Dear friends,

Welcome to yet another issue of . This
issue brings to you many interesting articles and
news ftems. However, the piece with possibly the
greatest universal relevance, at least at the indi-
vidual level, is one which speaks to the need for
long-term care insurance for the golden years.
Women often find themselves unprotected in the
years when they most need care. Therefore, we
urge you to pay some attention and spend some
time to inform yourselves on this important mat-
ter. Besides, time wasted will add up to increased
costs. Hence, time is literally money.

In addition, we offer some perspectives on the
difference women make in top companies. A study
undertaken by Catalyst confirms what many of us
already intuitively know: gender and diversity bal-
ance Is good for the bottom line, irrespective of
the type of institution. The summary of the study
is presented to you together with a short list the
top companies with the highest percentage of
women on their Boards.

Bringing women and diversity into the work-
force, however, only to then subject the individual
to suboptimal and unacceptable work environ-
ments, is not the point. Therefore, we draw your
attention to our work-life piece on the summary
and highlights of WHO’s work on raising aware-
ness of psychological harassment in the work
place. Understanding the issue and knowing how
to spot it is fundamental to its resolutions.

Finatly, itis our hope that this isste of

contributes positively to your thinking
and well-being—both in terms of your personal
situation and in terms of the advocacy to which
we are all committed.

With warm and best regards,

In solidarity,

Aparna

Congratulations to ...

Four distinguished women Ambassadors newly
accredited to the United Nations in New York, mak-
ing a total of 17 women and 9 per cent overall (as of
July 2005). The Ambassadors are H.E. Merle
Pajula (Estonia), H.E. Solveiga Silkalna (Latvia),
H.E. Marlene Moses (Nauru) and H.E. Rosemarie
Banks (New Zealand). (www.un.org/womenwatch/
osagi/fpgenderbalancestats.htm)

UN related

¢ Ms. Ann M. Veneman (U.S.) for her appoint-
ment as the new Executive Director of the
United Nations Children’s Fund (UNICEF).
Ms. Veneman is an experienced manager of
complex organizations and outgoing Secretary
of the US Department of Agriculture (USDA).
She will replace Ms. Carol Bellamy and take up
her duties in May 2005.
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® Ms. Karen Koning AbuzZayd (U.S.) for her
appointment on 3 April 2005 as the Acting
Commissioner-General of the United
Nations Relief and Works Agency for Pales-
tine Refugees (UNRWA). Ms. AbuZayd has
had a key role in the Agency’s response to
the humanitarian emergency caused by the
conflict in the West Bank and Gaza Strip
since late 2000. Before joining UNRWA she
worked for the Office of the UN High
Commissioner for Refugees for 19 years.

UN bodies

® Ms. Elisabeth Palm (Sweden), a prominent
jurist and human rights expert, was
elected to the Human Rights Committee
on 8 February 2005. Ms. Palm replaces
Ms. Margareta Wadstein. The Committee
consists of 18 independent persons of high
moral character and recognized competence
in the field of human rights. Of these, there
are three women—Ms. Palm, Ms. Christine
Chanet (France) and Ms. Ruth Wedgwood
(U.S)).

® Justice Prafullachandra Bhagwati of
India, Professor Yozo Yokota of Japan
and Ms. Shaista Shameem of Fiji were
appointed, on 18 February 2005, to an
independent Commission of Experts.
The Commission is to assess judicial
progress made in Timor-Leste, and recom-
mend possible future action over the 1999
anti-independence violence in which
dozens of people were killed. It would also
review the pros-
ecution of seri-
ous human rights

violations com-
mitted in 1999
when Timor-
Leste voted for
independence.

UN Secretariat

Manager of the
Year 2005: Inspec-
tor Phyllis Moore-

Johnson.
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Farewell to

® Ms. Elizabeth Lindenmayer (France)
who resigned from her post as Deputy
Chef of Cabinet on 8 February 2005.
Ms. Lindenmayer has served with the United
Nations since 1977.

® Mr. Ruud Lubbers (Netherlands), the High
Commissioner for Refugees (UNHCR),
resigned on 20 February 2005 amid a fester-
ing controversy over allegations that he sexu-
ally harassed several female employees at the
UN refugee agency.

