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12. Performance Indicator: Capacity Development 
Business Owner: Human Resources, Learning and Development Departments 

 

 

 
Approaches 

requirements  
    

 
Meets 

requirements   
    

 
Exceeds 

requirements  
  

 

 

12ai. Ongoing mandatory 
training on gender equality and 
the empowerment of women 
provided for all levels of entity 
personnel at HQ, regional and 
country offices 
 
and  
 
12aii. A capacity assessment in 
gender equality and the 
empowerment of women is 
carried out 
 
and  
 
12aiii. A costed capacity 
development plan to support 
the acquisition of relevant skills 
and knowledge on gender 
equality and the empowerment of 
women is developed 

   12bi. Ongoing mandatory 
training on gender equality and 
the empowerment of women 
provided for all levels of entity 
personnel at HQ, regional and 
country offices 
 
and  
 
12bii. A capacity assessment 
in gender equality and the 
empowerment of women is 
carried out 
 
and  
 
12biii. A costed entity-wide 
capacity development plan to 
support the acquisition of 
relevant skills and knowledge on 
gender equality and the 
empowerment of women 
implemented 
 
and  
 
12biv. Capacity-building 
initiatives to develop skills and 
knowledge on gender equality 
and the empowerment of women 
are undertaken by personnel in 
specific roles and functions 
 
and 
 
12bv. Unconscious bias 
training rolled out starting with 
senior leadership 
 
and 
 
12bvi. Gender-responsive 
leadership (GRL) training 
undertaken by senior leadership 

   12ci. Ongoing mandatory 
training on gender equality and 
the empowerment of women 
provided for all levels of entity 
personnel at HQ, regional and 
country offices 
 
and 
 
12cii. A capacity assessment in 
gender equality and the 
empowerment of women is 
carried out 
 
and 
 
12ciii. A costed entity-wide 
capacity development plan to 
support the acquisition of 
relevant skills and knowledge on 
gender equality and the 
empowerment of women is 
evaluated 
 
and 
 
12civ. The effective use of skills 
and knowledge on gender 
equality and the empowerment of 
women, acquired through 
capacity development by 
personnel in specific roles and 
functions is demonstrated 
 
and 
 
12cv. Unconscious bias 
training rolled out for all staff 
 
and 
 
12cvi. The effective application 
of gender-responsive leadership 
(GRL) training undertaken by 
senior leadership is 
demonstrated 

 

 
 
 
 
 
 
 
 

Capacity development is essential not only for achieving developmental goals, but also for maintaining 

and sustaining progress. In UN-SWAP the minimum requirement for capacity development calls for all 

staff to have completed capacity assessment and to acquire the capacities necessary to promote 

 What is the Capacity Development for gender equality?    
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GEEW in their work; for instance, through mandatory, all-staff introductory gender training and tailored 

training for gender focal points / gender specialists and targeted trainings to personnel in specific roles 

and functions, including senior leadership of the entity. 

 

Past UN-SWAP data shows that entities with an ongoing mandatory training for all staff, including senior 

managers, meet or exceed 50 per cent more UN-SWAP performance indicators than entities which do 

not have the above in place. This points to the foundational role of adequate gender related capacities 

at all levels to drive progress across all UN-SWAP indicators. Entities aiming to improve their overall 

performance should therefore target capacity development as a lever for progress. 

 

What is capacity development for gender equality? 
 

Capacity: the ability of people, organizations and society as a whole to manage their affairs 
successfully. 

 
Gender equality capacity assessment: a means of assessing the understanding, knowledge and 
skills that a given organization and individuals have on gender equality and the empowerment of 
women, and on the organization’s gender architecture and gender policy. Capacity assessment 
refers to the process through which the information is gathered and analyzed and also to the results 
of this analysis. 

 
Capacity Development: the process whereby people, organizations and society as a whole unleash, 
strengthen, create, adapt and maintain capacity over time. 

 
Training for Gender Equality: a specific activity that aims to promote a transformative process to 
provide knowledge, techniques and tools to develop skills and changes in attitudes and behaviours 
with the objective of creating an aware, competent and gender equitable society. 
 

 

This performance indicator was initially developed based on UN Development Group guidance on 

capacity development and was updated in 2024, with UN-SWAP 2.0 Performance Indicator 14 and 15 

combined, and to incorporate emerging trends and needs. Over the past years, the UN-SWAP 

Secretariat has provided support to individual entities in developing their capacity assessments and 

capacity development plans. A number of challenges have been identified by gender focal points in 

meeting the requirements for capacity assessment, including. 

 

o Lack of tools for developing capacity assessment questionnaires 

o The need to accommodate different types and sizes of entities 

o Difficulty in identifying what exactly needs to be assessed and who should be consulted 

o Conducting a capacity assessment with limited dedicated resources, while managing 

expectations realistically 

o Producing a costed capacity development plan without significant resource allocation 

o Mobilizing resources for capacity development 

o Identifying available capacity development opportunities and their associated costs 

 

This performance indicator has been updated in response to the above challenges, outlining a pathway 

for effective gender-related capacity mainstreaming toward 2030. 

 

 

   
Who is the Business Owner for this indicator? 
 

 

Ensuring the system-wide capacity on gender equality is primarily the responsibility of the Human 

Resources, Learning and Development Departments/ Sections. The capacity assessment can be 

https://undg.org/document/capacity-development-undaf-companion-guidance/
https://undg.org/document/capacity-development-undaf-companion-guidance/
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conducted with the support of the Gender function. The capacity development plan needs to be 

developed and deployed with the endorsement of senior management and form part of corporate 

learning and development strategy. 

 

Elements derived from the Gender Equality Acceleration Plan (GEAP) 

✓ 2.4 We embed gender equality as a valued core competency for all personnel and 

adapt internal practices, procedures, and HR policies to reflect gender equality 

objectives. 

o All new and existing UN leaders will receive gender responsive leadership 

(GRL) training. This will lay the foundation for moving from gender 

responsiveness to gender transformation at an appropriate stage. A phased 

plan for reaching all leaders by 2030 will be developed. 

o Working with skilled external GRL facilitators and a common UN GRL training 

framework, entities will resource GRL training for their leaders. 

✓ 2.5 We work with other UN leaders to elevate and systematise specialised UN 

expertise on gender equality. 

o Reserving a part of training budgets to support the transformation 

envisaged in the Gender Equality Acceleration Plan, especially for gender 

responsive leadership training. Emphasize the seniority of gender experts 

and leverage the gender pathway to senior leadership career such as HC/RC 

pool and representative positions 

o HR Director, Directors of planning and budget etc. will carve out a ringfenced 

part of the budget for development of the gender framework, capacity 

development across the system including gender training starting from the 

entities next budget cycle. 

