








FOREWORD

The work of the Gender Program of the Consultative Group on International Agricultural
Research (CGIAR) in gender staffing is aimed at supporting the CGIAR-supported
international agricultural research centers in their efforts to promote the recruitment,
productivity, advancement and retention of women scientists and professionals within
their organizations. The program was launched in 1991, with specdial project funding from
seven CGIAR donors, and operates out of the CGIAR Secretariat at the World Bank in
Washington D.C. The program is designed to respond to the needs and priorities of the
centers and to support them in their efforts to diversify their staff through the integration
of more womnen professionals.

Strengthening the recruitment of women scientists and professionals into international
positions at the centers is a top priority of the CGIAR Gender Program. Around the world,
the pool of women working in fields central to the mandates of the centers has increased
dramatically in the past 15 years. Yet the participation of these women in the centers remains
quitelimited. Strengthening their recruitment was a key recommendation coming outof the
diagnosis carried outin 1991 on the status of internationally recruited women at the centers.
It was recognized that the centers needed to cast their recruitment nets more widely to
effectively exploit the expanding pool of women scientists and professionals.

This recommendation was endorsed by the centers’ Directors General who attended two
Senior Managers’ Workshops on Gender Issues held in Washington D.C. in 1991 and 1992.
They indicated that they wanted the CGIAR Gender Program to give highest priority to
providing support and developing recommendations for them onstrategies and mechanisms
for improving the recruitment of women international staff.

This paper is a direct response to that request. It analyzes the strengths and weaknesses of
the current recruitment practices of the centers and then provides practical guidelines on
how centers can strengthen their recruitment of women. The emphasis is on developing
mechanisms for mobilizing applications from qualified women candidates and for ensuring
unbiased review and selection processes. The paper isnotadvocating an ‘affirmative action’
or quota approach. The guidelines build on findings and insights gleaned from consultancies
carried out with four centers that have received support from the CGIAR Gender Program
instrengthening their recruitment of women: the International Crops Research Institute for
the Semi-Arid Tropics ICRISAT), the International Food Policy Research Institute (IFPRI),
the International Irrigation Management Institute (IIMI) and the International Rice Research
Institute (IRRI). This information is supplemented by data and information collected
through a survey on recruitment practices completed by 14 CGIAR centers.

The objective of this paper is to provide managers in the centers with a set of practical
measures that they can take to strengthen the recruitment of professional women. These
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Table 4. Men and women applicants by selected post type, 1991-91

Applicants
Post type Men Women % women
Management 2257 i3 6
Senior scientists 1401 13 7
Associate scientists 180 15 8
Program support 560 108 16
Postdoctoral fellows 134 29 18
Other! 180 40 18
Total 4712 428 8
Note: 1 Visiting scientists, research associates etc.
Reference:  Annex 2, Table 2,

which stands at 24% (Merrill-Sands and Sachdeva, 1992). It might be argued that
today’s program support posts tend to be at a more senior level than those recruited for
in the past and that they therefore attract fewer women applicants. However, the
proportion of high-quality women working in such areas as training, information
(documentation and publishing) and computer services has also increased over time,
making this ‘lack of supply’ argument unconvincing.

The low proportion of women applying for management posts (6%) is less surprising
given the relative dearth of qualified women in the agricultural sciences 15 years ago
and the need for previous management experience for most management posts. But it is
disappointing that the category of post which attracts most applicants overall attracts
the lowest proportion of women applicants. A lack of supply may not be the only expla-
nation. It may well be that the ‘old boy’ network for mobilizing candidates continues to
work most effectively at this level, particularly within the scientific community.

The proportion of women applying for senior scientist posts (7%) is disappointing, even
given that these posts require a minimum of between 5 and 10 years experience. Supply
trends indicate that a good proportion of women were qualifying in the social and
biological sciences 10 or 12 years ago. Women constituted 27% of Ph.D’s in the

social sciences, 31% of Ph.D.’s in the biological sciences and 14% in the agricultural
sciences between 1980 and 1984 in the USA (Merrill-Sands and Sachdeva, 1992). In the
Philippines over the same period women earned over 40% of the Ph.D.'s in agriculture
and related disciplines and over 50% of the Ph.D.’s in socio-economics at the University
of Los Bafios, the leading agricultural university in the country. This disparity between
supply and demand is explored in greater detail in Section 3.1.

Application rates for women also differed by center, with more than half the centers
surveyed having fewer than 10% women applicants and over a third having 5% or fewer
women applicants (Figure 1). Although we should not read too much into comparisons
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Table 5. Percentage of women appointed to to all IRS posts by center, 1991-92

Appointed

Center ' Men Women % women
CIAT 14 5 26
CIMMYT 12 8 40
CIr 6 3 33
1BPGR 5 1 17
ICARDA 22 6 21
ICRAF 21 6 22
ICRISAT 17 3 15
[FPRI 10 2 17
M1 11 1 8
IITA 30 8 21
ILCA 18 2 10
ILRAD 6 3 33
IRRI 29 3 g
ISNAR g9 0 0
Totals 210 51 19
Reference:  Annex 2, Table 1.

Table 6. Percentage of women appointed to selected advertised IRS posts by type of
post, 1991-92

Past type Men Women % women
Management 36 5 12
Senior scientists 31 9 23
Assoctate scientists 9 4 31
Program support 8 5 38
Postdoctoral fellows B 8 50
Other! 8 3 27
Total 100 34 252
Note: ! Visiting scientists, research associates etc,

2 The 25% total appointment rate for women in this table is 5% higher than the appointment rate
for all posts recruited in 1991-92, shown in Table 5. This indicates that there was a slight bias in
the sample of selected posts chosen by centers for the survey.

Reference:  Annex 2, Table 2.

At first glance women's appointment rate as postdoctoral fellows (50%) is also more
encouraging than their application rate (18%). However, the postdoctoral posts included
in the sample may not be representative of all postdoctoral appointments in 1991 and
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