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MONUSCO 
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Centro de Entrenamiento Conjunto de Operaciones de Paz de Mexico (Joint Training
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Federal Public Service
Gender-based violence
Gross Domestic Product
Instituto Nacional de las Mujeres
Individual Police Officers
Instituto Nacional de Transparencia
Ley General de Prestación de Servicios para la Atención, Cuidado y Desarrollo Integral
Infantil
Ley General de los Derechos de Niñas, Niños y Adolescentes
Mexican Air Force
United Nations Mission in the Central African Republic and Chad
United Nations Stabilization Mission in Haiti
United Nations Multidimensional Integrated Stabilization Mission in Mali
United Nations Organization Mission in Democratic Republic of the Congo
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Relevant statistical  
results

1. Significant increase of women in 
security and peace institutions 
in Mexico and UN Peace
Operations

Mexico (12%) has twice the average number of 
women in its Armed Forces as Latin America 
(7%) and one percentage point more than NATO 
countries (10.9%).

Mexico exceeds the average number of wo-
men deployed in UN Peace Operations. Our 
country has deployed 23% of women in UN Ope-
rations, while in the rest of the operations, it is 
only 8%.

2. Honor to be part of a UN Peace 
Operation

Recognition of benefits of participating in 
a Peace Operation. Respondents said that 
participating in UN Peace Operations is an 
advancement in their professional career 
(86%), that they acquire new skills (82%), ge-
nerate new friendships and social networks 
(66%), receive recognition and awards (66%), 
and extra salary (64%). The honor and recog-
nition of being part of a UN Peace Operation 
stands out strongly in contrast to the econo-
mic benefit.

Benefits for the Armed Forces.  94% of the 
respondents affirmed that participating in 

UN Peace Operations provides benefits to the 
Mexican Armed Forces.
 
Mexico’s international commitment to peace 
and security.  96% of the deployed elements say 
they helped improve peace and security in the 
host country of the UN Peace Operation.

International prestige. 98% of respondents 
affirm that the deployment of the Mexican Ar-
med Forces in UN Peace Operations positions 
the Mexican State at an international level.

Based on the rating system provided by 
the MOWIP Methodology, we conclude which 
are the priorities of the Mexican State to con-
tinue advancing in the greater participation 
of military women in UN Peace Operations.

Main good practices that 
can be scaled-up and 
replicated elsewhere

Participation of women in all branches of the 
Army. It is noteworthy that women can enter 
all branches of the Army and Air Force, which 
allow their full development not only in tra-
ditional areas (administration and nursing) 
but also in operational and command areas. 
With these reforms, it is expected that in the 
following decades, the Army and Air Force will 
have a greater number of women in command 
positions.



16Armed and Security Forces of Mexico

Pre-deployment stage

Deployment stage

Post-deployment stage

All stages

Priority Cross-cutting issue areas

ELIGIBLE POOL
Are there enough women in 
national institutions?

DEPLOYMENT 
CRITERIA
Do the criteria match the 
skills needed in operation?

DEPLOYMENT 
SELECTION
Does everyone have a fair 
chance to deploy?
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?HOUSEHOLD 
CONSTRAINTS
Are there arrangements for 
the families of deployed 
women?

PEACE OPERATIONS 
INFRASTRUCTURE
Are accommodation and 
equipment designed to meet 
the needs of women?

PEACE OPERATIONS 
EXPERIENCES
Do positive and negative 
experiences in peace operations 
affect women’s deployment 
decisions?

CAREER VALUE
Do deployments advance 
women’s careers?

MAIN-DOWN 
LEADERSHIP
Do leaders at all levels 
support the deployment of 
women?

1

2

3

4

5

7

6

8

9 10Medium-
high

Medium-
high

Low

Low

High

High

High

Medium

Medium

Medium - 
Low

Box 1. Priority by Issue Area
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Exclusive calls for women. In recent years, ex-
clusive recruitment calls for women have been 
published for them to join both, the Mexican 
Armed Forces, and participate in UN Peace 
Operations. This is a positive discrimination 
policy that seeks greater inclusion of women 
in both military spaces.

Observatory Center for Equality between Wo-
men and Men. Equality between women and 
men is recognized within the military and 
there is an observatory specializing in gender 
equality. This is a specialized support body for 
the planning, detection, evaluation, and imple-
mentation of actions aimed at preventing and 
eliminating any form of gender discrimination 
and ensuring equal opportunities for women 
and men in the Mexican Army and Air Force.

Zero-Tolerance Policy for violence against 
women. SEDENA has a zero-tolerance policy 
for violence against women. There is also com-
mon knowledge about these issues and insti-
tutional processes for reporting them. Person-
nel is well informed about their rights within 
the institution, feel safe, and know the proces-
ses for reporting irregularities.

Transparency in the selection process for 
Peacekeeping Operations. Transparency in 
the selection process for deployment and pro-
motion of personnel stands out. Emphasis is 
placed on respecting relays  for women in UN 
peacekeeping operations.

Labor rights that enable deployment. SEDE-
NA has policies in line with current national 

labor law that allows deployed personnel to 
choose where to lease housing for their family, 
timely payment of their salary, and access to 
all social security and health benefits for their 
family.

National training center for Peace Operations 
with a gender perspective. Mexico has a Joint 
Training Center for Peace Operations (CECO-
PAM). Its mission is to train military, police, 
and civilian personnel of the Mexican 

State to deploy in UN Peace Operations. This 
center has first-class facilities to house and 
train at the same time between 200 and 300 
deployable elements. It has infrastructure and 
facilities that meet the highest international 
standards for the reception and training of 
military women.

Gender-responsive equipment. The women 
surveyed acknowledged that the Secretary 
provides them with adequate uniforms. SEDE-
NA has its own uniform manufacturing indus-
try that has been adapting the production of 
uniforms to the needs of military women. 

Foreign language instruction. SEDENA has 
an important infrastructure to address the fo-
reign language learning barrier through the 
Military Language School, which can support 
the training of deployable elements. SEDENA 
has the tools for language learning prior to de-
ployment, which provide personnel with com-
munication and conflict resolution skills. CE-
COPAM has a French language survival course 
for deployable personnel.
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Recognition from the Mexican State. Person-
nel deployed in Peace Operations highlight the 
recognition by high-level national authorities 
and the promotion of the importance of the pea-
ce operations in which they have participated.

Main barriers to women’s 
meaningful participation 
in UN Peace Operations

With the information obtained for this report 
in 2021 and the evaluation of ten issue areas, it 
was found that SEDENA has the following five 
barriers to the deployment of military women 
in UN Peace Operations.
 » Strengthening training about gender 

perspective (area 9)
 » Learning a second language and driving 

vehicles for deployment (area 2)
 » Expand awareness about opportunities 

for deployment of women in Peace Opera-
tions (area 6)

 » Differentiated access to medical services, 
training, and uniforms (area 5)

 » Increase deployment, promotion, and lea-
dership opportunities for women (area 8)

The following are ten areas of public policy 
opportunity. These can foster a greater deplo-
yment of military women in UN peace opera-
tions and, in general, greater participation of 
women in the Mexican Armed Forces.

1. Strengthening training about gender 
perspective (high priority). Strengthen 
programs and campaigns on gender 
stereotypes and new masculinities.

2. Learning a second language and dri-
ving vehicles for deployment (high 
priority). It is desirable to train per-
sonnel in the use of a second language 
and the use of vehicles, both to increa-
se the deployed personnel.

3. Expand awareness about opportu-
nities for deployment of women in 
Peace Operations (high priority). In-
crease dissemination, opportunities, 
and visibility of testimonies about the 
experiences of women in UN Peace 
Operations to increase participation.

4. Differentiated access to medical ser-
vices, training, and uniforms (me-
dium-high priority). Conduct gender 
assessments to meet women’s needs 
for uniforms, mental and reproduc-
tive health services, and deployment 
equipment.

5. Increase deployment, promotion, and 
leadership opportunities for women 
(medium-high priority). Promote en-
try opportunities for women into the 
Armed Forces and increase their po-
sitive promotion and deployment.

6. Expand the scope to address the 
needs regarding household constra-
ints (medium priority). Widely inform 
about childcare services and support 
those provided by the institution to 
prevent women from being affected 
by deployment.

7. Create and expand gender-based vio-
lence awareness policies (medium 
priority). Strengthen the scope of 
campaigns and create gender violen-
ce and stereotypes awareness policies 
for all personnel.

8. Expand the outreach of campaigns 
that promote the experiences of de-
ployed personnel (medium-low prio-
rity). Create and expand programs for 
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adaptation, mentoring, and prevention 
that provide a better experience for de-
ployed personnel.

9. Mexico’s participation in UN Peace 
Operations (low priority). Continue 
with Mexico’s prominent participation, 
particularly of women, beyond the ins-
titution.

10. Improve gender equality training (low 
priority). Extend the scope of gender 
equality training and education to 
make it mandatory.

About the MOWIP 
methodology

The Measuring Opportunities for Women in 
Peace Operations (MOWIP) assessment for 
the Secretary of National Defense of Mexico 
(2020) seeks to examine the capacity of the 
Mexican Security and Armed Forces to increa-
se the number of deployed women in UN Pea-
ce Operations. The MOWIP Methodology uses 
three data collection tools: a survey (to active 
personnel), the fact-finding form (FFF), and 
key decision-maker interviews. The national 
assessment partner, the Red de Seguridad y 
Defensa de América Latina (RESDAL, Latin 
American Defense and Security Network) ca-
rried out the data collection for this project 
from August 2021 to April 2022. 
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The Government of Mexico, throu-
gh the Ministries of Foreign Affairs 
(SRE), National Defense (SEDENA), 
Navy (SEMAR), Security and Citizen 
Protection (SSPC), and the National 

Institute for Women (INMUJERES), together 
with the UN Women Office in Mexico, presen-
ted a proposal to the Secretary of the Elsie Ini-
tiative Fund in New York to carry out the mea-
surement of barriers and opportunities within 
the Armed and Security Forces to identify the 
obstacles faced by Mexican military and police 
women to increase their deployment and me-
aningful participation in UN Peace Operations.

On February 11, 2021, the Secretary of the 
Elsie Initiative Fund informed its decision 
to support the project presented by Mexico, 
which will strengthen the fulfillment of the 
objectives and actions outlined in the strategy 
for Mexico’s participation in Peace Operations 
(PO) and Mexico’s First National Action Plan 
(NAP) for the fulfillment of the Security Coun-
cil Resolution 1325 (2000) on “Women, Peace, 
and Security” (NAP-1325).

The Working Group on Peacekeeping 
Operations (WGPKO), formed by representa-
tives of the participating Ministries of State, 
designated the Latin American Security and 
Defense Network (RESDAL) and Universidad 
de las Américas Puebla (UDLAP) as strategic 
partners in the evaluation of the barriers. The 
international team of RESDAL (Argentina) 
previously collaborated in the collection of in-
formation and implementation of the surveys 
contemplated by the barrier’s methodology 
in Uruguay, while UDLAP has extensive expe-

rience in academic collaboration with the Ar-
med Forces in the country. 

Project implementation began in May 2021 
with resources approved by the Elsie Fund and 
administered by the UN Women’s Office in 
Mexico. RESDAL implemented the methodo-
logy called the Measuring of Opportunities for 
Women in Peace Operations (MOWIP), throu-
gh more than 1,200 surveys and 45 in-depth 
interviews with Security and Arm forces per-
sonnel. On its side, UDLAP oversaw the collec-
ting and processing of the data for its analysis, 
as well as the presentation of the final report 
about the ten issue areas that affect the mea-
ningful participation of women in Peace Ope-
rations.

Why do we need more 
women meaningfully 
participating in UN 
peace operations and in 
Mexico’s Armed Forces?

Women’s inclusion in all aspects of public and 
private life is essential for the full develop-
ment of any society and country. The Armed 
Forces of all countries privileged the exclusive 
recruitment of men. Therefore, women’s par-
ticipation at all levels and under equal condi-
tions has become a priority for the internatio-
nal community. Conventionally, women’s role 
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in the Armed Forces has been interpreted in 
areas such as nursing or administrative assis-
tance. However, as time has passed, the need 
to include women in operational positions and 
strategic decision-making processes has beco-
me evident.

To achieve proper integration of women 
into military structures, it is essential to have 
a gender perspective1  to analyze the reasons 
why women have been excluded from the Ar-
med Forces and to propose an action plan to 
change the status quo. An example of this is 
UN Security Council Resolution 1325, and the 
subsequential ones2,  which urges member 
states to increase the representation of women 
in all international peace and security pro-
cesses and mechanisms. Despite such efforts, 
currently, only 6% of all uniformed, military, 
police, justice, and corrections personnel in 
UN peacekeeping missions are women (UN, 
2020a), and of the 81,832 police and military 
elements in the various UN peacekeeping mis-
sions, only 5,975 are women (UN, 2020b). This 
lack of representation in peacekeeping forces 
proves that, regardless of national and inter-
national efforts, there is still a long way to go.

Armies’ main purpose is to protect the so-
vereignty and national territory; thus, their 
efficiency is measured in their ability to carry 
out the orders of their political leaders (Egnell, 
2016, p. 75). To achieve this, the Armed Forces 
have a hierarchical structure, and professio-
nal culture, and are specifically equipped and 
trained to increase their combat capacity. This 
capacity is determined by physical factors (the 
size of their troops and the equipment they 
use); conceptual (how they employ their re-
sources), and moral (the values and will of the 
soldiers) (Egnell, 2016, p. 76). The incorpora-
tion of women, from a gender perspective, at 

1  Gender perspective is defined as «a tool used to analyze and 
understand the discrimination, inequality and exclusion ex-
perienced by women, and to determine the actions necessary 
to eliminate them» (Instituto Nacional de las Mujeres, Mexico, 
2007, p. 104).

2  Other UNSC resolutions related with women inclusion in 
decision-making positions within peace processes are 1820 
(2008), 1888 (2009), 1889 (2009), 1960 (2010), 2106 (2013), 2122 
(2013), 2242 (2015), and 2467 (2019).

all levels of the Armed Forces has the poten-
tial to increase combat capability and expand 
the traditional military paradigm by including 
non-traditional security aspects (Egnell, 2016, 
p. 77). First, women’s presence equals an increa-
se in the number of troops and increases the 
physical factors of the military. Similarly, the 
more diversity and skill sets there are, the be-
tter decision-making and greater effectiveness 
and performance will be present (UN, 2020a).

Meanwhile, the collaboration of women in 
peacekeeping missions eases the work with 
affected communities by establishing com-
munication channels and creating links with 
civil society (UN, 2020a). Finally, the presence 
of women in different positions within the Ar-
med Forces helps to break down gender ste-
reotypes and roles and promotes an inclusive 
vision in society.

There is no doubt that the benefits of having 
a gender perspective within the Armed Forces 
and peacekeeping missions are numerous 
and that the presence of women at all levels of 
the military structure is essential to genera-
te the common good to the nation. According 
to the Global Study on the Implementation of 
UNSCR 1325 (2015), the probability of a peace 
agreement lasting at least two years increases 
by 20% when women are involved, and the 
probability of it lasting fifteen years increases 
by 35% (European Parliamentary Research 
Service Blog, 2018). However, the reality is that 
the representation of men and women within 
the Armed Forces and peacekeeping missions 
is highly disproportional: in an effort to balan-
ce the scales, the UN Security Council passed 
in 2000 Resolution 1325.

Since then, there has been an internatio-
nal effort to guarantee women’s equal access 
to military service and the incorporation of a 
gender perspective in the Army. Nevertheless, 
it is still needed to continue with the analysis 
and planning of new strategies to guarantee 
the equal inclusion of women in the Armed 
Forces and in peacekeeping missions. The fo-
llowing section describes UN Resolution 1325, 
as well as other efforts made by different or-
ganizations and States in this area, and places 
special emphasis on the Mexican case and the 
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implementation of the National Action Plan 
for the monitoring of Resolution 1325-2000 
(NAP-1325).

UNSCR 1325: a milestone for women 
in peacekeeping missions

UN’s UNSCR 1325 (2000) was the first instru-
ment issued by this organization that incorpo-
rates a gender perspective in peace processes 
and requires the parties in conflict to fully res-
pect women’s rights (Benavente, et al., 2016, p. 
7). Although the UN had already promoted an 
agenda recognizing the importance of achie-
ving gender equality for the development of 
States since the 1970s, the relation between 
gender and security had been excluded. With 
its approval in 2000, this resolution marked a 
turning point in the understanding, not only of 
international security, but also the processes 
of prevention, maintenance, and consolidation 
of peace. The basis of UNSCR 1325 comes from 
a recognition of the differentiated and dispro-
portionate impact that armed conflicts and si-
tuations of insecurity have on women, especia-
lly in gender-based violence (GBV) (Benavente, 
et al., 2016, p. 7).  

Likewise, it also recognizes the importan-
ce and women’s role in the holistic unders-
tanding of peace and security phenomena. 
Previously, there have existed other major ad-
vancements in gender equality, being the most 
important precedent the inclusion of a specific 
issue area on women and armed conflict at the 
IV World Conference on Women in Beijing in 
1995 (UN Women). This conference emphasi-
zed for the first time the need to incorporate a 
gender perspective in the treatment of armed 
conflicts, analyze the differentiated effects of 
these on men and women, as well as to increa-
se the participation of women in conflict reso-
lution (Benavente, et al., 2016, p. 28). All these 
points are subsequently adopted by the Secu-
rity Council resolution.

A fundamental part of understanding the 
revolutionary nature of UNSCR 1325 is the 
effort made to break past gender stereotypes 
that position women solely as victims. Hence, 

unlike previous instruments, the UNSCR 1325 
gives special recognition to the role played 
by women as agents of change, as well as the 
urgent need to incorporate them into deci-
sion-making processes at all levels (Real Insti-
tuto Elcano, 2020).

Twenty years after its approval, the legacy of 
UNSCR 1325 is undeniable. Today, the number 
of women participating in peace and security 
areas has increased, both at the international 
level and within each country. The construc-
tion of a social awareness that is increasingly 
oriented towards recognizing, not only the 
vulnerabilities but also the work of women has 
also grown. The challenges are still great, yet 
the adoption of this resolution is undoubtedly 
a firm step in the right direction. 

Mexico: National 
characteristics and 
institutional profile of 
the Secretary of National 
Defense 

Background of Mexico
Mexico is a representative, federal and presi-
dential republic composed of 32 states. Mexi-
co City is the country’s capital and is the seat 
of the three branches of government. The 
Mexican nation began its independent life 
200 years ago (1821) and in 2000, the country 
transitioned to full democracy, which has led 
to the peaceful consolidation of its political 
institutions.

In geopolitical terms, Mexico is a privileged 
country with a multi-regional presence, being 
first and foremost a country with identity, cul-
ture, and interest in the development of Latin 
America, with regional membership in Cen-
tral America, the Caribbean, and North Ameri-
ca, with also transoceanic ties with Europe and 
the Asia Pacific.
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Following the United States and Brazil, 
Mexico has one of the largest populations on 
the continent, with 129 million inhabitants in 
2020, of which just over half are women, 6.6% 
identify as indigenous, and 80% live in urban 
areas. Mexico is also the third-largest territory 
in Latin America. 

The country is the fifteenth largest eco-
nomy in the world and the second-largest 
economic power in the region, with a Gross 
Domestic Product (GDP) of US$1.076 billion, 
according to the World Bank. Projections 
by international financial institutions place 
Mexico between the seventh and tenth-largest 
economies in the world by 2050. However, the 
country faces strong challenges in reducing 
poverty and socioeconomic inequality.

At the end of the revolutionary process, the 
military laid down their weapons, and since 
1946 the country has been ruled uninterrup-
tedly by civilian presidents without any coup 
attempts. The Armed Forces have shown abso-
lute loyalty to democratically elected civilian 
institutions and are a factor in the stability of 
the Mexican State.

In 1945, Mexico played an important role as 
a founding member state of the United Nations 
Organization, and through the organization of 
the Chapultepec Conference, managed to pave 
the way for the establishment of the first Ame-
rican states in the new post-war international 
order. Subsequently, the country has made sig-
nificant progress in the field of gender and wo-
men’s rights. Among these, three fundamental 
areas stand out: strengthening of domestic law, 
gender institutionality, and growth in public 
resources allocated to gender equality issues.

Mexican diplomacy has distinguished itself 
for the promotion of the peaceful resolution 
of disputes, non-intervention in the internal 
affairs of other States, international coope-
ration for development, non-proliferation of 
weapons, and the promotion of international 
peace and security.