✓ Roll out bias training to all staff - starting with leadership.  

 

 

 
 

What are the specific requirements for this indicator? 
 

 

There are six key requirements for this indicator that entities are asked to progressively achieve 

progress on during the UN-SWAP 3.0 period:  

 

Requirement 1:   Ongoing mandatory training on gender equality and the empowerment of 

women provided for all levels of entity personnel at HQ, regional and 

country offices. 

 

Requirement 2:   A capacity assessment in gender equality and the empowerment of women 

is carried out. 

 

Requirement 3:   A costed capacity development plan to support the acquisition of 

relevant skills and knowledge on gender equality and the empowerment of 

women is  

• Developed (approaches requirements) 

• implemented (meets requirements) 
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• evaluated (exceeds requirements) 

 

Requirement 4: Capacity-building initiatives to develop skills and knowledge on gender 

equality and the empowerment of women  

• are undertaken by personnel in specific roles and functions 

(meets requirements) 

• the effective use of skills and knowledge on gender equality and the 

empowerment of women, acquired through capacity development by 

personnel in specific roles and functions is demonstrated (exceeds 

requirements) 

 

Requirement 5:   Unconscious bias training rolled out 

• starting with senior leadership (meets requirements) 

• for all staff (exceeds requirements) 

 

Requirement 6:   Gender-Responsive Leadership training (GRL) training 

• undertaken by senior leadership (meets requirements) 

• the effective application of GRL training undertaken by senior 

leadership is demonstrated (exceeds requirements) 

 
A more in-depth explanation of each requirement is provided below, clearly indicating what is required 

to select each rating. These explanations are accompanied by additional sections containing useful 

resources, examples and a step-by-step checklist to support you to determine your entity’s rating. 

The checklist includes information required and suggested types of documents that can be uploaded 

to support your rating.  

  

 

Requirement 1: Ongoing mandatory training 
 

 

Approaches requirements  
12ai., 12bi., 12ci. Ongoing mandatory training on gender equality and 
the empowerment of women provided for all levels of entity personnel at 
HQ, regional and country offices. 
 
 

 

Meets requirements 

 

Exceeds requirements 

 
To approach, meet and exceed requirements, entities should demonstrate all relevant staff should 

receive stand-alone training on gender equality and women’s empowerment mandatory as a all 

personnel mandatory course. This does not preclude training on gender equality and the 

empowerment of women being mainstreamed into other entity training. Training should be adapted by 

staff member type (ex. non-gender specialist should receive introductory gender training similar to UN 

Women’s I Know Gender e-course).   

 

        Up to December 2024, a total of 58 UN entities have adopted I Know Gender 1-2-3 as mandatory 

course for all staffs. In total, 646,465 participants including non-UN staff since the creation of the course 

in 2014.  

 

Please note that a mandatory training on diversity and inclusion in the workplace would not meet this 

requirement. The training needs to be focussed on all aspects of gender equality and women’s 

empowerment, with a focus on both operational and programmatic aspects. 

 

https://portal.trainingcentre.unwomen.org/product/i-know-gender-1-2-3-gender-concepts-to-get-started-international-frameworks-for-gender-equality-and-promoting-gender-equality-throughout-the-un-system/
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Requirement 2: Capacity assessment 

 

 

Approaches requirements 

 

 

12aii., 12bii., 12cii. A capacity assessment in gender equality and the 

empowerment of women is carried out 
 

Meets requirements 

 

Exceeds requirements 

 
 

To approach, meet and exceed requirements, the entity should carry out a capacity assessment of 

all staff. This involves assessing the capacity of entity personnel to deliver results for gender equality 

and women’s empowerment.  

 

UN staff need the capacity to fulfil the UN’s gender mandate. A capacity assessment comprises the first 

step to enhancing capacity. 

 

A gender equality capacity assessment is a way to determine the understanding, knowledge, and skills 

that a given entity and its staff possess on GEEW, and on the entity’s gender architecture and gender 

policy. Capacity assessment refers to the process by which information is gathered and analysed, and 

to the results of this analysis. These results are conveyed in a report that outlines the ways forward for 

a training or capacity development strategy or action plan.  

 

A capacity assessment can be based on the entity’s core values and competencies on GEEW. The 

assessment can be conducted as part of performance reviews or other ongoing staff assessments, or 

alternatively, as a self-administered online questionnaire.  

 

There are several distinct steps to follow when conducting the capacity assessment. 
 

 
 
 
Considerations at the Beginning of the Capacity Assessment Process 
 
Before starting the capacity assessment, it’s important to take the following into account: 
 

o Previous Efforts: What has already been accomplished regarding staff surveys and capacity 
assessments? Does the entity have a gender policy? If so, how does this exercise 
complement or enhance that policy? 

 
o Strategic Alignment: How does this capacity assessment relate to the entity's strategic 

planning cycle? How does it fit into the budgeting cycle? 
 

o Integration with Gender Mainstreaming: In what ways can the capacity assessment be 
linked to other aspects of the gender mainstreaming process or SWAP reporting to maximize 
its effectiveness and impact? 
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Developing the Questionnaire 
 

        This UN-SWAP capacity assessment questionnaire template has been designed to be adapted to 

the needs and mandates of different types of entities.  

        You may find examples from some entities on capacity assessment surveys in the “Examples” 

section below. 

 
 
Securing Support 
 
It is crucial to secure senior management support for the capacity assessment. It is worth 

considering who sends out the questionnaire, and how this may affect the response rate and 

motivation of staff to complete the survey. A sensible deadline is between 2 and 3 weeks, with a 

reminder sent shortly before the deadline. A good response rate for a large organisation is around 25-

30%. This should be high enough to gauge capacity. For a smaller entity, a higher response rate 

would be ideal. 

 

One option to boost participation is to include time to complete the questionnaire within an all 

staff meeting or town hall. In this way, the response rate is likely to be higher than just sending an 

email. 

 
 
Producing the Capacity Assessment Report 
 
Once the responses have been collected, a capacity assessment report should be prepared. The 

capacity assessment report feeds into the capacity development plan, and provides a baseline for 

future capacity assessment and measuring the impact of capacity development initiatives. 

Once the questionnaire deadline has passed, the results can be analysed and the draft report 

produced. 

 

In order to be effective, the report should be seen as an advocacy tool and a vehicle for leveraging 
senior management support for investment in capacity development. As such, it is 
recommended that that the report includes the following: 

 
o Mandates: Reference to broader mandates for capacity development for gender equality in 

the UN system 
 

o Relevance for Entity: A clear link to the specific needs and mandate of the entity 
 

o Narrative: A strong narrative which demonstrate how and why the findings are 
important/concerning for the entity 
 

o Recommendations: 2-3 priority action points that feed in to the capacity development plan 
 

 
The capacity assessment report feeds into the capacity development plan and provides a baseline 
for future capacity assessment and measuring the impact of capacity development initiatives.  

