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* The current study is a part of the 2019-2021 Mapping and Costing Studies of Gender Equality
Architecture (GAMC) across the United Nations system based on information collected from the
entities and updated through October 2021. UN Women initiated this analysis of existing
arrangements and resources within UN entities to implement the gender mainstreaming function.
This exercise seeks to identify gaps and opportunities to improve, as well as to address the need to
define further standards. The initial steps intended to collect start-up data on the human and
financial resources devoted to gender equality work in UN entities and to conduct an analysis of
the extent to which available resources meet the commitments to gender equality and
empowerment of women (GEWE) as outlined in the 2030 Agenda for Sustainable Development
and the ongoing reform of the UN System

* Further to this, the Secretary-General High-Level Task Force on Financing for Gender Equality
recommended all UN entities to (1) establish the baseline investment in human resources for
achieving GEWE objectives; (2) determine the existing human resources within the gender
architecture; (3) provide budget allocations to meet no less than the established baseline; and (4)
monitor gender architecture requirements and performance regularly. This recommendation was
adopted in December 2019 by the Executive Committee of the Secretary-General together with
other recommendations addressing financial resource tracking and allocations for gender equality
and the empowerment of women.
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* Since the initial passage of the System-Wide Action Plan (SWAP), entities have developed and
implemented gender policies, increased senior level accountability for GEWE, improved and made
new efforts to integrate gender focal points and gender mainstreaming in their work and planning,
and participated in inter-agency coordination mechanisms.

* In December 2019, the High-Level Task Force on Financing Gender Equality concluded that
financing for gender equality remains insufficient across the United Nations and that, without
investment in gender equality outcomes, results will remain elusive. The Task Force
recommendations offered practical ways to address current gaps and strengthen the resource base
for gender equality, including through the implementation of a Gender Equality Marker system at
the entity and country team level. Implementation across all entities was anticipated by 2020.

* Findings for the present study are divided into separate elements, including the integration of high
level GEWE integration milestones across entities, architecture, costing and financial resourcing
implicit in self-reported data provided by the responding entities and, finally, methodological and
logistical issues that have constrained, or that could in the future facilitate, timely and accurate
data gathering and analysis.



Scope, Timeline & Methodology
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The scope of the mapping and costing exercise of the UN Gender Architecture includes
exploring modalities at HQ, Regional, and Field Levels through two surveys incorporating
existing exercises, drafts and in consultation with relevant stakeholders. In doing so, we:
® Reported on human resources, salary expenses, funding typologies
e Reported on financial resources, quantity and types of funding, including donor
for implemntation of GEWE and gender mainstreaming
e Conducted interviews and desk research to understand the UN reform context in
which the survey is taking place
Drafted a report compiling and analyzing the collected information
e Designed a follow-up system for easy collection of information through UN SWAP
reporting mechanisims (extracted “best questions” from full length survey to be
included going forward)
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Survey Design (June Survey May 2020-July 2020) July 2020 — October March 2021 —
2019 — October Dissemination, — Aggregation, 2020) — Refine and December 2021) -
2019) Follow-Up and Analysis and Redistribute Short- Prepare Final Report
«Collect Former Survey Collection (November Collection of Missing Form Collection Tool and Conclusions
eConsult Subject Matter 2019 — April 2020) Data eContinue Analysis of eContinue Phone
Experts eDistribute End- eTabulate Results Survey Findings Interviews with Entities
*Vet Multiple Drafts November «Initiate Analysis of Survey Send Short Form *Map Architecture
*Send Pilot to Four «Collect and Aggregate Effectiveness, Results Collection Tool for Most *Calculate Costing Data,
Entities Early Results and Missing Data Important Data Gaps Where Available
eIngest Feedback and eReminder Emails «Conduct Follow-Up *Conduct Phone oPrepare Updated Deck
Prepare Final Draft Beginning Early March — Phone Interviews with Interviews with Entities and Accompanying
eConduct Phone May Entities Charts and Tables
Interviews with Entities eConduct Phone ePrepare formal written
Interviews with Entities report for HLTF

dissemination

As we concluded Phase 5 of the Project, phone interviews with entity professional proved to be invaluable, providing context on both
the challenges in data collection and analysis of the reliability of findings



Systemwide Participation
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Gender Architecture and Costing Participation
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Principal Findings
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* We have seen wide variations in GEWE architecture and costing within
the UN system, as well as in the methods and success of data
collection to facilitate knowledge acquisition and management.

