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THE WORLD BANK GROUP 
PERSPECTIVE
1995—fi fteen years, but it seems like a century 

ago. At the dawn of e-mail, how did we communi-

cate? At the beginning of the Internet, how did 

we get information? Over three decades into 

global independence, civil rights and gender 

equality movements, what were we doing to get 

the staffi ng of our organizations to mirror the 

world we served? 

We were preparing for the 4th World Conference 

on Women in Beijing. Too much time had gone by 

in the decade since Nairobi — and not enough 

had happened. Too many ambitious targets had 

been set but not met. Too many promises had 

been made but not kept. 

At the same time we were hopeful, because 

organizations were getting serious about turning 

words into action. Development institutions were 

realizing that they could not credibly preach full 

participation of women if they didn’t practice what 

they preached. Corporations addressing the costs 

of ignoring a powerful market segment recog-

nized that they needed women in their executive 

suites and board rooms to succeed.

We were getting down to business. Women’s staff 

groups were raising concerns with top management. 

Task forces analyzed data on the slow advancement 

of women and documented barriers to progress. 

Leaders began to demand results from their 

managers. Staff — usually in the fi eld of human 

resources, and usually women — was assigned to 

work on gender issues. A few organizations 

appointed full-time gender or diversity advisers.

We didn’t know who else was out there. 

Separately we read Rosabeth Moss Kanter’s work 

on “Men and Women of the Corporation,” Nancy 

Adler’s studies of women’s international careers 

and reports by Catalyst, the US leader in address-

ing gender issues in the workplace (and inventor 

of the term “mommy track”). Silently we bore

our frustrations with the slow pace of change, 

wondering if our organization was the laggard, 

the leader, or somewhere in the middle.

We needed to fi nd and support one another. 

A few phone calls quickly revealed that we all 

were facing the same challenges. We needed to 

build a network and work together to leverage 

change. We fl oated a proposal in Beijing to 

organize a network. The responses were 

unanimous—sign me up!

Foreword

First Lady Hillary Clinton speaking at the 4th World Congress 
of Women in Beijing in 1995.
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A handful of international organizations and one 

commercial bank began to communicate by 

broadcast fax. We would address common 

challenges—recruitment and promotion, dual 

career issues, career development, gender-

disaggregated staffi ng data, and barriers to 

advancement. We would exchange ideas and 

information. And once a year we would meet. We 

would call ourselves ORIGIN—the Organizational 

and Institutional Gender Information Network.

From the moment our fi rst meeting began, 

it was clear that ORIGIN was not going to be a 

typical gathering of international organizations. 

There were no prepared statements with infl ated 

accomplishments and with failures ignored. 

Instead, opening remarks began, “Here is our 

challenge and I hope you can help me with 

solutions.” The responses ranged from the 

empathetic (“It drives us crazy too”) to the 

constructive (“We’ve got the same problem 

and here’s what we’re trying to do”).  

For the past decade and a half, we’ve shared 

one another’s frustrations and celebrated one 

another’s victories. The fi rst female Vice 

President, 50% women in a key part of the 

business, the launch of every website and 

publications — all have received hearty ovations. 

We’ve shared data and worked on common 

defi nitions of categories to enable meaningful 

comparisons among organizations. And we’ve 

shared ideas — sometimes in heated debate, 

but always with the greatest respect.

As work on gender has evolved to diversity and 

now to inclusion, ORIGIN has expanded its 

scope of enquiry; for example, looking at racial 

equality and disabilities issues. But one thing 

about ORIGIN has not changed — it has 

remained a safe space for representatives of 

member organizations to explore challenges and, 

even better, propose solutions.   

We’ve grown from less than 10 to over 40 

organizations. We communicate by email and are 

looking into 21st Century media, such as social 

networking, to work on building communities 

of practice. We have passed the torch to new 

generations of institutional representatives 

who will renew and reinvigorate our work.

We are proud to have fl ourished and grown, 

but recognize the paradox of defeat in our 

accomplishment: our very existence attests 

to the persisting issues of gender inequality 

and other forms of exclusion. Today we are still 

discussing the issues we began to explore in 

1995. We have made progress but recognize 

that our organizations have much farther to go 

in achieving gender equality.   

So our goal for the next 15 years may be the 

same as the last 15—to work ourselves out of 

jobs because the diversity and inclusion issues 

we address will become obsolete. We take great 

comfort in knowing that as long as the work 

goes on, we have the support, inspiration and 

renewal of the ORIGIN network.

Sheila Reines

World Bank Group, December 2010
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ORIGIN — the Organizational and Institutional 

Gender Information Network — was created 

at the 4th World Conference on Women in 

Beijing (1995). It was based on a proposal 

circulated by Anette Pedersen, then Senior 

Adviser on Gender Equality at the World Bank 

Group (WBG). 

ORIGIN is a network of human resources 

and diversity professionals working in public 

and private international entities (multilateral 

agencies, international fi nancial institutions, 

bilateral donor agencies and commercial 

banks). The network addresses issues related 

to achieving gender balance and organizational 

change, often in the larger context of 

diversity programs. It promotes exchange 

of information and experience in areas such 

as recruitment, career development and 

supportive workplace policies. 

The Network began with about 20 member 

organizations, represented by Primary 

Institutional Representatives, who are full- or 

part-time focal points for organizational gender/

diversity issues. In 1996, the 1st meeting was 

hosted by the WBG in Washington, D.C. In 

June 2010, ORIGIN representatives met once 

again in D.C. to celebrate its 15th anniversary 

meeting, hosted by the WBG and co-hosted by 

the International Monetary Fund and the 

Inter-American Development Bank.

ORIGIN’s purpose is to serve its member 

organizations as: 

An informal network/forum for exchanging 

information and experiences related to 

organizational gender equality. 

A think tank for developing strategies and 

practices for changing gender balance, work 

environment and organizational culture. 

An advisory group to international policy-

makers and heads of member organizations. 

An advocate to raise awareness of the 

benefi ts of, and business case for, gender 

equality, especially at management and 

decision-making levels.

One member organization agrees to serve 

as Secretariat, responsible for maintaining 

up-to-date membership information. 

Representatives communicate mainly via email, 

sharing job postings, comparative staff statistics, 

and up-to-date practices in the areas of 

recruitment, compensation and benefi ts, 

work-life balance, and career development. 

Representatives meet annually to enable a 

more direct exchange of experience and ideas 

— critical to strengthening and renewing the 

network. Each meeting is hosted by one or 

more member organizations located in the 

same city. A meeting typically lasts two days, 

and includes expert speakers, sharing best 

practices and cutting-edge research. 

ORIGIN In Brief





O R I G I N  M E M B E R  O R G A N I Z A T I O N S

THE HISTORY
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In my work at the World Bank, I have come 

across others like myself, who have been brought 

into organizations to advise on changing the staff 

gender profi le—particularly in management and 

decision-making—and the organizational culture.

I also have talked to members of task forces and 

staff groups who are working on strategies and 

action programs for achieving gender balance and 

organizational change. We all are addressing the 

same questions and issues, but lack a mechanism 

for networking, collaboration and information 

exchange, and accessing reliable comparator data 

across organizations. 

Many people have expressed considerable 

interest in creating such a mechanism. Therefore, 

I would like to use this conference as an opportu-

nity to explore the idea of establishing a Working 

Group on Organizational Gender Issues. The basic 

principles are outlined below. 

Purpose: to serve as (1) a network/forum for 

exchanging information and experiences on 

issues related to organizational gender diversity; 

(2) a think tank for developing strategies and 

practices for changing gender balance, work 

environment and organizational culture in a time 

of rapid workplace change; (3) an advisory group 

to international policy-makers and managers; (4) 

an advocate to raise awareness of the benefi ts of 

gender diversity, especially at management and 

decision-making levels. 

Composition: representatives of public and 

private international institutions, including full-time 

advisers or focal points on equal opportunity or 

women’s issues; designated human resources 

or staffi ng offi cers responsible for gender issues; 

representatives of task forces or staff working 

groups. Members would be drawn from UN 

and other multilateral agencies, regional 

development banks, bilateral donor agencies, 

private fi nancial institutions and corporations, 

and non-governmental organizations. 

Structure: initially an informal group. One member 

might offer to assume the responsibilities of a 

secretariat on a rotating basis. 

Suggested activities: meetings several times a 

year; an electronic newsletter; collaborative 

research and comparative studies; outreach 

initiatives; joint efforts on strategy development, 

recruitment and career-development activities. 

Specifi c areas of focus: tools for changing gender 

balance; recruitment and promotion; career 

development; awareness-raising, communications 

and training; work-life issues; harassment; data 

collection, monitoring and evaluation.

THE ORIGINATING PROPOSAL — HOW IT ALL BEGAN

THE WORLD BANK/IFC/M.I.G.A.