 

https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=51680&IsNew=false&IsActionPlan=false
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Requirement 3: Costed capacity development plan 
 

 

Approaches requirements 
12aiii. A costed capacity development plan to support the acquisition of 
relevant skills and knowledge on gender equality and the empowerment of women 
is developed  

 

Meets requirements 

 
12biii. … is implemented 
 

 

Exceeds requirements  
12ciii. … is evaluated 

 
To approach requirements, the entity should have developed a costed capacity development plan 

to support the acquisition of relevant skills and knowledge on gender equality and the empowerment 

of women, with human and/or financial resources and timelines outlined, to meet capacity gaps at all 

levels at least every five years. 

 

“Costed” may refer to staff resources, budget allocations, resources to be mobilized, and external 

support. 

 

The plan should reflect the key findings and recommendations of the capacity assessment 

report, with clear activities dedicated to each of these. 

  

To meet requirements, this costed capacity development plan should have been implemented. 

 

        Sample structure for capacity assessment report 

This structure can be adapted according to the scope of the capacity assessment, and the 
specific objectives of the exercise. 
 
Introduction 

[Context, rationale, current SWAP performance, why now?] 

 

Methodology 

[How staff were selected, why questions were chosen, how questionnaire was developed. How 

many responded, breakdown of respondents by gender, department, etc.] 

 

Key Findings 

[Most important findings here. Include quotations from qualitative questions to illustrate most 

relevant points.] 

 

Analysis of staff capacity for gender mainstreaming 

[Full results, picking out main messages to reiterate key findings] 

 

Recommendations 

[Identify biggest capacity gaps – by topic, staff group, etc. Be strategic when developing 

recommendations, considering that these will feed into the capacity development plan.] 

 

Annex 

[Include capacity assessment questionnaire and any other relevant documents.] 
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To exceeds requirements, this costed capacity development plan should have been evaluated to 

assess its impact on programmatic and on institutional gender equality outcomes, ensuring 

continuous improvement and greater effectiveness. 

 

Entities are encouraged to consider several key factors: 
 

o The development plan should be tailored to the specific needs and context, ensuring 

that it includes comprehensive training as well as specific trainings focused on gender 

equality and women's empowerment. 
 

o The plan should be costed appropriately, with a clear budget allocation for its execution. 
 

o The entity should put in place a robust monitoring and evaluation mechanisms to assess 

the effectiveness of the plan, ensuring that it delivers measurable improvements in gender 

equality outcomes, in relation to the entity’s mandated areas of work and context.  

 
It is important to consider including the following aspects in the capacity development plan: 

o Commitment to an institutional learning environment 

o Type and number of staff / personnel to be reached by the intervention or training programme 

o Cost of activity (if delivered by the Gender Unit, this should be reflected as a cost rather than 

“free of charge”) 

o Clear responsibility for the resources allocated to each activity  

o Timeframe (e.g. Year 1, Year 2, Year 3) 

o A gradual progression from Year 1 activities to Year 3 activities, to ensure a clear and 

consistent learning journey 

 

Given the challenges of available resources and competing priorities, entities are encouraged to take 

strategic approach to securing budgets for capacity development.  

o Avoid assuming that the time and expertise of the Gender Unit are “free”. These should be 

included as required resources, even if they do not have an additional budgetary implication. 

o Leverage free courses to initiate activities in the first year 

o Develop a progressively costed plan, with a commitment from senior management to secure 

fundings during the following year, for example 

o Consider other relevant budget resources when costing capacity development activities. For 

example, Gender-Responsive Leadership training may be financed from the leadership 

learning budget 

o Leverage existing training programmes within the UN system rather than reinventing the 

wheel 

o For smaller entities, consider parterning with other entities to send two to three staff members 

to a Train of Trainers (ToT) course per entity, rather than funding a full cohort individually 

 

        You may find examples of capacity development plans in the “Examples” section below. 
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Requirement 4: Trainings for specific roles 
 
 

Approaches requirements N/A  

 

 

Meets requirements 

 
12biv. Capacity-building initiatives to develop skills and knowledge on 
gender equality and the empowerment of women are undertaken by 
personnel in specific roles and functions 
 

 

Exceeds requirements 

 
12civ. The effective use of skills and knowledge on gender equality and 
the empowerment of women, acquired through capacity development by 
personnel in specific roles and functions is demonstrated 
 

 
In line with the key findings of the capacity assessment and the priorities identified, specific personnel 

profiles should participate in learning and development activities to deliver results for gender equality 

and the empowerment of women.  

 

To meet requirements, entities should demonstrate that personnel in specific roles and functions 

receive stand-alone training on how to promote gender equality and the empowerment of women 

within their respective working area. This does not preclude training on gender equality and the 

empowerment of women being mainstreamed into other entity training.  

 

Entities should determine which training courses, from the number of courses available, are most 

relevant for their staff. The courses are expected to meet the established quality criteria for training for 

gender equality, and to follow feminist pedagogical principles. 

 

Examples of targeted training that entities may consider: 

        Sample structure for capacity assessment report 

This table can be adapted according to the needs of the entity and the findings and 
recommendations of the capacity assessment. 
 

Objective 1: Increase senior management capacity for gender mainstreaming 

Activity Target 

audience 

Delivery Costs Funding 

Source 

Time 

frame 

Responsible 

 

Gender- 
responsive 
leadership 
programme 

Senior 
management 
P5 and 
above 

External 
and 
internal 
trainers, 
virtual 

Estimated 
cost per 
participant, 
total cost 

Senior 
managers 
learning 

budget 

Year 1 Executive 
Director Office; 
HR Department 

 

Objective 2: Strengthen gender equality architecture through increasing gender 
focal point capacity 

Activity Target 

audience 

Delivery Costs Funding 

Source 

Time 

frame 

Responsible 

 

Training of 
trainers 
for gender 
focal points 

Gender focal 
points 

External 
trainers, 
virtual 
and in 
person 

Estimated 
cost per 
participant, 
total cost 

Entity 

learning and 

development 

fund 

Year 2 HR 
Department, 
Gender Unit 

 
 

 

https://portal.trainingcentre.unwomen.org/resource-centre/entry/158831/
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o Gender specialists and gender focal points receive specific, tailored training - minimum 

two days of training a year on GEEW 

o Financial professionals receive training on the Gender Equality Marker  

o Human resources professionals receive relevant training, such as on gender parity and 

enabling environment 

o Technical and programme staff receive training on gender-responsive programming 

o Policy advisors and strategic planning staff receive training on gender analysis 

o … 

 

 

To exceeds requirements, entities should provide evidence that personnel in specific roles and 

functions who received training on GEEW have effectively applied the acquired skills and knowledge 

in their respective roles and functions. 