Institutional profile of the Secretary 
of National Defense 
The Secretary of National Defense (SEDENA) 
has its historical precedent in the Ministry of 
War, according to the Constitutional Decree 
for the Freedom of Northern America of Octo-
ber 22, 1814. With the Political Constitution of 
the United Mexican States of 1917, the existen-
ce of the Ministry of War and Navy was ratified. 
Later on, with the decree of November 1, 1937, 
the Secretary of National Defense was created, 
and, by the legal disposition of December 30, 
the Navy was separated under the Autono-
mous Department of the National Navy. The 
existence of the Secretary was ratified with the 
decrees of 1939, 1946, and 1958. With the pro-
mulgation of the Organic Law of the Federal 
Public Administration in 1976, the Secretary’s 
competencies were more clearly established. 

SEDENA acts as a Ministry of State and 
Commander of the Mexican Army and Air For-
ce. In this way, and until the reform of the Or-
ganic Law of the Army and Air Force, the Com-
mand of the Mexican Army was created. In this 
sense, SEDENA has a dual function, as a joint 
General Personnel and General Command of 
the Mexican Army and Air Force, and as a Mi-
nistry of State with administrative and politi-
cal functions within the Federal Government.

Through the Command of the Mexican 
Army, SEDENA has twelve Military Regions 
and 48 Military Zones. The personnel, accor-
ding to their functions, are divided into Wea-
pons or Services, being the Army’s weapons in-
fantry, cavalry, armored weapons, artillery, and 
engineers; its services encompass quarter-
master, engineers, cartography, transmissions, 
war materials, transportation, administration, 
health, justice, veterinary and remount, infor-
mation technology, meteorology, flight control, 
and air material. There are also special corps, 
such as the Air Force, the Military Police Corps, 
and the Military Music Corps. On the other 
hand, the Mexican Air Force has four Air Re-
gions, concerning its weapon elements, it has 



IN
TR

O
DU

CT
IO

N

25

those trained as Aviator Pilots, having at its 
disposal the services of the Mexican Army.

Regarding the participation of women in 
the Army and Air Force, the first documented 
case is that of Valentina Ramírez during the 
Mexican Revolution in 1910. In 1934, the first 
woman was officially discharged from the Ge-
neral Intendancy of the Army. From that mo-
ment on, the participation of women within 
SEDENA has been increasing, gaining more 
and more spaces within the institution itself, 
both in professional training and in adminis-
trative and operational activities.

SEDENA’s institutional mission is to orga-
nize, manage and prepare the Mexican Army 
and Air Force to defend the integrity, inde-
pendence, and sovereignty of the nation, gua-
rantee internal security and contribute to na-
tional development. Thus, in 1965 and under 
presidential mandate, SEDENA developed the 
“Civilian Relief Plan” or “Plan DN-III-E”, with 
the sole purpose of assisting the population in 
natural disasters. This plan has been applied 
continuously and uninterruptedly since its 
creation.

The participation of women in the Mexican 
Army and Air Force is still recent, however, 
the increase of female personnel is constant. 
Nowadays, there are 25,495 women on active 
duty (11.9% of the total personnel) with the 
full possibility of promotion in the hierarchi-
cal scale.

Concerning the participation of women 
in peace operations, SEDENA has deployed 
21 female elements, equivalent to 40% of the 
total number of deployed personnel. SEDE-
NA has the firm intention of not only main-
taining but increasing this number since the 
participation of female personnel streng-
thens Mexico’s commitments to the Women, 
Peace, and Security Agenda and is consistent 
with the Mexican Government’s feminist fo-
reign policy. Institutionally, the benefits lie in 
the development of new capabilities based on 
lessons learned, the training of qualified ins-
tructors for training, the training of experts 

in peace operations, and the strengthening of 
international projection.

Additionally, since 2006, the SEDENA has 
participated in tasks related to the preserva-
tion of public order, support to local autho-
rities in public security, and social proximity 
work. Likewise, since 2018 under a presiden-
tial mandate, SEDENA has been asked to su-
pervise, plan, implement and manage priority 
public works of the current administration, 
such as 1) the creation of the National Guard, 
2) the construction of a new international air-
port, and 3) the construction of railway lines in 
the south and southeast of Mexico.

In terms of public opinion, the Army has re-
tained for the last two decades a very high level 
of trust, close to 88% of the surveyed popula-
tion. Despite all the missions led by our Armed 
Forces, the Army and Air Force have a budget of 
less than 0.6% of the national GDP. According 
to World Bank statistics, Mexico is the fourth 
country in Latin America that invests the least 
in military spending, only behind Guatemala 
(0.5%), as well as Costa Rica and Panama, that 
do not have regular armies (0.0%).

The Mexican contribution 
to UN peace operations

During the historical period known as the 
Cold War, Mexico participated in Peacekee-
ping Operations on only three occasions. 
The first two with military observers: in the 
Balkans (1947-1950) and Kashmir (border be-
tween India and Pakistan, 1949). In El Salva-
dor (1992-1993), Mexico participated with 120 
police officers. Since 2015, when the Mexican 
individual personnel deployment resumed in 
said operations, there have been around 140 
deployments, both military and police, made 
gradually and in coordination with the UN, in 
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order to do international observation labors, 
military observation, and as officers of the 
Personnel in the general headquarters of nine 
peace operations. As of May 2022, our country 
has deployed a total of 32 women, belonging to 
the Mexican Armed Forces in Peace Mission in 
Colombia, Mali, Western Sahara, the Central 
African Republic and the Kashmir region. Cu-
rrently, around 35% of the deployed personnel 
are women.

Mexico’s participation in Peacekeeping 
Operations has been gradual in quantitative 
terms and the type of tasks that it will parti-
cipate in. These tasks may include military 
or civilian personnel for the performance of 
a wide range of tasks, involving engineers, 
doctors and nurses, political observers, elec-
toral advisors, and human rights specialists, 
among others.

Mexico’s participation in Peacekeeping 
Operations will always be subject to an express 
authorization and a clear mandate from the 
UN Security Council, as it is the only body em-
powered to make decisions for the maintenan-
ce of international peace and security. Such 
participation will also be conditioned to the 
express consent and cooperation of the State 
where the Peacekeeping Operation will be de-
ployed, in conformity with the national legal 
framework and the foreign policy priorities.

Mexico’s participation in UN Peace Opera-
tions is based on the normative principles of 
the foreign policy contained in Article 89 sec-
tion X of the Constitution and the UN Charter, 
to which Mexico is a State party, as well as in 
the National Development Plan 2019-2024.

Mexico ranks 29th worldwide among the 
countries contributing in financial terms to 
Peacekeeping Operations, and second in Latin 
America. Since 2015, when the first deploy-
ment of Mexican individual personnel to such 
operations began, around 119 individual de-
ployments, both military and police, have been 
gradually performed in coordination with the 
UN, to conduct international observation work, 
military observation and as personnel officers 
in the headquarters of nine peace operations, 
as shown above, in the box. 

Since then, deployments of Mexican indivi-
dual personnel have been constant: personnel 
deployed in those operations have been re-
placed and new personnel has been deployed, 
based on available vacancies and evaluations 
made by the Working Group on Peacekeeping 
Operations, which is composed of the Minis-
tries of Foreign Affairs, National Defense, the 
Navy, Security and Citizen Protection, Finance 
and Public Credit, as well as the Presidency.

It should be stressed that the Mexican per-
sonnel participating in Peacekeeping Opera-
tions is chosen by the UN through a rigorous 
selection process based on high standards of 
training and qualification.

Mexico has a Joint Training Center for Pea-
ce Operations (CECOPAM), whose objective is 
to train Mexican military, police, and civilian 
personnel to participate in Peacekeeping Ope-
rations, as well as foreign personnel in the 
future. To date, courses have been given for 
Mission Experts and Personnel Officers, with 
the first pre-deployment course for UN Female 
Officers for military and police personnel to be 
deployed in peace missions. Around 484 ele-
ments belonging to SEDENA, SEMAR, and the 
Secretary of Security and Civilian Protection 
have been trained in these courses (365 men 
and 119 women).
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Overview of the MOWIP 
Assessment

The Measuring Opportunities for Women in 
Peace Operations (MOWIP) methodology is the 
result of a joint effort to promote the meaning-
ful participation of women in peace operations. 
The methodology seeks to identify the barriers 
impeding the meaningful participation of wo-
men in peace operations. This with a main 
purpose: promoting gender equality in peace-
building. Therefore, it becomes a comprehen-
sive and systematic tool that works as concep-
tual framework to identify good practices and 
areas of opportunity within institutions. While 
the MOWIP methodology has a specific focus 
on UN peace operations, the good practices 
and barriers identification may have a greater 
incidence within the internal structure of the 
institution in a broader sense due to its design. 
Thus, the effects of gender equality promotion 
may overlap throughout all intuitions that are 
involved in peacebuilding.

To do so, the MOWIP methodology unders-
tands that it is necessary to formulate insti-
tutional changes that enable women to parti-
cipate meaningfully in Peace Operations. To 
achieve this, ten issue areas were identified to 
capture the opportunities and barriers faced 
by women in Peace Operations. These areas 
contribute to building fairer and more gen-
der-sensitive institutions and enhance the ins-
titutions’ responsiveness.  The issue areas en-
compass the institutional process involved in 
participating in Peace Operations. In addition, 
it also considers how informal institutions 

create constraints that influence women’s me-
aningful participation. Its main objectives are:

 » To provide a comprehensive set of issue 
areas within a given military or security 
institution that could be improved to in-
crease the meaningful participation of wo-
men in UN peace operations.

 » To identify good practices within the mi-
litary or security institution that can be 
utilized, expanded, and/or disseminated 
more widely. 

 » To apply a set of tools and a comprehen-
sive list of indicators to measure the im-
portance of each issue area to increase the 
meaningful participation of women in the 
military or security institution.

 » To determine the differential impact of 
each issue area on the military or security 
institution.

The MOWIP methodology has three com-
ponents: interviews with decision-makers, the 
fact-finding form (FFF), and a survey to deplo-
yed personnel. The FFF is a unique tool that 
stores information on personnel statistics, po-
licies, programs, and institutional practices. It 
was designed to collect qualitative and quanti-
tative data from official sources on deployment 
to UN Peace Operations from the country and 
institution being assessed. The FFF is guided 
by over 160 questions, which can be comple-
mented through information gathered in the 
interviews with decision-makers.

In SEDENA, 409 personnel surveys were 
conducted, exceeding the threshold establi-
shed by the institutions (400), of which 51% 
were women, and 49% were men. Of the sur-
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veys conducted on the deployed personnel, 
78% were men, and 22% were women. The 
highest rank surveyed in SEDENA was a Bri-
gadier General, and the lowest was a Corporal. 
Personnel were surveyed from ten different re-
gions including: Mexico City (48%), Guadalaja-
ra (7%), Guerrero (5%), Irapuato (6%), Mazatlan 
(3%), Nuevo Leon (5%), Oaxaca (5%), Torreon 
(8%), Tuxtla Gutierrez and Veracruz (9%). The 
average entry age is 20 years old, with 18 years 
being the predominant age. From the sample, 
65% consider themselves as ‘mestizo’, followed 
by indigenous (26%), white (3%), and black or 
‘mulatto’ (2%).

The partner institution RESDAL conducted 
the surveys. The team from the Universidad de 
las Américas Puebla (UDLAP) oversaw the pro-
cessing and analysis of the survey results. It fo-
cused on obtaining statistically significant di-
fferences between women and men, as well as 
between deployed and non-deployed person-
nel. Based on this, importance by issue area is 
identified through a color coding, where red is 
the most important and green is the least im-
portant (unless indicated otherwise in inverse 
scores). Barriers are identified in general and 
those most important for women. Then, the 
survey information is compared with that of 
the FFF to compare personnel’s experiences 
with the institution’s norms and legislation. 
These results are presented and vetted during 
the validation process with the security insti-
tution.

Therefore, the MOWIP Methodology pro-
duces robust and evidence-based findings 
drawing on the perspectives from different 
sources: the personnel’s experience and per-
ceptions; the knowledge of the implementa-
tion and analysis team; as well as national and 
international experts who have an academic 
background in gender and peace operations. It 
can be used to provide transformative eviden-
ce-based recommendations that effectively 

address the root causes preventing uniformed 
personnel, particularly women, from deplo-
ying in peace operations. The use of a common 
methodology in many countries also enables 
the identification of universal barriers that 
need to be addressed at the UN level and hi-
ghlights good practices that can be scaled-up 
and adapted to other contexts.

The MOWIP methodology was developed 
through a collaboration between DCAF and 
Cornell University in the framework of the 
Elsie Initiative. DCAF is a security research 
center dedicated to generating knowledge 
and assessments for states and internatio-
nal organizations involved in security-related 
issues. Their role in the creation and imple-
mentation of the MOWIP methodology is key, 
as in 2019 they created the baseline study to 
research and understand the situation of wo-
men in UN peace operations. This led them to 
collaborate with the Gender and Security Lab 
led by Dr. Sabrina Karim of Cornell Universi-
ty, in the creation of the MOWIP methodology. 
Moreover, DCAF acts as a platform to manage, 
organize, and publish the reports generated by 
the Elsie Initiative by applying this methodo-
logy in the different countries that have been 
selected by the initiative. 

Similarly, the Gender and Security Lab of 
Cornell University assists countries in appl-
ying the MOWIP methodology and analyzes 
the data obtained to develop the report. The lab 
has completed surveys and interviews for both 
the Ghana and Uruguay reports and seeks to 
continue this work for the reports on Norway, 
Liberia, and Jordan. The close collaboration 
and relationship of both research centers have 
allowed the development and application of 
the MOWIP methodology as a tool to quantita-
tively and qualitatively measure the different 
barriers faced by female soldiers around the 
world to serve in peace operations. Further-
more, both centers have generated strategies 
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and recommendations to reduce the gender 
gap that exists within the Armed Forces struc-
tures both at the national level of the selected 
countries and at the international level within 
the UN structure and Peace Operations.

RESDAL: the national 
research partner 
institution

RESDAL is a civil society organization that, as 
a network, generates, connects, and empowers 
the capacities and efforts of decision-makers, 
academics, and members of civil society in the 
field of security and defense. RESDAL collabo-
rates with the construction of a safe and pea-
ceful democratic environment in Latin Ame-
rica and the Caribbean as well as worldwide. 
Its mission is to be a think-tank and a center 
of action that combines academics and prac-
titioners, serving as a clearinghouse for the 
generation of projects and a space to advocate 
for the democratic advancement of the secu-
rity and defense sectors. RESDAL has three 
main working areas: Defense, Public Security, 
and Gender. One of its main products is the 
Comparative Atlas of Defense of Latin America 
and the Caribbean, which has been published 
every six months since 2005, it has established 
itself as the main source of information in the 
hemisphere and has been officially part of the 
process of the Conference of Ministers of De-
fense of the Americas (CDMA) since 2008. In 
the area of public security, RESDAL studies 
the increase or decrease in crime rates, politi-
cal-institutional control of public security, jus-
tice, prevention, budgets, participation of the 

Armed Forces, private security, and statistical 
data. The organization has also a program on 
public security in Central America, which pro-
duced a Public Security Index and a Public (In)
Security Index with the incorporation of some 
South American countries. 
Regarding gender, RESDAL has sought to crea-
te an in-depth analysis from a regional pers-
pective on gender integration in Peace Ope-
rations. Under the framework of the Women, 
Peace, and Security (WPS) Agenda. RESDAL’s 
work as a think tank has focused on reviewing 
WPS implementation in military contribu-
tions to Peace Operations, in order to create 
an inclusive and fair perspective in peace-
building. Thus, since 2008, its research and 
advocacy have produced material on unders-
tanding how a peace mission can contribute to 
the construction of a gender perspective and 
how military contingents are involved in such 
processes. Under these precepts and RESDAL’s 
extensive field experience in the application of 
the MOWIP methodology in Uruguay, it was 
decided to select it as the partner institution 
for the application of the surveys and comple-
tion of the FFF, ensuring impartiality in the re-
sults presented.

Implementation of 
MOWIP in the Mexican 
Secretary of National 
Defense 

The MOWIP assessment in Mexico was carried 
out between May 2021 to May 2022. The first 
step consisted of the creation of a High-Level 
Panel coordinated by the Secretary of Foreign 
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Affairs (SRE), where the security institutions of 
the Mexican government began working with 
the methodology. In this panel, agreements and 
authorization for the development and planning 
by the key stakeholders involved were reached.

The next steps focused on defining the po-
pulation and the sample origin of the deployed 
personnel to be surveyed, as well as identifying 
the key decision-makers to be interviewed. 
Meanwhile, an effort was made to contextualize 
the survey for Mexico, so that the language used 
would be appropriate for the respondents and 
would produce a feeling of comfort. Likewise, the 
team sought to adapt the survey (without making 
substantial changes that would alter its compa-
rative component) to the country’s practices. 
This entailed revising the survey and excluding 
questions, as well as adding others that were 
necessary (or not) for the final analysis. Additio-
nally, the team decided to work with the institu-
tions to allow them to ask questions that would 
be of their interest under their perceptions of 
barriers and/or policy proposals to increase the 
participation of women in Peace Operations. 
Finally, the team also worked on adapting and 
contextualizing the language of the FFF, as well 
as establishing the information requests to be 
asked to the institutions.

Moreover, the team worked in coordination 
with RESDAL and the security institutions to de-
fine technical issues. In particular, the software 
through which the survey would be carried out 
was defined, as well as ensuring that it worked 
properly and that all the questions were loaded 
correctly. Permissions and confidentiality agree-
ments for respondents and interviewees were 
drafted. The size of the sample and its composi-
tion in terms of rank and sex were also specified. 
During the implementation process, the team 
monitored and verified that the survey results 
were securely uploaded to the corresponding 
servers.

The surveys’ application began on August 2, 
2021, with two weeks of training and prepara-
tion for the team that would conduct the surveys 
and interviews. Later on, the team traveled to 
about 18 locations around the country in order 
to meet the goal: at least 400 members of the mi-
litary and security institutions. The survey mo-
dality was face-to-face and virtual. In the case of 
the former, the team worked under the highest 
health protocols so that the actors involved felt 
safe when conducting the surveys or interviews. 

The results were presented, reviewed, and va-
lidated during a workshop with the institutions 
that belonged to the High-Level Panel and their 
representatives during May and June 2022.





THE 10 ISSUE 
AREAS THAT 
AFFECT WOMEN’S 
MEANINGFUL 
PARTICIPATION IN 
THE INSTITUTION’S 
PEACE OPERATIONS



Pre-deployment stage

Deployment stage

Post-deployment stage

All stages

Priority Cross-cutting issue areas

ELIGIBLE POOL
Are there enough women in 
national institutions?

DEPLOYMENT 
CRITERIA
Do the criteria match the 
skills needed in operation?
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chance to deploy?
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CONSTRAINTS
Are there arrangements for 
the families of deployed 
women?

PEACE OPERATIONS 
INFRASTRUCTURE
Are accommodation and 
equipment designed to meet 
the needs of women?

PEACE OPERATIONS 
EXPERIENCES
Do positive and negative 
experiences in peace operations 
affect women’s deployment 
decisions?

CAREER VALUE
Do deployments advance 
women’s careers?

MAIN-DOWN 
LEADERSHIP
Do leaders at all levels 
support the deployment of 
women?
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Box 1. Priority by Issue Area
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M E D I U M - H I G H

P R I O R I T Y

This issue area seeks ways to 
enhance women’s meaningful 

participation, by promoting 
women’s rights and increasing the 
benefits and resources allocated 
for the pre-deployment process, 

opportunities during deployment, 
and post-deployment transitions.

(Karim, 2020) 

Eligible 
pool



The issue area objectives are:
 » To guarantee women’s access to employment opportunities within 

the institution.
 » To measure the eligible pool of women within the institution, units, 

and individual roles (how many women there are and in what po-
sitions).

 » To measure the nature of women’s participation within the institu-
tion: their motivation for joining the Armed Force, their experien-
ces with training and with the facilities, the licenses or benefits they 
have, and work experience.

Main findings

The eligible pool is an issue of medium-high priority for SEDENA, as it 
represents a significant barrier to deployment in Peace Operations for 
both women and men. In addition, it was the issue area with the lowest 
scores in the implementation gap and in the institutional barrier for 
women. This means there is a significant gap between institutional po-
licies and personnel experience, as well as it something that dispropor-
tionately affects women. The women surveyed identified this issue area 
as the third challenge in Mexico to increase women’s participation in 
Peace Operations.