OFFICE MEMORANDUM

DATE: September 1, 1995

TO: My Colleagues Working on Organizational Gender Issues

FROM: Anette Steen Pedersen, Senior Adviser on Women’s Issues

SUBJECT: Proposal to Create a Working Group on Organizational Gender Issues
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MEMBERS YEAR JOINED 

Agence Française de Développement (AFD) 1999 
African Development Bank 1998 
Caisse Française de Développement (CFD) 1997 
CCAO 1998 
CGIAR  1999 
CIDA 1999 
Council of Europe (COE) 1997 
European Bank for Reconstruction and Development (EBRD) 1999 
European Commission (EC) 1997 
European Parliament (EP) 2003 
European Space Agency (ESA) 2003 
Global Water Partnership (GWP)  2004 
International Committee of the Red Cross (ICRC) 2007 
International Fund for Agricultural Development (IFAD) 2005 
International Trade Centre (ITC)/ UNCTAD/WTO 1998 
North Atlantic Treaty Organization (NATO) 2005 
Organization for Security and Co-operation in Europe (OSCE) 2002 
Pan American Health Organization (PAHO) 2000
Royal Bank of Canada (RBC) 2005
Scotiabank 2002
Scottish Enterprise (SE) 2004
Toronto Dominion Bank (TD) 2005
United Nations (UN) 1998
United Nations Children’s Fund (UNICEF) 1997
United Nations Development Fund for Women (UNIFEM) 2005
United Nations Educational, Scientifi c and Cultural Organization (UNESCO) 1999
United Nations Industrial Development Organization (UNIDO) 2005
UN International Labor Organization (ILO) 1997
UN International Organization for Migration (IOM) 2000
United Nations Population Fund (UNFPA) 2005
UN World Food Programme (WFP) 1999
UN World Health Organization (WHO) 1998
UN World Meteorological Organization (WMO) 2001

ORIGIN — THE MEMBERS

World Bank Group (WBG)
Asian Development Bank (ADB)
Bank of Montreal (BMO)
European Investment Bank (EIB)
Food & Agriculture Organization of the United 

Nations (FAO)

Inter-American Development Bank (IDB)
International Monetary Fund (IMF)
OECD
United Nations Development Programme (UNDP)
UN Refugee Agency (UNHCR)

FOUNDING MEMBERS [1996]
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THE YEAR THE CITY THE HOST THE KEY AGENDA TOPICS

1995 Beijing                       Exploration of Interest

1996 Washington, 
DC

WBG Gender Equality
Recruitment — Career Development — Training
Work/Life
Surveys — Data Collection

Email as a Network Tool 

GUEST SPEAKER 

Dr. Nancy Adler: “Women in Global Management” 

1997 Luxembourg EIB Recruitment
Career/ Performance Management 
Training

GUEST SPEAKERS

Dr. Nancy Adler: “Global Leaders: A Dialog with 
Future History” 

Elisabeth Plum, Plum & Associates (Denmark): 
“Crossing the Boundaries” 

1998 Geneva WHO Creating databases of diverse candidates
ORIGIN as a recruitment aid to member organizations
Mentoring
Metrics/Indicators — Harmonizing grade levels within the UN System 

1999 Paris OECD Building the business case for diversity
Performance Management
Diversity Indicators
Spouse Employment

GUEST SPEAKER

Michael Cook, Deloitte & Touche: “Flexwork Initiatives 
— Becoming a More Flexible Workplace”

15 YEARS OF MEETINGS — THE NETWORK EVOLVES

19
95

 –
 1
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THE YEAR THE CITY THE HOST THE KEY AGENDA TOPICS

2000 Washington, DC IMF Targeted Recruitment
International Mobility of Women
Targets/Quotas
Spouse Employment

GUEST SPEAKER 

Sheila Wellington, Catalyst: “Women in International 
Organizations“

2001 Geneva WMO Mentoring
Models for Benchmarking
Websites for Knowledge-sharing
Work/Life 

GUEST SPEAKER

Dr. Hilary Harris, Cranfi eld School of Management: 
“Expatriate Selection Systems and Women’s Careers in 
International Management” 

2002 Toronto Bank of Montreal From Gender to Diversity
Managing Diversity
Diversity Competencies
Diversity Councils and Affi nity Groups
Codes of Conduct While on Mission
Behavioral Dimensions of Supplier Diversity 
Diversity Models and Indicators

GUEST SPEAKERS 

Nicole Chenier-Cullen, Director-General, Canadian Human 
Rights Commission, Employment Equity Branch 

Anthony Williams, Digital 4Sight: “Leadership in the 
Networked Economy” 

Susan Black, Catalyst, Canada: “Breaking the Barriers: 
Women in Senior Management” 

2003 Brussels EC Preventing Violence and Moral Harassment
Diversity Workplace Surveys — Censuses on Race and Ethnicity

GUEST SPEAKERS 

Anne-France Mossoux, Cedefop (The European Centre for 
the Development of Vocational Training): “Lifelong Learning 
— Opportunity or Threat for Women?”

Farrah Qureshi, Focus Consultancy, UK: “Diversity in 
International Organizations — How to Improve Our Record”

Lisa Pavan-Woolfe, Director, Employment and Social Affairs 
DG: “Practical Ways for Implementing the Gender 
Mainstreaming Approach” 20

00
 –
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THE YEAR THE CITY THE HOST THE KEY AGENDA TOPICS

2004 Paris ESA 
OECD UNESCO

Implementing Women’s Move into Management
Diversity Management
The Role of HR and Top Management in Gender Equity
Women’s Leadership in the Private Sector
Perspectives of a Headhunter
Equal Opportunity/ Spouse Employment
Telework

GUEST SPEAKERS 

Christine Gastinel, Total

Evelyne Sevin, Egon Zehnder International 

Philippe Cabanette, Schlumberger

2005 Washington, DC WBG 
IDB 
BMO 
UN 

ORIGIN: Past and Future
From Gender to Diversity
Inclusion Studies: Process, Metrics, and In-house Marketing

GUEST SPEAKERS 

Jane Elliott: “Blue Eyes Brown Eyes” 

Bendick & Egan: “Inclusion Studies”

2006 Luxembourg EIB 
EP

Career Development of Women in OECD
Disabilities
Diversity Competencies
Gender Parity in Management at UNICEF
Creation of the Women’s Leadership Training 
ORIGIN Membership Guide 

GUEST SPEAKERS 

Glenda Stone, CEO, Aurora: “Where Women Want 
to Work”

Christian Scharff, Dexia International Bank:
“Men, Women, Gender Balance in Everyday Life”

2007 New York UN UNICEF 
UNDP UNFPA

Diversity within an Inclusion Approach
Experiences with Inclusion
Gender & Diversity Awareness in Recruitment, Training, Action Plans, 
and Competencies

GUEST SPEAKERS 

Rohini Anand, Sodexo: “Diversity Scorecards”

Sylvia-Ann Hewlett, President, Center for Work-Life Policy

Douglas Freeman, Virtcom Consulting: “Shifts in the Labor 
Force — Looking to the Future and the Effect on Gender and 
Diversity & Inclusion.”20
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THE YEAR THE CITY THE HOST THE KEY AGENDA TOPICS

2008 Edinburgh Scottish 
Enterprise

Towards Balance, Diversity and Inclusion
Benchmarking
Measuring Diversity
Supporting the Case for Diversity 

GUEST SPEAKERS 

Heidi Oste, 2balanceU: “Workshop on Women Sharing 
Wisdom — Supporting Women in Leadership”

Douglas Hutchinson/Margaret Sentamu, Odgers Ray & 
Berndston (ORB): “Equality and Diversity”

Emma Ritch, Close the Gap: “Private Sector Experiences”

Yvonne Strachan, Scottish Government: “Gender Equality 
— Making a Difference”

2009 Brussels NATO ORIGIN Governance 
Communicating the Business Case for Diversity

GUEST SPEAKERS 

Karima Zahi, Pro Firmus: “A Framework for Managing 
Diversity”

Jill Adams, ADACON: “Selling the Case for 
Diversity- Essential Communication Skills”

2010 Washington, DC WB, IMF, IDB ORIGIN milestones
Achievements past and future
Linking diversity policy and practice
UN Gender Central
U.S. Women Ambassadors Breakfast

GUEST SPEAKERS

Dr. Mahzarin Banaji, Harvard University:

“Linking Implicit Bias to Diversity Improvements in Selections and 
Performance Management” 

Bendick & Egan, Diversity Consultants: “Strategy and Employee 
Engagement” 

Kate Anderson, British Council: “Sharing Best Practices in Diversity 
Strategies”

Christian Baldia, Managing Director, Virtcom Consulting: 
“Organizational Connectivity Analysis”

Sylvia-Ann Hewlett: “Women and Power”

Victor Pineda, Chairman, Victor Pineda Foundation

Elizabeth Vazquez, WeConnect International: “Supplier Diversity”

Antonio Fidalgo, Consultant: “Social Media”

20
08

 –
 2

01
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Forgive the predominantly female audience 

if—having ascended elevators and been greeted 

by a gentle wave of delightful harp music—they 

felt they had arrived in some sort of heaven.

In the World Bank Group’s distinctive 12th fl oor 

Gallery, the crowd was all smiles—enriched by 

an eminent gathering of 13 women Ambassadors 

who serve their countries in Washington, D.C. 

Julie Oyegun, the World Bank Group’s Chief 

Diversity Offi cer, welcomed the Ambassadors, 

senior World Bank Group (WBG) staff, and 

representatives from ORIGIN organizations: 

“Behind every successful person here—particularly 

our Ambassadors—there is a story — a story of 

striving, driving, and making hard choices. 

Leadership can be a lonely thing.”

Chan Heng Chee, Ambassador of the Republic of 

Singapore to the United States, presented her 

credentials to President Bill Clinton in 1996. That 

year, there were fi ve women Ambassadors. 

Today, there are about 25. “I have now been in 

Washington for 14 years, and things have really 

changed,” she said. “This is quite an achievement.” 

Susanna Moorehead, World Bank Group 

Executive Director for the UK said that this 

gathering is what success looks like. “It doesn’t 

have to look male and monochrome,” empha-

sized Moorehead, who was at the time one of 

three women out of 24 WBG Executive Directors. 

“The single greatest barrier in an organization like 

the World Bank or the British Service is if success 

is still defi ned by male values.”

Keynote speaker Sylvia Hewlett recounted 

women’s advancement during the past 

generation. “However, progress has stalled,” 

said Hewlett, who is an economist and founding 

president of the Center for Work-Life Policy, 

a nonprofi t think tank. 

