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INTRODUCTION

1. This report has been prepared in response to the request of the General
Assembly in resolution 33/143 on personnel questions that the Joint Inspection
Unlt contlnue to study and report on the provisions of the reeolution dealing
with, inter..-alig, the improvement of the representatlon of women in the pro-
fessional category and above in the UN system, from the 35th sesslon of the
General Assembly onwards 1/. Hence, this report con$titutes an updatlng of
Report JIU/REP/I7 l7 ,in the llght of rhe resolution.

2. The present report wlll gtve a brief overview of the action taken in
the various organizatlons of the {JN system to give effect to the recommendations
in JIU/REPl77l7 as reflected in Part III of resolution 33/143. The information
and conclusions are based on data collected by the JIU through a questionnaire
sent out to all participating organizations 2/. Several of the tables contained
in JIU/REP|7717 have been updated to show the situation ae it has evolved in
each of the organizations. These will be found in Annexes II and III.

3. The Inspector wisheE to record here his appreciation for the co-operetive
spirit in which each of the organizations has responded to the questicgnaire
and for the courtesies extended durlng a number of interviews in some of the
organizations.

A/RESi 33 1143, Part III, para. 6. Text of Part III reproduced in
Annex

U Like the prevlous report, this one covers the following organizations
in the UN system: United Nations (information was received separately from
the fol.Iowing: UNEP, UNHCR, UNICEF and UNIDQ and has been used as appropriate
ln this study), FAo, IAEA, ICAO, ILO, IMCO, ITU, UNESCO, UPU, ffiO and l,ll,lo.

Lt
I.
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I. DEVELOPMENTS SINCE 1977

4. JIU Report 7717 wae sent to the eleven participating organizations at
the end of January 1978. Several of them acted on it in the course of 1978
while others did so in 1979. The Administrative Committee on Co-ordination
(eCC) considered the report in October 1978 and submitted its comments to the
33rd Session of the General Assembly 3/.

5. The ACC welcomed the report as tfa contribution to the search for effec-
tlve means of achieving a goal that is common to all organizationstt!/. rt
recognized how important it was to provide direction and establish procedures
aimed at increasing the participation of women, on equal terms with men, in
the work of the secretariats. The ACC generally agreed that a central review
of progress in the common system as a whole towards that objective could serve
a useful purPose. However, it suggested that such reviews take place biennially
on the understanding that the personnel statistics - which also include informa-
tion on the number of women in the secretariats of all organizations - collected
by the ACCrs Consultative Committee on Administrative Questions (CCaq) would
continue to be published annually.

6. As for the JIU recommendations which concerned recruitment, the ACC
accepted the premise of the proposal to set targets in the employment of women
and generally agreed that, with certain reservations, recruitment goals could
and should be used as an internal spur to action towards full participation
of women in the work of the secretariats. However, the ACC members did not
endorse the suggestion that certain posts be designated for which \domen would
be glven priority consideration s.ince it ran counter to the objective of ensur-
ing equal opportunity for men and women to occupy any position for which
they may be qualified. There was su.bstantial agreement that even under
resource constraints and conditions of limited access. to the sources of candi-
dates, the organizations should adjust their recruitment methods. in order to
increase the number of women in the international civil service. The ACC
could not subscribe to the recommendation that the principle of geographical dis-
tribution be applied flexibly in the recruitrnent of women.

7. The measures recommended by JIU to ensure equality of treatment in service
were found acceptable - many organizations already applied them in practice -
excePt for the suggestion that trainee posts be created for which women would
be given preference. Nor did the ACC accept a related proposal that permanent
posts be selected for vromen having successfully completed a yearts probationary
serviie. Both suggestions were considered to be inconsistent with the principle
of equality of opportunity.

8. Finally, the ACC agreed that staff rules governing employment should be
interpreted in a manner that would meet the special problems faced by women

with family responsibilities. This applied to part-time employment, flexible
working hours and maternity leave. There was also agreement on the need to
re-examine the hitherto restrictive policy regarding the recruitment of married
couples, a matter which the ACC proposed to refer to the International Civil
Service Commission for consideration.

A/33/105/Add.1

Ibid., para. 3

lt
4l
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9. JIU Report 7717 and' the ACCrs comments on it were considered by the
General Assembly at its 33rd session in 1978. It was generally agreed that
women should participate, on equal terms with men, more fully in the work of
the secretariats of the organizations of the united Nations system, but
not to the detriment of the principle of e{uitable geographical distribution.
Resolution 331143 on personnel questions, adopted on 20 December 1978, recommended
ln Part III that the United Nations and other organizations in the LJN system
adopt a number of measures to increase the proport.ion of women in the pro-
fessional categories and above and, more generally, to foster equal employ-
ment and career develo,pment opportunities for women 5/.

IO. The executive bodies of the majority of the organizations considered
JIU Report 7717 ar.d either noted it or, as in the case.of the larger organiza-
tions, took certain decisions to have a number of the recommendations imple-
mented 6/. Some of the smaller agencies pointed out that their size and the.
hlghly specialized and technical nature of theif work precluded the implementa-
tion of some of the reportts recommendations. Generally the executive heads,
legislative and/or executive bodies have committed themselves to increase the
proportion of women in the professional category of the secretariats, with due
regard to the particular circumstances of each of the organizations. Slmilarly,
they all subscribed to the principte of equality of opportunity.

11. Subsequent to the adoption by the General Assembly of Resolution 33/143
CCAQ considered the following subjects on which it was expected that organiza-
tlone could reach a conmon understanding: the relaxing of restrictions on
employment of spouses in the same organizations I adequacy of the maternity
leave provislons; and development of part-tirne ernployment possibilities.
They were dealt with by CCAQ in the course of summer 1979. .As, a first step,
agreement was obtained on a revision of maternity-leave provisibns.

2l See Annex I.

9! FAO: 74th Session of the Council, CL 74lREp (Nov/Dec f978); reporrs
of the Programme and Finance committees, respectively cL 7413 and eL 7414
(eug 1978)1 and Director-Generalrs comments, CL 74113 (Match 1978).

LAEA: Board of Governors (June 1979).
ICAO: 95th Session of the Council (Dec. 1978).
ILO: 2llth Session of the Governing Body (Nov. L979) - First Report of the

Programme, Financial and Administrative Committee, GB. LLL|L3l25, paras. 53-65;
and Dlrector-Generalrs comments GB. 2l-IlPFAl5ll (Oct. 1979).

IMCO: 40th Session of the Council (May f978); and Secretary-Generalts
conunenffi n l2l- .

ITU: 34th Session of the Administrative Council.
UNESCO: Reeolution adopted at the 20th Session of the General Conference,

20 C/R;;lGion 23.21 (oct/trtJv. 1978), in connexion with the Director-Generalts
draft long-term recruitment plan, 20 el53; t05th (oct. 1978)' 107rh (June 1979)
and 108th (Oct.1979) Sessions of the Executive Boar:d - 105 EX/Decisions
(Decision 3.3.1), 107 EX/Decisions (Decision 6.2) and 108 EX/Decisions (Decision
3.3.1) respectively; and Director-Generalrs observations, I05 EX/5 (eug. 1978),
and reports 107 EXl26 (April f979) and I08 EX/4 (Oct. 1979).

I.lllO: 63rd Session of the Executive Board, EBl63. R25 (.lan. 1979); and
Dlrector-Generalrs reports, EB63 127 and EB63/36 (Oct. 1978).

t...
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II.

General Review

ACTION TAKEN ON SPECIFIC ISSUES

L2. Staff at the professional level and above - but elcluding field experts -
of the eleven United Nations organizations, totalled 8899 members in 1977 (8715
in 1976), of whom 82.I% G2.37" in 1976) were men and 17.9% (17.7% Ln 1975)
women. By the end of 1979 total professional staff rose to 9106, of which
8I.7% were nen and 18.3% women. Thus, overall there has been some improvementr
albeit not substantial, in the percentage of female staff in the 11 organiz,a-
tions. However, taken individually the organizations have shown widely differ-
ing records of achievement in their efforts to increase the proportioa of women
on their staff. A few have been progressing steadily (Utt, FAO, UPU and tlHO);
some have remained almost unchanged (tAne, IC.AO, IMCO, ITU and WMO), and two have
shown a decrease (ttO and UNESCO) 71. Partly because of their size and
constitutional constraints which limit their sources of recruitment, and partly,
it was claimed, because of the highly specialized nature of their functions, the
smaller organizations continue to find it difficult to appoint proportionately
more $romen than men. Graph 1 shows the employment of men and women by different
grades in the 11 organizations for 1976 and 1979 8/. There has been a drop in
the number of staff at the P-l and P-2 levels. This appears to be due in part
to reduced recruitment (such as at the ILO and WHO in the wake of-budgetary
contractions), but even to a greater extent to the trend observed over the past
several years to recruit staff at higher entry grades.

