Updated Analysis of Future Harvest Center Demographics
CGIAR Gender & Diversity Program

This document provides updated information regarding the changing demographics of Future
Harvest Center internationally- (IRS) and nationally- recruited (NRS) staff!, based on the
extensive data collected from the sixteen Centers, covering the period January 1995- August 2001.
The updated report presents new informationregarding the age distribution of IRS and NRS, and
an analysis of data concerning staff changes (turrover rates, reason for departure)?. Key findings
include:

For both IRS and NRS, the men are older than the women. More IRS men are over age 55
than for any other category of staff.

The largest number of net NRS staff departures (for both men and women) took placein
the middle age bracket (35-45). By contrast, no male IRS net departures took place in the
age categories under 45 years.

Higher numbers of Part | origin staff depart from Centers voluntarily relative to Part 1
origin staff departures for other reasons.

For both IRS and NRS, the percentage of women departing for voluntary reasonsis
significantly higher than for men.

The proportion of IRS women departures has exceeded men’sin all but one of the seven
years studied.

Figure 1 shows the age distribution of IRS and NRS staff members as of August 2001. The
notable feature of these data is the differential distribution of men and women across the five age
categories. For both IRS and NRS, the “age bulge’ is younger for women than for men. Table 1
shows the percentage distribution of male and female IRS and NRS by age ranges. The data do
not permit cross-tabulation between age and position level, but it islogical to expect that they
correlate fairly well. An assumption would be that as female staff age, the balance between men
and women in more senior level positions would become more even — but that would assume
women are retained at similar rates to men as they mature, a point discussed further with regard
to Figure 5.

Table 1. Percentage distribution of male and female IRS & NRS by age range, 8/2001

Age range

Male age range as
% of total IRS -M

Female age range
as % of total IRS-F

Male age range as
% of total NRS -M

Female age range as
% of total NRS -F

20-24

1%

3%

25-34

6%

20%

18%

32%

35-44

34%

40%

41%

38%

45-54

42%

34%

34%

22%

Over 55

17%

7%

6%

5%

Figure 2 shows the different rates of turnover for male and female IRS and NRS over the period

1995-2001. It indicates clearly that the majority of staff layoffs occurred in the older age
brackets. However, it isinteresting to note the different patterns between IRS and NRS, and male

!} Updated from the G& D report submitted to the Interim Executive Council in October 2001.
2 These specific i ssues were raised during discussions with lan Johnson, October 2001.




and female staff. The Table 2. Distribution of reasonsfor staff departures

largest number of net NRS Reason as a % of total

staff departures (for both RS-M | IRS-F | NRS-M | NRS¥
men and Women) took place Reason for staff departure departures | departures | departures [ departures
in the middle age bracket Voluntary departure 38% 48% 31% 53%
(35-45), followed by the age | Nonrenewal of fixed term contract 43% 41% 12% 13%
brackets (45-55) and (55 Early retirement 5% 1% 27% 17%
and over). In percentage Retirement 5% 1% 4% 3%
terms, a higher proportion Dismissal with severance pay 7% 7% 22% 12%
of female NRS net Death - - 1% 1%
departures occurred in the Fired for nonperformance 1% 2% 2% 1%

35-45 year bracket than for

male net departures — 58% vs. 45%, respectively. By contrast, no male IRS net departures took
place in the age categories under 45 years; male IRS net departure numbers are evenly divided
between the age brackets of (45-55) and (55 and over). The numbers are mixed for women IRS,
as shown in Figure 2.

Figure 3 shows the different reasons for IRS departures, by World Bank Part | and Il countries
of staff origin. The notable feature here are the higher numbers of Part | origin staff departures
due to voluntary reasons, relative to the a higher proportion of Part |1 origin staff departures for
all other reasons. The numbers suggest that Part |1 origin staff may lack attractive employment
alternatives to working in the Future Harvest Centers, compared to their colleagues from Part |
countries.

Figures 4a and 4b show the gender-disaggregated reasons for IRS and NRS departures,
respectively. Table 2 teases out some of the finer distinctions in the trend data among the four
categories of staff. It isinteresting to note that for both IRS and NRS, the percentage of women
departing for voluntary reasons is significantly higher than for men. Unfortunately, this category
heading itself covers a number of possible reasons for departure, from pursuing better
employment opportunities elsewhere, to taking long-term family leave, to leaving because of
dissatisfaction with the workplace. The Gender & Diversity Program has a more in-depth study
planned to discern the underlying dynamics of the differences in men and women’s decision
bases for voluntarily leaving the Future Harvest Centers.

Another feature of these data are the lower proportions of women relative to men who are leaving
due to early retirement and retirement. Given the lower proportions of women in the older age
brackets, this is not surprising.

Finally, Figure 5 takes alook at the differential rates of male and female IRS departures and net
changes between 1995 and 2001. The good news here in terms of increasing international staff
diversity in the Future Harvest Centers, is that the numbers and proportion of IRS women has
increased almost every year during the study period. The less good news isthis. the proportion
of IRS women departures has exceeded men’sin all but one of the seven years. It should be
noted that the relatively small numbers of total IRS women in the FH Centers, and the even small
numbers of female departures and new hires, make these data somewhat unreliable. However, it
is till true that the larger gap between IRS females' departures and net turnover means that the
Centers are working harder to recruit new women to grow their representation in the Centers,
than for men. Considering how costly and time consuming it is for the Centers to recruit new
female staff, it islogical to recommend that they consider investing more attention in retaining
the women already employed. Again, the findings of the G&D Program survey of men and




women’'s motives for leaving CGIAR employment should provide guidance to the Centers
concerning how to better keep their valued female staff.
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Figure 1. Staff by age range, Aug 2001
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Figure 2. Net changes in staff numbers by age range
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Figure 3. Departure reasons for Part | & Il IRS
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Figure 4a. Reasons for IRS departures by gender
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Figure 4b. Reasons for NRS departures by gender
(total staff departures, 1995-2001)
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Figure 5. IRS departures and net staff changes* by gender,
Future Harvest Centers (% change, 1995-2001)
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* Total changes for all internationally recruited staff position levels.




