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Foreword
Despite the adoption of United Nations Security Council Resolution 
1325 more than two decades ago, significant progress towards 
ensuring the meaningful participation of women and inclusion of 
gender issues in peace processes is still lacking. While abundant 
resources are available about “why” peace efforts should be more 
inclusive, practical and accessible guidance about “how” to achieve 
this remains scarce. 

This publication addresses this gap by providing mediation teams 
and organisations with ideas, options and strategies for embedding 
gender-inclusivity in their peacemaking efforts. It also encourages 
mediation organisations to turn their gaze inwards and reflect on 
internal culture, processes and practices that need to change for 
the peacemaking sector to become gender-inclusive itself. 

At the Centre for Humanitarian Dialogue (HD), we are assessing 
how we can improve our organisational and peacemaking prac-
tices to be more gender-inclusive. This publication provides many 
options and ideas to boost our efforts, and those of the peace-
making field. It is my hope that this guidance will encourage honest 
self-reflection, and promote positive change in our methods for 
long-term inclusive peacemaking and mediation processes. 

David Harland
Executive Director
Centre for Humanitarian Dialogue
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Background 
The Mediation Practice Series (MPS) was initiated in 2008 as part 
of efforts by the Centre for Humanitarian Dialogue (HD) to support 
the mediation community with data, analysis, and guidance on good 
practice. In recent years, the international community has signifi-
cantly strengthened the quality and quantity of knowledge and ideas 
available to mediators and their teams. The MPS series contributes 
to this effort and the improvement of mediation practice.

Each MPS offers readers a concise overview of a subject area, 
evidence and practice trends, alongside challenges and options for 
action. Although these publications cannot replace practical expe-
rience, it is our hope that they can contribute to a more systematic 
learning process. The series is publicly available on HD’s website in 
a range of languages to promote accessibility. 

Gender-inclusive peacemaking: strategies for mediation practitioners 
is the ninth MPS publication. It builds on the author’s experience as 
a practitioner over two decades and was enriched by consultations, 
interviews, and peer review by practitioners, donors and analysts. 
For an overview of the methods used, please see Annex 1. 



Gender-inclusive peacemaking

5

The Mediation Practice Series

1. External actors in mediation (also available in French)

2. Engaging with armed groups (also available in French)

3. Negotiating ceasefires (also available in French and Spanish)

4. Broadening participation in peace processes  
(also available in French; forthcoming in Spanish and Arabic)

5. Conflict analysis: the foundation for effective action  
(also available in French)

6. Supporting a national dialogue  
(also available in French; forthcoming in Spanish and Arabic)

7. Valuing peace: delivering and demonstrating mediation results 
(also available in French) 

8. Peacemaking and new technologies (also forthcoming in French)

9. Gender-inclusive peacemaking: strategies for mediation  
practitioners (also forthcoming in French, Spanish and Arabic)
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Essential points for practitioners 

• The relationship between gender inequalities, armed violence, 
and violent conflict cannot be ignored. Inclusive political analysis 
enables greater identification of these linkages, and options for 
addressing them. 

• Mediation strategies that systematically integrate gender perspec-
tives, interrogate gender power dynamics, and include women 
in substantive roles can contribute to a more credible and, argu-
ably, more sustainable peace.

• Effective gender inclusion in peacemaking demands the dis-
mantling of bias and the transformation of patriarchal logic and 
systems, which are also damaging and restrictive to many men 
as well as sexual, gender and other minorities. This requires 
transparent long-term commitments and the allocation of appro-
priate resources (financial and human), as well as more diverse 
and accountable leadership of mediation organisations. 

• Incremental inclusion is, at best, an ineffective tactic and, at 
worst, a successful blocking strategy that consolidates gender 
inequality. Peacemaking tends to start with a narrow, elite male-
dominated group of conflict parties and mediators who establish 
the logic of women’s exclusion early on by using a discourse of 
promised inclusion at a ‘later’, ‘better’ stage. This promise is 
rarely realised.

• Taking a layered approach to identifying powerholders and 
influencers is a fundamental starting point for more inclusive 
process design. This entails ‘finding’ women who are active in 
public life at various layers and sectors of society, not just at the 
elite levels. 
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• Agile funding mechanisms at the country level can enable 
women’s participation in decision-making and decision-shaping 
events or learning opportunities, and lower practical barriers 
to inclusion.

• To move beyond male-dominated networks and referral pools, 
mediation entities should reassess recruitment strategies, draw 
on networks of women experts and issue regular calls for feminist 
analysts on relevant countries and topics.

• Ensure zero-tolerance of sexism and sexual harassment within 
mediation organisations. Invest in credible reporting channels.

• Make co-mediation by women and men routine as this can con-
tribute to gender parity and may lead to more consideration of 
gender perspectives.

• Implement quotas, with appropriate support for women at all 
levels of a peace process including implementation mechanisms: 
without decisive interventions to disrupt male dominance of 
decision-making, women will struggle to reach a critical mass 
to shape, influence and set political agendas. Each effort to do 
this, even when not accepted by the parties, helps women move 
closer to a tipping point. 

• Bring women together before formal workshops, dialogue ses-
sions and other meetings as this provides space for women to 
prepare to navigate male-dominated spaces where other hierar-
chies and cultural restrictions may also inhibit their participation.

• Aim for specific gender-responsive commitments in peace agree-
ments wherever possible. These specify who will undertake the 
action, at what levels, and for what purpose. Frame any budget-
ary allocation as a minimum so that it can be expanded over time.
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Gender-inclusive 
peacemaking
Strategies for mediation practitioners

1 Introduction

The participation of women and the inclusion of gender issues in 
peace processes is marked by a mixture of frustration and half-
measures, with pockets of progress and inspiration. A central 
reason for this poor track record is that peacemaking often starts 
with a male-dominated group of conflict parties and mediators, 
with the promise of ‘bringing women in later’. However, the relation-
ship between gender inequalities and armed violence is increasingly 
clear1, as is evidence that incrementalism is not an effective method 
to secure gender inclusion.2

It is often said that focusing on gender equality in peacemaking is 
not just a ‘good thing’ or the ‘right thing’ to do, it is the smart thing 
to do. Yet mediators lament the dearth of accessible guidance to 
move from the ‘why’ and ‘should’ to the ‘how’ in terms of achieving 
gender inclusion in processes and outcomes. Concurrently Women, 
Peace and Security (WPS) advocates and analysts decry the lack 
of transformative progress.

This paper has private diplomacy and non-government actors in 
mind, although many suggestions are relevant to those in multi-
lateral, donor and regional organisations. Drawing on two decades 
as an armed violence reduction specialist, mediation and conflict 
adviser, analyst and programme manager, the author reflects on key 
challenges and offers practitioners ideas for action that can make a 
practical difference. 
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International frameworks

The global WPS agenda – which is grounded in an array of Secu-
rity Council Resolutions (and those subsequently catalysed in other 
regional and multilateral organisations) plus policy commitments 
from states, international non-governmental and civil society organi-
sations – is one part of the international frameworks for women’s 
rights and gender equality. 

Following hundreds of years of global feminist mobilisation, the first 
formal commitment agreed was the 1979 Convention to Eliminate 
All Forms of Discrimination Against Women (CEDAW). This was 
followed by the 1995 Beijing Platform for Action (BPFA) which iden-
tified 12 priority areas to accelerate the implementation of CEDAW, 
including a focus on ‘Women and Armed Conflict’. 

At their roots, CEDAW and the BPFA seek transformation of in-
equitable gender power relations, and both played a decisive role 
in shaping the United Nations (UN) Security Council agenda from 
2000, starting with the landmark 1325 Resolution on Women, Peace 
and Security. 