 

Examples of the demonstration:  

o Designing Gender-Sensitive/ Responsive Policies: Developing inclusive policies that 

address women and girl's rights and gender equality, such as ensuring equal representation 

of women in leadership roles. 

o Implementing Gender-Focused Programs: Applying gender analysis to design and execute 

programs that address the specific needs of women, like maternal health or women’s 

economic empowerment. 

o Monitoring and Evaluation: Using gender expertise to track and assess the impact of 

programs, ensuring that gender equality goals are met, such as evaluating women’s 

participation in job training programs. 

o Advocacy and Awareness Raising: Leading efforts to advocate for gender equality issues, 

such as raising awareness about gender-based violence or promoting women’s political 

participation. 

o Post-training evaluations 

 

         A wide range of training resources and entity examples can be found in the “Training Resources” 

and “Examples” sections below. 

 
 

Requirement 5: Unconscious Bias Training 
 

Approaches requirements N/A  

 

Meets requirements 
12bv. Unconscious bias training rolled out starting with senior 
leadership 

 

Exceeds requirements 12cv. Unconscious bias training rolled out for all staff 

 

To meet requirements, all senior leadership personnel should receive in unconscious bias training.  

 

To exceed requirements, all staff should participate in unconscious bias training. 

 

Unconscious bias might be based upon various criteria such as gender, age, weight, skin 

colour, physical disability, job title, level of education, sexuality, accent, social status and 

religion; and these criteria then influence our decision-making and behaviour.   

 

Gender stereotypes are deeply entrenched in belief systems and are still viewed as ‘social norms’.  

Promotion of gender equality is frequently seen as a ‘women’s issue’, whereas it is about men too.  In 
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the workplace, men too suffer from gender stereotypes with respect to professions considered 

‘feminine’.  Men therefore have a key role to play as champions of diversity and inclusion in support of 

gender-equal relations.  

 

Unconscious bias persists in the workplace, including within the United Nations and this has had a 

direct impact upon recruitment and selection decisions. The lack of women and visible minorities in 

leadership positions is often connected to unconscious bias. We make assumptions about 

someone's ability to contribute to a project or mission due to their age; we overlook someone that might 

have a different work history/life experience than we do. There are many ways unconscious bias can 

impact a team, unit, or organization. 

 

The United Nations like any organization wants to make sure that personnel are doing the best work, 

and creating an environment where people work together efficiently, creatively, and collaboratively. 

 

        Please see the “Examples” section below to learn more about how different entities have applied 

unconscious bias training. 

 
 

Requirement 6: Gender-responsive leadership training  
 

Approaches requirements NA 

 

Meets requirements 
12bvi. Gender-responsive leadership (GRL) training undertaken by 
senior leadership  

 

Exceeds requirements 
12cvi. The effective application of gender-responsive leadership (GRL) 
training undertaken by senior leadership is demonstrated 

 

Note: “Senior leadership” for this particular requirement refers the head and deputy head of entity, 

directors (D1 and D2). Depending on the entity’s size, structure, and/or field presence, entities may also 

consider including P4/P5 or national officers who perform leadership functions at regional and country 

levels. 

 

 

To meet requirements, the entity should demonstrate that the executive and senior leadership must 

participate in a Gender-responsive Leadership (GRL) programme. 

 

As the Gender Equality Acceleration Plan mentioned and as evidence in past years’ implementation 

of UN-SWAP within 75 UN entities, delivering for all, including women and girls, starts at the top with 

senior management’s commitment and capacity to ‘walk the talk’. Their experience advancing gender 

Transformative Leadership for Gender Equality 
GEAP Options Paper on Transformative Leadership for Gender Equality Training within the UN System 

 
 

• Integrates gender equality into decision-making, policies, and practices, promoting 
women’s rights and inclusion within existing structures.   

• Challenges power dynamics, norms, and structures sustaining gender inequality. Rooted 
in feminist social justice, it dismantles formal and informal barriers to ensure equity within 
institutions and society 

 

https://www.un.org/en/gender-equality-acceleration-plan
https://www.un.org/sites/un2.un.org/files/2025/10/un_geap_transformative_leadership_for_gender_equality_training_within_the_un_system_options_paper.pdf
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transformative behaviors can significantly lift each entities commitment to the rights of women and 

girls in all their diversity. 

 

The GRL programme is a more substantive learning programme which requires time, dedication, 

commitment and self-reflection. It should go beyond a short introduction to gender equality as part of 

senior leadership induction. The training can be integrated into larger learning programs or 

implemented separately to accommodate each agency's time constraints and budgets.  

 

        The GEAP Options Paper on Transformative Leadership for Gender Equality Training within the 

UN System proposes minimum standards for the implementation of this learning activity 

on gender responsive leadership and presents options for UN entities to develop and enhance it 

according to the needs of their own agencies. 

 

1. Understanding Power, Privilege & Intersectionality 

2. Conceptual Frameworks 

3. Creating Inclusive & Safe Work Environments 

4. Action-Oriented and Practical 

5. How to Communicate 

6. Commitment to Continuous Learning 

 

The document also proposes three learning tracks for the programme:  

o Track 1: Introduction to GRL (8 hours) 

o Track 2: Foundations of transformative leadership for gender equality (12 hours) 

o Track 3: Certificate Course (20-24 hours) 

 

To exceed requirements, senior leadership should additionally demonstrate effective use of the GRL 

programme. It is recommended that the GRL programme include an individual action plan component 

and follow-up sessions to strengthen the effectiveness of the training.  

In practical terms, this may be evidenced through the impact of senior leaders on the entity, for 

example: 

o Establishing gender-responsive procurement within the organization 

o Further engaging middle-level managers to join the training 

o Integrating gender-responsive leadership into ongoing strategic initiatives 

o Initiating or sponsoring mentorship networks that support emerging women leaders and 

promote inclusive leadership cultures 

o Allocating resources to scale up successful elements of the GRL training or to adapt them into 

internal learning modules 

o Presenting evidence of organizational change, such as improved gender parity in leadership 

positions, greater inclusion in decision-making tables, or changes in institutional culture 

identified in staff surveys or 360° feedback 

 

Such actions strengthen the accountability of participants to implement their learning and sustain their 

commitment to gender equality. 

 

        Annex A - GEAP Options Paper on Transformative Leadership for Gender Equality Training within 

the UN System (GEAP) contains a full list of GRL service providers and offers within and outside of 

the UN System 

        Please see the “Examples” section below for additional examples from entities on their application 

of GRL. 