13. The United Nations Secretariat is the biggest employer of professional
staff among the 11 organizations. In 1979, the total United Nations staff in the
pfofessional category and above amounted to 3685, which was 40.5% <tf those
employed by all organizations. Of the female staff, 48.5% were employed by the
United Nations. Moreover, the 5 larger organizations, i.e. the United Nationst
FAO, ILO, UNESCO and WHO, together accounted for 86.07. of t-he total professional
staff in 1979, and 90.77. of the $romen in the professional category.

ll See Annex II.

8l The 1975 data are based on Annex I rrcrr to JIU/REP|7717 and those

"on.utiit 
g L979 on Anr.ex II rrcrr to the present report-
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Graph 1

MALE AND FEMALE PROFESSIONAL STAFF IN ELEVEN

UNITED NATIONS 0RGANIZATIONS BY GRADE (1976 and 1979)
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14. The points of concentration by grade are still found to be P-2 and P-3
in the case of women and P-4, sometimes P-5, in the case of men, as illustrat.ed
by Graph 2 91. Practically no change has occurred at the highest professional
levels. Whereas in 1976, out of 1519 posts at the P-5 level, 96 or 6;37. were
occupied by women, in 1979, \,vomen occupied 121 posts or 6.5% out of a total of
1863 at the P-5 level. Nor has the situation at the D-1, D*2 and Assistant-
Secretary General levels improved either. In 1979, out of 663 posts (5t3 Ln
1976) at the D-1 level, only 24 (20 in 1976) were filled by women. Women at
the D-2 level numbered 4 out ot 206 (3 out of 181 in 1976) - 2 at the United
Nations, 1 at the ILO and I at WHO. As in 1976, there were only 3 lromen in
1979 holding the rank of Assistant-Secretary General. No woman has ever been
the executive head of an organization of the United Nations system or a member
of ACC.

15. The reasons given at the time the L977 JIV report rdas prepared to explain
the small number of women above the P-3 level were again advanced. It has
been argued that many women have reached the P-3 grade through promotions from
the General Service category with insufficient educational qualifications for
further promotion. Also, the 1ow percentage of rdomen in the tfpyramid of
promotionft inevitably rneant that there were fewer rilomen available for pronotion
to the higher ranks. Another argument has been that it was difficult to find
suitably trained and qualified candidates for appointments at higher-level
positions, and that international organizations reflected the conditions in
many national administrations in which female representatives were few. It has
been contended that women were less mobile than men and that their family
commitments presented greater obstacles to their employment. It is clear that,
in some cases, these arguments serve to justify lack of action.

16. However, with the impetus given by the General Asembly resolution 331L43

there may be better prospects for improving the situation, particularly in the

largdr organizations. Indeed, these have revised, or are about to revise' to
a greater or lesser extent, their personnel policies and procedures in an effort
to meet the justified demands for \,Dmen to have Sreater access to employment and

promotion as well as more career development oPPortunities on an equal footing
with men. It would help maintain the momentum if the members of ACC were to
review regularly the status of women in the professional categoiy in all
organizations and at each level, especially at the higher levels' Careful
molitori.rg by the ACC of the implementation of the provisions of General

Assembly t""tlrrtio., 33 lL43 relating to women should be directed towards stlmu-
lating constructive actions and ideas for further improvement of the status of
women, in addition to providing information on Progress achieved.

B. Setting of Targ,ets

17. In its 1977 report, the JIU suggested that, wherever possible, targets be

established for the recruitment of vpmen as a spur to action. It also
suggestd that, in order to make targets more effective, these might be

expr"ssed not only as goals of the organization as a whole, but also in specific
terms for each major organizational unit. In considering the JIU report, the

ACC accepted the p..*i"u of the proposal to set targets, so long as any chosen

target figure was reason,able. These suggestions l{ere taken up by the General

Assembly which, in its resolution 331I43, called on the Secretary-Generalrrto
take the necessary measures to increase the number of women in Posts subjeCt to
geographical distribution to 25% of the total over a 4-year period in accordance

with the principle of equitable geographical distribution.tt. The other united
Nations organizations were also called on to establish targets.

2l See footnote 8. t...
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18. Table 1 gives a synoptic view of the situation in the 11 Unlted Nationg
organlzations with regard to target-settlng. While no otganization denies the
need for increasing the proportion of women in its professional staff, only
some of the larger ones have decided to establlsh speclfic targets to be
achieved wlthin a specific period of time. The smaller or hlghly technical
organizations have stated that the speclallzed nature of their functions and
activities as welL as the relatively 1ow staff turnover made lt difficult for
them to specify any targets at all. One of the main obstacles to recruitlng
more women from under-represented countries was said to be the dearth of
sultably quallfied women candtdates, partlcularLy for higher and technicaLly
specialized posts. Sonre technical drganizations have also pointed out that
constitutlotrally they !ilere required to draw their staff from the nationat
administrations of the Member States. The lower proportlon of women candidates
for techntcal posts was, in the oplnlon of the organizations, a reflection of
the recruitment policies of the national adminlstratlons and as long as these
practices were not npdified at the national level there would be little chance
of improving the situation in the organizationg concerned.

19. In two of the three organlzations that have established targets, there
has been, overall, an funprovement in the representation of tiomen in their
professional staff. The FAO, too, has seen a steady increase in the number of
r,romen though it had not set a speclflc targetl however, it used the figure
suggested in the 1977 JIll report as a general guideline. The trend, although
slow, as shown by the figures in Annex II, does seem to indlcate some progress.
From these examples lt appears that the setting of targets has had a positive
influence by stimrrlating action within the secretariats to lncrease the percent-
age of women in the staff.

20" Looklng to the future, it would seem that targets should be kept under
revlew in order to avoid stagnation and to provide further st.imulus to action,
In any event, they must be stated in realiStic terms but provide a sufficient
incentive to all concerned to pursue vigorously the ultimate goal of a more
equitable representation of nomen in the professional cetegory and above.
Targets should not be taken as rigl.d lmperati.ves, but should be flexible enough
to meet the varying circumstances and different functione of the organizations.

C. Revislon of Pollcy Statements and Directives

2L. In its resolution 331L43, the General Assembly requested the Secretary-
General of the United Nations and the Executive Heads of the other organizations
to issue |tin aceordance with the princlple of equitable geographical distribu-
tion, policy statement.s and dlrectives necessary to foster equat employtnent
and career development opportunities' for womenrf.

22. The Secretary-General of the Unlted Nations issued an information circu-
f..19/ which contained a number of guidelines for promoting equal treatment of
men and $romen ln the United Nations Secretariat. Their main intent was to alert
staff members to the policies, attltudes, behaviour and language required to
promote such equal treatment in the bellef that this $rould f,oster harmonious and
productive working relations and that the Secretariat was in a unique positlon
to provlde leadership in eradieating discrimination based on sex.

19t Infornation Circular ST/ICl79lL7 (8 March L979).
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Tabl"e I

TARGET FIGUNSS

Organization Xes No
Target suggeoted
by JIU in 1977

for 1980

Target ailopted
by Organlzatlon Renarks

{r}r x 25, 25f over four-
year perlod

L979-L982

GA Resolutlon 33/L43, Part III, para 1. The target
applies to posts subJeet to geographleal dlstribution.

FAO x T7, Target proposed by JIU conslde"ed unrealistie because
quallfiecl ancl.experlencecl feinale canilldates not aval-
Lable ln certaln speclalized flelds. Neverthelesst
the target Berves as general guitlellne, anal need to
recruit nore wonen stressed by the Dl}ector-Cenerel
on several occasiong.

IAEA x Alnost eitire Agency staff dram fron national adnl-
nistrations; these have vely fer, uonen enployed and
are reluctant to lose then to the Agency.

ICAO x The naJority of vacancies call for qualificatlons
ancl experience in one or nore of the technlcal fieldg
of avlation. Due to paucity of qualified fernale can-
tlidates, the Organlaatlon feels there vould be no
polnt in establlshing target figures.