The bottom line: connecting corporate
performance and gender diversity

Study prepared by Catalyst
Summary prepared by Gillian Stein, Intern, OSAGI

“Developing women managers and leveraging
that talent by giving them a seat at the decision-
making table is smart business.”

A study conducted by Catalyst and sponsored
by the Bank of Montreal Financial Group, which
examined 353 Fortune 500 companies, illustrates
the connection between gender diversity and
financial performance. Data shows that those
companies with a higher representation of women
in top management teams financially outperform
companies with proportionally fewer women in
senior positions. These findings support the busi-
ness case for gender diversity, which asserts that
companies that recruit, retain and advance women
have a competitive advantage in the global mar-
ketplace.

Three factors underlying the business case

Employers that focus on gender diversity are
able to tap into a progressively more educated and
skilled segment of the labour market.

As more women enter the workforce, they also
make and influence purchasing decisions. Com-
panies that leverage female talent internally are
better equipped to develop products and services
to appeal to this growing market.
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The top 10 companies with the
highest percentage of women on their Boards!
Based on the Corporate Women Directors International 2004 Report:
Women Board Directors of the Fortune Global 200 Companies.
Information accurate as of June 2004
(for additional findings, and to order this report
go to http:/lwww.globewomen.com/cwdilorder_form.htm)
Number Percentage
of women of women
Company name Country directors directors directors
1 Albertsons 111 U.S. 10 5 50.0
2 Statoil 112 Norway 9 4 44.4
3 Wells Fargo 135 U.S. 14 5 35.7
4 SBC Communications 96 u.s. 17 6 35.3
5 (tie) Hewlett-Packard 24 u.S. 9 3 33.3
5 (tie) J.C. Penney 123 u.s. 12 4 33.3
5 (tie) Royal Ahold 37 Netherlands 6 2 3513
5 (tie) United Parcel Service 121 U.S. 9 3 33.3
6 (tie) Centrica 150 U.K. 10 3 30.0
6 (tie) Deutsche Post AG 75 Germany 20 6 30.0
6 (tie) McKesson 26 U.S. 10 3 30.0
7 Target 71 uU.S. 14 4 28.6
8 TIAA-CREF 181 U.S. 22 6 27.3
9 (tie) CVS 175 uU.S. 8 2 25.0
9 (tie) Deutsche Bank 68 Germany 20 5 25.0
9 (tie) DuPont de Nemours 164 U.S. 12 3 25.0
9 (tie) Intl. Business Machines (IBM) 19 U.S. 12 3 25.0
9 (tie) J. Sainsbury 152 U.K. 8 2 25.0
9 (tie) Metro AG 41 Germany 20 5 25.0
9 (tie) Sysco 179 u.s. 12 3 25.0
9 (tie) United Technologies 141 uU.S. 12 3 25.0
9 (tie) UnitedHealth Group 154 U.S. 12 3 25.0
10 (tie) Fannie Mae 57 U.S. 13 3 23.1
10 (tie) Metlife 106 u.sS. 13 3 23.1
10 (tie) Johnson & Johnson 92 U.S. 13 3 23.1
10 (tie)  PepsiCo 173 u.s. 13 3 23.1
10 (tie) State Farm Insurance 58 u.S. 13 3 23.1

1 CWDI 2004 Report: Women Board Directors of the Fortune Global 200 Companies
(www.globewomen.com; e-mail globesummit@aol.com).
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Research on group behaviour has demon-
strated that well-managed, diverse groups make
more innovative decisions than non-diverse
groups.

Making the case for the UN and other non-profit
organizations

How does the business case for gender diver-
sity, which is proven through financial perform-
ance, link to organizations that are not profit-
driven?

All organizations, be they private companies,
international organizations, Governments or
NGOs, are goal-oriented. A private firm’s success
Is measured in terms of financial performance;
not with gender and diversity balance; their goal is
to achieve a profit. The business case simply
proves the goal of the firm is achieved. The same
results can be expected in any organization,
including the UN.