The nine UN Security Council Resolutions on WPS since then span 
women’s political participation, relief, recovery and rehabilitation 
concerns, and protection from violence and intimidation. In addition, 
UN Security Council Resolution 2250 – which launched the Youth, 
Peace and Security (YPS) agenda – has added a sharper focus on 
the political agency and influence of young women and men as 
well as sexual and gender minorities. Yet, much of the WPS policy 
agenda has become delinked from feminist and social justice 
movements seeking structural change in patriarchal and exclusive 
societies and institutions.3 

Global dynamics

Gender inclusion and women’s political participation in peace pro-
cesses takes place in a tumultuous context of complex political, 
social and cultural dynamics across the world. This includes the 
shrinking political space for civil society as well as increasing attacks 
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on, and the intimidation of, women’s rights advocates and feminist 
mobilisers, alongside journalists and progressive parliamentarians, 
around the world.4 

The rise of violent extremism, nationalism, populist governments 
and authoritarianism are other decisive developments that are clos-
ing spaces for diverse voices and approaches.5 Fake news, ‘uncivil 
speech’ and hate speech all fuel an era of toxic and divisive local, 
national and global politics. These ‘currents’ weaken democratic 
processes and human rights and, at times, undermine the peace-
making efforts of multilateral institutions such as the UN.6 

The traditional ‘peace table’ model barely exists anymore. Conflict 
parties are increasingly fragmented and hard to engage. Efforts to 
end war and violence are messy and rarely associated with formal 
linear peace talks. This can have a positive effect, providing more 
opportunities to reimagine contributions and roles in peace pro-
cesses, and to those overlooked in these elite spaces dominated by 
older men. Women, indigenous people, sexual and gender minori-
ties, excluded religions, younger people, and others are staking 
claims to these processes. 

Why this publication is needed

In a context of political turbulence and patchy progress on gender 
inclusion, practitioners need to think differently about peacemaking. 
As peace processes become more challenging, initiatives are needed 
which stimulate critical thinking, change restrictive gender power 
dynamics, and engage with a multitude of views about inclusive 
peace among mediation and peacemaking actors (see Figure 1). 

In today’s fragmented conflicts, effective and inclusive peace pro-
cesses that are representative of wider groups beyond armed actors 
and elite forces are essential. Research highlights the connections 
between more gender-inclusive processes and more sustainable 
peace, driven by the strong interest in preventing conflict relapse.7 
At the very least, international actors must ensure that they do not 
undermine feminist mobilisation and the difficult – and often dan-
gerous – efforts underway in many conflict-affected contexts to 
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Figure 1: Conversations about inclusive peace processes8
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advance gender equality and secure the rights of women as well 
as gender and sexual minorities, which are prerequisites for fairer 
and more equitable societies.8

Good practice, best practice: what is the difference?

It is challenging to declare definitively what is good practice on 
gender inclusion in peace processes as change is largely incre-
mental and timeframes are long. The examples in this paper are 
not exhaustive or definitive. They are intended to be sources of 
inspiration and to invigorate those involved in peacemaking. Ideas 
outlined in this paper should not be replicated without tailoring them 
to the needs of the context. Disrupting hostile, inequitable and 
dangerous gender norms requires nuanced approaches that are 
politically calibrated. Consequently, this paper does not refer to ‘best 
practice’ and, instead, suggests some decisive actions which rep-
resent ‘good practice’ or a minimum level of effort.

Know your terms: Key concepts 

Effective gender inclusion demands dismantling bias and transform-
ing patriarchal systems which are also damaging to many men as 
well as sexual and gender minorities. This requires transparent long-
term commitments, allocating appropriate resources, and diverse 
and accountable leadership in mediation organisations. It also 
requires different approaches and techniques, and appreciation of 
relevant concepts and terms, some of which are outlined below. 

Applying a ‘gender lens’: Paying attention to the socially- 
constructed expectations, limitations and differences imposed on 
women, men, girls and boys from birth. Such gender norms influ-
ence behaviour, decisions and life trajectories. 

Gender mainstreaming: Integrating gender perspectives across 
sectors, law, and policies to promote gender equality. Gender main-
streaming is a continuous process with a focus on internal and 
external systems and processes.9 

2
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Gender-sensitive: Considering gender power dynamics and gender 
(in)equalities and the differences between men, women, girls and 
boys, and sexual and gender minorities while developing policy or 
analysis, designing processes, drafting laws, allocating resources or 
evaluating the impact of decisions. 

Gender-responsive: Turning consideration of gender perspectives 
into actions that can be monitored, evaluated and refined over 
time. Some gender-responsive techniques include establishing 
gender quotas and undertaking gender reviews to pinpoint block-
ages and opportunities. 

Gender-inclusive: The combination of gender-sensitive ‘ideas’ 
and gender-responsive ‘actions’. A gender-inclusive peace agree-
ment, for example, might be one that is written in gender-sensitive 
language with specific provisions to advance women’s political 
inclusion and the integration of gender perspectives into decision-
making processes and outcomes. 

Intersectionality: Consideration of how identities intersect and 
influence each other, and how this may lead to multiple forms of 
oppression and discrimination, as well as strengths and capaci-
ties.10 For mediation actors, this requires analysing power variables 
and aspects of identity (such as sexuality, gender, ethnicity, class, 
age, disability, location), and ways in which these can collide, clash 
and combine. 

Representation: Considering the presence of people from under-
represented groups and communities (for example, persons from 
religious minorities in parliament) or advancing the interests of a par-
ticular group (for example, a group of women representing ‘women’ 
more widely). 

Critical mass: Understanding the conditions in which underrepre-
sented groups (such as women in male-dominated parliaments) 
can gather momentum and exert influence more effectively.11 It is 
generally understood to be achieved at around the 30% mark which 
is why women’s representation claims are typically framed this way. 
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Meaningful participation: Patchy implementation of the WPS 
agenda has led practitioners and advocates to emphasise the 
quality of participation.12 Over the past two decades the qualifier of 
‘meaningful’ has been increasingly associated with the participation 
of women in peace processes. This is far more than the numbers 
of women involved in an initiative. Key elements include being pre-
sent to seize opportunities; drawing on knowledge, networks and 
confidence; deploying political agency and being a part of setting 
agendas; and conveying gender perspectives and women’s rights 
concerns as defined by broader social and political movements. 
Figure 2 illustrates these four dimensions and provides examples 
of what this might mean for mediation practitioners.

Actions to strengthen gender-inclusive 
mediation support
 
Mediation actors focus on managing asymmetries between con-
flict parties and addressing historical disadvantage that impedes 
effective peace process participation and negotiation. This is directed 
to armed groups and state actors who certainly have significant 
differences affecting, and limiting, their engagement and respective 
capacities to negotiate effectively. So, too, do women – both in 
formal conflict parties (armed actors and governments) and in civil 
society. Mediation strategies that systematically integrate gender 
perspectives, interrogate gender power dynamics and include 
women in substantive roles can contribute to more credible, and 
arguably more sustainable, peace and result in a richer array of 
perspectives in decision-shaping and decision-making processes. 

There are, however, significant barriers to women being ‘at the table’ 
in many peace processes, which have already been abundantly 
documented.13 In addition to direct representation in negotiating 
parties, there are many other ways women can participate and con-
tribute ‘around’ processes – as facilitators, mediators, advisers, 
observers and subject experts. They also contribute through social 
movements, public protest, advocacy, problem-solving dialogues, 

3
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Figure 2: Elements of meaningful participation

Source note: This builds on the original graphic developed by UN Women (2018).14 
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consultations and more. Mediation actors have an important part 
to play in supporting this multiplicity of roles.14

There are many practical actions which mediation actors can take 
in their everyday work to ensure gender-inclusive initiatives and the 
meaningful participation of women. 

Action 1: Integrate gender perspectives into political analysis

Political and conflict analysis commonly lacks a gender-sensitive 
approach and feminist perspectives.15 Central to gender-sensitive 
analysis is thinking about who generates analysis, who is asked 
for their views and who can access the analysis. 

There is increasing interest in doing 
better in terms of political analysis to 
inform peacemaking interventions. There 
is also nascent recognition in mediation 
organisations that feminist and gender-
sensitive analysis is a matter of bringing 
the most rigorous information forward 
and integrating it into an astute analysis 
of power, violence and oppression in 
each context to inform effective mediation and peace process support. 
 
As argued by Nagel, “feminist theories offer new perspectives to 
mainstream conflict research, which needs new theoretical con-
cepts, approaches and arguments, if it wants to evolve and remain 
relevant.”16 This means moving beyond the ‘gender paragraph’ 
(cataloguing women’s victimisation, counting women at the peace 
table, tallying up discriminatory laws and socio-cultural norms yet 
rarely focusing on masculinities) to an integrated and gender-
sensitive analysis of political and economic power relations and 
situating mediation actors in the frame as well.17 

Systematic approaches include:

Who is generating the analysis? Practitioners can periodically 
assess who is developing analysis and issue a call for feminist 

Central to gender-sensitive 
analysis is thinking about 
who generates analysis, who 
is asked for their views and 
who can access the analysis. 
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researchers and inclusion specialists with country and thematic 
expertise. They can also build more connections with women from 
civil society as well as feminist and pro-inclusion peace and security 
specialists in the Global South, in states seeking to play a greater 
role in conflict resolution such as Indonesia and in those with 
strong regional interests such as Turkey, China and Russia. This is 
especially important for identifying more ways to address dynamics 
in interstate conflicts and proxy wars, and blockages in the Secu-
rity Council. To exchange skills and share knowledge, practitioners 
can consider bringing together local analysts from violence-affected 
contexts with international specialists, or pair existing (often pre-
dominantly male) consultants with a feminist analyst. 