Hewlett’s research has revealed huge obstacles 

when women “off-ramp” to have children in their 

30s. When they try to “on-ramp” again after brief 

breaks, there are enormous penalties. “We’ve 

encountered tremendous stigma and bias,” 

explained Hewlett. “Ultimately, 31% of women 

in the US will voluntarily leave their careers, with 

the average time out being about two years. 

Unfortunately, many can’t get back in. The result 

is they end up downsizing their dreams. So it’s a 

huge loss for organizations.”

Off-ramping in hyper-competitive “extreme jobs,” 

which average 73 hours per week, results in even 
Susanna Moorehead, WBG Executive Director for the 
United Kingdom, and Sylvia Hewlett take questions from 
Ambassadors, senior WBG staff, and ORIGIN representatives. 

THE 15TH ANNIVERSARY CELEBRATION: 
THE WOMEN AMBASSADORS’ BREAKFAST

“A Global Wave in Women’s Leadership”
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more stigma and inequality. Women comprise 

40% of the cohort until their late 30s, at which 

point representation drops precipitously. Eventually, 

in a cross-section of such jobs, women represent a 

mere 13% of senior management.

Ian Solomon, US Executive Director, asked 

Hewlett specifi cally about the lower end of the 

socio-economic spectrum. In response, Hewlett 

pinpointed the off-ramp phenomenon again, 

highlighting that the gender gap is all about career 

interruptions—but emphasized that some 

governments have successfully blunted the 

resultant income gap through smart policies.

“Countries that allow you to have continuous 

connection to the workplace do much better,” 

said Hewlett. “For example, at age 25, French 

women’s salaries are 83% of their male 

counterparts, whereas US women earn 93 

percent—the gender gap hardly exists at all. 

However, take these women at age 40. The 

French women still earn 83%, but the US 

women are earning 67%. What’s happened? It’s 

those off-ramps. In France, you are able to take 

paid parental leave—just under a year, which is 

just about the right amount of time. You also 

have free, fabulous preschool care and health 

benefi ts. That’s why the US looks so lousy in the 

gender gap report, particularly at the lower end 

of the socio-economic spectrum.”

To close the event, Irene Natividad reinvigorated 

the crowd. While countries and contexts may be 

different, the challenges are largely the same: 

“In no country has the pay gap been addressed 

suffi ciently. And in no country has this conun-

drum of balancing work and balancing responsi-

bilities of family been solved,” said Natividad, 

President of the Global Summit of Women. “The 

21st century economy will only thrive in each 

country if women are fully engaged—whether 

it’s in Bangladesh, the US, or Brazil. 

“I am tired of women being seen as vulnerable 

only. They must be seen as economically 

powerful. When a woman brings home money 

to her family, whether as a waitress or as an 

executive,” she underscored, “she acquires 

power and a voice. So let me leave you with 

this message: no one ever gave away power. 

Women have to grab it for themselves.”

Irene Natividad, President, Global Summit of Women



THE 15TH ANNIVERSARY MEETING AND CELEBRATION 
“FROM GENDER TO DIVERSITY & INCLUSION” 

Dorothy Berry, VP, IFC Human Resources, delivers the Welcome speech.

Kedibone Letlaka-Rennert, IMF.

Left to right: Sophia Procofi eff, ICRC, Anette Pedersen, 
and Oscar Ruiz, IDB.
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 Right to left: Victor Pineda, Victor Pineda Foundation; Tina Tinde (IDB) and her son Guy.

Sylvia Hewlett, Keynote Speaker, 
Women Ambassadors’ Breakfast.

Left to right: Apartna Mehrotra (UNFPW) and
Kedibone Letlaka-Rennert (IMF).

Foreground – Left to right: Ambassador Renée Jones-Bas
(Netherlands); Julie Oyegun, Chief Diversity Offi cer (WBG), 
and Ambassador Carolina Barco (Colombia).

Elizabeth Vazquez leads the discussion on 
Supplier Diversity.

eads the discussion on 
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M E M B E R  O R G A N I Z A T I O N

PROFILES



THE ASIAN 
DEVELOPMENT 
BANK (ADB) IS 
COMMITTED TO 
REALIZING ITS 
VISION OF AN 

ASIA & PACIFIC 
REGION FREE OF 

POVERTY. 
An international 

development 

fi nance institution 

established in 

1966, its mission 

is to help its 

developing 

member 

countries 

reduce poverty 

and improve the 

quality of life of 

their people

22 . FIFTEEN YEARS OF ORIGIN

We are owned by 67 members, 48 from the Region 

and 19 from other parts of the globe. We focus on 

three complimentary strategic agendas—inclusive 

growth, environmentally sustainable growth, and 

regional integration. We partner with governments, 

the private sector, non-governmental organizations, 

development agencies, community-based organiza-

tions, and foundations to assist our developing 

member countries. We serve a very large Region, 

with more than half of the world’s population living 

in Asia and the Pacifi c.

As set out in Strategy 2020, our long-term strategic 

framework, our organization focuses on fi ve core 

areas of operation:

Infrastructure

Environment, including climate change

Regional Cooperation and Integration

Finance Sector Development

Education

We operate on a more selective basis in health, 

agriculture, and disaster and emergency assistance. 

OUR ORIGIN MEMBERSHIP
We were a founding member and continue to be an 

active member. We were the Secretariat for ORIGIN 

from 2002 to 2007. We value our participation in the 

Network — the knowledge we have gained over the 

years has informed the discussions to make our 

organization a better employer. Our representatives 

have benefi ted from insights into challenges faced 

by other organizations similar to our own, lessons 

learned, and best practices. 

OUR DIVERSITY AGENDA
Diversity is a key part of our People Strategy 2010 

and the accompanying implementation plan. A key 

principle under the Strategy is ‘Diversity and 

Cohesiveness.’ We encourage diversity in terms of 

gender, age, nationality, religion, disability, and 

lifestyle, and actively promote gender equity in the 

workplace. We leverage the experience, knowledge, 

and background of our staff to generate innovative 

approaches and we raise awareness and sensitivity, 

enabling all to work well with one another. 

Since 1998, we have worked systematically to 

implement our institutional gender strategy through 

three Gender Action Programs (GAPs). The Gender 

Working Group, composed of professional staff from 

all departments in our organization, is a key partner in 

the development and implementation of GAPs. 

The current GAP seeks 3 outcomes to be achieved 

by end-2010: 

Increased representation of women and leadership 

by women; 

Enhanced work environment; and 

Clear management accountability for gender 

equality.

“Diversity is important in every workforce 
but especially important for a regional devel-
opment institution such as ADB. We encour-
age diversity in our workforce encompassing 
gender, age, nationality, skills, religion, dis-
ability and lifestyle. We actively promote 
gender equity in the workplace. Awareness 
and sensitivity to diversity enables our staff from many different back-
grounds to work effectively together and respond to the diverse needs 
of our client countries. Through leveraging the experience, knowledge 
and background of our diverse work force we can generate innovative 
approaches to reducing poverty in the Asia and Pacifi c region.” 

— Haruhiko Kuroda, President, ADB

ASIAN DEVELOPMENT BANK (ADB)



THE 
CONSULTATIVE 
GROUP ON 
INTERNATIONAL 
AGRICULTURAL 
RESEARCH 
(CGIAR) VISION 
IS TO REDUCE 
POVERTY AND 
HUNGER, 
IMPROVE 
HUMAN HEALTH 
and nutrition, and 

enhance 

ecosystem 

resilience through 

high-quality 

international 

agricultural 

research, 

partnership and 

leadership. 
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Our Mission
To enhance and promote the quality, relevance and impact of science in the CGIAR, to advise the group on strategic scientifi c 
issues of importance to its goals and to mobilize and harness the best of international science for addressing the goals of the 
international agricultural research community.

The Consultative Group on International 

Agricultural Research (CGIAR) is a global 

partnership that unites organizations engaged in 

research for sustainable development with the 

funders of this work. The funders include 

developing and industrialized country govern-

ments, foundations, and international and regional 

organizations. The work they support is carried 

out by 15 members of the Consortium of 

International Agricultural Research Centers, in 

close collaboration with hundreds of partner 

organizations, including national and regional 

research institutes, civil society organizations, 

academia, and the private sector. 

Since 1999, the CGIAR Gender & Diversity 

Program has provided products and services to 

CGIAR Centers to help leverage their rich staff 

diversity to increase research and management 

excellence. 

OUR ORIGIN MEMBERSHIP
Our organization’s Gender & Diversity Program 

(G&D) has been a member of ORIGIN since 1999. 

During this period, we have benefi ted immensely 

from other Network member organizations’ 

experience and expertise. 

OUR DIVERSITY AGENDA
G&D offers training, formal and informal advice, 

publications, and other resources. We have 

particularly focused on such topics as diversity-

positive recruitment, international teamwork, 

cross-cultural communications, and advancement 

for women. 

A key activity has been our Women’s Leadership 

training series which has benefi ted hundreds of 

women employed by CGIAR and our partner 

organizations.

CONSULTATIVE GROUP ON INTERNATIONAL 
AGRICULTURAL RESEARCH (CGIAR)



PEACE, 

PROSPERITY 

AND FREEDOM 

FOR ITS 498 

MILLION 

CITIZENS 

— IN A 

FAIRER, 

SAFER 

WORLD.

24 . FIFTEEN YEARS OF ORIGIN

The European Commission is the European 

Union’s executive body. It represents and upholds 

the interests of Europe as a whole and drafts 

proposals for new European laws. It manages the 

day-to-day business of implementing European 

Union (EU) policies and spending EU funds. The 

Commission also makes sure that everyone 

abides by European treaties and laws.

The European Commission has 41 Directorate 

Generals (DG) and Services dealing with various 

policies, including equal opportunities and 

diversity, in the Member States. 

