
NOTE TO MR. RIZA *" -

Re: Report mandated under Security Council resolution 1325
on Women, Peace and Security

In March 2001 you advised me of the Secretary-General's wish that, as Chair of the
Inter-Agency Network on Women and Gender Equality, I undertake the task of preparing
the Study of Women, Peace and Security requested.

The Study was issued on time as a publication and discussed in the Council
together with the Secretary-General's report (S/2002/1154) in October 2002 and was much
acclaimed. You may be interested to know the American Library Associations'
Government Documents Round Table placed it on the Notable Documents List (attached).

The Presidential Statement following the discussion called for a report on the
implementation of 1325 for October 2004. Following discussions and consultations, both
Mr. Prendergast and Mr. Guehenno requested me to continue to prepare the report on the
same basis as before.

As this activity was not foreseen in the 2004/2005 programme budget, and
following discussions with the Secretary-General last week, I would like to request that
you assist me to find funds through the Controller for this activity. The controller is aware
of the need.

In light of the work required under resolution 1325 and the follow-up in 2001,1
raised extra-budgetary funds to cover costs of preparing the Study. I also raised additional
funds from the Government of Finland for a P-5 post in connection with the mandated
work. Funding for this post ends on 29 February 2004.

As this activity falls as part of my responsibilities for which I am accountable to the
Secretary-General, I would appreciate your assistance in this matter (attached P-5 job
description, Inter-Agency task force report, ECPS report).

With appreciation.

Angela E.V. King
19 January 2004

cc: Secretary-General
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NATIONS SYSTEM

Phase II

1. Introduction

In its resolution 57/180, the General Assembly expressed particular concern
that the goal of 50/50 gender distribution had not been met by the end of 2000. In
particular, the Assembly requested the Secretary-General to undertake further analysis
of the probable causes of the slow advance in the improvement of the status of women
in the United Nations system. This request was re-iterated in resolution 58/144.

In a number of its resolutions, the General Assembly repeatedly emphasized
the priority it accords to the achievement of 50/50 gender balance in the United
Nations Secretariat and the UN system. Starting from its resolutions 45/125 and
45/239 C, the General Assembly in its annual resolutions on the improvement of the
status of women emphasized the need to recruit more women, particularly in senior
policy-level and decision-making posts; to create an enabling environment for the
retention of women and the reconciliation of work and family agendas.

The study of the probable causes of the slow advance in the improvement of
status of women in the United Nations system is focusing, in particular, on the
obstacles to women's progress and on the enabling factors and strategies for
overcoming the obstacles and on achieving the 50/50 gender balance distribution.

In view of the scope and costs involved, it was decided that the study would be
conducted in two phases. The first phase, now completed, focused on the Secretariat.
Preliminary findings were reported to the Commission on the Status of Women at its
forty-eighth session (1-12 March 2004). The second phase, which will focus on the
United Nations system, is being conducted in mid-2004.



2. Objectives

The study will identify the relevant organizational and individual factors that
may influence gender balance within the UN system and will develop
recommendations to the Secretary-General, the Under-Secretary-General for
Management, the executive heads of the UN system and the Special Adviser on
Gender Issues and Advancement of Women to overcome the challenges hindering
progress in the advancement of women in the UN system. The results of the study
will be analysed by the Secretariat and reported to the General Assembly at its fifty-
ninth session.

3. Structure and general content of the study

The study will consist of four components:

1. Analysis of empirical data on the position of women in the UN system;

2. An audit of relevant organizational processes that may influence gender
balance (entry level selection systems, promotion systems, performance
assessment systems, etc.);

3. Interviews with representative samples of staff at different levels within the
UN entities to explore their perceptions of the barriers and enablers of career
progression within the respective entities of the system;

4. Recommendations/strategies for improving the situation and for achieving the
target of 50/50 gender representation.

4. Strategy and methodology

The strategy for the study of gender balance in the United Nations system is to
focus on the use of existing data, analysis of human resources management policies
and procedures. One of the main areas of concern relates to the poor rates of career
advancement of women within the system and the urgent need to increase both the
representation of women at senior levels as well as their retention rates at all levels.

The study will analyse the types of inhibitors which women face in their
careers and associated enablers/strategies for action. Both formal and informal factors
will be highlighted. The findings of the study will be used to enable the UN system to
take steps to accelerate progress in achieving the 50/50 gender balance distribution.

This analysis will be supplemented by interviews with high-level officials,
programme managers, staff at the Professional and General Service levels, human
resources management officials and gender focal points. For this second phase it has
been decided to conduct interviews at eight entities of the UN system, focusing on
those that have attained representation of more than 40 per cent women (UNESCO,



UNFPA, WFP), those with less than 30 per cent (FAO, ITU, UNIDO), and those in
between (ILO, UNDP).1

External research evidence, together with internal UN reports on gender issues
will identify a variety of critical factors affecting equality of opportunity for women at
both entry level and subsequent career progression. In order to assess staff
perceptions, a set of interviews will be conducted with staff at different levels. These
interviews will be based on the Repertory Grid Technique, which provides bias-free
and in-depth data on the perspectives of individual staff members with regard to
career progression. The study will provide a detailed summary of the critical factors
affecting gender balance, which will allow the Secretary-General and executive heads
of UN entities to implement recommended remedial measures.