Since opportunities to inject gender perspectives into deliberations 
are typically limited and arise unexpectedly, anticipating future policy 
topics and being prepared with reliable information is central to 
effective mediation support. For example, the UN Special Envoy’s 
Office in Yemen commissioned gendered perspectives on themes 
including security reform and power-sharing in 2020/21 from pre-
dominantly female Yemeni analysts to give staff ready access to 
gender-sensitive data and perspectives. 

Who is being asked for their views? Analysis may be generated 
and tested as part of a dialogue process or problem-solving work-
shop. In this case, injecting gender-specific examples and questions 
can spark different conversations and connections. Conducting peer 
reviews is another way to solicit women’s views. Practitioners should 
ensure payment to those without salaried income as their expertise 
is often predicated on many years of experience. Indeed, women 
often choose to operate outside of institutions for many of the 
reasons outlined in this paper. 

Who can access the analysis? Where analysis can be put in the 
public domain, practitioners can make sure it is as accessible as 
possible. Practitioners should aim to present research insights in short, 
accessible formats, multiple languages, through data visualisation 
and across multiple platforms. Examples of such public sharing include 
a feminist conflict analysis undertaken in Myanmar by the then Peace 
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Support Fund (now Paung Sie Facility) in 2016 and the collective fem-
inist analysis of the conflict in Cameroon spearheaded by the Women’s 
International League for Peace and Freedom (WILPF) in 2019.18

Action 2: Set and monitor inclusion goals

Focusing on inclusive processes and outcomes in equal measure 
is important as both dimensions bring benefits and gains, and are 
interrelated. Setting goals from the start of an initiative can help avoid 
the ‘add women and stir’ approach (dropping a few women into 
male-dominated meetings to avoid criticism or as an afterthought) 
and may help focus thinking about power and gender hierarchies. 

Start with a gender inclusion review: This can be a review of a 
project, programme, organisation or peace process. It can help iden-
tify behaviours and policies that are obstacles to inclusion and devise 
ways to change them. Such reviews can generate an action plan to 
strengthen inclusion efforts and opportunities to address negative 
gendered divisions of labour and roles. Ideally, reviews should be 
conducted jointly by external specialists and a small internal team, 
bringing a mixture of fresh perspectives and knowledge of organ-
isational dynamics. The involvement of senior leaders is also para-
mount to generate buy-in. Practitioners can also build in a reflection 
on the review (for example, within 12 months) to promote account-
ability and refine implementation. 

Gender inclusion strategy reviews
In October 2019, the UN Secretary-General committed to a series of gender inclusion 
strategy sessions in the UN’s offices and missions. The UN Department of Political 
and Peacebuilding Affairs has carried out three sessions to date covering Yemen, 
Afghanistan, and the consequences of the 2008 conflict in Georgia. The processes are 
led by members of the Standby Team of Mediation Experts together with UN per-
sonnel, and are tailored to the type of peace process and the role of the UN entity. 
They result in an action plan with a review commitment. Importantly, these exercises 
catalyse reflection on informal entry points for inclusion at the same time as gener-
ating more formal commitments.
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Draw on tools to boost goal setting: Using the established 
‘Gender Marker’ scoring system can help practitioners to review 
programmes and projects and set future objectives.19 This system 
can prompt practitioners to design projects more inclusively.  
Organisations should ideally have a two-step process in place so 
that those who determine their initial score in the design phase are 
not those who decide the final score. 

• Score 3 – Initiatives or projects that have gender inclusion as 
the principal objective. 

• Score 2 – Initiatives or projects that have gender inclusion as a 
significant objective.

• Score 1 – Initiatives or projects that will contribute in some way 
to gender inclusion, but not significantly. 

• Score 0 – Initiatives or projects that are not expected to contrib-
ute to gender inclusion.

Figure 3: Gender Inclusion Scale

Gender  
negative 

Activity or initiative likely to have a negative outcome that aggra-
vates or reinforces existing gender inequalities and norms.

Gender  
blind

Activity or initiative pays no attention to gender dynamics, does 
not acknowledge the needs of men, women, girls and boys, 
or populations that are politically and socially excluded but 
does not specifically exacerbate inequalities.

Gender  
targeted

Activity or initiative focuses on the numeric/physical inclusion 
of women, men, girls and boys, and populations that are politi-
cally and socially excluded.

Gender  
responsive

Activity or initiative addresses the different levels of access of 
women and men of all ages, genders and sexual minorities to 
participate and/or be represented but does not necessarily 
address the root causes of inequalities.

Gender  
transformative

Activity or initiative likely to contribute to changes in negative 
gender norms, power structures and root causes of gender 
inequality and discrimination and seeks systemic change.
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The current marker system does not have a score for projects that 
risk exacerbating gender inequalities (i.e., Score -1 for projects that 
could reinforce inequalities) and this could be one development to 
consider. Similarly, a Gender Inclusion Scale can be used when 
assessing projects and planning activities. Figure 3 focuses on 
intended impact, but it can also be reframed and used as a report-
ing tool.20 

Factor gender inclusion into budgets: One of the most striking 
measures of how seriously inclusion is taken is the allocation of 
funding. Many organisations now have projects focused on gender 
inclusion, but this is often reliant on project-specific funding, rather 
than longer-term core funding. From observation, over the past two 
decades, the movement by most mediation organisations to improve 
gender inclusion efforts is driven by donors. Given the influence of 
donors, part of a more consistent approach to gender inclusion 
would be standardising the quantity of funding allocated to it. In the 
peace and security budgets of UN entities this typically starts at 
15%, although this should be understood as a starting point and 
not a ceiling. While there is still a clear need to retain flexible funding 
for peacemaking,21 donors can (and do) demonstrate their priorities 
through ‘soft earmarking’ in which they require mediation organisa-
tions to allocate part of their core funding to gender inclusion. 

Appraise inclusion within inclusion: Operationalise the concept 
of ‘intersectionality’ by ensuring inclusion initiatives do not lead to 
exclusion in other areas, for example in relation to ethnicity, class, 
gender and sexual identity, ability and religious identity. Thinking 
about identity layering is part of conflict-sensitivity so ought to be 
second nature to mediation actors. An example might be ensuring 
younger women have equitable access to opportunities in youth net-
works (particularly in contexts where women’s household respon-
sibilities can start at a young age). This might involve mapping the 
skills, expertise, power and influence of younger women or estab-
lishing a women’s caucus within the network.

Identify who is accountable for action: Consider whether the 
responsibility for promoting gender inclusion within the institution 
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is limited to a gender adviser or individu-
als acting as de facto internal advo-
cates (who are usually women) – these 
individuals rarely hold decision-making 
power, and can be marginalised within 
organisations for advocating gender 
inclusion. Consistent political will and 
leadership are vital for keeping gender 
inclusion at the forefront of programming 
and making it a shared responsibility.

Action 3: Design inclusive initiatives and processes 

Actions to reduce the obstacles to women’s political participation 
and the inclusion of gender perspectives hinge on recognition of, 
and preparedness to reduce, the disproportionate historical advan-
tage many men have in private and public life. Old habits die hard, 
so vigilance is required to constantly disrupt male reluctance to 
share space and opportunities with women. Several steps are pro-
vided here: 
 
Identify women operating at various levels: Mediation organ-
isations frequently ‘look’ for women in the spaces and places they 

Consistent political will  
and leadership are vital  

for keeping gender inclusion 
at the forefront of program-

ming and making it a  
shared responsibility.