IW x A speclal- Etrbcoonlttee. of the ldnlnlstratlve Cmnit'
tee (Joint nanagenent/staff unlon standing consulta-
tive body) has been set up to establ-ish target
figures.

IMCO x The specialized anil technical nature of IMCOts rork
and snall- slze of its Secletariat have lirnlted re-
cruLtrnent at the professional Leve1.

ITU X Most professional posts of a technical nature and
almost no appllcations receLved fron wornen for these
posts.

IJNESCO x 27fr z7fiby 1982 larget established by the UNESCO General Conference
(19th Segsion) wlthin franework of a long-tetn
recruitnent p1an.

UPU x Because nantlatorlLy requirecl to draw staff fron
natlonal postal athninistratLons the Bureau cannot
fix targets. Houevet, priorlty given to qualtfied
wonen candiclates when such are proposecl by a postal
adninistration.

lIH0 x 22' 20! by 1980 Target set by the Director-Cenetal-, and endorsetl by
the D<ecutive Boarcl, as nore realistic in the llght
of nurnber of expectecl separatlons and of posts in
established officbs"

llMo x Because of l-ts snall slze and the linited nunber of
vomen working ln its fiel,cls of activlty, the Orga-
nlzation voul-d be unable to neet target flgures.
This was cohfirmed by the Etghth l,lMO Congress
(yav t9't9).
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-23. The Director-General of FAO introduced a number of measures as part of
a frpositive action programmerr subsequent ,to a policy statement issued in
L977 LLl. Measures envisaged are the building-up of a roster'of candidates
from which suitably qualified yromen could be identified, better representation
of women staff members in internal administration and advisory boards, expan-
eion of training opportunities and elimlnation of discriminatory language from
etaff rules and official circulars. The Directors-General of ILO 12/ and
I,IHO 13/ llkewise issued policy statements which included specific measures to
brlng about equality of opportunity and treatment for women and men. These
meesures concerned matters such as recruitment, placement and assignment,
career development and promotion. Other organizations have reported that the
review of policy directives and staff regulations was an ongoing, process in
which care lvas t,aken to eliminate any provisions whlch might militate against
equal opportunity for rdomen and men or which might contain any element of dis-
cr iminat ion.

24. There is an obvious need to keep policy statements and directives, as well
as administrative measures, under continuous review. Representation pf women
ln the professional staff, especially in the higher gradesn.is still far fron
eatisfactory and should be followed closely. Some organizations, such as FAO
and lJlIO, hdve instituted special arrangements for monitorlng the implementation
of the policy statements and directives issued by their executive heads
concerning the status of women in their secretariats. Such a practice could
be generalized in all organizations by, for example, entrusting one of their
personnel advisory boards with this monitoring task. Each executive head
could receive an annual report from the board which could'suggest any further
measures that may be required.

D. Equalitv of Opportunity for Promotion and Career Development

Rep,resegtatio.n, of Wggen on Personnel
Advisory and Administrat-ive Boards

25. In order to foster equal employment and career development opportunities
for women, the General Assembly resolution requested the Secretary-General of
the Ugrlted Nations and the executive heads of the other organizations to ensure
that women were rfhenceforth fairly represented on personnel advisory and
administrative boardsrt. Table 2 attempts to give an overview of the situation
with regard to participation of women in boards which appear to be comon to
most of the 11 organizations.

L\l Bullerin No. 77lSl (ra.ro.t977).

Lzl ILo Circular 61I45 (24.7.1978).

13i Information Circul ar TCl78l42 (17.5.1978).
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Table 2

PARTICIPATION OF UOMEN IN

PERSONNEL ADVISORY AND ADMINISTRATM BOAnDS y

I/ Ooty boards or connittees Ilsted which are connon to nost organizations
(e. g. adninistratlre conmltteee, appeals boards, pensr.on comrnittees) .

Organlzatlon

UN

Boards
t llooen

Rsnarks
rg76 r979

- Jolnt Advisory Com. (HQs)

- Appolntnent and Pronotion Board and Conraittee (HQs)

- Jolnt App€als Board (HQs)

- Jolnt Disciplinary Coron. (HQs)

- Panel to Investigate Allegations of Dlscrininatory
Treatnent (HQs)

18
L7
.L

zlt
20

60

Chalr person of JAC vas a vonan for perlod '78fp

FAO - Establishrents Cmnlttee and Subcodr.
- Professlonal Staff €i&1ectlop. Conrnittee
- GS Staff Selection Conm.
- Fleld Selection Panels
- lppeals Cmnlttee
- Pension Connlttee
- ExternaL Training Advisory Connittee

0
L2
.,4

25
11

L2

1>
1"1

In all, 25 advlsory and ailninistratLve bodles

IAEA - Joint Atlvlsory Comn.
- Joint Conn. on trPil Staff
- Joint Advlsory Panel on GS and M+0 Staff
- Jolnt Appeals Conn.
- Jolnt Dieclpllnary Comn.
- Joint Staff Penslon Co@.

I
U

33
28
lr)

8

8
0

tt
lro
8

In all, 12 advlsory and adnlnistratlve botlles,
uitb an overal,l percentage of romenrs particl-
patlon of 4 1n 1976 anct l-979

ICAO - Appointnent and Promotlon Boartls
- Staff Advisory Conn.
- Advisory Joint Appeals Board
- Staff Penslon Conn.

0

0
0
n

A uman has been servlng as Secretary to the
Staff Pension Cmnittee eLnce L97lt

- Adnlnistrative Conn.
- Personnel Managenent Conrn

- Reports Board
- trGStr Gradlng Appeals Conm

- ilPn Cratllng Appeals Conn.
- Joint Staff TraLnlng Conn

z>

U

20
t4
29

0
a2

Ll+
lr3

In all, 9 advisoty and adninlstratlve bodies,
ul-th an oversll percentage of vonenrs partlcl-
pation of L7 Ln 1916 and 19 t:o 1979

IMCO - Joint Advlsory Conn.
- Appointnent and PronotLon Board
- JoLnt Appeals Board
- Stanillng Conn. on Job Classificatlon

10
8

'1

The first three bodles were set up in l9T7 onlv
and nembership of the last one (19?9) has not -

yet been finalized.

rnt - Jolnt Advj.gory Coxon.

- Appolntlaent and Pronotlon Board
- Appeals Board
- Post ClassifLcatlon Review Board

u
U

0
0

The Appolntnent +ProDotl-on Board ls varlously
conposed and fuctlons elther as the Coordlna-
tion Connittee or ss a Board, dependlng on the
level of appoint'nents. Fenale staff Denbera
nay.slt on either one.

Itt{ESC0 - Advlsory Council on Personnel Policies
- Senior Persomel Aclvisory Board
- Junlor Persormel Advisory Board
- App€a1s Board trPil category

r0SI category
- Joint Dlsciplinary Conrn.

- Staff PensLon Corul.

lo

20
6?

0
t?

6
2l+

56

73
50

0

Tvo of the three fenals nenbers of the Aclvlsory
Council on Persomel Pollcies appointed ln 1976
veie unable to continue thelr partlcipatlon ln
the Coucil.
The terfi of the one uooan representatlre on the
Penslon Connittee expLred early l9?9 and there
vere only nale candidates for the 1979-82 elec-
tlons. In all, 1-0 advlsory and adnlnistrative
bodies, vith bn orerall percentage of vonents
partlcipatj-on ot 32 ln 19?6 and 39 1n 1979.

UPU - Appointnent and Promotion Conrnittee
- Managenent Conrnittee of the Welfare F\rnd

Ll+
lp

Tl+
20

h'H0 - Ad Hoc Selection Connittees
- Board of Inqulry and Appea1
- Standlng Cornnlttee on Reclassiflcatlon of Posts
- Ad Hoc Group on Reduction in Force
- Staff Pension Conn.
- Jolnt Ad Hoc l'r.C. on Enployment of Wonen

??