Key findings of the study

* The group of companies with the high-
est representation of women on their
top management teams experienced
better financial performance than the
group of companies with the lowest
women’s representation. Return on
Equity (ROE) was 35.1 per cent higher,
and Total Return to Shareholders
(TRS) was 34.0 per cent higher.

* Financial performance was also
analysed by industry and, in each of the
five industries analysed, the group of
companies with the highest women’s
representation on their top manage-
ment teams experienced a higher ROE
than the group of companies with the
lowest women’s representation.

* In four out of five industries analysed,
the group of companies with the high-
est women’s representation on their
top management teams experienced a
higher TRS than the group of compa-
nies with the lowest women’s represen-
tation.

Catalyst is quick to point out that the research
findings demonstrate a link and not causation;
there are a variety of factors that contribute to out-
standing performance. Other determinants of suc-
cess include innovation, efficiency, employee sat-
isfaction, and an inclusive and supportive work
environment, among others. These factors, in
addition to gender diversity, are matters of good
management, or “smart business”.

“A leadership team that is knowledgeable
enough to leverage diversity is likely to be creat-
ing effective policies, programs, and systems, as
well as a work culture that maximizes a variety of
its assets and creates new ones.” Hence, encourag-
ing gender diversity and diversity training are part
of the minimum requirements needed to manage
international organizations. They are also a neces-
sary component of reform, continual improvement
and the achievement of organizational goals.

The full report free of charge can be found at
www.catalystwomen.org

Around the UN

® The sixtieth session of the International
Civil Service Commission (ICSC)
took place in Bangkok, Thailand, from
28 February to 11 March 2005. Among other
points, Secretary-General Kofi Annan wel-
comed the ICSC decision to approve pater-
nity leave, and awaited its review of the pay
and benefits system to ensure that the UN
continues to attract staff of the highest com-
petence and integrity. Executive heads were
looking forward to the results of the review
to enable adequate and competitive compen-
sation to staff; strengthening management;
encouraging mobility around the UN system
and addressing problems such as the recruit-
ment and retention of staff at about 500 duty
stations, including its most difficult. The
General Assembly is to hold a Summit meet-
ing in September 2005 when its membership
is expected to review the UN reform agenda.
The issues that fall within the Commission’s
purview are of central importance to that
effort.

® Annual meeting of the UN Inter-Agency
Network on Women and Gender Equality
(IANWGE), New York, from 22 to 25



February 2005. The fourth session of the
IANWGE brought together gender focal
points from most of the United Nations enti-
ties to review and follow-up on activities of
different parts of the UN system during the
previous year and to discuss past and future
challenges and issues of common concern.
The Network considered: the 10-year review
and appraisal of the Implementation of the
Beijing Declaration and Platform for Action;
the 5-year review of the Millennium Decla-
ration and the MDGs; developments related
to gender statistics and indicators; follow-up
to the 2004 ECOSOC coordination segment;
human rights issues and human resources,
and the status of women in the UN system.
Reports on inter-sessional activities were
presented by the Task Forces of IANWGE.
A one-day workshop on “Ten-year review of
gender mainstreaming: the way forward” was
also held. A full report including a statement
of its membership is available at http://www.
un.org/womenwatch/ianwge/

INTERNATIONAL
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The United Nations and its worldwide net-

work of offices marked International Wo-

men’s Day on 8 March 2005 with calls for
bolder action to promote gender equality.

Events ranged from a cancer prevention

workshop in Colombia to a hairdressing

contest in Russia to a rights seminar in

Uganda. Different activities were carried

out, including a panel discussion that took

place at the United Nations Headquarters
on “Gender equality beyond 2005: building
a more secure future”. The discussion was
moderated by Mr. Shashi Tharoor, Under-

Secretary-General for Public Information.