* Findings from the present study fall broadly into three components:

* Integration of high level GEWE objectives across entities,

* Architecture, costing and financial resourcing implicit in self-
reported data provided by the responding entities and,

* Methodological, and logistical issues that have constrained, or that
could in the future facilitate, timely and accurate data gathering and
analysis.
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Reasons Cited for Missing Architecture and Costing Data

Taxonomies

Not Applicable

Difficulty Tracking Extensive Field Personnel

Lack of Access to HR and/or Financial Data

Insufficient Time

Unknown (Left Blank or No Survey Response) 66




Is the Gender Unit Remit Expanding?
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Organigrams Indicating Gender Resourcing

13,27%

36, 73%

= Yes = No

Inexplicably, a majority of entities were unable to produce an organigram indicating the location
of the gender unit or gender resources in the organization. Only 13 — or 27% -- of reporting
entities produced an organigram that shows the positioning of the gender unit or gender
resources, providing context for the integration and influence of gender mainstreaming within the
organization.




GEWE Staffing Standards
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Prevalence of GEWE Capacity Training Programs
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Where is Parity Handled?
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Additional Findings on GEWE Markers and
Integration Indicators



Essential GEWE Costing Indicators, Amongst 49 Responding Entities
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GEWE Integration Indicators, by Sub-Group
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GEWE Integration Indicators, by Secretariat Sub-Group
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Additional Findings on Architecture and
Influence



Distribution of Architectural Modalities

50 100%
45 90%
40 80%
35 70%
30 60%
25 50%
20 S 40%
15 30%
10 20%
5 10%
0 0%

GFPs Gender Gender Gender Gender Gender Gender
Units Unitsand  Advisors  Advisors Units, Units and

GFPs and GFPs  Advisors Gender

and GFPs  Advisors

mmmm Number of Reporting Entities

% of Reporting Entities

Note: Entities Overlap in the Chart / Categories are Not Exclusive —i.e., 46 reporting entities have GFP’s and some of these
same entities will constitute a portion of the 30 entities that have gender units.




100%

80%

60%

40%

20%

0

X

High Level Gender Architecture Indicators

Secretariat % Funds %

= Gender Unit

= Gender Advisors

Technical Focus % Training Institute

%

= Gender Focal Points

Specialized %



Gender Unit Locations




Gender Advisor Locations




Gender Focal Point Locations




What Gives Your Gender Unit Authority?

Annual Financial Plans -
Other - Entity Policies .
Other - Systemwide Mandates .
!

Other - Access to Leadership

Note: Responses are not exclusive — entities could provide multiple answers to this query with the largest number citing strategic
planning documents as the most significant of elements providing authority.
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GEWE Staff Involvement in Entity Decision Making and Policy

Always Not at All
12% %

Occasionally
0,
Uusually 28%
20%

Often
35%

= Not at All = Occasionally = Often = Uusually = Always




@UN
Gender Focal Points - Terms of Reference WOMEN

GFP Terms of Reference
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Additional Findings on Costing GEWE
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Possible Recommendations
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Managing the Gender Remit — Broader inclusion agendas addressing multiple inequalities (i.e., disability,
indigenous, LGBTQI), without a corresponding increase in resources, risk dl|utlnﬁ‘t e time and resources
gender units and gender staff can dedicate to gender equallt}/_. Nearly 40% of the UN entities surveyed
reported the_expansion ofg%ender unit work portfolios. Confirming this trend, 2022 UN-SWAP report
showed that 22 out of 45 (49%) Gender Units address multiple cross-cutting issues. It will be important to
ensure that resources and access to expertise are increased and monitored in accordance with the
expanding mandates and responsibilities of gender unit personnel.

