avec d'autres
projets dans le
domaine du
social des
dependants

a) Discussion avec
l'OIM sur l'approche
Genre du projet des
dépendants. Leur
faciliter les contacts
avec FNUAP sur les
questions du
planning familial.

a) Courant

a) Contacts réguliers et
échange de l'information sur
les activités en cours.

a) En cours depuis janvier
2008

b) Contacts et
dialogue avec la
direction "Action
Sociale du MiniDef"

b) Courant

b) Contacts réguliers et
échange de l'information sur
les activités en cours.

b) En cours depuis mai 2008.
Organisation d'une visite aux
projets à Maluku Juin 2008.
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Annex 5 - Job Description – August 2008 recruitment Gender Advisor
EUPOL/SEC

EU Police Mission and its Justice Interface in the Democratic Republic of Congo
(EUPOL RD Congo)
Advertisement for Seconded Staff Members
Organization:
Job Location:
Availability:
Staff Regime:

Job titles/Vacancy
Notice:

Deadline for
applications:
Email address to send
the Job Application
Form/CV:

EUPOL RD Congo
Kinshasa, Goma or Bukavu (Democratic Republic of Congo), in accordance with
the assignment indicated on each job description
Kinshasa: as early as possible
Goma and Bukavu: as of 01 September 2008
Seconded by Contributing States
1 Deputy HoM/Head of Operations (SSR 04/1)
1 Adviser - Planning § Studies Directorate of the PNC (Police Nationale
Congolaise) (SSR 07)
1 Adviser - Public Order / OPS Center (SSR 09)
2 Civil Criminal Justice Experts (SSR 10/2)
1 Expert - State Border Service (Police aux Frontières) (SSR18)
1 EUPOL / EUSEC Gender - Expert (SSR 20)
1 Adviser - East stabilization (SSR 21)
3 EUPOL / EUSEC Paramedics (SSR 22)
29 August 2008
cpcc.eupolrdcongo@consilium.europa.eu
For more information related to the selection and recruitment, please contact the
General Secretariat of the Council of the European Union, Civilian Planning and
Conduct Capability - CPCC :

Information:

For operational and deployment-related questions :
Lt. Col. Thierry Baud (Operations Unit)
Tel: +32 2 281 5636
Email: thierry.baud@consilium.europa.eu
or
For questions on employment terms and conditions :
Mr. Paulo Vidal (Mission Support Unit)
Tel: +32-(0) 2-281-5802
Email: paulo.vidal@consilium.europa.eu)
Civilian Planning and Conduct Capability
Rue de la Loi 175, B-1048 Brussels
Fax: +32 2 281 58 77

