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Introduction

The participation of women began in 1944, whenDh&ch Women’s Corps
was formed in the United Kingdom during the Sec@atld War. The
Corps initially comprised several hundred Dutch veorwvho had fled the
Netherlands during those years. Later, the Corpsdiaded into three
separate Women’s Corps, one for each branch dikitmed Forces: the
MARVA (Navy), the MILVA (Army), and the LUVA (Air Force).

In January 1979, the integration policy for womathim the armed forces
commenced when female personnel were assignee t@tious arms and
branches of the three Services (Army, Navy andraice). The integration
policy was inspired by the UN ‘Committee on Elimiioa of all forms of
Discrimination Against Women’ (CEDAW). There were longer any solid
reasons for maintaining several separate femalpsCand so by 1 January
1982, the Women’s Corps were disbanded.

Since 1988, the Services have been implementingusameasures as part of
the “Positive Plan of Action for the Integration\Wlomen into the Armed
Forces and Equal Opportunities Memorandum”. Thesasures include
increasing female recruitment, adjusting (when gdssselection criteria,
implementing career policies, providing physicaining, making ergonomic
adjustments, regulating part-time work, materraggMe, parental leave and
child-care and enforcing the rules for the prevantf undesirable conduct.

This report will outline the status of the integoatof women into the Dutch
armed forces. Current activities, initiatives amahder issues will be covered.

Poalicies

Many policy memorandums and measures in the doofaqual
opportunities (and later gender policy) date friwe nineteen-eighties and
nineties. Although there were plenty of ideas amdsures present within the
defence organization, there were no success stéses consequence, a
number of additional measures and initiatives viaken.

The UN Security Council adopted Resolution 1325Women, Peace and
Security’ in October 2000. On the one hand, thelui®n calls for the role
of women to be increased in the planning, prepamatiecision-making and
execution with regard to peace missions, and owotiner hand for more
attention to be paid to the effects on women offlats and peace
operations. The resolution provides a general freonle for the integration
of gender aspects into policy surrounding inteoral peace and security.
The government’s point of view in respect of ‘gena@instreaming ' was
established in 2001. Gender mainstreaming is #jer@anization,
improvement, development and evaluation of poli@cpsses in such a way
that the perspective of gender equality is integtamnto all policy.

Preconditions in this regard are as follows:



- commitment at the senior level,

- explicit gender policy with clear objectives amdponsibilities;
- availability of gender expertise, and

- availability of resources and instruments.

UN Resolution 1325 and the government’s viewpomgender
mainstreaming ensured that equal opportunitiecp@as given new
impetus in the form of gender policy.

Commitment at the senior level was put into prachiyg the appointment of
‘Gender Ambassadors’ at the second highest |levitla defence
organization in the autumn of 2002. Gender ambassatere the deputy
commanders-in-chief of the Services, and had tkeiaptask of keeping
attention focused on the subject of gender in tBeivice; they acted as point
of contact for gender-related matters. Explicitdgmpolicy with clear
objectives (such as a target 30% female intakbeftmed forces) and
responsibilities for the gender ambassadors wasrdup in autumn 2004 by
the action plan gender. So as to be able to reseiffieient resources for the
implementation of these policy objectives, a graas applied for from the
European Social Fund (ESF-EQUAL). The grant sheuakure that gender
policy in the defence organization was dealt witla ithree-year project,
entitled Genderforce. The application for the ESPLEAL grant was
approved at the end of 2004.

The implementation of Resolution 1325 began to &hlape. The ministries
of foreign affairs and defence are responsibléiferimplementation of
Resolution 1325. In 2002, A civil service workingpgp assessed whether
there was a need for new policy in order to propeenplement the
resolution. The working group concluded that attentvas being paid in
many areas to women and gender issues and thatwesrkecessary at unit
level only with a view to the further embeddingtioé theme of gender in
foreign and defence policy. These conclusions walenitted to the House
of Representatives in a joint report on 26 Marc@3@he report contained
the following points for the defence organization:

1. gender needs to be embedded in training anaigtsn;

2. the gender perspective needs to be integrategh@ace operations;
3. gender mainstreaming;
4, a well-balanced composition of male/female dedeamployees needs

to be achieved,; this is to include deployments.

