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| NTRODUCTI ON

1. This is the fifth in a series of reports responding to the mandate to inprove
the status of women in the United Nations Secretariat. The first three reports
(A/C.5/40/30, A/C.5/41/18 and A/C.5/42/24) descri bed the measures adopted to
improve the status of women in the United Nations Secretariat. The fourth report
(asC.5s43714) described the devel opnents that had taken place between Qctober 1987
and Septenber 1988. This fifth report'outlines devel opments during the past year.

2. By means of a Bulletin (8T/SGB/216/add.1 of 27 March 1989), the
Secretary-Ceneral informed the staff of the conposition of the Steering Comittee
for the Inmprovement of the Status of Wmen in the Secretariat for the period

27 March 1989 to 31 Decenber 1990. Oning to time constraints the Conmittee decided
to submit an interimreport on its activities up to August 1989 (ST/SGB/232), and
to submit further periodical reports on the substance of its mandate thereafter.
The Conmittee's interim report included a recomendation on the appeals and
requests for reclassification arising from the General Service reclassification
exercise as well as the restructuring of the secretarial occupations so as to
ensure a fair distribution of posts at all levels.

3. Wth regard to organisational aspects forinproving the status of wonen within
the Secretariat, the Secretary-General informed the staff on the occasion of
International Wnen's Day on 8 March 1989 that a senior woman had been selected at
the D-I level as the focal point in the office of the Assistant Escretary-Ceneral
for Human Resources Managenent for questions relating to women in the Secretariat.
By this means, the continuation of the work of the former office of the
Co-ordinator for the inprovement of the status of wonen would be ensured and the
task of monitoring and facilitating the inprovement of the status of women would be
integrated into the nmanagement ofhuman resources. In addition, the
Secretary-Ceneral nmade known the fact that he had appointed two nore wonen at the

| evel of director, one of whom as part of his Executive Ofice, would, anong other
functions, follow all questions relating to women in the Secretariat and keep him
informed of any matters requiring his attention.

| CURRENT Sl TUATI ON

A Wnen in posts subject to aeoaraphical distribution

4, Despite the continuing retrenchment programme mandated by the General
Assenbly, which reduced the total number of posts by 12 per cent, the nunber of
wonen in the United Nations Secretariat increased slightly. As at 30 June 1989 the
percentage of women in posts subject to geographical distribution stood at

26.9 per cent, conpared with 26.3 per cent at 30 June 1988 and 25.7 per cent at

30 June 1987. In1985, the 30 June figure stood at 23.1 per cent. Table 1 gives
statistics on wonen in posts subject to geographic distribution. Mst noteworthy
isthe increase in the number of wonen staff at the director (D-2) |evel.
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Table 1
Number and percentage of women jin posts subject
Lo _geographicay distribution
30 June 1987 30 June 1986 30 June 1989
Level NO. % No. % No. %
USG 2 7.7 2 7.7 2 8.3
ASG 2 9.1 1 5.3 0 0
D2 2 2.4 5 5.7 7 8.2
D-1 24 10.5 19 8.6 15 6.4
P-5 54 11. 4 59 12. 4 64 13.5
P-4 149 22.2 162 23.3 170 24.5
P-3 238 34.9 251 39.0 263 40.3
P-2 165 45. 2 137 43.2 141 44.9
P- 30 71. 4 271 73.0 17 58. 6
B. Career development opportunities for women
5. The vacancy Managenent and Staff Redepl oynment Progranme has now been in effect
for nearly three years. It was designed to introduce a conpletely open systemwith
regard to the advertisenment of posts and to fill posts at duty stations with high

vacancy rateas. The percentage of pronotions for wonen under the vacancy managenent
systemi s higher than the 30 per cent target, wth respect to pronotions to P-2

t hrough P--5. It has had a twofold inpact on staff: nore apply for vacancies and
are promoted and nore staff choose to serve at other duty stations. Since the
inception of vacancy managenent, out of a total of 77 staff who moved bet ween duty
stations, 29 or 37.7 per cent were wonen.