Main good practices

 » Women in SEDENA are already in all arms and are in the military 
route to meet the profile requested by the UN to be deployed in the 
coming years. However, time is needed for them to build and ad-
vance in their careers to reach the necessary profile and rank to be 
selected for deployment.

 » Exclusive calls have been conducted for the recruitment of women 
in SEDENA.

 » Exclusive calls have also been issued for the deployment of women 
in UN Peace Operations in SEDENA.

 » Although the uniforms were not to the liking of all women in the 
military, SEDENA is making efforts and changes to modify the uni-
forms, which have been adjusted to women’s bodies.
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Main barriers 

 » A lack of communication in public media for opportunities to join 
SEDENA is identified.

 » To extend the opportunity for training abroad for Peace Operations 
to Mexican personnel.

 » A positive promotion policy for women is required, as women are 
less likely than men to hold leadership positions.

 » Women perceive that they are less likely to deploy than men.
 » Women volunteer to a lesser extent, thus the policy of dissemina-

ting experiences by deployed women could be strengthened.

Good practices

SEDENA has recruitment campaigns specifically aimed at 
women

Since 2007, women have been included in recruitment calls and cam-
paigns. Likewise, SEDENA has calls specifically for women. An example 
is the 2020 and 2021 recruitment campaigns, which included a specific 
call for women interested in the military police and medical surgeons.

GOOD PRACTICE BOX: Recruitment campaigns for 
military police and medical surgeons

In the last two years, the institution has carried out “Calls with 
a gender perspective in SEDENA” for recruiting Military Police 
Soldiers and Auxiliary Second Lieutenant Medical Surgeons. The 
calls are public and open and are aimed exclusively at women in-
terested in joining the Mexican Army and Air Force. In 2021, the 
calls for applications opened 435 vacancies for Military Police1  
and 50 for Medical Surgeons2. In 2020, there were 1,443 vacan-
cies for military police3 and 100 for female doctors4. These va-

1  “Call with Gender Perspective of the Secretary of National Defense: Soldier Military 
Police (assigned to the National Guard)” (2021).

2  “Call with Gender Perspective of the Secretary of National Defense: Auxiliary Second 
Lieutenant Medical Surgeons” (2021).

3  “Call with Gender Perspective of the Secretary of National Defense: Soldier Military 
Police (assigned to the National Guard)” (2020).

4  “Call with Gender Perspective of the Secretary of National Defense: Auxiliary Second 
Lieutenant Medical Surgeons” (2020).
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cancies recognize international commitments to achieve gender 
equality such as the Convention on the Elimination of All Forms 
of Discrimination Against Women (CEDAW) and the 2030 Agen-
da for Sustainable Development. Moreover, they recognize the 
different national tools that advocate for an institutional gender 
perspective such as the jurisprudence of the National Supreme 
Court of Justice, the Mexican Constitution, the General Law for 
Equality between Women and Men, the Federal Law to Prevent 
and Eliminate Discrimination, and the Mexican Standard NMX-
R-025-SCFI-2015 on Labor Equality and Non-Discrimination.

CECOPAM trains most of the personnel that deploy

98% of deployed personnel received Peace Operations training at CE-
COPAM. This aligns with the training provided by CECOPAM. While 
this training appears to be declining, it is relevant to analyze such a 
decline by understanding the context of the COVID-19 pandemic.  

Box 2.  Personnel trained in CECOPAM 2018 – 2021, by sex 
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Women’s participation in SEDENA occurs at all levels of 
the institution

In 2021, SEDENA had enrolled 25,257 women, 15% of whom were in 
middle or higher ranks and 85% in junior ranks. Similarly, 21% of SE-
DENA’s battalions were composed by women, equal to 15,154 female 
soldiers.

Box 3. Women by rank in SEDENA (2021)
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Box 4. Inadequate equipment and facilities, by gender

Equipment/Facility Women Men

None 43% 55%

Bathrooms 8% 9%

Accommodation 16% 8%

Office spaces 12% 8%

Dining room 11% 7%

Recreational Spaces 11% 7%

Uniforms 16% 12%

Equipment 21% 23%

Breastfeeding facilities 17% 7%

Do not know 1% 1%

Do not wish to answer 1% NA

Both men and women consider the facilities and 
equipment adequate 

94% of personnel mentioned having access to the bathroom of their 
preference. Women (79%) and men (86%) consider that they are provi-
ded with the necessary equipment to carry out their duties. In general, 
the personnel indicated that the accommodations, bathrooms, equip-
ment, and uniforms are adequate.  

High interest in deployment and/or redeployment

Experiences are good among deployed personnel. This shows in that 
94% of respondents expressed a desire to deploy and/or redeploy to a 
UN Peace Mission. 

Box 5. Willingness to deploy

Would you like to be deployed in (another) UN Peace Operation?

Yes 94% 

No 4% 

Do not know 3% 
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Barriers

Little diversification of the channels through which 
personnel learn about enrollment opportunities

Around 58% of the personnel learned about the possibilities of joi-
ning SEDENA through family and/or friends. Only 5% mentioned 
finding out about enrollment opportunities through newspapers, 
0.5% through television, 5% through radio, and 5% through social 
media. About 17% of the sample reported that they learned about 
opportunities by researching independently. A greater focus on com-
municating enrollment opportunities in public media could recruit 
more women. 
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Family

Found about the opportunity myself

Friends

Men recruiter

Mentor

Newspapers

Radio

Social Media

Teacher/School

TV

Women recruiter

How did you found out about the opportunity to enlist
in the institution?

Box 6. Channels by which personnel learned about opportunities to join the institution
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Few personnel have been trained abroad

Approximately 70% of the personnel mentioned that they have not at-
tended training abroad. Since the creation of CECOPAM, the focus on 
in-country training has been preferred. Before its creation, personnel 
were sent mainly to Chile and Argentina for training. Training abroad 
could represent valuable experiences for the personal and professional 
development of SEDENA’s personnel. There is currently cooperation 
from the US Department of State and discussions are underway with 
the governments of Canada and Germany to support CECOPAM’s trai-
ning efforts. 

The road to women’s inclusion at all levels of 
SEDENA

According to SEDENA 1, in 2007 women entered the officer corps 
through the Heroic Military College. This marks the beginning of 
a change process where women began to be allowed to partici-
pate within the institution. However, the entry was not general. It 
formally begins the path of recognizing the importance of the in-
clusion of women, incorporating this action in the sectoral plans 
and programs of the institution in the years 2006-2012. Open-
ness to other arms (beyond the Military College) begins in 2012. 
However, in the following 10 years, women would not be allowed 
entry to infantry and cavalry 2. For these arms, entry is allowed 
until the call is issued in February 20223. This indicates that, al-
though change has been gradual, taking almost 15 years, there is 
an institutional decision that allows women to enter the military 
career. These actions are part of a strategy promoted by the Mexi-
can State from different spheres for gender perspective integra-
tion in government institutions and programs.

1  Secretary of National Defense, “Women in the Mexican Army and Air Force”, 
gob.mx, retrieved: June 5, 2022, http://www.gob.mx/sedena/acciones-y-pro-
gramas/las-mujeres-en-el-ejercito-y-fuerza-aerea-mexicanos.

2  In 2021, Excélsior published a newspaper article referring women are al-
lowed to enter since 2021. However, the official announcement states: “From 
the Infantry, Cavalry and Armored Weapons, Bachelor’s Degree in Military 
Administration (men)”. See more information in Excélsior: “Women at Arms 
at the Heroic Military College”, Excélsior, November 16, 2021, https://www.
excelsior.com.mx/nacional/mujeres-a-las-armas-en-el-heroico-colegio-mil-
itar/1482938. Call 2021: “Call for General Admission 2021”, General Direction 
of Military Education and the Rector’s Office of the U.D.E.F.A § (2021).

3  “Call for General Admission to the Military Education System 2022”, General 
Direction of Military Education and the Rector’s Office of the U.D.E.F.A § (2022).
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Low presence of women in SEDENA

In 2021, SEDENA had 214,157 members, of whom only 12% are women 
(25,257). Of the 38,977 management or leadership positions in SEDENA, 
women occupy 10% of them (3,762). This contrasts with the presence 
of men in the institution, as they represent 88% of SEDENA personnel 
(188,900) and occupy 90% of leadership positions (35,170). 

SEDENA staff ratio by gender 2021 SEDENA senior* staff ratio by gender 2021 
According to the institution’s data, women represent 12% 
of the staff. 

According to the institution’s data, women represent 10% 
of the senior staff. 

Source: Data provided by SEDENA under the request of the 
partner institutions. 

Source: Data provided by SEDENA under the request of the 
partner institutions. 
*Senior staff includes the following ranks: Major General, 
Brigadier General, Colonel, Lieutenant Colonel, Major, Captain 
1/0., Captain 2/0., Lieutenant, and Second Lieutenant. 

Women deploy less frequently and have fewer chances 
to deploy than men

Some 19% of SEDENA’s men have been deployed in a UN Peace Opera-
tion. Still, only 6% of women have been deployed. Around 5.4% of SEDE-
NA’s women have deployed once and 0.6% have deployed twice. In the 
case of men, 17.3% have deployed once and 1.5% have deployed twice. On 
average, four male observers deploy per year compared to one female. 

Box 7. SEDENA personnel and senior personnel ratio by gender in 2021
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As personnel officers, on average three men and one woman are deplo-
yed. This shows not only a lower percentage of women deploying but 
also a lower likelihood of women deploying to a UN Peace Operation.   

Box 8. Deployment in Peace Operations since 2015 by sex and deployment type

Women expand their missions to a lesser extent 
than men

Box 9. Peace Operations deployments

To how many Peace Operations have you been deployed in total?

Total Women Men

1 90% 90.91% 89.74%

2 8% 9.09% 7.69%
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SEDENA does not have any women-only units

Women-only units do not exist within SEDENA. 

SEDENA’s uniforms do not fit women’s bodies

Only 67% of the women surveyed felt that the uniforms fit their bodies 
appropriately. This contrasts with 90% of men who felt the same. SEDE-
NA does not have uniforms specifically designed for women. The only 
difference between women’s and men’s uniforms is in the gala and cere-
mony uniforms. In these cases, women wear skirts. In 2015, bulletproof 
vests specifically for women were included.

Personnel do not believe they can be deployed 

Despite having an interest in deploying or redeploying to a UN Peace 
Operation (94%), only 54% of personnel believe they will be able to de-
ploy or redeploy. Men believe they can deploy or redeploy to a greater 
extent than women.  

SEDENA has no official redeployment program 

There is no official redeployment program within SEDENA. However, 
at the request of the Fifth Section, calls are issued specifically for per-
sonnel who have already deployed and according to SEDENA’s database, 
personnel are contacted to inform them of the opportunity for redeplo-
yment. Only 18% of the personnel mentioned that there are measures in 
place to support redeployment.  

Women are volunteering for deployment to a lesser 
extent

About 81% of the sample indicated they had not volunteered to go on a 
peace mission. Only 10% of women volunteered for deployment compa-
red to 22% of men. 

Men leave SEDENA more frequently than women

Between 2010 and 2020, men account for 98% of discharges due to mis-
conduct, while women account for only 2% of such discharges. No fema-
le discharges for non-compliance with military obligations have been 
recorded. In the same period, 261 male SEDENA personnel have been 
discharged for not fulfilling their military obligations.
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Box 10. Gaps in implementation and experience

In this issue area, there are several gaps in terms of personnel 
perceptions and SEDENA’s stipulations, and between the likeli-
hood of women and men responding in the same way. An im-
portant implementation gap is found in personnel’s knowledge 
of the existence of women-only dormitories. Regarding the res-
ponses of women and men, relevant differences are found in the 
positions they hold, satisfaction with uniforms, equipment, and 
facilities, knowledge of deployment and/or redeployment oppor-
tunities, and their participation in UN Peace Operations, as well 
as the perception of favoritism towards women within SEDENA.

Men feel that favoritism towards women affects them 
unfairly

Although most of the personnel (71%) do not consider that women are 
favored for certain opportunities such as promotions and deployments, 
28% of the men in the sample do consider that there is favoritism 
towards women. Only 17% of women identify favoritism towards them. 
Some 22% of the men believe that favoritism towards women affects 
them unfairly and only 15% of the women consider this to be the case. 
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2 
H I G H 

P R I O R I T Y

Deployment criteria measure 
the skills and criteria needed 

and prioritized for deployment, 
whether women or men are more 

likely to have these skills, and 
whether the criteria are more 

likely to favor women over men.
(Karim, 2020) 

Deployment 
criteria



The issue area objectives are:

 » To identify whether the skills needed for deployment are/can be 
filled equally by men and women.

 » To contrast country-specific and UN requirements.
 » To measure whether the skills required by the UN match what is 

needed in the field.
 » To identify whether the skills that women have are valued.

Main findings

Deployment criteria are a high priority for SEDENA. Personnel, in gene-
ral, have the necessary skills that are required for deployment. However, 
women are more likely to be disproportionately affected institutionally 
and in practice, women and men have different experiences with these 
criteria. According to the women surveyed, this issue area was identi-
fied as the second barrier to increasing women’s participation in Peace 
Operations.

Main good practices

 » SEDENA has a relevant infrastructure to address the language ba-
rrier through the Military Language School that can support the 
training of deployable elements.

 » CECOPAM has a French language survival course for deployable 
personnel.

 » In general, personnel report having communication and interper-
sonal skills (71%) and conflict resolution and negotiation skills 
(62%).

Main barriers

 » Second language skills, vital for deployment, have been identified 
as highly desirable and as one of the main barriers that reduce the 
options for deployed personnel as they do not have a comprehensi-
ve knowledge of English and French.

 » Importance should be given to vehicle driving training to expand 
the deployable population, as only 68% have a license, while those 
deployed have 100%, which shows that it is an essential require-
ment.
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Good practices 

Deployment requirements are the same for women  
and men

SEDENA makes no gender distinction in deployment requirements. 

Use of the written assessment as a transparency 
measure for the selection process

In SEDENA, the written assessment consists of a cultural test, which is 
applied only to personnel who have passed the medical test, psychologi-
cal test, have the physical capacity, and meet the English requirements. 
The test has two purposes. First, it evaluates personnel’s knowledge of 
Peace Operations issues. Secondly, it serves as a transparency measu-
re for the appointment of personnel. Through these exams, the highest 
scores are selected and deployed to operations.

Relevance of disciplinary records for deployment 

Disciplinary records for the last five years are considered in the selec-
tion process. Moreover, issues of bullying, sexual harassment, and do-
mestic violence are also considered beyond the last five years.  

SEDENA has language training

In basic training, the personnel take basic English language classes. In 
the case of not having the necessary level for deployment, personnel 
may request to attend the Military Language School to improve their 
level. As for French, SEDENA is supported through international coo-
peration, especially with the French Army, which provides personnel as 
instructors. 

The skills that personnel consider most necessary  
for deployment are the same as skills they believe  
they meet

Some 71% of personnel believe that they have the communication and 
interpersonal skills necessary for deployment. Similarly, 62% of per-
sonnel believe they have sufficient conflict resolution and negotiation 
skills for deployment. These skills were identified by 66% and 61% of 
personnel respectively as the most important for mission success. Spe-
cifically, communication and conflict resolution skills are included in 
the Code of Conduct for SEDENA’s Public Servants and are measured in 
the psychological test applied in the selection process.
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Minimum rank

Having the supervisor permission

IT skills

Ability to drive a manual car

Speak french

Appropiate age

Medical fitness

Clean disciplinary record

Having no family commitments back home

Physical fitness

Being sensitive to gender

Working with local men

Experience with the Armed Forces

Appropiate personality/character

Speak english

Working with local women

Combat / tactical skills

Speak the language of the host country

Working with personnel from other countries

Conflict resolution skills

Interpersonal skills

0 50 100 150 200 250 300

Most important skills/abilities for the success
of a UN Peace Operation

Box 11. Most important skills for a successful Peace Operation
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Personnel consider pre-deployment training as 
sufficient 

Pre-deployment training was identified by 92% of deployed personnel 
as sufficient and adequate to be prepared to perform their duties during 
the mission. 

The main communication channel of deployment 
opportunities in SEDENA is its internal system

The calls for deployment requirements are published on the intranet 
system to which all SEDENA personnel have access. This occurs at the 
request made by the Fifth Section to the First Section in which they 
specify the profile of the required personnel and list the requirements 
for deployment. Likewise, the requirements for deployment are shared 
with the twelve territorial commands and, through a written call, the hi-
gher commands are informed of the requirements for their circulation. 

The call process at SEDENA: the role of the First 
Section and the Fifth Section

The Fifth Section (Strategic Planning) is in charge of materiali-
zing all planning and submitting it for consideration in coordi-
nation with the institution’s bodies and entities. Its work covers 
the projection of the Armed Forces into the future, in compliance 
with the policies established in the National Development Plan 
and SEDENA’s sectorial program. Regarding Peace Operations, 
the Fifth Section is in charge of selecting the personnel to be de-
ployed. It proposes based on superiority taking into considera-
tion the requirements established by the UN and depends, to a 
great extent, on the mission it seeks to send personnel. Thus, the 
Fifth Section collaborates closely and is supported to a great ex-
tent by the interaction with the different delegations throughout 
the world, especially with Central and South America. 

To complement the convocation process, the Fifth Section is-
sues a request to the First Section, which oversees Human Re-
sources in the institution. Specifically, it carries out the selection 
of personnel for various courses both nationally and internatio-
nally. As part of the Peace Operations call process, it is in charge of 
appointing commissions for these operations. This section issues 
the call, with the requirements established by the Fifth Section, 
including the mission for which the personnel is being appoin-
ted and the required profile. When all the requirement details are 
available, the call is issued to all members of the institution in all 
the units, dependencies, and agencies of SEDENA.
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The training academy teaches the skills required for 
deployment 

All skills and knowledge required by SEDENA for deployment are tau-
ght at the training academy. Subsequently, by attending CECOPAM, per-
sonnel reinforce those skills in the various courses offered. 

The rank and capabilities of personnel are not the 
reasons why they do not apply as volunteers

Not having the required rank (6%) and not having the necessary capabi-
lities for deployment (10%) are not the main reasons personnel do not 
volunteer for deployment.  

Barriers

The personnel are aware of some of the requirements for 
deployment

The personnel are aware of some, but not all, of the requirements for 
deployment. Physical fitness testing was noted by 84% of personnel as 
a requirement. The request for a medical test was identified by 85% of 
personnel. The disciplinary background was recognized as a require-
ment by 77% of the sample. Some 76% believed that an English language 
test was required. Box 12 shows the percentage of people who identified 
the requirements SEDENA asks for deployment. Marked in gray are the 
requirements that more than 75% of the personnel correctly indicated 
are requested for deployment. 
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Box 12. Requirements for deployment to a UN Peace Operation for military observers/UN Police, divided by answers 
from all personnel, women, and men 

Requirements Total answers Total answers by 
women 

Total answers by 
men 

Driving test* 55% 50% 59%

Physical test 84% 84% 85%

Written assessment 72% 69% 75%

English test 76% 77% 76%

French test* 40% 39% 41%

Medical Test 85% 86% 83%

Specific number of years in service 36% 30% 42%

Specific rank 33% 29% 38%

Specific age 32% 32% 33%

Computer test* 48% 48% 49%

Tactical test / small arms 61% 61% 60%

Personality / character test 75% 74% 76%

Disciplinary record 77% 77% 78%

Single / no children 15% 21% 9%

Supervisor's permission 34% 31% 38%

Gender sensitivity test * 58% 55% 61%

Communication / listening / 
interpersonal skills 69% 70% 67%

Conflict resolution / negotiation skills 73% 76% 70%

* Requirements asked under UN request.

There was a lack of awareness of the need to have a specific rank, 
as it was mentioned as a requirement by only 33% of the sample. 
Only 32% were aware that minimum age is required for deployment. 
About 36% were aware that seniority in the institution is a requirement. 
Only 34% of personnel were aware that permission from an immediate 
supervisor is requested. The tactical and small arms test was noted by 
only 61% of personnel, as was the written test by 72%. Around 68% of 
the sample was aware that interpersonal skills are a requirement and 
73% listed conflict resolution and negotiation skills as a requirement. 

The lack of awareness of the requirement for a driving test (55%), 
a computer test (48%), French language proficiency level (40%), and a 
gender sensitivity test (58%) may be because these are requirements 
that are asked under UN request.  