The General Secretariat of the Council of the EU, through the CPCC - Civilian Planning and Conduct
Capability -, requests Contributing States to propose candidates for the following international expert
positions for EUPOL RD CONGO, according to the requirements and profile described below:
A. Essential Requirements
EUPOL RD CONGO is a French speaking mission
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Citizenship - Citizen of a Member State of the European Union (EU) or citizen of the Contributing Third
States and enjoying full rights as a citizen.
Integrity - The participants must maintain the highest standards of personal integrity, impartiality and
self-discipline within the mission. Participants are not allowed to provide or discuss any information or
document as a result of access to classified and/or sensitive information related to the mission or
respective tasks and activities. The participants shall carry out their duties and act in the interest of the
mission.
Negotiation Skills - The participants must have excellent negotiating skills and the ability to work
professionally in a stressful and diverse environment.
Flexibility and adaptability - Be able to work in arduous conditions with a limited network of support.
Must be able to cope with extended separation from family and usual environment (Due to local strong
variations of security level, EUPOL is not a family Mission).
Physical and mental health - Physically fit and in good health without any physical or mental problems
or substance dependency which can impair operational performance in the Mission. Selected personnel
should, in principle, be under the normal age of retirement in EU Contributing States.
Ability to communicate effectively in French – Mission members must be fully fluent in written and
oral French language. Report writing skills are especially needed.
Computer Skills - Skills in word processing and spreadsheets are essential. Knowledge of other IT
tools will be an asset.
B. Recommendable Requirements
Knowledge of the EU Institutions - To have knowledge of the EU Institutions and international
standards, particularly related to the Common Foreign and Security Policy, including the European
Security and Defense Policy.
Knowledge of the mission area - To have a good knowledge of the history, culture, social and political
situation of the country. To have knowledge of the police, judiciary and governmental structures (distinct
advantage).
Language skills - knowledge of English and local languages will be an asset.
C. Essential Documents and Requirements for the Selected Candidates
Passport - The participants must obtain a passport from the respective national authorities. Seconding
Members States should provide their personnel with a service/diplomatic passport, and agree to have
them accredited to their Embassies or Consulates, as appropriate, in the region.
Visas - Staff members shall obtain a visa and a transit visa as appropriate.
Security Clearance required: To have or obtain a national security clearance "EU SECRET" level or
equivalent.
Security equipment : Police officers shall be fitted with individual protection gears and armament,
especially flack jackets (level 4) and bullet proof helmets, and their 9 mm duty side arm together with
100 rounds of ammo.
Certificate/Booklet of vaccination - To be in possession of a valid certificate/booklet of vaccination
showing all vaccinations and immunizations received. To be vaccinated according to the required
immunizations for the mission area.
Medical Certificate - To be in possession of a valid certificate declaring fit to the mission.
Driver License - Be in possession of a valid - including mission area - civilian driver license for motor
vehicles (Category B or equivalent). Able to drive any 4 wheel drive vehicles.
D. Additional information on the selection process
Application form - Applications will be considered only when using the standard Application Form
(Annex 2) and indicating which position(s) the candidate is applying for.
Selection process - The candidates considered to be the most suitable may be short-listed and
interviewed on the phone before the final selection is made, as appropriate.
Information on the outcome - Candidates will be informed about the outcome of the selection process
after its completion.
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EUPOL/EUSEC Gender Expert (SSR 20)
1 Position
Location : 1 Expert in Kinshasa (Capital)
Provide technical assistance in the mainstreaming of gender in policies, programmes and projects.
Be responsible for planning and for following up gender equality, especially within the framework of the
CSRP (Comité de Suivi de Réforme de la Police).
Promote gender equality, equal opportunities in the mission and the participation of women in conflict
resolution, giving advice and guidance, setting standards for achievements and developing plans of
action.
Support the definition of training standards, content and material for the training of staff members on
gender-related issues.
Help promote policies aiming at ensuring a better protection of women in DRC.
Support initiatives intended to raise the Congolese police awareness on the gender and male/female
discrimination issues.
Facilitate contacts and co-operation on gender-issues with other international organisations and nongovernmental organisations.
Advise and monitor compliance with commitments to equal opportunities in recruitment, reviewing
policies and reporting on findings.
Qualifications and Experience
Advanced university degree in social sciences with focus on gender.
Knowledge of the latest international developments in gender methods, approaches and tools for
mainstreaming gender and research in the field.
Documented experience from gender mainstreaming, education and work in international organisations.
Experience of advising, seminars, training and project management as well as collaborations, changes
and developmental work.
Experience working with international development tasks in other international organisations is
desirable.
Formal/informal networking with other experts in gender, at international level, experience from civilian
crisis management operations will be an advantage.
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Annex 6 Historical background to the conflict in DRC
Since its independence from Belgium in 1960, the DRC has known political instability, massacres, the
proliferation of security actors and the sustained involvement of external actors intent on exploiting the
mineral assets of the country and supporting one or the other rebel group.
By the end of the 1960s, the government was firmly guided by Joseph-Desiré Mobutu (better known as
Mobutu Sese Seko). Stability, though, was short-lived. Mobutu’s policy of entrusting members of his own
ethnic group – the Ngbanda – with control of security matters led to ethnic conflicts and a series of coup
attempts in the 1970s followed by serious economic decline in the 1980s caused by disastrous
economic policies. The mismanagement of the state administration and the decay of the military forces
contributed to the dissolution of societal bonds. As the distinction between business, state administration
and security forces became increasingly blurred, the state gradually lost its monopoly on the use of force
and proved largely incapable to control unrest. In response, the regime became increasingly despotic,
leading to further unrest and opposition.
In these circumstances, regional events came to shape Congo’s destiny. In the aftermath of the 1994
Rwanda genocide, almost one million, (mostly) Hutu Rwandese fled to the Kivus – in the eastern part of
DRC. Amongst them were Hutu militias who began almost immediately to organise and attack Rwanda
from Congolese soil, leading to increased tensions between the two countries. The great number of
refugees disturbed the precarious social balance between the different ethnic groups already residing in
the area – in particular the Tutsi Banyamulenge and the Hutu Banyarwanda. Hutu militants from
Rwanda exploited the resentment of the Banyarwanda towards the other local ethnic groups, which was
fuelled by political and economic rivalries, to recruit them en masse for their militias. They also ran
successful recruitment campaigns in the Hutu refugee camps set up in the wake of the exodus from
Rwanda. The inability of the Congolese forces to respond to this situation was interpreted by the Tutsi
government of Rwanda as a deliberate policy of Hutu forces and the Congolese state to undermine it. In
response, Kigali, joined by the Tutsi government of Burundi, formed an anti-Mobuto alliance with
Uganda and the Banyamulenge elite in the DRC. It was headed by Laurent Kabila.
Between 1996 and 1997, the country was ravaged by conflict until a victorious Kabila established a new
government. However, the alliance between Kabila and the forces that supported him did not last long,
and did not prevent the violence between the Banyamulenge and the Banyarwanda in the Kivus, which
meant that the economic potential of the area could not be exploited. Concerned about the country’s
persistent instability and the military presence of foreign troops from Rwanda and Uganda, Kabila
decided to reinforce his domestic political and social base by forging an alliance with Hutu forces. The
result of this strategic turn-around was that Uganda was denied control over the economic resources for
which it had backed Kabila and that Rwanda’s influence in Congo, and the security gains associated
with it, was sharply reduced. Kabila’s decision to expell Rwanda and Uganda prompted a second
generalised war in which the whole region was involved. Zimbabwe, Angola, and Namibia supported the
government; they controlled two-thirds of the Western part of Congo. Rwanda, Uganda and Zambia,
controlling mostly the Eastern part of the country, backed various rebel groups. A cease-fire agreement
signed in Lusaka in 1999 largely failed and violence continued on a large scale. Kabila’s assassination
in January 2001 brought to power his son, Joseph. His government resumed peace negotiations and
ended the ban on political parties. The signature, in December 2002, of the Global and All-Inclusive
Agreement, facilitated by South Africa, opened the way for a transitional period during which a new
constitution had to be approved; armed groups had to be dismantled and reunified in an integrated,
reformed Congolese army; and general elections had to be organized.
A power-sharing transitional government led by President Kabila and an interim parliament, came to
office in June 2003. The government was composed of one president and four vice presidents, three of
which were drawn from rebel groups. The peace process, however, was complicated by the continuing
enmity between the main political leaders and their refusal to integrate their troops into the new
Congolese national army. As the International Crisis Group (Africa Report N. 104, 13 February 2006:i)
reported, ‘the reluctance to move forward with reform in many security structures [was] a deliberate
strategy on the part of the leaders who fought the 1998-2002 war to preserve their ability to respond with
force if elections do not turn out to their satisfaction’. In spite of such difficulties, and renewed bouts of
violence between splintering rebel groups, especially in Katanga and in Ituri, voters approved the new
constitution in December 2005 (adopted in February 2006), paving the way for the election of a new
government. The first round of presidential elections was held in July 2006 and the second one three
months later. The winner was Kabila.
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International Support for the Transitional Process in the DRC
After the 2002 peace accord came into force, the international community resumed more intensively
their support for peace in Congo. MONUC, a peacekeeping force which had been in the country since
the Lusaka cease-fire agreement of 1999, decided to increase the number of personnel. This made
MONUC the largest UN operation in history; at the end of 2006, it had in excess of 16,000 troops.
Moreover, in response to the continuous fighting between rebel groups, the mandate of the operation
was placed firmly under Chapter VII of the UN Charter. Initially mandated only with monitoring the
cease-fire agreement, MONUC’s mandate was expanded to include the facilitation of disarmament,
demobilization and reintegration and assistance to security sector reform; the provision of security to the
main transitional leaders and transitional institutions; and the protection of civilians in imminent danger.
International players were also instrumental in supporting the creation of institutions essential to the
organization of elections and the day-to-day management of the transition process. Donors, which
gathered in the International Committee for the Accompaniment of the Transition, guided and oversaw
the democratisation process. The committee’s principal role was to put diplomatic pressure on the
government, reminding it of its commitments under the peace accord. Also, its support for the
independent electoral commission proved essential for ensuring it operated with integrity during the
presidential elections. Conversely, international donors were less successful in co-ordinating bilateral
and multilateral initiatives on sensitive issues such as security sector reform. More importantly, they
were unable or unwilling to put pressure on the government to set up two important commissions that
were supposed to be part of the transitional architecture: the Truth and Reconciliation Commission and
the Commission against Corruption. Clearly, most of the international attention was focused on
organizing elections, which was an exceptional endeavour in a country without roads and infrastructure,
where an estimated 28 million voters had to be registered. However, the low level of attention that
internationals gave to issues such as reconciliation limited the impact of their peacebuilding efforts.
The impact of conflict on Congolese Women (Political and security impact; humanitarian impact;
human rights violations, including GBV)
Gender equality in the DRC is far from being achieved in spite of the fact that Congo is a signatory to the
Convention on Elimination of All Forms of Discrimination against Women (CEDAW); and that articles 14
and 15 of the 2006 Constitution, actively engage the public authorities of Congo to “eliminate all forms of
discrimination against women and ensure the protection and promotion of their rights; and take all
necessary civil, political, economic, social and cultural measures to ensure women’s full participation to
the development of the nation” (art. 14) as well as work to eradicate all forms of sexual violence (art.
48
15).
On average, 40 women are raped every day in South Kivu, DRC.49 50 per cent of rapes in the DRC are
50
undertaken by government forces. Dr Mukwege of Panzi Hospital, DRC, has called the increasing
51
scale and brutality of sexual violence “the monstrosity of our century”. Maj. Gen. Patrick Cammaert,
recognises that; “It is now more dangerous to be a woman than to be a soldier in modern conflict.” UN
ASG Kathleen Cravero, said in 2008: “Rape is too often seen as “collateral damage of conflicts…we are
52
missing the point: rape is a crime and must be stopped.”