Evolving and Bespoke Staffing Standards - The rise of entity-specific standards can be change drivers.
Some entities, like ILO, are workforce focused, with GEWE influencing both HR andl&)rogrammmﬁ. Others
like UNHCR, involve mtegratln% gender into a broader social protection mandate. An additional standar

that may be considered — that speak directly to the issues surfaced on GEWE costmﬁq— could relate to
targetm_% a minimum of funding to be secured through core or predictable funding, so that there can be a
continuity in the GEWE function. It is worth considering whether developing a typology guidance will
assist in providing guidance on GEWE, versus a one-size fits all approach. Staffing standards should include
a reflection on location for a more effective implementation of the mandate. Some of the entities with
GEWE located in front offices are now establishing a thematic fund to channel resources to the network
of gender focal points in different sections and departments. Focal points can then improve the
integration of gender concerns in overall portfolios or develop targeted actions.

Balancing Seniority, Funding, and Persistence - Over the past years, since the implementation of UN-SWAP
standards (gender focal points appointed at a P4 level and above with TORs including at least a 20%-time
dedication and, for larger entities, a fully resourced gender unit in accordance to their mandate) entities

ave maved from what could have originally been described as a “reactive” move toward appointing a
gender focal point or establishing a unit, to the “organic development” of thoughtful and well-integrated
gender policies and plans. Notwithstanding the above, field-based fuIItlmeEgerjder Advisors were reported
with least prevalence and gender Focal Points with most frequency. Entities reported a decreasing
funding for central gender units, weakening important functions related to coherence, capacity bujlding
and strengthened point network. Baselines and benchmarks on gender equality staffing are being
adopted in some entities (by 25% of UN entities) — both larger and better resourced, as well as smaller
entities with fewer resources available, while the majority (64%) lack them. It may be effective to adopt
entity-specific minimum standards and benchmarks ‘on gender equalltg staffing. Targeting a minimum
share of funding for staffing should be considered so that there can be continuity In gender equality
functions. These standards can be change drivers and have been successfully implemented across entities
of varying sizes, budgets and missions. Entity size, regional architecture and type of mandate are key
determinants to define an optimal gender architecture.



UN

"WOMEN

Locatjon Matters - Most entities reflected on the importance of location and reporting lines in terms
of influence/power, access to decision-making and/or budget. Some of the gender units located in
front offices are now establishing a thematic fund to channel resources to the network of gender
focal ﬁom‘qs in different sections and departments. While gender parity focal points” were
overwhelmingly located in HRdivisions, a majority of UN entities were unable to produce an
organigram indicating the location of the central gender unit or gender mainstreaming resources in
the organization and are largely unable to identify the total costing of staffmg. It is important to ask
whether staffing standards should include a reflection on “location for a more effective
implementation of the mandate. Location needs to be paired with functional reporting lines for
access to interagency mechanisms and internal committees.

Accountability - The most obvious UN-SWAP performance indicators on institutional performance on
gender equality include having an explicit gender result in the Strategic Plan, an updated gender
olicy or a Fender unit. UN entitjies have made important strides concerning gender results in their
trategic Plans (45 entities) and gender policies (57 entities). Concerning dedicated human and
financral resources, while 45 entities (63%) met or exceeded UN-SWAP requirements for the gender
architecture, fewer did for financial tracking mechanisms and financial allocations (18 and 23,
respectively. It should be considered whether increasing quality and accuracy of financial tracking for
programmes and human resources can support a meaningful discussion of systemwide funding for
gender equality in the face of static or declining budgets.

