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EB99/SR/11 

ELEVENTH MEETING 

Saturday, 18 January 1997, at 9:00 

Chairman: Dr A. Y. AL-SAIF 
later: M r S. N G E D U P 

WHO REFORM (continued) 

Role of WHO country offices: Item 11.3 of the Agenda (Document EB99/15) 

Dr A N T E Z A N A (Assistant Director-General), introducing the item, recalled that, at its ninety-seventh 
session, the Board had requested the Director-General by decision EB97(13) to take action in seven specific 
areas regarding W H O country offices and to submit a progress report on implementation of the decision; the 
Board had considered that report (document EB98/3) at its ninety-eighth session, and had requested that an 
updated progress report be submitted at its ninety-ninth session. That report was now before the Board 
(document EB99/15). 

The country offices were the image and hub of the Organization at the country level, and significant 
progress had been made in improving their operation, although further efforts were required, in particular to 
develop unified country programmes. With regard to guidelines for the W H O Representative on the Resident 
Coordinator System, a manual had been produced and distributed to the regional offices for discussion with 
Member States. The revised procedure for the selection and appointment of W H O Representatives was 
already in operation, with Regional Directors submitting a short list of at least three candidates to the 
Director-General; the Member States themselves were fully involved in the selection process. Information 
regarding the costs of country offices had also been distributed; the documentation provided, however, did 
not give the full picture since it showed only regular budget funds and did not reflect financial and technical 
resources available from other programmes entrusted to W H O at country level. 

Dr B L E W E T T said that, despite the financial constraints, there had been a 100% increase in expenditure 
on country offices in the past 10 years and a further US$ 20 million had been allocated in that area in the 
proposed programme budget for 1998-1999. The additional documentation provided showed that country 
offices now accounted for 8 % of the entire W H O budget (and the proportion was increasing) and one-quarter 
of the regular budget allocations to countries. The Board must be given the opportunity to discuss the criteria 
for establishing country offices that were currently under development as there were a number of points to 
be clarified. For example, did the Organization need offices in nearly all countries? Did there come a time 
when countries no longer needed them? Should they operate for a specific period, and their usefulness then 
be assessed? In the European Region there was a tendency to use liaison officers rather than country offices; 
they were much cheaper and very effective, and he had been disappointed to see no reference to them as an 
alternative in the report. Finally, it was surprising that at a time when the criteria for establishing country 
offices were being considered a massive expansion of those offices was under way. 

Professor REINER commended the action taken in the seven specific areas regarding the role of W H O 
country offices, which represented one of the most important determinants of the W H O reform process as 
a whole. However, the relationship between those offices and the United Nations coordinating office at 
country level, which was usually the U N D P office, required clarification, in particular in regard to the need 
for a common intersectoral approach to basic social services, including primary health care. He supported 
the views of the previous speaker concerning the cost of country offices and the need to investigate 
alternatives. The liaison officers in the European Region had been a success in part because they were 
nationals of the countries in question. Nationals should be given preference; even when highly qualified, 
W H O Representatives who were not nationals of the country concerned needed time to understand and adapt 
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to the situation. The Regional Office for Europe should be commended for its approach which had proved 
efficient and should be tried in other regions. 

Professor PICO (alternate to Dr Mazza) said that, on the basis of his long experience in his country's 
Ministry of Health, he could confirm the importance of W H O country offices. If there was to be a critical 
review in a time of changes it was essential to take into account the reasons for the changes. The regional 
offices should assist, strengthen and complement the work of national health authorities in the context of 
national health policies; the size, composition and structure of each of the country offices needed to be 
rationalized accordingly by agreement between the Regional Director and the national health authorities. The 
strengthening of priority programmes required the presence of permanent consultants, as well as temporary 
consultants to help solve specific problems. Wherever possible, nationals of the countries concerned should 
be appointed. He agreed with Dr Blewett that the subject needed thorough study so that future expenditure 
could be rationalized and a more efficient job done in the field. 

M r K A N E K O (alternate to Dr Nakamura), expressing his agreement with Dr Blewett, said that the 
measures outlined in document EB99/15 appeared to be on the right lines. However, Member States should 
be consulted so that their views could be adequately reflected in the criteria for establishing country offices. 
Country offices were very important and needed to be improved so that they took the lead in technical 
cooperation at the country level. 

Dr B O U F F O R D , while expressing her appreciation for the information provided, said it would be 
helpful if an additional table were to be provided in the updated report to be submitted in May 1997 
indicating the other resources that were directed into country offices from the various W H O programmes. 
Country offices were clearly a very important area at a time of budget constraint, and it was essential to 
ensure that the resources were sufficient for the needs of countries and were appropriately allocated. She 
agreed with earlier speakers that the Board should examine the criteria for the establishment of country offices 
and hoped that adequate time and documentation would be made available at the 100th session of the Board. 
Funds allocated to a Member State should not be confused with monies paid to W H O employees in that 
country. Different strategies might have to be applied to different countries. The Director-General's report 
had not sufficiently reflected calls for nationals and non-WHO employees to be given greater consideration 
in the recruitment of W H O Representatives. Nationals certainly knew their countries, which was probably 
more important than knowing W H O ; there was also a need to increase the geographical representation of 
employees and, specifically, the representation of women. 

M r C R E G A N (alternate to M r Hurley) welcomed the assurances given on personnel issues. The Board 
had discussed the reforms in relation to W H O country offices on several occasions, and at its previous session 
some impatience to finalize them had been expressed. He therefore looked forward to the discussion at the 
100th session and hoped conclusions would be reached. Almost all W H O country offices were in developing 
countries and all least developed countries had one. He would therefore be interested to learn more about 
the criteria currently being used to categorize such countries. He was in favour of W H O country offices in 
countries where there was a clear need, but had reservations concerning those where the need was less 
evident. He asked for further information on the criteria being used in the selection of liaison officers in the 
European Region, and wondered whether that approach had wider applicability outside Europe. In general, 
he sought clarification of how the services provided by W H O at country level were focused on the needs of 
the country in question. All such support should contribute to building increased capacity and strengthening 
the country's basic health infrastructure, and he reiterated the importance of a unified single approach at all 
levels of W H O , which should underpin countries' own national health strategies. 

Professor L E O W S K I recalled that, at the ninety-eighth session of the Executive Board, it had been 
stated that the regional committees would be involved in discussing the establishment of criteria, and he 
hoped that information on their deliberations would be included in the report to be submitted to the Board 
at its next session. 
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Dr A N T E L O PÉREZ said that in his country only 6 % of W H O resources were spent on the W H O 
Representative, the remainder being used directly for programmes. The rest of the staff were comprised of 
national consultants seconded from the Ministry of Health. The experience of using national consultants had 
been evaluated in conjunction with the Regional Office and had been found to be positive. The use of local 
expertise had allowed programmes to be more effectively implemented at local level, and for the past two 
years programmes had been managed directly by municipalities. It would be worthwhile analysing that 
experience as a potentially useful mechanism for the future. 