 
 

https://www.un.org/sites/un2.un.org/files/2025/10/un_geap_transformative_leadership_for_gender_equality_training_within_the_un_system_options_paper.pdf
https://www.un.org/sites/un2.un.org/files/2025/10/un_geap_transformative_leadership_for_gender_equality_training_within_the_un_system_options_paper.pdf
https://www.un.org/sites/un2.un.org/files/2025/10/un_geap_transformative_leadership_for_gender_equality_training_within_the_un_system_options_paper.pdf
https://www.un.org/sites/un2.un.org/files/2025/10/un_geap_transformative_leadership_for_gender_equality_training_within_the_un_system_options_paper.pdf
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Additional questions 
 

 
For “Exceeds” “Meets” “Approaches” “Missing”: 

Please indicate if the “I Know Gender” course is the mandatory training on GEEW *: Yes/ No 

 

For “Exceeds” “Meets” “Approaches” and “Missing”: 

Does your entity provide tailored trainings to gender focal points (GFP)? * Yes/Noo 

• If yes, please briefly describe the outline of the GFP training (Max: 300 words).  

 

Does your entity provide trainings to technical staffs or programmatic staffs, e.g., on gender-

responsive implementation/programming? * Yes/No  

• If yes, please briefly describe the outline of the training (Max: 300 words).  

 
 
 
 

       Evidence base  
 
 
Examples of documents to attach to substantiate reporting: 

● Mandatory gender-related training for all staff 

● Capacity assessment survey and outcome 

● Costed entity-wide capacity development plan 

● Outline / certificate of specified trainings 

● Outline / certificate of gender-responsive leadership training (GRL) 

● Unconscious bias training 

● Tracking / monitoring data  

 

Note: Please enter a self-explanatory title for the documents/URLs uploaded onto the platform. Once 

the documents or URLs are uploaded to the report, you can search for and reference them under 

different indicators without needing to upload them again within the same year or over the following 

years. The uploaded documents/URLs will be available on the UN-SWAP Knowledge Hub after the 

report is finalized, unless you deselect the checkbox under “Share to Hub”. 

 
  
 
 
 
 

 
Ratings Choose when Explanation Supporting 

Documentation 

Not 
Applicable 

If this indicator 
doesn’t apply to the 
context of your entity 

 

Provide Explanation of why this rating has 
been given (Max:400 Words). 

Not mandatory 

Missing 
Requirements 

If this indicator 
applies to your 
entity’s context, but 
you haven’t fulfilled 
all the criteria under 
the “Approaches” 
rating 

Provide Explanation of why this rating has 
been given (Max:400 Words). 

 

Complete the Indicator Action Plan to 
make progress on the requirements by the 
next reporting period 

Not mandatory. You may 
upload supporting 
documentation if available 

 

 

 Self-reporting Checklist     
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Approaches 
Requirements 

If your entity has 
fulfilled all the 
requirements under 
“Approaches” rating 

Guiding questions to justify the rating: 

 

Ongoing mandatory training: 

o Does the training cover gender 
equality and women’s empowerment 
comprehensively? 

o Are there any specific offices or 
personnel groups that have not 
participated in the training? 

 

Capacity assessment: 

o Was a formal capacity assessment 
conducted to evaluate existing skills 
and knowledge regarding GEEW? 

o What areas (e.g., knowledge gaps, 
policies, or practices) were assessed 
during the evaluation? 

o Were different levels of personnel 
(HQ, regional, country offices) 
included in the assessment process? 

o Did the assessment involve key 
decision-makers and gender equality 
experts? 

 

Costed capacity development plan: 

o Is there a formal, documented plan 
outlining the steps and costs required 
to build capacity in gender equality 
and women’s empowerment? 

o Does the plan include detailed 
financial estimates for training 
programs, workshops, and other 
capacity-building initiatives? 

o Does the costed development plan 
cater to the unique training and 
capacity-building needs at different 
levels of the organization? 

o Are the training needs of personnel in 
regional and country offices 
adequately reflected in the plan? 

 

Please also complete the Indicator Action 
Plan to make progress on the requirements 
by the next reporting period as necessary 

 

Mandatory 

 

Ongoing mandatory 
training: 

o Evidence of mandatory 
general training for all 
personnel 

 

Capacity assessment: 

o Capacity assessment 
questionnaire  

o Capacity assessment 
report 

 

Costed capacity 
development plan: 

o Approved entity-wide 
capacity development 
plan with costings 

Meets 
Requirements 

If your entity has 
fulfilled all the 
requirements under 
the “Meets” rating 

 

Guiding questions to justify the rating:  

Ongoing mandatory training: 

Same as the “Approaches Requirements” 
above 

 

Capacity assessment: 

 

Costed capacity development plan: 

 

Capacity development activities: 

● What evidence is there that 
different groups of personnel 
have received training on gender 
equality tailored to their needs? 

● How do the activities conducted 
relate to the capacity 
development plan?  

 

Mandatory 

Ongoing mandatory 
training: 

Same as the “Approaches 
Requirements” above 

 

Capacity assessment: 

 

Costed capacity 
development plan: 

 

 

Capacity development 
activities: 

● Training 
curriculum 

● Registration and 
evaluation reports 
from trainings 
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Unconscious bias training 

● What evidence is there that 
senior leadership has received 
this training (e.g., participation 
records, training materials, 
feedback)? 

● How has the training been 
tailored for senior leadership, and 
what specific unconscious bias 
topics were covered? 

● Is there a clear plan in place to 
extend unconscious bias training 
to other levels of the organization 
after the senior leadership? 

 

Gender-responsive leadership (GRL) 
training  

● Does the training offer an 
extensive, in-depth leadership 
programme of at least 20 hours 
of contact time?  

● Is the training delivered by 
specialist facilitators in gender-
responsive leadership? 

● Do participants create an action 
plan to hold them accountable for 
their commitments to gender 
equality? 

 

Please also complete the Indicator Action 
Plan to make progress on the requirements 
by the next reporting period as necessary 

 

 

Unconscious bias training: 

● Agenda and 
participant list for 
training  

 

Gender-responsive 
leadership (GRL) training  

● Training report for 
GRL programme, 
including 
participants list 
and evaluation 
report 

● Action plans of 
GRL programme 
participants  

 

Exceeds 
Requirements 

If your entity has 
fulfilled all the 
requirements under 
“Exceeds” rating 

Guiding questions to justify the rating:  

Ongoing mandatory training: 

Same as the “Approaches / Meets 
Requirements” above 

 

Capacity assessment: 

 

Costed capacity development plan: 

 

Capacity development activities: 

● Are there tangible examples 
where personnel have applied 
their skills and knowledge in their 
roles to promote gender equality 
and the empowerment of 
women? 

● Can the entity provide specific 
cases where gender equality or 
women's empowerment 
initiatives have been successfully 
implemented or improved as a 
result of the training? 

