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Summary

This public policy paper stems from the reality that there is official attention given to

women in the security sector. However, this attention falls short of expectations, is

marred by significant shortcomings, and faces numerous challenges and barriers. This

paper aims to address the substantial gap in women's representation in leadership roles

within the security sector in Aden Governorate.

The paper presents a comprehensive framework of recommendations to support women

and enhance their participation in decision-making positions in the security sector

through legislative reforms, training programs, and awareness campaigns. It highlights

the urgent need for women's involvement in security leadership, to strengthen the

effectiveness of the security sector by diversifying perspectives and increasing

community legitimacy, relying on a narrative based on the concept of "shared security

interests."

The paper begins by analyzing current policies related to women's participation in the

security sector, identifying shortcomings and gaps that hinder fair representation in this

sector and its decision-making positions. Furthermore, it presents successful

international and Arab experiences, providing comparisons that highlight lessons

learned which could be applied within the national context.

Based on this, the paper proposes and evaluates a set of alternatives to enhance women's

participation in the leadership of the security sector, namely:

1. Legislative and institutional reforms that ensure women's representation in security
leadership positions.

2. Designing specialized training and capacity-building programs that develop
women's leadership skills in the security sector.

3. Awareness campaigns aimed at changing cultural and social stereotypes that
diminish women's roles in security.

4. Strengthening the civil society's role in supporting women's participation in the
security sector.

In light of the evaluation of these alternatives, the paper identifies the best option:

combining legislative reforms with training and capacity-building programs, while

focusing on community awareness to change negative perceptions. This approach is

considered more comprehensive and feasible within the Yemeni context, as it balances

security, political, and cultural challenges.

In conclusion, this public policy paper emphasizes the importance of adopting an

integrated framework of policies and reforms to enhance women's representation in the

security sector and ensure their effective participation in decision-making positions. It

stresses that this is not merely a matter of social justice, but also a fundamental factor

in strengthening security stability and fostering development.
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1. Introduction
The world is witnessing an increasing focus on human rights and equality. The
preparation of this paper coincides with the 25th anniversary of the adoption of UN
Security Council Resolution 1325 in 2000 on women, peace, and security, and the 30t
anniversary of the Beijing Declaration and Platform for Action, which was adopted
during the Fourth World Conference on Women held in Beijing, China, in September
1995. This declaration, adopted by governments, called for respect and protection of
women and girls, supporting their rights, equality, and empowerment.
In this context, the importance of women's participation in the security sector and in
decision-making positions within it is a fundamental factor for achieving
comprehensive security and better addresses the needs of society. Our country has taken
several steps, including admitting women into the security sector, establishing women’s
police units, and providing them training programs. These actions reflect a trend
towards integrating women into the security sector. However, this approach is hindered
by legislative shortcomings and lacks a clear vision, given the social, cultural, economic
challenges, and the ongoing political and military conflict. Some of the previously
achieved gains have been lost, and women still lack representation in decision-making
positions in the security sector, as well as limited opportunities and adequate training,
which affects the sector's effectiveness.
Enhancing women's participation and leadership in this sector has become a societal
necessity and a strategic choice for consolidating security and developing society. This
aligns with the Constitution, the outcomes of the Comprehensive National Dialogue
Conference, and complies with our country’s international commitments, particularly
the International Covenant on Civil and Political Rights, the Convention on the
Elimination of All Forms of Discrimination against Women, and the Sustainable
Development Goals.
This public policy paper, titled "Supporting Women in Decision-Making Positions in
Aden Governorate Security Sector", is presented in challenging conditions facing the
governorate. Women in this sector face multiple challenges that hinder their progress,
including structural discrimination and cultural and social barriers. Despite efforts to
improve the situation, the need remains urgent to develop clear policies and effective
mechanisms to support female security personnel.
The focus on Aden is due to its role as the temporary capital and headquarters of the
internationally recognized government and home to state institutions. Aden has a
positive legacy in the security field and is considered more open to reforms compared
to other governorates, which may provide opportunities for gender reforms. Therefore,
solutions should be practical and take into account the specific challenges of the
governorate.
In the context of efforts to enhance comprehensive security and sustainable
development, this paper aims to analyze the current situation of women's participation
in the security sector, examine the challenges they face, and highlight the necessity of
involving women in decision-making positions in the security sector as a national
priority. This involvement will contribute to creating a more inclusive and effective
security environment. The paper also proposes practical recommendations to support
them and provides a comprehensive framework for supporting women in Aden
Governorate, with a focus on:
= Enhancing institutional sustainability beyond complete reliance on international

funding.
= Linking the security sector to policies of education and economy to ensure effort

integration.
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= Providing practical recommendations with a clear executive framework.

The researcher relied on a methodology that included one focus group session with 11
female leaders in the security sector, 20 in-depth interviews with female leaders and
workers in the security sector, and 30 interviews with leadership from the security
sector, Aden Governorate’s security forces, civil society, and women’s rights activists.
In addition, the paper involved a desk review of theoretical literature, research studies,
reports, articles, and the analysis of relevant national policies.