Dr Z A H R A N (alternate to Professor Sallam) welcomed the collaboration between W H O country offices 
and national health authorities in identifying needs and drawing up programmes, which should facilitate the 
development of programmes that were in line with country priorities. Regional offices were dependent on 
information collected by country offices through their contact with national health authorities. For that 
reason, he favoured the recruitment of nationals as W H O Representatives because they were more likely to 
be aware of local conditions and should find it easier to establish and maintain links with local authorities. 
Such cooperation would facilitate the achievement of W H O ' s objectives. He stressed the importance of 
country involvement in the selection process for W H O Representatives. Finally, he endorsed the suggestion 
that the Board should have the opportunity of examining the criteria for establishing country offices. 

Dr SANOU-IRA welcomed the opportunity to discuss an aspect of the reform process that was essential 
to decentralization, and expressed appreciation for the report, in particular, points 4，6 and 7. The most 
important criterion in choosing W H O Representatives was their competence, regardless of nationality and she 
suggested that they should be assessed on the basis of the results that they achieved. Better results at country 
level would lead to an improvement in the results achieved by the Organization as a whole. The use of 
liaison officers appeared to be a good idea, but the report did not present enough information on that subject; 
again, the most important criterion for selection was competence. 

Dr FIKRI (alternate to Dr Al-Madfaa) agreed with Professor Reiner that the relationship between U N D P 
and W H O country offices had to be clarified in order to ensure proper coordination at country level. The 
latter must be strengthened in priority areas in accordance with country needs. National consultants had an 
important role to play because they understood country and regional priorities and they knew how to establish 
contacts with local authorities in order to promote the implementation of health programmes. Those 
programmes were not only the concern of ministries of health, and it was therefore essential to have national 
expertise in all the relevant areas. Regarding the establishment of W H O country offices, it was important 
to develop criteria and to ensure that priorities were respected. 

Dr W A S I S T O said that, in his country and region, the role of W H O country offices was increasing in 
a number of areas. Technical cooperation included the development of programmes and projects using W H O 
resources, and the development of cooperation with other donors such as the World Bank. More local 
consultants were being recruited and the budgeting system in W H O had been simplified. W H O country 
offices also represented the Director-General and the Regional Director in the increasing number of activities 
currently supported by W H O which required international collaboration, and provided valid information on 
international health matters to governments. Many W H O staff were also involved in medium-term health 
planning. 

Dr LÓPEZ BENÍTEZ said that the most important criterion for establishing a W H O office in a country 
was the clearly identified need for such an office. Experience had shown that some W H O Representatives 
carried out their tasks from a headquarters or regional perspective, while others tended to base their activities 
on country needs. The latter approach was preferable. In order to ensure the selection of good W H O 
Representatives, Member States should be involved in the recruitment process. He welcomed the recruitment 
of nationals as consultants. However, while the idea of national W H O Representatives was attractive, the 
potential political problems should not be forgotten. While nationals were familiar with conditions in the 
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country concerned, they might face difficulties in dealing with the authorities following a change in 
government, especially in countries where political development was not very mature. 

Dr S A M B A (Regional Director for Africa) welcomed the guidance provided by the Board, which would 
be very helpful in the difficult process of making changes. All 46 countries in Africa had W H O offices and 
two of the W H O Representatives were nationals, a public health expert in Algeria and a physician in 
Mauritius. During his time, there had been only one liaison officer in place, in South Africa. Before his term 
of office as Regional Director, W H O had evaluated the experience with national W H O Representatives and, 
on the basis of the evaluation, had decided to discontinue that practice. Two of the reasons given for making 
the change were of a political nature. In some cases, when the government of a country changed, it was 
expected that the W H O Representative should also change; in others, a government regarded the W H O 
Representative as a paid agent under its authority. The political pressures were tremendous, and W H O 
Representatives had to take a firm stand on the use of W H O budgetary resources and the awarding of 
fellowships to ensure that W H O rules and regulations were followed. W H O Representatives were answerable 
only to W H O and could not be compromised politically, culturally or socially. Apart from W H O 
Representatives, the other staff in W H O country offices, should as far as possible be nationals. Money was 
spent on project staff, as well as on administrative staff and, wherever possible, nationals were recruited as 
epidemiologists, sanitary engineers, environmental engineers and so on. Africa was a vast and varied 
continent, and some countries had more technically qualified personnel, while others had no candidates 
available. Recruitment was in accordance with W H O rules, and competence was the primary criterion, 
followed by geographical distribution, and priority was accorded to women if there were women candidates. 
There were currently six female W H O Representatives. 

Dr A L L E Y N E (Regional Director for the Americas) said that the Board had clearly recognized the 
importance of W H O having a physical presence at the country level as the best method of promoting technical 
cooperation. The debate hinged on what the nature and size of that presence should be. The increase in 
allocations for country offices was a manifestation of the kind of decentralization that the Organization had 
been discussing for a long time, and the fact that decentralization had been successful indicated that the 
approach adopted had been correct. 

One aspect that had not yet been touched upon was the kind of expertise required in W H O country 
offices in the light of the change-over from technical assistance to technical cooperation. At one time, under 
technical assistance arrangements, it was sufficient to have a "post office box number" presence in many 
countries, with some eminent expert coming in from time to time to give advice and then leaving. Technical 
cooperation, however, if it was to be successful, required a more continuous effort. It was not enough for 
a person to be an eminent epidemiologist or sanitary engineer; he or she must also possess an ability to get 
things done. 

He agreed with previous speakers that the political aspects of the selection of W H O Representatives 
could not be ignored; political pressures were found in all types of political systems. In the Americas, 
Representatives were non-nationals. However, efforts were being made to promote recruitment and 
secondment of nationals to other positions in country offices. 

Dr U T O N RAFEI (Regional Director for South-East Asia) said that one of the main aspects of the work 
of the W H O Representative and his office was to present an image of the Organization. If the performance 
of the W H O country office was not up to expectations, the image of the Organization as a whole was 
tarnished. For that reason so much effort was being made to strengthen the work of the country offices. In 
1996 the Regional Committee for South-East Asia had recognized the very important technical role played 
by country offices and the need to strengthen them, especially in the context of changing health needs in 
countries. In the past few years work had begun to look for new ways of organizing the country offices and 
of finding the most suitable persons for appointment as W H O Representatives. Since much political and 
cultural pressure was brought to bear on W H O Representatives, no nationals were appointed as W H O 
Representatives in his Region, and 70% of W H O Representatives came from outside the Region. 
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Dr S A M B A (Regional Director for Africa) added that a further problem associated with having 
nationals as W H O Representatives was that they tended to stay in their posts for a long time. It had been 
found that even non-nationals had great difficulty in operating after a 5-year tour of duty because they became 
too used to the country concerned. In fact, too great a knowledge of the country in which they served could 
sometimes be a disadvantage. 