48
Constitution de la Republique Democratique du Congo, available on http://www.presidentrdc.cd/constitution.html.
Accessed on 08 September 2008.
49
UNIFEM/UN Action Against Sexual violence in Conflict presentation on UNSCR 1820,
http://www.stoprapenow.org/pdf/Security%20Council%20Resolution%201820.pdf .
50
Estimate from interviewee, September 2008.
51
UNIFEM/UN Action presentation on UNSCR 1820.
52
UNIFEM/UN Action presentation on UNSCR 1820.
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“In places such as the Democratic Republic of Congo, reform is particularly necessary given that the
National Police Force and the Army are accused in some instances of up to 20% of the reported cases
53
of sexual assault. Women’s recruitment into police forces is a powerful empowerment tool and, with
the right capacity building and accountability measures in place, improves the quality and
effectiveness of a force in fulfilling its core policing role. The police has the strongest link to actors of
civil society and can thus function as a catalyst for promoting anti-violent action and the empowerment
of women, even within their own organisation through reform of recruitment, gender-sensitive training
and career counselling. Women security officers can also help sensitize male colleagues as they
respond to sexual and gender-based violence in conflict and post-conflict environments. In East Timor,
this approach effectively reduced SGBV.”54

The DRC government, commenting on adoption of UNSCR 1820 on sexual violence against women in
conflict, noted that in the DRC “sexual violence was leading to the “feminization of poverty”, meaning
women were no longer able to work the land or work at all. The Government is trying to introduce a
55
range of measures – economic, security, psychosocial – to ameliorate the situation.” To address the
plight of rape and sexual violence, the DRC has adopted a law on sexual violence and has embarked on
an awareness campaign from March 2008.56 UNIFEM and MONUC are also supporting local authorities
for the adoption of a gender National Action Plan. The long crisis that has marked the country has been
characterised by a feminisation of poverty and atrocious violence committed against both men and
women, with a very high rate of gender specific and sexual violence committed in times and areas of
conflict as well as domestic violence exacerbated by poverty, exclusion and war.
In 2008, Slovenia in its role of the EU Presidency, stressed the need for gender-sensitive postconflict
reconstruction, including awareness-training for judges and increased efforts to ensure that women’s
voices are heard in decision-making processes.57 UNSCR 1820 (2008) calls for strong, specific
mandates for missions. As such, the MONUC mandate extension, UNSCR 1794, (2007) should serve as
58
a precedent for future mandates.