2. The Problem

2.1 The problem and its dimensions
Aden governorate women face several obstacles that hinder their access to decision-
making positions within the security sector. These obstacles can be categorized as
follows:

= Prevailing Social Culture:

The prevailing cultural beliefs in the community are a significant factor that affect

women’s opportunities for leadership in the security sector. These beliefs promote

traditional notions that leadership and authority roles are reserved for men. Such

deeply ingrained beliefs stem from long-standing social norms that reinforce

stereotypical roles, making it difficult for women to break through these barriers.
Another factor is cultural discrimination that does not only limit women’s acceptance
into leadership positions but restricts their aspirations and capabilities. Women are
often seen as individuals who should focus more on traditional familial or community
roles, thereby reducing their opportunities for education and professional development.
This narrow view limits women's potential and deprives institutions of valuable
perspectives and expertise. Moreover, cultural beliefs create a psychological barrier,
with some women lacking confidence in their leadership abilities due to the negative
influences surrounding them. When culture emphasizes that women should avoid
leadership positions, especially in the security sector, it can lead to diminished ambition
and self-reliance.
The changing reality of women during the years of war, the worsening economic and
social conditions, and the high numbers of martyrs and the wounded, coupled with
limited support for them and their families, were among the driving forces that led
women to seek employment opportunities in the security sector to support their
families??. This is in stark contrast to regressive thinking, which deems such
participation socially unacceptable and physiologically unsuitable for women, amid
campaigns of incitement and defamation against women working in the security
sector?!.

= Political and Security Environment:
Women's work in the security sector in the south has evolved alongside the social and
political changes the country has undergone. The government adopted progressive
policies regarding women's rights across various fields, unlike the northern role of
women, which was historically limited due to conservative social and political factors.
Women in the north had a negligible role in security matters. After the unification of
Yemen in 1990, women continued to work in the security sector, but at a slower pace
and in limited numbers. The 1994 war led to the exclusion of many southern security

20UNFPA, Humanitarian Response of the United Nations Population Fund in Yemen 2023, April 2022. Yemen ranks
the lowest globally on indicators of women, peace, and security, Sustainable Development Goals, and the gender
gap. https://news.un.org/en/story/2019/02/1032811. www.amnesty.org.

21 Hudaa Ali Alawi, "Integrating Women in the Field of Security and Peace: Opportunities and Challenges," p. 4.
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personnel??, diminishing women's status and reversing some of their gains. They
experienced exclusion and marginalization®3.
This situation persisted even after the 2011 events, in which women participated and
gained some limited opportunities, with some women being appointed to roles in family
protection, anti-terrorism and raids and searches. Despite some initiatives aimed at
promoting their participation in the security sector, the numbers of women remained
small compared to men. Since the outbreak of the civil war in 2015, some women have
secured mid-level leadership positions, particularly in departments dealing with
women's and children's issues, family protection, etc. However, their numbers have
declined due to the worsening security and economic conditions. The ongoing conflict
has disrupted official institutions, led to the fragmentation of security agencies, eroded
public trust, and exposed women in security roles to risks. The absence of guarantees
for their protection when going to work further weakened their efforts to participate in
the sector, while initiatives supporting them dwindled.

= Prevailing Masculine Culture in the Security Sector:
While some leaders support changing the sector's approach towards women’s roles, the
majority of personnel in this sector still adopt prevailing masculine culture, which only
supports women's participation in roles that are socially acceptable, such as
administrative positions and secretarial duties. Women are not empowered to reach
leadership positions or engage directly with the public, which negatively impacts their
opportunities for equal employment, promotion, and career advancement compared to
their male counterparts?*. The number of women in the Ministry of Interior is 2,868,
compared to 196,000 men, constituting only 1.7% of total employees®>. Aden total
security forces are 13,800 officers, non-commissioned officers, and soldiers, of which
868 are women, including 188 officers?®. A small number of women hold positions
such as directors of family protection departments in provincial security departments,
a role that limits them to working solely within the realm of family protection, unlike
women in civilian institutions who enjoy broader opportunities in diverse roles.
A new position of Assistant Police Station Directors for Family Protection Affairs was
also established within the security of Aden governorate, and women were appointed
to most of the active police stations there.

= Lack of institutional support and its impact on women in this sector:
The lack of institutional support is another challenge facing women in the security
sector. The lack of clear strategies, specialized training programs, and insufficient
programs dedicated to enhancing their skills limits their chances for advancement and
reduces their effectiveness in performing security tasks. Despite international

22 As part of government efforts to address repercussions, the President of the Presidential Leadership Council issued
Decision No. (42) of 2023, adopting the resolutions of the Committee for Addressing the Issues of Dismissed
Employees in the Southern Governorates, which was formed by Presidential Decision No. (2) of 2013, reinstating
52,000 employees who were dismissed after the 1994 war.
https://www.aden-time.net/news/247262

23 Dalgreen, Susan (2013), "Revisiting the Issue of Women's Rights in South Yemen: Positive Law, Sharia, and
Customs," Arab Humanities. https://doi.org/10.4000/cy.2039, https://youtube/v7nAK7y9DA.

24 Gender in the Security Sector: A Cultural and Political Challenge, Neha Bakr. The obstacles hindering women's
ability to become active players in the security sector range from political to cultural. The culture of intolerance,
which dominates the security sector, is considered an integral part of the components of the authoritarian system.

25 The National Plan for Implementing the Women, Peace, and Security Agenda — Ministry of Social Affairs and
Labor — Self-Assessment Report on Gender Issues in the Police Institution, Aden Governorate, 2024, p. 13.

