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practices, can significantly impede gender and diversity mainstream-
ing efforts.4 Furthermore, the absence of a clear institutional approach 
that formalizes measures to promote gender equality and inclusion in 
strategy, operations, and employment means that gender and diver-
sity mainstreaming is not carried out in a systematic and accountable 
manner across all levels of an organization. Another challenge is that 
although a gender- and diversity-focused position or team is often 
established, it may lack direction and well-defined responsibilities, or 
is not allocated adequate financial resources to fulfil its mandate due 
to a low priority or other constraints. At the individual level, one of the 
factors that most hinders gender and diversity mainstreaming efforts 
is a lack of skills to both conduct and apply gender and diversity analy-
ses to ensure mine action activities are effective and inclusive.

OVERVIEW OF THE GICHD GENDER FOCAL POINT 
CAPACITY DEVELOPMENT PROGRAMME

In order to strengthen the gender and diversity mainstream-
ing capacity of NMAA/Cs, operators, and other partners, in 2019 
the GICHD developed and carried out its first global GFP Capacity 
Development Programme, which is expected to be completed in 
early 2021. The program seeks to reinforce the positive achievements 
described previously and address some of the remaining obstacles. The 
premise of the program is that a single training course is not enough to 
establish sustainable national and country-program capacity. Instead, 
the development of an individual trainee’s skills must coincide with 
organizational change to facilitate a systems-based approach that can, 
with sufficient resources and authority, contribute to individual and 
organizational transformation. 

The GICHD decided to concentrate on the role of GFPs for three 
main reasons. First, more clarity was needed from NMAA/Cs and 
operators on the roles and responsibilities of GFPs, as well as on the 
qualifying criteria to take up this position. Second, the GICHD iden-
tified a skills gap in the mine action sector for gender equality and 

inclusion programming where field-level decisions are taken. Third, 
GFPs were expected to be generally more available to take part in lon-
ger training courses focused on gender equality and inclusion than 
other staff members. 

The role of a GFP is to promote gender equality and inclusion in 
their organization by advocating, advising, and supporting staff. 
While the title of the position could suggest that the focus is only on 
gender, in fact the GICHD believes that it must encompass work on 
diversity more broadly of which gender is only one among many rel-
evant considerations to take into account. Furthermore, while ultimate 
accountability for the results of gender and diversity mainstreaming 
efforts lie with management, a GFP has a crucial role in supporting 
this work. Because those designated as GFPs within an organization 
are not necessarily experts in gender equality and inclusion, participa-
tion in the Capacity Development Programme can play a pivotal role 
in equipping them with the relevant knowledge and skills to perform 
the GFP tasks.

The “Introduction to Gender and Diversity in Mine Action” 
e-Learning course equips learners with knowledge of where and 
why gender and diversity matter in mine action. By making the  
e-Learning a mandatory step in the capacity-development process, it 
ensures that participants have the same basic understanding of key 
definitions and concepts. These include how gender norms and diver-
sity considerations can impact on mine action activities, as well as the 
characteristics of a gender- and diversity-sensitive approach to mine 
action, especially in community-facing activities. This is followed by a 
ten-day intensive face-to-face training that equips participants with 
the skills required to effectively mainstream gender and diversity 
in the organization’s policies, systems, and practices. In this sec-
ond phase of the Capacity Development Programme, participants 
develop or reinforce skills ranging from how to mainstream gender 
and diversity in national mine action strategies or standards, stan-
dard operating procedures, and data collection forms, to building 
the capacity to ensure inclusive employment systems and practices.

Following the face-to-face training, participants complete up to four 
assignments during the remaining year of the program, in which they 
apply the knowledge and skills they acquired on the course in their 
own workplace. These assignments are adapted to the unique work 
situation and responsibilities of each trainee and the identified gender 
and diversity mainstreaming priorities of the organization. During 
this phase of the program, a member of the GICHD supports the train-
ees, providing technical advice to complete the assignments. 

Finally, in the last stage of the program, the GICHD invites partici-
pants to take part in an online workshop, during which they have the 
opportunity to present their organizational gender and diversity main-
streaming work plan, provide updates on what they have achieved, dis-
cuss challenges faced, and identify next steps to continue to promote 

gender equality and inclusion within their 
organization. Participants in the current 
program include representatives from twelve 
organizations, representing both NMAA/Cs 
and international operators’ headquarters 
and country programs. 

Figure 1. Overview of the Gender Focal Point Capacity Development Programme 
objectives and outcomes.
Figure courtesy of the authors.
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Figure 2. The 18-month Gender Focal Point Capacity Development Programme adopts a blended learning 
approach comprised of four main activities. 
Figure courtesy of the authors.








