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Executive Summary

1.
The purpose of this Annual Diversity and Inclusion report is to document the progress
that NATO has made throughout 2018. Part I of this report highlights the achievements, Parts
II, III and IV describe the composition of civilian or military staff in NATO by gender, grade,
geographical distribution, and age.
2.
In 2018, improvements to policies, leadership, talent acquisition, training,
communication, monitoring/reporting, and developing new services all contributed to Diversity
and Inclusion.
3.
Policy Development and Implementation: The International Staff commissioned an
independent, external assessment of NATO policies and practices to prevent harassment and
discrimination. The review included benchmarking against other organisations1, as well as the
use of best practices, observations and views provided by NATO stakeholders through
interviews.
Talent Acquisition: A special focus has been given to improving the attractiveness of
vacancy notices. Several NATO entities have used the augmented writing platform, Textio, to
make job advertisements more gender and culturally neutral. In addition, NATO participated in
the Global Careers Fair for Women in International Organizations recruitment event.
Representatives from NATO entities interacted with candidates online engaging in dialogue for
a half-day session, and providing information on vacancies and the application processes.
4.

5.
Training and Development: The fourth cycle of the NATO Mentoring Programme for
women was launched. This programme was designed as a measure to increase the pool of
qualified female candidates, and to identify and remove internal barriers which may deter or
prevent women from advancing within the Organization that may be caused by structural
barriers existing between different services and categories of staff.
6.
Communication and Creating Greater Awareness: The third edition of the running
event, ‘She Runs, He Runs, We Run’ was launched to promote gender balance within NATO and
encourage the role of sports in empowering women and girls. The run covered a symbolic 13.25
km in support of United Nations Resolution 1325. In addition, NCIA delivered a series of flagship
1 The study benchmarked against 15 organisations, including Council of Europe, European Investment Bank, International Labour
Organisation, International Monetary Fund, Organization for Economic Cooperation and Development, Organization for Security and Cooperation in Europe, United Nations, World Bank Group, World Health Organization.
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events where gender, diversity and inclusion themes were discussed, including a high-level
panel that focused on attracting a diverse set of talents within the technology and cyber
sectors, as well as the launch of a communication campaign to increase the number of women
in the technology and cyber workforce.
7.
Service Improvement: NATO International Staff audited the new NATO HQ building to
improve services available to staff and visitors with disabilities or reduced mobility. A series of
improvement areas was identified with a delivery timeline of 2019-2020. In addition, HQ SACT
opened a new room for nursing mothers, with a ribbon cutting ceremony presided over by Vice
Admiral Paul Bennett, and organized by the new ACT Diversity and Inclusion team.
8. Data Monitoring and Reporting:
8.1
Gender Diversity at NATO-Wide Level: The data for 2018 has shown that the
percentage of women employed in the civilian staff posts remains at 26%.
8.2
Gender Diversity in the NATO International Staff: In comparison to 2017, the
following achievements were observed in 2018:





the percentage of women increased from 39% to 40%, which represents the
highest percentage of women since 2002 when the diversity programme
began;
the percentage of women employed in senior leadership positions has
increased from 20% to 25%; and,
the overall percentage of female applicants to the IS increased from 39% to
44%.

8.3
National Diversity NATO-Wide: The data has not changed significantly. Albania,
Bulgaria, Croatia, Czech Republic, Estonia, Iceland, Latvia, Lithuania, Montenegro, Norway,
Slovakia, and Slovenia each occupy fewer than 1% of posts. NATO civilian staff are
employed from all member nations, with the exception of Montenegro.
8.4
National Diversity in the NATO International Staff: The data for 2018 has shown
that the number of nations occupying fewer than 1% of IS posts has been steadily
increasing (from 12 nations in 2017 to 14 nations in 2018):
 staff from Albania, Bulgaria, Croatia, Czech Republic, Estonia, Hungary, Iceland,
Latvia, Lithuania, Luxembourg, Montenegro, Norway, Slovakia, and Slovenia each occupy
fewer than 1% of the posts;
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 27 out of 29 nations were present in the IS, with the exceptions of Montenegro
and Iceland; and,
 candidates from seven member States that have fewer than 1% presence in the
IS were selected for posts in 2018 (Albania, Bulgaria, Czech Republic, Estonia, Latvia,
Lithuania, Slovenia).
8.5
Age Diversity at NATO-Wide Level: The data for 2018 has shown that most NATOwide civilian staff (38%) are aged 46-55, the average age being 48.
8.6
Age Diversity in the International Staff: The data for 2018 has shown that the
average age in the IS is 48. The proportion of female staff is higher in the younger age group
(26-30) and steadily decreases as age increases.