26 According to Colonel Wazeera Abdul Latif, Director of the Family Protection Department in Aden Security, and
Brigadier General Waheed Abdul Wali, Director of the Information Department in the Security Administration, all
the mentioned figures include the deceased, the sick, and the elderly.
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organizations and civil society groups interventions, these initiatives lack
methodological approaches and leadership programs tailored specifically for women.
Furthermore, women feel frustrated and isolated due to shortage in financial for their
work, no budget that enhances their roles, and the lack of professional guidance and
health and psychological care. Police departments also lack a safe and suitable work
environment for women, as well as support networks to help develop and empower
women.
Penal Reform International (PRI), UNDP, and the Dutch government have
implemented interventions from 2019 to 2025 to support women in the security sector.
They established and furnished a women police academy in Aden, conducted short-
term training courses in Aden and other governorates in cooperation with civil
institutions, and rehabilitated and equipped offices for family protection departments in
Aden, Mukalla, Abyan, Al-Mahrah, Lahj, and for the women's police units in some
police stations in Aden?’. Activities included the provision of female police officers'
uniforms as well as support and advocacy campaigns enabling them to serve the
community.
The Norwegian Refugee Council's NORCAP and UNDP provided technical assistance
to the government to implement the National Action Plan on Women, Peace, and
Security. A Gender Self-Assessment (GSA) of the security institution in Aden was
conducted, and based on its findings, the PASS Foundation carried out interventions to
make police stations more gender-representative and responsive, improve the work
environment, and implement various renovations in most police stations. These
included the provision of computers, office furniture, solar power systems, air
conditioners, fans, and water tanks.
The interventions also included the training of 178 police officers, half of whom were
women. Additionally, the skills of 34 female investigators were developed under the
supervision of four female security experts, and 15 forensic documenters were trained
through a specialized institute to work with case classification programs, criminal
statistics, and crime trend analysis. Moreover, 2,000 copies of the Police Handbook
were printed and distributed across various police stations.
The PRI organized short overseas training courses for women police officers in 2019
and 2021 to train female trainers, and a course on combating cybercrime in 2023.
These and other interventions have contributed to building security women's capacities
in both technical and operational fields, and to improving gender-responsive
approaches. However, all these interventions share the following shortcomings:
= They rely entirely on international organizational support.
= They lack a comprehensive strategic plan to support women that considers security,
education, and the economy as interconnected systems.
= There are no leadership programs for women to prepare them for effective
participation in security decision-making positions.
= Lack of Trust:
This is a major challenge women face in the security sector. Lack of trust often stems
from the poor attention given to their needs, their being excluded from leadership roles,
and the failure to highlight the achievements of pioneering female role models.
This discouraging work environment leads women to doubt their abilities and devalue
their ambitions and feel that they are inadequately represented in this sector, which adds
to their self-doubt something that impacts their performance and hinders their ability to

27 Self-Assessment Report on Gender Issues in the Police Institution, Aden Governorate, previously cited reference,
2024, p. 13.
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compete effectively. Some women come to believe that they do not belong in this field,
falsely proving the notion that women are incapable of succeeding in the security sector
and perpetuating harmful stereotypes that associate leadership and authority
exclusively with men?3.
= The developmental situation and its impact on women’s work in the security
sector
The conflicting visions of the parties to Yemeni unification created a struggle between
modern and traditional forces, which obstructed the establishment of developmental
institutions. The civil war that erupted in 1994 had severe economic, social, and
political consequences. Development levels declined, one party to the unity was
excluded, and its qualified civil and military personnel—including women—were
marginalized. The social fabric was torn apart, and traditional gender roles for women
were reinforced through tribal and religious structures. This environment encouraged
phenomena such as rebellion against the law, tribal warfare, vendettas, the widespread
carrying of weapons, limited political and social participation, the weakening of
women’s and youth roles, and increased migration—ultimately turning security into an
entirely male-dominated domain.
In 1995, the government implemented economic reforms and privatized the public
sector, leading to the dismissal of many public sector workers. Development policies
lacked a humanitarian dimension and overlooked the basic needs of society. As a result,
human development indicators declined, and the gap widened between Yemen’s
international human rights commitments and their effective incorporation into national
legislation®®. Additionally, Yemen signed on to the Sustainable Development Goals
without a mechanism for implementation due to a lack of funding and institutional
fragmentation.
Yemeni society has been shaped by various internal and external factors that triggered
repeated cycles of conflict impacting critical social and economic issues such as
development, education, health, and security. Such dynamics brought developmental
progress to a halt*®. Living conditions worsened, and successive governments became
preoccupied with managing conflicts at the expense of development priorities. As a
result, staying afloat became the main priority for citizens, rather than demanding
political or security participation rights. The ongoing developmental decline has turned
into a major barrier to women’s empowerment, and the decreasing investment in human
capital has limited women’s opportunities to obtain higher education that would qualify
them to participate in decision-making positions within the security sector.
Since 2015, Yemen has been experiencing what the UN has described as the world’s
worst humanitarian crisis. The prevailing developmental context constitutes a primary
catalyst for the ongoing marginalization of women and necessitates a transformation in
the governing elite’s perspective—integrating peace with development and justice—to
effectively surmount it.

28 Dammaj, Thuraya: "War Waged on Women’s Bodies" — Yemen Report, November/December 2023 — Sana'a
Center for Strategic Studies.

29 Othman, Abdu: "Writings on the Social History of Yemen," Social Issues Journal, Yemeni Center for Social
Studies and Labor Research, Sana'a, Issue (25), March 2012, p. 117. (The lack of alignment between national laws
and international conventions such as CEDAW is due to the dominance of the conservative discourse.)

30 Al-Mujahid, Tariq: "Development in Yemen," The Yemeni Journal of Human Rights, Sana'a, Issue 6, December
2013, p. 78. Tariq Al-Mujahid states that development is a process of overcoming underdevelopment while at the
same time ensuring the actual realization of human rights. Thus, achieving community development has become one
of the main duties the state must undertake to bring about development according to fair and realistic legal standards
that meet individuals’ goals and society’s aspirations.
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2.2 Current policies

Successive governments have worked to strengthen the role of women in society, with
some women securing various positions in official civil institutions and local
authorities, reaching as high as deputy minister. Women have also participated in the
diplomatic corps, and special departments for women have been established in
ministries and local authorities at the governorate and district levels.

The security sector has also seen initiatives to engage women, with several noteworthy
efforts undertaken. Nevertheless, women in this sector continue to face greater
challenges than their counterparts in civil institutions. Overcoming these obstacles
demands strengthened and institutionalized efforts, along with the development of
effective mechanisms to advance women's leadership and ensure their participation in
security decision-making roles.