OUR ORIGIN MEMBERSHIP
We have been active in ORIGIN since its inception. 

In 2003, the EC hosted the 8th annual meeting of the 

Network. The main topics of discussion were 

diversity in international organizations, moral 

harassment at work, lifelong learning, equal 

opportunities, and gender targets. Our membership 

has proven to be benefi cial for the EC — it allows 

for an exchange of expertise and good practice on 

diversity issues amongst international organizations.

OUR DIVERSITY AGENDA
The unit ‘Equal Opportunities and Working 

Conditions’ of DG Human Resources implements 

the policy on Equal Opportunities (EO) for the 

Commission personnel. 

The legal basis of its EO policy lies within:

Staff Regulations, which prohibits discrimina-

tion on any grounds and allows for positive 

action for gender balance.

Action Programs, implemented since 1988, 

designed to improve gender balance, promote 

career development of offi cials, enable 

reconciliation of their private and professional 

life, and ensure the dignity of the person in the 

workplace (adopted in 2006).

Annual Targets for recruitment of women to 

management and non-management administra-

tors’ positions (in place since 1995).

Female representation has increased at all levels: 

Senior management: from 4.9% in 1995 to 

19.9% in 2008.

Middle management: from 10.7% in 1995 to 

21.3% in 2008.

Administrators: from 23.9% in 1995 to 39.9% 

in 2008.

At the DG level since 2005 there has been an 

offi cial network of focal points for equal 

opportunities — comprised of representatives 

of the human resources departments of each 

DG — responsible for the implementation of 

EO policy, Each DG has also created an action 

plan for equal opportunities and has an equal 

opportunities group. 

EUROPEAN COMMISSION (EC)/
EUROPEAN PARLIAMENT (EP)
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1975 Equal Pay
Provides that sex discrimination with respect to all 
aspects of pay should be eliminated (repealed by 
Recast Directive 2006/54/EC).

1976 Equal Treatment
Provides that there should be no sex discrimination, 
either direct or indirect, nor by reference to marital or 
family status, in access to employment, training, 
working conditions, promotion or dismissal.

1978 Social Security
Requires equal treatment between women and men 
in statutory schemes for protection against sickness, 
invalidity, old age, accidents at work and occupational 
diseases and unemployment.

1986 Occupational Social Security
Aims to implement equal treatment between women 
and men in occupational social security schemes 
(amended in 1996).

1986 Self-employment
Applies the principle of equal treatment between 
women and men to self-employed workers, 
including in agriculture, and provides protection for 
self-employed women during pregnancy and 
motherhood.

1992 Pregnant Workers
Requires minimum measures to improve work safety 
and health for pregnant women and women who 
have recently given birth or are breastfeeding, 
including a statutory right to maternity leave of at 
least 14 weeks.

1996 Parental Leave
Provides for all parents of children up to a given age 
defi ned by Member States, to be given at least 3 
months’ parental leave and for individuals to take 
time off when a dependent is ill or injured.

1997 Shifting the Burden of Proof
in Sex Discrimination Cases
Requires changes in Member States’ judicial systems 
so that the burden of proof is shared more fairly in 
cases where workers registered complaints of sex 
discrimination against their employers.

2002 Equal Treatment in 
Employment
Amends the 1976 Equal Treatment Directive 
adding defi nitions of indirect discrimination, 
harassment and sexual harassment and requiring 
Member States to set up equality bodies to promote, 
analyze, monitor and support equal treatment 
between women and men.

2004 Goods and Services
Extends gender equality legislation outside the 
employment fi eld for the fi rst time.

2006 (Recast) on Equal Treatment in 
Employment and Occupation
Enhancing the transparency, clarity and coherence of 
the law, this directive put the existing provisions on 
equal pay, occupational schemes and “the burden of 
proof” into a single text.

SET BY THE EUROPEAN PARLIAMENTmilestones



OUR MISSION IS 
TO FURTHER 

THE 
OBJECTIVES OF 
THE EUROPEAN 

UNION BY 
MAKING 

LONG-TERM 
FINANCE 

AVAILABLE FOR 
SOUND 

INVESTMENT.

26 . FIFTEEN YEARS OF ORIGIN

The European Investment Bank was created by 

the Treaty of Rome in 1958 as the long-term 

lending bank of the European Union. The 

shareholders are the Member States and the 

Board of Governors is composed of the Finance 

Ministers of these States. Our task is to 

contribute towards the integration, balanced 

development and economic and social cohesion 

of the EU Member States.

We raise substantial volumes of funds on the 

capital markets which we lend on favourable 

terms to projects furthering EU policy objectives.

We continuously adapt our activity to develop-

ments in EU policies. Besides supporting 

projects in our Member States, our main lending 

priorities include fi nancing investments in future 

Member States of the EU and EU Partner 

countries. Our Group consists of the European 

Investment Bank and the European Investment 

Fund (EIF). The EIF has several shareholders, the 

EIB being the majority shareholder. 

OUR ORIGIN MEMBERSHIP
We were one of the founding members of 

ORIGIN and have been represented by our Equal 

Opportunity Committee (COPEC, founded in 

1994) which is a joint HR-Staff Representative 

committee. COPEC’s aim is to approve an action 

program, and monitor the implementation of a 

policy of equal opportunities among staff. 

Since 2010, the Head of People and 

Organization in HR has been assigned the 

additional responsibility of Diversity and 

represents us alongside COPEC in ORIGIN 

and other similar networks. COPEC members 

recently hosted the annual meeting in 2006. 

We regularly contribute to discussions among 

ORIGIN members through sharing information, 

ideas and policies, and providing benchmarking 

reports for all members. The data received from 

ORIGIN members for these benchmark reports 

has been valuable in making the business case 

to EIB management.

OUR DIVERSITY AGENDA
As an organization, we are strongly committed 

to promoting diversity, but would readily 

acknowledge that visible impact on our gender 

diversity numbers has been slow in spite of 

that commitment. 

“Promoting Diversity is a change management process that is everybody’s business. Our first 
focus is to attain a better gender and nationality balance at the Bank. Nevertheless Diversity 
encompasses other realities, such as Disability, a dimension I am very keen to integrate in our 
ongoing actions. There is no room for complacency. Our aim to achieve a more balanced work-
force, at all levels within the Bank, remains a challenging objective and one I personally will 
remain committed and attentive to.”

— Philippe Maystadt, President, EIB

EUROPEAN INVESTMENT BANK (EIB)



FROM GENDER TO DIVERSITY & INCLUSION . 27

On a positive note, progress has been made in 

laying the foundations with respect to policy, 

strategy and infrastructure. There is active 

support from our President, who attends all 

COPEC meetings. Three of our Directors 

General are designated “diversity sponsors” and 

there are Diversity liaisons in each Directorate. 

In December 2008 we achieved a key milestone 

and approved our fi rst ever Diversity Strategy, 

highlighting four priority areas:

Attract, engage and retain diverse talent.

Build an inclusive work environment.

Foster leadership and management.

Build our profi le as an employer of choice. 

Also in 2008, we introduced a target to focus 

efforts toward equal opportunity in recruitment. 

Today, we have a target of parity in male/female 

appointments for all professional and managerial 

positions. Focus is turning inward, with increas-

ing attention on gender imbalances within the 

current staff population. Key challenges include 

the need to develop a proper internal talent 

management system to address the lack of 

internal upward mobility for professional women 

and to reduce over-reliance on external female 

managers to fi ll certain senior posts. Other 

issues include more consistent implementation 

of policies designed to promote work/life 

balance, to complement the “best-in class” 

policies around fl exible working arrangements, 

parental leave, crèche facilities, part-time and 

tele-working. 

1984 First consultative group on equal 
opportunities created 

1994 Joint Committee on Equal 
Opportunities (COPEC) established

1995 Crèche opened

1995 Adoption of basic policies on unpaid 
parental and adoption leave, part-time 
working, extra-time for breastfeeding 
(amongst others)

2002 Introduction of (partially) paid parental 
leave (6 months per child)

2003 Dignity at work policy approved

2006 Review of Gender Equality at EIB

2008 Diversity strategy approved, extension 
of parental and maternity leave

2009 Introduction of more fl exible work 
arrangements and talent management 
and leadership development policies

2010 Publication of Diversity 2008-2009 
Progress Report 

milestones
SET BY THE EUROPEAN INVESTMENT BANK



THE IDB 
PARTNERS 

WITH
 COUNTRIES TO 

COMBAT 
POVERTY AND 

PROMOTE 
SOCIAL EQUITY

through 
programs tailored 

to local 
conditions. 

Working with 
governments as 
well as with the 

private sector, 
the Bank seeks 

to achieve 
sustainable 

economic 
growth, increase 
competitiveness, 
modernize public 

institutions, and 
foster free trade 

and regional 
integration.

28 . FIFTEEN YEARS OF ORIGIN

As Latin America and the Caribbean’s main 

partner for economic, social, and institutional 

development, we provide fi nancial resources as 

well as policy and technical advice to the 

governments, businesses, and civil society 

organizations of our 26 borrowing member 

countries. We offer our clients a variety of 

fi nancial instruments: loans for public and 

private sector investment projects, for policy 

reforms, and for helping countries cope with 

fi nancial crises. We also provide partial credit 

guarantees and grants for technical cooperation 

and recovery from natural disasters.

Working hand in hand with our borrowing member 

countries, we develop and support programs and 

projects in a variety of sectors that are critical for 

achieving sustainable and equitable development. 

We focus our efforts in the following areas, 

considered priorities by our clients: infrastructure, 

sustainable energy and climate change, water and 

sanitation, and education. We also support 

initiatives that address structural problems.