Dr A N T E Z A N A (Assistant Director-General) noted that most of the points made by members had 
already been covered by the Regional Directors. The importance attached to the work of the W H O country 
offices was reflected in the fact that the subject had been discussed at four recent sessions of the Executive 
Board. The profile of W H O ' s presence in a country was changing in response to decentralization and the 
decision to allocate further resources to the country level. Those resources were mostly in the form of 
operations, not salaries. The Board would therefore need some additional information, which would be 
provided in May. As far as the question of liaison officers and W H O Representatives was concerned, more 
information was needed on the experiences in that regard in Europe. Copies of the guidelines on W H O ' s 
liaison with the U N D P coordinating system would be provided to Professor Reiner and Dr Fikri for their 
further information. Since the Board apparently wished to analyse the criteria to be adopted, members would 
be supplied with some backup information that could include a further indication of resources, including non-
W H O resources entrusted to the Organization for management at country level, and the arrangements for 
allocating them. Further work would have to be done to ensure the equitable representation of women among 
W H O Representatives. 

The Executive Board took note of the Director-General's report on the role of WHO country 
offices. 

Personnel policy and practices: Item 11.4 of the Agenda (Document EB99/16) 

P E R S O N N E L M A T T E R S : Item 18 of the Agenda 

Statement by the representative of the WHO staff associations on matters concerning personnel policy 
and conditions of service: Item 18.1 of the Agenda (Document EB99/INF.DOC./5) 

The C H A I R M A N drew the Board's attention to ABFC's review of personnel policy and practices 
(document EB99/4, paragraphs 15 and 16) and its recommendation on the subject. 

M r AITKEN (Assistant Director-General), introducing the Director-General's report on personnel policy 
and practices (document EB99/16), recalled that when W H O ' s reform process had been discussed some years 
previously, it had been considered necessary to develop a more forward-looking personnel policy in line with 
the other aspects of the reform. The view had been taken that the personnel policy should be developed in 
conformity with the United Nations common system, and the Secretariat had begun a process of consulting 
with the regional offices and staff throughout the Organization and looking closely at how personnel policy 
within the United Nations system was developing. The work done to that effect had now taken shape, and 
progress was reflected in the Director-General's report before the Board. The report was one of the first in 
the United Nations system to try to encapsulate the needs that would arise in the twenty-first century. In the 
past there had been staff regulations and rules, as well as certain individual policy elements, but a 
consolidated policy had never been considered. Much work was still in progress, but implementation needed 
to be begun as soon as possible. 

The elements of the policy reviewed in the report were very simple. First, there were the basic 
principles and standards of conduct of staff, the kind of staffing patterns needed in the Organization, and the 
contractual relationship which the Organization would have to have with its staff. It was felt that the present 
contractual system needed some overhaul, and the matter would be discussed with the Organization's staff 
over the coming months. W H O ' s recruitment and selection processes were also reviewed, and a more 
streamlined recruitment process had been identified. Staff development was then discussed, with specific 
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reference to performance management, both of individual staff and general performance management in the 
personnel field. The Director-General intended to take a series of measures to monitor progress, learning 
from both the private and public sectors. 

The document went on to deal with the role of managers and the development of management 
capability, a key feature of the new policy. Other areas covered included mobility, the advancement of 
women, and the need to develop team work. The issue of how to deal humanely and effectively with the 
separation of staff whose services were for some reason no longer required also had to be considered. All 
in all, the policy had been put together in such a way as to show that the United Nations common system 
policies could still be utilized advantageously in the twenty-first century. 

Dr R A Y (representative of the W H O staff associations), speaking at the invitation of the Chairman, said 
that it was totally unrealistic to think that W H O could function properly on a global budget that was smaller 
than that of the Geneva cantonal hospital. Staff were reaching the breaking-point in trying to do more with 
less, many doing the work of three people in order to maintain the functions covered by posts that had been 
abolished or frozen. The European Regional Office, for example, was experiencing severe difficulty in trying 
to do the work necessitated by the large increase in the number of Member States in the Region. Some 
programmes at headquarters that relied almost entirely on the regular budget had pitifully inadequate 
resources. The staff associations were gratified to note that the Regional Directors had all applauded the 
performance and resilience of their staffs. 

In many programmes, staff cuts were being compensated for by use of temporary staff. That had 
resulted in the emergence of two levels of personnel doing similar jobs, one of which had fixed-term contracts 
and the other temporary status, with vastly different pay and conditions of employment. The report on 
personnel policy and practices contained in document EB99/16 also called for a two-tier system, in the form 
of core and non-core staff, which - the staff feared - might lead to further nepotism and favours to a chosen 
few. 

The report was totally deficient, as it addressed no important recent trends or future needs. It was not 
based on meaningful consultations with staff associations or technical programme officers and failed to 
include a time-frame or a budget. The staff associations were unanimous in considering that the document 
should not have been submitted to the Board; that position had been made clear to the administration. The 
results of the personnel audit that had been carried out by Price Waterhouse had not been communicated to 
the staff associations and could not therefore be taken into account in formulating future personnel policy. 
The staff associations objected to the fact that sole responsibility for formulating a personnel policy for the 
entire Organization lay with the Division of Personnel. The staff associations requested that the draft 
personnel policy outlined in document EB99/16 be withdrawn and be replaced by a document that was the 
product of more reflection and greater participation of the staff associations and technical programmes. The 
staff associations proposed that a tripartite group be established, consisting of representatives of senior 
management, staff from both headquarters and the regions and members of the Executive Board, similar to 
the body established by the Council of the International Telecommunication Union. The group could focus 
initially on developing a short-term plan of action for acute personnel problems and then develop a 
future-orientated personnel policy. 

In an attempt to involve staff in discussions on W H O reform at all levels, as called for in resolution 
EB91/R22, a questionnaire had been distributed. The interesting array of observations that had been collected 
had been submitted to the administration, together with further ideas and proposals of programme directors 
and managers, but no action appeared to have been taken on them. A resolution adopted at the annual general 
meeting of the Headquarters Staff Association in October 1996 expressed the view that the administration of 
the Organization was inadequate, especially in allowing inflation of the highest echelons at headquarters. The 
lack of confidence in the internal administration was further expressed in a call for W H O ' s governing bodies 
to be more proactive in ensuring that reforms were being implemented in fact and not only on paper. 

The staff considered that while change was vital for the continued survival of the Organization, real 
reform could not be accomplished by the Secretariat alone. While reform required input from staff at all 
levels of the Organization, outside review was essential. The staff associations were of the opinion that the 
members of the Executive Board had the constitutional mandate and the moral duty to become actively 
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involved in shaping the reform process of the Organization and to ensure that both they and the staff were 
actively involved in implementing the necessary changes. Ultimately, the decision to maximize the unity and 
efficiency of the Organization was a political one, the leadership of the Board was thus vital. It might wish 
to consider commissioning an outside body to undertake the review and report back to the Board. 

Professor REINER noted that the item under discussion was related to the sensitive issue of WHO's 
structural organization and hence also to reform interventions, which depended on personnel structure and 
policy. Document EB99/16 was to be commended, as it listed the six principles that should guide the new 
personnel policy and submitted four indicators for monitoring implementation of the policy. Appropriate 
attention was paid to the development of managerial skills, a very important component of the management 
of human resources. The functions and tasks of contemporary managers were well formulated. 