6. By departnent or office the nunber of womennoving to posts through the
Vacancy Managenment and Staff Redepl oynent Programme varies. Qut of 47 staff
movements i N the Department of Public .nformation 20, Oor 42 per cent, were wonen.
In the Departnment of International, Economic and Social Affairs, the conparable
figures are 5 women, or 29 per cent of the total 17 who noved. Si xt een posts were
filled in the Department of Technical Co-operation for Development, four of them
or 25 per cent, by wonen. Three wonen, or 27 per cent of a total of 11 staff, were
sel ected by the Econonmic Commi ssion for Africa (ECA). Eight posts were filled

t hrough vacancy managenent in the Departnent of Political and Security Council
Affairs, four, or 50 per cent, were wonmen; and in the Ofice of Legal Affairs the
percentage is 47, or 8 out of 17.
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7. Aconparison with the old systemof pronotion is given belowin table 2. The
years 1982-1986 illustrate the old system. A linited review only took place during
1987, and 1988-1989 covers the period during which vacancy nmanagerment was fully
oper ational . The overall nunbers of those pronpted are much fewer owing to
retrenchnent. It should be notedthat a greater number of cuts oc. urred at the

hi gher levels, P-5, DI and above.

8. The 1988-1989 columm, which covers the Vacancy Managenent and Redepl oyment
Programme shows that, while the percentage of women at the P-3 |evel who were
promoted to P-4 is approxinmately proportional to their distribution in the

P-3 ranks, the percentage of wonen at the P-4 level who were pronoted to

P-5 significantly exceeds the percentage share of the P-4 popul ation, e.g.

36 per cent pronpted against 24.5 per cent iu the P-4 group. As shown in table
the P-4 population is 170. In this respect, the vacancy systemwould appear to be
an effective tool for the advancenent of wonen into nanagenent positions.

9. Career path handbooks are under preparation for both the Professional and the
General Service and related categories of staff. The handbook for the General
Service staff and related categories will be finalized in 1990




Table 2

Promotions Of Professional staff occupying pos. cubject to geographic
distribution, by sex and crade, 1982-1986, 1987 and 1988-1989

158z-1986 a / _ 1987 b/ 1988-1989 c/.
Both Percentaje Both Per cent age Bot h Per cent age

Level  Male Female  soxes ferale Mal e Female  sexes femal e Hal e Fenal e sexes fenal e
o-1 172 26 198 13. 24 1 25 4 30 3 33 9.
£-3 EEE 124 520 23, 39 7 46 15. 32 18 50 36.
To 555 260 819 31. 51 35 g6 40. 29 18 47" 38.
-2 259 252 511 49. 23 25 48 52. 25 15 40 37.
?2-2 53 57 107 53. 0 0 0 0. 2 4 6 66.
Total 1 436 719 2 155 33. 137 68 205 33. 118 58 176 33.

2/ hggregate of regular pcomotion revieus, 1982-1986.

b/ Limited promotion review-

¢/ Those promoted or to be pronoted from 1 January 1988 through 31 Decenber 1989 under vacancy managenent

G obug
ystrbux

LT/Yv/8°0/Y
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C. Distribution of women by rxegion of origin
13. In ternms of region of origin, the presence of womren in posts subject to

geographi cal distribution remains uneven. Although in percentage terms, all
figures are higher than in 1988 (see table 3), the African, Mddle Eastern and
Eastern Eur opean regi ons renain seriously underrepresented. The continued
co-operation of Covernnents from _hese regions is solicited in providing suitable
wonmen candi dat es.

Table 3

Professional staff i.. posts subject Lo geographical
distribution, by region and gender as at 30 Jupe 1988

and 30 June 1989
1988 1989

Regi on No. of staff Women % No. ¢ staff  Wémen L)

Afcica 424 51 12.0 427 52 12.2
Asia end the Pacific 420 132 31. 4 412 133 32.3
Eastern Europe 249 14 5.6 261 20 7.7
Wstern Ewrope 569 174 30. 6 572 178 31.1
T.atin Anerica 189 57 30. 2 201 66 32.8
M ddl e East 122 21 17.2 119 22 18.5
North Anmerica and the 524 206 39.3 509 202 39.7

Car i bbean

D. Recruitment

11.  During the past year, while the nunbers recruited incrr~ased slightly, the rate
of recruitnent of wonen against posts subject to geographical distribution fell.
Thirty six out of 134 or 26.9 per cent of newy appointed staff were wonen compared
with 19 wonmen or 28.8 per cent during the conparable period a year earlier. O the
36 wonen appointed, 20 entered at the P-2 level, 11 at the P-3 and 5 at the P-4.
There is clearly a need for nmore high-1evel appointments.