Women's role in the security sector in the south dates back to 19653!, with increasing
attention following independence. However, this role declined after unification, and the
situation remained stagnant until March 2001, when women’s police force was
established of which the first batch recruits comprising 450 women. In 2004, a second
batch of 500 recruits was accepted and in December 2005, Presidential Decree No.
(288) was issued, establishing the General Department for Women and Juveniles,
coinciding with acceptance of the third batch of 500 recruits. The decree also included
the integration of the women’s police force into this department?2,

In 2006, the first Juvenile Department was established in the Haradh district, Hajja
governorate, due to the problem of child trafficking to neighboring countries. Setting
up branches for the Department continued in various governorates. In July 2007, a
special women unit was created within the Anti-Terrorism Squad. In September 2009,
the first batch of female police officers from university graduates, totaling 44 students,
was accepted into the Police Academy. They graduated in September 2010 with the
rank of first lieutenant.

Since the issuance of the establishment decree, the General Department for Women and
Juveniles has been operating without its own specific regulatory framework. In 2013,
Presidential Decree No. (50) was issued to restructure the Ministry of Interior’s
departments, and the department was renamed the General Department for Family
Protection, and affiliated to the Police and Security Sector.

The year 2017 marked a significant step in supporting women in the security sector, as
the legitimate government, based in the temporary capital Aden, reactivated the family
protection department and more than 800 women were recruited in some of the liberated
governorates. Aden had 520 recruits, or 65% of the total. The presence of these female
recruits contributed to strengthening the social legitimacy of security services and
improving the response to issues of domestic violence33.

As part of the efforts to enhance female representation, some women were promoted,
(two of them now hold the position of general director in the Ministry of Interior, the
highest leadership position reached by women in the security sector). Women have also
been assigned to manage family protection units in most governorates. The Director of

31 Self-Assessment Report on Gender Issues in the Police Institution, Aden Governorate, GSA, 2024, p. 16.

32 The first woman to hold the position of Director General in the Ministry of Interior was Colonel Huda Abdul Latif
Al-Sayyid, who served as Director General of Women and Juveniles in 2006. She currently holds the position of
Director General of the Information Center in the Ministry of Interior with the rank of Brigadier General.

33 The recruitment process faced some logistical, legal, and technical challenges, but its overall role was beneficial.
(Reported by Brigadier General Alia Saleh Omar, Director General of Family Protection in the Ministry of Interior,
in an interview with the researcher on Wednesday, March 26, 2025.)
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Security in Aden issued administrative orders to appoint female assistants to police
station directors for family protection affairs3*, marking a pioneering step in this regard.
Preparations are currently underway to establish the first all-women police station in
the governorate, which will specialize in cases of violence against women, coinciding
with the establishment of a special policewomen association. This initiative is part of a
broader plan aimed at facilitating women's access to security services and expanding
their participation in security decision-making processes®.

Government's main current policies in the security sector:

1. Inadequate policies and lack of clear mechanisms

These security policies are insufficient to promote the employment of women. They

lack clear and specific mechanisms aimed at achieving this goal, which hinders

women's progress and limits their opportunities to engage in the security sector. The
current policies are characterized by the following issues:

(1) Lack of clear recruitment strategies: There are no comprehensive strategies or
clear mechanisms to encourage recruitment of women in the security sector and
attract qualified female candidates. As a result, efforts remain unorganized to make
the security sector more appealing to women.

(2) Lack of awareness programs: There are no effective awareness programs that
encourage women's involvement in the security sector or show its significance.

(3) No measurable goals: Existing policies do not define clear, measurable goals
aiming to increase women's employment in security positions, making it difficult to
assess achieved progress or identify gaps that need to be addressed.

(4) Lack of sufficient support: The security sector lacks adequate resources needed to
develop women's training and educational programs to boost their involvement in
the sector. Such programs are often viewed as a luxury rather than a necessity.

(5) Failure to address cultural challenges: Current policies ignore the cultural, social,
and prevailing beliefs that hinder women’s participation in this sector and lack
appropriate strategies to tackle these barriers.

(6) Absence of monitoring mechanisms: No effective monitoring mechanisms to
evaluate the impact of current policies on the employment of women, which makes
it difficult to know whether the efforts being made are achieving the desired results.

2. Lack of training programs dedicated to women

Training programs are a necessary element for knowledge accumulation and leadership

skill development for security sector personnel, both men and women. However,

current policies show a clear deficiency in this regard. This can be detailed as follows:

(1) Absence of specialized training programs: There is a lack of long and medium-
term specialized training programs designed to build women's capacities and
develop their leadership skills. Most of the existing programs are general, sporadic,
and short-term, and they do not take into account the specific needs of women.

(2) Lack of focus on leadership skills: The focus is mainly on technical skills required
for women police officers working in police stations, leaving women without the
necessary tools to compete effectively in leadership roles.

34 Interview with Brigadier General Alia Saleh Omar, Director General of Family Protection in the Ministry of
Interior, previously cited reference. For further details, see the Self-Assessment Report on Gender Issues in the
Police Institution, previously cited reference, p. 14.

35 A women’s police center is being constructed in Al-Mansoura District, Aden Governorate, with support from the
Korea International Cooperation Agency (KOICA) in collaboration with the United Nations Development
Programme (UNDP). Additionally, the operational and procedural manual for the center is being prepared in
cooperation with the Afaq Shababia Foundation.
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(3) Lack of mentors: Women lack sufficient support from mentors who understand
their specific challenges, work on building their self-confidence, and guide them
toward achieving their goals.

(4) Inadequate educational environments: The training programs are often designed
in a way that does not encourage interaction or collaboration among the participants,
reducing their effectiveness.