-

1-4

ANNEX 1

Message from Mr. Patrice Billaud-Durand, Deputy Assistant Secretary
General, Executive Management, Human Resources

NATO as a potential employer, due to its international recognition, attracts
applicants with different backgrounds and profiles. We recognize the need to
improve not only diversity among our employees, but also to foster a sense of
inclusion among the staff – to feel valued, respected and supported while
working within the Organization.
In a merit-based organization, a strong staff starts with recruiting the right talent. In today’s
competitive reality, this means reaching out across all NATO nations to ensure that our needs
are served by the best and the brightest. We are sensitive to the diversity of cultures and
backgrounds of our candidates and to account for this, we carefully choose selection tools
which are free from bias. We aim to ensure equal access to all candidates throughout our
selection processes and we strengthen our recruiters’ awareness against unconscious biases
through various training programmes.
It is equally important to look after the well-being of staff and to be viewed as an inclusive place
to work. Our ability to combine work and other commitments is important for both the
Organization and the individual. I would like to highlight our efforts to foster the notion of worklife balance among our staff while at the same time upholding our commitments to nations and
to NATO. We also promote integrity, professionalism and accountability, and we do not tolerate
any form of harassment or discrimination.
This Diversity and Inclusion report highlights the achievements and progress that NATO made
in 2018. Of course, much more needs to be accomplished and the development of several new
initiatives focusing on gender, nationality and age diversity is under way. NATO continuously
strives to improve the policies and services available to our diverse staff and to potential
candidates.
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INTRODUCTION
Purpose
1.
The purpose of this Annual Diversity and Inclusion Report is to highlight the progress
that NATO has made throughout 2018 in terms of Diversity and Inclusion. The main focus areas
of the report are:







2.

policy development and implementation,
leadership,
talent acquisition,
training and development,
communication and creating awareness,
service improvement, and,
monitoring and reporting.

The report is designed in four parts:
 Part 1 highlights the achievements during the year 2018 NATO-wide.
 Part 2 provides NATO-wide statistical background and analysis of 2018 diversity data
by gender, grade, nationality, and age.
 Part 3 provides the statistical background and analysis of 2018 diversity data by
gender, grade, nationality, and age for NATO International Staff.
 Part 4 provides the statistical background and analysis of 2018 diversity data by
gender, grade, nationality, and age for NATO International Military Staff.

3.
The NATO-wide data includes the international civilian staff, as described in the
Preamble of the Civilian Personnel Regulations, as well as military staff data. The data does not
include temporary staff, consultants, interns or Voluntary National Contributions.

-
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Definitions and Objectives
NATO defines DIVERSITY as: the key elements that make
us individuals, and thus different (e.g., nationality, gender,
age, race or ethnic origin, religion or belief, cultural
background, sexual orientation or disability).
NATO defines INCLUSION as: a work environment in
which all individuals are treated fairly and respectfully,
have equal access to opportunities and resources, and can
contribute fully to the Organization’s success.
4.
Diversity and Inclusion go hand-in-hand. It is one thing to make sure that NATO has a
diverse staff, but quite another to make staff feel included and that they are valued, respected
and supported for their differences. Diversity is the mix, and inclusion is getting this mix of staff
to work well together and to collectively support the objectives of the Organization.
Appreciating differences and viewing such qualities as strengths is a key factor within an
inclusive culture.
5.
At the Prague Summit in 2002, nations tasked the Secretary General to form a task force
to make recommendations to Council on ways to improve gender balance and diversity in both
the NATO International Staff and the International Military Staff. The principles, policies, and
values that would guide NATO to leverage diversity as an asset for organizational
transformation were developed through the Gender Balance and Diversity Task Force (GBD TF).
The main diversity goals or desired outcomes for NATO are to:

Have a
workforce that
is reflective of
the nations
which comprise
the
Organization

-

Identify and
address
diversity
barriers within
NATO’s policies
and
programmes

Attract and
retain a
talented and
diverse NATO
workforce
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Create policies,
directives,
plans,
programmes,
and services
that meet the
diverse needs
of NATO’s
employees

ANNEX 1
Existing Diversity-Friendly Policies and Programmes2
6.
There are several policies and programmes that enable diversity in the NATO-wide
workforce. The NATO Civilian Personnel Regulations form the underlying terms and conditions
of NATO’s employment. Dependent policies, directives, programmes and training provide the
framework for fair and equitable application of employment conditions to meet the needs of
each NATO entity in support of NATO’s mission.

