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Annex 2: Reflection of gender in office specific expected results (OSERS)
And Sex Parity in Staffing
	The goals are to map the extent to which gender is integrated into WHO's management.  There are two areas of measurement in this particular annex to map this: the first is through reflection of gender in the OSERS and products of WHO, which are tracers for WHO's planning outcomes; and the second is through sex parity in WHO's staffing.   
Aim 1:

To identify through content analyses whether OSERs produced for the Programme Budget of 2008-2009, reflects the inclusion of gender.
Aim 2:

To assess WHO’s proximity to achieving sex parity in staffing in 2007.
	Rationale:
The WHO Operational Planning manual (June 2007) notes that (p. 25):

All research, policies, programmes, projects and initiatives with WHO involvement, will address gender issues.” In developing country and office-specific expected results, indicators and targets, a gender perspective is to be included where appropriate.
Sex parity in staffing, where the number of women and men are equally represented at all levels in the organization, is considered important for ensuring that both sexes are involved in the operation of WHO.


	
	

	There is one indicator associated with the first aim and two indicators for the second aim:
Indicator for OSERs:
1.1 Percentage of OSERs and products which include a gender perspective.
Indicators for sex parity

2.1 Percentage of all long-term and temporary posts
, by sex, and grade including level (Professional including P1-P6, D1, D2, UG; National Professional Officers – NPO including A,B, C and D; and General Service including G1-G7 cumulative) until Dec. 2007.professional and administrative long- term and temporary (only PAHO and WPRO) posts, by sex, and grade-level (cumulative) until December 31 2007.
(
2.1.1. Percentage of women in long-term posts disaggregated by WHO grade (Professional, National Professional Officers and General Service) cumulative until December 31, 2007.
2.1.2. Percentage of women in Professional long-term posts disaggregated by WHO grade-level (P1-P6, D1-D2, UG).

2.1.3. Percentage of women in National Professional Officers (NPO) long-term posts disaggregated by WHO grade level (A-D).
2.1.4. Percentage of women in General Service long-term posts (Administrative) disaggregated by WHO grade level (G1-G7).

2.1.5. Percentage of women in temporary posts disaggregated by WHO grade (Professional, National Professional Officers and General Service) cumulative until December 31st, 2007.  (THIS IS TO BE REPORTED BY PAHO AND WPRO ONLY).

       
2.2 Percentage of all long-term and temporary new appointments in 2007 by sex and grade (Professional, National Professional Officers and General Service).
2.2.1 Percentage of women in long-term new appointments in 2007 by grade (Professional, National Professional Officers and General Service).

2.2.2 Percentage of women in temporary new appointments in 2007 by grade (Professional, National Professional Officers and General Service). (THIS IS TO BE REPORTED BY WPRO AND PAHO ONLY).
	Objectives:
OSERS and products are a reflection of WHO's planning outputs.  Assessing the extent to which OSERS and products reflect gender is a way of knowing whether at the planning process itself gender is addressed in WHO's technical and administrative work.  The idea is that in order to integrate gender in WHO, the OSERS and products themselves need to integrate gender so that there is a basis for ensuring that the technical outputs of WHO can also integrate gender i.e. if gender is in the work plans (OSERS and products) then it is more likely to be there in the outputs.  
The percentage of women in long-term and temporary professional and administrative positions informs the assessment on the proximity of WHO to achieving sex parity in staffing.
The percentage of women in new appointments by sex and grade has to be examined to determine whether the new recruitment rate gives equal employment opportunity to men and women to be hired in professional and temporary appointments.  


	
	

	Methodology for indicator one:
Considering the large volume of OSERs in WHO (for the 2006 –2007 Programme Budget 9,260 OSERS were established.
), i t was anticipated that GSM would enable consultants to identify through a word search the presence of the words “gender equality” in the OSERs.
Methodology for indicators two and three:
The primary source for this part of the baseline assessment is the WHO Office of Human Resource’s reports: Human Resources: Annual Report, dated April 10th, 2008, and Human Resources: Annual Report, dated April 12th, 2007. They will be analyzed by the consultants to determine for their regions the percentages of professional and administrative posts which are disaggregated by sex and grade. 

Some Regional consultants will be able to circumvent the limitations posed by the above sources by asking regional human resource officers for statistics on temporary staffing and whether there is further segregated information on the annual appointments for 2007. 
	Limitation:

Due to delays in entering gender coding into the GSM, this indicator could not be included in the baseline assessment. 

Limitations: 

Indicator two: The Human Resources reports are effective for presenting the information required for fixed term staff, but does not contain information on temporary staffing.  
Indicator three: We cannot assess whether the new appointments are taking place in the higher grade levels (i.e. P5, P6/D1, D2 and UG) and whether they are more likely to be long-term or temporary appointments.  

	
	

	Data analysis and sample:
Consultants will analyze the data made available to them in the 2006 and 2007 HRH report and calculate the results for the above indicators. The results will be presented in table and narrative format for the region. Special attention will be given to:

· Where women are well represented and under represented;

· Where applicable how the 2007 figures compare with the 2006 HRH report;

· What trends if any are there; and

· How does the region compare with other regions.

	

	
	

	
	


� Long-term posts or appointments refer to positions that are longer than 12 months. Temporary posts or appointments refer to positions that are 12 months or less.


� Programme Budget 2006-2007: interim performance assessment. EBPBAC6/5.