 

Unconscious bias training 

● What evidence is there that this 
course is mandatory for all 
personnel?  

● How is the training delivered to 
all personnel, and how is this 
monitored?  

 

Gender-responsive leadership (GRL) 
training  

● Have the participants of the GRL 
programme met to discuss their 

Mandatory 

Ongoing mandatory 
training: 

Same as the “Approaches / 
Meets Requirements” above 

 

Capacity assessment: 

 

Costed capacity 
development plan: 

 

Capacity development 
activities: 

● Reports of follow-
up sessions 4-6 
months after the 
trianing 

● Testimonials from 
personnel on how 
they have been 
able to apply the 
knowledge gained 
from capacity 
development 
activities   

● Other forms of 
evaluation of the 
impact of capacity 
development 
activities 

Unconscious bias training 

o Evidence that training is 
mandatory for all 
personnel  
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implementation of their action 
plans? 

● Is there a peer accountability 
framework among the 
participants? 

 

Please also complete the Indicator Action 
Plan to make progress on the requirements 
by the next reporting period as necessary 

Gender-responsive 
leadership (GRL) training  

● Report of the peer 
follow-up 
workshop 

● Evidence of how 
participants have 
implemented their 
action plans 

● Certificates of 
GRL Competence 
for participants  

 

 
 
              
              Capacity Building Resources in the UN System 
 

 

Overall: 

• Compendium of Good Practices for Training in Gender Equality (UN Women) 

 

 

Ongoing mandatory training: 

• I Know Gender - an introductory, interactive and self-paced e-course on gender for the UN 

system 

 

Capacity assessment survey: 

• UN-SWAP capacity assessment questionnaire template 

• Gender Equality Capacity Assessment tool (UN Women Training Center, 2016)  

 

Costed capacity development plan 

 

Trainings for specific roles and functions: 

• GEM: E-learning on the Gender Equality Marker in the UN Secretariat (CDOTS) 

• GFP: Empowering UN System Agents of Change For Gender Equality (ITCILO) 

• Intersectionality: Course on Intersectionality (UNRISD) 

• Intersectionality: Intersectionality Informed Gender Analysis Toolkit (IANWGE) 

• Communication: Introductory Course on the UN Strategy and Plan of Action on Hate Speech 

(UNSSC) 

• A set of free tools and online sources: Blue Line - Free Courses for UN personnel  (UNSSC) 

 

Unconscious Bias Training: 

• Blue Line (Overcoming Unconscious Bias) (UNSSC) 

 

Gender-responsive leadership training: 

• Annex A - GEAP Options Paper on Transformative Leadership for Gender Equality Training 

within the UN System (GEAP) contains a full list of GRL service providers and offers within 

and outside of the UN System 

• Gender-Responsible Leader’s Handbook (FBA) 

 
 
 
 

 

http://www.unwomen.org/en/digital-library/publications/2016/5/compendium-of-good-practices-in-training-for-gender-equality
https://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=&ved=2ahUKEwj2p5id_8z5AhWvpIkEHZTcA_QQFnoECBIQAQ&url=https%3A%2F%2Fportal.trainingcentre.unwomen.org%2Fproduct%2Fi-know-gender-1-2-3-gender-concepts-to-get-started-international-frameworks-for-gender-equality-and-promoting-gender-equality-throughout-the-un-system%2F&usg=AOvVaw1qQK6zB6p0o2P2cMqUWzXP
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=51680&IsNew=false&IsActionPlan=false
https://trainingcentre.unwomen.org/RESOURCES_LIBRARY/Resources_Centre/2_Manual_Gender_Equality_Capacity_EN.pdf
https://unsec.unssc.org/
https://www.itcilo.org/courses/empowering-un-system-agents-change-gender-equality
https://www.unrisd.org/en/research/projects/course-on-intersectionality
https://www.unwomen.org/en/digital-library/publications/2025/07/ianwge-intersectionality-informed-gender-analysis-toolkit
https://www.unssc.org/courses/introductory-course-un-strategy-and-plan-action-hate-speech
https://www.unssc.org/blue-line/about
https://www.unssc.org/courses/blue-line-free-courses-un-staff-0
https://www.un.org/sites/un2.un.org/files/2025/10/un_geap_transformative_leadership_for_gender_equality_training_within_the_un_system_options_paper.pdf
https://www.un.org/sites/un2.un.org/files/2025/10/un_geap_transformative_leadership_for_gender_equality_training_within_the_un_system_options_paper.pdf
https://fba.se/en/areas-of-expertise/women-peace-and-security/gender-responsive-leadership/


 

 CAPACITY DEVELOPMENT | UN-SWAP 3.0 |  17 

 

  
 
 
 
 
 
Note: some of the links are from the UN-SWAP reporting platform and are therefore accessible 

only to UN-SWAP focal points 

 

Ongoing mandatory training 

 
UNDP: 1) UNDP introduced two complementary course specializations, each to be completed by all 

personnel within specific timelines. 

● Mandatory Courses Specialization: This includes courses with the most immediate impact 

on staff’s security, safety, and well-being, such as prevention of sexual harassment and 

prevention of sexual exploitation. These courses must be completed within 30 days of 

assuming a role at UNDP. 
● Core Courses Specialization: The gender course is now part of this specialization and must 

be completed within the first 3 months of assignment. 
 

2) To further enhance UNDP staff and managers' understanding of gender equality and support the 

achievement of gender equality in the workplace, the mandatory Gender Journey course was rolled 

out and up to December 2024, 91% of UNDP personnel (staff and PSA contract holders) have 

completed this course. The course covers: 

● Understanding Gender 
● Gender Equality in Development and Achieving the Sustainable Development Goals (SDGs) 
● Individual Commitment to Gender Equality 
● Gender Equality within UNDP 
● Gender Mainstreaming and Gender Analysis in Programmes 
● Becoming an Effective Leader for Gender Equality (targeted at managers) 

 

58 UN entities: Up to December 2024, a total of 58 UN entities have adopted I Know Gender 1-2-3 as 

mandatory course for all staffs, an introductory, interactive and self-paced e-course on gender for the 

UN system. In total, 646,465 participants including non-UN staff since the creation of the course in 

2014.  

 

IFAD: The mandatory e-learning training for staff tiled “IFAD Gender Equality Training” was 

completed in 2024 by 265 staff members, 569 staff completed the Anti-Harassment Awareness training 

and 586 completed the mandatory DEI foundation course in the same period. IFAD’s Diversity, Equity 

and Inclusion (DEI) strategy has one of the key performance indicators measuring capacity assessment 

by tracking the percentage of supervisors trained in mandatory training on gender bias. 