(5) Absence of evaluation and review: The current policies lack effective mechanisms
for evaluating the success of training programs in meeting women's needs. This
makes it difficult to adjust and improve the programs to make them more effective.

(6) Impact of stereotypes: Negative stereotypes and prevailing ideas about women's
inability to lead contribute to the lack of training programs and reduced investment
in training and developing women.

3. Absence of awareness campaign policies and their impact on women's role in
the security sector

Awareness campaigns are a powerful tool for promoting understanding of women's role

in the security sector. However, current policies overlook this aspect and lack effective

mechanisms for their implementation, which affects women’s participation and the
recognition of their abilities within society.

(1) Lack of public awareness: In the absence of effective awareness campaigns,
society remains unaware of the important role women play in the security sector.
This contributes to reinforcing negative stereotypes about women and reduces their
chances of joining the sector.

(2) Failure to highlight successful female role models: Highlighting the success
stories and achievements of female pioneers in the security sector is crucial for
inspiring others and motivating them to pursue their goals. However, neglecting this
leads to a situation where talented women do not see genuine opportunities for
advancement in the sector, which discourages them from joining.

(3) Cultural change delay: Awareness campaigns play a key role in shifting cultural
values and beliefs through the Theory of Change (TOC), focusing on public opinion
makers and influencers, including enlightened religious leaders and mosque
preachers, and leveraging the religious dimension to serve the community. In the
absence of such efforts, traditional beliefs limiting women’s participation in
leadership roles within security continue to prevail and hinder progress.

(4) Lack of institutional support: Awareness campaigns help build institutional
support for women in the security sector, providing its necessary components and
ensuring its sustainability. The absence of these campaigns leads to the erosion of
such support, making it difficult to implement policies aimed at strengthening
women’s roles.

(5) Absence of comprehensive strategies: Current policies lack comprehensive
strategies within a long-term plan that incorporates awareness campaigns as a core
part of enhancing women's participation. These campaigns should aim to create
lasting, positive change.

(6) Self-confidence: Awareness campaigns contribute to boosting women’s self-
confidence. When society shows support for their presence in the security sector, it
enhances their sense of acceptance and appreciation, encouraging them to pursue
participation.
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4. The development-security gender gap: missing link in empowering women in
the security sector

Current development policies represent a missing link in supporting women’s roles in

the security sector, as many projects are implemented without integrating a gender

perspective. This deepens the marginalization of women. Key manifestations of this
gap include:

(1) Problematic separation between development and women’s security needs:
The reconstruction of police stations has not included integrated facilities for female
officers (such as dedicated offices, duty rooms, childcare facilities, changing rooms,
and secure restrooms). Additionally, since its opening in 2019, the Women’s Police
Academy has not offered long or medium-term specialized training courses that
would help develop skills and support career advancement. These deficiencies
discourage women from joining the security sector.

(2) Conditional funding: Donors have overlooked the importance of linking
development project funding (e.g., school and road construction) to gender-
responsive outcomes, such as allocating quotas for women in civil protection teams.

(3) Consequences of overlooking the link between development and women’s
security:

o Educational content gaps: School curricula do not include human rights
education, respect for international conventions, or examples of pioneering women
from Islamic history—particularly in the field of security.

o Lack of field-related health insurance: There is no health coverage for injuries
sustained during fieldwork. For example, a female officer was killed during a law
enforcement raid without her family receiving healthcare or compensation.

o Absence of childcare facilities: The lack of daycare centers in security institutions
forces women to choose between their career and motherhood.

o Gender inequity in scholarships and training: Long and medium-term
scholarships—especially those abroad—are dominated by men. For instance, a
woman named Aisha received a scholarship to the Turkish Police Academy in
Ankara primarily due to being the daughter of Yemen’s military attaché in Turkey,
Major Gen. Mohsen Zaail.

3. International and Arab experiences in strengthening women's role in the
security sector

There are numerous successful international and Arab experiences and practices aimed

at strengthening women's role in the security sector, such as those of Rwanda, Kenya,

South Africa, Norway, Sweden, Jordan, Iraq, Egypt, Morocco, Tunisia, and others.

However, due to technical considerations and the scope of this paper, there is not

enough space to review them all, so we will limit the discussion to the Kenyan and

Jordanian experiences.

3.1 The Kenyan experience

Kenya has implemented effective policies and initiatives to ensure greater participation

of women and to achieve gender equality in the security sector. Its experience serves as

a model that can we can learn from3°. It can be reviewed through the following key

points:

e Specialized training programs: Kenya implemented intensive training programs
to enhance women’s leadership skills within the police force, helping them assume

36 National Police Service Gender Policy, 2020-2025. The researcher, as part of the Peace Institutionalization Team
in Yemen, visited the Kenyan Ministry of Interior and received a detailed briefing on their security experience,
including support for women, on August 17, 2023. The project was implemented by Deep Root and funded by
InterPeace and the European Union.
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leadership positions. It provided training in criminal investigation, crisis
management, and handling cybercrime, which expanded women’s opportunities to
participate actively in various aspects of police work. Topics related to gender
equality and women's rights were included to raise awareness among all police
personnel, both men and women.

e Legal support: Supportive legislation was provided, and certain laws were
amended to guarantee women's rights, including protection from gender
discrimination in employment and promotion. Internal policies were established to
promote gender equality, allocating a specific percentage of leadership positions to
women, and strengthening laws and policies to protect women from sexual
harassment in the workplace. These measures encouraged more women to join the
police force.

e Providing a supportive work environment: Efforts were made to improve
infrastructure in police stations to provide suitable facilities for women, including
changing rooms and private restrooms. Psychological and social support programs
were established within the police to help women overcome challenges they might
face at work.

