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At its ninety-seventh session the Executive Board considered document EB97/24, which 
reported on: (a) the status of implementation of resolution EB91.R16 establishing a time-
limit of 30 September 1995 for reaching the target of 30% for the proportion of all 
professional and higher-graded posts in established offices to be occupied by women; 
(b) the progress achieved towards increasing the number of women at D2 and ungraded 
levels as requested in resolution EB93.R17; and (c) the steps that have been and will be 
taken to implement the recommendations contained in the policy statement adopted by the 
Administrative Committee on Co-ordination (ACC) in February 1995 on the status of 
women in the secretariats of the United Nations system, as requested by the Executive 
Board at its ninety-sixth session. Subsequently resolution EB97.R12 on employment and 
participation of women in the work of WHO was adopted. 

The purpose of this document is to report to the Executive Board at its ninety-eighth 
session on progress made concerning the employment and participation of women as 
requested in resolution EB97.R12 and on the implementation of action outlined in 
section IV of document EB97/24 relating to the policy statement of ACC on the status of 
women in the secretariats of the United Nations system. 

INTRODUCTION 

1. The Executive Board, by resolution EB97.R12, reiterated the importance of achieving the 30% target 
for representation of women in the professional categories in the very near future. Members welcomed the 
steps taken thus far to increase the employment and participation of women at all managerial levels, including 
the highest categories, but stressed the need for further and immediate progress. 

ACTION AT HEADQUARTERS 

2. The post of coordinator for women's employment and participation in the work of WHO, mentioned 
during discussions at the ninety-seventh session of the Executive Board, has now been filled. The incumbent 
will work closely with all divisions at headquarters and with the regional offices in implementing appropriate 
action. 
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3. In order to determine what are the obstacles to progress in the recruitment, promotion and retention of 
women in professional posts, and to develop strategies to overcome these barriers at all levels of the 
Organization, a framework for action has been developed and the main steps are outlined below (it is 
anticipated that implementation of this plan will start immediately): 

- a review of studies on recruitment of women in the United Nations system; 

- a review of studies and relevant literature and of action undertaken by governmental and 
nongovernmental agencies, academic institutions, and multinational companies on recruitment of 
women in the private and public sector; 

-development of a protocol for surveys on factors that influence the recruitment (or non-recruitment) 
and promotion of women in WHO; 

- a review of policies and procedures of the Organization to determine what factors may inhibit the 
recruitment of women; 

-designation of contact points (professional groups, networks, institutions and individuals) to seek 
information on potential women candidates; 

-presentation of up-to-date disaggregated data on patterns and trends of professional employment, 
promotion and loss of staff at all levels of the Organization by sex; 

-collection of data on factors contributing to employment, promotion and loss of staff; 

-development of a questionnaire to determine what are the factors contributing to the departure of 
professional women from the Organization. 

4. A questionnaire will be developed for programme managers, divisional directors, members of the Senior 
Staff Selection Committee and personnel officers in order to establish reasons why more women are not 
appointed to posts and/or as consultants or members of technical groups and expert advisory panels. 

5. Headquarters staff and those of regional offices will share resulting information and material and ensure 
the implementation of appropriate activities. 

6. The effect of any reduction in force (RIF) on the recent gains in the status of women in the professional 
category w:ll also have to be carefully monitored. There is reason for concern that a reduction in the 
professional force could result in proportionately more professional women leaving the Organization than 
professional men, thus nullifying progress to date and undermining further progress. The reasons are that 
relative to men professionals, women professionals are generally more recently recruited and thus have shorter 
service; the RIF procedures currently place importance on seniority in service. The Division of Personnel 
will closely monitor the impact of any RIF procedure on the proportion of women staff in professional posts 
at all levels. 

7. An ad hoc working group on "gender training" has been established to develop training modules and 
materials. It is proposed to do a survey, first at headquarters level, to determine the main issues that need 
to be addressed through training. A pilot workshop was held with the Regional Office for the Americas in 
April 1996 and, on the basis of evaluation, a broader plan of action will be developed and implemented in 
this biennium. Information and material will be shared with the regional offices so that they may develop 
activities suited to their regional circumstances. 
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ACC POLICY STATEMENT ON THE STATUS OF WOMEN IN THE SECRETARIATS OF 
^ORGANIZATIONS OF THE UNITED NATIONS SYSTEM: STATUS REPORT 

Action proposed to facilitate the recruitment of women 

Treat women staff members of all organizations of the common system as internal candidates' when 
they apply for vacant posts within the system. 