30
to

1;

?R

I7
tc

8
75

In a11,, 1{ advleory and adminlstratlve bodles
(tso of uhlch did not exist ln l-9?6). Overall
percentage of vonenrs participatlon l-n these
bodles nas 13 in L976 and.22 L\ L979.

rmo - Staff Selection Connlttee (trPtr Staff)
- Appointnent and Pronotlon Board (nGStr Staff)
- Jolnt Appeals Board
- Joint Discipllnary Conn.
- Staff Pension Comra.

o
o/lt

0
n

o/zt
0

lro
9

One of the nenbers (3) of the Appointnent and
Pronotion Board ls nomlnated on an ad hoc basls
by the Staff Connl-ttee. In a najorlty of cages
thls has been a fenale staff nenber.
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26. Some organizations such as FAO, IAEA, or WHO, have a number of advlsory
bodies that deal with very specific needs (for example, a Joint Conunissary
Conrnittee and a Joint Comrnittee on Food Service at FAO; a Joint Housing
Conrnittee and a Joint Schooling Conrnittee at IAEA; or a Suggestions Committee
and a Restaurant Committee at WHO). Except at. ICAO and ITU, it appears that
I{romen are rePresented in varying proportions in most of the advisory boards that
deal with personnel matters. It might be desirable to review the composltion of
some of the advisory boards or bodies which show a low percentage of women
relative to thelr proportion in the staff and to encourage a higher rate of
participation, particularly in those boards or bodies that are concerned with
matters of inunediate interest to women and their conditions of employment and
career development. Since members of most of the advisory bodies in each
organization are appointed jointly by the executive head and by the Staff Unlon
or Association, it is import.ant that the latter also makes an effort to nomLnate
more r{omen for such appointments.

Review of Recruitment Literature and Promotion Procedures,
Internal Training and Staff Rules

27. The General Assembly also requested that existing recruitment literature,
publicity, promotion procedures, internal training programmes and staff rules
be reviewed to ensure that women and men enjoyed equal opportunlty for promotlon
and career development. Table 3 summarizes action taken by the 11 organizations
to comply with the General Assemblyrs request.

28. A few of the organizations have recently reviewed their recruitment lltera-
ture and promotion procedures as well as some of their training programmes. The
smaller organizations have pointed out that the opportunities for advancement,
due to the very sm611 size of the staff, lrere very limited since openings ln
higher positions occurred infrequentlyl the problem was said to be as serlous
for men as it was for vromen. Most of the organizations have given assuranceg
that their staff rules and regulations, as well as their administratlve
procedures, had been reviewed at one time or another to eliminate any provisions
that could give rise to discriminatory treatment. Staff, irrespective of their
sex' were being given opportunities for training and career development.

Mea.sures to Prevent Discrimination on
Account of Marriag,e and Met,ernitv

29. The General Assembly resolution reconrnended that staff rules and procedures
covering assignments of married couples to the same duty station, maternity
leave, Part-time employment and flexible working hours, be reviewed and revlsed
as necessary. Table 4 summarizes the .current status of staff rules coverlng
these four areas.

30. To meet the request in the General Assembly resolution, ACC asked CCAQ
to undertake such a review. The result was a decision that maternity leave
provisions should be amended to extend the period of leave from 12 to 16 weeks
in order to be in llne with both the current practice in a significant number
of countries and the recommendations of medical authorities. Likewise, the
minimum pre-natal leave was reduced from four to three weeks. These revised
provisions have come into effect on I January 1980 and are being applled in
praCtically al! organizations,
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?ab1e ?

REVIEfi OF NECRUITI{ENT LITERATURE AND PNO}{OIIOT{ PROCEDI'RES,

INTEMIAL TRAINING PROGRAI,{MES AND STAI'F RI'I,ES

Organlzatlon
Recent Revlev Date of Last

Reviev Changes and Current Stetus/Renarks
Ieg No

I'N x 't o,71 Staff RuLes extenslvely revlseil l"n consultatlon vlth the staff repre-
sentatives in the Jolnt Advisory Comittee, to elLrninate any provislona
!la! night appear to endorse discrlnlnatory treatoent, and irV language
that night be interpreteil as not recognlslng the equal status of nonen
and nen.

rA0 x a) Recruitnent
llterature,
L979

b) Pronotion
procedures,
r979

c) Tratnlng
progralllles
and Staff
Rules
reviewed
regularly

a) Dlstributlon llst of vacancy announcenentg vLdened to lnc}ude Lnter-
national institutions engaged ln promoting wonenls status.

Recoumenclatlon 9 of JIU/RU0/Z/T Aehe applled.b)

c) Revievs carried out by Personnel, Divislon vhtch take lnto account
views of staff representatlve bodles and of AssocLatlon of Profes-
slonal Staffts W.G. on Wonen.

IAEA x Staff hr1-es,
L975

Changes Ln a nunber of beneflts. tltrat littLe recrultnent llterature
ancl publiclty the Agency uses ls non-discrininatory. ?rainl.ng prog"an-
nes open to nen anal u@en.

ICAO x Service
Code,
't aln

Revised Service Code reafflrred prlnciple of nondlscrlnlnatlon.
The naJorlty of vacancies cal.1 for technlcal queliflcatlons and expe-
rience in avlation. The OrganizatLon seLtlm recelneg appLlcations fro
qualified wonen candidates. In non-technlcal, flel.ds ronen occupy a
high proportlon of posts (e.e, 50fi ln Personnel).

ILo x 1 0?A The DGrs policy statenent (Irc Clrcular No. 6/f,15 of July 19713)' con-
tains a serles of speclflc neasurea under the heatllngs prospectLon and
recruitnent, placenent antl asslgnrnent, types of contracts, career tl6ve-
lopnent anal promotionr deslgned to brlag about equality of opportunity
and treatment

ilc0 I Staff Regulations and &ules antl arnendenents to these adhere to comgn
systetn. trbee classes ln four languages qren to alL etaff.

ITU x Staff Rules fo11ou the comon systen.
wonen antl nen equally.

Professional tralnlng open to

UITESCO

I

x ;taff RuLes; 1971
lrainlng progrqn.
oes andl recruit-
lent lltterature,

1 q?q

Staff RrLes revieved ln October lyl4 to. ellnln6ts all tllscrl.nLnatory
provislons. Internal trainlng prograones revleweal regularl.y. l{ecd for
nore applications fron wonen stressed in all letters cal-Llng for can-
dL{latures andl in vacancy notlces.

uPu x Staff Rules ancl Regulatlons fol_1os those of the III{. prootLons and
career tlevelopnent based on equality of opportunlty.

rmo X r97t+ vacancy notices are scrutLnized to ensure vorcl5.ng ls non-discrlnlnatory.
l,b-asures being currentf considered on hov to give vlder publlcity to
ffiIOts desLre to attract lrore sonen candldates. Staff RdLs vere intl-rely reviewed ln I97l+ to elinLnate aI1 discrLninatory rules or practl.ces.

mi{o x L975 Dlscrlmilatory prevLsions elrnrnateal fron staff Regulatlons. Tralnlng
prograntres open equally to nen and vonen.
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Table 4

CI'RRS{I STATUS OF SEIECTED STAT'F RIILES

Organlzation Assl-gnnent of narried couples
to same duty. station

Maternlty leave Flexible vorking ho're Part-tlB enplqrnent

I'N
Employneni of staff membersl
spouses elloved mtler the staff
rules srrbject to certaln llnt-
tations appllcabLe to other
r€latives as nelL. In the case of
married' gerving staff nenbers, ever
effort ls maCe on reassLgnment of
one to asslgn the gpouse to another
appropriate post at the sane duty
statlon.

Appltcatlon of CCAQ declslon
as fron 1.1.80! extension
fron 12 to 16 veeks, vith a
nlninw pre-natal leave of
I weeks

Introduced at IINIDO 1n
19?2 (for about 1/3 of
the staff) and at the IJN

Office at Geneva (for a
sma11 group of staef).
E:<perience acquirerl to be
taken into acco'ut ln the
development of a compte-
henslve proposal".

Staff rules and procedurer
belng revleued.
In a fev cases applled
at the UN Offlce at
Geneva and at ltNIDO.

FAO Staff rules on emplblnent of
narrled coupJ-es applleC flextbly.
Several marrl-eil couples uoiklng in
the field under Associated Expert
Schene, some on the sane proJect.

AppllcatLon of CCAQ decLslon
as fron 1.1.1980.

None. Indivldual arrange-
nents can be approved
when J rstified.

Currentb offered only to
telePhone oPerators and
language teachers. E(-
tenslon to oth€r groupg
under coaglcleratlon.

IAEA As a rnatter of poLicy opposed to
enplcynent of two persons of the
same fanily, except ln the case
of serving officlals vho narry.
No objectlon to a fanlly neuber
worklng ln another llN organiza-
tion ln Vienna.