OUR DIVERSITY AGENDA
Our Task Force on Women was established in 

1995. The group, chaired by Executive Vice 

President Nancy Birdsall, issued a report in 

1996 on its fi ndings and made specifi c 

recommendations for improvement, including 

in training. Those recommendations were the 

basis for each department to develop action 

plans, while the responsibility for implementing 

institution-wide actions fell to the 

administration. 

Flo McAfee, President of Summerland Studio, moderated the 
opening session of our Leadership in Diversity Conference 
(November 2009)

“The countries of Latin America and the Caribbean are home to an extraordinary 
richness of peoples, cultures and ethnic heritages. Our region is one of the most racially 
diverse in the world. This cultural diversity permeates every aspect of life in our region, 
and provides a wealth of resources and knowledge that can and must form the basis for 
development with identity.” 

— Burke Dillon, Executive Vice President, IDB
spoke at the World Conference Against Reference, September 2001

INTER-AMERICAN DEVELOPMENT 
BANK (IDB)
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“Beyond the intrinsic value of diversity, let me 
state the obvious: we cannot weave an economic 
tapestry of more rapid growth and less poverty 
without enfranchising and empowering all of the 
peoples of the Americas.” 

— Luis Alberto Moreno, President, IDB, 
in his welcoming remarks at our “Leadership in 
Diversity Conference — Setting the Tone from the 
Top,” Washington, D.C., November 2009  

President Moreno, with Melanne Verveer, Ambassador-at-Large, 
Global Women’s Issues, US Department of State.

As global attention turned towards diversity, 

the UN World Conference against Racism, 

Racial Discrimination, Xenophobia and Related 

Intolerance was held in Durban, South Africa, in 

August 2001. In December 2001, our Board of 

Executive Directors adopted the “Action Plan 

to Promote Diversity in the Bank”. In 2003, a 

working group of the Executive Vice President 

selected seven pilot countries for interaction with 

universities and professional associations in order 

to attract potential candidates. Numerous job 

fairs and outreach efforts followed, also in other 

countries, and continue to this day. 

In 2006, President Moreno established a Task 

Force to review the status of women at the 

Bank, ten years after the fi rst Task Force on 

Women presented its recommendations to 

Management. The 2006 Task Force found that 

progress had been made in a number of areas. 

However, improvement is still needed in 

leadership, management and attitudes towards 

gender and diversity issues. There is still a 

noticeable lack of women in the highest 

ranks of Bank Management, and fl exible 

work policies have been partially and unevenly 

adopted, mostly left to the discretion of the 

individual supervisors. 

In 2009, we created a Diversity Advisor 

position in the Department of Human Resources 

and held a diversity conference in November. 

We selected 10 of the recommendations for 

implementation in 2010. They focus on women’s 

advancement and activities to increase 

the number of persons of African descent, 

indigenous peoples and persons with 

disabilities among staff. We also adopted 

a policy that ensures gender parity on hiring

and promotion panels. 

In 2010, we launched a diversity self-identifi cation 

process for employees and prepared a human 

resources policy on persons with disabilities. 

Formal gender targets were also set for the 

fi rst time by the Board of Governors.



THE 
INTERNATIONAL 

COMMITTEE 
OF THE RED 

CROSS IS AN 
IMPARTIAL, 

NEUTRAL AND 
INDEPENDENT 

ORGANIZATION
whose exclusively 

humanitarian 
mission is to 

protect the lives 
and dignity of 

victims of armed 
confl ict and other 

situations of 
violence and to 

provide them with 
assistance. 

30 . FIFTEEN YEARS OF ORIGIN

Since the organization was founded in 1863, 

we have been working to protect and assist the 

victims of armed confl ict and other situations

of violence. We initially focused on wounded 

soldiers but, over time, extended our activities 

to cover all victims of these events.

Our work developed along two lines. The fi rst 

of these is operational, i.e. helping victims of 

armed confl ict and other situations of violence. 

The second involves developing and promoting 

international humanitarian law and humanitarian 

principles.

These two lines are inextricably linked because 

the fi rst operates within the framework provided 

by the second, and the second draws on the 

experience of the fi rst and facilitates our response 

to the needs identifi ed. This dual nature reinforces 

our very identity and distinguishes us from other 

international humanitarian organizations, private 

or intergovernmental, which generally concentrate 

on just one of these two priorities.

OUR ORIGIN MEMBERSHIP
We have been a member of ORIGIN since 

2007. Our membership has been useful in 

helping our organization with knowledge and 

information exchange. 

The ICRC also endeavours to prevent suffering by 
promoting and strengthening humanitarian law and 
universal humanitarian principles.

— (30-06-2009 International Review of 

the Red Cross No 874) 

The legal bases of any action undertaken by the ICRC are as follows:

 The four Geneva Conventions and Additional Protocol I confer on the ICRC a specific mandate to act in the event of 
international armed conflict. In particular, the ICRC has the right to visit prisoners of war and civilian internees. The 
Conventions also give the ICRC a broad right of initiative.

 In non-international armed conflicts, the ICRC enjoys a right of humanitarian initiative recognized by the 
international community and enshrined in Article 3 common to the four Geneva Conventions.

 In the event of internal disturbances and tensions, and in any other situation that warrants humanitarian action, the 
ICRC also enjoys a right of initiative, which is recognized in the Statutes of the International Red Cross and Red 
Crescent Movement. Thus, wherever international humanitarian law does not apply, the ICRC may offer its services 
to governments without that offer constituting interference in the internal affairs of the State concerned.

INTERNATIONAL COMMITTEE
OF THE RED CROSS (ICRC) 
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1988 First Report on the situation of women at the ICRC and fi rst measures implemented.

2001 First Plan of Action with 16 measures aimed at gender equality.

2002 Creation of a gender equality position at the level of Director General.

2005 Increase to 70% — senior manager level.

2006 Adoption by the board of directors of a political and strategic framework for 10 years, 
including yearly follow-up, with two objectives:

 Gender diversity — defi ned as a rate of representation of 30% for either sex at all 
levels of hierarchy, by 2011.

 Gender parity — defi ned as a rate of representation of 40% at all levels of the 
hierarchy, by 2016.

milestones SET BY THE INTERNATIONAL COMMITTEE 
OF THE RED CROSS (ICRC) 



THE IMF 
PROMOTES 

INTERNATIONAL 
MONETARY 

COOPERATION 
AND EXCHANGE 

RATE STABILITY, 
FACILITATES THE 

BALANCED 
GROWTH OF 

INTERNATIONAL 
TRADE,

and provides 
resources to help 

members
 in balance of 

payments 
diffi culties or to 

assist with poverty 
reduction.

 

32 . FIFTEEN YEARS OF ORIGIN

We are owned by 187 member countries. We are 

a specialized agency of the United Nations but 

with our own charter, governing structure, and 

fi nances. Our members are represented through 

a quota system broadly based on their relative 

size in the global economy. 

Through its economic surveillance, the IMF 

keeps track of the economic health of its member 

countries, alerting them to risks on the horizon 

and providing policy advice. It also lends to 

countries in diffi culty, and provides technical 

assistance and training to help countries improve 

economic management. This work is backed by 

IMF research and statistics. 

The IMF works with other international organiza-

tions to promote growth and poverty reduction. 

It also interacts with think tanks, civil society, 

and the media on a daily basis. 

OUR ORIGIN MEMBERSHIP
We have been a member of ORIGIN since its 

inception. The Network has served as an 

important source of information for benchmarking 

our institution’s progress on gender issues, which 

we record in the Diversity Annual Report. ORIGIN 

has also served as a valuable forum for peer 

support, exchange of ideas, best practices and 

knowledge for all its member organizations. 

OUR DIVERSITY AGENDA
Our Articles of Agreement and N-rules, which 

outline staffi ng guidelines, state that, “In appoint-

ing the staff, the Managing Director shall … pay 

due regard to the importance of recruiting 

personnel on as wide a geographical basis as 

possible.” Our N-rules further state that “the 

employment, classifi cation, promotion and 

assignment of persons on the staff of the Fund 

shall be made without discriminating against any 

person because of sex, race, creed, or nationality.” 

Our 2007 Statement on Diversity reads, 

“Drawing effectively on diverse perspectives 

will add value to our decision making, enrich the 

quality of our policy advice, and enhance our 

effi ciency and effectiveness. Accordingly, we will 

strive to attract, retain, and develop a wider pool 

of talent and to tap the diverse knowledge and 

experiences of our human capital.’ 

Diversity monitoring began after the appointment 

of a Special Advisor on Diversity in 1995 

to address diversity concerns and promote 

diversity management. 

Diversity is a cornerstone of 
the IMF’s excellence. A diverse 
workforce helps us produce 
better work, gives confi dence 
to our member countries that 
we are truly their institution, 
and keeps us competitive as 
an employer of choice. In order to deliver on our 
mandate of promoting global economic stability and 
cooperation, we need the varied knowledge and 
experiences that our international staff provides. It is 
their diversity of thought and leadership that sustains 
the Fund as a leading global institution.” 

— Dominique Strauss-Kahn,
Managing Director, IMF, September 2010

INTERNATIONAL MONETARY
FUND (IMF) 
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Representation benchmarks along geographic and 

gender lines were established in 2003, and 

recommitted to in 2008 for the 2009-14 period. 

Groups identifi ed as underrepresented include 

staff from Africa, East Asia, the Middle East, 

European Transition Countries; Developing 

Countries; and women at the managerial level. 

We rolled out a diversity scorecard in early 2010 

to monitor the institution’s progress towards its 

stated diversity goals, objectives and benchmarks. 

The scorecard is also expected to foster greater 

transparency and accountability. 

The IMF continues diversity and inclusion 

initiatives including research, awareness-raising, 

training, reporting and more. 