The panellists included:

» Ms. Rachel Mayanja, Special Adviser on
Gender Issues and Advancement of
Women, DESA

* Ms. Nafis Sadik, Member, High-level
Panel on Threats, Challenges and Change
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e Mr. Salvano Bricefio, Director, Secretariat
of the International Strategy for Disaster
Reduction

* Ms. Anna Kajumulo Tibaijuka, Executive
Director, UN-Habitat

* Ms. Jessica Neuwirth, President, Equality
Now

For further information see http://www.un.org/

womenwatch/feature/iwd/2005/

The Commission on Social Determinants
of Health, a new body to spearhead action
on the social causes behind ill-health, was
launched in Santiago, Chile, on 18 March
2005 by the President of the Republic of
Chile, His Excellency Mr. Ricardo Lagos
Escobar and World Health Organization
(WHO) Director-General, Dr. Lee Jong-
wook. The core of the commission’s work
will be to identify, evaluate, adapt and dis-
tribute effective strategies to address those
conditions in which people live and work,
that constitute the “causes behind the
causes” of ill health, including poverty,
social exclusion, inappropriate housing,
shortcomings in safeguarding early child-
hood development, unsafe employment con-
ditions and lack of quality health systems.
Of the 17 appointed commissioners, seven
are women: Ms. Frances Baum (Australia),
Ms. Monique Begin (Canada), Ms. Mirai
Chatterjee (India), Ms. Charity Ngilu
(Kenya), Ms. Hoda Rashad (Egypt) and
Ms. Anna Tibaijuka

(Tanzania).

The 49th session
of the Com-
mission on the
Status of S
Women ~
(CSW) was _
held in New &
York from '

28 February
to 11 March
2005. The
Commission
reviewed:
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1. The implementation of the Beijing
Platform for Action and the outcome
document of the special session of the
General Assembly entitled “Women 2000:
gender equality, development and peace
for the twenty-first century”;

2. Current challenges and forward looking
strategies for the advancement and
empowerment of women and girls.

In closing remarks on 22 March 2005, Rachel
Mayanja, the Special Adviser on Gender Issues
and Advancement of Women, said that the 49th
session had taken stock of women’s accomplish-
ments during the past 10 years and showed how
effective women could be when they were equal
partners at all levels. Member States, non-govern-
mental organizations and the UN system con-
firmed that all issues concerned women and that
women should carry out their rightful and equal
role in the world’s quest for solutions—whether it
was shaping new economic or social programmes,
preventing conflict, or establishing and maintain-
ing peace. There was overall consensus that
women have gained ground in the struggle for
equality with men over the past 10 years.
Numerous serious challenges remain including
the rise in trafficking of women and girls, and
their disproportionate representation in the ranks
of the poor and those infected with HIV/AIDS.
The Commission closed its 10-year review and
appraisal of the Beijing Declaration and Platform
for Action by adopting a political declaration and
a total of 10 resolutions. (www.un.org/women-
watch/daw/Review/english/news.htm)

® Secretary-General Kofi Annan held a global
UN staff town hall meeting at the UN
Headquarters on 5 April 2005. In responding
to questions from staff, he said that staff
should be proud of the Organization in spite
of all the recent negative publicity. He said
he would be pressing ahead with overall UN
reform to make the Organization more
accountable and transparent. He outlined
several proposals, including the establish-
ment of an oversight committee to ensure
that managerial recommendations were
implemented, as well as setting up a board to
monitor managerial performance. Guidelines

on treating whistle-blowers would be circu-
lated to staff shortly. Also a stronger policy
has been put in place to deal with sexual
misconduct.

Gender news

The United Nations Children’s Fund
(UNICEF) announced on 7 February 2005
that it had once more called on Governments
to move swiftly to stop genital mutilation
and cutting (FGM/C), a harmful practice
that has currently affected more than 130
million women and girls in different African
and South-East Asian countries. Putting an
end to this horrible practice would be crucial
to the success of two of the Millennium
Development Goals (MDGs), on improving
maternal health and promoting gender equal-

ity.