o Enhancing female representation: Targets were set to increase the proportion of
women in the police force, with a significant number of women appointed and some
promoted to leadership positions, sending a strong message about the importance
of women's roles in public security.

e Community awareness: Awareness campaigns were organized to change the
stereotypical image of women in policing, encouraging society to accept their
security role. Collaboration with civil society organizations helped to strengthen the
role of women in the police and provided them with necessary support.

e Results: An increase in the number of women working in the police and in
leadership positions improved the image of the police in the eyes of the community,
making it more representative of societal diversity. Women proved their
competence in performing police duties, contributing to enhanced security and
stability in society.

e Challenges: The Kenyan experience faced certain challenges, such as cultural
resistance from segments of society that do not recognize a role for women in
policing, and a lack of financial and human resources needed for full
implementation.

e Lessons learned: Kenya succeeded in strengthening the role of women in the police
thanks to strong political will that supported these efforts, and highlighted the
importance of community awareness in changing the stereotypical image of women
in the police. It also showed that enhancing the role of women in policing requires
continuous support, training programs, and supportive policies.

3.2 The Jordanian experience

Jordan is considered one of the leading countries in promoting women's participation

in the security sector and ensuring greater representation. Its strategy relies on a

combination of specialized training, supportive legislation, and creating a suitable work

environment®’.

37 In implementation of the outcomes of the training program for women working in the rule of law sector and the
meetings of the Joint Technical Committee for the project to enhance women's access to justice, the researcher and
representatives of the Afaq Shababia Foundation participated as part of a delegation headed by the Chair of the
Technical Committee, Director General of Planning and International Cooperation in Aden Governorate, in a visit
to the General Directorate of Women’s Police and the General Directorate of Family and Juvenile Protection in
Jordan on December 16 and 18, 2024, to learn about Jordan’s pioneering experience.
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Specialized training programs: Women are trained to handle gender-based
violence cases, which has helped strengthen trust between the community and the
police. Specialized training programs (leadership, counter-terrorism, cybersecurity,
criminal investigation, crisis management, psychological and professional
empowerment) have been implemented to enhance women's competence and
confidence in a predominantly male work environment.

Legal support: Supportive policies and amendments to certain laws have been
introduced to ensure non-discrimination between genders in employment and
promotion. Women have been encouraged to join the security sector through
dedicated recruitment campaigns, with the application of a quota system and
preferential policies to increase the proportion of women in leadership roles.
Complaint and grievance mechanisms have been strengthened, and special units
have been established to follow up on workplace sexual harassment cases.
Creating a supportive work environment: Safe housing has been provided for
women, the official uniform has been modified to be appropriate for women
(including standardized military hijab), and specific facilities have been introduced
to support work-life balance, such as paid maternity leave and childcare centers
within security establishments.

Enhancing female representation: The proportion of women in higher ranks has
increased, and women have been involved in UN peacekeeping missions and in
organizing security during the FIFA World Cup in Qatar.

Community awareness: Media campaigns have highlighted women's success
stories in security, changing the traditional perception of women's roles in security,
and partnering with civil society organizations to promote a culture of equality.
Results: The proportion of women in public security has risen, with an increase in
their numbers in leadership and field roles, improving the public image of women
in security.

Challenges: Social customs in certain segments of society still view security work
as exclusive to men, and the number of women applying for security jobs remains
low compared to men.

Lessons learned: Political will was crucial to the success of the Jordanian
experience. Training and legal support enhanced women's confidence in joining the
security sector, and community awareness was essential in shifting mindsets.
Proposed Solutions

4.1 Alternatives for the Proposed Solutions
= First alternative: Developing Comprehensive Training Programs for Women
in Leadership Skills

Training programs are an important step in strengthening women's role in decision-
making positions within the security sector. This can be detailed as follows:

1.
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Identifying training needs: Conducting surveys and interviews among female
security personnel to understand their specific needs, examining gaps in their
current skills, and identifying areas that need enhancement, such as leadership,
negotiation, violent crime, and cybercrime.

Designing the training program: Setting clear objectives for the training program
(i.e., boosting self-confidence, communication skills, and improving management
skills). The training content should include topics such as leadership and influence
skills, conflict resolution strategies, team management and building team spirit,
strategic planning, and decision-making.



Selecting suitable trainers: Choosing instructors with expertise in leadership and
management fields, ensuring background diversity to provide multiple perspectives.
Providing an inclusive training environment: Ensuring appropriate facilities at
the training venue, along with necessary resources and equipment, and facilitating
access through flexible training options, such as remote training, to increase
participation opportunities.
Implementing the program: Organizing workshops that include interactive
activities such as simulations and group discussions to enhance effective learning,
and incorporating practical training opportunities where women can apply the skills
they acquire in real-world settings.
Program evaluation: Conducting surveys following the program conclusion to
gather feedback on participants’ benefits and measuring their progress in leadership
and management skills through performance assessments before and after the
training.
Providing ongoing support: Establishing mentorship programs that connect
participants with successful female leaders in the security sector to offer support
and inspiration, and encouraging the creation of women’s networks to enhance
communication and experience-sharing among participants.
= Second alternative: Securing funding to allocate a dedicated budget for
supporting women in the security sector

Securing financial resources and funding is a key element in strengthening women's
role in the security sector. Below are some proposals for allocating a budget to support
women in this field:

1.
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Defining financial objectives: Conducting a comprehensive assessment of the
financial needs related to empowering women in the security sector, such as
training, employment, and awareness programs, and setting clear budgetary goals,
such as increasing the number of women in leadership positions by a specific
percentage within a defined time frame.