16 weeks rrlth pay and possl-
billty of one year leave -
ulthout pay, in line yith
tbe general Austrlan practice
ard CCAQ declsion.

In folce slnce January
LV tO.

For trCStr staff on\y.

ICAC Spouses of staff nombers not re-
cruited unless no other suit-
abLe candldate avallable. When
two serving staff nembers narty,
both continue to serve though
neasures are taken to ensue
that neither ls ln a positlon
which cor:.Ld influence the career
of the other.

Application of CCAQ decision
under consideration.

None. No definlte measur€g
taken yet to lntroiluce
lt on a contlnulng basts.

ILO Reeently a couple, both rPr
staff, uas transferred from HQ
r.o an offlee in the fteld.

Appllcatlon of CCAQ ilecision
as frori 1.1.80.

In force slnca October
19?t+.

fntroduceC ln 19?5.

IMCO Sane rule as l-n UN! occasional
flexible appLication regardlng
enp)-oyment of spouses in the
lnterest of the Organization
on1y.

Application of CCAQ declsLon
as fron 1.1.80.

None . No fortnal provlalons
but nay be congLdered
l-n indivldual cas€s.

ITU Rule concerning faml1y relatlon-
ships unchanged since 1972.
Unless no other quallfleC person
available, spousss of servlng
offlcials (or other fantly members)
not appointed. No two members of
a family assigned to a same
department.

AppJ.icatlon of CCAQ decision
as fron 1.1.80.

In force since 19?3. Introduced ln August,
I Ot(

UNESC0 Staff rules exclude the posslbili-
ty of enploynent of two nembers
of the sane family, except in the
case of serving official-s who
narry anil except if no other
equalJ,y uell quallfled person can
be forurd.

Application of CCAQ ilecision
as from 1.1.80.

None. Part-tine employnent
lntrq.:luced tn ]972
inltia11y on an e:<perl-
nenLal basls.

IIPU Sane rules apply as in UN. Applicatlon of CCAQ decision
as flom 1.1,80.

None. None.

lJH0 Enploynent as s nelr staff nenber
of the spouse of a serving offi-
cial excludeil by the staff rules
except if no other equally quali-
fied person is available. Not ln
favour of changing this provision.
If tvo serving offi-cia1s marry,
there is no bar to reassigning
both to the sme duty station,
if this ls possible.

Appllcation of CCAQ decisLon
as fron 1.1.80.

ApplleC at HQs, Reglonal
offlce for the Americas,
and Reglonal Office for
Ewope.

Begular practlce sl.nce
19?5 when the Penslon
Fund Regulations nere
changed.

WMO Staff rules preclude enployment
of spouses unless no other equally
well- quallfied person avall-ab1e.

Application of CCAQ decision
as from 1.1.80.

Introduced in January
1 01n

fntroduced in July L979.
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31. As for the assignment of married couples, where both spouses are serving
staff members, to the same duty station, the information obtained by the JIU
was corroborated by that which CCAQ collected in connexion with its own examina-
tion of the subject. According to this information few organizations have apolicy designed to ensure that where a staff member is re-assigned to another
duty station, his or her spouse would be re-assigned to an appropriate post at
the same duty station. Although it appears that the problem has not often
arisen, when it did so it usually led to a resignation or leave without pay of
one of the spouses 

' or even to a separation in the family. Most organizations
stated that they are a\.rare of the problems and would make every possible effort to
assist the spouses in the case of re-assignment of one of them in finding employ-
ment for the other spouse, where feasible, with another UN organization at the
same duty station if employment within their ordn organization is not possible.14/

32. While synpathetic to a liberalized policy in the employment of spouses,
CCAQ considered that the matter was within the competence of the International
civil service conunission (rcsc). Howeverrmost of the organizations that replied to theJIU questionnaire have emphasized that they would have itrong reservations about
modification of the existing rules which bar, except in extenuating circumstances
such as non-availability of other qualified candidates, the recruitment as a new
staff member of another member of a same family in the same organization. Small
organizations face practical difficulties in assigning spouses to posts within
the same organization which are not related.

33. UNICEF has reported that it would be inclined to take a lenient view
towards the employment of spouses of UNICEF and other United Nations staff,
particularly in project posts and in field duty stations with few employment
opportunities for an accompanying spouse. During the recruitment process it
also tried to take into account the aspirations of both husband and wife and
to involve them in the interviewing and briefing process. It also advised
the spouses, if not offered UNICEF employment, of opportunities and prospective
employers at the proposed duty station. UNHCR stated that it would recommend
Sreater flexibility in the recruitment of spouses for temporary work in field
offices.

34. As for flexible working hours, the situation varies substantially from
one organization to another, as shown in Table 4. Those organizations that do
not have flexible working hours, allow individual staff members to make special
arrangements, when justified.

35. The situation with regard to part-time employment, as information gathered
both by JIU and by CCAQ shows, varies greatly dmong the organizations. Five
out of the 11 organizations have introduced part-time employment whefeas the
others either are reviewing their current rules and procedures or are offering
part-time employment to limited categories of staff. A few have no provision
for part-time employment. Data collected by the CCAQ show that at the end of
1978 there lrere 259 staff members working part-time of whom 52 were recruited
in 1978 to do such work. Six of the 259 were male and the rest were female.

L4l The UN Secretariat issued Administrative Instruction ST/eI/273 ia
February 1980 to introduce, with effect from 1 January 1980, greater flexibility
in the application of staff rule 104.10 concerning employment of spouses and to
provide guidelines regarding the assignment of married couples to the same duty
stat ion.
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While of, potential interest to men, it is widely accepted that part-time 
"rpfoy-ment offers primarlly a solution for female staff members who, while not wish-

ing to curtaiL unduly family responsibillties, vrant to continue their professional
careers. In view of the stlll unsatisfactory situation, organizations which
have not yet introduced part-tlme emplo1rment might wish to consider doing so as
soon as possible to provide an added incentive to married \{omen to accept employ-
ment, or to enable them to contlnue ernployment where family circumstances might
otherwise have obllged thern to glve up their professional activitles. There
should not be an overwhelmtng obstacle any more to a generalized introduction of
this practice in view of recent amendments to the United Nations Joint Staff
Pension Fundrs regulatlons to meet the increased demand for part-time employnerlrt-
poss ib il i t ies.

E. Measures to Improve Recruitment and Career Development Procedur'es

35. The General Assernbly invlted ACC |tto review the situatlon regarding recruit-
ment of, and career developrnent opportunltles for, women in the secretariats of
the organizations within the Unlted Natlons systemlr. The situation concerning
these two points, and any changes or progress over the past trro years, are
summarized ln Tables 5 and 6.

37. As Table 5 shows, six out of the 11 organizations report that they give
special consideration to tromen candidates whenever male and female candldates
are equally qualified. There is, however, considerable room for further
improvement, even in the smaller organlzations. Though appeals to Member States
to nominate more women candidates have not led to any significant increases,
the organizations should continue to press Member States to assume their share
of the responsibility in achleving the goal of a more equitable representation of
lvomen in the professional staff of the organizatlons. Moreover, offices of
personnel could intenslfy their.recruitment efforts through special missions,
and where possible, contacts with organizations and institutions which are anrare
of qualified women. The reactions of substantive units and of programme
managers to r^romen candidates need to be carefully monitored so that any inten-
tional or unintentional bias ie ellminated.

38. Table 6 shows that rnost organlzations have no formal career development
progr€rmmes and that none has training courses specifically designed for \{omen.
However, in many cases rromen are encouraged to take training that woul,d be
suited to their needs. Sonre of the organizations, especially the larger ones,
hope that ICSCfs initiatlve to deal with career development may encourage the
introduction of systematic career development programmes. A number of organi-
zations, however, has pointed out that, in their case, the small size and limited
turnover of their staff, or statutory lirnitations on the granting of career
appointments, would restrict the scope of such programmes. Nevertheless, in
the interest of staff development and motivation as well as of achieving ever
higher standards of efficiency and competence, efforts should be pursued to
establish well-structured career developtnent programmes integrated with training
suited to the particular needs of the organizations, and devised so as to
encourage fu1l participation of women.

39" A,nother important agpect in lmprovlng the recruttment and career develop-
ment sit.uatlon is the need to correct the significant under-representat.ion
of rsomen i.n the staff above the P-3 level. Just a revision of rules and
procedures may not be enough; A deltberate effort to recruit substantially
more young women to enable them to make a career in the organizations is needed.
Cr:rncomitantlyn recruitment of qualified women at levels higher than P-3 and
i.mproved opportunities for advancement to senior positions should be stepped up.
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Toh'l a (

RECRUITI'MNT PRACTICES

Organlzation
Special

Consideration
to Wmen?