Identifying less visible women 
In 2020, HD initiated a project in the Korean Peninsula. This examined debates and 
expertise from different perspectives to identify new approaches and pathways to 
peace. Two key trends stood out: conversations are dominated by men from a few 
states, and the topics almost solely focus on denuclearisation and sanctions. Staff 
then sought out women in various sectors across Asia – academics, government of-
ficials, humanitarian workers, business figures and members of women’s rights 
groups – to provide relevant and transferable insights. The team mapped key organisa-
tions and individuals and chose not to focus solely on directors or project leaders, 
but those around them, uncovering less visible women. Applying different expertise 
criteria led to more inclusive process design and generated several promising and 
creative entry points for pro-peace engagement and confidence building. 
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perceive as powerful – military forces, certain ministerial posts, 
business figures. Not only can this result in many women being 
overlooked, but young men, religious figures, ethnic minorities and 
many others may be overlooked too. Taking a layered approach to 
identifying powerholders and influencers is a fundamental starting 
point for more inclusive process design. This entails ‘finding’ women 
who are active in public life, possibly in less visible or obvious roles, 
and at various layers of society, not just at the elite levels. 

Normalise gender quotas in talks, agreements and imple-
mentation mechanisms: Gender quotas (a form of Temporary 
Special Measures permissible under international law as set out in 
CEDAW, Article 4) are one of the most effective ways to fast-track 
women’s representation. They are rel-
atively well established in the electoral 
and parliamentary systems of diverse 
countries to remedy the challenges 
many women face in reaching public 
office. They have proved to be a highly 
effective method for addressing women’s 
under-representation in public life.22 

Mediation practitioners often shy away 
from quotas in the design of processes 
and tend to focus on them in provi-
sions for future electoral reform. This subtly reinforces the faulty 
logic of incrementalism and the idea that gender inclusion can be 
left until later.23 However, evolving efforts to apply quotas in peace 
talks are emerging, including in the UN-led peace process in Yemen 
where reserved, non-transferable seats for women in formal del-
egations have been offered to the parties. These were first offered 
in late 2018 and, to date, the parties have refused to use them, 
although this has not been fully tested as the Yemen process has 
stalled. The more reserved seats and quotas are encouraged by 
mediation actors, the sooner they will become more accepted 
as part of process design. Each effort to do this, even when not 
accepted by the parties, helps increase momentum towards a tip-
ping point. 

The more reserved seats  
and quotas are encouraged 
by mediation actors, the 
sooner they will become  
more accepted as part of 
process design. 
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Hold pre-meetings with women: Bringing women of different 
ages and backgrounds together before formal workshops, dialogue 
sessions and other meetings provides time and space for women 
to discuss agenda items and prepare to navigate male-dominated 
spaces where other hierarchies and cultural restrictions may inhibit 
participation (such as age, education and class). It can also be an 
opportunity for the mediator, chair or facilitator to get to know the 
women participants and learn more about their backgrounds and 
views. This will enable the facilitator to call on them more readily and 
naturally in the main meeting. 

Pre-meetings with women  
HD’s team in Myanmar routinised pre-meetings and parallel meetings in its peace 
support efforts in a highly conflict-affected state of the country. Staff observed that 
women largely raised similar issues in pre-meetings as they and others did in the 
larger, mixed group meetings: the importance of human security; the need to end 
impunity and violence by armed actors; the desire to engage in dialogue; and the 
need for assistance for displaced people. A staff member reflected that this does not 
make the efforts invalid – there was value in convening separate meetings as part of 
providing space for women to hone their views.

Co-facilitation and mediation: The choice of the facilitator and 
chair of meetings is highly significant as they operate as de facto 
mediators in many contexts. To change the perception that older 
men with high-level connections are naturally suited to such roles, 
routinise co-chairing, co-facilitation and co-mediation by women and 
men. Co-roles contribute to gender parity and may lead to more 
consideration of gender perspectives. It should, of course, be noted 
that not all women want, or are well-suited, to being gender-
equality advocates, so this should not be assumed. Finding women 
for these roles is easier than ever with the establishment of various 
women mediator networks removing the question of ‘where are 
the women?’24 There are also databases of female peace and secu-
rity experts to identify women of all ages and backgrounds.25 
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Ask women first – to establish women’s ‘voice’ in male-
dominated settings: When chairing or facilitating a meeting, call 
on a woman or several women when the discussion opens (for 
example, after presentations or a speech) to provide the first  
intervention. This technique establishes women’s ‘voice’ in male-
dominated spaces, helping women not only to be seen, but also 
heard. This technique – referred to here as ‘Ask Women First’ – 
can be used in meetings with negotiating parties, in unofficial dia-
logue events, during staff meetings in mediation organisations, and 
in any forum where women are in a minority. Wherever possible, 
give the woman or women advance notice that you would like to 
call on them. This technique can also be factored into meeting plans, 
annotated agendas, and in talking points to set the behaviour in 
place. Additionally, think about where women sit and deliberately 
place them closer to the facilitator or chair of the meeting wherever 
possible, so they are more visible. Consider offering coaching on 
delivering key points and public speaking to bolster women’s con-
fidence and self-belief.28 Use the facilitation techniques of affirming 
the ideas posed by women, or soliciting their opinions in order to 
frame their experiences or insights. This will help draw out those 
whose voices are less well-established or easily sidelined. 

Introduce mechanisms for women’s inclusion: In response to 
the exclusion of women from negotiations, mediators have developed 

Co-facilitation in Kenya and Myanmar   
Three weeks after the 2008 post-election violence in Kenya, the African Union estab-
lished a Panel of Eminent African Personalities with a mandate to mediate the crisis. It 
was chaired by former UN Secretary-General Kofi Annan, former President Benjamin 
Mkapa of Tanzania, and Graça Machel, former public official and First Lady of South 
Africa.26 Similarly, the facilitation of formal political dialogue in Myanmar offers 
another rare and positive example. Although the design of the system was entirely 
about party representation (ethnic armed groups, political parties, government) the 
longstanding co-facilitation by two women and one man was in place from 2016.27
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direct and indirect inclusion mechanisms to address the chal-
lenge.29 The most prominent direct mechanisms include gender 
sub-commissions, which have been utilised twice in recent years: 
the Colombian Sub-Commission on Gender (discussed below) and 
the Sri Lankan Subcommittee on Gender Issues (SGI). These sub-
commissions represent evolving good practice, as they were linked 
to the formal process and provided a way to both boost women’s 
representation and bring gender expertise into deliberations. The 
SGI was endorsed by the parties and comprised of representatives 
chosen by the government and the Liberation Tigers of Tamil Eelam, 
following its formation during the third round of negotiations.30 In the 
absence of independent women delegates, at a minimum this was 
an alternative forum for discussing gender perspectives. However, 
the SGI was short-lived due to the collapse of the overall process, 
so it is difficult to determine its impact. 

Indirect mechanisms have been developed by the UN. This includes 
the Women’s Advisory Board in the Syria (Geneva) process and 
the Women’s Pact and the Technical Advisory Group in the Yemen 
process. These mechanisms have been considerably contested 
but could evolve further in the future. The UN-led advisory boards 
have been criticised for being opaque and lacking transparency 

Women form their own delegations in Somalia 
and Northern Ireland 
During the 2000 Somali National Peace Conference, the five main clans were dom-
inated by men. Women mobilised across clans and formed the ‘Sixth Clan’, securing 
their presence as a delegation and ultimately signatories to the agreement. The Sixth 
Clan maintained their efforts at subsequent negotiations over the years and were deci-
sive in establishing a parliamentary gender quota, getting agreement on a Ministry 
for Gender and Family Affairs, and many other achievements.31 Another example of 
women seizing the moment and forming delegations is the Northern Ireland Women’s 
Coalition formed in 1996 – a cross-party initiative that ensured women were repre-
sented in the peace talks.32
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about selection criteria and who the women involved ‘represent’ 
– themselves or specific constituencies? It is worth noting, however, 
that this could equally be asked of male-dominated conflict par-
ties, yet the question is rarely put to them in the same way. These 
mechanisms have also been criticised for being a substitute for 
direct participation, although the UN has consistently stated they 
are not. 
31 32

Broader civil society inclusion forums such as the Syrian Civil Society 
Support Room, Civil Society Forum in Myanmar, and official consul-
tations such as the Libyan Political Dialogue Forum also represent 
processes where efforts to integrate gender inclusion measures 
have occurred.33 Another decisive route to participation for women 
is to form their own delegations.