12.  The uffice of Human Resources Managenent has deternmined that in order to reach
the target of 33 per cent women in the Secretariat by 1990, the O:qganization would
have to recruit about 150 wonen betwven early 1989 and the end of 1990. About

31 womenW || reach retirenent aye in 1989 and 1990 and an estimated 37 wonen can
be expected to leave the Organization for other reasons prior to the end of 1990.
Currently, women nmake up 26.9 per cent, a shortfall of 3.1 per cent. The Office of
Hurmman Resour ces *anagement hopes to meetthe target »y neans of nati onal
conpetitive exam nations, the internal conpetitive exam nations for pronotion from
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the General Service and related categories to Professional categories and direct
recruitment, Thanks to the co--operation of Governments in encouraging more women
candidates to sit for the examinations about 45 per cent of the successful
candidates over the last three years have been women.

13, Recruitment missions, which were temporarily suspended in 1986 and to a large
extent in 1987, have been rosumed. These missions have emphasfaed the need for
women candidates. Full use has been made of staff, whether travelling in
connection with national competitive examinations or on other official business, to
address government-sponsoi'ed meetings of professional women’s groups to provide
practical information conierning employment . portunities in the United Nations at
the P-3 level and above. During the pas!. year, such missions took place in tho
Byelorussian Soviet Socialist Republic, China, the Ddominican Republic, Greece,
Hungary, Indonesia, Israel, rta.y, Jordan, Luxembourg, Panama, Paraguay, Suriname,
Turkey and the Union of Soviet Socialist Republics,

14. In June 1989, all heads of departments and offices received a letter from the
Assistant Secretary-General for Human Resources Management urging them to increase
the number of women in posts subject to geographical distribution with a view to
achieving, to the extent possible, the participation rate of 30 per cent by 1990.
They were urged to review all existing and projected vacancies in their departments
and to submit concrete proposals - including setting numerical targets - for
increasing the number of Professional women in their departments. This exercise
encompassed all levels in the Professional and higher categories.

15. In order to meet the 30 per cent target for women in the coming period,

regular recruitment is targeted towards adding the required number of women to the
staff, The Office of Human Resources Management is also investigating additional
measures to increase the number of women in the Secretariat, among them: reviewing
the files of Junior Professional Officers (Jpos) of other United Nations bodier and
of Associate Experts with a view to adding women who are suitable to the
Secretariat stafft regularization of staff members who meet certain criteria and
who have been on short-term contracts for extended periods; permitting certain
staff who have been serving effectively under the 200 sories of Staff Rules, to
apply for posts under the 100 series of Staff Rules; as well as some direct
high-level appointments. The Office of Human Resources Management is also propared
to give favourable consideration to recommendations by department heads for
extending qualified women staff members beyond the statutory retirement age,
particularly when they can serve as replacements for staff who are on peace-koeping
or peace-making missions.

E. DPistribution across departmenis

16. The 1989 report of the Secretory-General ou the composition of the Secretariat
provides detailed statistical data on the distribution of women at each level by
office or department (A/44/604), The distribution of women across various
organizational units of the United Nations remains uneven (see table 4).
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Table 4
Numbex and percentage of wamen in posts sublect to geegraphical
distribution in the regional commissions and selected departments
with vacancy rates.above 10 per cent
30 June 1948 .30 Jvne 1989
No. Percentage No. Per cent age

Economi ¢ Conmi ssion for Africa 19 11.5 19 11.8
Economic Conmi ssion for Europe 9 9.0 10 10.2
Econom ¢ Commission for Latin

Anerica and the Caribbean 20 16.4 19 16.%
Econom ¢ and Social Conm ssion

for Western Asia 10 14.9 8 12.5
Econom ¢ and Social Conm ssion

for Asia and the Pacific 31 22.5 27 20.6
Uni ted Nations Conference on

Trade and Devel opnment 32 13.9 32 15.2
United Nation3 Centre for

Human Settlenents 13 28.9 14 31.1
Wrld Food Council 2 18.2 1 14. 3
United Nations Envi ronment

Programme 2 10.5 3 14.3

F. Particlpation in missions

17.  The huge operation in Nam bia has given the opportunity to over 800 staf { to
serve the Organization and assist in a peaceful trtnsition of Namibia to
independence. O the approximately 800 staff serving in the U * ted Nations
Transitional Assistance G oup (UNTAG),45.1 per cent are wonen. Two are senior
officers in the O fice of the Special Representantive, three serve as directors of
regional offices and thiee as heads of district. offices. In phase | ofthe Uni tad
Not ions Observer Mssion for the ver ification of Electoral Process in Nicaragua

(ONUVEN) mission, 42 per cent of the staff are womenincluding one at: the Senior
Ol ficer level .