REGULATIONS/POLICIES
• Civilian Personnel Regulations (CPRs)
• NATO-wide Code of Conduct
• Equality of Treatment and NonDiscrimination
• Prevention and Management of
Harassment, Discrimination and Bullying in
the Workplace
• Regulations regarding administrative
review, mediation, complaints, and appeals
• Part-time work
• Flexible working hours
• Paid parental leave
• Three months unpaid parental leave
• Tele-working
• Home leave
• Special leave (for instance when a child is
sick)
• Recognition of spouses in same-sex
marriages or for same-sex partners who do
not have access to civil marriage

PROGRAMMES/TRAINING
• NATO-wide Internship Programme
• NATO-wide Executive Development Programme
• Induction Training
• Mentoring Programme for Women
• Management Accreditation Programme
• Building Integrity Programme

•

2 The diversity and inclusion milestones and achievements from 2014-2018 can be found in Appendix 1.
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PART I: NATO-WIDE DIVERSITY AND INCLUSION ACHIEVEMENTS

NATO International Staff

Independent Assessment and Review of the Harassment Policies and
Procedures
7.
In terms of policy in 2018, the IS commissioned an independent, external assessment of
NATO policies and practices to prevent harassment and discrimination.
8.
The review included benchmarking against other organizations, as well as the use of
best practices, observations and views provided by NATO stakeholders through interviews. It
recommended a number of measures that are intended to:
 improve the written policy by clarifying scope, definitions and procedures, as well as
strengthening the investigative process for fact-finding in harassment cases;
 reinforce the accountability of staff, particularly managers, with respect to their roles
and responsibilities under the policy, through training and a communication strategy;
and,
 strengthening mechanisms for monitoring the incidence of harassment, so that there
may be effective reporting and oversight of how harassment is systematically being
addressed.
9.
The implementation of the recommendations in the report will take place throughout
2019-2020.

-
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NATO International Staff

10.
The augmented writing platform, Textio, has been used in several NATO entities since
July 2018. The goal of Textio is to assist recruiters in writing more attractive and candidatefriendly job advertisements. This tool makes recommendations to adapt the language tone for
a gender and culturally neutral content.
11.
Within all vacancies for recruitment in the IS, there is a standard sentence that states:
“NATO as an equal opportunities employer values diverse backgrounds and perspectives and is
committed to recruiting and retaining a diverse and talented workforce. NATO welcomes
applications of nationals from all Member States and strongly encourages women to apply.”
12.
Human Resources gives advice to hiring managers in adapting the title of the posts in
the vacancy notices in order to make them clearer to candidates and hence more attractive
(i.e., not simply the use of the term “Officer”). Advice is also provided to the hiring managers
to develop an introduction to the position which is inserted at the beginning of the vacancy
notice to grab the attention of candidates, especially when using feeds.

-
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NATO International Staff

13.
In 2018, the fourth cycle of the
Mentoring Programme for women was
launched. This Programme was designed as a
measure to further increase the pool of qualified
female candidates and to help remove internal
barriers which may exist between different
services and types of staff that may prevent women from advancing within the Organization.
Applications were received for both mentors and mentees. It was decided that the NATO
mentees would be women of any grade or rank in any service (civilian or military). They could
be IS, IMS, Voluntary National Contributions, delegates, consultants, temporary staff or interns.
Through the Agora platform (an internal communication tool used within NATO HQ) the NATO
Women’s Professional Network enables mentoring opportunities, information sharing,
blogging, organized events and guest speaker sessions.
14.
In 2018, the Programme had 28 mentors
and 38 mentees. On average over the last cycles,
there have been 38 mentors and 43 mentees.
The gender distribution for mentors was 61%
male and 39% female. All mentors and mentees
received training in the form of a half-day
workshop. It is anticipated to continue the
Mentoring Programme annually and to improve
the Programme based on lessons learned
collected from the previous cycles.