Develop rapid participation funds: Funding is needed to ena-
ble women’s full and meaningful participation. It is common for 
women to be invited at the last moment to events due to the prac-
tice of ‘add women and stir’. Inflexible budget lines can restrict 
women’s ability to take advantage of unexpected opportunities. 
More flexible funds could also be used to ‘plug’ organisational and 
strategic gaps left by the potentially prolonged absence of key 
staff members who are involved in peace talks to avoid leaving 
strategic decision-making gaps within the organisation. An agile 
funding mechanism is invaluable for supporting women’s partici-
pation in decision-making meetings or learning opportunities, 
providing a way to fund overlooked or unexpected opportunities. 
Such mechanisms need to have the ability to support unregistered 
organisations, which are common in conflict-affected countries. 
Practitioners also need to make explicit provision for covering care-
giving responsibilities as part of recognising that this impedes 
many women in situations where responsibility for child-rearing and 
care isn’t equally shared between women and men. Practitioners 
can also provide logistical support for difficulties such as negotiat-
ing visas with foreign governments and helping women to under-
take the complicated, dangerous journeys needed to leave hostile 
situations to attend peace talks. Rapid participation funds work 
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best at the country level where they can reflect the context and 
needs and they may be faster to access due to fewer decision-
making layers. The use of such funds can also be extended to 
enabling the participation of young people and others who are 
systematically excluded. 

34 
“Can you hear me?” – Foster inclu-
sive online spaces: The COVID-19 
pandemic has spurred the rapid adop-
tion of online convening in the peace and 
security sector. Some find the online 
shift more conducive to participation, 
for example for women with children 

who can join meetings in the evenings after children are asleep. 
There are, however, downsides too: not everyone has access to a 
(good) internet connection; participants can appear engaged yet 
distracted with multi-tasking; time zone juggling means some par-
ticipants are consistently sleep deprived. Women may also face 
difficulties with finding conducive workspaces at home, or having 
their paid employment demands recognised by family members 
while they work from home. 

Peacemaking is highly relational work and challenging to shift 
entirely online, particularly given the trust deficits that run in all direc-
tions.35 It is important to think about how to enable women’s par-
ticipation in online calls with little personal connection, possible 

Women’s rapid participation funds 
USAID supported a Myanmar fund (managed by DAI Inc.) and made this widely 
available to women involved in peace efforts. They assisted with buying plane tick-
ets, booking hotels and other logistical support, often within an hour. Access was 
further promoted with requests accepted in various languages. Help was also offered 
with translation of materials and interpretation during meetings (taking away a 
common inclusion barrier – language accessibility). This initiative was recognised 
by the UN Secretary-General as international good practice in 2018.34

Peacemaking is highly  
relational work and  

challenging to shift  
entirely online.



Gender-inclusive peacemaking

29

language barriers and other access issues. Ironically, it is now easier 
to be included but arguably it is harder to participate. 

It is difficult to strike up connections online, especially with reticent 
conflict parties or with civil society representatives who may be 
concerned about surveillance and online safety. This creates  
additional strains for women involved in peace promotion, as con-
nections to negotiating parties or decision-makers, already limited 
before the pandemic, have become even more limited, which has 
an impact on their ability to translate their influence and advocate 
effectively online. 

When designing online processes, practitioners need to consider 
the different dynamics and how to enable women to engage in dis-
cussions with confidence. The ‘Ask Women First’ technique is 
central to online spaces too. Similarly, practitioners need to be aware 
that often shorter, online meetings could lead to women’s rights 
and gender issues falling off agendas (a new version of the ‘now 
is not the time’ response often used to delay the discussion of 
gender concerns). Globally, women may also have less access to 
technology, such as smartphones, due to household hierarchies. 
It may, therefore, be worth considering supplying smartphones to 
foster the participation of women. Practitioners could also develop 
codes of conduct for online meetings and the framing of discus-
sions to ensure they are inclusive. 

Provide digital safety for participants: Practitioners can ensure 
their organisations and agreements with donors build digital safety 
costs into budgets. This can cover secure VPNs, password pro-
tected software, data package support and promotion of encrypted 
and safer apps, as well as training in techniques to manage cyber 
surveillance and risks. These are costs that may seem out of 
reach for many participants, particularly civil society actors, but can 
be easily put in place by mediation organisations and other inter-
national actors who are already very focused on their own cyber-
security and need to address the risks for those in conflict-affected 
contexts too.
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Action 4: Undertake equitable engagements with women 
and women’s organisations

Increasingly, peace organisations are looking to ‘work with women’s 
organisations’ either in formal or informal partnerships, or through 
consultations. This can mean seeking out and starting long-term 
collaborations, or it might entail developing contacts and con-
nections as an entry point into the context. Mediation practitioners 
need to be careful not to instrumentalise women’s rights organisa-
tions to fulfil donor demands on WPS and ‘do something’ on gender 
inclusion or use them as logisticians for events. There are several 
ways to improve practice in this area: 

Clarity on engagement with women’s rights and women- 
led organisations: Practitioners need to be clear about why they 
are engaging with ‘women’s groups’ and which groups and 
movements they consequently need to engage. Consider taking 
a mixed approach, with a focus on equity (because women are 
half the population) which involves engaging with women-led 
groups across a range of sectors and issues, not just women’s 
rights and gender equality; and also a focus on equality (because 
women are marginalised and oppressed by patriarchal values, 
practices and systems) which entails engaging with feminist move-
ments and organisations. 

Organising meaningful consultations with women: If not 
respectfully designed, consultations can be one-way, extractive ad 
hoc events as opposed to mutually beneficial engagements with 
women in conflict-affected contexts. It is unhelpful to ‘collect 
women’s voices’ since this can raise unrealistic expectations of 
commonality among women, including the need to ‘speak with 
one voice’ and find agreement over a range of issues. Convening 
online allows synchronous and asynchronous consultations, giving 
participants more time to reflect on concerns and questions offline, 
and over a period of time. Providing feedback on the consultations, 
in the form of a summary at a minimum, is important. Additionally, 
letting participants know where the ideas and suggestions will go is 
an obligation. If consultations are poorly designed and consistently 
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seen as extractive, trust is eroded between women’s organisations 
and international actors.36

Establishing an equitable and effective approach to funding: 
Establishing more equitable relationships with women’s rights organ-
isations requires practitioners to examine privilege, position and power 
imbalances and reflect these in different types of support. Annual 
updates from the Organisation for Economic Co-operation and 
Development (OECD) – Development Assistance Committee note 
that, although funding for gender equality has improved, it represents 
5% of all bilateral aid (2018–2019).37 However, little of this funding 
goes directly to women’s rights organisations in focus countries – 
only 1% in 2016–2017.38 An influential report described the results 
of this as ‘watering the leaves, starving the roots’.39 This is not just 
an area of responsibility for donors; practitioners in organisations 
involved in mediation support which are engaged in developing 
‘partnerships’ and the business of sub-granting as secondary 
donors can make changes to improve funding flows to women’s 
rights organisations. Supportive actions could include providing 
funding to cover core costs, which many non-governmental organi-
sations (NGOs) and civil society organisations struggle to secure. 
This inhibits their organisational development and strategic engage-
ment on policy issues. Practitioners can also ensure support is 
extended to include funding to strengthen internal systems (to enable 
the organisation to successfully meet donor requirements), equip-
ment purchases, as well as knowledge or skill-building opportuni-
ties (see Figure 4).

Providing women’s rights groups with funding for organisational 
development is the smart thing to do, given the evidence of women’s 
roles in non-violent movements. Feminist movements have been 
at the forefront of many political uprisings, from Tunisia to Sudan, 
Syria, Liberia, Lebanon and beyond.40 The Colombian peace process 
provides inspiration and one of the most authoritative successes 
to date, both in terms of women’s inclusion in peacemaking and 
outcomes that will advance gender equality. A central tenet was (and 
is) that the strong roles of women of all ages in the peace process 
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Figure 4: Equitable collaborations with women’s rights organisations
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were underpinned by dynamic, well-organised and relatively well-
resourced feminist movements, linked in strategic alliances with 
other non-violent change movements. 