I8.  As a result Of these missions, much broader opportunities have been creat ed
for the staff who remain to be exposed to higher levels of decision-making until
the mi ss io0on staft return. This has af forded short--termcareer opportuni t. iesfor- a
signi f icant number of wonen.




A/C.5/744/17
English
Page 9

11, PROGRESS MADE DURINQ THE FOURTH YEAR OF THE ACTION PROGRAMME

A. Institutional arrangements

19. Over three years have elapsed since the inception of the Action Programme for
tho Improvement of the Status of Women in the Secretariat, During the first phase,
the Co-ordinator, together with the Steering Committee, identified obstacles that
impeded the advancement of women in the Organization and submitted some 50 policy
recommendations. The second phase, now in progress, is concerned with the
implementation of these recommendations.

20. The person acting as focal point for questious relating to women in tho Office
of the Assistant Secretary-General for Human Resources Management took up her
assignment in mid-April 1989. An anticipated result of this assignment is that the
task of monitoring and facilitating the improvement of the status of women will be
integrated 4nto all activities relating to human resources management. The focal
point also serves as the searetary to the Steering Committee for the Improvement Of
the sStatus of Women in the Secretariat. This Committoe, ccmposed of senior women
and men appointed by the Secretary-General, monitors progress made and provides
guidance through reports and recommendations to the Secretary-General.

B. Implementation

1. Agtion takep o_n the measures approved w o n recommeudation
of the Steering Committee

21. During the period April to Auguat 1989, the Steering Committee mot five times
and submitted an interim report to the Secretary-Goneral with one recommendation.
The Steering Committee felt that there were two matters concerning the General
Service and related categories that the Organization should address promptly. They
recommended that there be a speedy and fair resolution of the outstanding appeals
and requests for reclassification arising from the General Service reclassification
exorcise, and that the secretarial occupation be restructured so as to ensure a
fair distribution of posts at all. levels. The Appeals and Review Committee will
continue its work of examining the remaining cases, With regard to the secretarial
occupation, bench-mark job descriptions for the swcretarial occupation at the

GS-3 to the GS-6 levels have been promulgated by the Chairman of the International
Civil Service Commission (ICSC).

2. Status report on the implementation of the action programme

22. The number of womon in the Secretariat in Professional posts subject to
geographical distribution has risen to 26.9 per cent despite the fact that the
period 1988-1989 marks the crucial final phase of the retrenchment exercise, with
resulting limitations imposed on recruitment. Because of retrenchment. it has not
been possible to establish targets for the recruitment of women by department and
level. However, realistic targets to meet the overall 30 per cent goal by end 1990
have been set. These include over the two-year period 1989-1990: approximately

/e
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20 worren entering the Professional ranks as a result of the Gto-P exaninations;
about 40 woren coning through the national conpetitive exaninations: about 85 wonen
by neans of regular recruitnent, regularixation from short-term to regular
contracts, extensions beyond the retirement age of 60, appointnents fromthe JpPO
ranks, conversion fromthe 200 series to the 100 series of Staff Rules, and sone

hi gh-1evel appoi ntments.

23. Four nbre women who had served on a succession of short-termcontracts have
been added to the nine reported in document AsC.5/43/14, paragraph 14 (c). Fewer
11-nonth contracts are NnOwW given.

24.  Personnel rosters have been restructured in collaboration with substantive
departnents to reflect nore accurately the occupational expertise required.

25. The practice of Secretariat briefings of Member States on recruitnent in order
to elicit greater nunbers of women candi dates has been continued in the past
12 months and has been expanded to include campaigns inl15 countries (see para. 13).

26. As a result of the devel opnent of strategies to increase the nunmbers of women
taking the national conpetitive examnations, the percentage of successful women
candi dates brought on board for the |ast theeexam nations were as follows: 11 in
1985, and 10 in 1987; in 1988, 14 cane on board, and 7 will join within the next

t hree nont hs,

27. In addition to the mandatory advertisement of vacancies throughout the
Secretariat, departnents and offices have been urged not only to release wonen for
peace- maki ng operations where Professional experience maybe enhanced, but also to
give every ppportunity to womento replace staff on these missions. These
tenporary replacenment assignnents provide qualified women with the opportunity to
denonstrate their capabilities for future career assignnents.