INTERNATIONAL MONETARY FUND GENDER PROFILE, 1995, 2005, 2010

Category Total Male Female Female 
(in Percent)

2010

Total Staff 2369 1325 1044 44%

Support Staff 487 70 417 86%

Professional Staff 1573 1002 571 36%

Management 309 253 56 18%

2005

Total Staff 2696 1458 1238 46%

Support Staff 693 601 87%

Professional Staff 1643 1062 581 35%

Management 360 304 56 16%

1995

Total Staff 2170 1171 999 46%

Support Staff 714 106 608 85%

Professional Staff 1160 794 366 32%

Management 296 271 25 8%

Note: Data for 2010, as of 2/15/2010



THE NORTH 
ATLANTIC TREATY 
ORGANIZATION IS 

AN ALLIANCE 
OF 28 

COUNTRIES FROM 
NORTH AMERICA 

AND EUROPE,  
committed to 

fulfi lling the goals 
of the North 

Atlantic Treaty 
signed on 

April 4, 1949. 
In accordance 

with the Treaty, 
the fundamental 

role of NATO 
is to safeguard 

the freedom 
and security of its 

member countries 
by political and 
military means.

34 . FIFTEEN YEARS OF ORIGIN

Each member nation is normally represented on 

the North Atlantic Council by an Ambassador or 

Permanent Representative, supported by a 

national delegation composed of advisers and 

offi cials who represent their country on different 

committees. The Council also meets from time 

to time at the level of Heads of State and Heads 

of Government, or Ministers of Foreign Affairs 

and Ministers of Defense.

Partner countries are represented by Heads of 

Diplomatic Missions or Liaison Offices located 

at our Headquarters. The Head and Staff of the 

Missions attend committee meetings in 

cooperation formats and represent their 

countries at meetings of the Euro-Atlantic 

Partnership Council (EAPC), or at meetings 

of the NATO-Russia Permanent Joint Council, 

or NATO-Ukraine Commission respectively. 

Meetings of these bodies also take place 

at Ministerial or Summit level, when Partner 

countries are represented by their Foreign 

or Defense Ministers or by their Head of State 

or Government.

OUR ORIGIN MEMBERSHIP
We have been a member of ORIGIN since 

2003, and hosted the 2009 meeting at our 

Headquarters in Brussels, Belgium. Although the 

Alliance’s Gender balance and Diversity efforts 

are relatively recent, a great deal of political and 

managerial effort has been put into mainstream-

ing diversity throughout the organization, and 

results show some very positive trends. 

We have developed a comprehensive set of 

policies on Equal Opportunities and Diversity, 

as well as against harassment. ORIGIN has been 

the inspiration for many of our diversity initia-

tives at Headquarters. As an invaluable source of 

support, best practices, and a network to share 

and exchange, we are fi rmly convinced that both 

the visibility of our work and the inter-institu-

tional dialogue are an essential benefi t from our 

membership in the Network.

OUR DIVERSITY AGENDA
In 2002, during the Prague Summit, NATO 

Heads of States and Government tasked the 

International Staff to form a Task Force to make 

recommendations to the North Atlantic Council 

on ways to improve gender balance and diversity 

in the NATO International Staff and civilian 

International Military Staff workforce. 

Under the auspices of the Deputy Secretary 

General, the Task Force started working in 

early 2003. The fi rst report proposed an Action 

Plan with eight objectives and was noted by 

Ministers in June 2003.

In consultation with National Delegations, 

the International Staff and the International 

Military Staff, the Task Force defi ned four 

guiding principles for actively pursuing a 

diversity policy at HQ:

Ensuring fairness in recruitment and 

promotion.

Ensuring high quality of NATO personnel.

Respecting the diversity of all Alliance 

members.

Agreeing only to set goals and use methods 

that embody a reasonable challenge.

NORTH ATLANTIC TREATY 
ORGANIZATION (NATO)
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2002 At the Prague Summit in November 2002, Nations tasked the International Staff (IS) 
with formation of a Task Force to make recommendations to Council on ways to 
encourage the recruitment, retention and professional development of a diverse 
workforce.

2003  Under the direction of the Deputy Secretary General, a gender Balance and Diversity 
Task Force was formed and started working in January. The First Diversity Monitoring 
Report proposes a Diversity Action Plan, noted by Foreign Ministers, and issued in June. 
In September, the Protection against Discrimination and Harassment at Work Policy 
passed. In November, the Equal Opportunity & Diversity Policy was adopted.

2004  NATO Internship Programme was launched as part of the overall effort to bring young 
and diverse talent into the organization.

2005 A small unit dedicated to implementing and monitoring the new diversity policies was 
established within the Human Resources Department, under the direct supervision of 
the Deputy Assistant Secretary General for Human Resources.

milestones SET BY THE NORTH ATLANTIC TREATY 
ORGANIZATION (NATO)



OECD BRINGS 
TOGETHER THE 
GOVERNMENTS 
OF COUNTRIES 

COMMITTED TO 
DEMOCRACY 

AND THE 
MARKET 

ECONOMY FROM 
AROUND THE 

WORLD TO:   

Support 
sustainable 
economic 

growth

Boost 
employment

Raise living 
standards

Maintain 
fi nancial stability

Assist other 
countries’ 
economic 

development

Contribute to 
growth in

 world trade

The Organization provides a setting where govern-

ments compare policy experiences, seek answers to 

common problems, identify good practice and 

coordinate domestic and international policies.

We are a unique international institution that 

provides high-quality policy advice, multi-disciplin-

ary perspectives and peer-learning approaches. 

We set the standards and defi ne best practices in 

almost every fi eld of economic endeavor. We 

seek to build common understandings and fi nd 

innovative solutions to tackle the most pressing 

global challenges and to transform globalization 

into a more balanced and harmonious process. 

This is done by sharing governmental experience, 

identifying best practices, providing state-of-the-

art analysis and reliable comparative statistics in 

virtually all areas which help governments to 

improve their public policies.

As a hub for the discussion of global policy issues, 

we interact with governments, international 

organizations, parliamentarians, business sector, 

trade unions, academics, media and NGOs, 

building an unprecedented network for human 

progress, which is based on a deep rooted 

conviction about the benefi ts of multilateral 

co-operation. We are expanding our membership 

and outreach to respond to the recent transforma-

tions in the world economy; adapting to better 

refl ect an increasingly interdependent world by 

becoming more global, more inclusive, more plural. 

ORGANISATION FOR ECONOMIC 
CO-OPERATION AND DEVELOPMENT (OECD)

OUR ORIGIN MEMBERSHIP
We have been an active member of ORIGIN 

since 1996, hosting the ORIGIN annual meeting 

in 1999, sharing our diversity initiatives, and 

learning from others’ examples of best practice 

ever since. Initiatives shared include the OECD 

Organizational Action Plan on Gender; our 

tele-working policy; the International Women’s 

Day Celebrations; and granted awards for gender 

mainstreaming in the core work, and for the 

most diversity-friendly OECD workplace. 

Highlights in our move to fully embrace the 

benefi ts of diversity are in the fi gure below.
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World Day for Cultural Diversity for Dialogue and Development, 
May 2009, with OECD Secretary-General Angel Gurria (far left), 
Deputy Secretary-General Aart de Geus (far right), the Spanish 
Ambassador Cristina Narbona Ruiz (in red) and the winners of the 
‘Most Diversity-Friendly OECD Workplace of the Year 2008’ and ‘OECD 
Gender Mainstreaming Champion 2009’



milestones SET BY THE ORGANISATION FOR ECONOMIC 
CO-OPERATION AND DEVELOPMENT (OECD)
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ORGANISATION FOR ECONOMIC CO-OPERATION 
AND DEVELOPMENT (OECD)

SCOTTISH 
ENTERPRISE IS A 

GOVERNMENT 
ECONOMIC 

DEVELOPMENT 
AGENCY 

WORKING WITH 
PARTNERS TO 
HELP ACHIEVE 
THE SCOTTISH 

GOVERNMENT’S 
PURPOSE OF 
INCREASING 

SUSTAINABLE 
ECONOMIC 
GROWTH.

 We do this by 
supporting the 

growth 
of globally 

competitive 
companies, 
sectors and 

business 
infrastructure.

We deliver a range of dedicated support services 

locally, nationally and internationally. Our 

activities help businesses with the appetite and 

capacity to grow to improve effi ciencies, access 

new sources of funding, and conquer new 

markets. To build a world-class economy, we are 

interested in industries that have real competi-

tive advantage in Scotland, particularly:

Energy 

Life Sciences 

Tourism 

Financial and Business services, 

Food and drink 

Digital Markets and Enabling Technologies.

We work in partnership with universities, 

colleges, local authorities and other public sector 

bodies to achieve these goals and to maximize 

our contribution to the Government’s Economic 

Strategy. We are mainly funded by the Scottish 

Government and have offi ces throughout the 

world as part of our foreign direct investment 

division — Scottish Development International.

OUR ORIGIN MEMBERSHIP
We became involved with ORIGIN following a 

visit/ mission to the World Bank and the IMF. 

The forum provides us with invaluable learning 

on best practice in mainstreaming the agenda 

throughout our organization and in the services 

we provide. 

We hosted the ORIGIN meeting in 2008 in 

Edinburgh. Delegates heard from a range of 

speakers from the private and public sector on 

developments on the equality agenda, relating to 

occupational segregation, recruitment, and the 

impact of the unfolding economic downturn. 

Our then Minister for Communities hosted 

a networking dinner at Edinburgh Castle and 

delegates had the opportunity to tour the 

Scottish Parliament following lunch chaired 

by a member of the Scottish Parliament.