Take care in creating and supporting women’s networks: A 
detrimental development is excessive network creation by inter-
national actors involved in the WPS and YPS agendas. Practitioners 
may be tempted to create new women’s networks, sometimes as 
an initial activity to become established in a country. However, with 
network proliferation comes increased competition for limited fund-
ing and the reinforcement, rather than transformation, of a host of 
complex power dynamics between and within women’s organisa-
tions. It can also lead to exasperation from conflict parties and 
mediation teams about the volume of networks, as well as authen-
ticity and legitimacy challenges. Common concerns with network 
creation include fostering conflict dynamics and forms of exclusion 
by paying too little attention to diversity and representation. Too 
many networks are created with short-term funding and struggle to 
thrive, compounding negative perceptions of women’s groups as 
not strategic and competitive. Practitioners should consequently 

‘Slow’ network development  
In 2014, following genuine demand from civil society entities in Myanmar, interna-
tional support was made available to accompany a set of NGOs and existing women’s 
rights networks to design an alliance of organisations focusing on women’s participa-
tion and gender inclusion in the peace process. A one-year development period was 
enabled by the (then) Peace Support Fund (PSF) before the network was launched 
publicly with a series of independently facilitated discussions and working groups. 
This created space to navigate some of the concerns from existing women’s rights 
groups and gender equality networks. This co-design process helped to reduce some 
of these concerns and the Alliance for Gender Inclusion in the Peace Process was born 
(www.agipp.org). Core and activity-based funding was also provided by PSF for the 
first two years. Among other achievements, AGIPP has gone on to propose gender 
perspectives on the formal political dialogue themes and issued the world’s first femi-
nist critique of a ceasefire.

http://www.agipp.org
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proceed with caution, only setting up new networks after a rigorous 
Do No Harm assessment analysing the risks and added value, and 
following consultations with a wide range of civil society groups 
including women’s rights groups. 

Action 5: Secure gender-inclusive provisions in peace 
agreements

In recent years, increasing attention has been directed to the quality 
of peace agreements, and the ways in which gender perspectives 
are integrated.41 The content of agreements is remarkably varied 
but rigorous analysis has shown that clear and operational provi-
sions related to women, women’s rights, gender perspectives and 
gender equality are the exception, not the norm. Research efforts 
have narrowed the data gap and conclude:42 
 
• Close to half of all peace agreements have been finalised with no 

references to gender or women, and where there are gender 
provisions they are weak in nature.43

• There are more than twice as many peace agreements (43%) 
with no gender provisions as there are with strong gender pro-
visions (16%).44

• Gender provisions are overwhelmingly more likely to be present 
in major agreements, especially constitutions as well as final/com-
prehensive agreements, and least likely to be present in ceasefires 
and implementation agreements.45 

• Provisions related to women tend to be singular or one-off ref-
erences that are typically superficial, perhaps acknowledging a 
problem (e.g. sexual violence) but without actionable commitments 
or further references consistently carried through the rest of the 
agreement(s).

• Delays in implementing gender provisions are a discernible pat-
tern, and they are implemented in less than half of cases.46

Peace agreements are associated with subtle political compro-
mises and language formulations that often make most sense to 
those directly involved at that moment in time. This may be con-
sidered constructive ambiguity. However, this important mediation 
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technique can have deleterious consequences for women’s rights 
and participation in public life. For example, deferral to the status 
quo is likely to occur if the provision is not clear or actionable. 
Seeking astute gender advice is paramount in order to strengthen 
agreement text and include ‘hooks’ for gender equality that can be 
expanded later.47 

Choose words with care: Gender-
inclusive language in agreements is 
much more than adding ‘women, men, 
boys and girls’ across documents or 
repeated references to Security Council 
Resolution 1325. Given that the base-
line for good quality gendered provisions 
is low, practitioners need to be careful 
when drawing on text from another 
context. Pre-existing text can provide 
a precedent and should be used as a 
starting point, not an end point. There are open access databases 
that enable comparison of agreement text (see Annex 2 for a list 
of databases and apps on gender provisions in peace agreements). 
There are three types of text to be aware of:48

• Blueprint text generally provides generic references to WPS 
Security Council Resolutions and international standards and law. 

 Example: ‘Bearing in mind Security Council Resolution 1325 . . .’

 This provides symbolic and declaratory referencing of norma-
tive standards that can be important for women to use in the 
future to argue for their inclusion. However, such text needs to 
be backed up by provisions in the rest of the agreement. 

• Statements of intent might be classified as gender-sensitive but 
they are open to interpretation and can result in a default to the 
status quo (these provisions may include qualifiers such as “give 
due consideration,” “adequate” and “appropriate”).

Gender-inclusive language  
in agreements is much  
more than adding ‘women, 
men, boys and girls’ across 
documents or repeated 
references to Security  
Council Resolution 1325.
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 Example: ‘The political dialogue will include an appropriate num-
ber of women.’ 

 This is not operational because it is not clear what an ‘appropri-
ate number’ means. The status quo is therefore likely to prevail 
unless there is a decisive intervention or a leadership signal to 
ensure women are included. An alternative might be to state that 
women will include at least 30% of all participants. 

• Specific commitments which provide a clear policy direction and 
can be operationalised and measured (making them gender-
responsive). 

 Example: ‘Development efforts by the central government 
recognise inequalities at regional and national level and will 
include, but not be limited to, consultations to allocate a mini-
mum 20% across budgeting targeted at women’s inclusion and 
gender equality.’ 

 This can be operationalised and its implementation clearly moni-
tored as it specifies who will undertake the action, at what levels, 
for what purpose and frames the budgetary allocation as a min-
imum so that it can be expanded over time. It also establishes a 
context for involving civil society. 

Support feminist critique of agreement text: Practitioners can 
encourage and assist women’s rights organisations and pro-peace 
networks to generate critiques of draft agreements (including 
ceasefires, preliminary agreements, and comprehensive frame-
works) as well as those that have been finalised along with imple-
mentation mechanisms. Practitioners can also assist women’s 
rights organisations and networks (such as women lawyers) to 
develop annual monitoring of agreements and their related imple-
mentation. These efforts can help to identify effective agree ment 
text, as well as the mechanisms which produced it, to improve 
future practice.
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49 50 

Undertake a gender inclusion review during negotiations: 
Undertaking rapid gender inclusion reviews during negotiations is 
a high impact way to adjust and improve the gendered language 
in agreement text and inclusive process design. Such reviews can 
be done formally or informally, and undertaken either by experi-
enced advisers and experts or carried out through mechanisms 
such as a gender working group or sub-commission. 

Feminist critique of the 2015 Myanmar  
ceasefire agreement 
The world’s first published feminist critique of a ceasefire comes from the Myanmar 
Alliance for Gender Inclusion in the Peace Process (AGIPP), which assessed the 
2015 Nationwide Ceasefire Agreement (despite the name, this is a hybrid agreement 
and includes a framework for political dialogue and is also not ‘national’ in scope).49   
Some directly involved in the process were taken by surprise that AGIPP had done this 
and that so many women were involved (due to the large number of organisations 
AGIPP represents). This had value in and of itself, as male conflict party representa-
tives at the centre of the ceasefire implementation process were not used to having 
women’s opinions put forward. The critique gave the issue of sexual violence and 
its perpetration by armed actors significant attention, something which had been 
neglected in the male-dominated ceasefire talks.50

Gender inclusion in action: Colombia 
The peace process between the Government of Colombia and the Fuerzas Armadas 
Revolucionarias de Colombia - Erjecito del Pueblo (Revolutionary Armed Forces of 
Colombia – People’s Army or FARC-EP) is often referred to as gender-inclusive. 
This is because of the combination of gender-specific agreement provisions and a 
gender-responsive approach to implementation (such as women’s involvement in the 
ceasefire mechanism – providing oversight on the concerns of female ex-combatants). 
The Gender Sub-Commission is one among several standout innovations.51 

The formal negotiations began in 2012. Following robust advocacy from women’s 
organisations and recommendations from international experts to formalise women’s 
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participation and gender inclusion in the process, the Gender Sub-Commission was 
developed in 2014. A central ingredient underpinning the efficacy of the Sub-Commission 
was a robust feminist movement and active civil society, and co-ordination between 
them, the parties, and the Sub-Commission. 

A pivotal process which provided strategic ‘signposts’ for the gendered content was 
the Cumbre de Mujeres Y Paz (Women and Peace Summit), a series of events that 
gathered 1,200 women from different organisations and parts of the country between 
2013 and 2016. This included nine regional gatherings organised by women’s rights 
organisations in partnership with Congressional Peace Commissioners.52 Following 
this iterative consultation process, recommendations were generated for the par-
ties. Approximately a year after the last large summit, the Gender Sub-Commission 
was formed.

The Sub-Commission was composed mostly of women, and some men, from the 
conflict parties, plus two international experts. Their principal task was to review all 
the partial agreements and documents to ensure the inclusion of gender-sensitive 
and gender-responsive provisions. Colombian gender experts also provided inputs 
on request. The external facilitators played a role in transferring recommendations 
for gendered content to the ‘table’. The resulting agreement signed in September 2016 
has at least 100 gendered provisions. Most (27%) relate to rural reform measures; 
17% are linked to political participation; 18% focus on addressing illicit drugs; 16% 
are about measures to end the conflict; 13% are related to clauses about victims and 
survivors; and 8% relate to implementation, monitoring and verification.53

While there may be a view that the Gender Sub-Commission had the unintended 
consequence of diverting responsibility for gender inclusion away from the talks and 
‘gender washing’ parts of the text that had already been agreed, it still represents a 
remarkable standard. 