The Supreme Court of the United States
ruled on 29 March 2005 that the federal law
barring sex discrimination in schools and
colleges also prohibits school officials from
retaliating against those who bring sex dis-
crimination complaints. Most significantly,
the court held that the law’s protections
extended beyond those who are themselves
the victims of sex discrimination, applying as
well to third parties who complain about sex
discrimination on behalf of others. Marcia D.
Greenberger, co-president of the National
Women’s Law Center in the U.S., called the
decision “a slam-dunk for everyone who
cares about equal opportunity”. (The New
York Times, 30 March 2005)

The Parliament of South Korea finally
abolished the patriarchal family registra-
tion system (hoju) on 2 March 2005. The
constitutional court ruled that on human
rights grounds the “hoju” system barring
women from heading a family system was
unconstitutional. The present family registry
system required that a male became the fam-
ily head in all but a few exceptions, leaving
space for awkward situations where an infant
boy can assume the position of family head
and is given more rights in handling family



assets than his mother or grandmother. The
change raises women’s legal status and frees
them on such matters as the naming of chil-
dren on divorce. A new code is being
devised.

Women, peace and security

The Pentagon announced on 5 January 2005
that uniform procedures (one set of defini-
tions of what constitutes sexual assault for
all services) would be instituted for dealing
with accusers and the accused. A major com-
ponent of the new policy would be the
appointment of a sexual assault response
coordinator (colonel or other high-ranking
officer) at every American military installa-
tion in the world. The coordinator would fol-
low a case from accusation through resolu-
tion, with particular attention to helping the
victim. The Defense Department of the
United States acknowledged serious flaws in
how it has dealt with sexual assaults within
the military in the past.

A new report on sexual exploitation occur-
ring in peacekeeping missions (A/59/710)
issued on 24 March 2005 recommends that
the UN should standardize rules so that all
personnel in the service of the United
Nations and its missions are held accountable
equally, and that laws governing abuse and
exploitation by troop-contributor countries be
strengthened. Also, individual responsibility
for victims, including “peacekeeper babies”,
needs to be clarified and reinforced. It points
out many gaps in liability, especially since
the present peacekeeping regime recognizes
different categories of personnel, each gov-
erned by different sets of rules.

The Deputy Secretary-General, Ms. Louise
Fréchette, visited peacekeeping missions in
Liberia and Sierra Leone in March 2005. She
personally delivered the message of the
Secretary-General’s zero tolerance policy
regarding sexual exploitation and abuse.
She noted that strong leadership was key to
eliminating sexual exploitation and abuse and
emphasized that rules for behaviour, codes,
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directives and standard operating procedures
must be enforced by contingents through
national disciplinary law.

The World Health Organization (WHO)
campaign “Stop Violence Against Children.
Act Now” was launched on 15 March 2005
throughout Europe. Family violence claims
the lives of four children under the age of
fourteen each day in the European Region
according to WHO data. And this is only the
tip of the iceberg, with many thousands more
enduring years of violence and abuse for
every child that dies. This evidence is a prel-
ude to the “Stop Violence Against Children.
Act Now” regional consultation for Europe
and Central Asia, to be held in Ljubljana,
Slovenia, from 5 to 7 July 2005, and hosted
by the Government of Slovenia (http://www.
act-now.si). The United Nations study on vio-
lence against children (http://www.violence
study.org/r25) will look at the different set-
tings in which children experience violence,
including the home. “Home sweet home” is
a myth for many children but the place
where they spend up to 90 per cent of their
time—the place where they should be safest.
A UNICEF youth poll in 2001 found that

60 per cent of children in Europe and Central
Asia face violent or aggressive behaviour at
home from parents and caregivers. Different
cultures have different attitudes about what
Is, and what is not, acceptable parenting prac-
tice. Estimates from industrialized countries
suggest that between 40 and 70 per cent of
men who use physical violence against their
partners also use violence against their chil-
dren, and that about half of the women who
are physically abused also abuse their chil-
dren (http://www.euro.who.int or http://www.
euro.who.int/violenceinjury).