The topic of recruitment of new staff was addressed only partially, however. That was an important 
issue, as the newly designated "core" staff would play a leading role in personnel structure. Specific criteria 
already existed for recruitment: each Member State should be represented by at least one staff member, and 
the number of staff from a particular country was determined by the financial contribution and population 
of the country. Were those criteria to be changed, in view of radical changes in the structure of W H O ? 

The Organization needed not only good management but also good leadership. H o w could that be 
ensured? 

The representative of the staff associations had proposed a number of changes to the proposed personnel 
policy, but it would be useful to have a more detailed, written description of the staffs view of how to 
improve and modernize the policy in the common interests of both the Organization and the staff. Personnel 
policy and practices were in the process of development, and the input of the staff was important. He 
encouraged the staff to submit more written material, which would help to narrow the gap between the 
governing bodies, the administration and the staff. 

M r S I M M O N S (alternate to Dr Calman) noted that the report contained in document EB99/16 and the 
comments of the representative of the staff associations represented the start of discussions on an issue of 
crucial importance. He reiterated that the staff of W H O were its most important resource, and an effective 
personnel policy was therefore essential in ensuring that the Organization could respond to increasing global 
demands. Much work remained to be done and the delay in embarking on reform of personnel policy had 
to be made up. He welcomed the recognition that redefinition of core and non-core staffing needs was 
necessary. Those categories should not appear to reflect first- and second-class citizenship but rather the use 
of different kinds of people for different kinds of work. In redefining the needs, the Secretariat should work 
with all interested parties. 

The growing emphasis on staff development was laudable, as it would ensure the acquisition of skills 
that could subsequently be deployed in the service of the Organization. The development of new performance 
management systems, and particularly the appraisal system that was under testing, was also of interest. He 
looked forward to reports on progress in that area. 

The willingness of the staff associations to play a constructive role in the evolution of W H O and 
particularly in its personnel policy was welcome. The administration should take advantage of that resource. 
He was unsure, however, whether the Executive Board should be involved, through the establishment of a 
tripartite group as had been suggested by the representative of the staff associations, in an area that was the 
responsibility of the administration. The situation was not comparable to that at the International 
Telecommunication Union, to which the representative had referred. 

Document EB99/16, the presentation by the Deputy Director-General ad interim on W H O reform and 
M r Aitken's introduction to the current agenda item showed that a welcome breath of change had entered the 
area of personnel policy, as had use of external consultants to advise on other aspects of personnel function. 
Further work in the field should be approached with increasing flexibility and imagination. 

Dr LEPPO also commended the report contained in document EB99/16. He recalled that reform 
measures in the area under discussion had previously been criticized by members of the Board. The present 
report represented good progress on the issue. Appropriate emphasis had been laid in the introduction on 
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teamwork, which was of necessity multidisciplinary in an international organization such as W H O . In 
discussions about core and non-core staff, the administration should distinguish between situations in which 
continuity was necessary and those in which different experience would be useful; the approach did not 
imply a two-tiered structure but reflected the functioning of the Organization. 

With regard to staffing patterns, he asked for clarification of the phrase "within the boundaries of the 
United Nations common system" in connection with the flexibility proposed in implementation. He noted 
also that the section made no mention of staff composition. It was important to determine whether personnel 
were being used in the right places for the right purposes. For that purpose, staff composition should be 
examined in relation to the policies and programmes of the Organization. The balance between staff 
categories at all levels should be examined. It had been agreed that W H O would function better if there were 
less compartmentalization of programmes, and there was a trend to amalgamation of synergistic areas. 
Personnel policy should be linked more closely to functional objectives. 

Leaner structures led to greater efficiency, as was seen in all organizations. Noting that the number 
of directors at the highest level at W H O headquarters had virtually doubled over the past five years, he 
proposed that it would be appropriate in the medium term to reduce that number to the previous level. 
Further functional amalgamation of programmes should continue to be explored as a means for improving 
efficiency and thus increasing the effectiveness of the Organization as a whole. That would result in the 
optimal use of resources. 

Dr J E A N F R A N Ç O I S (alternate to Professor Girard) praised the quality of document EB99/16, which 
contained extremely interesting proposals and provided an overview of the main problems relating, inter alia， 
to staff management and training and career prospects. She would keep a close eye on progress in the various 
areas mentioned. 

A n additional effort should be made, however, to pursue a clear-cut human resources policy based on 
up-to-date and rational management criteria and involving the staff in the pursuit of specific operational 
objectives. Moreover, any staff reform exercise should come within the framework of the United Nations 
common system. 

She shared Dr Simmons' reservation concerning the proposal by the staff representative for a tripartite 
committee. It was not really fitting for the Board to participate in such activities as the selection of 
candidates but consideration should be given to the possibility of involving staff representatives more closely 
in the process. 

She asked what stage had been reached in the establishment of the mechanism for reviewing 
candidatures mentioned on page 4 of the English version of document EB99/16 and what procedures were 
followed by the panels to evaluate and interview candidates mentioned on the following page. 

Dr S A N O U - I R A also commended document EB99/16. 
She recalled that the previous year's statement by the representative of the W H O staff associations had 

also contained a plea for staff involvement in the reform process, particularly where staff reforms were 

contemplated. She wondered what was actually happening on that front and what action could be take to 

comply with the staff representative's request. 

Dr F E R D I N A N D said that while she agreed with the broad lines of document EB99/16, she felt that 
the division of the staff into "core" and "non-core" categories could be demoralizing for the persons concerned 
and should be reconsidered. The document presented no convincing justification for such an approach, which 
she feared might have a detrimental effect on the quality of work of the Organization as a whole. She looked 
forward to receiving a progress report on personnel policy and practices at the next session of the Board. 

Dr SAVEL'EV (alternate to Professor Dmitrieva) said that, on the whole, document EB99/16 provided 
a useful basis for further work on personnel policy and practices. He welcomed the Director-General's efforts 
to formulate and implement a new personnel policy designed to optimize human resources management and 
enhance staff efficiency. He fully supported the view that the management and redeployment of human 
resources should first and foremost serve the interests of the Organization and reflect changing programme 
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priorities. International organizations could not and should not guarantee employment for their staff under 
all circumstances. He supported the idea of recruiting specialists whose advancement would depend primarily 
on competence and qualifications and of time-limited contracts without expectation of renewal. 

With regard to the proposal to divide the staff into "core" and "non-core" categories, he felt the need 
for a clearer definition of the qualitative and quantitative criteria to be applied in such an exercise and agreed 
with Dr Ferdinand that it might have a demoralizing effect on staff. He also failed to see why quotas for 
geographical distribution should not apply to non-core staff. 

Turning to the existing staff structure, he noted that there had been a marked increase in the number 
of short-term staff and consultants as well as an increase in the number of high-level posts at a time when 
the overall number of posts was declining. He requested the preparation of a document on the recruitment 
of consultants, either by the end of the current session or in time for the Assembly, indicating numbers, 
duration of contract, country of origin and global expenditure on each individual. 