In late 2019, the government indicated it was making progress on the 51 gender-
specific indicators agreed in a Framework Implementation Plan. However, implemen-
tation of the gendered provisions has been uneven. 

The Kroc Institute for International Peace Studies at the University of Notre Dame, in 
collaboration with gender inclusion monitoring entities, registered concern that just 
8% of provisions on gender have been implemented, with 42% not addressed at all 
(compared to 25% of provisions implemented and 27% not addressed in the whole 
agreement).54 This disparity is only partly explained by the fact that many of the 
gender-related provisions are associated with long-term reforms around land use, 
the illicit drug trade, and political participation. 



Gender-inclusive peacemaking

39

51 52 53 54 55 56

Action 6: Model good practice on inclusion within mediation 
organisations

The days of Big Man mediation are on the wane. Mediation organi-
sations need competent, agile, emotionally intelligent staff who can 
listen empathetically, read the room and 
its silences, compromise, build alternate 
forms of rapport, and create different 
spaces to discuss difficult topics. These 
are skills and qualities many women 
and girls are socialised to express from birth due to patriarchal 
norms. Recognition that these qualities are central to effective media-
tion, and that they can be valued and applied by men and women 
alike, is slowly increasing. 

Overtures to governments and armed groups are undermined if the 
mediation organisations are unrepresentative and demonstrate weak 
levels of diversity. Mediation actors need to ‘do as they say’, by facili-
tating the appointment of more female mediators, senior advisers, 
topic specialists and other front-facing roles with conflict parties. 
Gender parity in peace and security institutions has become a higher 
priority in recent years, accelerated by the UN Secretary-General’s 
efforts to address male domination of leadership and senior positions.57

Pipelines into mediation are largely predicated on experience as a 
politician or government official. The fact that most of the world’s 
foreign and defence ministers and ambassadors are male creates 

Some of the lag relates to gender power dynamics and the lower status accorded to 
progressing many of these provisions. A 2020 study from the Kroc Institute again 
highlighted the challenges of ensuring gender inclusion across the many plans and 
programmes to implement multiple provisions and macro-policy objectives.55  

Critically, implementation of the agreement has also been marred by escalating vio-
lence, including targeting of women’s human rights defenders, female combatants and 
parliamentarians.56 This represents a profound impediment to both trust and the full 
participation of women. 

The days of Big Man mediation 
are on the wane.
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a ‘logical’ stream into mediation, regardless of competency.58 This 
is slowly changing with developments such as dedicated networks 
of women mediators and more attention to ‘insider mediators’: 
people of all ages, backgrounds and genders in conflict-affected 
countries who come from the societies they work in and have pre-
established relationships of trust. There has been an explosion of 
interest and growth in mediation support and private diplomacy 
over the past 20 years with many positive outcomes, including the 
establishment of mediation support units within multilateral organ-
isations and international NGOs and a sharper focus on effective 
peace support. Multiple actors can lead to overlap, duplication, 
competition, and co-ordination problems.59 This also affects the 
quality and quantity of gender inclusion and WPS efforts.

Having more women in mediation does not, however, ‘solve’ the 
challenge of considering gender perspectives. Not all women are 
feminists and bring this stance to their work. Indeed, many women 
in the peace and security sector are conditioned not to be inter-
ested in women’s rights and gender equality if they want to be 
taken seriously. It is therefore incumbent on everyone in a media-
tion team to apply a gender lens. More capable and accountable 
gender advisers would contribute to improvements too, through 
catalysing colleagues to take evidence-informed action and pro-
viding astute political guidance. 

Seven suggestions for catalysing effective and inclusive organisa-
tions are provided here:

1. Gauge perceptions of inclusion across the organisation: 
Survey staff and consultants on perceptions of exclusion/inclusion, 
racism, sexism, homophobia, religious intolerance, and experi-
ence of the unexamined privilege of others. This will enable the 
establishment of a baseline for setting objectives to challenge 
internal and cultural norms. 

2. Revise job descriptions and performance reviews: Consider 
whether the mediation organisation has a hypermasculine ‘star 
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culture’, rewarding men who take ‘risks’ and are able to travel 
at short notice. COVID-19 travel restrictions have disproven the 
logic that travel signifies impact, competency and hard work. 
Revise job descriptions and performance reviews to seek out, 
acknowledge and reward relevant qualities such as demonstrable 
active listening skills, inclusive project or process management, 
and examples of sharing space or ceding opportunities to ena-
ble women to assume more visible roles. Ensure those recruiting 
and conducting reviews are aware that social and cultural con-
ditioning (including gender, class and education) inhibit some 
people, particularly women, from promoting their strengths. Offer 
coaching, where necessary, to help staff define and articulate 
their strengths, weaknesses and goals.

3. Expand referral pools and reframe recruitment principles: 
In the mediation sector, roles continue to be filled in opaque ways, 
often to keep specific areas of work confidential or due to the 
unusual skills required, or simply because of the entrenched 
male networks at play. However, organisations and practition-
ers can take action to move beyond male-dominated networks 
and referral pools. Organisations can commit to an annual call 
for women with country-specific experience and thematic exper-
tise. Such a process could offer women the opportunity to 
demonstrate their expertise as consultants and be considered 
for longer-term roles. When vacancies arise, an affirmative action 
principle for practitioners to consider in recruitment is to replace a 
woman with a woman. Organisations could also consider a strategy 
of only hiring women for a set period to expedite gender parity. 

4. Ensure carers are not disadvantaged: Make sure manag-
ers, human resource teams and leaders are aware of the subtle 
disadvantages women may face due to maternity leave and child-
rearing. Women who are also mothers in this sector can quickly 
become stuck in enabling roles in the office while men undertake 
the high-profile work. Flexible working hours and job-sharing 
are two feasible options which may be attractive to women and 
men with younger children or other caring responsibilities. There 
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are successful examples of job-sharing in the private sector and 
in diplomatic missions (the German and Swiss foreign ministries, 
for example, have job-share arrangements). 

5. Enforce zero-tolerance of sexism and sexual harassment: 
Ensure policies reflect the fact that harassment and sexism can 
take many forms including subtle misuses of power and oppor-
tunistic predation. Make clear that sexist, homophobic or racist 
banter that is projected as light-hearted (‘just a bit of fun’) is not 
acceptable. The #MeToo and #TimesUp movements revealed 
the prevalence of sexual harassment, exploitation and abuse 
across a host of industries; this is yet to fully unfold in the peace 
and security sector.60 Establish accessible and credible channels 
for reporting complaints. A system combining both formal and 
informal elements can help to build trust. For example, the Geneva 
Centre for Security Sector Governance (DCAF) established a 
complaints system including Internal Persons of Trust (one male, 
one female) to provide a first point of contact for all sexual harass-
ment concerns, in addition to a set of external support options. 

6. Review interview processes: Mediation organisations first 
need to commit to ensuring transparent recruitment processes 
to ensure all competent people have access to job opportuni-
ties. Interviews are an integral part of accountable recruitment 
yet can be another process where historical disadvantage under-
mines women. Commit to achieving gender parity in interview 
panels and in the number of people interviewed for any position, 
wherever possible. Include specific questions about diversity, 
bias and approaches to inclusion. Asking about transferable 
experiences and skills is one way to draw out the strengths of 
those without specific mediation or peacemaking experience.

7. Cut out mansplaining, bropriating and manterruption:61 
Notice and counteract male domination of discussions to create 
space for women to be heard. Ask women for their views first 
so they have more chance of being heard and continuing to 
participate. 
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Conclusion

Gender inclusive mediation demands an innovative mindset and 
people who can credibly combine evidence and gender equality prin-
ciples in the hostile spaces that define peacemaking. Negotiating 
parties are rightly bemused when asked to include women in their 
delegations by mediation teams who are, themselves, all-male. 
Progressive states routinely fail to propose women for high profile 
mediation roles. Unless there is a new approach to competency-
based mediation, men will continue to dominate the space. 