The above conclusions led to a change of direckast of all, the focus was
shifted from the equal opportunities process irspenel policy to gender in
the core business of the defence organization, lyamesis management
operations. The four above mentioned points bedamsubprojects in our
policies. Another shift of focus was that from pgldevelopment to policy
implementation.



These shifts in focus were given shape in the foirproject Genderforce.
Genderforce was an important project because nexed gender with the
core task of the defence organization: making drimrtion to national and
international peace and security. The defence aghaon is convinced that
an effective gender policy contributes to an imgatulfillment of these
core tasks. The defence organization’s genderyalios to achieve a more
balanced and more diverse workforce and the optislof individuals’
different qualities and competences. The enforc¢miepeace and security
in an unstable environment sometimes requires agiyeeand unequivocal
action, but at other times requires lending a sythmgiac ear to local groups.
Experience has shown that mixed units are betdeatng with complex
situations and possess greater mental strengthddfieace organization
needs to have a good gender balance not only &dindewith crisis-
management operations but also, in a more genamaksto remain an
attractive employer. Fifty percent of the labourrked consists of female
potential and the defence organization would bédbanot to try to utilize
that potential talent. Finally, the various intdromaal agreements on the
subject of gender, particularly UN Security Coumesolution 1325 made
Genderforce important.

April 2008 the project Genderforce was officiallyded. Nevertheless the
effort for gender activities has not ended.

In December 2008 the ministries of foreign affaingl defence organized a
symposium about gender in operations on the firshvarsary of the Dutch
National Action Plan 1325. Some of the most imparfaomises from the
ministry of defence were that gender should becarsieuctural part of
missions (preparation, deployment and evaluatiot)er assurances that
were given:

1. Additional Gender Expertise is needed

2. Gender experts need to be send on missionsoftere

3. More female interpreters are needed (espedrayfghanistan)
4. Follow up-meeting will be held in December 2009

Within the defence organization a shift in focuestetd from specific gender
policy to a more general diversity policy. The Gendmbassadors were now
not only responsible for Gender but they becamgoresible for the full
integration of ethnic minorities and the acceptanfdeomosexuality within
the Dutch Armed Forces. The diversity policy forimanded in 2010, at this
moment diversity policy was put into regular policy

Since this first symposium on gender in operatitims ministry of defence
and foreign affairs combined their efforts and aryesymposium has been
organized. Besides these symposia the two mirssivagk together on
specific gender training for their key leaderscdurse called “A
comprehensive Approach to Gender in Operations”dea®loped. This was
done by the ministries of defence and foreign edfaf both Spain and the
Netherlands.



Organisation

The Dutch armed forces are a voluntary professiorgdnization. Dutch
servicewomen are integrated into the units andesender the same rules
and regulations as men. Requirements in termswfitig standards,
performance levels and discipline are equal. Semen and women have the
same obligation to serve in the event of mobilaati

Table 1: percentages of women in rank groups and pay grades

| Endof 2009 | End 2010 | End of 2011 | End of 2012

Military personnel

up to rank of LTZ1/Major 9,5% 9,6% 9,6% 9,5%

as of rank of LTZ1/Major 6,6% 6,8% 7,4% 7,6%

as of rank of Colonel 2,4% 2,6% 3,7% 4,0%
Civilian personnel

up to pay grade 10 26,8% 26,6% 26,4% 26,4%

as of pay grade 10 19,3% 19,2% 19,4% 19,8%

as of pay grade 14 10,2% 10,5% 11,4% 12,8%

Table 2: percentages of female personnel by end of December
2012 of total force by service:
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Army 8 3 5 13 6 9
Air Force 9 5 10 12 8 8
Navy 10 0 9 15 10 10
Marechaussee (Military Police) 13 17 8 8 14 16
TOTAL 9 4 8 12 9 9

At the end of this document tables with the deplegtrof female military are
inserted.