54Armed and Security Forces of Mexico



Confusion in marital status and maternity/paternity 
requirements

There appears to be confusion regarding the requirement for person-
nel marital status and maternity/paternity. Around 21% of the women 
indicated that being single and not having children is a requirement for 
deployment. Only 9% of men indicated this as a requirement. However, 
neither SEDENA nor the UN has this requirement. Box 13 specifies the 
requirements SEDENA asks for and what each one consists of. 

Deployment with children appears to represent an 
obstacle for women  

Only 55% of deployed women reported having children, compared to 
90% of men. This contrasts with SEDENA’s guidelines as the deployment 
of personnel with children is possible. 

It is uncommon for personnel to have a valid passport

Only 23% of personnel reported having a valid passport. Women are less 
likely than men to have a valid passport (20% of women vs 26% of men) 

Non-deployed personnel lack driving skills

Only 37% of personnel can drive a car with a manual gearbox. Women 
were less likely to be able to drive a car with a manual gearbox (29%) 
than men (46%). Only 63% of SEDENA personnel who have not deployed 
have a driver’s license. This contrasts with personnel who have deplo-
yed to a UN Peace Operation, as all deployed personnel have a driver’s 
license.    

1 2 3 4 5 6 7 8 9 1055

TH
E 

10
 IS

SU
E 

AR
EA

S 



Box 13. Requirements for deployment requested by SEDENA

Requirements Specifications 

Physical test
It is part of the general service requirements. The Cooper 

endurance test is applied with different parameters for men and 
women. 

Medical test

A medical examination is performed at the Central Military 
Hospital. Among the tests performed are asthmatic biometry, 

blood test, electrocardiogram, toxicology test, eye exam, 
mental health test, and x-rays. 

Written assessment

It is called the cultural test and is applied at the Military 
Evaluation Center. It consists of a theoretical examination in 
which knowledge of UN Peace Operations, as well as other 

aspects, are evaluated.

Rank The required rank depends on what is specified by the UN. 
CECOPAM calls start above the rank of Lieutenant.

Seniority in the institution In general, minimum seniority of 10 years is requested. It 
depends on the rank requested by the UN.

Tactical test / small arms It is part of the basic training for SEDENA's personnel. If the UN 
requests specific tests, they are added.

Age Depends on what the UN specifies. Age ranges between 45 and 
50 years.

Communication / listening / interpersonal 
skills

They are established in the Code of Conduct for SEDENA's 
Public Servants.

Disciplinary record

The disciplinary record for the last 5 years is considered. 
Matters of bullying, sexual harassment, and domestic violence 
are also considered beyond the last 5 years. Work performance 

and acts against morale are also considered.

Language test
English language proficiency of 70-80% is required, depending 

on the assignment. French language proficiency is sought at 
the request of the UN under the same percentages.

Supervisor’s permission
It consists of an opinion sent by immediate superiors together 
with the request for deployment. To date, there have been no 

negative opinions.
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Personnel do not believe they meet the requirements 
and/or skills for deployment

Few personnel believe they meet the requirements requested by SE-
DENA for deployment. Some 46% felt they had the necessary physical 
skills. Only 38% of the sample believe they have the computer skills re-
quested. About 28% of the personnel felt they had the required rank, 
37% the appropriate age, and 40% the seniority in the institution neces-
sary for deployment. 

Only 40% of the sample felt they had adequate tactical and small 
arms skills. However, women were less likely to feel they had these skills 
(27%) than men (53%).  

Having a clean disciplinary record was noted by 31% of personnel as 
a requirement they believe they meet. Only 43% believe they can pass 
the medical exam. Having sensitivity to gender issues was reported by 
41% of personnel as a characteristic they have. Around 29% of person-
nel feel that they have the necessary English language skills and only 
10% feel that their knowledge of French is sufficient for deployment. 
Box 14 shows the personnel’s answers when asked what requirements 
and/or skills they feel they have for deployment.  

Language is a barrier for deployment

Around 70% of personnel felt that English and/or French language pro-
ficiency was an obstacle to deployment. Only 29% of personnel felt that 
they met the English language requirements and 11% met the French 
language requirements. In addition, 55% of the personnel considered 
it difficult to meet the language requirements. One interviewee men-
tioned that language is a constraint since “the percentage we are asked 
for, between 70 and 80%, is not common among Army and Air Force 
personnel, I think most of us are below that parameter, and it is indeed 
a difficulty for the selection of personnel.” 
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Box 14. Select all skills you have or requirements you believe you meet to deploy to a UN Peace Operation, divided by women’s 
and men’s answers. 

Requirements Total answers Total answers by 
women 

Total answers by 
men 

Ability to work with local 
women 51% 47% 55%

Ability to work with local men 46% 44% 48%

Communication / listening / 
interpersonal skills 71% 72% 71%

Conflict resolution / 
negotiation skills 62% 60% 64%

Ability to work with 
personnel from other 

countries
59% 57% 62%

Tactical / combat skills 40% 27% 53%

Computer skills 38% 36% 41%

Ability to drive a manual 
gearbox vehicle 37% 29% 46%

Ability to speak the language 
of the host country 28% 26% 30%

Speak English 29% 24% 34%

Speak French 11% 9% 12%

Physical skills 46% 43% 50%

Medical skills 43% 39% 48%

Experience within the 
security forces 40% 32% 49%

Minimum rank 28% 27% 29%

Appropriate age 37% 35% 39%

Suitable personality/
character 53% 59% 47%

Clean disciplinary record 31% 29% 33%

No family commitments at 
home 17% 19% 15%

Have the supervisor's 
permission 16% 15% 16%

Gender sensitivity 41% 42% 40%
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Gaps in implementation and experience

There are several gaps in the issue area. A relevant implementa-
tion gap is the lack of personnel awareness of the requirements 
for deployment. Although, at the request of the Fifth Section, the 
First Section issues the calls for applications specifying the re-
quirements for each deployment, personnel who have not deplo-
yed appear to lack sufficient knowledge on the subject. Lack of 
knowledge of deployment requirements is not affected by gender. 
This shows that, in general, women and men in SEDENA have the 
same knowledge on the subject. There was an experience gap in 
terms of deployment with children. Women in the sample who 
have children indicated to a lesser extent they have deployed 
compared to the responses of men with children.
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3
H I G H  

P R I O R I T Y

The issue area on deployment 
selection relates specifically 

to the in-country Armed Force 
generation process. It assesses 

the processes in use for selecting 
personnel for deployment. It 

measures whether women have 
equal access to information about 

Peace Operations deployment 
opportunities, whether the 

process is unfair, and whether 
the process itself is inhibiting 

women’s participation. 
(Karim, 2020)

Deployment 
selection



The issue area objectives are:

 » To identify selection processes for deployment.
 » To measure whether all personnel have access to the same informa-

tion regarding deployment in peace operations.
 » To measure the objectivity of the selection processes and whether 

there is any bias in the selection for deployment.

Main findings

Deployment selection is a high priority for SEDENA, as it represents 
one of the main barriers to the deployment of women in Peace Opera-
tions. Furthermore, this issue area obtained low scores in the imple-
mentation and the experience gaps. This means that there is a discre-
pancy between personnel experiences and institutional policies, as well 
as different experiences between women and men. Women in the sam-
ple identified the issue area as the seventh barrier to their participation 
in peace operations. 

Main good practices

 » There is a general perception that the selection and promotion pro-
cess is transparent and equitable.

 » Deployed personnel relief is respected and maintained in the case 
of being filled by women.

 » The period from selection to deployment is relatively short, and se-
lected personnel do not have to bear expenses while being trained 
and deployed.

Main barriers

 » To increase the promotion of deployment opportunities in peace 
operations through official channels, and to reach most of the mi-
litary regions, as there is a divergence between the center and the 
southeast of the country.

 » To expand the outreach of the functioning of UN Peace Operations 
and the good experiences of deployed elements.

 » To increase the visibility of women’s testimonies who have been de-
ployed by reproducing forums and publicizing the program “Wo-
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men who inspire [Mujeres que inspiran],” where the experiences of 
deployed women are shared.

 » To expand the possibility of sending battalions, as it is registered 
as a barrier to the participation of more personnel in peace opera-
tions.

Good practices 

Personnel deployment is voluntary

In SEDENA, personnel can voluntarily apply to deploy to a UN Peace 
Operation. About 84% of deployed personnel mentioned that they vo-
lunteered for deployment. Mexico does not deploy battalions and per-
sonnel are deployed as military observers. All calls are published on the 
intranet portal and all personnel can apply and be considered. 

GOOD PRACTICE BOX: Deployment selection in 
SEDENA: The standardized recruitment process

Some 57% of personnel indicated that they were aware of the se-
lection process for deployment to a peace operation. This does 
not match institutional policy because SEDENA has establi-
shed processes for nominating personnel to be deployed. After 
the process and call for deployment are published through the 
collaboration of SEDENA’s Fifth and First Sections, senior and 
mid-level personnel are informed internally in a written form 
of the opportunity to deploy and are asked to circulate the call 
for deployment. The call is published on the intranet system, by 
e-mail, through the institutional newsletter, and other channels. 
Thus, “all the technological tools we have are used to reach every 
last officer.”  

Once the applications are received, the personnel are invited 
to Mexico City to take the various exams and tests and to review 
the applicants’ files. Personnel who pass the medical exam are 
invited to take the cultural and language exams. Depending on 
the score obtained in these tests, the personnel to be deployed 
are selected and their superiors are informed for them to share 
their opinion. If approved by their superiors, the personnel are 
informed by written notice so that they are not appointed to ano-
ther commission and are available to be nominated for the Peace 
Operation. 
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The most used communication channel is the one 
preferred by women

The publication of deployment opportunities on SEDENA’s intranet 
system is the most used communication channel. Meanwhile, 83% of 
the women surveyed indicated this as their preferred channel to learn 
about what is happening within the institution. 

The training academy serves as a channel for transmitting informa-
tion on Peace Operations and the possibility of deployment. 

At the Heroic Military College, personnel are informed about peace 
missions through direct communication by supervisors, talks, and con-
ferences, all at SEDENA’s request. However, this is not an official part of 
the curricula. It is expected that courses on this subject will be included 
soon. 

The application, training, and pre-deployment processes 
do not generate expenses for personnel

As a good practice, we found that the personnel do not spend their own 
money on the application, training, and pre-deployment process since 
SEDENA covers the expenses for food and lodging, among others. 

There are no delays in the deployment of selected 
personnel  

About 90% of deployed personnel indicated that less than six months 
passed between their selection and deployment. SEDENA indicates that 
once personnel are selected, there are no delays beyond the time esta-
blished for personnel deployment.

Barriers

SEDENA’s personnel are not aware of deployment 
opportunities

Around 59% of personnel said they had not heard of the possibility of 
deployment to a UN Peace Operation. Therefore, this is the main reason 
personnel do not apply, as 37% of personnel indicated this way. 
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Box 15. Personnel who have heard about the opportunity to apply for a Peace Operation

0

50

100

150

200

250

300

No Yes

Have you heard about an opportunity to apply to a peace
operation?

The likelihood of hearing about deployment 
opportunities changes depending on the  
country’s region

While SEDENA publishes all deployment opportunities without dis-
tinction by geographic region, personnel located in Mexico City are 
more likely to hear about them. Meanwhile, personnel in Oaxaca are 
less likely to hear about deployment opportunities. 
 
Little diversification in the channels by which 
deployment opportunities are communicated

SEDENA mainly uses the intranet system to publish announcements 
and calls for deployment in Peace Operations. This, in turn, is recogni-
zed by personnel as the main channel through which they learn about 
what is happening within the institution and as the channel through 
which deployment opportunities are communicated. Channels such as 
print advertising (23%), newsletters (24%), social media (25%), word-of-
mouth communication (24%), and immediate superiors (53%) were in-
dicated by personnel as channels through which they learn about what 
is happening within the institution. However, only 9% reported learning 
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about deployment opportunities through newsletters and 7% through 
printed advertising. Some 4% of personnel said they learned about 
opportunities through social networks and 10% did so through word-
of-mouth communication. Immediate superiors were noted by 15% of 
personnel as the communication channel through which they learned 
about deployment. There seems to be a disconnection between how per-
sonnel identify deployment opportunities are communicated, and the 
channels by which personnel learn about what is happening within the 
institution. This can lead to personnel not learning about deployment 
opportunities. 

Box 16 compares personnel’s answers to the questions “What are the 
channels through which deployment opportunities to a UN Peace Ope-
ration are communicated?”, and “In what ways do you learn about what 
is happening within your organization?”.

 Box 16. Communication channels in SEDENA

Communication channels
Channels through which 

deployment opportunities are 
communicated

Channels through which you 
learn about what is going on 

in the institution

Official notice or call 35% 83%

An internal email to the entire organization 8% 7%

Organization's newsletter 9% 24%

TV 2%
16%

Radio 1%

Social media 4% 25%

Internal bulletin board 5% 18%

Word of mouth 10% 24%

Print advertising 7% 23%

Through professional associations 1% 3%

Through training schools 6% -

Through informal mentors 3% 4%

Through immediate superiors 15% 53%
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Men are more likely to learn about deployment 
opportunities than women  

Some 39% of men identified official notices and announcements as 
the channel through which deployment opportunities are communi-
cated. In contrast, only 31% of women answered the same way. Equal 
proportions of women and men indicated that official notices are the 
channel through which they learn about what is going on in the insti-
tution. About 19% of the men surveyed indicated that they learn about 
announcements through their immediate superiors, while only 12% of 
the women responded in the same way. However, more women indicate 
that they learn about what happens in SEDENA through their imme-
diate superiors. This means that women are less likely to learn about 
deployment opportunities through their preferred channels than men. 

Women are less likely to consider the selection process 
to be fair

Overall, the selection process is considered fair by 68% of SEDENA’s per-
sonnel. However, a lower proportion of women (62%) consider it this way 
than men (74%).  

The COVID-19 pandemic has limited the presence of 
mobile training and selection teams

Mexico has not received mobile training support teams (MTST) or se-
lection assistance teams (SAT). During the inauguration of CECOPAM, 
a mobile training team (MTT) was received and provided a contingent 
logistics workshop. Considering the COVID-19 pandemic, no additional 
teams have been received in the country. However, the UN has certified 
the courses offered at CECOPAM. 

No UN examinations have been applied in Mexico

To date, the UN has not applied exams for deployment in Peace Opera-
tions. SEDENA has overseen the exams’ application and has not applied 
the exams by groups differentiated by sex, rank, etc. 

Deployment exams appear to be difficult to pass

Around 54% of the personnel mentioned knowing someone who has 
not passed the exam for deployment in Peace Operations. This shows 
that SEDENA’s personnel have difficulties in passing it, which hinders 
their deployment.
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Gaps in implementation and experience

The channels through which SEDENA communicates deploy-
ment opportunities present an implementation gap, as personnel 
do not learn about them, except for official announcements. The 
likelihood of women and men learning about deployment oppor-
tunities presents an experience gap and an obstacle to women’s 
deployment. Also, more women than men consider the selection 
process to be unfair.
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4 
M E D I U M

P R I O R I T Y

Household constraints measure 
the extent to which pressures at 
home and within the community 
limit women’s ability to deploy 

to Peace Operations. Women 
may face certain stigmas or 

rumors within their family and 
community if they deploy.

(Karim, 2020)

Household 
constraints



The issue area objectives are:

 » To identify the extent to which family and domestic duties present 
an obstacle to the deployment of women.

 » To identify the mechanisms, benefits, and facilities available that 
the institution and the country can offer female personnel regar-
ding domestic duties.

 » To identify whether barriers are due to lack of political/institutional 
will, stereotypical assumptions, or social practices.

Main findings

Household constraints have a medium priority. Family and domestic 
obligations represent an obstacle to women’s deployment. However, it 
is not the main reason why women deploy less than men. This issue 
area is related to both cultural and social aspects, as well as institutio-
nal policies. The implementation and experience gaps in this area ob-
tained medium scores. This means that, although there are personnel 
experiences that do not coincide with the policies established by SE-
DENA, there is consistency in some others. This issue area was identi-
fied by women as the fifth challenge to increase their participation in 
Peace Operations.

Main good practices

 » Labor practices comply with labor legislation, regarding benefits, 
wages, insurance, vacations, discharges or leaves.

 » Lease housing for the family if deployed (personnel can choose 
where their family resides while deployed).

Main barriers

 » Although the institution has childcare benefits such as CENDIS or 
CRIs, the 90% coverage requested by the UN has not been achieved, 
either due to misinformation or because of the lack of need to ac-
cess these services. It is recommended that the childcare services 
available to the institution be widely reported and expanded, if ne-
cessary, as it represents a major barrier for women of reproductive 
ages to opt for deployment.

 » To expand the scope of campaigns on the experiences of the per-
sonnel deployed in Peace Operations concerning family co-respon-
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sibilities and the support provided by the institution, to avoid stig-
ma, which is affecting women more.

 » Most respondents (75%) fear family rejection/judgment for partici-
pating in peace operations, due to being away from the family. Mo-
reover, women are more exposed to family burdens. Although this 
is not an issue that SEDENA promotes, it is a practice and cultural 
preconception that prevails within the institution. Thus, SEDENA 
should reach out to families with information on gender equality, as 
well as opportunities to participate in peace operations.

Good practices

SEDENA allows vacation during deployment

El 54 % del personal mencionó que puede tomar días de descanso du-
rante su despliegue. El periodo se establece dependiendo de cada mi-
sión. Sin embargo, se le otorga al personal el periodo vacacional que 
le corresponde, independientemente de si fue desplegado o no (Ley 
del Instituto de Seguridad Social para las Fuerzas Armadas Mexicanas, 
2019a). En cuanto a las vacaciones tomadas durante el despliegue, el 
56 % del personal desplegado mencionó que son pagadas. 

SEDENA allows vacation during deployment

Among the benefits received by deployed personnel that are important 
to highlight is that both deployed personnel and their families have 
medical and life insurance, which the family can collect in the event of 
death. These services, in case of absence, are complemented by the fact 
that 92% of deployed personnel consider that the salary they received 
during the mission was sufficient to cover their expenses and those of 
their household. 

Regarding leave, 83% of the personnel considered that they had sick 
leave, while 50% acknowledged that they had disability leave. For these 
leaves, the time available is six months with pay. 
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Box 17. Leaves that are recognized by the personnel and that are paid. 

Leave Possible Paid

Maternity 97% 94%

Paternity 93% 90%

Illness 83% 81%

Care of family members 41% 33%

Elderly care 24% 21%

Disability 50% 46%

Other 10% 7%

Mothers, fathers and pregnant women have benefits and 
social security within the institution
SEDENA allows pregnant women to continue their military careers wi-
thin the institution. In addition, both mothers and fathers can take ma-
ternity and Paternity leave. In the case of maternity leaves,1 these have 
a duration of one month before childbirth and two months after, fully 
paid. In 2018 Congress approved the addition of two months in excep-
tional cases,2 and in 2019 it was approved to transfer fifteen days before 
the months following childbirth.3 Regarding paternity leave, the dura-
tion is unknown, but there is paid leave. According to INMUJERES,4 Or-
dinary Paternity Leave was instituted in 2015 and since that year, 1,5715 
licenses of this type have been issued. In 2019 according to INMUJERES 
data, these were issued, and do not cause personnel to lose opportuni-
ties for career advancement. 

1  LAW OF THE SOCIAL SECURITY INSTITUTE FOR THE MEXICAN ARMED FORCES, 
Chapter Six: Integral Medical Service.

2  The Congressional Channel, “Female military personnel will be able to modify 
maternity leave weeks,” December 4, 2018, https://www.canaldelcongreso.gob.mx/
noticias/11501/Personal_femenino_militar_podr_modificar_semanas_de_licen-
cia_de_maternidad.

3  Mexican Senate, “Maternity leave for female military personnel is strengthened,” 
March 28, 2019, http://comunicacion.senado.gob.mx/index.php/informacion/bo-
letines/44312-fortalecen-licencia-de-maternidad-para-personal-militar-femenino.
html.

4  “Exhaustive National Report of Mexico in compliance with the Beijing Platform for 
Action” (INMUJERES, June 3, 2019).

5  This figure also considers licenses issued in the Secretary of the Navy (SEMAR).
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Personnel recognizes certain flexibility and openness 
within the institution

About 83% of respondents mentioned being able to leave the office in 
case of a family emergency. In addition, working hours that suit per-
sonal needs (23%) and working from home (20%) were recognized as 
possibilities. Around 69% of the personnel mentioned feeling willing/
very willing to approach a superior to discuss family issues.