28.  Two handbooks on career paths in the United Nations secretariat are bei ng
prepared: one for staff in the General Service and related categories at
Headquarters, and the other for staff in the Professional category. The
publications, designed to help staff nenbers to assess their career option in the
Organization are conponents oft he career devel opnent systemfor all categories of
staff, Using the materialin the relevant handbook staff membersshould be able to
identify the duties and requirenents of higher levels intheir current occupational
group and at what level they qualify for a job in another occupation. Since career
advancenent requiries a match between a staff membersqualifications and the jobs
avail abl e, the handbooks are designed to assist staff nmenbers in making inforned
deci sions concerning their career goals. The handbook for General Service staff
and rel ated catagories is in the final stages ofreview and will be distributed to
staff menbers early in 1990. It will be adapted forstaff at other duty stationms.
A handbook is being devel oped for the Professional category based on a simlar
format.

29. Bench-mark job descriptions for the secretarial occupation at the G5-3 to
GS-6 levels have been conpleted and were pronulgated by ICSC in June 1989.

e
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Annex
IMPLEMENTATION STATUS OF THE 1988-1989 WORK PROGRAMVE
1. Implementation Of outstandi na reconmendations

contained in the Steerina Conmittee's reports,
es aovroved by the Secretary-CGeneral

(a) Introduce and take action on the results of the conprehensive nonitoring
system

Status: The Steering Committee and the OFfice of Human Resources Management
are closely nonitoring all departnents and offices. The Ofice of Human Resources
Management has urged directors and nmanagers to review all existing and projected

vacanci es and to submitconcrete proposals for increasing the nunber of womenon
their staffs.

(b) Utilize the vacancy managenent systemto further the career devel opnent
of wornen in all categories;

Status: The vacancy managenent programre is in place, and womenhave, during
1988- 1989, noved in greater percentages to higher |evels.

(c) Develop a staff rotation policy to ensure the effective use of human
resources while elimnating perceived disincentives to nobility, particularly in
the area of famly life:

Status: In caseswhere staff are transferred to other duty stations special
efforts are under way to transfer their spouses who are staff members through the
vacancy management programmre in order to naintain famly units. A staff rotation
and nobilisation schene based on occupational groups is being prepared for 1991 and
will assist in furthering these efforts.

(a) Conpl ete the devel opment of a data base on skills inventories and career
paths for wonen:

The computerized data base on occupational characteristics of staff
is still not fully conpleted. However, the Office of Human Resources Managenent
has devel oped and routinely produces a great deal of statistical data, and
approximate figures are already available.

(e) Further inprove the job design of posts in the secretarial occupations:

Status:  Bench-mark job descriptions for the secretarial support occupation
fromthe GS-3 w0 GS-6 |level were pronul gated by the Chairnman of | CSC.

(£) Devel op occupational training programmes for CGeneral Service staff based
on career path analysis:
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Status: In addition to increased training courses in electronic data
processing, supervisory and managerial courses for staff in both the General
Service and the Professional category have been expanded.

(g) Integrate the career development system for Gemeral Service staff with
the examination and selection process for advancement to the Professional category;

Statug: The handbook of career paths for General Service staff and related
categories in the United Nations at Hoadquartors includes information on the G-to-P
examination, the national recruitment examination and the competitive language
examinations for advancement to the Professional category.

(h) Establish a system for part-time jobs and flexible working hours w.thin
the context of restructuring and the post reduction process;

Statug: To date few staff members have come forward for part-time jobs, and
experience so far is that departments are reluctant to accommodate this proposal in
view of the reduction of posts. The Office of Human Resources Manugement plans to
examine the issue.

(1) Introduce further measures aimed at avoiding gender discrimination end
sexual harassment, both in the context of staff training and in the framework for
the administration of justice)

Statugs: Cases brought to the attention of the administration are being
addressed individually,

2. Improving carger prospects of women at offices away
from Headquarters

(a) Establish focal points at the various duty stations to follow up on
issues related to career development)

Status: Not yet implemented.

(b) Evaluate data on the gender distribution of General Service ataff by
occupation and determine measures necessary to avoid any differences in career
prospects;

Status: Now that job classification standards for General Service staff at
offices away from Headquarters have been issued, preliminary investigations are
being conducted with a view to undertaking this work.