-
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15.
As part of the launch of the new NATO HQ Staff Centre in Brussels, the IS organized the
third edition of the “She Runs, He Runs, We Run” event. This run helps to promote gender
balance, diversity, inclusion, and women’s empowerment through sports in the spirit of the
United Nations initiative, HeForShe solidarity campaign, and the global #SheisWe campaign to
promote the positive role of women in development, organized by the European Commission.
16.
The event was the inspiration of IS staff member and passionate runner, Anne Rosner.
Her goal, born of her own experience of running marathons, was to raise awareness of United
Nations Security Council Resolution (UNSCR) 1325, to promote gender balance within NATO
and to encourage the role of sports in empowering women and girls. The run was a symbolic
distance of 13.25 km and had to be achieved individually or in mixed teams running the distance
in relay.
17.
The run brought together participants of all ages, grades and ranks, civilian and military,
from the national delegations, the International Staff, the International Military Staff, Brussels
based NATO agencies, Ambassadors, national military representatives, interns, and their family
members. The run began with a one km children’s race with over 50 participants, including the
Deputy Secretary General, who ran with the children. The Secretary General then gave the start
for the main event, a run consisting of four laps around the new NATO compound.
18.
This event brought together over 200 participants, including 37 teams, nine of which
were national teams: Albania, Belgium, Denmark, France, Greece, Iceland, Japan, Slovakia and
Slovenia.

Champions of diversity support the 2018 “She Runs, He Runs, We Run” event.
(Left to right: Amb. Marriët Schuurman, former NATO Special Representative for Women, Peace
and Security; Anne Rosner, President of the NATO Cultural and Sports Club and NATO Deputy
Secretary General Rose Gottemoeller) © NATO
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NATO International Staff

19.
Following the move to the new NATO Headquarters (NNHQ), a working group was
established to discuss infrastructure and service improvements that could be made regarding
access for staff and visitors with disabilities or reduced mobility.
20.
To facilitate the entrance to the building, automatic access doors exist at the entrances.
To further facilitate, access:









The length of time that elevator doors and
access doors to long and short wings
remain open was increased;
A shuttle service was organized by the
NATO Office of Security for visitors and
staff upon request;
People with disabilities or reduced
mobility are allowed to request a specific
parking space upon production of a
medical certificate;
The Medical Service on site has procured
several wheelchairs; and,
Due to the large distances in the
Headquarters building, it was decided that benches would be installed in the public spaces
to rest while walking from one destination to another.

21.
Individual support solutions were developed for access to the Audio Visual
Infrastructure of the Conference Centre which are available upon request.

-
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NATO-Wide

22.
In 2018, NATO participated in the Global Careers Fair for Women in International
Organizations recruitment event. During that event, there was active participation of senior
professional women (typically with more than 7 years of experience and a Master’s degree).
Representatives from NATO entities interacted with candidates online engaging in dialogue for
a half-day session, providing information on vacancies and the application processes. This
recruitment event is an opportunity to access female candidates for senior-level positions.

www.globalcareersfair.com
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NATO Communications and Information Agency (NCIA)
Flagship Initiatives from NCIA
23.
Throughout the course of 2018, NCIA launched a series of initiatives to integrate
Diversity and Inclusion in all Agency tasks and functions and to mainstream Diversity and
Inclusion within the Agency’s policies, programmes and projects. The development and
implementation of the New Ways of Working policies, the adaptation of the Talent Attraction
Strategy to the evolving diversity of the workforce, the establishment of the Persons in
Confidence Programme, as well as the launch of the Induction and Young Professional
Programmes demonstrate NCIA’s leadership commitment to the values embedded in Diversity
and Inclusion. A specific effort has been devoted to tackle unconscious bias within the broader
talent attraction efforts and to revise the language of the Agency’s job descriptions to
incorporate terms that resonate with a diverse talent pool. Furthermore, a mandatory online
course has been developed to enhance awareness among the staff of the values embedded in
the NATO Code of Conduct.
24.
In addition, the Agency has promoted a series of flagship events where gender, diversity
and inclusion themes were discussed with NATO and external stakeholders. This contributed
to enhance the dialogue within and outside the Agency, share lessons learned and best
practices in implementing Diversity and Inclusion with other international organisations and
the commercial world. NCIA organized a breakfast discussion with Ms Pascale Van Damme,
Vice President of DELL Benelux, who has 15 years’ experience in promoting women’s
empowerment and gender equality at DELL. Ms Van Damme shared with the group all the
initiatives she launched at DELL (i.e., “Taking the stage”, “Men Advocating for Real Change”,
Enterprise Research Groups on Gender Equality in Tech, Reverse Mentoring, etc.).
25.
During the last NATO Information Assurance Symposium (NIAS) held in Mons, Belgium
in October 2018, the Agency facilitated a well-received high-level panel on attracting a diverse
set of talents within technology and cyber sectors, and launched a very successful
communication campaign to increase the number of women in this field.