Cultural and family issues are not a constraint for 
personnel deployment

Some 75% of personnel said that they have family members who can 
take care of their children and home while they are deployed. In addi-
tion, more than 90% of personnel believe that it is possible to be a good 
parent and be deployed at the same time. Finally, 81% of the personnel 
mentioned that women do not need to ask permission from a family 
member to deploy. Only 7% of personnel in the sample responded that 
family considerations were not cited as the main reason personnel does 
not apply to deploy.

Box 18.  Can women/men who are deployed in Peace Operations not be good mothers/fathers?

Opinion Mothers Fathers

Strongly Disagree 23% 23%

Disagree 75% 75%

Undecided 0.5% 0.2%

Agree 1% 1%

Strongly Agree 0.2% 0.2%
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Barriers

Subsidies provided by the institution are not recognized 
by the personnel.
Some 75% of personnel said that they have family members who can 
take care of their children and home while they are deployed. In addi-
tion, more than 90% of personnel believe that it is possible to be a good 
parent and be deployed at the same time. Finally, 81% of the personnel 
mentioned that women do not need to ask permission from a family 
member to deploy. Only 7% of personnel in the sample responded that 
family considerations were not cited as the main reason why personnel 
do not apply to deploy.

Box 19.  Recognition of family support networks by gender

Women Men
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I have family who can take care of my household while I deploy
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Childcare services at SEDENA

The daycare centers for the children of SEDENA’s personnel are 
known as Child Development Centers (CENDI, Centros de Desa-
rrollo Infantil). These are managed following international and 
national regulations. The former involves tools such as the Con-
vention on the Rights of the Child, the World Conference on Edu-
cation for All, the World Education Forum, and the Panama De-
claration of the 10th Ibero-American Conference on Education 
“Early Education in the 21st Century”, among others. National 
legislation includes the Mexican Constitution, the General Edu-
cation Law, the General Law for the Provision of Services for the 
Attention, Care, and Integral Development of Children (LGPSAC-
DII), the General Law on the Rights of Children and Adolescents 
(LGDNNA), the National System for the Integral Protection of 
Children and Adolescents (SIPINNA), among others.

The operation of CENDIs is based on the Organization and Ope-
ration Manual, as well as on the P.S.O. for admission, stay and dis-
charge at the “Niños Héroes de Chapultepec” Child Development 
Center. The facilities provide educational assistance services 
during continuous hours for active military personnel, as well as 
when they perform 24-hour services. Children from 45 days to 6 
years of age may enter. There is a recovery fee to be paid during 
the first four days of each month, which is 6% (six percent) of the 
military personnel’s salary.

Currently, the following CENDIs are registered nationwide:
 » Child Development Center No. 1 (Lomas de Sotelo, Mexico 

City).
 » Child Development Center No. 2 (Lomas de Sotelo, Mexico 

City).
 » Child Development Center No. 3 (Campo Mil. No. 1-A, Mexico 

City).
 » Child Development Center No. 4 (El Vergel Iztapalapa, Mexi-

co City).
 » Child Development Center No. 5 (Santa Lucía, State of Mexi-

co).
 » Child Development Center No. 6 (San Miguel de los Jagüeyes, 

State of Mexico).
 » Child Development Center No. 7 (Zapopan, Jalisco).
 » Child Development Center No. 8 (Apodaca, Nuevo Leon).
 » Child Development Center No. 9 (Puebla, Puebla).
 » Child Development Center No. 10 (Irapuato, Gto.)

Moreover, SEDENA also has the Children’s Rehabilitation Cen-
ters (CRI), a different but complementary service for the institu-
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tion’s personnel. These have the purpose of “providing medical 
and rehabilitation attention to all children with disabilities from 
members of the Armed Forces and whose age ranges from one 
month to 15 years old.”1  This type of facility has “equine therapy,” 
neuromuscular therapy equipment, hydrotherapy, electrothera-
py, early stimulation, physical therapy, virtual rehabilitation, and 
a multisensory stimulation chamber, among others2.  here are cu-
rrently three of these centers in Guadalajara, Jalisco; Monterrey, 
Nuevo Leon; and Mexico City3.

1  SEDENA, “Children’s Rehabilitation Centers” (C.R.I.)”, s/f.

2 CONAPRED, “SEDENA’s center for children with disabilities”, December 18, 2008, ht-
tps://www.conapred.org.mx/index.php?contenido=noticias&id=2383&id_opcion=.

3 “SECTORIAL PROGRAM FOR NATIONAL DEFENSE 2020-2024,” Advances and Results 
2020 (SEDENA, n.d.).

There is no specific leave for taking care of family 
members

About 41% and 24% of the personnel respectively mention that offi-
cial leave may be taken for the care of family members and the elderly, 
and it is not recognized that these leaves are paid. In the institution, 
the possibility of taking leave for these specific purposes does not exist. 
However, there is the possibility of requesting leave and submitting it to 
superiors for consideration.  

Home-help services are less accessible to middle and 
lower-ranking personnel

According to the survey data, there is a greater likelihood that hi-
gher-ranking personnel have access to services such as nannies or do-
mestic workers. This means that, in general, middle- and low-ranking 
personnel do not have such services.
Box 20. Home-help services by rank

Service Junior personnel Senior personnel

None of the above 93% 81%

Housemaid 3% 15%

Security guard 2% 5%
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Gender roles and household constraints: Care work 
in Mexico

In Mexico, gender roles permeate the culture and are reflected in 
that care work is usually carried out by women. In 2013, a study by 
INMUJERES established that of the 11.1 million people who per-
formed care work, 79% were women (almost 9 million women).1 
In 2019, the institute stated that six out of every 10 girls and boys 
(between zero and six years old) have a mother who works unpaid 
and is responsible for their care.2 More recently, INMUJERES sta-
ted that “in general, in all types of care, without distinction of the 
person being cared for, women are the ones who dedicate more 
time to care activities.”3

On the other side, figures from the 2016 National Survey on 
the Dynamics of Household Relationships (ENDIREH)4 reveal 
that 62.7% disagree that women should be responsible for the 
care of children, the sick, and the elderly, while 87.3% agree that 
men should be in charge, of household chores, including taking 
care of children, sick, and the elderly. This may indicate that, al-
though there is a perception that care work is equally distributed, 
this is not the case, and women are who continue to be the main 
caregivers at home.

1  “Care work, a shared responsibility?” (INMUJERES, December 2013).

2  “Women in care work for girls and boys,” Bulletin, Inequality in Figures 
(INMUJERES, August 2019), http://cedoc.inmujeres.gob.mx/documentos_
download/BA5N08.pdf.

3  “Women and Caregiving,” Bulletin, Inequality in Figures (INMUJERES, 
March 2022),  http://cedoc.inmujeres.gob.mx/documentos_download/
BA8N03.pdf.

4  “National Survey on the Dynamics of Household Relationships (ENDIREH) 
2016”, Results Presentation (INEGI, August 18, 2017), http://internet.contenidos.
inegi.org.mx/contenidos/productos/prod_serv/contenidos/espanol/bvinegi/
productos/nueva_estruc/promo/endireh2016_presentacion_ejecutiva.pdf.

Care work in Mexico fall upon women 

According to survey data, 1% of the personnel mentioned that the fa-
ther takes care of the children and the home. When analyzing respon-
ses disaggregated by sex (Box 21), it shows that when men respond, 83% 
consider that it is the mother who takes care of the children at home. 
When we look at the women’s responses, the percentage that considers 
the mother to be the main caregiver is still the highest, with 42% and 
31% considering another family member to be the main caregiver.
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Who is the primary childcare provider in your household?

Box 21.  Childcare, by sex

Taking leave is uncommon

Some 50% of the personnel reported never having taken a leave of ab-
sence or any kind of leave. 

Box 22. Leaves of absence taken by surveyed personnel

Number of leaves/permissions Total answer

I have never taken a leave of absence/disability 49%

1 25%

2 17%

3 4%

4 3%

5 0.5%

6 or more 1%
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Box 24. Social stigma faced by deployed personnel for leaving their families, by sex

Opinion Women Men

A lot of social stigma 45% 16%

Some social stigma 29% 25%

Neutral 8% 25%

Little social stigma 17% 18%

No social stigma 16% 40%

Among the barriers found is that, for women, the ideal age to deploy 
is 25 years old. However, the average age of deployed women is 38 years 
old. Also, the distribution of deployment ages between women and men 
is different. For men, the majority have deployed between the ages of 
35 and 40. Meanwhile, the deployment window for women is narrower, 
between the ages of 38 and 41.

Women’s experience with breastfeeding facilities is  
not ideal 

Only 36% of the women surveyed stated that SEDENA provides adequa-
te spaces for breastfeeding. In addition, 42% of the women in the sam-
ple mentioned that they would not feel comfortable breastfeeding or 
expressing milk in their workplace.

Box 23.  The experience of breastfeeding facilities according to the women surveyed

Answers

Does SEDENA provide adequate 
spaces for breastfeeding/

pumping milk (lactation rooms) 
at work?

Do you think SEDENA's women 
feel comfortable breastfeeding/

pumping milk at work (in the 
lactation rooms)?

No 59% 45% 

Yes 35% 42% 

Do not know 6% 13% 

The social stigma of deploying is greater for women 

The percentage of women who reported having little or no fear of being 
judged by their family when deploying should be above 75%, however, 
this is as high as 64%. In addition, 25% of personnel mentioned that 
women face little or no social stigma for leaving their children in Mexi-
co while deployed. When looking at the social stigma faced by men and 
women, there is a major difference. Some 45% of the personnel men-
tioned that women face major social stigmas, while 16% of the sample 
mentioned the same for men.
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71% of women mentioned that children should be older than three 
years old at the time of their mother’s deployment. The age that chil-
dren should be for the mother or father deployment is slightly lower for 
the father than for the mother.

Box 26. Minimum ideal age of children for mother/father deployment

What is the minimum age that girls/boys must be when their mother/father is deployed to a 
UN Peace Operation?

General average Women Men

Mother 8.6 8.7 8.5

Father 6.7 6.9 6.5

Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -

Ideal
Age
IdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdeal

Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -Avera -

Ideal
Age
IdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdealIdeal

Women Men

20 25 30 35 40 45 50 20 25 30 35 40 45 50

Age of first UN peace operation deployment

Box 25. Age distribution of the first deployment, by gender
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Women prefer to deploy for a shorter time

Finally, the ideal deployment time for women does not match the time 
they deploy (they deploy between 10 and 14 months and prefer to de-
ploy between 6 and 12 months).

Gaps in implementation and experience

There is an implementation gap in the existence and recognition 
of childcare services provided by the institution. The institution’s 
perspective versus the personnel’s experience is also different on 
work schedules and whether it is socially acceptable for women 
to deploy. Finally, a relevant implementation gap is the existen-
ce of breastfeeding facilities and women’s experience with them. 
Women and men had different answers regarding the adequacy 
of Peace Operations salary, about caregivers in the home, whe-
ther it is socially acceptable to families and communities for wo-
men to deploy, whether women and men face the same amount 
of social stigma, and whether it is possible to be a good parent 
despite being deployed. Finally, there were differing responses 
between men and women regarding whether they felt they mis-
sed opportunities to advance their careers during their leave and 
the deployment possibility for women with and without children.
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5
M E D I U M - H I G H

P R I O R I T Y

Peace operations infrastructure 
measures the extent to which the 
country can provide the specific 

equipment, infrastructure, 
and services necessary to meet 

the needs of women in peace 
missions.

(Karim, 2020)

Peace 
Operations 

infrastructure



The issue area objectives are:

 » To identify if adequate training is provided for deployment. 
 » To measure whether the facilities, equipment, and services provi-

ded during deployment are sufficient and appropriate for women. 
 » To identify whether the infrastructure, equipment, and services pro-

vided have any connection to the deployment of women.

Main findings

Infrastructure in Peace Operations has a medium-high priority for SE-
DENA. SEDENA’s personnel have identified aspects of facilities, equip-
ment, and services during deployment as inadequate. The implemen-
tation gap for this issue area scored high. This means that institutional 
policies match the personnel experience in general. However, the expe-
rience gap in this area is low, indicating that there are significant diffe-
rences between the experiences of women and men. Women identified 
this issue area as the eighth barrier to increasing women’s participation 
in UN Peace Operations.

Main good practices

 » Efforts for the creation and operation of CECOPAM.
 » CECOPAM’s travel expenses policy facilitates personnel participa-

tion in training courses.
 » Facilities, equipment, uniforms, and health services are viewed as 

adequate by most personnel. 

Main barriers

 » To expand the scope of training to personnel in CECOPAM, as only 
28% of the deployed personnel have trained there.

 » Women state that they do not receive equipment designed for their 
bodies. It is known that there is a uniform policy that has been im-
plemented to make them more suitable.

 » To implement gender-based needs assessments to meet women’s 
needs. 

 » Differentiated access to mental and reproductive health services 
and equipment or material for deployment. 
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GOOD PRACTICE BOX: Joint Training Center for 
Peace Operations Mexico (CECOPAM)

Mexico has the Joint Peace Operations Training Center (CE-
COPAM). CECOPAM started operations in 2018 following joint 
efforts by the Secretary of Foreign Affairs, the Secretary of Natio-
nal Defense, the Secretary of Navy, and the Secretary of Finance. 
Its mission is to train military, police, and civilian official person-
nel from the different agencies of the Mexican State to deploy in 
UN Peace Operations. 1 

The personnel who attend CECOPAM are selected through a call 
to all personnel from all regions of the country. CECOPAM has 
dormitories for men and women, as well as gender-differentiated 
bathrooms enough for all personnel. During their participation, 
the personnel can stay in the dormitories and SEDENA covers 
the travel expenses of all participants.

The 2021 curriculum included the following courses: 
 » United Nations Military Observers Course.
 » Regional Training Course for the Handling of Weapons and 

Ammunition in Peace Operations.
 » United Nations Essential Pre-Deployment Course with a 

Gender Approach 
 » United Nations Protection of Civilians Course
 » Safe and Secure Approaches in Field Environments (SSAFE) 

Course
 » Technical French in Peace Operations Course
 » United Nations Personnel Officers Course 
 » United Nations Police Course
 » Female Military Officers’ Course

The courses’ duration ranges from 2 to 4 weeks and are taught 
mainly by Army and Air Force lecturers. There are also guest lec-
turers from the Mexican Navy and the French Embassy. 

The UN certified the United Nations Personnel Officers Course in 
April 2020. The certification of the rest of the courses is pending 
since, given the COVID-19 pandemic, the UN has not sent evalua-
tion groups.

1  SEDENA, “Joint Training Center for Peace Operations Mexico (CECOPAM)”, gob.mx, 
retrieved June 5, 2022, http://www.gob.mx/sedena/articulos/centro-de-entrenamien-
to-conjunto-de-operaciones-de-paz-cecopam?idiom=es.

Good practices
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Deployment training diversification

SEDENA’s deployed personnel have received peacekeeping training in 
different modalities. Training at overseas training centers was noted 
as the primary way in which personnel were trained for deployment, 
followed by CECOPAM and online courses. In-service training and tra-
ining schools have also trained personnel. However, they are not the 
main training channels.  Training by the UN, and international actors in 
Mexico and abroad (not in training centers) are not as common. Box 27 
shows the answers of deployed personnel when asked where they had 
been trained for deployment.

Box 27. Places where personnel have received peacekeeping training

By other international actors in Mexico

By the UN in Mexico

CECOPAM

In Service Training

Nunca he tenido capacitación

Online courses

Outside of Mexico, but not at a peacekeeping training center

Peacekeeping training center outside of Mexico

Training Academy

In which locations have you received training about peacekeeping?

Facilities, uniforms, and equipment are perceived as 
adequate

The personnel are satisfied with the facilities, uniforms, and equipment 
provided to them during the mission. About 70% said that none of the 
above were inadequate. Recreational spaces were identified as the most 
inadequate, followed by bathrooms and dormitories, office space, and 
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dining room. The personnel were very satisfied with the equipment, 
and no one considered the uniforms inadequate. Box 28 shows the 
responses of deployed personnel to the question “Of the facilities and 
equipment provided to you during the mission, which do you consider 
inadequate?”. 

Box 28. Facilities and/or equipment perceived as inadequate during the mission

Facilities and/or equipment Total answers from deployed personnel

None 70%

Bathrooms 10%

Dormitories 8%

Office spaces 8%

Dining room 8%

Recreational spaces 12%

Equipment 2%

Health services during deployment are adequate

Overall health services were identified as adequate by 90% of personnel. 
Mental health services are considered satisfactory by 88% of deployed 
personnel. Reproductive health services were considered to meet their 
needs by 94% of personnel and 98% said the same for birth control ser-
vices. 

Personnel receives contraceptive methods during 
deployment

Around 54% of the personnel mentioned that they received contracep-
tive methods during the mission and there are no significant differen-
ces between the access women and men had to these services. These 
were provided by the UN and SEDENA. Specifically, in the case of wo-
men, they have access to contraceptive implants. 

Mexico has a diplomatic network in the countries of 
deployment

Thanks to Mexico’s extensive diplomatic network,  personnel have ac-
cess to embassies in the country of deployment. These include Colom-
bia, Haiti, Algeria, and Morocco (for the Western Sahara mission), and 
Lebanon, among others. 
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Barriers

There are variations in the equipment that women and 
men receive

Surveyed personnel showed that there are some differences in the 
equipment women and men received during deployment. More women 
indicated receiving body armor, caps, radios, UN scarves, and immuni-
zations or vaccinations than men. In contrast, more men indicated re-
ceiving ammunition, UN armband, uniform, scarf, and country flag pat-
ches. Similar proportions of women and men received berets, helmets, 
a UN manual, weapons, and malaria tablets. Box 29 shows the responses 
of women and men when asked what material or equipment they recei-
ved during the mission. 

Box 29. Deployment equipment for women and men    

Beret

Bullet-proof vest

Cap

Country flag patch

Handkerchief

Helmet

Pills against malaria

Radio

UN bracelet

UN manual

UN scarf

Uniform

Vaccines

Weapon

Deployment material or equiment provided to women
by the institution

Ammunition

Beret

Bullet-proof vest

Cap

Country flag patch

Handkerchief

Helmet

Pills against malaria

Radio

UN bracelet

UN manual

UN scarf

Uniform

Vaccines

Weapon

Deployment material or equiment provided to men
by the institution

Menstrual management products are not provided
Women indicated that menstrual management products are not part of 
the deployment kit and are not provided to them during the mission. In 
2021, the Law on Dignified Menstruation was approved in the country. 
It is expected that this will lead SEDENA to adopt a policy to provide 
feminine hygiene products to women in the institution. 
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Peace Operations do not always have dormitories for 
personnel

Personnel identified diverse types of sleeping quarters during deplo-
yment. Some 28% indicated that only same-sex facilities were availa-
ble, 10% said there were only mixed dormitories, and 36% mentioned 
that there were both same-sex and mixed dormitories. However, 24%  
of the sample said that they had to find their own accommodation due 
to the lack of dormitories. While SEDENA is not responsible for accom-
modation during the mission, the lack of dormitories may present an 
obstacle during deployment. 

SEDENA does not conduct a gender-based needs 
assessment

Gender-based needs assessments are not a widespread practice within 
SEDENA. Plans are in place to include it in the future and based on the 
experiences of deployed personnel, make recommendations for mis-
sions. 

Women are less likely to receive medical care from a 
female doctor than men

Only 33% of women had access to medical care from a UN and/or SE-
DENA female doctor. In contrast, 71% of men were attended by a female 
doctor (Box 30). As SEDENA does not deploy battalions, does not deploy 
medical personnel either. The mission provides this service.

Women Men

No

Yes, female doctor within the institution facilities

Yes, female doctor on both facilities

Yes, UN female doctor

Did you receive medical attention by a female doctor?

Box 30. Medical attention provided by a female doctor. 
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Different likelihood of having access to mental and 
reproductive health services

About 87% of deployed men mentioned having access to mental heal-
th services compared to 67% of women. In terms of sexual and repro-
ductive health services, women are more likely to have access to them. 
Some 67% of women mentioned having had access to these services, 
while only 42% of men answered the same. The mission provides these 
services. SEDENA has mental and reproductive health services in the 
country and all personnel have access to them. 

Gaps in implementation and experience.