OUR DIVERSITY AGENDA
We are committed to equal opportunities as 

an employer and service provider and although 

there are strong legislative drivers in the UK that 

we adhere to, our primary interest in the agenda 

is to realize our economic growth mission and 

objectives through a strong equality focus. We 

fi rmly believe that equal opportunities can bring 

enormous benefi ts to our economy and compa-

nies, and it is this ‘business case,’ the realization 

of productivity gains and expanded markets, that 

drives our work forward.

The work is starting to bear fruit, with our 

work on equality and outcomes improving, 

for example:

The number of women working in the 

organization is now more representative of the 

population as a whole at 56% from a high of 

67% in previous years. We will continue to try 

and improve representation of women at 

senior management level, which has been 

boosted with the recent appointment of our 

fi rst female Chief Executive.

The number of ethnic minority and disabled 

businesses we serve is increasing, helped by 

pro-active initiatives targeted at under-repre-

sented groups. 

We have increased our work across the other 

strands of equality, including age, disability, 

SCOTTISH ENTERPRISE (SE)
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religion/belief and sexual orientation. We 

report publicly each year on the number of 

staff employed in these categories which is 

some way from 1995 when we reported on no 

characteristics.

We have completed a two-year pilot project, 

Equality Matters in Business, which 

encouraged companies to adopt diversity for 

business success. Over 150 companies were 

assisted with developing equality policies and 

attending workshops.
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“We are delighted to have been involved with ORIGIN for the past six years. During that time 
we have learned a great deal about how global organisations are encouraging greater repre-
sentation of women and minority groups in their workforce and increasing the uptake of their 
services by under-represented communities.

We congratulate the Network on reaching its fifteenth anniversary. I hope Scottish Enterprise 
has played some part in sharing best practice to help the group achieve its aims of fairness and 
equity in international institutions, firmly rooted in the business case for equality.

We look forward to continuing our involvement with the forum and we are convinced that the work of members, 
in promoting the importance of involving talent from all sectors of society, will help their organisations to become not 
only equitable employers but world class leaders in their field.” 

— Lena Wilson, Chief Executive Offi cer, SE



ORGANISATION FOR ECONOMIC CO-OPERATION 
AND DEVELOPMENT (OECD)

“WE THE 
PEOPLES… 
A STRONGER 

UN FOR 
A BETTER 
WORLD.” 

The United Nations is an international organization 

founded in 1945 after the Second World War by 

51 countries committed to maintaining interna-

tional peace and security, developing friendly 

relations among nations and promoting social 

progress, better living standards and human 

rights. Due to its unique international character, 

and the powers vested in its founding Charter, the 

Organization can take action on a wide range of 

issues, and provide a forum for its 192 Member 

States to express their views, through the 

General Assembly, the Security Council, the 

Economic and Social Council and other bodies 

and committees.

We work on a broad range of fundamental issues, 

from sustainable development, environment 

and refugees protection, disaster relief, counter 

terrorism, disarmament and non-proliferation, to 

promoting democracy, human rights, gender 

equality and the empowerment of women, 

governance, economic and social development 

and international health, clearing landmines, 

expanding food production, and more, in order to 

achieve its goals and coordinate efforts for a safer 

world for this and future generations.

While headquartered in New York, we main a 

signifi cant presence in Addis Ababa, Bangkok, 

Beirut, Geneva, Nairobi, Santiago and Vienna, and 

have offi ces all over the world. With particular 

reference to gender, the Secretariat architecture 

currently comprises the Offi ce of the Special 

Adviser on Gender Issues, which houses the 

monitoring and oversight of the issues of the 

Representation of Women, Mainstreaming 

Gender and Peace and security, and supervises 

the Division of the Advancement of Women, 

which services the Commission on the Status of 

Women and all standard setting gender 

conferences.

OUR ORIGIN MEMBERSHIP
The UN is a founding member of ORIGIN. We 

hosted the ORIGIN meeting in 2007. We 

subscribe to the goal of achieving gender parity at 

all levels in all occupational categories by the year 

2000, and at the decision- making level by 2015. 

We have reported on the status of women in the 

UN System since 2001. We are committed to 

participation in ORIGIN for the rich forum that the 

Network provides. 

UNITED NATIONS (UN)
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QUICK FACTS

Membership: 192 Member States

Established: October 24, 1945

Secretariat staffing as of 30 June 2010
(Secretary-General’s report “Composition of the 
Secretariat” [A/65/350 ] ) : about 44,000

Current UN peacekeeping operations: 16

Budget for 2010-2011: USD 5.048 billion 
(peacekeeping operations not included)

Official languages: Arabic, Chinese, English, 
French, Russian, Spanish.
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1997 Creation of Offi ce of Special Adviser 
on Gender Issues and the Advancement 
of Women (OSAGI) the Offi ce of the 
Focal Point for Women (OFPW). 

1998 Individual Cases. The Offi ce of the 
Focal Point for Women (OFPW) 
counsels approximately 100-150 
individuals per year on gender-related 
issues.

1999 Special measures for the achievement 
of gender equality ST/AI/1999/9.  
Network: The United Nations Women’s 
Newsletter. Started in 1999, the OFPW 
publishes a quarterly publication on 
gender issues, disseminated worldwide 
and to all entities of the UN system. 

2003 Focal Point of Women is launched. 
http://www.un.org/womenwatch/
osagi/fp.htm

 Directive on Sexual Harassment in 
United Nations Peacekeeping and Other 
Field Missions (For Military Members of 
National Contingents, Military Observers 
and Civilian Police Offi cers).

2004 Confl ict Resolution in the United 
Nations Secretariat ST/IC/2004/4. 
Recognizes the Offi ce of the Focal Point 
for Women as an established channel 
for informal resolution of confl icts. 
Flexible Working Arrangements ST/
SGB/2003/4. Staggered working hours, 
compressed work schedule, break for 
external learning activities and telecom-
muting are made available to staff.

2005 Family Leave, Maternity Leave and 
Paternity Leave ST/AI/2005/2 made 
available to staff. 

2006 Staff Selection System ST/AI/2006/3. 

2007 Expert Group Meeting: Measures to 
accelerate the improvement in the 
Status of Women in the UN System. 

 International Women’s Day Panel 
Discussion: Breaking Barriers: Achieving 
Balance in Numbers and Work-Life.

2008 Prohibition of discrimination, harassment, 
including sexual harassment and abuse 
of authority ST/SGB/2008/5. 

 Secretary-General’s letter to Heads 
of Departments and Offi ces. 

 Global Diversity and Gender Equality 
Symposium

 International Women’s Day Panel 
Discussion: Investing in Women: What 
is being Done.

2009 Flexible Work Arrangements Awareness 
and Outreach Strategy. 

 International Women’s Day Panel 
Discussion: Workplace Flexibility and 
Productivity 

 Survey on Flexible Work Arrangements.

 Departmental Focal Points for Women 
in the Secretariat ST/SGB/2008/12. 

2010 Secretary-General’s Reports on the 
Status of Women in the UN System. 

 Gender Balance Strategy for the UN 
Secretariat. 

 Staff Selection System ST/AI/2010/3. 

 International Women’s Day Panel 
Discussion. 

 Annotated Departmental Gender Focal 
Points Terms of Reference. 

 UN Entity for Gender Equality and the 
Empowerment of Women created.

milestones SET BY THE UNITED NATIONS
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UNICEF IS THE 
DRIVING FORCE 

THAT HELPS BUILD 
A WORLD WHERE 

THE RIGHTS OF 
EVERY CHILD ARE 

REALIZED. 
The big 

challenge of the 
next 20 years is 

to fi rmly position 
the best interests 
of children at the 

heart of all 
human activity. 

It is our collective 
responsibility 

to ensure every 
child’s rights 

to survival, 
development, 
protection and 

participation.

We are mandated by the United Nations General 

Assembly to advocate for the protection of 

children’s rights, to help meet their basic needs, 

and to expand their opportunities to reach their 

full potential.

We are on the ground in over 150 countries and 

territories to help children survive and thrive, from 

early childhood through adolescence. The world’s 

largest provider of vaccines for developing 

countries, we support child health and nutrition, 

good water and sanitation, quality basic education 

for all boys and girls, and the protection of 

children from violence, exploitation, and AIDS. 

We uphold the Convention on the Rights of the 

Child. We work to assure equality for those who 

are discriminated against, girls and women in par-

ticular. We work for the Millennium Development 

Goals and Millennium Declaration and for the prog-

ress promised in the United Nations Charter. We 

work to hold everyone accountable to the prom-

ises made for children.

OUR ORIGIN MEMBERSHIP
We have been active in ORIGIN since its 

inception in 1995, and were one of the founding 

members. We have also hosted one of the 

meetings at our New York headquarters.

OUR DIVERSITY AGENDA
Gender equality is central to our work, embodied 

since our establishment in 1946, and refl ected in 

aspects from our Mission Statement and ethics, 

to our program implementation.

Our Mission Statement enshrines the principle of 

non-discrimination, and explicitly states that, 

“UNICEF aims, through its country programs, to 

promote the equal rights of women and girls and 

to support their full participation in the political, 

social, and economic development of their 

communities.”

With our partners, we work to address the critical 

importance of women and girls in achieving 

health, education and protection outcomes to 

UNITED NATIONS CHILDREN’S FUND (UNICEF)

TARGET: GENDER PARITY 50% FEMALE

2006 2007 2008 2009

Gender ratio P5+ 36.0% F 38.0% F 42.0% F 42.0% F

Gender ratio P/L1-4 50.5% F 48.0% F 49.0% F 53.0% F
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impact overall sustainable development. The 

rights of girls, in particular, require special 

attention. The majority of children who do not 

attend primary school are girls, and girls are more 

likely to suffer sexual violence, to be traffi cked, or 

to be forced into child marriage. In many regions, 

they are less likely to receive essential healthcare. 