Results achleved
over past 2 years Description of Proceclmes/Renarks

UN Yes I.n 1978-79, /+7 or
nearly l5.5ft of 3O3
appolntnents were of
wonen candidates y.

At least 2 out of every 5 candidates appointed to
posts subJect to geographical distrl-bution ln aach
departnent or office should be vmen. Rejections
of uonen candidates nust be Justified Ln urlting.
Special efforts to be made to recruit rronen at P./.
level and above.

FAO Ies In 1978, 8,9fr ot
female appllcants
were recrui-ted as
against 1r.8fr ot
nale appl-icants.

In L97V, 10 wonen (and
4 nen) and in 19781 8
r.rornen (and 1 nan) were
pr@oted frdn trGSfl to
rrPrr category.

The Professional Staff Selection CoNmlttee revievs
dirislonal reconnendations for appointnents, trans-
fers and pronotions on a conpetitive bssls. tlhenever
tno candidates (nale and fenale) are equally weJ,L-
qualifl-ed, the DQrs interest ln lncreasLng neber of
wonen in ilPil staff is taken lnto account.

IAEA No Vacancy notices state, trlt is inportant that appHca-
tions for thls post be received fron sultably quallfled
vonen as well as nenn.

ICAO Bet{een Jan. 78 and
Aug. 79r out of a total
of 91 appointnents ln
the trPtr and hlgher
categories, 10 vere
vonen. Ratio appoint-
nents high€r than that
of female/nale appli-
cstions.

Though recruitnent procedues nake no disthctlon on
the grouds of sex, special attentlon is pald to appJ-t-
cations subnitted by wonen. 59 out of a total of 1611
ripplications between Jan. 79 and Aug. 79 cane fron
uonen.

ILO Ies Between Jan. ?8 and
Sept. 79 a total of 7
somen (I out of 15
appointnents in 78,
6 out of 26 appoint-
nents in 79) appointed
r.rithin context of 1lni-
ted recruitrnent.

Other things being equa1. vornen are glven special consl-
derationl programe.manageis urged to glve priorltyt
if possible, to women candidates. Recruitnent st pregent
very litnited.

IMCO No 0f 12 posts advertlzed
in l97'l-79t d were tech-
nica1. I of the renain-
ins 8 vere fi11ed bv
woien" 2 non-technlcal
P-5 posts attracted no
fenal"e candidates.

Vacancies are circulated to ltbmber States and to UN ahd
other UN organizati-ons.

ITU No ITU provlsions limit recruitnrent to governrnent noralnated
candidates. Efforts to lift this ltuttation have faileal
so far. Governnents subm:it very fes rronen candldates.

ul{Esc0 Ies In 1977-78, nmber of neasures were introduced to
increase nunber of wden appol-nted to the staff, such
as reminding l,trenber States of the DGls desire to receive
female candidatures, prospecting anong lnstitutlons or
associations, priority to fenale appointments vhen can-
didates are other"wise dqually ue1l qualifiedr etc.

UPU No No distlnction nade on grounds of sex"
Since recruitnent nandaborily restricted to candidates
noninated by national postal adninistratlons scope for
increasing proportion of wonen on staff linited.

h[{o Ies Desplte a decrease i.n
the total nmber of
staff, the proportion
of vonen has beerr in-
creasing steadily.

Fol.loving adoption by the Executlve Board of a resolution
on recruitment of international staff, the DG iseued ins*
tructionsr ained at ensuring that the 2Q% \argel be attai-
ned by erid 1p80. Practical al'rangenents irlclude nonthly
lsports produced by a cmputerized moriitor'i-ng syslen"

Wl,!o No Vacancies are advertized through Menber States and other
UN organizations. Betueen i977 and 1"979, out of 40
vacancies, 28 (70fr) concerned technical or sclentiflc
posts. Out of 382 applications for these posts, 12 (i'l*
cane frorn vonen none of lrhon uas appointed.

y This applies to the United Nations Secretariat on1y"



-18:

Table o

CAREER DEVELOPMENT PROCEDURES

0rganization Changes over Description of procedurespast 2 years i
Rernark s

UN None Though no training courses designed
speclficaay for vomen exist, women
staff are being encouraged to take
full advantage of traini-ng opportu-
nities offered, particularly in
senior management training.

FAO Scope of language training
wj.dened. Speciql attention
given to the possibility of
uonen staff to parti.ci.pate
in training courses, in
some cases by amending
eligibility criteria.

No forrnal bdreer developrnent policy
exists. fnternal and external trai-
ning prograrnnes are expected to
lncrease career opportuities.

A career development policy pre-
sently being vorked out. Fbther
stinulus expected fron ICSCTs
lnltlative to deal uith career
developnent.

IAEA None No fomal career developnent proce-
dwes on a planned basis exist yet.

ICSCTs paper being exanineal vith
a vieu to i.nplenenting part or
all of lt in the Ageney. Inple-
nentation of a significant pro-
grame nay be hlndered by the
Agencyrs statutes $hich linits
pemanent appointnents to a
nlninum.

ICAO None Nornal career developnent procedues
apply to all staff.

The S.-G. has authority to convert
fixed-tern appointnents, usually
after 5 years of satisfactory ser-
v1ce, into career status, provlded
f.-t. appointnents renain at not
less than 25ft of staff. No l1ni-
tation on advancenent fron rrcsrr to
rrPrr categories.

ILO Issue of a D.-G.ts
instruction on 2/r,7.78
(ILO clrcular 6/u+5).

F4ual access to career developnent
prog"armes and to opportulties to
exerclse responslbilltles that nay
lead to advancenent up to high-1evel
decision-naking posts. Vacancies to
be fi11ed by conpetltion.

Lack of resources has delayed
lntroduction of a systenati.c
career developnent progralnne 

"Efforts, based on neu annual
reporting procedures, are being
nade on a nodest scal-e to provlde
trainlng requestecl by a staff
menber and endorsed by the chief.

IMCO None

ITU None

UNESC0 Increased participatJ-on
of vmen encouaged j-n
certai-n kinds of trai-
ning, especially xoana-
genent training to help
then accede to responsi-
ble posts.

No structurecl career developnent
procedures exist, other than the
nornal proeedues for recruitnent
transfer, prornotion, staff trai-
ning and perfonnance evaluatlon.

UPU None I,Iith a snall staff of already
experi-enced high-level- professio-
nals, no need of special career
developnent procedues.

WHO Prlority glven at present
to nanagenent training
for both male md fenale
staff.

No fornal sareer development
systen exists.

A staff developnent and trainlng
progralme exists to develop the
staffrs potential so that their
abilities can be fu11y utilized
by the Organizati-on.

l,llr{0 None Annml |tyear end revieustr by two
Boards (ttPn and trGSil) consider
promotion and/or granting of
permanent contracts.

1...
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F. Co-operatlon of MEnber States

40. Except for the Unlted Natlons and UNESCO none of the other organlzatlons
reported any increase ln the number of appllcatlons from women candldates desplte
repeated appeals to Member States. UNESCO recorded an increase from 19.4% in
1976 to 3L.6% ln 1978, which, however, was partly offset by a decllne ln L979.
The Unlted Natlons reported only a ellght increage. Some organlzatlong have
pointed out that the absence of women candldates may be a reflectlon of the
recrultment pollcles of the natlonal servlcee from which they largely draw thelr
etaff. Hence, lt ls clear from the rdplies recelved from the organizatlone that
much more needs to be done by Member States themselves to bring about an tncrease
ln the proportton of women ln the secretartats of the uN organlzations.