53

Yakin Ertürk, Special Rapporteur of the United Nations Human Rights Council on violence against
women,” UN expert on violence against women expresses serious concerns following visit to Democratic
Republic of Congo, [New York], 16-27 July 2007.
http://www.peacewomen.org/resources/Human_Rights/UN%20concern%20on%20VAG.pdf.
54
GenderForce Sweden. 2007. Good and Bad Examples: Lessons learned from working with United
Nations Resolution 1325 in international missions, Uppsala: Trycksaksmaklaren. Quoted from p.29
Enhancing the EU response to women and armed conflict with particular reference to Development Policy,
Andrew Sherriff ECDPM, with Karen Barnes. Study for the Slovenian Presidency of the EU. April 2008.
http://www.mzz.gov.si/fileadmin/pageuploads/foto/0803/WAC_study_-_final-zenske.pdf
55
UNIFEM/UN Action presentation on UNSCR 1820.
56
United Nations Mission in the Democratic Republic of Congo. “Congo-Kinshasa: lancement de la campagne
nationale contre les violences sexuelles en RDC », Kinshasa, 19 March 2008,
http://fr.allafrica.com/stories/200803190831.html, Accessed on 8 September 2008.
57
UNIFEM/UN Action presentation on UNSCR 1820.
58
UNIFEM/UN Action presentation on UNSCR 1820.
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Annex 7 - ESDP Mission mandates, chart, command, Gender Advisors & figures
Overview of ESDP mission mandates
(In chronological order):
1) Artemis (Military – June to 1 September 2003)
Council Joint Action 2003/423/CFSP of 5 June 2003 on the European Union military operation
in the Democratic Republic of Congo
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=OJ:L:2003:143:0050:0052:EN:PDF
“1. The European Union shall conduct a European Union military operation in the Democratic Republic of
Congo, named Artemis in accordance with the mandate set out in Security Council Resolution 1484
(2003).
2. The forces deployed to that effect shall operate in accordance with the objectives set out in the ‘Framework for EU
action in response to the crisis in Bunia’ approved by the Council.”

2) EUFOR RD Congo (Military – July to 30 November 2006)
Council Joint Action 2006/319/CFSP of 27 April 2006 on the European Union military
operation in support of the United Nations Organisation Mission in the Democratic Republic
of the Congo (MONUC) during the election process
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=OJ:L:2006:116:0098:0101:EN:PDF
“1. The European Union shall conduct a military operation in the DRC in support of MONUC during
the election process, named Operation EUFOR RD Congo, in accordance with the mandate set out
in United Nations Security Council Resolution 1671 (2006).
2. The forces deployed to that effect shall operate in accordance with the objectives for possible EU support to
MONUC as approved by the Council on 23 March 2006.”
3) EUPOL Kinshasa (April 2005 – June 2007)
COUNCIL JOINT ACTION 2004/847/CFSP of 9 December 2004 on the European Union Police
Mission in Kinshasa (DRC) regarding the Integrated Police Unit (EUPOL ‘Kinshasa’)
http://www.eur-lex.europa.eu/LexUriServ/site/en/oj/2004/l_367/l_36720041214en00300034.pdf
“1. The European Union hereby establishes a European Union Police Mission (EUPOL
‘KINSHASA’) in order to ensure the follow-on to the EDF project referred to in Joint Action
2004/494/CFSP in relation to the setting up of an IPU in Kinshasa (DRC) as from early January
2005. Before that date and in order to prepare the Police Mission, a Planning Team shall be established not later
than 1 December 2004 and shall be operational until the start of the mission.
2. EUPOL ‘KINSHASA’ shall operate in accordance with the objectives and other provisions as contained in the
mission statement set out in Article 3.”
COUNCIL JOINT ACTION 2006/913/CFSP of 7 December 2006 amending and extending Joint Action
2004/847/CFSP on the European Union Police Mission in Kinshasa (DRC) regarding the Integrated Police
Unit (EUPOL ‘Kinshasa’) Extension into 2007
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=OJ:L:2006:346:0067:0068:EN:PDF
Replaces Article 3 of 2004/847/CFSP:
“The European Union shall conduct a police mission in Kinshasa (DRC) in order to monitor, mentor and advise the
setting up and the initial running of the IPU in order to ensure that the IPU acts following the training received in the
Academy Centre and according to international best practices in this field. These actions shall be focused on the
IPU chain of command to enhance the management capability of the IPU and to monitor, mentor and advise the
operational Units in the execution of its tasks.
EUPOL “Kinshasa” shall continue to monitor, mentor and advise on the development of the IPU, and shall help
ensure the proper integration of the IPU in the National Congolese Police (PNC). EUPOL “Kinshasa” shall also
strengthen its advising capacity to the Congolese police with a view to facilitating the Security Sector Reform
process in the DRC together with EUSEC RD CONGO. For the purposes of the temporary reinforcement of EUPOL
“Kinshasa” during the electoral process, EUPOL “Kinshasa” shall establish, as an integral part of EUPOL “Kinshasa”
and under the overall security framework for the elections, a police coordination support element in order to ensure
an enhanced and coordinated response of the PNC crowd control units in Kinshasa, in case of disturbances during
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the electoral period, with particular focus on the election of the of the DRC president. The area of responsibility shall
be limited to Kinshasa. The police coordination support element, as part of EUPOL “Kinshasa”, shall not have
executive powers.
For the purpose of the temporary reinforcement of EUPOL “Kinshasa” during the electoral process, EUPOL
“Kinshasa” shall be authorised to use dedicated bilateral financial contributions in order to procure additional
equipment for PNC crowd control units in Kinshasa.’.”
4) EUPOL RD Congo – July 2007 to present
COUNCIL JOINT ACTION 2007/405/CFSP of 12 June 2007 on the European Union police
mission undertaken in the framework of reform of the security sector (SSR) and its interface
with the system of justice in the Democratic Republic of the Congo
http://www.consilium.europa.eu/cms3_fo/showPage.asp?id=1304&lang=en&mode=g
“The European Union (EU) is conducting a mission to provide advice and assistance for security
sector reform (SSR) in the Democratic Republic of the Congo (DRC), called EUPOL RD Congo,
with the aim of contributing to Congolese efforts to reform and restructure the National Congolese Police (PNC) and
its interaction with the judicial system. The mission must provide advice and assistance directly to the responsible
Congolese authorities and through the police reform monitoring committee (CSRP) and the joint committee on
justice, while taking care to promote policies compatible with human rights and international humanitarian law,
democratic standards and the principles of good governance, transparency and respect for the rule of law.”
COUNCIL JOINT ACTION 2008/38/CFSP of 20 December 2007 amending Joint Action 2007/405/CFSP on the
European Union police mission undertaken in the framework of reform of the security sector (SSR) and its
interface with the system of justice in the Democratic Republic of the Congo (EUPOL RD Congo).
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=OJ:L:2008:009:0018:0020:EN:PDF
Outlined changes in command structure due to changes in the Council of the EU in 2007, creating the CPCC.
Civilian operations would now have a ‘Civilian Operations Commander’, as such:
“(2) On 18 June 2007, the Council approved Guidelines for Command and Control Structure for EU Civilian
Operations in Crisis Management. Those Guidelines provide, inter alia, that a Civilian Operation
Commander will exercise command and control at strategic level for the planning and conduct of all
civilian crisis management operations under the political control and strategic direction of the Political
and Security Committee (PSC) and the overall authority of the Secretary-General/High Representative for the CFSP
(SG/HR). Those Guidelines further provide that the Director of the Civilian Planning and Conduct Capability (CPCC)
established within the Council Secretariat will, for each civilian crisis management operation, be the Civilian
Operation Commander.”
COUNCIL JOINT ACTION 2008/485/CFSP of 23 June 2008 amending and extending Joint Action
2007/405/CFSP on the European Union police mission undertaken in the framework of reform of the security
sector (SSR) and its interface with the system of justice in the Democratic Republic of the Congo (EUPOL
RD Congo)
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=OJ:L:2008:164:0044:0045:EN:PDF
“(3) (...) the mission should contribute to the police, gender, human rights and children and armed conflict aspects of
the stabilisation process in the east of the Democratic Republic of the Congo (DRC), and facilitate the linkage and
harmonisation of those efforts with the national process of police reform.
…
(4) (...) EUPOL RD Congo should also be deployed in the eastern part of the DRC taking particular account of
security issues, gender-based violence, children in armed conflicts and international coordination.
…
In Article 2(1) the following indent shall be added:
— contribute to the police as well as to the gender, human rights and children and armed conflict aspects of the
peace process in the eastern DRC and especially to its linkage to the reform process of the PNC.
…
Art. 3(f) (...) experts assigned to the police as well as to the gender, human rights and children and armed conflict
aspects of the stabilisation process in the east, and its linkage to the national police reform process.
….
(Geographic mandate)
4. The deployment zone shall be Kinshasa, Goma and Bukavu. Given the geographical implications of the mission
throughout the territory of the DRC, as a result of the mission statement, movement of experts and their presence in
other locations in the provinces could prove necessary, on the instructions of the Head of Mission or of any person
so authorised by the Head of Mission and taking due account of
the security situation.’”
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EUSEC RD Congo – June 2005 to present
Head of Mission - 1 July 2008, Jean-Paul Michel.
COUNCIL JOINT ACTION 2005/355/CFSP of 2 May 2005 on the European Union
mission to provide advice and assistance for security sector reform in the
Democratic Republic of the Congo (DRC)
COUNCIL JOINT ACTION 2007/406/CFSP of 12 June 2007 on the European Union mission to provide advice
and assistance for security sector reform in the Democratic Republic of the Congo (EUSEC RD Congo)
COUNCIL JOINT ACTION 2008/491/CFSP of 26 June 2008 amending and extending Council Joint Action
2007/406/CFSP on the European Union mission to provide advice and assistance for security sector reform
in the Democratic Republic of the Congo (EUSEC RD Congo)
“Art. 1.a Providing advice and assistance to the Congolese authorities in their work to integrate, restructure and
rebuild the Congolese army, particularly by: (...) contributing, inter alia by supplying expertise in the selection,
training and education of staff and the assessment of infrastructure and equipment requirements, to the drawing up
of the arrangements for the organisation and gradual establishment of the Reaction Force as part of the overall plan
for reforming the army with due respect for the principles of human rights, international humanitarian law, gender
issues and children affected by armed conflicts.”
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Chronological Chart of ESDP missions and Operations