With regard to the statement by the representative of the W H O staff associations, he fully agreed with 
the reservations regarding the idea of a tripartite group on personnel matters expressed by M r Simmons and 
Dr Jeanfrançois. 

Dr B O U F F O R D commended the Director-General's report on what was an extremely important and 
complex topic. 

Organizational change on the scale required to shape W H O for the future could only be accomplished 
if the management and staff were able to communicate and work together effectively. She welcomed the 
interest shown by the staff and by the programme directors in participating in the reform process. It was 
regrettable that, judging by the staff representative's statement, no appropriate vehicle as yet existed for 
effective dialogue. Agreeing with M r Simmons and Dr Jeanfrançois that responsibility for improving the 
situation lay with management rather than with the Executive Board, she nevertheless strongly advocated the 
establishment of a mechanism through which staff concerns could be addressed. The sense conveyed by the 
staff representative that fewer staff were being asked to do double or triple the amount of work was indicative 
of a failure to analyse and restructure existing tasks. Moreover, involvement of staff in that process was one 
of the keys to successful reform. 

Whatever the constraints faced by any United Nations or other organization, she was convinced of the 
benefits of a flexible personnel policy, and approved the reference to flexible staffing patterns in document 
EB99/16. However, the idea of "core" and "non-core" staff seemed to fly in the face of such flexibility. The 
United States Government had learned a painful lesson during the shutdown the previous year, because of 
a decision to divide public employees into categories of "essential" and "non-essential" personnel, with only 
"essential" personnel required to present themselves at work. It had taken several months to redress the 
adverse impact of that categorization because of the message it conveyed to those assigned to the "non-
essential" category. 

She welcomed the emphasis on staff development and the mobilization of extrabudgetary funds. 
Ideally, W H O ' s core budget should provide for heavy investment in staff development as instrumental on 
enhanced efficiency and inventive approaches to the restructuring of work. 

Mr S. Ngedup took the chair. 

Dr LÓPEZ BENÍTEZ said that document EB99/16 reflected progress in a complex area. It had to be 
recognized that, however difficult the problems, the effectiveness and efficiency of any institution depended 
on the success or otherwise of its staff management policy. 

The reform of the Organization itself must set the course for staff management policy. Any adjustment 
in its activities implied a corresponding modification with regard to the staff. The quantity and quality of 
staff therefore depended on the organizational parameters established by the reform process. All levels of 
the Organization should come under scrutiny with a view to effecting the necessary changes. N o distinction 
should be made between core and non-core staff in strategic planning and administration. Each individual 
and every task was important in an Organization that sought to optimize the quality of its products. There 
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should be periodic internal reviews of all posts in the light of existing objectives in order to see where 
reductions, and hence economies, might be effected through strategic management. 

With regard to geographical distribution, he was convinced that all continents and all countries 
possessed human resources whose services could be used for the benefit of the Organization. The principle 
of equitable geographical representation should thus be central to the recruitment process. 

Dr D O S S O U - T O G B E , after commending document EB99/16, said that staff morale had a major 
influence on productivity. He welcomed the many points of convergence between the views of the Secretariat 
and those of the staff associations. 

Noting that the limited resources available for staff remuneration had created a situation in which the 
number of permanent staff members was falling in comparison with that of temporary staff, he urged funding 
authorities and those involved in the management of resources for staff recruitment to consider giving 
preference to the recruitment of women in cases where male and female candidates with comparable 
qualifications were available to fill a post. 

He very much looked forward to the interim report on progress in personnel matters that would be 
submitted to the Board at its May 1997 session. 

He inquired about conditions of membership of the staff associations, and asked whether the statement 
by their representative constituted a review of the current situation at headquarters, in the regional offices and 
in other units or at headquarters only. 

Dr B L E W E T T said that he shared the concern of other Board members at hearing from the 
representative of the staff associations comments made on several previous occasions. If the staff was W H O ' s 
greatest asset, and if the criticism of management that had been voiced was broadly reflective of staff views 
in general, then the Organization was clearly facing some serious problems which the Executive Board should 
not evade. He was in two minds about the proposal for a tripartite group. While agreeing with 
Dr Jeanfrançois and M r Simmons that it would be unwise for the Board to become involved in what was 
essentially a task for management, he felt it could not remain aloof from a major problem between 
management and staff. He did not favour immediate action; but certainly the matter should be kept under 
review, and the assurance should be provided that there indeed existed an effective and systematic mechanism 
for involving the staff in the very difficult reform process. He called on the Director-General to report to 
the Executive Board at its session in May 1997 on his response, detailing the mechanisms that were being 
or could be developed to associate the staff in the processes of change. He would welcome at least a 
summary of the findings of the Price Waterhouse report. 

Dr L E O W S K I commended the documentation submitted under the item, and endorsed the comments 
by Dr Boufford and Dr Leppo concerning staffing patterns. Clearly, all and not just some, staff members 
should be regarded as essential. 

Alluding to a draft resolution shortly to be discussed on the employment and participation of women 
in the work of W H O , which called for gender parity by the year 2000, he observed that in practice only 
women from certain countries would benefit: for ethnic, religious and other reasons, others would be 
excluded from applying. While "gender" was indeed an important factor in W H O ' s work, it was not the most 
important factor, and as a man, he wished to appeal for equity. 

Referring to document EB99/33, he noted that the number of posts considered geographically 
distributable was to be reduced from 1600 to 1450. While not disputing the authority of the Director-General 
to revise the figures, he drew attention to paragraph 3 of the document, which stated that for purposes of 
geographical distribution, the practice in W H O had been to count virtually all non-linguistic professional and 
higher-graded posts, regardless of their location or source of funding, except those of IARC and РАНО. In 
the light of the figures supplied in document EB99/INF.DOC./1, Table 7 (7500 staff-years for the 1996-1997 
biennium and 7100 for the 1998-1999 biennium), was he to understand that the difference between 7500 and 
1450 was entirely accounted for by non-professional staff? 
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Dr Z A H R A N (alternate to Professor Sallam) joined in commending the Director-General on the 
documentation. Given the desirability of good relations between the Secretariat, the staff and the staff 
associations, consultations were very important to the drafting of personnel policy. It did not follow, 
however, that staff should impose their opinions; but their views should be taken into account. While the 
shortage of financial resources was an important factor, reforms that affected human resources must be 
approached with care. 

He shared the hesitation of Dr Jeanfrançois and Dr Blewett on the matter of the tripartite group. But 
the Board must not evade its responsibilities. The issue should be set in the political context of the United 
Nations common system, its rules, criteria and practices. It was not clear, for example, how equitable 
geographical representation was to be achieved? Did it apply to all staff, or only to core or non-core staff? 

He asked what progress had been made towards achieving gender equality in W H O by the year 2000. 
He too believed that priority should be given to competence, qualifications and equitable geographical 
representation. 