In your interest

Reports

The World Fertility Report 2003, issued on
25 January 2005, states that with govern-
ment policies generally supporting family
planning programmes, men and women in
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developing countries are waiting longer to
marry and having fewer children, much as in
the developed countries. The data shows that
in 192 countries the median proportion of
still-single women between the ages of 25
and 29 rose to 24 per cent in the 1990s from
15 per cent in the 1970s; the corresponding
figures for men rose from 32 to 44 per cent
over the same period. Female fertility in all
countries averaged to about 2.9 children per
women, dropping from 5.4 children in the
1970s. (http://www.un.org/esa/population/
publications/worldfertility/World_Fertility
Report.htm)

® The Independent Inquiry Committee,
appointed by the Secretary-General to con-
duct an investigation into the allegations
against the Oil-for-Food Programme, issued
its interim report on 3 February 2005. Based
on its conclusions, the Secretary-General, in
a letter to staff members on 3 February 2005
noted his intention to embark on a sweeping
overhaul of the management and systems of
the Secretariat, including:
» Organizational restructuring;
» A stronger policy of public access to infor-
mation;
» Alignment of the management systems and
human resources policies with the
best practices of global public and com-
mercial organizations;
* Thorough reform of the recruitment,
appointment and evaluation systems.

® The Arab Human Development Report
2004: Towards Freedom in the Arab
World was released by the United Nations
Development Programme on 6 April 2005.
The new edition of the Report describes
free societies, in their normative dimension,
as fundamental contrasts with present-day
Arab countries. The report states that caught
between oppression at home and violation
from abroad, Arabs are increasingly excluded
from determining their own future. Hence,

says the report, their challenge will be to cre-
ate a viable mode of transition from a situa-
tion where liberty is curtailed and oppression
the rule, to one of freedom and good gover-
nance that minimizes social upheaval and
human cost (https://unp.un.org/details.
aspx?entry=E04AHD).

Information circulars, administrative
instructions and Secretary-General’s
bulletins

ST/1C/2005/14, “Membership of the Senior
Review Group”, outlines the present membership.
ST/1C/2005/17 of 11 March 2005, “Staff selection
system”, is currently under review. However this
IC reminds all concerned that until the applicable
rules are revised and updated, the provisions con-
tained in ST/SGB/2002/6 entitled “Central review
bodies” and ST/AI/2002/4 “Staff selection sys-
tem” remain applicable in full and must be
observed.

ST/1C/2005/19 of 24 March 2005, “Reporting of
suspected misconduct”, informs staff members of
the mechanisms that currently exist within the
United Nations system for reporting suspected
misconduct. It also provides information on other
mechanisms available to staff who may need
advice when they are unsure of how they should
proceed.

ST/Al1/2005/1 of 29 March 2005, “Recording of
attendance and leave”, amends administrative
instruction ST/AI/1999/12, stating that at the
close of each 12-month cycle an annual record
of attendance shall be prepared for every staff
member.

ST/SGB/2005/6 of 29 March 2005, “Amendment
to staff rule 106.2”, aligns the recording of sick
leave with the new annual leave cycle introduced
by ST/SGB/2004/16.

Grievance Panel

Ms. Patricia Waples was selected as interim
Secretary to the Panel on Discrimination and
Other Grievances effective 1 March 2005. She can
be contacted at 212-963-5975 (http://www.un.org/
staff/panelofcounsel/appeals.htm#pdog).



Work-life

Raising awareness of psychological
harassment at work

Protecting workers’ health series No. 4
World Health Organization

Summary and highlights

Psychological harassment is a form of
employee abuse arising from unethical behav-
iour and leading to victimization of the
worker. It is an increasing worldwide prob-
lem which is still largely unknown and under-
estimated. It can produce serious negative
consequences on the quality of life,and on
individuals’ health, mainly in the emotional,
psychosomatic and behavioural areas.

This publication intends to promote health and
safety at work among colleagues in a working
environment. It provides a definition, explains the
differences between normal conflicts and psycho-
logical harassment2 at work and the ways it is
practised, as well as the consequences it produces
on health and society. It names some of the causes
that create such conflicts and suggests measures
that can be adopted to combat and react to it.

Psychological harassment or mobbing3 is a
behaviour related to a variety of factors, including
discrimination based on gender, religion, ethnicity,
age, nationality, disability, background, sexual ori-
entation and other diversities as well as socio-
economic reasons. It is an aggressive and threaten-
ing behaviour of one or more members of a group
(the mobber) towards an individual (the target or
the victim).