Collaborating with government entities: Ensuring that financial policies include
support for women in the security sector, and working with the Ministry of Interior
and other government bodies to allocate a budget for this support (e.g., a specified
percentage from traffic fees, parking fees, passport services, and civil affairs).
Exploring multiple funding sources: Seeking government budgets to support
women-focused programs and initiatives, collaborating with international
organizations and human rights organizations to secure grants, and encouraging the
private sector to support initiatives through partnerships or sponsorships.
Establishing a special fund to support women: Creating a fund dedicated to
supporting programs and initiatives targeting women in the security sector,
appointing a committee to manage it, and ensuring transparency and accountability
in the use of funds.

Developing fundraising strategies: Organizing awareness campaigns to raise
public awareness on the significance of supporting women in the security sector,
collecting donations from the community and holding events such as exhibitions
and benefit concerts to support programs.

Evaluating financial impact: Establishing mechanisms to assess the impact of
funded programs on strengthening women's role in the security sector, and
providing periodic reports outlining how funds are used and their impact on
participants.



7.

Enhancing transparency and accountability: Ensuring clear procedures are in

place for transparency in budget allocation and use, and establishing accountability

mechanisms to ensure that funds are used effectively and meet the set objectives.

= Third alternative: Establishing support networks for women in the security
sector

Developing support networks for women in the security sector is considered an
effective strategy to enhance collaboration and knowledge exchange.

I.

Defining objectives: Setting clear goals for the network, such as enhancing
communication, sharing knowledge, helping women develop their skills, or
providing legal assistance, and identifying target groups, including women in the
security sector.

Establishing an online platform: Creating a dedicated platform or app for the
network to facilitate communication and information exchange, and providing
online discussion forums where members can share ideas, challenges, and solutions.
Organizing events: Holding regular workshops and training courses to enhance
women’s leadership skills, and organizing seminars and roundtable discussions to
address challenges woman face in the security sector and ways to overcome them.
Enhancing communication: Using social media platforms to create special groups
that allow members to connect and share resources, and publishing regular
newsletters containing articles, success stories, and news about women in the
security sector.

Knowledge and experience sharing: Establishing mentorship programs that
connect experienced women with newcomers, enabling knowledge and advice
exchange, sharing resources, and providing a digital library containing educational
materials, case studies, and practical guides.

Providing psychological and social support: Creating psychological and social
support groups to help women cope with challenges and pressures in the workplace,
and organizing recreational activities to build relationships and strengthen bonds
among members.

Measuring impact: Setting up mechanisms to evaluate the effectiveness of the
network and its impact on members, such as surveys or interviews with participants,
and providing regular reports on activities, achievements, and challenges faced by
the network.

4.2 Optimal alternative: Developing a comprehensive program to support women

in the security sector

The optimal alternative is the most effective solution for addressing structural and
cultural challenges, particularly in the context of the ongoing crisis and institutional
fragility. Below is an analysis of the proposed alternatives along with the rationale for
the superiority of the optimal alternative:
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Alternative

Advantages

Disadvantages

1. Developing

Building women’s competencies.

Training may not translate

Leadership Training Improving self-confidence and into actual opportunities
Programs skills. without institutional
support.
Limited impact without
changes in recruitment
policies.

2. Dedicated Funding
to Support Women

Ensuring direct financial resources.

Enabling institutions to implement

Reliance on external
funding (unsustainable).

dedicated programs. Cultural and structural
aspects may be
marginalized.
3. Support Networks Strengthening solidarity and Limited impact without
for Women knowledge exchange. changes in policies.
Combating discrimination and Requires organizational
isolation. infrastructure.

The optimal alternative provides an integrated solution that combines the previous
alternatives strengths and overcomes their challenges through:

= Comprehensive Strategic Plan:

The plan aims to integrate women into decision-making positions in the security
sector through:

Restructuring development priorities.

Linking 10% of international reconstruction grants to female quotas in security jobs.
Mandatory inclusion of women’s empowerment in strategic plans for the security
sector, ensuring that female representation is no less than 15% by 2030 (Kenya
applied a quota system to increase women’s representation in security to 30% by
2030).

Setting quotas for women’s representation in leadership positions starting at 3% in
2025 and reaching 10% by 2030.

Incorporating mandatory gender indicators in development project evaluation
reports.

Involving women in designing security policies (e.g., Jordan’s experience).
Integrating women’s empowerment projects into the local development plans for
Aden.

Implementing long-term and specialized training courses at the Women’s Police
Academy in Aden.

Establishing a Security Academy in Aden, with 10% of slots reserved for women.
Involving religious leaders and tribal chiefs in a religious discourse highlighting the
legitimacy of women working in security.

Creating gender units within the security sector to set mandatory performance
indicators for measuring progress.

Building partnerships with Aden University to provide technical support and
employ remote learning technologies to train 100 women annually.

Ensuring Sustainable Funding:
Ensuring sustainable funding aims to maintain support for women in decision-making
positions in the security sector through:
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Allocating 3% of the general budget and the same percentage from the local budget
for the security sector to support women.

Allocating 10% of the security sector's budget to support women's programs.
Establishing a fund to support female leadership from traffic fees, passport fees,
private security license fees, taxes, outlet revenues, and the private sector. (Morocco



succeeded in financing women’s empowerment programs through partnerships
between the government and civil society).

e Requiring the allocation of 10% of reconstruction budgets to programs for women's
recruitment and training in the security sector.

e Building partnerships with Aden University and research centers to ensure
continued technical support.

o Forming strategic partnerships between the government, local authorities, and civil
society organizations to establish five integrated women’s security centers (three in
Aden, one in Hadramout Al-Sahil (Mukalla) and one in Taiz).