Dr W A S I S T O commended the Director-General on the reports. Noting that the 30% target for 
women's recruitment had not yet been met, he urged the Secretariat to do more to improve the participation 
of women in W H O ' s activities, though he conceded that the situation was influenced by availability. He 
asked what W H O was doing towards improving the education of women in general, and whether the situation 
was any better in the other United Nations specialized agencies. 

Mr C R E G A N (alternate to M r Hurley), submitted that notwithstanding the criticisms voiced, the draft 
policy statement constituted a serious attempt to incorporate the principles of modern personnel management 
practices into W H O . But the functioning of the policy in practice would be the measure of its success; and 
he strongly endorsed Dr Blewett's wish to distance the Board from day-to-day relations between the 
management, staff and staff associations. Of course, it would be of serious concern to the Board if the nature 
of those relations affected the morale of the Organization and, by implication, its operations. He asked that 
the Board be kept fully informed of the progressive implementation of the policies and proposals. 

Dr KLEIHUES (Director of the International Agency for Research on Cancer) suggested that the 
distinction between core and non-core staff had become confused during the discussions. No value judgement 
was involved. The current system had served the Organization well while budgets had been rising, but in 
an atmosphere of financial constraint, the retention of staff with unlimited contracts made it virtually 
impossible to take on new staff. The consequences were very grave. The younger generation was being 
denied the opportunity to enter W H O ; and the Organization, in turn, had to forego the outstanding and 
innovative contributions young people could make. W H O effectively had no sabbatical system and 
programme managers found it difficult to maintain their levels of expertise; how could standards be kept up 
without constantly hiring young people from academia and the private sector? He remarked in conclusion 
that when staff members with fixed-term contracts moved on, they carried the Organization's mission and 
spirit with them, to the benefit of all and to W H O ' s credit; neither the Organization's finances nor its image 
permitted it to take on staff whose concern was to remain with it for the rest of their professional lives. 

Dr S A M B A (Regional Director for Africa) emphasized that the statement by the representative of the 
staff associations did not reflect relations between the management and staff in the African Region, where 
staff morale was very high. 

Despite the fact that school attendance in Africa had been very low, among the generation of women 
currently being recruited, every effort was being made to increase the participation of women. There were 
currently six W H O female representatives in the Region and two female Directors, one of whom occasionally 
acted on behalf of the Regional Director. Moreover, efforts did not stop at recruitment, but sought to address 
the problem at source: when visiting the countries of the Region he made a point of raising the issue of girls' 
education with heads of state and ministers; there was close cooperation in that domain with UNICEF; 
attempts to reduce the female drop-out rate included measures to encourage the return of girls to their studies 
after juvenile and teenage pregnancies. If the Region pushed ahead towards attaining the 50 per cent 
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recruitment target by 2000 without addressing the situation in schools, it would soon have fewer African than 
non-African female staff. 

Dr R A Y (representative of the W H O staff associations) stressed that the associations were concerned 
with the welfare and improved functioning of the Organization, not merely with the staffs material well-
being. All too often, however, the associations' proposals fell on deaf ears, and that had a demoralizing 
effect. 

The associations had sought the formation of a consultative group on human resources management 
along the lines of the tripartite group established the previous year by the International Telecommunication 
Union; they would not press that proposal further at the present session, but he wished it to be clear that their 
concern was not to impinge on management responsibilities, but to be part of the consultation on personnel 
policy. 

Responding to Dr Sanou-Ira's inquiry, he acknowledged the positive efforts made by the health-for-all 
renewal group and the programme development team on personnel policies to involve the staff associations. 
All too often, however, staff participation was either not solicited, or politely refused. He thanked Professor 
Reiner for suggesting that staff be encouraged to submit written comments. 

Replying to Dr Dossou-Togbe, he said that although the staff associations from the various regions did 
have the opportunity of meeting in a single forum, to standardize their responses, statements might on 
occasion be somewhat biased towards the views of the staff at headquarters. All W H O personnel were 
automatically association members unless they expressly resigned. 

M r AITKEN (Assistant Director-General), responding to Dr Ray's remarks, said that the Secretariat had 
some trouble in establishing the overall views of the staff, since each region had a separate association and 
viewpoints differed considerably between the seven staff committees on certain issues. For example, there 
was a harmonization of views on the personnel policy issue; but divergencies of opinion remained on the 
matter of staff involvement in the reform process. 

In that connection, he remarked that the very nature of staff participation in policy determination 
remained to some extent uncertain and open to different interpretations, as Board members would recognize 
from examples in their own countries. As for W H O , the headquarters staff committee might and indeed did 
call for a greater say in matters of reform; but he - the Assistant Director-General - could assure the Board 
that he and his collaborators had received input in one way or another from a very large number of individual 
staff members at some stage or other of the reform process so far. 

On the matter of the proposed tripartite group, he stressed that it was the responsibility of management 
to resolve the thinking; and that would be done over the coming period. Management did not share in all 
cases the view that there had been a lack of staff participation at some stages, but would continue to seek 
improvements. 

He vigorously denied that nepotism and favouritism had ever existed in the Organization. W H O 
applied fair and proper recruitment processes. 

The Organization's record of recruiting women was middle-to-average. Those organizations which had 
done better tended not to have to conform to geographical distribution criteria, and were often entirely funded 
from extrabudgetary resources. He would return to those issues in greater detail under a later item. 

The Secretariat was working on the issues raised by Dr Leppo and others, notably in relation to staffing 
patterns, staff composition and the desirability of a leaner structure, especially at senior levels. 

Unlike some organizations, W H O planned to continue working within the much-maligned United 
Nations Common System of Salaries, Allowances and other Benefits. One advantage offered was that W H O 
did not need to become directly embroiled in salary disputes concerning such a vast array of Member States. 
That, of course, did not preclude action to refine and perfect the tool which the system constituted, notably 
in the domain of personnel policy. 

The procedures currently in place for reviewing candidatures had not yet been harmonized throughout 
the Organization, and some managerial discretion in conducting interviews was also permitted; basic 
guidelines were to be compiled. 
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Concerning the issue of "core" as opposed to "non-core" personnel, he stressed that staff at W H O were 
not categorized in two separate classes of quality. A working group involving the staff would immediately 
be established to resolve the issue, and follow-up reports would be set before the Board. Although Dr Ray 
had said that the associations were not merely interested in the material welfare of staff, the very real question 
of reductions in posts was surely at the heart of their concern on the issue, and that was a concern he fully 
shared. Staff changes must be approached as humanely and effectively as possible. 

The C H A I R M A N said that sensitive personnel issues - many of them perennial and related to human 
nature itself - were obviously of utmost concern both to management and staff. He was nevertheless 
confident that the quest for equity, justice and compassion, coupled with the striving for commitment and 
results, would be pursued within the Organization. 

He took it that the Board wished to take note of the Director-General's report on personnel policy and 
practices (document EB99/16). 

It was so decided. 