Although a certain degree of competition is
normal in everyday work life, mobbing differs
from normal conflicts for two reasons:
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® It is unethical (turning against a colleague to
isolate and exclude him/her from the group),
and construed as a surreptitious and indirect,
precise, progressive strategy.

® Itis counterproductive for working environ-
ment.

Mobbing has the potential to cause or con-
tribute to many psychopathologic, psychosomatic
and behaviourals disorders, affecting the victim’s
self-confidence and self-efficacy in all aspects of
their lives, including relationships with family,
friends and particularly the work environment.
The terrain on which mobbing develops is a
micro-society the result of manifold elements:
cultural, human, material and organizational.
Harassment increases due to bad management
style, inadequate organization of work and an
unfavourable work environment.

Healthy conflicts Mobbing situations

Clear roles and tasks Role ambiguity

Collaborative relations Uncooperative
behaviour/boycott

Common and shared .
Lack of foresight

objectives

Ambiguous interpersonal

Explicit interpersonal relations :
relations

Healthy organization Organizational flaws

Occasional clashes and
confrontation

Long lasting and systematic
unethical actions

Open and frank strategies Equivocal strategies

Covert actions and denial of

Open conflict and discussion .
conflict

Straightforward Oblique and evasive

communication communication

2 According to the Third European Survey on Working Conditions 2000, almost one in ten workers (9 per cent) reported
being subjected to intimidation in the workplace in 2000, a slight increase from 1995 (1 per cent).

3 Terms adopted to indicate similar behaviour in the workplace: bullying, employee abuse, bossing, victimization, psycho-
logical terrorization, harcelement psychologique, acoso moral, maltrato psicologico.
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Work environment

® The international work environment calls for
a highly flexible organization in working
hours, employment and work status. Together
with downsizing and restructuring, this
results in precariousness and fear of unem-
ployment;

® The development of outsourcing and the mul-
tiplication of subsidiary companies with dif-
ferent cultural traits may create conflict
between international and local employees.

Prevention of mobbing

All organizations should try to identify the
organizational factors that favour mobbing and
give specific instruction based on preventive
measures given to the employees:

» Information and education on mobbing and

its consequences;

* Guidelines on cause and effect of mobbing;

e Code of ethics;

» Contracts that should include information

on mobbing and sanctions for those who
breach the rules.

Legislation

Organizational rules and regulations should:

* Encourage preventive measures to reduce
occurrences of mobbing;

» Protect employees and provide incentives
to those who respond promptly, fairly and
effectively to it;

* Provide proper relief to targets of severe
bullying, including compensatory damages
and, where applicable, reinstatement to
his/her position;

e Punish bullies and the employers who
allow the abuse.

What victims can do

Employees should act with caution and review
the following alternatives:

» Contact supervisors who have responsibil-
ity for employees’ welfare;

» Request transfer to another workplace;

» Collect evidence;

» Share experiences with other people who
have undergone similar situations.
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For the complete report, request a copy from
WHO, Occupational and Environmental Health,
Department of Protection of the Human Envi-
ronment, Avenue Appia 20, 1211 Geneva, Swit-
zerland, and/or www.who.int/oeh/index.html

Long-term care insurance: a critical
women’s issue

by Elisabeth Philippe, UNFCU

In conjunction with International Women’s
Day on 8 March 2005, a question and answer sem-
inar was organized by UNFCU to discuss long-
term care insurance.

Long-term care (LTC) encompasses a wide
range of services for people who need assistance
on a regular basis, because of chronic illness or
physical or mental disabilities. Unlike most health
services, LTC is not generally designed to treat an
illness or condition. In the United States LTC
insurance provides reimbursement for costs that
Medicare, Medicaid and other traditional, joint
federal/state health-care plans do not pick up, a
benefit up to a chosen daily maximum (typically
US$ 100-400 per day) to protect their assets and
cover the cost of expenses incurred for long-term
illnesses.

Defining terms

Long-term care is assistance provided to an
individual who because of physical or cognitive
impairment is unable to perform the basic activi-
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