Linking with developmental sectors

Linking the security sector with developmental sectors aims to create synergy among

them and address the root causes of women’s low participation through:

Educational Sector:

e Training women in technical skills (such as cybersecurity).

e Including joint training curricula between the Ministries of Interior and Education
to prepare female students in high school and universities to join the security sector.

e Offering preferential scholarships for female students in law and security
specialties, with a commitment to serve in the security sector for five years.

Economic Sector:

o Linking women’s employment in the security sector with economic empowerment
programs (such as small projects to support their families).

e Encouraging companies to hire retired women from the security sector as
consultants.

o Establishing mini security institutions such as cybersecurity training centers and
teaching women how to drive vehicles. (Rwanda linked women’s education with
their employment in the security sector as part of its post-civil war reconstruction
strategy).

Implementation mechanism:

Topic Proposed procedures Term

Legislations and Policies Issuing a presidential decree mandating | Short (up to 1 year)
the representation of women in the
security sector.

Sustainable Financing Allocating 10% of the security sector | Medium (1-3 years)
budget to support women's programs.
Establishing a national fund in
partnership with local banks.

Integration with Other Sectors | Launching joint programs between the | Long (3-5 years)
Ministries of Defense, Interior, and
Education (joint training).
Strengthening cooperation with civil
society organizations.

Expected challenges and ways to overcome them

e Cultural resistance: Collaborate with religious and tribal leaders to change
stereotypes through awareness campaigns.

e Weak infrastructure: Utilize electronic platforms and social media for training if
the conflict continues.

e Limited funding: Diversify funding sources to ensure continuous support
(deductions, fines, fees, donations).
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Strategic recommendations (focusing on policies and legislation)

1. Adopting a national strategy for women's empowerment in the security sector
2030, which includes:

o Setting representation quotas for women in leadership positions (at least 10% by
2030).

o Requiring security institutions to include women in security negotiation teams,
peacebuilding, and various committees.

2. Establishing gender units in the security sector, with tasks such as:

o Reviewing security policies to ensure gender considerations.

o Handling complaints of discrimination against women in the security sector.

Operational recommendations (focusing on direct implementation)

1. Opening a security academy in partnership with:

o University of Aden to provide intensive training programs (leadership,
cybersecurity, crisis management, social and human sciences).

o International Entities (such as UNDP) to support infrastructure.

2. Allocating 10% of the Security Sector Budget, and establishing a fund to support
women, with resources extracted from:

o Fees, deductions, and nominal taxes (on the telecommunications sector).

o Donations from the private sector (in return of exemptions for donors).

Participatory recommendations (focusing on integration with other sectors)

1. Linking Security with Education by:

o Providing preferential scholarships for female students in security-related fields
(Law, Psychology, Sociology, Cybersecurity, Crisis Management, Gender-Based
Violence, Negotiation, and Conflict Resolution).

o Training teachers on gender concepts and the importance of women's participation
in security.

o Allocating 10% of the proceeds from development projects to fund training
programs for women in the security sector.

Linking Security with Economic Development by:

o Raising awareness that enhancing community security results in a stable and more
productive environment.

o Issuing a guide requiring development projects to include provisions supporting
women in security as a condition for obtaining international funding.

o Allocating 10% of reconstruction and international support budgets to employment
and training programs for women in security.

o Linking women's employment in security with economic empowerment programs
and encouraging companies to invest in security.

o Establishing small security institutions such as cybersecurity training centers and
driving schools for women.

o Allocating a portion of the security sector and local authorities’ budgets to
strengthen women’s roles in the security sector.

Engaging Civil Society by:
Partnering with women’s organizations to implement awareness campaigns such as
"Raidat" "Women Pioneers" to highlight successful female role models.

o Launching programs on security and community issues via local radio stations to
raise awareness and enhance communication channels and community security.

o Creating online platforms for reporting harassment and violence against women in
security.

The optimal alternative is not merely a combination of initiatives; it is a transformative

model that merges clear policies to overcome structural barriers, smart funding that
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avoids dependence on external sources, and a holistic vision linking security to
development. This approach will enable us to achieve tangible impact, similar to the
Kenyan and Jordanian experiences, while taking into account our unique context as a

post-conflict state.

Executive framework (timeline and monitoring mechanisms)

Phase Recommendation Procedures Responsible Period Indicators
agency
Foundation - Adopting a quota Issuing a | The government Official adoption of the
(1 year) policy of 5% for presidential and/or the Ministry strategy.
women in decree that | of Interior and civil Increasing public
leadership mandates the | society. awareness by 20%.
positions. representation of
- Issuing a women in the
presidential security sector.
decree that Establishing a Q
mandates the national S
representation of committee to
women in the oversee the
security sector. strategy.
Launching a
media campaign
to support the
initiative.
Execution - Mandatory Opening the | - Ministry  of Training 100 women
(1-3 years) training of 10% of security academy Finance and annually.
female employees with a women's security sector Employing 15% of female
in security branch. institutions. graduates in  security
leadership. Allocating  10% positions.
of the budget.
Establishing a 0
fund. §
- Linking the Incorporating The O Including 50% of security
promotions of gender criteria in government. : institutions under the new
security performance evaluation criteria.
leadership to the evaluation.
achievement  of
women's
empowerment
goals.
Expansion - Integration with Linking the | - Relevant Increasing women's
(3-5 years) other sectors. academy to ministries, representation in security
- Replicating the employment civil society, leadership to 15%.
model across programs in the international Improving the community
other sectors. public and private bodies, security index by 50%.
sectors. University of
Launching joint Aden and ]
programs research 8.
between the centers. =
Ministries of &

Defense, Interior,
and  Education,
along with civil
society.
Evaluating  the
security impact.
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These recommendations are specific and have a flexible implementation framework.
They are also realistic, relying on local resources (such as taxes and community
partnerships), and are measurable using clear performance indicators (such as the
number of women trained and employed).
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