“Attracting Diverse Talents”
Panel
NIAS 2018 © NATO
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Allied Command Transformation (ACT)

Flagship Initiatives from ACT
26.
Just before Mother’s Day, HQ SACT opened its new nursing mother room in a ribbon
cutting ceremony presided over by Vice Admiral Paul Bennett, Chief of Staff SACT, and
organized by the new Diversity and Inclusion team. Vice Admiral Bennett took this opportunity
to highlight the progress the HQ is making in the creation of the Diversity and Inclusion
team. He emphasized that the HQ is a workplace where all staff should feel included, whatever
their background. In his address to staff, Vice Admiral Bennett affirmed his commitment to
ACT’s Diversity and Inclusion initiatives:
“We need diversity and the perceptions of various people in our decision
making process for new ideas and we want to hear from the staff. We want
the staff to feel comfortable – we hope the establishment of a nursing room
will make those new mothers feel comfortable and allow them the opportunity
to take care of themselves and family while meeting mission requirements.”

-
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PART II: NATO-WIDE STATISTICS

Introduction
27.
The following section breaks down and
compares civilian diversity data by gender, grade,
nationality, and age between NATO HQ3, the
Strategic Commands (ACO and ACT) and other
military entities, and the NATO Agencies4. The data
reflects the situation on 31 December 2018. All
Abbreviations are listed in Appendix 4.
28.
It is important to note that the number of
NATO civilians employed in each NATO entity varies
greatly, a factor which should be taken into
consideration when comparing data on diversity
Table 1: Percentage of Civilian Staff per NATO
and statistics on female senior leadership5. For
Entity
example, the percentage of the overall number of
NATO civilians employed by the NATO Support and Procurement Agency (NSPA) and the NATO
Communications and Information Agency (NCIA) are broadly comparable with the percentage
in the International Staff, each employing over 1,000 personnel. However, the percentage of
those civilians employed in each of the Strategic Commands (ACT and ACO) represent just 4%
and 6% of all civilian staff employed NATO-wide respectively.
29.
Civilian staff employed by the International Military Staff, as well as in the NATO
Command Structure are an exception and only very rarely hold leadership positions. Leadership
positions in the NATO Command Structure and in the IMS are held by military personnel, with
NATO civilian personnel normally employed when specific expertise cannot be found within the
military structure. A degree of caution is therefore required when comparing the
predominantly military NATO Command Structure and the predominantly civilian NATO IS and
the NATO Agencies. The data provided should be seen as informative only and used to create
more awareness of how diversity data varies.
3 For the purposes of this Report, ‘NATO HQ’ refers to the International Staff (IS), International Military Staff (IMS), FORACS, NSO, MSIAC, BICES

Group Executive, New Headquarters Project Office, and AirC2 Lifecycle Governance Secretariat.
4
NCIA, NSPA, NAGSMA, NAMEADSMA, NAHEMA, NAPMA, NETMA and STO.
5
For the purpose of this analysis, ‘senior leadership’ is defined as grades U1-U4, A5-A7 (and L-grade equivalents).

-
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30.
It is also relevant and important to note that the NATO entities NAGSMA, NAHEMA,
NAMEADSMA, NAPMA, and NETMA largely employ staff who are seconded from and
nominated by the national authorities which participate in specific programmes. It is not
possible, therefore, to attain geographical diversity from all 29 nations in such entities. Greater
age and gender diversity might be considered by the sending nations when proposing personnel
to participate in these programmes.