ISIS Europe – Chart and table of ESDP and EU missions – January 2009 - www.isis-europe.org
2003
2004
2005
2006
2007
2008
2009
2010
j f ma mj j a s o n d j f ma mj j a s o n d j f ma mj j a s o n d j f ma mj j a s o n d j f ma mj j a s o n d j f ma mj j a s o n d j f ma mj j a s o n d j f ma mj
Greece

Italy

Ireland

Netherlands Luxembourg

UK

Austria

Finland

EU MM Western Balkans *

Germany

Portugal

Slovenia

France

Cz Republic

EUPM BiH. Followed on from UN Intl Police Task Force in January 2003.
CONCORDIA

Sweden

Spain

COMPLETED 31 December 2007
extended to 31 December 2009

(1)

(2)
EUPOL PROXIMA fYRM

suceeded by EUPAT fYRM

EUJUST THEMIS Georgia
COMPLETED EUFOR ALTHEA BiH (3)
Legend - as at January 2009:
Border mission
Police mission
Military mission
Rule of Law mission
SSR mission
Assistance mission

extended to 21 November 2009

EUPOL Kinshasa --> suceeded by EUPOL RD Congo
EUSEC RD Congo
arrow indicates ongoing
mission with a to-bedetermined time frame.
Mission mandate extensions
are indicated as perpendicular
lines within the horizontal
chronological mission line.

extended to 30 June 2008

EUJUST LEX Iraq

extended to 30 June 2009

First extension 1 Jul 05 - 31 Dec 06

extended to 30 June 2009

AMIS EU Supporting Action - Sudan COMPLETED 31 December 2007
COMPLETED

AMM Aceh
EU BAM
Georgia
EU BAM Rafah

extended to 28 Feb 2009
extended to 24 Nov 2008

extended to 24 Nov 2009

EU BAM Ukraine-Moldova

extended to 30 November 2009

EUPOL COPPS Palestine mandated to 31 December 2008
Planning mission
Monitoring mission
NB - with changes possible if the Lisbon
Treaty comes into effect, the system of 6
month Presidency and its role may
change.