Recruitment

The defence organization has vast recruiting requénts. In order to realize
those requirements, a number of additional measuwees necessary. An
important measure in this regard was to ensurgdbatquirements are
properly in line with the selection requirements pfesent, the selection
requirements are set for the ability to do the inging in line the job
requirements with the selection requirements ieetqul to lead to there
being more candidates found suitable for a jolhédefence organization.



e Entrance criteria to Military Academies, Colleges

Army/Airforce/Military Police

- Have the Netherlands citizenship

- At least 17 years old

- Height men 155 cm, women 150 cm

- Weight men 55 kilo, women 50 kilo

- Healthy body and mind

- Athletic, teamplayer, flexible,

- Finished pre university education or senior gahsecondary
education

- Be prepared to be deployed

Naval Academy

- have the Netherlands citizenship

- at least 17 years old

- height: between 160 and 200 cm

- weight: at least 50 Maximum men: height — 108 % of the total,
women: height — 100 + 10 % of the total

- medical and psychological demands

- Finished pre university education or senior gahgecondary
education

* New deployment policy
Women with children under the age of 5 are notgwulito be deployed,
unless there is an operational necessity (for nthkeage is set for children
under the age of 1); financial compensation fordag nursery during
deployment; women will be part of all selection auvisory committees.

* New recruitment initiatives
Women sailing and survival days; special femaleefs for recruitment;
providing of information and recruitment on careeents especially for
women and events visited by influentials of yourgwven.

e Retention programs
The retention of women is one of the main poinesore balanced
proportion of male/female defence personnel isstad¢hieved. In order to
make sure that women stay in the organizationnabeu of measures are
developed.
Providing more female role models in visible anitui@ntial positions is for
example a measure aimed at improving the reteofiovomen. Examples of
influential positions are those of instructor, sergtaff NCO or head of a
division. The underlying thought is that young warmew to the
organization will be able to identify with womentime senior NCOs’ and
officers’ ranks.

With regard to military personnel, the Dutch arni@ades have chosen to
pursue an integrated career policy for men and woidewever, the



individual needs of female military personnel, esaiy with regard to their
careers in the short and long term, are being Wrion¢p focus with a view to
taking them into consideration, and thus tryingtomote the careers of
females and limit the outflow of women. In 2005 fiist female general was
appointed, and in 2007 the second and in 201z2hilek t

New gender policy

Every year at least two female officers will staith the Higher Defence
Career Development Course (HDV); placement andogepént will be more
aligned when both partners work for the militarynem possible females will
be placed in pairs in military units; in 2009 appihas started to offer career
development courses in part time. In 2010 the figsofficers graduated at
the part-time middle career development coursehi&tmoment the part time
course runs twice a year.

e Areas forbidden for female soldiers
With the exception of the Marine Corps and the Saitime Service, all posts
are available to women. These two Services havairesd closed to women
for reasons of combat effectiveness and practycalit

e The most popular programs or disciplines chosen by female applicants in
military academies
Most military women serve in the medical or logiginits.

* Training
Female military personnel are given the same phliaining as their male
counterparts. The Armed forces have additional ighl/$raining
programmes for men and women who have difficultshis area.

Training is related to functional requirementsyéfere, women and men
must meet the same physical standards. Severastaiet being conducted
to find a better solution to optimize training etfoin relation to functional
requirements. One major step taken in this ardzeisntroduction of new
ergonomic designs of tasks and equipment to repligsical requirements
without diminishing operational readiness.

Deployments (i.e. peace building oper ations, peacekeeping oper ations
etc.)

Female military personnel have the same opporasid develop their career
as male military personnel (except in the MarinepgS@and the Submarine
Service). Dutch servicewomen have participatedamous mission areas all
over the world in support of Peace Support Openatand other
humanitarian operations. The operations mostly4ddst6 months.
According to regulations, “the military personnékioe armed forces, both
men and women, serve under the obligation to Herfiluty abroad.
Deployment is not on a voluntary basis. Women witk or more children
under the age of five are deployed abroad voluntarkess operational
reasons make it absolutely necessary.”