Our programs continue to be refi ned to better 

promote gender equality.

Continued progress towards achieving our 

50/50 by 2010 gender parity target: We are 

almost there, with females comprising 48% of 

our workforce. There are two organizational key 

performance indicators, namely the gender ratio 

from P1-4 and P5+. We have achieved our goal 

of gender parity at the P/L1-4 level, and 

continue to make progress towards parity in 

senior management. This is where we will 

continue to focus our efforts, while maintaining 

the gains made across the board.

What is measured is what matters: Further 

evidence of the centrality of our gender parity 

targets are their inclusion across the board in 

the Organizational Performance Management 

systems currently being developed. This 

includes Scorecards and Dashboard (for both 

programs and management) at the global, 

regional and country/offi ce levels. A ‘gender 

marker’ for monitoring gender equality in 

program planning and implementation is also 

being developed.

Signifi cant efforts and progress have been 

achieved in the area of gender equality, with the 

implementation of a one-year Gender Action Plan 

with additional budget in 2009, Executive Board 

support for continued focus in this area including 

a Strategic Priority Action Plan on Gender Equality 

for 2010-2012, and a Gender Equality Policy. 

FROM GENDER TO DIVERSITY & INCLUSION . 43

On 1 May 2010, Anthony 
Lake became the sixth 
Executive Director of the 
United Nations Children’s 
Fund, bringing to the 
position more than 45 
years of public service. 

During his career, Anthony Lake has worked with 
leaders and policy makers across the world.

Photo: © UNICEF



OUR DREAM 
IS A WORLD 

FREE OF 
POVERTY.

Our mission is to:

Fight poverty 
with passion 

and 
professionalism 

for lasting 
results. 

Help people 
help themselves 

and their 
environment by 

providing 
resources, 

sharing 
knowledge, 

building 
capacity, 

and forging 
partnerships in 
the public and 

private sectors.
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The World Bank, established in 1944, is a vital source 

of fi nancial and technical assistance to developing 

countries around the world. We are headquartered 

in Washington, DC and have more than 10,000 

employees in more than 100 offi ces worldwide.

We are made up of two unique development 

institutions owned by 187 member countries: 

the International Bank for Reconstruction and 

Development (IBRD) and the International 

Development Association (IDA). Each institution 

plays a different but collaborative role in advancing 

the vision of inclusive and sustainable globalization. 

The IBRD aims to reduce poverty in middle-income 

and creditworthy poorer countries, while IDA 

focuses on the world’s poorest countries.

Their work is complemented by that of the 

International Finance Corporation (IFC), the 

Multilateral Investment Guarantee Agency 

(MIGA), and the International Centre for the 

Settlement of Investment (ICSID).

Together, we provide low-interest loans, 

interest-free credits and grants to developing 

countries for a wide array of purposes that include 

investments in education, health, public adminis-

tration, infrastructure, fi nancial and private sector 

development, agriculture and environmental 

and natural resource management.

OUR ORIGIN MEMBERSHIP
We are a founding member of ORIGIN and 

have hosted the annual meeting three times: 

the 1st, 10th and 15th Anniversaries. 

OUR DIVERSITY AGENDA
Our annual World Development Report provides 

a wide international readership with an extraordinary 

window on development economics. Each year, 

the Report focuses on a specifi c aspect of 

development. The 2012 Report will focus on the 

linkages between gender equality and development 

— how gender equality evolves in the development 

process. It will also focus on the evidence 

and examine policies in understanding the 

two-way relationship. 

In partnership with other organizations working on 

development, we have become strong advocates for 

gender equality in all aspects of life. Since the Fourth 

World Conference on Women in Beijing in 1995, 

the Bank has provided about $6.3 billion for girls’ 

education and more than two-thirds of its loans 

for health, nutrition and population have included 

gender-related objectives. Additional projects address 

legal reforms designed to strengthen women’s 

access to legal rights, especially the right to own land.

Internally, staff diversity and later inclusion

have steadily grown in importance, beginning

in the 1970s. A stretch goal, articulated by our 

President last year, is achieving gender parity 

in management by the end of 2012. 

Celebrating International Women’s Day 2010 with (right to left) 
Managing Director Ngozi Okonjo-Idweala, Chief Diversity Offi cer 
and ORIGIN representative Juliana Oyegun, and Africa Region 
Vice President Obiageli Ezekwesili. 

WORLD BANK GROUP (WBG)
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“To best understand our interconnected world, we need diverse and global 
thoughts and perspectives from across developing and developed countries. 
World Bank Group staff diversity is at the center of our comparative 
advantage. Our culture of diversity and inclusion helps us generate new ideas 
and create solutions that best serve our clients. It also reflects our 
commitment to reaching out to talent from all backgrounds and to giving people 
the opportunity to employ their capabilities and energy to the fullest.”

— Robert B. Zoellick, President, WBG, June 2010.

Status of Women
Working Group
created by SA

First woman
Director

Stern Report;
gender equality

initiative launched

First woman MD

Racial equality initiative
launched; zero tolerance 
policy for racial 
discrimination implemented       

Disabilities
Working
Group created

Inclusion study

First diversity
& inclusion awards

D&I
Advisory

Group
established

Domestic partner
benefits policy
adopted

2007
D&I  FY07-12
Strategy and

Action Plan

2/3 of COs 
wheelchair
accessible

Scorecard
D&I Compacts

2005

D&I 
Task Force 

Gender parity
by 2012 goal set

Country office
engagement

Task force
on higher
level women

First African VP

First woman VP

First woman RVP

Catalyst gender
barriers study

Dewey Ballantine study

Reorganization

Anti-harassment
policy implemented

WBG
Diversity
Director

appointed

First African/woman MD

US Minorities
Working Group

VPU level ownership 
and engagement in
March Celebration
of Diversity events.

Racial equality
video

First D&I
newsletter
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Diversity & InclusionFocus on Constituencies

HR reform;
diversity
indicators set 

Africa Issues 
Committee Report; 
GLOBE created 

Beyond Diversity

19901973 1975 1980 1985 1995

Reorganization

2000 2010

milestones SET BY THE WORLD BANK (WBG)



THE WORLD 
HEALTH 

ORGANIZATION 
IS THE 

DIRECTING AND 
COORDINATING 

AUTHORITY 
ON 

INTERNATIONAL 
HEALTH 

WITHIN THE 
UNITED 

NATIONS 
SYSTEM.

WHO experts 
produce health 
guidelines and 
standards, and 

help countries to 
address public 
health issues. 

WHO also 
supports and 

promotes health 
research. 

Through WHO, 
governments can 

jointly tackle 
global health 

problems and 
improve people’s 

well-being.
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We fulfi ll our objectives through 

our core functions:

Providing leadership on matters critical 

to health and engaging in partnerships where 

joint action is needed.

Shaping the research agenda and stimulating 

the generation, translation and dissemination 

of valuable knowledge. 

Setting norms and standards and promoting 

and monitoring their implementation. 

Articulating ethical and evidence-based policy 

options. 

Providing technical support, catalyzing change, 

and building sustainable institutional capacity. 

Monitoring the health situation and assessing 

health trends. 

OUR ORIGIN MEMBERSHIP
We have been a member of ORIGIN since 

1998, when we also hosted the annual meeting 

in Geneva. 

The value-added of being an active member of 

ORIGIN has been and continues to be based on 

its set of integrated founding objectives. 

OUR DIVERSITY AGENDA
In June 2002, ORIGIN endorsed a framework of 

“Best Practice” for diversity. Eight years later, our 

efforts to close the gender gap continue to make 

steady though slow progress with two key 

indicators being monitored. These are: (i) the 

representation of women in the professional 

workforce, increasing at about 1 percent/year, 

to close to 40 percent in 2009; and, (ii) the 

recruitment of professional women into the 

workforce. In 2009, we almost reached gender 

equity (47.1% of all professional appointments 

processed in 2009 were women). 

WORLD HEALTH ORGANIZATION (WHO)

Dr Margaret Chan is the Director-General of WHO, appointed by the World Health 
Assembly on 9 November 2006. Before being appointed Director-General, Dr Chan was 
WHO Assistant Director-General for Communicable Diseases as well as Representative 
of the Director-General for Pandemic Influenza.
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Key markers of the journey towards gender parity in WHO have been:

In 1979, the Executive Board set a 20% target for women’s representation in professional 
and higher-graded posts (Resolution EB 63.R25). 

In 1985, the target was raised to 30% (Resolution WHA38.12), and a time-limit of September 
1995 set to reach it (Resolution WHA46.24, 1993). 

In 1997, the target was raised to 50% (Resolution WHA50.16) and importantly, a new target 

of 50% for new appointments of women to professional posts by 2002 was added by WHO’s 
Governing Bodies. 

In 1995-1998, the appointment rate of women to professional posts was 33.2%. 

Resolutions WHA 50.16 (1997), Employment and participation of women in the work of WHO and 
in 2003 WHA 56.17, reiterated the target recruitment rate of 50% females from professional and 
higher levels and 50% target for female representation in the workforce, and as temporary 
advisers, consultants and members of scientifi c and technical advisory groups.  

In 2002: For the fi rst time, gender and geography were addressed in a joint resolution 
(Resolution WHA55.24): Director-General requested by WHA, “to ensure that the principles of 
equitable geographical representation, gender balance and a balance of experts from developed 
and developing countries are respected in making appointments in the Secretariat and in 
establishing expert advisory panels or expert committees”. 

In 2009: 41.5% of WHO’s professional workforce and 25.2% of WHO’s management and 
leadership are women. Importantly, for the recruitment rate, gender parity has almost been 
reached, with 47.1% of all professional appointments processed in 2009 being women.

milestones SET BY THE WORLD HEALTH ORGANIZATION 
(WHO)
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