GEWE Costing Difficulties - A majority of entities have low levels of GEWE budgeting and spending
with only a small fraction of total UN entity resources dedicated to gender equality staff an
programming. Overwhelmingly, UN entities have great difficulty in tracking and reporting on
expenditures on gender equality -- both in terms of_ staffing and programming. Entities faced
challenges with access, transparency, consistency of definitions, varying year-ends, and methods of
reportlnﬁ% Data collection has shown varying degrees of costln% levels across entities of similar nature
proving that size and core mandates are not inevitably correlated with funding for gender equality. It
is important to reflect uﬁon the overall gender architecture require parallel discussions on the
appropriate financial benchmark for the gender equality function in a UN entity. Staffing and financial
standards can guide budgetary decisions signaling the relevance of the gender equality mandate
within the entity’s strategic priorities. As several participating entities have shown, size, core missions
and funding are not inevitably correlated with an entity’s ability to move GEWE front and center.
Expectations may need to be lowered in terms of the quantity of data collected on costing and/or the
ability to meaningfully compare collected data across entities.
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Language Taxonomies and Gender Association - How we communicate —
the words and phrasing we choose — plays a significant role in how
information is perceived by the target audience. Taxonomies developed
by gender specialists may be hard for non-specialized staff, including
some GFPs, to understand as a whole or in the context of their agency’s
operations  and administration. Taxonomies presenting particular
challenges for this survey included: Financial Data (Revenue, Budget,
Income, Expenditures); Staffing Data (Full-time versus Part-Time, Gender
Titles, JPO); Funding Source Data, e.%<., (Voluntary Core, unearmarked, XB,
versus Voluntary Core, earmarked, XB, Vqu.n.ta1ry Non-Core, earmarked,
XB, Assessed Contributions, RB, Gender Specific Trusts). Furthermore, the
implications  of varying understandings of phrases such as “gender
mainstreaming” as discussed elsewhere in this report are of critical
!mPortance for the conveyance and understanding of GEWE architecture,
influence and costing. .

Future Surveys — The importance of collecting, analyzing, and reporting
on GEWE progress is a virtuous cycle. That said, it may be useful to
consider other UN-wide survey ‘and reporting requirements when
determining the period for the next iteration of Gender Architecture
mapping and costing work. The transversal nature of the data requested
(financial, architectural/organizational design, human resources, and
more) made data collection and analysis challenging. Time was a factor
as was seniority. Improved buy-in from above is critical to marsha
transversal resources. What is the global picture of data collection and
reporting throughout the year in these entities — how many surveys and
administrative exercises are the GEWE people responsible for and when?
Further integration with UN- SWAP should be examined.



Next Steps —
Future Work

As with any long-term process of data collection,
analysis and in-depth discussions the gender
architecture and costing work has been enormously
revealing — both in terms of information gleaned on
architecture and costing and, equally, in terms of
those areas that deserve a “deeper dive” through
subsequent roundtables and short-form reports.

Some of these areas include:

Implications of expanding gender remits — how are
entities balancing the additional requirements with
largely static resources? Lessons learned?

Emerging gender standards — what’s working, what
enabling conditions are required, and what does
success look like?

Are there meaningful ways to collect costing data
systemwide, given size and typology differences?



Costing: “We have had specific challenges
completing the budget information in view of the
biennial budgets of the UN Secretariat. It did not
allow simply dividing the biennial budgets in half
since it is not always possibly to simply divide the
biennial expenditures in half (unspent funds in the
1st year of the biennium can still be spent in the 2nd
year). Moving forward, we will have less of this
issue since the UN Secretariat has moved to annual
budgets starting in 2020.”

Gender Staffing/Influence: “I have been “acting” FP
for gender in HR since my supervisor retired. There
is no mention of thisin my PD and very little in my
performance appraisal and it goes without saying
that this is on top of my normal work unrelated to
HR work on gender. Any supporting information
such as highlighting which other agencies have
resources officially dedicated to gender in HR would
be most appreciated so that | can advocate
internally for a positive change.”

Gender Markers: “To maintain quality assurance
over the Gender Marker coding system, we are
aligned with OECD-DAC conditions and closely
working with UNIDO’s Quality Monitoring Division to
track Gender Marker data; the Gender Compliance
and Marker Form is also developed with input from
Gender Focal Points and the Quality Monitoring
Division.”

Survey Participation: “I reached out twice to my
colleagues in Finance and HR, but they were not
particularly responsive. Some of them are on
holiday. Those who are not on holiday are extremely
busy replacing their colleagues and not particularly
willing and able to engage in extra activities.”

Expanding Remits: “We will be shifting from a
dedicated Gender Coordination Unit to ‘Gender,
Diversity and Social Inclusion Unit.” Our priority has
been on advocating for resources for the changes to
the unit — our dramatically expanded scope and
multiple thematic areas (SOGIESC, Youth and Aging,
Disability, Race and Ethnicity, Indigenous Peoples,
and Social Inclusion) is more than overwhelming ...”