8. As reported in document EB97/24, Staff Regulation 4.4 provides for the consideration of candidates 
from the United Nations and its specialized agencies as "internal" candidates. In the meantime, in an effort 
to broaden the search, the International Civil Service Commission (ICSC) is undertaking a trial dissemination 
of ICSC vacancy notices for a period of six months via the Internet using the World Wide Web (WWW). 
To this end, WHO has agreed to participate in this exercise and therefore all WHO vacancy notices will be 
entered on the WWW. 

Request organizations to use their field presence to "prospect" for women candidates in all disciplines. 

9. In order to make full use of duty travel, to the extent possible, to encourage the search for women 
candidates, guidelines will be developed to include, inter alia, the need for appropriate staff returning from 
¡mission to submit to the Division of Personnel names, curricula vitae and contacting addresses of potential 
candidates in order to include them in its centralized roster. 

10. The headquarters Office of Staff and Management Development will also incorporate in its training of 
WHO Representatives an item relating to employment of women. 

In cases where Member States are to submit candidatures, urge governments to submit at least one or 
more qualified women candidates for each position. 

11. The Division of Personnel is currently carrying out an analysis of the sex ratio of seconded staff. The 
resulting information will be brought to the attention of Member States in order to raise awareness of the need 
to make special efforts to find more women candidates for vacancies in general, and for secondment and 
employment under special agreements. 

Action proposed to encourage the mobility of women 

Develop a system for interagency mobility of women staff to increase their experience. 

12. At interagency level WHO, within the framework of the United Nations Consultative Committee on 
Administrative Questions (CCAQ), is participating in the feasibility study for a computerized system 
concerned with recruiting procedures. WHO is closely following up developments in this area so that such 
a system may be made compatible with a similar computer-based system for the identification of WHO and 
other candidates internal to the United Nations system to facilitate and promote the mobility of women 
between regional offices and headquarters and vice versa. 

Facilitate spouse employment by amending the Organization，s Staff Rules, where necessary. 

13. Since the amendment of the WHO Staff Rules in May 1995 to facilitate spouse employment, 10 spouses 
have been recruited on a short-term basis, of which 7 are women. 

1 i.e. as candidates already working elsewhere in the organization to which they are applying. 
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Encourage further development of spouse employment opportunities, encompassing not only the common 
system and other governmental and intergovernmental organizations, but also, to the extent possible, 
nongovernmental organizations and transnational corporations, and introducing relevant provisions in 
host country agreements; organize efforts in each United Nations location to promote spouse 
employment, led in the field by Resident Coordinators and in each headquarters city by a lead agency. 

14. WHO will be ready to participate in any interagency initiative in this area which CCAQ initiates. 

15. The Director-General also wishes to bring to the attention of the members of the Executive Board the 
recent change in law in Switzerland concerning the employment of spouses and children of international civil 
servants, which could serve as an inspiration for modification of other countries' host agreements. 

16. The new policy allows spouses of international civil servants and their unmarried children who entered 
Switzerland as part of the family before the age of 21 to enter the Swiss labour market, provided they are 
resident in Switzerland and live with the staff member. This new permit, called the "permis Ci", is available 
to the spouses (and children) of international civil servants regardless of their position within international 
organizations. 

17. WHO has so far received 21 requests from wives and 11 requests from husbands of staff members for 
the necessary attestation from the Swiss authorities concerning the "permis Ci" to be shown to prospective 
employers. 

Introduce measures such as flexible working hours, part-time work, job-sharing schemes, etc., which 
would promote a supportive work environment and foster the necessary changes in attitude conducive 
to the equal participation of men and women in the work of organizations. 

18. WHO will continue to resort to these measures, which have been in existence for many years, in order 
to maintain a supportive work environment conducive to the participation of men and women in the work 
of the Organization. 

Introduce appropriate policies and procedures to combat sexual harassment. 

19. A policy which includes informal and formal procedures for dealing with allegations of sexual 
harassment is coming into effect in May 1996. 

Pay particular attention to increasing the number of women in senior managerial positions. 

20. The ACC policy statement has been sent to all directors at headquarters and to Regional Directors, 
bringing to their attention the commitment to increase the number of women in senior managerial positions. 

21. Each division and regional office will be requested to provide a strategy to implement each aspect of 
the policy. 

22. The Director-General will hold the first review session with the Assistant Directors-General and 
Regional Directors to assess the implementation of the policy during the Global Policy Council in 1997. 

ACTION BY THE EXECUTIVE BOARD 

23. The Executive Board may wish to note this report. 