5. Project implementation

Institutional framework

The project will be executed by OSAGI in consultation with the Under-
Secretary-General for Management and executive heads of UN entities as well as the
CEB Human Resources Network. OSAGI will be responsible for fundraising, the
technical preparation of the study, developing the conceptual framework, contracting
consultants, providing them with guidelines and reviewing their drafts. OSAGI and
UN entities will be responsible for the review of the final draft of the study.

Project staff

(a) Senior consultant
The senior consultant will do the analysis of empirical data and organizational
processes; interview relevant staff in New York, Geneva, Paris, Rome and Geneva;
and draft the study. The consultant will be engaged for 55 person days.

(b) Consultant
A consultant will conduct repertory grid interviews with staff in New York, Geneva,
Paris, Rome and Vienna. The consultant will be engaged for 25 person days.

6. Consultations with UN entities

The consultants will travel to UN entities in New York, Geneva, Paris, Rome
and Vienna to collect data, analyse information and interview senior officials,
programme managers, staff at the Professional and General Service levels, human
resources staff and gender focal points. Accordingly, the consultants will require
travel funds to complete the work.

Based on data provided by CEB Secretariat as of December 2002.



7. Budget

(a) External resources

Consultants/fee
Travel cost

Reproduction of final document

Total

(b) Internal staff resources

$ 42,000
$ 24,000 (travel and per diem for two
consultants to New York, Geneva, Paris,
Rome, Vienna)
$ 3,000

$ 69,000

Staff at the Professional level:
The Special Adviser and the Focal Point for Women will be closely involved in
guiding the project staff in the review of the study (4 months). Another professional
officer (OSAGI) will be assigned on a part-time basis to liase with the consultants and
UN organizations participating in the study (4 months).

A staff member at the GS level (OSAGI) will assist the project on a part-time basis (3
months).

8. The work plan

The work plan for the second phase of the study is as follows:

Preparing the draft outline
Review of data
Missions to UN entities
Analysis of interviews
Consultations with OSAGI
Preparation and editing of final drafts
Review of the final draft

Mid-April 2004
April -May 2004
May/June 2004
June 2004
June 2004
Early - mid- July 2004
July 2004



Dr Hilary Harris

Hilary Harris, BA PhD FCIPD, is Director of HH Associates and Visiting Fellow at
Cranfield University School of Management in the UK. She consults primarily in the
areas of international HRM; management development; intercultural management and
diversity management. A large part of her consultancy work is carried out within the
UN system. She was the founding Director of the Centre for Research into the
Management of Expatriation, which works with leading-edge academics around the
world to develop new approaches in the field of international human resource
management, global assignments and intercultural management.

Her specialist areas of interest are women in management, diversity, international
HRM, expatriate management and intercultural management. Her PhD thesis
examined barriers to women's participation in international assignments. She has
written several book chapters and articles on this topic and consults and trains in this
area on an international basis.
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Repertory Grid Interviews

What is the Repertory Grid Technique?
The Repertory Grid technique was developed by Kelly (1955) as a method by which
his Personal Construct Theory could be operationalised. Kelly wanted to produce a
diagnostic instrument, which ensured the researcher's frame of reference, and view of
the world would not be imposed on the respondent, but which would be capable of
reliably gaining insight into the respondent's cognitive structure. The key
characteristics of Repertory Grid are given by Bannister and Fransella (1986) as:

• Repertory Grid interviews seek to elicit from an individual the relationships
between sets of constructs with reference to construing elements.

• The main aim is to uncover an individual's construct patterning without relating
this patterning to established normative data.

• The method is flexible in that there is no fixed form or content; selecting form and
content is dependent upon the problem at hand.

• The method is designed to enable statistical tests of significance to be applied to
individually generated sets of comparisons.

The grid is useful in its ability to elicit detailed personal construct systems on an
individual basis. It is thus key in enabling research to investigate convergence or
divergence between groups of people in their construing of the same issue. For
example, perceptions of a "successful manager" or a "successful career" within a
specific organisational context.

Repertory Grid Method
The technique consists of 3 key stages (Gammack & Stephens, 1994: 76):
1. "The elicitation of elements, the key distinguishing objects, e.g. people, firms.
2. The elicitation of constructs, identifying the distinctions which can be applied

amongst these elements; and
3. The construction of a matrix, (grid) of elements and constructs."

What will be the benefits?

To the Organisation;
• Enables bias-free and in-depth data from the perspective of individuals directly

affected by the issue.
• Provides information which can be fed directly into future action planning and

strategy formulation, ensuring effort is targeted where it will have most effect.
• Identifies gaps in understanding by key stakeholder groups in the client

relationship.

To Individual participants:
• Provides a personal grid showing individual construction on a particular issue.
• Allows individuals to surface their deeply held personal construction of the

relationship through identification of the factors necessary for its effective
performance.