Mandate extended to 31 Dec 2010

EUPAT (4)
EUPT Kosovo
* Note the EUMM W. Balkans began in 1991 as EUCM W. Balkans and then transitioned
to EUMM in 2003.
(1) CONCORDIA fYRM completed
(2) ARTEMIS DRC completed
(3) EUFOR ALTHEA ongoing - reviewed every six months
(4) EUPAT fYRM completed
(5) EUFOR RD Congo completed
(6) EUNAVCO - replaced by EU NAVFOR Somalia

COMPLETED
15 June 2008

EUFOR (5)
EUPOL RD Congo
extended to 30 Jun 2009
mandated to 30 June 2008
EUPOL Afghanistan - mandated to 30 May 2010
EUFOR TCHAD/RCA
EU SSR Guinea-Bissau
EULEX Kosovo - mandated to 15 Jun 2010
EU MM Georgia
EUNAVCO
(6)

EU NAVFOR Somalia

j f ma mj j a s o n d j f ma mj j a s o n d j f ma mj j a s o n d j f ma mj j a s o n d j f ma mj j a s o n d j f ma mj j a s o n d j f ma mj j a s o n d j f ma mj
2003
2004
2005
2006
2007
2008
2009
2010
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Heads of Mission, EUSRs and Gender Advisors for ESDP mission in the DRC59

Mission

HoM

EUSR

EUSEC RD Congo
(2005 - )

General Jean-Paul Michel (Fr)
since 24 June 2008

Roeland van de Geer (NL)
– until 28 February 2009

Anne Maria Ohlsson (Se)

EUPOL RD Congo
(2007 - )

Superintendent Adilio Custodio
(Pt)

Roeland van de Geer
(NL)- until 28 February
2009

Anne Maria Ohlsson (Se)

EUFOR RD Congo
(2006)

OHQ – Lt. General Karlheinz
Viereck (De)

(former) Mr Aldo Ajello (It)

Charlotte Isaksson (Se)

59

Source of table: ISIS Europe.

Gender advisor
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Mission figures EUPOL RD Congo60
EU Member States seconded contributions:
Belgium
Finalnd
France
Italy
Portugal
Romania
Spain
Sweden
TOTAL

7
1
7
4
7
1
1
2
30

Third state seconded contributions
Angola
1
Switzerland
1
TOTAL
2
Total seconded staff per mission
TOTAL seconded approved in OPLAN

32
32

EU Member States contracted contributions:
France
4
Germany
1
Portugal
1
Total international contracted
6
staff per mission
Total international contracted
9
staff per mission
TOTAL contracted staff
TOTAL contracted approved in OPLAN

Gender disaggregated
International seconded staff
International contracted staff
TOTAL international
seconded and contracted
staff
Local staff
TOTAL whole mission

60

15
17

male
29
(90.6%)
5
(83.3%)
34
(89.5%)

female
3
(9.4%)
1
(16.7%)
4
(10.5%)

7
(77.6%)
41
(87.2%)

2
(22.2%)
6
(12.8%)

Source: General Secretariat of the Council of the EU, June 2008
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Mission figures EUSEC RD Congo

Stockholm International
Peace Research Institute
Armed Conflict and Conflict
Management Programme
MISSION: EUSEC DR Congo
REPORTING YEAR: September 2008
What is the current strength of the assigned personnel in 2008 - distinguished where applicable between the
following categories?
military staff (in Kinshasa)

21

civilian staff (in Kinshasa)

8

military staff (in the East)

14

civilian staff (in the East)

2

total

45

What are the countries contributing and where possible, please, provide a national breakdown of the numbers?

categories
______________

military staff

civilian staff

total

contributing countries
Austria

1

1

Belgium

9

4

13

France

10

4

14

Germany

3

3

2

2

1

1

1

1

Bulgaria
Cyprus
Czech Republic
Denmark
Estonia
Finland

Greece
Hungary
Ireland
Italy
Latvia
Lithuania
Luxembourg
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Malta
3

Netherlands

3

Romania
Poland
2

Portugal

1

3

Slovakia
Slovenia
Spain
3

Sweden

3

United Kingdom

1

1

10

45

others
Switzerland
Norway

35

total

If any – how many local personnel are assigned to the mission?
33
Numbers of fatalities suffered in 2008:
total

1
hostile action

illness

accident

others

through
1
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Annex 8 – Resources and Reference Materials on Gender
ESDP Missions in DRC
Artemis
www.consilium.europa.eu/cms3_fo/showPage.asp?id=605&lang=EN&mode=g
EUPOL Kinshasa www.consilium.europa.eu/cms3_fo/showPage.asp?id=788&lang=EN&mode=g
EUSEC RD Congo www.consilium.europa.eu/cms3_fo/showPage.asp?id=909&lang=EN&mode=g
EUPOL RD Congo www.consilium.europa.eu/cms3_fo/showPage.asp?id=1303&lang=EN
EUFOR RD Congo www.consilium.europa.eu/cms3_fo/showPage.asp?id=1091&lang=EN&mode=g

EU Documents on gender
Cabinet
(11 Dec 2008) Report on the Implementation of the European Security Strategy (ESS)
This report on the ESS finally acknowledges the importance of gender in security and
women in peace-building processes by stating that ‘The EU has recognised the role of
women in building peace. Effective implementation of UNSCR 1325 on Women, Peace,
and Security and UNSCR 1612 on Children and Armed Conflict is essential in this
context.’ and "Effective implementation of UNSCR 1820 on sexual violence in situations
of armed conflict is essential." (S407/08)
http://www.consilium.europa.eu/ueDocs/cms_Data/docs/pressdata/EN/reports/104630.p
df
Council documents on gender
(17 Dec 2008)

Conclusions of the Employment, Social Policy, Health and Consumer Affairs Council
on the review of the implementation by the Member States and the EU institutions of
the Beijing Platform for Action – Women and Armed Conflicts, including a set of 4
quantitative indicators prepared by the French Presidency.
http://www.consilium.europa.eu/uedocs/cms_Data/docs/pressdata/en/lsa/104821.pdf

(8 Dec 2008)

Council Conclusions on EU guidelines on violence against women and girls and
combating all forms of discrimination against them
http://www.consilium.europa.eu/ueDocs/cms_Data/docs/pressData/en/gena/104617.pd
f

(3 Dec 2008)

Implementation of UNSCR 1325 as reinforced by UNSCR 1820 in the context of ESDP
(doc 15782/3/08 Rev 3)
A review and replacement of the former documents 11932/2/05 and 12068/06.