The implementation gap is found in the existence of CECOPAM 
and the training of personnel in it, the option of online trai-
ning, and the existence of mixed and/or separate dormitories in 
the mission. Personnel in SEDENA consider that the uniform 
fits their body although the institution does not have uniforms 
made to specifically fit women’s bodies. Regarding general access 
to health services, there is also an implementation gap.

In terms of experience gaps, a significant difference is identified 
between women and men in sleeping quarters and how adequate 
bathrooms are during deployment. 
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6
M E D I U M - L O W

P R I O R I T Y

Peace operations experiences 
assess the degree to which 

individuals’ mission experiences 
affect their desire to redeploy or 

not, and to encourage or deter 
others to deploy. 

(Karim, 2020)

Peace 
Operations 

experiences



The issue area objectives are:
 » To find methods to enhance women’s meaningful participation.
 » To ensure that women can have an impact on how peace operations 

are conducted.
 » To guarantee that women’s participation in the mission is valued 

and that they can work in a suitable labor environment, free from 
backlash and hostility.

Main findings

Peace Operations experiences have a medium-low priority for SEDENA. 
The personnel has generally good experiences, has felt fulfilled during 
the mission, and has had few problems during and after their deplo-
yment. However, there are some improvement areas to ensure positi-
ve experiences for all deployed personnel. The implementation gap in 
this area was high, indicating that institutional policies do not match 
personnel experiences. The average experience gap score shows that 
women and men appear to have similar experiences. This issue area 
represents the penultimate challenge for women to increase their par-
ticipation in Peace Operations.

Main good practices 

 » There is a general opinion that participation in the Peace Operation 
helped to improve the host country’s peace and security. Deployed 
personnel also states that they do not face major problems in the 
deployment.

 » There is a generalized perception, almost 100%, that their skills 
matched their duties, and that personnel have no issues with pay-
ments.

 » A significant percentage consider their experience in Peace Ope-
rations as good and perceive that upon return they did not face a 
career downgrade.

 » Mexican personnel tend to adapt well to international contexts. 
Therefore, it is suggested to strengthen some training tools like lan-
guages, which are necessary for deployment.

 » An environment of respect is perceived in UN Peace Operations.

1 2 3 4 5 6 7 8 9 1091

TH
E 

10
 IS

SU
E 

AR
EA

S 



Main barriers

 » To extend the scope of the experience campaigns for deployed per-
sonnel, to help the adaptation of those deployed on a mission.

 » To create and expand mentoring and networking programs to serve 
the deployed population upon their return to Mexico.

 » To broaden the scope of prevention campaigns that always reaffirm 
the importance of respecting women’s human dignity and human 
rights.

Good practices

Deployment provides a sense of fulfillment to personnel

The experiences of deployed personnel can be considered positive, as 
95% of the sample think they helped improve the peace and security of 
the host country.

Women and men face few issues during deployment

About 44% of the personnel said they did not face any problems while 
deployed. In general, not many differences are found between the issues 
faced by women and men. However, men are more likely to face heal-
th issues than women. Nostalgia or homesickness occurred more fre-
quently among women, as well as feeling insecure because of the violent 
situation in the host country (see Box 31). Religion and culture, relations 
with personnel in the country of deployment, accommodation, and hy-
giene do not represent problems for deployed personnel. In addition, 
no one was a crime victim. 
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Box 31.  Issues faced by the personnel during the mission

Issues Total answers Total answers by 
women Total answers by men 

None 44% 50% 45%

Traffic accident 4% 8% 3%

Health 8% 0% 11%

Discomfort in my job as a UN 
personnel member 2% 8% 0%

With local population 2% 8% 0%

With payments 4% 0% 5%

Nostalgia/ Homesickness 26% 33% 24%

With food 12% 17% 11%

With personnel from other 
countries 2% 0% 3%

Unsafety due to the violent 
environment in the country. 16% 25% 13%

Relationship issue with 
someone from your country 

of origin
2% 8% 0%

Personnel who deploy are treated with respect

Most deployed personnel (70%) feel that everyone in the mission is trea-
ted with respect. 

Personnel preparation is adequate for the mission 

Both women and men felt prepared for deployment. About 98% of the 
sample stated that their roles matched the skills of the deployed per-
sonnel and 94% felt that they were prepared for the mission. 

Women and men were able to move freely during 
deployment

Deployed personnel reported being able to travel freely and had access 
to vehicles during their deployment. Some 50% of the women and 55% 
of men indicated that they could leave the base if they desired to do so. 
Access to vehicles was also possible. However, men had greater access 
to UN-provided vehicles (92%) than women (83%). This may be because 
proportionally fewer women have a driver’s license than men. 
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The benefits of participating in Peace Operations are 
recognized by both women and men

Deployed personnel identified several benefits of deployment. The 
most common benefit among both women and men is improved re-
sumes, followed by new skills gained. New friendships too were re-
cognized as an important benefit. Extra salary and recognition were 
also identified as benefits (see Box 32). Similar proportions of wo-
men and men recognized the same benefits.

Box 32. Deployment benefits

Benefits you believe you gain by participating in a Peace 
Operation Total

No benefit NA

Extra salary 64%

Resume / CV enhanced 86%

Rank promotion 4%

New skills 82%

Decorations 64%

New friendships / social networks 66%

Personnel faces few problems when returning from a 
Peace Operation

Around 60% of the sample stated that they did not face any problems 
upon return from deployment. Box 33 shows the responses of person-
nel when asked what problems they faced upon return from the mis-
sion. The most common problems were interpersonal in nature but did 
not occur frequently. 
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Box 33. Problems upon returning from an operation

What problems do you think occur upon return from a 
UN Peace Operation? Total answers

None 60%

Problems in personal relationships 18%

Problems with my partner 18%

Problems with my family 6%

Problems with my children 10%

Problems with my friends 2%

Financial issues 2%

Cheating 4%

Divorce / separation 14%

Demerit 4%

Time lost due to being on mission 8%

I started to dislike colleagues in my home country 4%

Mental health issues 2%

Boredom 2%

Missed opportunities for career advancement 10%

Rumors were spread about me 2%

Problems redeploying 4%

Family issues upon return from the mission are not 
frequent
Personnel did not face family issues upon return from the mission. Only 
18% of the personnel faced problems in their relationships; 18% of tho-
se deployed had problems with their partner, 6% with family, and 10% 
with their children. 

Most of the women and men had no work-related issues 
upon return

Only 10% of those deployed stated that they thought they would have 
lost professional opportunities upon return from the mission. Demerit 

1 2 3 4 5 6 7 8 9 1095

TH
E 

10
 IS

SU
E 

AR
EA

S 



is not a problem that occurs frequently as only 4% indicated it as a pro-
blem upon return from the mission.  

Family networks are a fundamental part of the transition 
process, especially for women 

Around 36% of the respondents reported having support from their 
family in their transition back from deployment. Women were more 
likely than men to have received help from their families during the 
transition process.

Gender-based violent behavior is uncommon among 
personnel

Only 6% of personnel reported having received unwanted text messages 
while deployed. A total of 16% indicated having been referred to in some 
way other than by name or title. No deployed personnel stated that pho-
tos of them had been uploaded to the internet without their consent. 
However, women are more aware of these situations than men. 

Women and men participate in social activities with the 
same frequency

Participation in social activities during the mission, both on and off 
base, was equally frequent between women and men. 

Barriers

Positive personnel experiences are no incentive for 
deployment

Positive stories about deployments did not serve as an incentive for de-
ployed personnel to apply for Peace Operations. Only 6% of deployed 
personnel said that this served as a reason to apply. This may be attri-
butable to several factors that are not necessarily related to positive and 
negative stories, but rather to Mexico’s tradition of peace operations 
deployment and the socialization of experiences among SEDENA’s per-
sonnel.
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Mentoring programs are unusual during the mission

Some 56% of personnel indicated that they did not participate in a 
mentoring or networking program during the mission. Despite this, 
women participate more frequently in all-female groups than men in 
all-male groups. 

The personnel do not receive sufficient help in the 
transition process

Overall, 22% of personnel indicated that they did not receive help from 
anyone during their transition process upon returning from a peace 
mission. Women are significantly more likely not to receive help than 
men. 

Women are less likely to receive institutional support 
upon return from a mission

Only 8% of women indicated that they received assistance from the UN 
in their transition process. Meanwhile, only 17% of women had support 
from SEDENA and the Mexican government. Support from supervi-
sors is also scarce, with only 8% of the women have received it. This 
shows that there is no formal program or institutional support when 
personnel return from the mission beyond a psychological assistance 
program. Box 34 shows the answers of women and men regarding the 
help they received when they returned from a mission. 

Box 34. Help received during the transition process

Who helped you during the 
transition process back 

home after deployment?

Total 
answers

Total 
answers by 

women 

Total 
answers by 

men 

Nobody 22% 42% 18%

The UN 34% 8% 42%

A formal program from my 
institution 20% 17% 21%

The government 12% 17% 11%

My supervisor 10% 8% 11%

Friends 18% 25% 16%

Family 36% 42% 34%

Colleagues 8% 0% 11%
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Women are more likely to hear jokes related to gender 
and sexual orientation

Overall, 22% of personnel mentioned hearing or being teased about 
their sexual orientation or for being a woman. However, women are 
more likely to hear these types of jokes than men. Jokes about nationa-
lity or ethnic-racial origin also occur during deployment. Box 35 shows 
the jokes that personnel has heard on missions. 

0

10

20

30

Age

Ethnic-racial

Men

Nationality

None of the above

Physical appearance

Sexual orientation

Socioeconomic status

Women

Have you ever experienced a colleague make jokes
about any of the following topics?

Box 35. Jokes heard during deployment

Experience gaps
Experiences in Peace Operations are generally good for both 
women and men. The survey results show that women and men 
experience similar problems during and upon return from the 
mission. However, women hear several types of jokes more often 
and have less institutional support in the transition back from 
deployment. 
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L O W

P R I O R I T Y

It measures the extent to which 
peace operations are valued 

inside the country, as this affects 
the career path of those deployed. 
If peace operations deployments 

are valued, then they may be 
helpful for promotion. However, 
if they are not valued, then they 
may not help or may even delay 

promotions.
(Karim, 2020)

Career  
value



The issue area objectives are:

 » To ensure that peace operations deployments help the careers of 
women and men.

 » To guarantee that the impact of peace operations deployments on 
the careers and lives of uniformed women is the same as on men.

Main findings

Career advancement represents a low priority for SEDENA, as deploy-
ment in Peace Operations has a positive impact on personnel’s careers. 
Both the implementation gap and experience gap scores are low, su-
ggesting that the personnel’s experiences represent institutional poli-
cies. Likewise, women’s and men’s experiences are similar. This issue 
area was identified last by women as a challenge or barrier to their me-
aningful participation in Peace Operations. 

Main good practices

 » The recognition of deployed personnel by high-level authorities.
 » Campaigns to spread awareness about the importance of peace 

missions in the media, academic spaces, and forums for reflection.
 » There is a latent commitment among the personnel, as most of them 

do not consider the additional salary they receive as particularly 
important. What was important for them was the service commit-
ment to international peace, which motivated their participation.

Main barriers

 » Continue to highlight UN Peace Operations and Mexico’s participa-
tion, particularly of women, beyond the institution.
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Good practices

Personnel places a high value on career advancement 
through deployment in Peace Operations

About 66% of personnel consider that deployment in Peace Operations 
advances their career either “a lot” or “very much”. In addition, 71% of 
the survey felt that it enhances their CV or resumé, while 82% felt that it 
provides them with new skills. Only 6% of respondents commented that 
they have missed opportunities that delayed their career because of Pea-
ce Operations, and no respondent attributed minimal value or interest to 
Peace Operations. The data seem to indicate that interest in deploying is 
driven by the various benefits attributed to the personnel’s career.

Box 36. Deployment benefits

Benefits you believe you get from participating 
in a Peace Operation Total answers

No benefits 1%

Extra salary 37%

Enhanced resume / CV 71%

Rank upgrade 17%

New skills 82%

Decorations 50%

New friendships / social networks 55%

There is a commitment by the Mexican State to 
recognize the value of Peace Operations

The Mexican State has integrated peacekeeping into the national se-
curity strategy through the Development Plan; furthermore, SEDENA’s 
sectoral program also alludes to peace operations. In addition, the con-
tribution of women to peacekeeping is recognized through feminist fo-
reign policy and the implementation of the Women, Peace, and Security 
Agenda, making it a priority.
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GOOD PRACTICE BOX: SEDENA’s commitment to 
Peace Operations

Through the National Defense Sector Program 2020-2024, SEDE-
NA has reaffirmed its commitment to Peace Operations. Within 
the “Priority Objectives” section, priority objective 3 “Contribute 
to preserve National Security and guarantee Homeland Security” 
mentions the institution’s participation in Peace Operations:

The permanent environment evolution where Peacekeeping 
Operations are conducted demands the constant and increa-
sing deployment of specialized personnel and contingents, 
with the highest training standards, to contribute to address 
the problems that require attention. In this way, the deplo-
yment of elements in this type of operation by the Mexican 
Army and Air Force is conducted gradually, giving priority to 
observers and personnel officers.

Thus, this institution contributes with solidarity to the effort 
of nations to achieve global peace and security, through the 
consolidation of CECOPAM, in the provision of peace opera-
tions training, aimed at training Mexican military personnel 
in the various peace operations missions of the UN, with an 
emphasis on the participation of female personnel.1 

1  SEDENA, “DECREE approving the National Defense Sector Program 2020-2024”, Fede-
ral Official Gazette § Priority Objectives (2020).

GOOD PRACTICE BOX: Feminist Foreign Policy and 
the Women, Peace and Security Agenda in Mexico

Mexico has adopted a feminist foreign policy.1 The commitment 
to the Women, Peace and Security (WPS) agenda has developed 
along two lines. First, Mexico has a National Action Plan for the 
implementation of the WPS agenda in the country.2 Secondly, the 
commitment has been reinforced through its contributions to 
the Security Council. In 2021, together with Ireland, Kenya and 

1  Mexican Permanent Mission to the UN, “INTERVENTION OF CHANCELLOR 
MARCELO EBRARD AT THE GENERAL DEBATE OF THE 76th SESSION OF THE 
GENERAL ASSEMBLY,” Speech, UN GENERAL ASSEMBLY, September 23, 2021.

2  “National Action Plan for the Implementation of Security Council Res-
olution 1325 (2000) on ‘Women, Peace and Security.’” (Mexico: Secretary 
of Foreign Affairs, Secretary of National Defense, Secretary of the Navy, 
Secretary of Security and Citizen Protection, National Women’s Institute, 
January 2021), https://www.gob.mx/cms/uploads/attachment/file/604428/
PNA_1325_Plan_Nacional_de_Acci_n_M_xico__ver._espa_ol.pdf.
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Norway, a collective commitment was established to raise the 
importance of this agenda in their presidencies in the Council.3 
Therefore, Mexico is part of a joint effort to ensure that the agen-
da is fully and meaningfully integrated into the Security Coun-
cil’s work, including discussions on specific country cases.

3  “Women, Peace and Security: Open Debate on Protecting Women’s Partici-
pation”, Security Council Report, January 2022 Monthly Forecast, December 
28, 2021, https://www.securitycouncilreport.org/monthly-forecast/2022-01/
women-peace-and-security-open-debate-on-protecting-womens-participa-
tion.php.

Deployment recognition is given in different areas
Based on survey data, it was found that 68% of those deployed mentio-
ned that upon their return they were recognized for their deployment 
within the Armed Forces, 24% by the media,4 and none of those deplo-
yed said they had not received any recognition after their deployment.

4 La Jornada, “Mexico renews personnel in Peace Operations,” December 31, 2016, https://www.
jornada.com.mx/2016/12/31/politica/010n2pol; “Mexico sends first blue helmets for Peace Ope-
rations,” Excélsior, March 14, 2015, https://www.excelsior.com.mx/nacional/2015/03/14/1013331; 
and El Universal, “Armed Forces join the Blue Helmets,” January 13, 2020, https://www.youtube.
com/watch?v=WM7lrmH6d2c. 

Box 37. Recognition for deploying, by sex

Who acknowledged your participation in a Peace Operation?

Total Women Men

I did not receive any recognition 6% 9.09% 5.13%

Within the Armed/Security 
Forces 70% 72.73% 69.23%

Mass Media 24% 63.64% 12.82%

Neighbors / Community 14% 36.36% 7.69%

Family / Friends 70% 81.82% 66.67%

Government 18% 45.45% 10.26%

SEDENA has integrated UN evaluations into the country’s career 
promotion systems by incorporating the evaluation report into deplo-
yed personnel’s resumes. In addition, there is a redeployment in which 
positive experiences are considered and how they contribute to their 
career. Personnel are also allowed to select their next national assign-
ment as a recognition of the work they have done.
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Gaps in implementation and experience

In terms of implementation gaps, it was found that the person-
nel do not recognize how the professional benefits of deployment 
are integrated into their institutional record, the same happens 
with recognition by the government. Regarding experience gaps, 
it was found that women and men responded differently regar-
ding the personal or professional benefits gained after returning 
from a Peace Operation, and the problems they may face upon 
their return.

Finally, recognition of deployed personnel is also provided through 
the awarding of medals by the UN. As a distinction, those deployed upon 
their return are allowed to wear a badge on their uniform for having par-
ticipated in a Peace Operation.

Barriers

Salary is not a factor for deployment
About 37% of personnel surveyed responded that Peace Operations con-
tributes some extra salary. Although the percentage is not high enough, 
from the responses to this question, it appears that there are reasons 
other than salary for deployed personnel when choosing to deploy. 

The personnel are not aware of the benefit brought by 
deployment on their rank

Only 17% of personnel specified that deployment is a factor in deciding 
on promotions. This does not coincide with the institution’s policy since 
deployment is considered up to a certain point in the military career. 
This means that for senior personnel, these deployments are important 
at the time of promotion because of what they add to their résumé, such 
as decorations. In the case of junior personnel, this is not necessarily 
considered because the promotion policy is by guarantees of equal cir-
cumstances. 

Deployment is not recognized through symbols or 
monuments

In Mexico and SEDENA, deployment in Peace Operations is not recogni-
zed either through monuments or statues nor through a national peace-
keeping day. 
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8
L O W

P R I O R I T Y

It measures the extent to which 
a national framework exists to 
value and encourage women’s 

meaningful participation, as well 
as whether there is political will 
at the national level and also at 

the mid-career level to implement 
change.

(Karim, 2020)

Top-down 
leadership



The issue area objectives are:
 » To assure that women participate equally in decision-making.
 » To integrate women’s meaningful participation in priority policy 

areas for the country and personnel.
 » To establish a national framework for increasing women’s meanin-

gful participation.

Main findings

The predisposition of institutional top-down leadership is a low priority 
for SEDENA. Various policies and mechanisms have been set, both at 
the institutional and national levels, to promote women’s participation 
at all levels. Policies have penetrated all levels of SEDENA, which re-
flects in the medium-low implementation gap score. However, there are 
still different experiences between women and men. This issue area was 
not identified by women as a barrier or challenge to their meaningful 
participation in Peace Operations.

Main good practices

 » There is a robust institutional architecture that seeks to strengthen 
gender equality and “zero tolerance” to violence against women po-
licies, showing a political will to strengthen the promotion and pro-
tection of women’s rights.

 » There is common knowledge about the issues of bullying and sexual 
harassment within the institution, as well as the steps to denounce 
and start healing processes.

 » The gender mainstreaming policy prevails thanks to the existen-
ce of the Observatory Center for the Equality between Women and 
Men and the integration of mechanisms for the attention and pre-
vention of gender-based violence (GBV). 

Main barriers

 » Training on gender equality and against violence and harassment 
should be mandatory, especially gender sensibilization training.

 » There is a generalized lack of knowledge of the “focal point” for 
gender issues in the institution. It is important to deep dive about 
the information provided to personnel, such as workshops, courses 
about gender issues and the corresponding areas for its analysis, 
dissemination and connection to this topic. 
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Good practices

Personnel see great value for Mexico and the institution 
in the participation in Peace Operations

About 93% of the sample recognize the benefits of participating in Pea-
ce Operations for Mexico and the Armed Forces. In addition, 98% belie-
ve that participating in these operations positions the Mexican State at 
an international level.