However, there is not much point pushing for more women if the 
‘operating environment’ remains unchanged. A new generation of 
women working in peace and security is far less willing to tolerate 
sexism, sexual harassment and other forms of oppression, and 
stay silent. As women have not yet reached a critical mass in the 
peace and security sector, parity initiatives remain essential. Building 
more effective connections and relationships of trust with pro-
peace women’s organisations and feminist movements is also vital. 
Sustained support to women’s rights organisations and movements 
can play a critical part in transforming violent conflict. 

By consistently applying the ideas presented in this paper, mediation 
actors and those who fund them would contribute positively to the 
quality of peace processes, agreements and their implementation, 
and the credibility and professionalism of the mediation sector itself.

4
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Annex 1: An overview of methods

Many individuals generously gave their time, perspectives and ideas 
to inform this publication. It was also peer reviewed by nine up-
and-coming and more established practitioners. 

Note: Titles and positions may have subsequently changed.

Group discussion participants – June 2020

1. Alex Douglas, Senior Programme Manager, Asia Office, 
Centre for Humanitarian Dialogue

2. Alma Perez, Women Peace and Security Regional Adviser for 
Latin America and the Caribbean, UN Women

3. Amanda Hsiao, China Country Representative, Centre for 
Humanitarian Dialogue

4. Aneesa Walji, Policy Specialist, Inclusive Peace Processes, 
UN Women

5. Anne-Marie Goetz, Professor, New York University
6. Antonia Potter, Co-Managing Partner, Athena Consortium
7. Asif Khan, Chief of Mediation Support and Gender, Peace 

and Security, Policy and Mediation Division, UN Department 
of Political and Peacebuilding Affairs

8. Ayak Chol Deng Alak, Head of Research at the South Sudan 
Strategic Defence and Security Review Board and Co-Founder 
of Anataban

9. Barney Afako, Consultant
10. Caitlin Williscroft, Programme Specialist, Women, Peace and 

Security (Syria), UN Women
11. Christine Bell, Director, Political Settlements Research 

Programme, University of Edinburgh
12. Claire Dowling, Women, Peace and Security Officer,  

European Institute for Peace
13. Claire Hajaj, Policy Director, InterMediate
14. Cristian Bobocea, Programme Coordinator, Eurasia and Latin 

America, Centre for Humanitarian Dialogue
15. Dalhia El Battat, Project Manager, Iraq and Lebanon,  

Centre for Humanitarian Dialogue
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16. David Lanz, Co-Head, Mediation Programme, swisspeace
17. Devanna De La Puente, Gender Adviser,  

UN Verification Mission in Colombia
18. Elisabeth Slåttum, Senior Adviser, Section for Peace and 

Reconciliation, Norwegian Ministry of Foreign Affairs
19. Hajar Alem, Project Officer, Iraq,  

Centre for Humanitarian Dialogue
20. Huibert Oldenhuis, Consultant
21. Iona Jalijali, Philippines Country Representative,  

Centre for Humanitarian Dialogue 
22. Iuliia Demchuk, Ukraine Research and Operations Assistant, 

Centre for Humanitarian Dialogue
23. Jacqueline O’Neil, Ambassador for Women Peace and Security, 

Government of Canada 
24. Jasmin Lutzi, Project Manager, Asia, Thailand Office,  

Centre for Humanitarian Dialogue
25. Katia Papagianni, Director, Mediation Support and Policy, 

Centre for Humanitarian Dialogue
26. Laurie Nathan, Professor of the Practice of Mediation, 

Mediation Program Director, Kroc Institute,  
University of Notre Dame

27. Louise Allen, Consultant
28. Lucy Stuart, Projects Director, InterMediate
29. Maria Victoria (Mavic) Cabrera Balleza, Chief Executive Officer, 

Global Network of Women Peacebuilders
30. Martine Miller, Vice President, International Center for Religion 

and Diplomacy 
31. Nahla Vahlji, Senior Gender Adviser, UN Executive Office of the 

Secretary-General
32. Paivi Kannisto, Chief for the Peace, Security and Humanitarian 

Section, UN Women
33. Paul Dziatkowiec, Project Manager, Ukraine,  

Centre for Humanitarian Dialogue
34. Pauline Akelo Onunga Adero, Political Affairs Officer,  

Office of the Special Envoy for the Horn of Africa
35. Rosa Emilia Salamanca, Director, Colombian Corporación de 

Investigación y Acción Social y Económica
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36. Sabrina Quamber, Mediation Support Officer, Mediation Support 
and Policy Unit, Centre for Humanitarian Dialogue

37. Saji Prelis, Director, Children and Youth Programs,  
Search for Common Ground

38. Sarah Douglas, Deputy Chief for Peace and Security,  
UN Women 

39. Soline Aubé, Deputy Regional Director, Francophone Africa, 
Centre for Humanitarian Dialogue

40. Steve Ainsworth, Head, Mediation and Reconciliation Hub, 
Stabilisation Unit, UK Foreign, Commonwealth &  
Development Office

41. Suzanne Damman, Senior Programme Manager, Asia, 
Centre for Humanitarian Dialogue

42. Thibault Gallea, Project Manager, Syria and Yemen,  
Centre for Humanitarian Dialogue 

43. Victoria Odhiambo, Project Officer, Anglophone Africa, 
Centre for Humanitarian Dialogue

44. Willem Punt, Project Manager, Asia,  
Centre for Humanitarian Dialogue

Individual interviews conducted from June–August 2020 
and January–March 2021

1. Barbro Svedberg, Deputy Director/Advisor, Conflict Division, 
Swedish Ministry of Foreign Affairs

2. Marita Sørheim-Rensvik, Special Envoy for Women, Peace 
and Security, Norwegian Ministry of Foreign Affairs

3. Nussaibah Younis, Prospect Peace
4. Phyu Phyu Oo, Analyst and PhD candidate
5. Simon Mason, Head of the Mediation Support Team,  

Center for Security Studies, ETH Zurich (via email) 
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Peer reviewers

1.  Alex Douglas, Senior Programme Manager, Asia Office,  
Centre for Humanitarian Dialogue

2.  Aneesa Walji, Policy Specialist, Inclusive Peace Processes, UN Women
3.  Caitlin Williscroft, Programme Specialist, Women, Peace and Security (Syria), 

UN Women 
4.  Claire Dowling, Women, Peace and Security Officer,  

European Institute for Peace
5.  Katia Papagianni, Director, Mediation Support and Policy,  

Centre for Humanitarian Dialogue
6.  Saji Prelis, Director, Children and Youth Programs,  

Search for Common Ground
7.  Sarah Boukhary, Project Officer, Yemen, Centre for Humanitarian Dialogue
8.  Sebastian Kratzer, Analysis and Evaluation Manager,  

Centre for Humanitarian Dialogue
9.  Simon Mason, Head of the Mediation Support Team,  

Center for Security Studies, ETH Zurich
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Annex 2: Databases and apps on gender 
provisions in agreements 

This list only includes peace agreement databases which have 
‘gender’, ‘women’ or ‘women’s rights’ as distinct search categories.

PA-X Peace Agreements Database: University of Edinburgh, 
Political Settlements Research Programme. Available at  
www.peaceagreements.org. Includes peace agreements from 
1990 to 2021, with gender-specific content in agreements coded 
and searchable. Also includes a sub-set database focusing explic-
itly on gender: PA-X Gender (also at www.peaceagreements.org). 
Site in English.

Peace Maker Peace Agreement Database: UN Department of 
Political Affairs. Available at https://peacemaker.un.org/. Agreements 
can be searched for by gender provisions. Site in English.

Escola de Cultura de Pau: Universitat Autonoma de Barcelona. 
Available at http://escolapau.uab.cat. Approximately 40 conflicts 
included along with a summary of gender dynamics for each conflict. 
Site in Spanish, Catalan and English.

Mapping Gender Provisions of Peace Agreements: Monash 
University Gender, Peace and Security Centre. Available at  
https://bit.ly/2vRnJIR and http://mappingpeace.monashgps.org. 
110 agreements with five search categories. Includes 21 situational 
analyses. Site in English. 

PeaceFem app: Developed by UN Women, InclusivePeace, the 
Monash University Gender, Peace and Security Centre and the 
Political Settlements Research Programme at the University of 
Edinburgh. Available at https://www.politicalsettlements.org/
peacefem/. Combines a range of data into an app in English and 
Arabic.

http://www.peaceagreements.org
http://www.peaceagreements.org
https://peacemaker.un.org/
http://escolapau.uab.cat
https://bit.ly/2vRnJIR
http://mappingpeace.monashgps.org
https://www.politicalsettlements.org/peacefem/
https://www.politicalsettlements.org/peacefem/
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