41. It ls intereeting to note that the percentage of women lncluded in the
delegatlons to the General Assembly at lts 33rd and 34tH sessiong was 3"6% and
4.9% respectlvely ln the case of representatlves, 10.87. and 9.4% respectlvely in
the case of aLternate representatlves, and L6.4% and 15.4% respectively. in the
case of advisers. ITU r'eported that a count made of national delegatlons
present at a recent world conference it had sponsored reveated that - exctudlng
representatlves fromembassies and nisslons - of technlcal staff 97.47. was male
and 2.6% fernale whereas the proportlone for admlnistrative staff were 66.7ol.
male and 33.3% femate. The organlzation polnted out that these flgures
roughly represented the present ratios in professlonal posts in lts secretarlat.
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III. SUMI'{ARY OF MAIN CONCLUSIONS

42. The great majority of executive heads, legislative and/or executive bodles
have expressed a commitment to increase the proportion of nomen in the pro-
fessional category of the secretariats. They also indicated that the orlnciple
of equality of opportunity should be applied rigorously. (Paraelraphs 5r6 and 10)

43. Despite this commitment and obvious efforts to lncrease the proportlon of
women, there has actually been little change over the past three yeers ln the
Percentage of women in the professional category, except for the UN, FAO, UPU
and WHO. (Paragraph 12)

44. !'lhere targets have been established by organizations, thls settlng of
goal-s appears to have inspired those organizations to take actlon to increese
the percentage of women. (Paragraph 19)

45. The small organizatigns have found it particularly dlfficult to increase
the number of women in their staff. (Paragraphs 1O, 12 and 18)

46. The majority of women staff in the professional category is still
concentrated in the P-2 and P-3 levels, in contrast to men who are concen-
trated in the P-4 and sometimes P-5 levels. (Faragraphs 14 and 39)

47. The executive heads of most organizations, particularly of the larger
ones, have issued useful policy statements concerning equality of opportunity
and enplo)rment, especially with regard to women. (Paragraphe 22 and 23)

48. Despite continuing appeals to Member States, whether by the executive
heads or by the executive and/or legislative bodies, there ls llttle evldence
that governments have responded by nominating more women candldates to
vacancies in the secretariats. (Paragraphs 37 and 40)

49. Practically all organizations have reviewed their etaff rules and
regulations at one time or another to eliminate any discrlminatory provisions.
(Paragraph 28)
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IV. RECOMMENDATIONS

1. Executlve heads and/or legislatrve bodies should continue to follow closely
the problem of representatlon of women in the professional category on the staff
of the organizations, particularly at the higher levels. Executive heads
should make thelr interest ln this matter known to the staff of the organizations
and from time to time revield measures already established and nevi ones which
nlght be started ln order to bring about an equitable balance between men and
women in the secretariats. (Paragraph 24)

2. A11 grganizatlons, eapecially the larger ones where the flexibility is
the greatest, ehould establish challenging targets for increasing the proportion
of women ln the piofessional category. (Paragraph 20)

3. Organlzatlons should press Member States to assume their share of the
reeponsibtllty in achleving the goal of a more equitable representation of
women in the professional staffs of the organizations by nominating more vromen
candidates. (Piragraph' 37)

4. Offices of Personnel in the various organizations should be directed to
take action to lncrease the proportion of women by special recruitment missions,
worklng with government representatives, contacting organizations which pre
aware of qualified women and monitoring carefully the reactions of substantive
unite to women candidates. (Paragraph 37)

5. More efforts should be made to increase the recruitment of young rdomen
at the lower grades to enable them to make a career in the organizations. Con-
comltantl.y, recruitment of qualified women at levels higher than P-3 should be
stepped up. (Paragraph 39)

6. The composltion of advisory boards or bodies which show a low percentage
of wonen should be reviewed in order to encourage a higher rate of participation
of women. I'Ihere members of such bodies are appointed jointly by the executive
heade and by the staff unions or associations, the latter should make a conscious
effort to nomtnate nore nomen for such appointments. (Paragraph 26)

7. In order to enhance career development of women, organizations should
review tratnlng opportunities for them and encourage them to take advantage of
euch opportunitles. (Paragraph 38)

8. Organizations should review promotion procedures and practices in order to
ensure equal opportunities for women to advance to higher professional levels.
(Paragraph 39)

9. Organlzations should consider extending the practice of part-time employ-
ment as soon as possible in or.der to provide an additional incentive to married
ytomen to accept amployment in the secretariats by enabling them to continue
their careera while maintaining their family responsibilities. (Paragraph 35)

LQ.- One of the personnel advisory boards in each organization (see Table 2)
shouLd be asked specifically to monitor, in the light of recommendations made
ln thie report, efforts of the organization to improve the representation of
women on the aecretariat and their promotion and career prospects. Each year
this bo'ard should report to the executive head on results achieved and problems
faced, and suggest any further meaaures that may be required. (Paragraph 24)



11. The ACC should revlew
category and above as well
Aseernbly Resolutlon 33/143
the purpose of tnformatlon
for the lmprovalent of the
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regularly the status of women in the professlonal
as the lmplementatlon of the provtslons of General
relating to women. This rnonltortng ehould be for
ae well as etlmulatlng constructlve actl.ons .and ideas
statue of women. (Paragraph f6)
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AITET I
Part III of General Assgmblv Resoluli.gn 33/I43,

adopted on 2O.December 197Q "

III
1. Requests the Secretary-General to take the necessary measures to

increase the number of women in posts subject to geographical distribution to
25 per cent of the total over a four-year period in accordance with the principl.e
of equitable geographical distribution and requests other United Nations organi-
zations similarly to establish targets for this purposel

2. Requests the Secretary-General of the United Nations and the
executive heads of the other organizations within the United Nations system
to issue, in accordance with the principle of equitable'geographical distribu-
tion, policy statements and directives necessary to foster equal employment and
career development opportunities for women.

3. Requests the Secretary-General of the United Nations and the
executive heads of the other organizations within the United Nations system, in
pursuit of these objectives:

(a) To ensure that women are henceforth fairly represented on
personnel advisory and administrative boards ;

(b) To review existing recruitment literature, publicity and promotion
procedures, internal training programmes and staff rules in order t,o ensure
that women and men enjoy equal opportunity for promotion and career developmentl

(c) To review and revise, as necessary, staff rules and procedures
covering assignments of married couples to the same duty station, maternity
leave, part-time employment and flexible working hours.

t+. Invites the Administrative Committee on Co-ordination to review the
situation t"[Iiffi[ recruitment of , and career development opportunities for,
women in the secretariats of the organizations within the United Nations system
and to submit periodic reports to the General Assembly incorporating specific
proposals to achieve this objective, from the thirty-fourth session of the
Assembly onwards.

5. Calls upon Member States to assist the United Nations and the
specialized ffficies to increase the proportion of women in the Professional
category and above by nominating more women candidates and co-operating with
the Secretary-General in the recruitment measures outlined in the present
re so lut ion.

6. Requests the Joint Inspection Unit to continue to study and report
on the implementation of the provisions of the present resolution dealing with
personnel policy reforms and the improvement of the representation of women in
the Professional category and above in the United Nations system, from the
thirty-fifth session of the General Assembly onwards.
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ANNEX II

Compos it io4 of Prof es,s iona-!- qlqff--U1

Grade, and by Male and Female Gloups

in Eleven Utit.d N"t&1" Ofg"qi i*

(tgtt 1978 and L979)

ANNEX II [Atr covers year 1977
ANNEX II I'Brr covers year 1978
ANNEX II rrCrr covers vear 1979

NOTE

The data presented in this Annex are based on statistical information
aupplled by eleven United Nations organizations (UN, FAO, IAEA, ICAO, ILO'
IMCO, ITU, UNESCO, UPU, WHO and I^]MO). The data include staff at headquarters
and other established offices, but exclude project staff in the field. In all
cases, except threerthe data refer to the situation at the end of each year.
The figures for UN and IAEA reflect the situation at the end of June of each
year, and those for UNESCO cover the whole of each of the three years and do not
represent the position at any fixed date.
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AIINEX rr ilA'l

ORGANIZATIONS

L977

P-t P-2 P-3 P'l+ P-5 D-1 D-2 tDc/
A.gG +

above

Total (%) Percentag
changes

over L976

UN Total
l,Ia1e
Female

LA2
47
55

63r
lro6
225

1004,
73L

'273

931+
800
13l+

523
/$8

55

2Lt,
207

7

81
79

2

39
38
I

3528
2776

752

100.0
78.7
2L.3

+ 2.9
+ L.7
+ 7.7

FAO Total
l,Ia1e
Female

6/+

3L
33

j-76
116
60

246
L95

5T

459
426
33

310
298
12

14
L22

2

28
28

17,! U2lr
L233

191

100.0
86.6
L3.l+

+ /y.5
+ 3.6

+'10./r

IAEA Total
l,trale
Female

T9
L2

7

57
34
23

95
85
10

r57
\42

10

ro/,
LO2

2

16
15

I
:

7

!
463
&L

52

100.0
88.8
LL.2

+ 7.7
+ 8./t
+ 2.O

ICAO Total
Male
Fenale

1

l
27
18

9

70
50
20

118
LL5

3

/+O

40
L2
L2

4
/+

1
1

273
2ll_
32

100.0
88.3
11.7

+ L.5
o "/r10.3

+
+

ILO Total
l,faIe
Female

2

a

l+I
26
T5

2L7
L56
6L

2tZ
224
23

L5/+
L41b

10

63
6I

2

2T
20

1

13
t2
I

758
6lr3
TL5

100.0
84.8
15.2

- 7.2
- 5.7
- 8"7

IMCO Total
Male
Female

5

3

4
1
3

16
7
9

28
27
I

T2
L2

5

2

2
2

1
1

73
57
16

100.0
78.r
2L.g

+ 2.8
+ 7"5

- 11.1

ITU Total
Male
Female

2
27
L7
10

57
/r8

9

59
56
3

3l+
33
I

L6
,2

9

?