 

FAO: An online course, ‘Achieving Gender Equality in FAO’s Work’ was launched in 2020 and made 

mandatory for all FAO personnel including staff, consultants and interns (replacing the prior mandatory 

UN course on Gender Equality, UN Coherence and You). The course is available in all six official FAO 

languages. The course also includes useful resources, a glossary with main terminologies and 

information on who to contact for further assistance in the gender work. 

 

Capacity assessment surveys 
 

o UN Women: UN-SWAP capacity assessment questionnaire template aims to support entities 

implementing capacity assessment. 

 Examples  
 

    

https://portal.trainingcentre.unwomen.org/product/i-know-gender-1-2-3-gender-concepts-to-get-started-international-frameworks-for-gender-equality-and-promoting-gender-equality-throughout-the-un-system/
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=51680&IsNew=false&IsActionPlan=false
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o IFAD: 1) E-survey for the thematic evaluation on IFAD’s support to GEWE (2023) 2) Needs 

assessment for gender equality, women’s empowerment and gender transformative 

programming 2023  

o UNEP: Gender Equality and Women’s Empowerment (GEWE) Capacity Assessment  

o UNDSS: UNDSS Gender Capacity Assessment Questionnaire - October 2023  

o ESCAP: Staff Capacity Assessment on Gender Mainstreaming 2022 (Annex 1) 

o OLA: Capacity Development Survey on Gender Equality  

 

 

Capacity assessment reports / results 

 
o ESCAP: Staff Capacity Assessment on Gender Mainstreaming – Summary Report (July 2022). 

Comprising of six sections, the gender capacity survey contained questions assessing gender 

awareness, gender experiences, gender competencies and needs in relation to integrating 

gender into ESCAP’s work and gender capacity development. With 85 survey responses, 

approximately 14.4% of ESCAP staff completed the survey. The results provide a wealth of 

information in terms of change in the levels of gender awareness and gender competencies 

amongst ESCAP staff between 2014 and 2022. 

 

o UNDSS: Background Status of UNDSS in 2023. The results from the Capacity Assessment 

were incorporated into the new Gender Strategy, with recommendation for training for both 

senior leadership and staff. An extract from the Gender Strategy reflects this and is attached. 

 

o IOM: IOM Gender and Diversity Kap Study 2022 

o UNSSC: Gender Capacity Assessment 2022 

o UNCTAD: Results of UNCTAD Survey for assessing staff capacity to integrate gender 

perspectives 

o UNDRR: Summary of UNDRR’s 2023 Gender Capacity Assessment 

o UNEP: Gender Equality and Women’s Empowerment: Results of UNEP’s capacity 

assessment survey and recommendations 2022 

o UN-Habitat: 2023 UN-Habitat gender capacity assessment survey results 

o UNCCD: Gender Equality Capacity Needs Assessment Report 2020 

 

 

Costed Capacity Development Plan   

 
o UNSSC: Gender Capacity Development Roadmap 2023-2025 

o DMSPC: Gender Equality and the Empowerment of Women DMSPC Capacity Development 

Plan (2024-2027) 

o UN-Habitat: Gender Capacity Building Plan 2023-2025 

o UNEP: Capacity Building Plan toward Gender Equality in UNEP 2023 

o UNON: Gender Equality Capacity Assessment Report & Development Plan 2023 

o UNU: UNU Action Plan for Capacity Development for Gender Topics 2024  

o UPU: Gender equality capacity building implementation plan 2024-2025 

o UNV: Gender Capacity Development Plan 2020 

 

 
Trainings for specific roles 
 

UNCCD: UNCCD held an in-person Gender Bootcamp Workshop in 2024 for programme staff at 

UNCCD, UNFCCC and UNV (Bonn-based agencies), a joint initiative led by the UNCCD Gender Policy 

https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=48393&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=48394&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=48394&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=48394&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=48145&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=40988&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgehub/knowledgeHubDownload?Id=49381
https://unswap.unwomen.org/knowledgehub/knowledgeHubDownload?Id=48482
https://unswap.unwomen.org/knowledgehub/knowledgeHubDownload?Id=49381
https://unswap.unwomen.org/knowledgehub/knowledgeHubDownload?Id=50754
https://unswap.unwomen.org/knowledgehub/knowledgeHubDownload?Id=48014
https://unswap.unwomen.org/knowledgehub/knowledgeHubDownload?Id=48228
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=39508&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=39508&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgehub/knowledgeHubDownload?Id=47461
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=32223&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=32223&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=41452&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgehub/knowledgeHubDownload?Id=38398
https://unswap.unwomen.org/knowledgehub/knowledgeHubDownload?Id=48227
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=49847&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=49847&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=38923&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgehub/knowledgeHubDownload?Id=40771
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=51070&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=48108&IsNew=false&IsActionPlan=false
https://unswap.unwomen.org/knowledgeHub/knowledgeHubDownload?id=51272&IsNew=false&IsActionPlan=false
https://erc.undp.org/api/download?filePath=%2Fdocuments%2F9220%2Fmgmtresponse%2Fkeyaction%2Fdoc_3232877714168692067UNVGenderCapacityDevelopmentPlan2020.pdf
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Officer. A training session was also provided for staff of the 3 agencies on the Prevention of Sexual 

Harassment in 2024. Check the Summary & Evaluation of the Gender Bootcamp Workshop. 

 

UNDP: The UNDP Gender Equality Seal has been a key part of UNDP’s capacity-building efforts, 

aligning core values with learning, behavioral change, and measurable progress on gender equality. 

The Seal operates on a two-year cycle, ensuring plans are regularly updated to incorporate best 

practices, context-specific needs, address emerging challenges, and enhance impact. During the 2022–

2023 cycle, the Seal supported 76 Country Offices with 11 interactive sessions on topics like social 

protection, environmental resilience, and gender-responsive communications, engaging over 1,000 

participants per session. A vibrant community of practice of 300 practitioners and a knowledge platform 

with over 77,000 visits since 2019 have driven peer learning and knowledge-sharing. As part of UNDP's 

Gender Seal initiative, Gender Focal Points based across the organization, receive a series of learning 

opportunities to advance gender parity and gender equality in their offices. 

 

UNICEF: At UNICEF, all Gender Specialists, Sectoral Gender Specialists and Gender Focal Points 

are required to complete the GenderPro Credential for Gender Focal Points. It is an internally 

recognized credential exam for UNICEF Gender Focal Points to demonstrate their mastery of gender 

competencies. It is a self-directed gender certification for UNICEF Gender Focal Points through an 

online exam. The learning objectives are to identify and explain key components of gender concepts, 

international frameworks, gender-transformative programming; to demonstrate advanced 

understanding of gender analysis, gender inequalities, barriers faced by girls, boys and diverse women 

in development and humanitarian contexts. 