Recruitment of international staff in WHO (Geographical representation; Employment and 
participation of women in the work of WHO): Item 18.2 of the Agenda (Documents EB99/33, EB99/34 
and EB99/INF.DOC./7) 

M r A I T K E N (Assistant Director-General), introducing document EB99/33, on geographical 
representation, explained that there appeared to be more staff than geographically distributable posts because 
general service staff, who were locally recruited, and linguistic professionals, who were bound by a mother 
tongue requirement, were excluded. Since there had been an overall reduction in staff numbers throughout 
the Organization, the number of posts being considered for geographical distribution had also decreased. A 
report of the Joint Inspection Unit on the subject, published in December 1996，and available to Board 
members, was currently being considered by all organizations within the common system, and the Secretariat 
would be reporting back to the Board in due course. 

Documents EB99/34 and EB99/INF.DOC./7 on employment and participation of women in the work 
of W H O related to in-house work on that subject, and the Secretariat's response to a United Nations 
systemwide policy statement in that area. 

Dr B O U F F O R D expressed her appreciation of the efforts being made to improve the situation 
regarding the employment and participation of women in the work of W H O , which included the appointment 
of a staff member as full-time coordinator for that purpose. Document EB99/34 was the Director-General's 
progress report on action taken, since the last session of the Board, within W H O and within the United 
Nations system. The position in W H O at 30 September 1996 was set out in document EB99/INF.DOC./7, 
which reproduced an information circular distributed a few days previously to all staff. 

Paragraph 14 of document EB99/34 showed that between 1994 and 1996, the average proportion of 
female staff among all categories of staff seconded to W H O had reached 25.3%. That was a small though 
welcome increase, but it meant that Member States were still shy in putting women forward. She noted with 
approval that the Director-General had appealed to Member States to consider women, not only for staff 
appointments, but also to serve on expert committees and panels or to work part-time on special projects. 

From the information in document EB99/INF.DOC./7 it would be seen that W H O was still 3 % short 
of its long-established target of having 30% of all professional posts filled by women by September 1995; 
globally, there had been an increase of only 0.5% over the past two years. At headquarters, four recent 
appointments had improved the participation of women at the ungraded level (section 1)，but there had been 
a fall in the proportion of women at the level below that, which would entail a corresponding reduction of 
opportunity for women to advance to the highest posts. It would also be noted that 4 6 % of men at grades 
P5-D2 were in what the document referred to as "designated decision-making positions", whereas only 36% 
of women in those grades occupied such positions. 
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Lower limits, or minimum thresholds, for the recruitment of women had been set some years previously 
by most of the established offices of W H O . The table at the end of this information circular in document 
EB99/INF.DOC./7 showed that there had been 66 opportunities for recruitment in those offices over the past 
year at a variety of levels despite budgetary constraints, and that the thresholds had not been attained at 
headquarters or in the African or European Regions, but had been surpassed in the South-East Asia and 
Western Pacific Regions. Although the Eastern Mediterranean Region had apparently not set a threshold, it 
was to be commended since 4 0 % of its new recruits had been women. Overall, however, only 2 6 % of new 
recruits had been women. The Steering Committee on the Employment and Participation of W o m e n in the 
Work of W H O - of which she was relinquishing the Chair to Dr Blewett - thus considered that more 
concerted action was required at all levels. The Steering Committee applauded the inclusion in the annual 
reports of the Regional Directors for the Eastern Mediterranean, South-East Asia and the Western Pacific of 
an account of progress made in recruiting women and urged the Director-General and Regional Directors to 
continue to allocate funds to ensure further progress. 

She recommended for the Board's consideration the following draft resolution, which was proposed by 
Dr Blewett and herself: 

The Executive Board, 

Having reviewed the Director-General's report on "Employment and participation of women in 
the work of W H O " and the relevant information circular; 

R E C O M M E N D S to the Fiftieth World Health Assembly the adoption of the following resolution: 

The Fiftieth World Health Assembly, 

Noting resolutions WHA48.28 and WHA49.9; 
Noting the situation at September 1996 regarding the proportion of women on the staff in 

established W H O offices and their distribution by grade; 

Noting that the Strategic Plan, which was endorsed by the United Nations General 

Assembly, in its resolution 49/167 of 23 December 1994，established the goal of gender parity 

by the year 2000 overall and in policy level positions (D1 and above); 

Recognizing the additional value that a gender-balanced staff can bring to the work of the 

Organization, 

1. C A L L S F O R the target for representation of women in the professional categories to be 

increased to 50% in W H O ; 

2. S T R O N G L Y U R G E S the Member States to support the strategic plans and efforts of the 

W H O Secretariat to increase the percentage of women in professional posts, by identifying more 

women candidates and regularly submitting their candidatures, and by encouraging women to 

apply for posts; 

3. R E Q U E S T S the Director-General and Regional Directors: 
(1) to ensure full and urgent implementation of the action outlined in the Director-

General's report; 

(2) to raise the minimum thresholds for the recruitment of women; 
(3) to report annually to the Executive Board on progress in increasing the representation 
of women in the professional categories. 

Although the W H O target of 30% recruitment of women had not been met, and although some Board 
members might think there would be difficulties if it were raised further, the draft resolution did call for an 
increase to 50% in order to comply with the spirit of equity by the year 2000 immanent in resolution 49/167 
of the United Nations General Assembly. N o date, however, was set for that target in order not to exacerbate 
problems of geographical distribution. Similarly, in recognition of the fact that in some countries the pool 
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of qualified professional women from among w h o m W H O might recruit was much more restricted than in 
others, the request in paragraph 3 to raise the minimum threshold for their recruitment was left in general 
terms. It was necessary to create a consciousness of need to move forward among those responsible for 
workforce decisions at national and international levels. The draft resolution should contribute to that, partly 
by the requirement for annual progress reports to the Executive Board. 

Dr N A K A M U R A urged the Secretariat to continue to make efforts to improve the position of under-
represented countries regarding staffing. As the Board was aware, Japan's representation was well below the 
lower limit of the desirable range set for it. He asked whether appropriate geographical representation had 
been ensured in the key Division of Personnel. 

Professor REINER noted that the subject of representation was discussed practically every year, either 
at the Health Assembly or at the Executive Board. That was understandable, since most Member States 
wished to be well represented in W H O , although their nationals would not be representing national interests 
within the Organization, but would have the status of international civil servants. 

The procedures governing decisions in the matter - already necessarily complex - were further 
complicated by the fact that budgetary constraints made it more difficult to employ new personnel, and that 
the increasing number of Member States made it more difficult to ensure that each new Member had at least 
minimal participation. It was probably time to review the criteria governing geographical representation; 
more importance might perhaps be ascribed to ensuring that every country was represented by, for instance, 
at least two staff members, and to other variables, such as country size and amount of assessed contribution 
to W H O . 

On the other hand, recruitment did not always follow the proper procedure. Although Croatia was a 
relatively new Member State, according to Annex 2 of document EB99/33 its desirable range should be 
between one and eight staff members. That range was too broad; eight staff members would be too many, 
but one would be too few. He was also concerned to note from Annex 3 that Croatia had had two members 
in September 1994，that one had left the Organization and another had joined, and that by September 1996， 
the position had been the same. Those figures were mathematically correct; what was less correct was that 
neither the country nor its Minister of Health had been consulted, or even informed, about those changes. 
More attention should be paid to avoiding such occurrences in future. 