20lr
181

23

100.0
gg.7
11.3

+ 3"O
3.1,
0

+

UNESCO Total
l4a1e
Female

35
2T
I/+

j.37
62
75

200
r2g

7T

324
276
t8

333
306
27

55
53

2

2L
2L

9
8
I

IL]/''
876
238

100.0
78.6
21.1r

+ /+.7
+ 6.3
- 0.8

UPU Total
I'fa1e
Ferrale

I

1
9
5
lr

20
18
z

L7
L5

2

10
10

2
2

3

?

2
2

6l+
56
I

100.0
97.5
l..2.5

+ 3.2
1.8

I/+.3
+

+

WHO Total
l,{a1e
Female

1g
L2

7

98
50
/+8

Ll+7

9/+
53

r8/,
L62

22

298
280

18

9l+
92

27
26

1

T4,
L/+

881
730
l-5r

100.0
82.9
T7.T

- 3"2
- 2"4
- 6.9

-lilMO Total
l,la1e
Female

I L9
U
/,

39
34

5

L9
r8

I

22
,:

8
I

2
2

IT7
lolr
13

100.0
88.9
11.1

+ 3.5
4.O+
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ANNEX II I'BII

ORGAN]ZATIONS

r978

P-1 P-2 P-3 P-4 P-5 D-1 D-2
^Dc/ASG +
above

Total (ft) Percentage
changes

over I97'/

UN Total
l,Iale
Female

83
/+o
t3

6l-5
lro5
zLO

LO6/+
760
30lt

9/+5
802
r43

535
/r80

55

.23r
220
11

78
77

1

/+2

/+L
1

3594
2826
768

100.0
78.6
2I./,

+ l.g
1.8
2.L

i
+

FAO Total-
l,Iale
Female

6o
27
33

162
103

59

250
t94

56

/+57
lr2r

36

333
320
13

urz
I/r3

/,

35
35

L6
L6

rt+6o
r25g
20r

100.0
86.2
13.8

+ 2.5
+ 2.L
+ 5.2

IAEA Total
l,tra1e

Fenale

T9
II
8

6L
37
2/+

1r5
102

13

].72
161

11

110
109

1

T9
T9

6
6

I
I

5ro
l+53

57

100.0
88.8
IL.2

+ 10.2
10.2

+ 9.6
+

ICAO Total
l,tra1e

Female

1

1

23
L5

8

72
/r7
25

TT3
109

4

/3 13
13

4
4

1

I
270
233
37

100.0
86.3
L3.7

1.1
3.3

L5.6+

ILO Total
l,Iale
Fenale

2

2

37
2/+

T3

L9/+
L37

57

229
209
20

15/+
I/+3

11

59
58

1

I7
16

1

L2
12

7Olr
599
LO5

100.0
85.1
Ilr.9

- 7.L
- 6.9
- 8.7

IMCO Total
l4a1e
Female

/,
2
2

a
3

L/+
7
7

28
27

l-

11

'1

4

!
A

2

1

i
73
50
t3

100.0
82.2
17.8

0
+ 5.3

- 18.8

ITU Total-
l4ale
Female

1

i
18
L/+

4

/+9

36
L3

81
75
6

34
33

1

I7,! 9
9

209
.'1 Q4

2/+

r00.0
gg.5
LT.5

+ 2.5
+ 2.2
+ /+.3

UNESC0 Total
l,lale
Female

23
T3
10

L/+J,

70
74

20r
L2ln

77

337
283

5/+

328
30L
27

65
63

2

2L
2T

9
I
1

1128
883
2/r5

r00.0
78.3
2r.7

+ 4.3
+ 0.8
+ 2.9

UPU Total
l,Ia1e
Fenale

I
6
2

23
T9

l+

T7
L5

2

10
t:

3
3

3
3

z
z

66
58
It

100.0
g7.g
f,2.l

+ 3.r' + 3.6
0

WHO Total
l'lale
Female

Ll+
7
7

82
/3
39

rtrs
88
57

LSlr
L62

zz

268
253v

79
76

3

30
29

1

I/+
Ll+

816
672
LlA

100.0
82.3
L7.7

- 7./t,
- 7.9
- /t.6

WMO Total
l,Iale
Fenale

6

1

2I
L5

6

38
32

6

25
23

2

22
aa

I
:

2
2

r22
107

1"5

100.0
87.7
l,2.3

+ 4.3
2.9

L5.l+
?

T
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ANNEX JI tt0rf

ORGAIIIZATION

1979

P-1 P-2 P-3 P-4 P-5 D-1: D-2 /oG/
ASG +'
above

Total (%) Percentage
changes

over 1978

UN Total
Male
Female

7/+

37
37

607
383
22ln

rogT
786
3LL

1000
830
r70

557
50/,
53

22/,
zLI

79
77

/r8
45

3

3686
2873
813

100.0
78.0
22"O

+ 2.6
L"7
5.9

+
+

FAO Total
l4ale
Female

60
35
25

181
111

70

258
l-94
64

/+93

456
37

334
320
I/+

14"
L59

/+

2q

35
T7
17

1,5/+r
1327

2L/r

100.0
85.1
L3.9

+ 5.5
+ 5./+
+ 6.5

IAEA Total
l,Ia1e
Female

u
10
lr

56
30
ao

r1g
106

13

1-75
L62
'l?

12/r
l-23

I

18
18

I
:

I
:

522
/165

57

100.0
89.1
10"9

+ 2.4
+ 2.6

ICAO Total
l,fale
FenaIe

a)
T6

9

82
58
2/,

II7
LIz

u
/r4

T6
l-o

3

?

1
l_

288
250
38

100.0
g6.g
13.2

+ 6.7
+ 7.3
+ 2"7

ILO Total
Male
Fenale

'l
!

i
35
2/,t

11

't Ro

L3z
57

<tr
203
18

L50
r/nr

9 l-

18
L7

't

tt
l1

681
583

OQ

100.0
6).O
Ilr.4

??
2.7
6.7

IMCO Total
l,fale
Fenale

1
1

7
3
lt

16
6
9

1J
1/.

1

tz
22

4

I
6

2

I
I

79
A4

I/+

100"0
82.3
l-7.7

+ 8.2
+ 8.3
+ 7.7

ITU Total
lhle
Female

1

i
18
13

/+7

35
12

at,L

75
6

3/+
33

1

L7
t_

9 207
183

2lr

100.0
88"/*
11.6

- 0.9
- r:t

U}IESCO Total
Male
Fenale

26
L5
11

LU
73
71

2a8
u2

75

328
275

3r3
287
26

o1
60

2/+,! 10
10

LL25
885
239

100.0
78.7
2L.3

- o.3
+ O.3
- 2.4,

UPU Total
Male
Fenale

9
6
3

ZU
L6
/,

16
u

a

6

2

o

2

?

3
2 oz

53
9

100"0
95.5
u"5

o"l-
8.6

L2"5+

WHO Total
l,traIe
Female

L2
5
7

78
/+o

38

un5
R2

63

17/+
L5/+

20

255
238
L7

89
a<

/,

3O
29

1

L/+
14

797
6trz
150

100.0
81.2
18.8

2"3
3.7
/+.2+

Wl,lO Total
l,Ia1e
Female

3
2
I

20
L/,1

6

3lr
4Y

an<t

2

2/+,! 8 118
ro/+

LAh

100"0
88.1
11 0

- 3.3
- 2.8
- 6.7
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