(1 Dec 2008)

Joint Commission and Council document ‘Comprehensive approach to the EU
implementation of the United Nations Security Council Resolutions 1325 and 1820 on
women, peace and security’ (doc 15671/1/08REV 1)
The document aims to set out a common EU approach to the implementation of UNSC
Resolutions 1325 and 1820. It also seeks to ensure that the EU's external actions are
shaped to protect women from violence and that they contribute to increased equality
between women and men during and after armed conflict. The document outlines
common definitions and principles, and includes a series of specific measures to
improve coherence and continuity in the EU’s crisis management initiatives and
development work. http://register.consilium.europa.eu/pdf/en/08/st15/st15671re01.en08.pdf

(June 2008)

Handbook on Mainstreaming gender and human rights into ESDP – compilation of
relevant documents. Developed under the trio EU Presidency of Slovenia, Portugal and
Germany. http://www.consilium.europa.eu/ueDocs/cms_Data/docs/hr/news144.pdf

(11 Dec 2006) EU Concept for support to Disarmament, Demobilisation and Reintegration
86

Annex 8 – Resources and Reference Materials on Gender
(DDR) (mainstreams gender throughout the document)
http://ec.europa.eu/external_relations/human_rights/child/concept_ddr_1206.pdf
(13 Nov 2006) CONCLUSIONS of the General Affairs and External Relations Council (GAERC) of the
Council of the European Union Secretariat document (14884/1/06 Rev1) on promoting
gender equality and gender mainstreaming in crisis management. Document :
www.consilium.europa.eu/ueDocs/cms_Data/docs/pressData/en/gena/91617.pdf
Full press release
www.consilium.europa.eu/ueDocs/cms_Data/docs/pressdata/en/gena/91667.pdf
Draft conclusions http://register.consilium.europa.eu/pdf/en/06/st14/st14884re01.en06.pdf
(27 Jul 2006)

Council Secretariat document to delegations - Check list to ensure gender
mainstreaming and implementation of UNSCR 1325 in the planning and conduct of
ESDP Operations (doc 12068/06)
http://register.consilium.europa.eu/pdf/en/06/st12/st12068.en06.pdf
Extract:
“I. AIM. This check list seeks to ensure gender mainstreaming and implementation of
UNSCR 1325 from the early planning to the conduct of ESDP operations, including their
follow-up. The check list should be used by civilian and military planners in member
states and in the Council Secretariat. It should serve as a reminder and provide concrete
examples of what can be done during the different stages of the planning process. It
should be used in conjunction with the document “Implementation of UNSCR 1325 in the
context of ESDP” (doc 11932/2/05 Rev 2).
Where appropriate, gender issues that feature in this checklist should be addressed in
the context of human rights.”

(29 Sept 2005) Council Secretariat document to delegations - Implementation of UNSCR 1325 in the
context of ESDP (doc 11932/2/05 Rev2)
http://register.consilium.europa.eu/pdf/en/05/st11/st11932-re02.en05.pdf
(23 May 2005) Council Secretariat to delegations. ESDP conclusions of the General Affairs and
External Relations Council (with the participation of Ministers of Defence). (doc 9004/05)
(refers to UNSCR 1325 and Generic Standards of Behaviour)
http://register.consilium.europa.eu/pdf/en/05/st09/st09004.en05.pdf
(18 May 2005) Council Secretariat document to delegations - Generic Standards of Behaviour for
ESDP Operations. (doc 8373/3/05 Rev 3)
http://register.consilium.europa.eu/pdf/en/05/st08/st08373-re03.en05.pdf
European Parliament documents on gender
(16 Nov 2006) RESOLUTION of the European Parliament on "Women in International Politics"
(2006/2057(INI))
(17 Oct 2006) REPORT of the European Parliament on "Women in International Politics" (Rep A60362/2006 referencing Res 2006/2057(INI)). Committee on Women's Rights and
Gender Equality. Rapporteur: Ana Maria Gomes MEP.
(01 Jun 2006) RESOLUTION of the European Parliament on "Women in armed conflicts and their role
in post-conflict reconstruction" (2005/2215(INI))
(03 May 2006) REPORT on the situation of women in armed conflicts and their role in the
reconstruction and democratic process in post-conflict countries (Rep A6-0159/2006
referencing Res 2005/2215(INI)). Committee on Women's Rights and Gender Equality.
Rapporteur: Véronique De Keyser MEP.
(30 Nov 2000) RESOLUTION of the European Parliament on “Participation of women in peaceful
conflict resolution" (2000/2025(INI))
(20 Oct 2000) REPORT on the participation of women in peaceful conflict resolution (Rep A50308/2000 referencing Res 2000/2025(INI)). Committee on Women's Rights and Equal
Opportunities. Rapporteur: Maj Britt Theorin MEP.
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European Parliament Subcommittee for Security and Defence (SEDE):
(10 Jul 2007) SEDE Secretariat - Report on the Course on “Gender and ESDP” organised by the
Hungarian Ministry of Defence with support of the German Presidency
(23 Mar 2007) Gender Mainstreaming Action Plan – Subcommittee on Security and Defence.
Presented by Mrs Ana Gomes, SEDE Vice-chair responsible for gender mainstreaming

UN Documents on gender
(19 June 2008) UNSCR 1820 on women peace and security – violence against women
http://www.un.org/Docs/sc/unsc_resolutions08.htm
(27 Sep 2007) UNSG Report on women, peace and security S/2007/567 (report requested under
UNSCR 1325.) http://www.un.org/Docs/sc/sgrep07.htm References for other years:
S/2006/770; S/2005/636; S/2004/814; S/2002/1154).
(28 Apr 2006) UN Security Council resolution 1674 Protection of civilians in armed conflict
http://www.un.org/Docs/sc/unsc_resolutions06.htm
(31 Oct 2000) UN Security Council Resolution 1325 Women Peace and Security
http://www.un.org/Docs/scres/2000/sc2000.htm

Training materials on gender (relevant for ESDP missions)
Gender and ESDP
Presentations from EU Training on gender and ESDP, Budapest, Hungary, 18-20 April 2007.