 

UNIDO: UNIDO invests regularly in high quality training for personnel on gender mainstreaming at the 

institutional and programmatic level. Below are some of the trainings conducted in 2024: 

On the projects and programme side: 

o Targeted training on gender mainstreaming for project managers and project team members, 

in collaboration with UN Women 

o The online webinar and training “Gender Equality, Climate Change and Sustainable Energy” 

On the institutional side: 

o Workshops on mainstreaming gender considerations into policies and practices, e.g., key 

concepts and guiding principles for gender equality in human resources 

o the Dignity and Inclusion Learning Initiative of the Vienna-based UN Organizations (VBOs) 

o A Leadership Training on Complexity-adequate Methods on the Example of Diversity and 

Inclusion 

o Training-of-trainer workshop in developing and delivering trainings on gender-related topics 

 

UNRISD: At UNRISD, all senior staff have completed the course on Gender and Intersectionality. This 

course intends to help understand how gender inequality combines with other forms of inequality and 

discrimination that women experience in their daily lives and it is a framework that will enable UNRISD 

to work on the 2030 agenda and the goal of leaving no one behind.  

 

UNSSC: The Blue Line - Free Courses for UN personnel  provides a set of free tools and online courses 

designed to advance the leadership and management skills of UN system personnel.  

 

The Blue Line Global Learning Hub is an online learning hub to equip all UN personnel with personalized 

and self-directed learning opportunities. Beyond an e-learning platform, the Blue Line is a value-driven 

learning community where UN colleagues from across the globe share collective experiences and 

knowledge to advance the UN’s goals and make a lasting impact. It is s now in use by 60,000+ UN 

personnel across 150+ duty stations, with corporate subscriptions from 14 UN entities committed to 

continuous learning.   

 

https://unswap.unwomen.org/knowledgehub/knowledgeHubDownload?Id=47800
https://www.unrisd.org/en/research/projects/course-on-intersectionality
https://www.unssc.org/blue-line/about
https://www.unssc.org/blue-line/about
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Unconscious Bias Training 
 

UNSSC: UNSSC offers the course on Overcoming Unconscious Bias free of charge as part of its Blue 

Line Learning Platform, to all UN staff free of charge. 

 

Vienna-based Organizations: “Mitigating Unconscious Bias” is included in the Dignity and Inclusion 

Learning Initiative. 

 

HR / Recruitment: 

UN Secretariat: The training is rquired for all hiring managers and staff participating on interview panels. 

FAO: Selection panels are sensitized at the interview stage via an online video by UN Migration on 

Unconscious Bias 

ITC: The training is embedded in the Competency-based Selection and Interviewing Skills training 

(mandatory), all First and Second Reporting Officers and anyone serving as a panel member. 

UNDP: UNDP systematically conducts awareness trainings of potential gender biases for all individuals 

involved in recruitment, promotions or performance evaluations, including senior leadership. A training 

on recruitment interviews, including unconscious bias awareness training, is available on the Quantum 

Learning System. 

 

Leadership: 

ITU: The training is included as a part of the Inclusive Leadership program for P5 and Above positions. 

OCHA: The training is included as a session in senior leadership workshop (2023, 2025) 

 

 

Gender-responsive Leadership Training (GRL)   

 
Annex A - GEAP Options Paper on Transformative Leadership for Gender Equality Training within the 

UN System (GEAP) contains a full list of GRL service providers and offers within and outside of the 

UN System 

 

UNOV/UNODC: In 2023, UNOV/UNODC piloted the Gender-Responsive Leadership (GRL) 

Programme, targeting senior management at P5 levels and above in both field offices and headquarters. 

The program's success led to a second iteration in 2024, with plans for further editions in 2025 to ensure 

its continued impact and integration into organizational systems. 

 

Participants of the program were required to develop personal action plans to translate their learning 

into practice. Concrete examples of the application of these plans include the development of a localized 

Action Plan by UNODC Mexico (COMEX), which was finalized shortly after the program's conclusion. 

Additionally, enhanced cooperation between UNODC governing bodies and the Commission on the 

Status of Women (CSW) was initiated and remains a work in progress, reflecting the program’s 

emphasis on fostering institutional collaborations. One participant adapted the training for middle 

management, organizing a tailored session with 15 participants, comprising 7 women and 8 men across 

P5, P4, and P3 levels. This initiative demonstrated a cascading effect, extending the program’s reach 

and influence beyond senior leadership. 

 

IOM: A masterclass on Gender-Responsive Leadership was introduced into the IOM Leadership 

Programme, piloted with 230 senior colleagues, including the Executive Office, all Directors (D1s and 

D2s), Chiefs of Mission, and their deputies. 

 

https://www.unssc.org/courses/blue-line-free-courses-un-staff-0
https://www.un.org/sites/un2.un.org/files/2025/10/un_geap_transformative_leadership_for_gender_equality_training_within_the_un_system_options_paper.pdf
https://www.un.org/sites/un2.un.org/files/2025/10/un_geap_transformative_leadership_for_gender_equality_training_within_the_un_system_options_paper.pdf
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DCO: DCO in  2024 launched the Gender Responsive Leadership Boost programme for Resident 

Coordinators with Folke Bernadotte Academy, around 30 Resident Coordinators benefited from the first 

cohort of the programme.. 

 

UNDP: In 2024, 25 RRs/DRRs/Regional Hub Managers successfully completed the second edition of 

the Leadership for Gender Equality Certificate, led by the Gender Team, in coordination with 

TDU/OHR. Building on the ground-breaking methodology tested in the pilot edition in 2022, the 

Certificate ran from mid-January to mid-May, including more than 20 hours of 

synchronous/asynchronous learning activities and facilitated by Gender@Work and Kings College 

London. 

 

The main objectives of the Certificate continued to be:  

a. Provide access to feminist thinking, research and cutting- edge approaches to the work on 

GEWE;  

b. b. Help leaders apply new knowledge and find responses to complex development challenges; 

and  

c. c. Strengthen capacities on how to advocate, negotiate, and lead internally and externally on 

gender equality.  

 

It was designed around five key principles: relevance, self-knowledge, peer learning, analysis of deep 

structures that hold inequality in place and multiplicity of approaches. The course featured three 

different types of learning activities:  

a. 2.5-hour interactive workshops (7 workshops and 3 drop-in meetings),  

b. 90-minute webinars with leading thinkers on different gender equality themes and strategies (4 

webinars),   

c. asynchronous interactive learning labs on topics of interest to the leaders that addressed key 

strategic issues for UNDP (e.g., on Creating Inclusive Economies; Equal Power and 

Representation; Gender, Climate and Sustainability; Women Entrepreneurs, Financial 

Inclusion and Empowerment).  

In each of these components, the design sought alignment with the UNDP Gender Equality Strategy 

 

 

 

 