The personnel are supported by the institution

Regarding the possibility of approaching a mentor within the institu-
tion, more than 50% of the sample stated that they have one and 92% 
are willing to discuss work-related matters. Some 82% are willing to 
approach a superior to discuss other colleagues’ inappropriate beha-
vior, while 68% would also seek to discuss personal issues such as part-
ner and family, among others. Just over half of the sample believes that 
superiors are willing to listen to lower ranks leaders. 

Women Men

No Yes No Yes
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Yes

Do you have at least one mentor within the
institution

Box 38. Personnel who has a mentor in the institution, by sex
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Have you ever served under the supervision
of a women?

Box 39. Personnel who have served under a woman’s supervision, by sex

International commitment to increase women’s 
participation

Senior SEDENA officials are aware that Mexico adopted its first Na-
tional Action Plan (NAP) for the implementation of UNSCR 1325 in 
January 2021. The objectives of this Plan recognize an international 
commitment to increase the number of women in peacekeeping throu-
gh two objectives: “To spread awareness and sensitize military and po-
lice personnel on the role of women in conflict prevention and peace 
processes; and to promote gender perspective incorporation within the 
institutions responsible for peace and security in Mexico, particularly 
at the local level.” 1

GOOD PRACTICE BOX: Lieutenant Colonel María 
del Rosario Cardoso Reyes, a pioneer in Peace 
Operations

Lieutenant Colonel Nurse María del Rosario Cardoso Reyes ser-
ved in the United Nations Multidimensional Integrated Stabi-
lization Mission in Mali (MINUSMA). She was the first Mexican 
woman to serve in a Peace Operation. She has also participated 
in the focal point network meeting on the Women, Peace and Se-

4 “National Action Plan for the Implementation of Security Council Resolution 1325 (2000) on ‘Wo-
men, Peace, and Security’.”
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curity Agenda then led by Canada and Uruguay in 2019. She is 
currently working at the Center for Studies of the Mexican Army 
and Air Force (CEEFA) in Mexico City. Her experience has been 
shared by media outlets, stating that:

We were allowed to work there for a year. As a woman, Mexi-
can, and a member of the Mexican Army, having the opportu-
nity for the government to integrate us to support and restore 
peace in other countries, generates valuable experience for us. 
Although conflicts are totally different in the countries we go 
to, we absorb experience for the solution of certain situations 
that deprive vulnerable people, such as women and children 
of peace.1 

1 “’Privilege to serve as a UN Peace Agent,’” El Universal, March 8, 2020, https://www.
eluniversal.com.mx/nacion/privilegio-servir-como-una-agente-de-paz-de-la-onu.

There are mechanisms and tools within SEDENA 
that seek to integrate the gender perspective in the 
institution, which are reinforced by national institutions
First, the gender perspective integration policy in the institution is 
known by 58% of the personnel surveyed, and 51% of the sample stated 
that they had approached a superior regarding training on gender is-
sues. More than 75% of the personnel have served under an immediate 
female superior. Regarding gender training, 82% of senior personnel 
have received a gender course and more than 10% have received some 
gender training either for work, in leadership tasks, or more specialized 
gender issues. 

As for deployed personnel, more than 90% received training on the-
se topics before deployment. SEDENA provides this type of training 
through the Human Rights and Gender Equality Training Center and 
divides them into three categories: those provided by CONAPRED, by 
the National Human Rights Commission, and the training included in 
the “Program for Equality between Men and Women SDN”. According 
to SEDENA’s Human Rights Program, between 2013 and 2020 a total 
of 102,534 pieces of training have been taught within the “Program of 
Equality between Men and Women of the SDN,” and 1,521,042 military 
elements have been trained in Human Rights.
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Box 40. Gender trainings

Type of training Workshops offered

Online courses offered by 
the National Council for the 
Prevention of Discrimination 

(CONAPRED)

The ABC of equality and non-discrimination

Migration, discrimination, and xenophobia

Guidelines for non-discriminatory public attention

Inclusion and disability

Sexual diversity, inclusion, and non-discrimination

Tolerance and diversity of beliefs

Social prevention of rape with an antidiscrimination approach

Discrimination against people living with HIV or AIDS

Measures for equality within the Federal Law for the Prevention and Elimination 
of Discrimination framework

Online courses offered by 
the National Commission of 

Human Rights (CNDH)

Human Rights and Gender

Human Rights and Violence

Training included in 
SEDENA's "Program for 

Equality between Women and 
Men."

Theater play With a gender perspective

Course "Strengthening gender equality"

Theater play What do I see when I see myself?

Courses on "Equality and Gender Violence"

Workshop "Gender relations, building equality between women and men"

Workshop "Prevention and Attention to Workplace Violence: Sexual 
Harassment and Mobbing"

Workshop "Prevention of Situations of Inequality, Discrimination and Gender 
Violence"

Workshop "Preventing Sexual Harassment"

Workshop "Reducing Gender Violence and Sexting"

Workshops for Gender-Based Violence Prevention

Gender Sensitization Workshops

Workshop "Gender Equality and Equal Opportunities between Women and 
Men"
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Gender perspective within SEDENA

Mexico has a broad gender-related legal framework within 
the national security strategy. Gender equality and perspecti-
ve were alluded to in the last two National Development Plans. 
The National Plan from 2019 to 20241 has as one of its guiding 
principles to “leave no one behind nor leave no one out”, which 
includes gender equality. Regarding the previous government 
(six-year term 2013-2018),2 this proposed the development of 
the gender perspective in all areas of the federal administra-
tion. Moreover, through the Gender Equality Programs, the 
institution seeks to:

Ensure equal opportunities between women and men, so 
that Mexicans significantly improve their quality of life, 
implementing various actions with a gender perspective, 
specific and feasible, which directly impact the standard of 
living of the members of the Mexican Army and Air Force, as 
well as their families, to strengthen an institutional culture 
of equal opportunities, with a gender perspective and res-
pect for women’s human rights, combating gender violence 
and discrimination.3

1  “National Development Plan 2019-2024.”, Federal Official Gazette § (2019).

2  Federal Government, “National Development Plan 2013 - 2018”, Federal 
Official Gazette § (2013).

3  “Programs on Gender Equality,” (SEDENA, s/f).

SEDENA has several mechanisms to denounce and 
sanction Sexual Exploitation and Abuse (SEA)
The Secretary of National Defense issued a pronouncement of zero to-
lerance for bullying and sexual harassment behaviors as well as any 
other form of violence against women.  The legislation surrounding 
Sexual Exploitation and Abuse under which SEDENA is governed is 
extensive. A robust framework supports the institution through the 
Secretary of Civil Service and the Protocol for the Prevention, Atten-
tion, and Punishment of Sexual Harassment. In terms of reporting and 
sanctioning these types of offenses, the institution considers a public 
or private sanction. In addition, in case of any “inconsistency” in their 
conduct or any other activity, they are separated and relegated from the 
competition for deployment, this includes faults in the military or civi-
lian sphere. Thus, anyone who is subject to internal disciplinary sanc-
tions by SEA is removed from the opportunity to participate in a Peace 
Operation.
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GOOD PRACTICE BOX: Protocol for the Prevention, 
Attention, and Punishment of Sexual Harassment of 
the Secretary of Civil Service (SFP)

The protocol1 has the following objectives: 

 » To establish specific measures to prevent sexual harassment 
in the agencies and entities of the Federal Public Administra-
tion (FPA) and to promote an institutional culture of gender 
equality and a work environment free of violence; 

 » To define mechanisms to guide and, where appropriate, pro-
vide specialized assistance before the competent authorities 
to the alleged victim of sexual harassment, to ensure non-re-
victimization and access to justice;

 » To indicate the channels and competent authorities within 
the agencies and entities of the FPA that may hear and, where 
appropriate, investigate or sanction sexual harassment; 

 » To establish the guidelines for each agency and entity of the 
FPA to keep a record of cases of sexual harassment to allow 
their analysis, facilitate their follow-up, identify patterns and 
implement actions to inhibit and eradicate them; and

 » To contribute to impunity eradication that favors the inci-
dence of sexual harassment within the FPA. The FPA internal 
control is who carries out the process in case of interference 
in this type of conduct. 

The protocol also defines Sexual Harassment (as a form of vio-
lence with a lascivious connotation in which, although there is no 
subordination, there is an abusive exercise of power that leads to 
a state of defenselessness and risk for the victim, regardless of 
whether it occurs in one or several events); Discrimination; Gen-
der Stereotypes; Gender Perspective; and Violence against Wo-
men. It proposes specific actions on prevention, training, educa-
tion, and certification. It also establishes the quality of counselors 
and attention for first contact in sexual harassment cases, and 
its subsequent investigation and sanction. It also resumes the re-
gistration of this type of crime and establishes, as principles and 
premises, zero tolerance, gender perspective, access to justice, 
and the pro-person principle.

1  Secretary of Civil Service, “Protocol for the Prevention, Attention, and 
Punishment of Sexual Harassment,” (2020).
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GOOD PRACTICE BOX: Grievances and sanction 
mechanisms in SEDENA to combat sexual 
harassment

Within the mechanisms of denouncement and sanction in the 
institution, two types of penalties are considered: a public penalty 
(through a transparency portal where it is possible to see which 
servants have been sanctioned) or a private penalty (only in the 
servant’s file) to a military public servant. The disqualification 
can be from three months to one year. A military servant who is 
disqualified ceases to receive his or her salary because of the hie-
rarchy, has no legal-administrative relationship with the army, 
cannot work in any government agency, and cannot receive a sa-
lary from the Federal Government. It is also possible to dismiss 
from a soldier to a general. It does not matter the hierarchy; the 
transcendence is the conduct that has been done. 

This decision may be taken by the area of responsibilities, or 
also by the Federal Court of Administrative Justice. For the most 
serious misconduct, the Federal Court of Administrative Justi-
ce replaces the military justice system. On one side, if there are 
no elements that show the responsibility of the military public 
servant, he/she could not be sanctioned. The determinations or 
resolutions are subject to the constitutional scrutiny and legal 
recount of a court of a purely civilian nature. It is important to 
point out that everything that is done within the Armed Forces 
ends up under a constitutional judge, who has no relation to the 
institution. In the case of the military, it is immersed in different 
regimes of special subjection: military criminal jurisdiction, mi-
litary disciplinary law, and the special regime of the subjection 
of public servants. In addition to these mechanisms, it can also 
be sanctioned by the common jurisdiction, the military criminal 
jurisdiction, the military disciplinary law, and the administrative 
sanctioning law.

Barriers

Not all personnel acknowledge support through 
language training
Only 65% of the sample stated that the institution has an English or 
French language training program for proposed personnel to deploy 
on a Peace Operation.
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Box 41. Language training according to personnel

There is not widespread knowledge about the 
deployment of women and UNSCR 1325

Only 16% of deployed personnel stated awareness of UNSCR 1325 and 
the likelihood is higher given the senior rank. In addition, 87% of per-
sonnel stated they were NOT aware of how many women have been de-
ployed by Mexico.

Gender tools are unknown to personnel

Although in practice, senior managers have taken gender training, the-
re is no mandatory training for them. On the other hand, in terms of 
gender tools, only one of four tools is known by more than 50% of the 
respondents. Regarding gender training for recruits, the percentages 
remain relatively low without reaching the 50% threshold. Also, 10% of 
the sample stated that no gender training was given during deployment. 
Finally, the personnel in the sample stated that they did not know men 
who could be considered “male allies” on issues that could be of help to 
women.
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Box 42. Known gender tools in the institution, by sex

Which of the following gender tools do you know exist in your organization?

Total Women Men

Advisor / guide 46.5% 45.89% 47.03%

Focal point 20.5% 16.43% 24.75%

Gender Division/Unit 40.1% 38.16% 42.08%

Gender perspective mainstreaming policy 57.9% 56.04% 59.9%

Other/ I do not know 13% 15.46% 10.4%

The Gender Unit/Division in SEDENA: The 
Observatory for Equality between Women and Men 
in the Mexican Army and Air Force

The Observatory for Equality between Women and Men in the 
Mexican Army and Air Force was created in December 2011 and 
was later inaugurated in March 2012. Its mission is to plan and 
evaluate actions to prevent and eradicate any form of gender-ba-
sed discrimination, ensuring equal opportunities for women and 
men in the Mexican Army and Air Force. According to the institu-
tion, this “contributed to the evolution process in the Armed For-
ces from a gender perspective; by fostering a culture of coexisten-
ce between men and women...leveling opportunities in the social, 
political, and cultural environment.”1 The observatory becomes a 
pioneer then, as one of the first bodies of this nature in the Fede-
ral Public Administration. Since 2019, 20 personnel members are 
working at the Observatory, most of whom are women. 

1 UnderSecretary of National Defense Memoir Documentary,” Memoir Documentary 
(SEDENA, November 30, 2012).
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Gaps in implementation and experience 

The implementation gap can be found in that there is no speci-
fic training regarding Resolution 1325 for senior managers. This 
type of gap also exists regarding the knowledge of the existence of 
the different gender tools in the institution. This gap also appears 
concerning male allies in SEDENA. 

Women and men had different responses regarding language 
training, having a mentor within the organization to support 
them, and the perception of the positioning of the Mexican State 
at the international level. Knowledge of UNSCR 1325 is also di-
fferent between women and men and having or serving under a 
female supervisor.
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9
H I G H

P R I O R I T Y

It explores the prevalence 
of gender stereotypes and 

discriminatory attitudes within 
the institution. Two types of 
beliefs are measured: gender 
stereotypes or beliefs about 

the roles that men and women 
should play in the institution and 

society as a whole, and the gender 
protection norm, that is, the idea 

that women should be helped, 
even if they are members of the 

security institution.
(Karim, 2020)

Gender 
roles



The issue area objectives are:
 » To assure that women participate equally in decision-making, plan-

ning, implementation, and evaluation of all activities related to pea-
ce operations.

 » To eliminate preconceived attitudes about women’s roles and abi-
lities concerning their work, as well as peace operations deploy-
ments.

Cross-cutting issue area that intersects and influences the other eight 
issue areas listed above.

Main findings

The gender roles cross-cutting issue area has a high priority for SEDE-
NA. This issue area cuts across all previous areas and negatively influen-
ces women’s participation. The experience gap score shows that gender 
roles are assumed by women and men in equal measure. Institutional 
policies focused on mitigating the impact of gender roles have not been 
reflected in personnel opinions. This is the issue area most identified 
by the women as a barrier to their meaningful participation. About 51% 
of the women in the sample stated that cultural conceptions cause peo-
ple to doubt women’s abilities to deploy. The Gender Roles Scale shows 
that there is a strong burden associated with gender roles identified for 
women and men.

Main good practices

 » Program for Equality between Women and Men.
 » Existence of the Observatory for Equality between Women and Men 

in the Mexican Army and Air Force.
 » Training on equality issues.
 » Existence of the Gender Network (gender coordinators and 

sub-coordinators [focal points]).
 » Pronouncement of zero-tolerance to sexual harassment behaviors. 

Main barriers

 » To expand the activities conducted by the previously mentioned or-
ganizations.

 » To strengthen awareness programs/campaigns on gender stereo-
types.
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 » To strengthen campaigns on co-responsibility and new masculini-
ties.

Good practices

Personnel believes that women and men can perform 
tactical operations

Around 92% of personnel in the survey “agree” or “strongly agree” that 
women can perform tactical operations, while for men the percentage 
rises to 96%.

Box 43. Perception of women’s and men’s capability to conduct tactical operations, by sex

Women are capable of participating in 
tactical operations.

Men are capable of participating in tactical 
operations.

Total Women Men Total Women Men

 0.7% 1.0% 0.5% 0.5% 0 1.0%

Disagree 2.9% 2.9% 3.0% 1.7% 2.4% 1.0%

Undecided 4.4% 4.3% 4.5% 1.5% 1.9% 1.0%

Agree 65.8% 58.0% 73.8% 74.6% 70.5% 78.7%

Strongly Agree 26.2% 33.8% 18.3% 21.8% 25.1% 18.3%

The treatment of women and men within the institution 
is equal under the law
In practice, there is nothing that prohibits women from performing 
traditionally male activities, according to the General Law for Equality 
between Men and Women. 1

Security is not a reason why personnel do not want to 
deploy

Only 2% of the sample stated that they did not apply for Peace Opera-
tions for security reasons. 

1 “General Law for Equality between Men and Women,” Federal Official Gazette § (2021).
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Barriers

Men and women do not interact equally with the local 
population

While 82% of women stated that they interact every day with the local 
population, only 8% of men reported doing so. In addition, 51% of men 
stated that they never interacted with the local population during their 
deployment. Only 9% of women reported interacting with the local popu-
lation at least once a week, compared to 5% of men. No women reported 
interacting with the local population every two to three weeks or every se-
veral months. In the case of men, none reported interacting with the local 
population once during the time of deployment. 

Box 44. Interaction with the local population, by gender

Interaction with the local population

Total Women Men

Never 10% 12.8% 51.3%

Every day 58% 81.82% 7.7%

Once a week 8% 9.09% 5.1%

Every two to three weeks 4% NA 5.1%

Once a month 12% 9.09% 12.8%

Every several months 6% NA 7.7%

Once during deployment time 2% 9.09% NA

Men and women do not deploy on the same missions
Most women (44%) and men (33%) have deployed to MVNUC. Missions 
to which men have deployed and women have not been: MINUSTAH and 
UNIFIL. Some 11% of women have been deployed to MINUSMA compa-
red to 23% of men. Finally, 34% of women have deployed to MINURSO 
compared to 20% of men. 
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Women Men

In how many commanding positions have you served?

Box 46. Leadership positions by sex.

Box 45. SEDENA personnel deployed (2015-2021)

Mission Men Percentage Women Percentage Total Total 
percentage

UNIFIL 2 3% 0 0% 2 2%

MINURSO 13 20% 6 34% 19 23%

MINUSTAH 10 15% 0 0% 10 12%

MINUSCA 4 6% 2 11% 6 7%

MINUSMA 15 23% 2 11% 17 20%

MVNUC 22 33% 8 44% 30 36%

Total 66 100% 18 100% 84 100%

122Armed and Security Forces of Mexico



Women have less performed as leaders

On average, women who have deployed have held five leadership posi-
tions, while men have held eight. The maximum number of leadership 
positions held by women is 10, while that of men is as high as 30 leader-
ship positions. This means that no deployed woman has held 11 to 20 
leadership positions. 

Missions are more restrictive for men

Missions appear to be more restrictive for men than for women. Beyond 
whether the personnel are women or men, this could be more related to 
the mission to which the personnel deploy. Regarding leaving the base 
or compound whenever they wanted to, 73% of women reported being 
able to do so, compared to 26% of the men; 28% of women reported nee-
ding an escort to leave the base or compound compared to 49% of men. 
Finally, more than 80% of both men (87%) and women (82%) reported 
having access to a UN vehicle.

Results are as followed when the data is analyzed separated by the 
three missions to which personnel have been deployed (MVNUC, MI-
NURSO, and MINUSMA). Regarding the personnel’s possibility of lea-
ving the base when deployed to MVNUC, 33% of the women deployed 
stated that they were unable to do so, compared to 43% of the men. 
Approximately 67% of women reported being able to leave the base 
compared to 43% of men. Finally, 14% of the men stated that it depen-
ded on the mission. When asked if they needed an escort to leave the 
base, 33% of the women deployed to MVNUC said they did not need one, 
compared to 43% of the men. Around 50% of the women reported nee-
ding an escort compared to 57% of the men. Finally, 17% of women sta-
ted that it depended on the mission. Regarding access to vehicles, 33% 
of the women stated that they did not have access to vehicles whenever 
they needed them, 50% stated that they did have access and 17% stated 
that it depended on the mission. In the case of men, 100% of men deplo-
yed to MVNUC reported having access to a vehicle.

Regarding deployed personnel to MINURSO, 67% of the women re-
ported that they could leave the base whenever they wanted compared 
to 25% of the men. Approximately 50% of men reported not being able 
to leave the base while no female deployed personnel selected this op-
tion. Around 33% of deployed women stated that it was mission depen-
dent versus 25% of men. Concerning the need for an escort to leave the 
base, 67% of the women stated they did not need one, and 75% of the 
men stated the same; 33% of the women said that it depended on the 
mission and 25% of the men said that it could leave the base whenever 
without an escort. A total of 100% of both, women, and men, reported 
having access to a vehicle provided by the UN.