(Links to presentations available in the “Gender peace and security documents” resource by ISIS
Europe on this page: http://www.isis-europe.org/index.php?page=gender )

Good and Bad Examples – lessons learned from working with UNSCR 1325 in international missions.
Genderforce, Sweden. 2007 www.genderforce.se
http://www.polisen.se/mediaarchive/4347/3474/7398201/Goda_och_daliga_exempel_EN.pdf
Human Security and Gender in Conflict Response in ESDP: the human rights agenda in contemporary
security thinking. Lecture and training by Giji Gya for the Higher Level Studies Command Course, Baltic
Defence College. 15 August 2008.
Gender and SSR
The Gender and Security Sector Reform Toolkit. Editors: Megan Bastick & Kristin Valasek. DCAF,
OSCE/ODIHR, UN-INSTRAW, 2008. http://www.dcaf.ch/gender-security-sector-reform/gssr-toolkit.cfm
Individual tools from the toolkit:
Defence Reform and Gender, The Gender and Security Sector Reform Toolkit.
Cheryl Hendricks and Lauren Hutton. DCAF, OSCE/ODIHR, UN-INSTRAW, 2008.
ISBN: 978-92-9222-074-7
http://www.dcaf.ch/publications/kms/details.cfm?ord279=title&q279=gender&lng=en&id=47394&nav1=4
Police Reform and Gender, The Gender and Security Sector Reform Toolkit.
Tara Denham. DCAF, OSCE/ODIHR, UN-INSTRAW, 2008.
ISBN: 978-92-9222-074-7
http://www.dcaf.ch/publications/kms/details.cfm?ord279=title&q279=gender&lng=en&id=47391&nav1=4
Security Sector Reform and Gender, The Gender and Security Sector Reform Toolkit. Kristin Valasek.
DCAF, OSCE/ODIHR, UN-INSTRAW, 2008.
ISBN: 978-92-9222-074-7
http://www.dcaf.ch/publications/kms/details.cfm?ord279=title&q279=gender&lng=en&id=47331&nav1=4
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Gender Training for Security Sector Personnel , The Gender and Security Sector Reform Toolkit. Toiko
Tõnisson Kleppe. DCAF, OSCE/ODIHR, UN-INSTRAW, 2008.
ISBN: 978-92-9222-074-7
http://www.dcaf.ch/publications/kms/details.cfm?ord279=title&q279=gender&lng=en&id=47420&nav1=4
International and Regional Laws and Instruments related to Security Sector Reform and Gender (Annex)
The Gender and Security Sector Reform Toolkit. Megan Bastick & Kristin Valasek. DCAF,
OSCE/ODIHR, UN-INSTRAW, 2008.
ISBN: 978-92-9222-074-7
http://www.dcaf.ch/publications/kms/details.cfm?ord279=title&q279=gender&lng=en&id=47486&nav1=4
General gender
Inclusive Security, Sustainable Peace: Toolkit for Advocacy and Action. International Alert and Women
Waging Peace. 2005 http://www.huntalternatives.org/pages/87_inclusive_security_toolkit.cfm (There is
a 2007 update to complement the original toolkit).
Securing Equality, Engendering Peace: A guide to policy and planning on women, peace and security,
UN-INSTRAW: 2006. (A guide to facilitate the formulation of National Action Plans on 1325).

Training – instigating through cultural values
The Belgian Military Defense Forces have shown success with their adoption of training. All
personnel undergo gender training from a perspective of values. As the military structure is based
on a strong value structure, the clever integration of a gender dimension into this demonstrates an
understanding of how to mainstream according to the context and understanding of the audience.
(slide from Annicq Bergmanns, Assistant to the General Director, Human Resources, Belgium
Defence Forces)
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Reference materials on gender
Frey, Beatrice, Accountability and Monitoring Mechanisms in Support of the Implementation of EU
Guidelines and Policy Directives on Gender in ESDP Missions. 2008. Background paper for the
conference “From Commitment to Action: the EU Delivering to Women in Conflict and Post-Conflict",
Brussels, October 10, 2008. http://www.unifem.sk/uploads/doc/Frey%20Mastercopy%20%209%20Oct_For%20Distribution.pdf
Gya, Giji, “The importance of gender in ESDP”, European Security Review No. 34, July 2007, ISIS
Europe http://www.isis-europe.org/pdf/2007_artrel_25_esr34gender-esdp.pdf
Isaksson, Charlotte. Final Report on Gender Work inside EUFOR RD Congo. EU Operation
Headquarters, Operation Commander (Lieutenant General Karlheinz Viereck). 15 December 2006
www.honvedelem.hu/files/9/8008/eu_operation_headquarters_final_gender_report_eufor_rd_con.pdf
ISIS Europe. Gender peace and security documents resource,
A listing of relevant EU, EP, UN, NATO, OSCE and other documents on gender, peace and security.
Also lists European 1325 National Action Plans.
http://www.isis-europe.org/index.php?page=gender
MONUC Gender policy http://www.monuc.org/news.aspx?newsID=722&menuOpened=Activities
http://www.monuc.org/news.aspx?newsID=726
Reckinger, Nicole. Advancing the Gender and Security Agenda.
http://www.honvedelem.hu/files/9/8008/nicole_reckinger.pdf
UNIFEM, Policy Briefing Paper: Gender Sensitive Reform in Post Conflict Societies. October 2007
UNDP and UNIFEM.
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