When assessing the objective of deployments, thdageperspective is
emphatically included in the considerations. The&ams that attention is paid
to the effects of a Dutch deployment on women aed i the unit to be
deployed, as well as on local women and men. Atens also paid to
involving women in the process of peace-promotictivaies and
reconstruction, and to ensuring that women ang gi¢ protected from
sexual violence and acts of war.

In order to properly harmonize policy and the padtsituation, various
working conferences have been organized, involwiilgary personnel from
the operational staffs of all armed forces unns;ooperation with the
Ministry of Foreign Affairs. One of the aims of $uconferences has been to
give concrete form to Resolution 1325 in respedhefdeployment to Iraq,
by consciously employing female military personineffor example, house-
to-house searches and roadblocks. In practiceappeared to have an
extremely favorable influence on relations with kbeal population.

During the reconnaissance mission for the ProvifRezonstruction Team
(PRT) operation in Afghanistan, gender aspects \wetaded as an item,

and a specific briefing on gender was given dutirggformation and
activation orders. The conclusions of the aboveifigs must be
disseminated within the organization. There isedrfer a (standard)
checklist that can be used during the reconnaigssamssion and preparations
for an operation.

In order to give further shape to this checkli&ehderforce’ proposed to set
up a pilot project in which a gender-expert looktha issue of crisis
management operations, by actually joining sucheration on a temporary
basis. The gender expert came up with concreteadviicating how the
integration of gender aspects can improve the tyuatid effectiveness of an
operation. By the end of 2007 the gender checkizst approved and is now
in use.

Within the other Services, women serve in varicositipns within the
Headquarters staffs, combat units and support.uddwever there are still a
disproportionate number of women in certain brasckdich might be
considered traditionally “female”, such as the noatiservices, military
administration units, logistics and communicatiangs. On the other hand
there are hardly any women in branches, which nbghtonsidered
traditionally “male”, such as combat units, teclahigervices and
maintenance units.

Gender Advisor

In October 2009 NATO started with a post for (thistfofficial) a Gender
Advisor at ISAF Joint Command (IJC). The Dutch agnfi@ces volunteered
to fill this post and started to send their firshger advisor in October 2009.
This gave The Netherlands a lot of field experiezweeé knowledge on which
we can build on. At this moment the Gender Advisoiction in IJC has



been changed to a Gender Advisor function in RQlNdue to a national
choice. In 2010 The Netherlands also deployed tfficens to EUFOR
mission ALTHEA in Bosnia Herzegovina who were assigjas Gender
Focal Points. This completely different mission adiiable field experience.

Career Development

e Education and awareness programs available
In 2007 we started with the developing of gend&ning packages which are
implemented in the training courses for the miitpersonnel at all levels.
The main aim is to enhance expertise on gendectsamongst military
personnel. During the project, programs were dragyin cooperation with
the training centers of the several units of thécBbarmed forces. In addition
to the program, the training environment was obgmaportance. Therefore,
380 trainers and instructors followed a train ttaéner program.

Special Interest Items/Events

In 2011 the ministry of defence and the ministryaveign affairs of the
Netherlands and Spain realized a course called tdhgrehensive approach
to gender in operations”.

The aim of this practical and scenario-based cagrseimprove operational
effectiveness by equipping students with the neasgdshowledge and skills
to plan for and operationalize the three Ps (ptmtecparticipation and
prevention).

At the end of the course, the students will havaeghskills to effectively
interact with local women and men, how to involkerh actively in crisis
management and reconstruction, how to prevent estdqi the civilian
population, in particular women, from conflict redd sexual violence, and
how to recognize and promote early warning.

This course was executed two times and will begiresl twice a year in the
future.

Conclusion

The Dutch defence organization stays actively imedlin embedding the
subject of gender in different — cultural and stuwal — ways, both inside and
outside the defence organization. The commitmegetaler with the top
officials within the defence organization will stagd allows us to establish a
structural and permanent embedding of gender padliogre is a willingness
to propagate the benefits and necessity of geramypmnd to direct
management decisions towards it. These aspectharatrangement of
regular meetings make it possible to both broaterstipport base and shape
international cooperation on gender issues.



Table 3: deployment of female military on operations
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