Box 45. SEDENA personnel deployed (2015-2021)

Mission Men Percentage Women Percentage Total Total 
percentage

UNIFIL 2 3% 0 0% 2 2%

MINURSO 13 20% 6 34% 19 23%

MINUSTAH 10 15% 0 0% 10 12%

MINUSCA 4 6% 2 11% 6 7%

MINUSMA 15 23% 2 11% 17 20%

MVNUC 22 33% 8 44% 30 36%

Total 66 100% 18 100% 84 100%
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Finally, in the case of MINUSMA, 100% of women deployed to this 
mission reported being able to leave the base compared to 100% of men 
who said they were unable to do so; 100% of women deployed to this 
mission stated that they did not need an escort to leave the base compa-
red to 33% of men who stated the same. In addition, 50% said they did 
need an escort and 17% said it depended on the mission; 100% of the 
women said they had access to a vehicle provided by the UN compared 
to 67% of the men. Only 17% of men stated that they did not have access 
to a vehicle and that it depended on the mission.

Box 47. Restrictions during the mission by sex.

Leave the base/compound 
whenever I wanted to

Needing an escort to leave the 
base/compound

Access to an UN-provided 
vehicle whenever I needed it

Total Women Men Total Women Men Total Women Men

Yes 36% 72.73% 25.64% 44% 27.27% 48.72% 84% 81.82% 87.18%

No 48% 18.18% 56.41% 46% 54.55% 43.59% 10% 18.18% 7.69%

Depending 
on the 

mission
14% 9.09% 15.38% 8% 18.18% 5.13% 4% 9.09% 2.56%

Labor division in the missions
Regarding the relationship between women and men with children in a 
mission, 77% of the sample considers it a task for women, 11% for men, 
and 9% for both. When looking at the responses between men and wo-
men, the percentage of women who believe that they are the ones who 
should interact with women and children in conflict zones is higher 
than men’s responses.

When interacting with refugees, the percentages are more equal. 
About 47% of the sample stated that it is a task for male members ver-
sus 39% who believe it is a task for women. When looking at the respon-
ses disaggregated by sex, a higher percentage of men believe that they 
are the ones who should interact with refugees, while a higher percen-
tage of women believe that they are the ones who should interact with 
refugees. 

Approximately 67% of the sample believes that training the local 
military personnel is a task for men, 18% think it is a task for both, and 
14% think women should be in charge. When looking at the disaggrega-
ted responses, more women think that men should train local security 
forces, followed by women and finally, both. In the case of men, they 
think more that they should be the ones in charge, followed by both and 
finally, women.
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When faced with an anti-government riot, 17% think that both wo-
men and men could perform the task, 69% believe only men could do it, 
and 12% that only women could do it. Women’s responses show that 16% 
believe it is a task for female members of the forces and 14% for both. As 
for the male sample, 71% believe it is a task for men, 21% for both, and 
7% for women. 

When facing a bomb, 64% of the sample considered it a task for men, 
14% a task for women, and 20% a task for both. As for women, 64% be-
lieve it is a task for men, 18% for both, and 16% a task for women. Men’s 
responses indicate that 65% think it is a task for them, 22% for both, and 
12% believe it is a task for women.

To write status reports is considered a female activity. Survey data 
show that 56% consider the task to be for women, 17% a task for men, 
and 25% a task for both. Approximately 61% of women consider it a task 
for them, 22% for both, and 16% for men. As for men’s responses, 52% 
consider it a task for women, 29% for both, and 18% a task for them. 
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Box 48. Labor division, by sex

Situation Member Total Women Men

Interact with women and 
children in a conflict zone.

Both 9.54% 7.25% 11.88%

Male Personnel 11.98% 10.63% 13.37%

Female Personnel 77.02% 80.19% 73.76%

Other 1.47% 1.93% 0.99%

Interact with the 
population in a refugee 

camp.

Both 12.47% 9.18 15.84%

Male Personnel 47.43% 43.00% 51.98%

Female Personnel 38.63% 45.89% 31.19%

Other 1.47% 1.93% 0.99%

Train local military 
personnel.

Both 17.85% 12.56% 23.27%

Male Personnel 66.50% 66.67% 66.34%

Female Personnel 14.18% 18.84% 9.41%

Other 1.47% 1.93% 0.99%
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Box 48. Labor division, by sex

Concerning gendered tasks, women were more involved in support 
activities with the community (63% of women vs. 41% of men), provision 
of health services (55% of women vs. 15% of men), teaching (45% of wo-
men vs. 23% of men), and childcare (9% of women vs. 3% of men).

Box 49. Additional tasks performed during deployment, by sex

Activity Women Men

None NA 7.69

Cooking 27.27 43.59

Cleaning 45.45 53.85

Driving 63.64 61.54

Translating 36.36 46.15

Community support activities 63.64 41.03

Provision of health services 54.55 15.38

Teaching 45.45 23.08

Childcare 9.09 2.56

Individual or groups orientation 54.55 30.77

Situation Member Total Women Men

Respond to an anti-
government riot

Both 17.36% 13.53% 21.29%

Male Personnel 69.19% 67.63% 70.79%

Female Personnel 11.74% 15.94% 7.43%

Other 1.71% 2.90% 0.50%

Respond to a possible 
terrorist attack after 

receiving a bomb threat.

Both 20.29% 17.87% 22.77%

Male Personnel 64.55% 64.25% 64.85%

Female Personnel 14.18% 16.43% 11.88%

Other 0.98% 1.45% 0.50%
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Gaps in implementation and experience

The experience gap can be seen in the indicator relating to lea-
dership positions in the country and the restrictions held by wo-
men and men during deployment. In addition, there are differen-
ces between women’s and men’s responses on who can perform 
tactical operations and tasks regarding riots, writing reports, par-
ticipating in camps, training, etc. Similarly, there is an experience 
gap that occurs mainly in in-service duties as a gender focal point 
between women and men. 

Regarding the duties that each person can perform during deplo-
yment, only the existence of restrictions was acknowledged.

Women serve to a greater extent as a gender focal point

Service as a gender focal point is higher for women, as 45% of women 
reported serving as such compared to 10% for men.

There are cases of discrimination in SEDENA

According to CONAPRED data, 425 complaint reports were registered 
in Mexico during 2020. Of these, 310 are against private individuals and 
115 against federal public servants. Regarding alleged cases of discrimi-
nation, 305 were registered from January to December 2020. Approxi-
mately 23% of these cases were due to health conditions, 18.7% due to 
disability, 11.1% due to gender, and 8.5% due to sexual orientation. In 
SEDENA, from 2018 to 2020, 20 cases of discrimination were recorded, 
of which 7 were recorded in 2020. 

Box 50. Discrimination cases in SEDENA

Year Civilians Military

2018 0 2

2019 6 5

2020 3 4
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It measures the degree to which 
group cohesion and identity are 

built on the creation of an in-
group by excluding those people 
who do not resemble or behave 

like the people in the in-group. It 
also measures the practices used 

to maintain this in-group.
(Karim, 2020)

Social 
exclusion



The issue area objectives are:
 » To guarantee that women have a measurable impact on the way pea-

ce operations are conducted and that the effects of deployment on 
the lives of uniformed women are as positive as those of men.

 » It focuses on changing individual attitudes and institutional culture 
until women are treated as equal members of the team.

It is a cross-cutting issue because if individuals in a tight-knit group 
have negative or stereotypical beliefs about those outside the group, 
then they are privileging insiders and creating a hostile work environ-
ment for those on the outside.

Main findings

Social exclusion is an issue area of medium priority for SEDENA. Wi-
thin the scales that measure this issue area, the taboo behavior severity 
scale, its reporting, and masculine beliefs are not met. This indicates 
that to a certain extent, women do not have the same treatment as men. 
The institutional policies implemented in this regard have not been 
able to strongly influence the personnel’s attitudes. This issue area was 
not identified by women as one of the top three challenges to increasing 
their participation in Peace Operations. 

Main good practices

 » Over 90% of personnel surveyed state that they know the internal 
system’s guidelines, regulations, and policy on whom to contact to 
complain about irregularities.

 » More than 60% of personnel would agree to women-exclusive calls.
 » Less than 20% of respondents have not experienced receiving 

unwanted messages, and in general have not heard criticism for not 
fulfilling family duties or being called names other than their own.

 » There are awareness, prevention, and victim assistance mechanis-
ms.

 » There is constant work to renovate and build the facilities neces-
sary for the incorporation of female personnel.
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Main barriers

 » Approximately 77% of deployed personnel stated that domestic vio-
lence is not considered a violation of disciplinary codes, it is consi-
dered a good practice when 90% of personnel consider it a fault. To 
address this, it is recommended, to create and expand gender-ba-
sed violence awareness policies for all and make them mandatory.

 » It is found that personnel make jokes about women (29%), physical 
appearance (46%), and sexual orientation (37%). These three stand 
out in contrast to the other jokes heard about (only relationships/
ethnicity has a relatively high percentage: 28%). It is suggested to 
broaden and strengthen the capacity and scope of awareness cam-
paigns on acceptable and unacceptable behavior, as well as to talk 
about consent.

 » Some 30% of men have a defensive attitude towards harassment, as 
they are worried about being denounced for this. This situation is 
being affected by the recent increase of women in the Armed For-
ces. Therefore, it is essential to have effective campaigns that in-
form about appropriate and inappropriate attitudes and behaviors 
within colleagues’ relationships.

 » To work on awareness and co-responsibility to avoid affecting social 
interaction in the face of stereotypes that are still widely held in 
society.

Good practices

Personnel surveyed are aware of internal grievance 
mechanisms
Approximately 96% of the personnel surveyed stated that they are awa-
re of guidelines or regulations that establish whom they should contact 
if a colleague is harassing them. About 90% of respondents are aware of 
SEDENA’s internal grievance system, which is integrated with the me-
chanisms of the Secretary of Civil Service. 
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Box 51. Knowledge of whom to contact if harassed, by sex

Box 52. Knowledge of the internal grievance system, by sex

Women Men

No Yes No Yes
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Do you know whom to speak to in case of being harassed? 

Women Men
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Do you know about the internal complaints system
within your organization?
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SEDENA’s internal Human Rights General Directorate was identi-
fied as an institution to which personnel could bring their grievances. 
In addition, there is the military justice system, in which the Military 
Attorney General’s Office investigates and prosecutes military crimes. 
Outside the institution, various mechanisms protect personnel. The 
people’s defense is headed by the National Human Rights Commission. 
In addition, there is the military justice system, in which the Military 
Attorney General’s Office investigates and prosecutes military crimes. 
Outside the institution, various mechanisms protect personnel. The 
defense of the people is headed by the National Human Rights Com-
mission. There are also the National Defense Commissions within the 
Congress of the Union (Deputies and Senators).

GOOD PRACTICE BOX: Disciplinary board decisions 
are shielded
Internally, the disciplinary council’s decision cannot be overtur-
ned by senior personnel because the civilian component is invol-
ved in the conflict between the parties. The resolutions always fini-
sh under constitutional and legal scrutiny of a civilian nature. This 
means that the resolutions can be challenged in jurisdictional ins-
tances, where a constitutional judge or magistrate can determine 
if the sanction imposed is correct, making it not definitive.

Less than 20% of the personnel have experienced 
harassment/violence
Personnel in the sample have not experienced receiving unwanted texts 
or messages. The same is repeated for personnel who have heard cri-
ticism for not fulfilling family duties (16%) and who have been called 
something other than their name (14%).

Box 53. Negative experiences during deployment

Experience Total Women Men

None 72% 54.55% 76.92%

Unwanted messages 6% 18.18% 2.56%

Referring to someone by 
nicknames 16% 36.36% 10.26%

Criticism for not fulfilling 
family obligations 14% 9.09% 15.38%
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There are recreational events at the institution
Approximately 96% of the surveyed personnel stated that there were va-
rious types of mixed recreational and sporting events, while 93% of the 
sample reported interacting with members of the security forces outsi-
de of work. Only 4% reported not knowing these activities. Among the 
positive bonding experiences, most of the personnel engaged in sports 
(79%) and training exercises (76%). Only 4% of the personnel stated that 
they were unaware of these types of integration activities. About 95% of 
the sample stated that joint training activities are mixed.

Box 54. Positive engagement experiences in the institution

Activity Total Women Men

I didn't know about this 
type of integration activities 3.67% 4.83% 2.48%

Sports 79.22% 80.68% 77.72%

Formal mixed non-sports 
recreational activities 

(religious groups, choir, 
band)

26.41% 22.22% 30.69%

Extracurricular physical 
activities 33.25% 31.40% 35.15%

Training exercises 76.28% 74.40% 78.22%

Career programs 20.05% 19.81% 20.30%

Do not know 2.69% 3.86% 1.49%

Do not wish to answer 1.47% 0.97% 1.98%

Inclusiveness in the institution
Approximately 88% of the sample considers that they are a family insi-
de SEDENA. Moreover, 60% of the respondents stated that they would 
“agree” or “totally agree” with the release of a call only for women and to 
increase female participation in UN Peace Operations. 
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We, in the institution, are more of a family
than ordinary people

Box 55. Sense of family within the institution

GOOD PRACTICE BOX: LGBTQ+ Community 
participation in SEDENA

In SEDENA, people who identify as queer/non-binary, gay, les-
bian, and transgender are allowed to serve in the military. By law, 
there is nothing that prevents the participation of the LGBTQ+ 
community in Mexico’s military. While there is no specific law, 
there are also no restrictive guidelines. In addition, in Decem-
ber 2021, the National Institute for Access to Information (INAI) 
instructed SEDENA “to make an exhaustive search and detail the 
procedure and costs to update the personal data in the military ID 
on the occasion of gender identity change.” Thus, the institution 
must inform the person about this right, regulations, and neces-
sary documents to be able to ratify the personal data under the 
General Law for the Protection of Personal Data in Possession of 
Obligated Subjects. The above is complemented by the national 
legislation previously mentioned to combat sexual harassment.
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Barriers

A whistleblower policy is not well known in the 
institution
Some personnel reported not knowing about an official whistleblower 
policy, as only 60% responded that they did, compared to 38% who said 
they did not know about this type of policy. The policy does exist in the 
institution and could be considered independent, since the complaint 
can be filed with the Center for Integral Attention and Treatment with 
a Gender Perspective, with the National Human Rights Commission, 
and internally there is an Office for Attention and Prevention of Sexual 
Harassment (since 2008) at SEDENA’s General Directorate of Human 
Rights. 

Domestic violence is not recognized as a direct behavior 
code violation within the institution

According to the survey data, 77% stated that domestic violence is con-
sidered a violation of disciplinary codes in the institution, while 22% 
stated that it is not considered as such. Although the percentage that 
considers it a violation of disciplinary codes is high, ideally this percen-
tage should be above 90%. In Mexico, this issue is supervised by natio-
nal regulations.1 SEDENA’s General Directorate of Human Rights has a 
program on gender violence.2

Jokes within the institution about sexual orientation and 
physical appearance are common

Survey data shows that the personnel tend to hear jokes to a greater 
extent about physical appearance (46%) and sexual orientation (37%), 
and jokes about women are heard less often (29%). Regarding women’s 
responses, 52% have heard jokes about physical appearance, 48% about 
sexual orientation, and 40% about women. On the other hand, 49% of 
men reported not hearing jokes about any of these topics (49%), fo-
llowed by hearing jokes about physical appearance (40%) and racial or 
ethnic jokes (26%).   

1 “Permanent Program for the Prevention and Comprehensive Attention to Family and Gender Violen-
ce,”(SEDENA, s/f), http://www.sedena.gob.mx/pdf/der_hums/4_vio_fam_240710.pdf.

2 “Human Rights Program in the Secretary of National Defense.”
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Have you ever experienced jokes about any of the 
following topics?

Box 56. Jokes within the institution, by sex

Box 57. Harassment perception at the institution

Total Women Men

How concerned do you feel 
about being accused of 

sexual harassment?

Deeply concerned 10.51 7.73 13.37

Concerned 9.78 9.18 10.40

Not concerned 78.97 82.13 75.74

Do not know 0.49 0.48 0.50

Do not wish to answer 0.24 0.48 NA

Do you avoid socializing 
due to concerns about 

being accused of sexual 
harassment?

No 94.13 96.62 91.58

Yes 5.62 3.38 7.92

Do not know 0.24 NA 0.50
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Men have a defensive attitude about harassment
 
About 24% of men reported being “concerned” or “deeply concerned” 
about being reported for sexual harassment. Meanwhile, 6% of the ove-
rall sample reported avoiding socializing due to a concern about being 
accused of sexual harassment. When looking at the responses of men, 
this percentage rises to 8%.

Box 58. Negative integration experiences within the institution

Total Women Men

Recruits usually face these 
activities from other members 

of the institution.

I did not know about this type of integration 
activities 20.78% 20.77% 20.79%

Punishment/Discipline 39.85% 38.16% 41.58%

Sexual activity 1.47% 1.45% 1.49%

Teasing/Mocking 21.52% 22.22% 20.79%

Mocking women or recruits who act or dress 
like women 8.80% 9.18% 8.42%

Mocking for homosexuality 12.47% 14.01% 10.89%

Informal initiation or hazing rituals 15.16% 18.84% 11.39%

Do not know 18.83% 16.91% 20.79%

Do not wish to answer 10.02% 10.14% 9.90%

The activities mentioned 
above are:

Necessary because they build camaraderie/
cohesion 30.81% 27.54% 34.16%

Necessary because they put recruits in their 
place 5.13% 3.86% 6.44%

Necessary because they eliminate 
weaknesses 13.69% 12.08% 15.35%

Not serious because they are just fun games 2.69% 3.38% 1.98%

Not necessary and sometimes they can be 
dangerous 17.11% 20.29% 13.86%

Not necessary because they can belittle 
women 7.58% 7.25% 7.92%

Not necessary because they can hurt people 18.58% 22.22% 14.85%

None of the above 13.20% 13.04% 13.37%

Do not wish to answer 9.05% 10.14% 7.92%

Not Available 15.65% 14.98% 16.34%
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Negative networking experiences are witnessed within 
the institution
 
Concerning the atmosphere within the institution, 40% of the surve-
yed sample stated that recruits face punishments or disciplinary ac-
tions from other members of the institution, followed by teasing or 
jokes (22%). 

Box 59. Interaction between men and women

How often do you socialize with 
colleagues of the opposite sex?

How often do you work with colleagues 
of the opposite sex?

Total Women Men Total Women Men

At least 
once a 
month

9.78% 11.59% 7.92% 3.67% 0.48% 6.93%

Once a 
month 17.60% 20.77% 14.36% 3.42% 0.48% 6.44%

Every two 
weeks 4.89% 4.83% 4.95% NA NA NA

Once a 
week 7.58% 7.73% 7.43% 1.47% NA 2.97%

Few days 
a week 14.91% 10.14% 19.80% 4.16% 0.97% 7.43%

Everyday 41.56% 42.03% 41.09% 87.04% 98.07% 75.74%

Men and women do not interact as often
 
Some 56% of the personnel in the survey reported interacting with co-
lleagues of the opposite sex every day or a few times a week. This is not 
necessarily true for work, as 91% of recruits work with colleagues of the 
opposite sex every day or a few times a week.

There is a strong male burden in the institution

Conversations about sex between colleagues appear to be a norm in the 
deployed personnel sample, with 34% of them stating that members 
of the Armed Forces brag to other colleagues about having sex. Finally, 
31% of deployed personnel stated that members of the institution visit 
brothels when they are not on duty (40% stated they did not know).
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Box 59. Interaction between men and women

How often do you socialize with 
colleagues of the opposite sex?

How often do you work with colleagues 
of the opposite sex?

Total Women Men Total Women Men

At least 
once a 
month

9.78% 11.59% 7.92% 3.67% 0.48% 6.93%

Once a 
month 17.60% 20.77% 14.36% 3.42% 0.48% 6.44%

Every two 
weeks 4.89% 4.83% 4.95% NA NA NA

Once a 
week 7.58% 7.73% 7.43% 1.47% NA 2.97%

Few days 
a week 14.91% 10.14% 19.80% 4.16% 0.97% 7.43%

Everyday 41.56% 42.03% 41.09% 87.04% 98.07% 75.74%

Gaps in implementation and experience

The implementation gap found in this area refers to the official 
whistleblower policy and domestic violence as a disciplinary 
code violation. Regarding the experience gap, women and men 
responded differently about issuing a call for women only and in-
creasing their participation in Peace Operations. Moreover, the-
re were different responses regarding the experience of hearing 
jokes and concern about being accused of sexual harassment. 
Men and women also had different responses on how necessary 
negative activities are within the institution, the frequency of so-
cializing with the opposite sex outside of work, and visits to bro-
thels by members of the institution.
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