According to the draft resolution proposed in paragraph 20 of document EB99/33，the Director-General 
would be presenting the next report on staff recruitment to the Board in the year 2000. In view of the fact 
that there were likely to be many dynamic changes over the next three years, be believed that the report 
should be made earlier, so that the Board could be kept informed of the position. 

Dr SAVEL'EV (alternate to Professor Dmitrieva) said that he agreed that the number of posts 
considered to be geographically distributable should be reduced from 1600 to 1450, which would be a more 
realistic reflection of the Organization's position: recruitment of international staff had originally been 
scheduled for discussion in 1998, but, as document EB99/33 stated, it was being brought forward because 
there was need for a reassessment of the quotas of Member States owing to a reduction in the number of 
regular budget posts. 

He pointed out that the figures given in the report showed that the number of countries not represented 
or under-represented had increased; by September 1996, 67 countries, or one-third of all Member States, 
were in that position. Moreover, of the 181 new posts, 4 4 % had been allocated to countries which were 
already over-represented, which meant that the target of designating 60% of posts to unrepresented or under-
represented countries had not been met. Ways had to be found to resolve the problem. 

He thanked the Secretariat for the very considerable efforts it had made recently to increase the number 
of women professionals in W H O . The success of those efforts would depend to a great extent on the 
willingness of governments of Member States to help to resolve the problem, in accordance with the relevant 
Health Assembly resolutions. 

He supported the draft resolution. 
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Mr AITKEN (Assistant Director-General), replying to Dr Nakamura, said that the geographical 
distribution of staff in the Division of Personnel was not perfect, and consideration would have to be given 
as to how it might be improved. The same would need to be done in regard to the representation of women. 

On the point made by Professor Reiner, he emphasized that the Organization did not require the 
permission of Member States to recruit staff from among their nationals. Recruitment was the prerogative 
of the Director-General. 

The C H A I R M A N asked the Board to consider the draft resolution on geographical representation 
contained in paragraph 20 of document EB99/33. 

The resolution was adopted. 

The C H A I R M A N then asked the Board to consider the draft resolution on the employment and 
participation of women in the work of W H O that had been introduced by Dr Boufford. 

The resolution was adopted. 

Report of the International Civil Service Commission: Item 18.3 of the Agenda (Document EB99/31) 

The C H A I R M A N said that, in the absence of any comments, he took it that the Board wished to take 
note of the twenty-second report of the International Civil Service Commission, submitted in accordance with 
Article 17 of the Commission's Statute. 

It was so decided. 

Confirmation of amendments to the Staff Rules: Item 18.4 of the Agenda (Documents EB99/41 and 
EB99/INF.DOC./10) 

The C H A I R M A N drew attention to the first draft resolution, concerning amendments to the Staff Rules, 
contained in paragraph 7 of document EB99/41. 

The resolution was adopted. 

The C H A I R M A N drew attention to the second draft resolution, concerning salaries of staff in ungraded 
posts and of the Director-General, contained in paragraph 7 of document EB99/41. 

The resolution was adopted. 

Preparation of The world health report 1998 and third evaluation of progress in implementation of the 
global strategy for health for all by the year 2000: Item 11.5 of the Agenda (Document EB99/17) 

Dr N A K A M U R A supported the draft decision in paragraph 6 of document EB99/17. The world health 
report 1996, which focused on newly emerging diseases, was excellent and enlightening and had been more 
widely read in Japan than other W H O publications. The food poisoning caused by strain 0157 of Escherichia 
coli experienced in Japan the previous year had further enhanced the popularity of the report. He hoped that 
The world health report 1998 would receive a similar response. 

Dr WASISTO said he wished to refer specifically to the maternal mortality rates for Indonesia 
published in The world health report 1996, which had created some misunderstanding. The rates published 
by W H O and UNICEF had been far higher than the official national figures. He thanked the Regional 
Director for convening a meeting to clarify the situation, and suggested that in future W H O should take more 
care to ensure that its figures were accurate. 

17 



EB99/SR/11 

Dr SANOU-IRA said that she could endorse the proposal to incorporate the global report on the third 
evaluation of the implementation of the global strategy for health for all (the Ninth report on the world health 
situation, in The world health report 1998. It would be very useful to be able to consider those reports in 
combined form. 

Dr LEPPO said the new-style reports which had emerged from the reform process had been excellent, 
and should be continued. The proposals made in the document would be a positive step towards 
rationalization of work, and he could support the action outlined in the draft decision. As he understood it, 
the purpose of the new style of report was, first, to raise world consciousness of topical health issues, and 
secondly, to focus debates in the World Health Assembly on those issues. Although publicity for those 
reports was timed to coincide with the Health Assembly, delegates would not at that stage be familiar with 
their contents. In order better to focus the debate, the Director-General might consider whether advance 
information on the reports could be issued to delegates. 

Professor PICO (alternate to Dr Mazza) associated himself with the views expressed by Dr Nakamura. 
The 1996 report was a useful document with a good epidemiological approach that had been widely 
disseminated in Argentina, and was being used at all levels of the health sector and in academic, scientific 
and university institutions. He too endorsed the proposal in the document. 

Professor REINER commended the proposal. The number of reports called for under Article 61 of the 
Constitution or as a result of decisions of the governing bodies had been building up over recent years. Some 
of those reports covered long periods of time, notably those on the Ninth General Programme of Work and 
on the third evaluation, leading to considerable duplication of effort. The proposal to synthesize the various 
reports was therefore very rational and would be likely to result in reporting of higher quality. 

The new reports would be a good basis for updating the global health for all strategy and preparing 
W H O ' s long-term programme up to the year 2025. It would also help in preparing the health charter and 
the new policy for health for all, two processes that were extremely important for the further development 
of WHO's activities. The action proposed would also facilitate the retrospective evaluation of studies of the 
world health situation in the current decade. 

Dr V A R E T (Assistant Director-General) thanked Board members for their comments on the usefulness 
of the world health reports. She hoped that the 1997 report, which would focus on chronic diseases, would 
be equally successful in reaching a wide audience. 

To Dr Leppo she replied that a summary of the report was produced as a document for the Health 
Assembly. Because of the schedule for the report's preparation it would be very difficult to distribute a fuller 
version in advance of the Health Assembly. In reply to the point raised by Dr Wasisto, she said a working 
group had been set up at headquarters in response to concerns expressed by Member States. 

Decision: The Executive Board, having considered the report of the Director-General on the world 
health report and third evaluation of the implementation of the Global Strategy for Health for All by 
the Year 2000, decided to recommend to the Health Assembly that the global report on the third 
evaluation and ninth report on the world health situation should be incorporated in The world health 
report 1998; and that there no longer be separate reports on the world health situation. 

The meeting rose at 12:55. 
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