-
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NATO-Wide Analysis by Gender and Grade
31.
Out of 5,881 NATO civilian staff members employed6, women represent 26% of staff
overall. Table 2 illustrates the percentage of female NATO civilian staff in each NATO entity as
well as the percentage of female leadership.

Table 2: Civilian Staff by Gender and by NATO Entity

32.
The NATO entities with the highest percentage of NATO civilian female staff are NATO
HQ (mainly IS and IMS), ACO, NATO Defense College, and NSPA. The NATO entities with the
lowest percentage of female NATO civilian staff include NAHEMA, NETMA, NCIA and the
military entities of HQ NAEW and C Force GK and NATO Signals Battalions.
33.
Compared to 2017, the percentage of women employed in the civilian posts, NATOwide, remained at 26%. The percentage:




increased slightly in NATO HQ, ACT and in the other military entities,
decreased, by 1%, in STO, NAPMA and the NATO Defense College,
remained unchanged in NCIA, NSPA and ACO.

6

This figure represents personnel on the payroll (31 December 2018) and does not reflect vacant posts. The
number of Staff NATO-wide has increased from 5,705 in 2017 to 5,881 in 2018.

-
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34.
In terms of gender distribution per grade, as Figure 1 illustrates, the majority of female
civilian staff are employed in B or L-grade level.
% Men

% Women

96

92

82

74

63

55

45

37

26

18

8

4

U

A

B

C

L

All Grades

Figure 1: NATO-Wide Civilian Staff by Gender and Grade

35.
In terms of the proportion of female civilian staff per grade NATO-wide, NATO HQ and
ACO have the highest percentage of female staff in A-grade posts (see Figure 2).
% U Female
% B Female

% C Female
% L Female

% A Female

70

59

55 56

50
44

41

33
24

8

20

27

24
16

16

7

13

13

NCIA

Other NATO Bodies

2

NATO HQ

ACO

ACT

NSPA

Figure 2: Percentage of Female Civiian Staff per grade NATO-Wide in 2018

36.

Compared to 2017, the percentage of female A-grade staff:



-

increased by 1% in NATO HQ, ACT, NSPA, NCIA and other NATO entities,
decreased by 1% in ACO.
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NATO-Wide Analysis of Gender and Senior Leadership
37.
Figure 3 illustrates the percentage of female and male senior leadership by NATO
7
entity . NATO HQ has the highest level of female leadership (23%), followed by NCIA (17%),
ACO (16%) and NSPA (9%). ACT, NETMA, NAPMA, NAHEMA, NDC and the HQ NAEW and C
Force GK do not have female NATO civilian staff in senior leadership positions.

NATO HQ
NCIA

17

ACO

16

NSPA
Other Agencies

% Female
% Male

23

9
8

Other Military Entities
ACT
Figure 3: Percentage of NATO-Wide Civilian Women in Senior Leadership Roles

38.
The percentage of women in senior leadership posts NATO-wide has increased from
13% in 2017 to 15% in 2018 (see Table 2). This is mainly due to increases in women employed
in leadership positions in the IS, NSPA and NETMA.

7

-

While reviewing the data in Figure 4, paragraphs 28-30 of this document should be taken into consideration.
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NATO-Wide Analysis by Nationality and Grade
39.
The percentage distribution of staff by nationality at the NATO-wide level has not
changed significantly since 2013. Figure 4 illustrates the percentage distribution of civilian staff
NATO-wide by nationality.
15
12
11
10
9
7
6
4

4

4
3
2

2

2 1.6
1.4 1.2
0.8 0.6 0.5 0.5
0.4 0.3 0.2 0.2 0.2 0.2 0.02

BE UK IT GE FR NL US SP TU PL CA GR RO PO HU LU DA NO LI BU CZ AL SK CR LA SN ES IC MO
Figure 4: NATO-Wide Percentage Distribution of Staff by Nationality

40.
At the NATO-wide level, NATO civilian staff are employed from all member nations,
with the exception of Montenegro. The number of civilians employed NATO-wide from the
countries with fewer than 1% are shown in Figure 5. These nations have remained at fewer
than 1% of staff NATO-wide since 2015.

45
35

32
27

25
18
11

10

9

9
1

NO

LI

BU

CZ

AL

SK

SN

LA

ES

CR

IC

Figure 5: Number of NATO-Wide Civilian Employed from Countries That Have Less than 1% Presence
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41.
In terms of nationality distribution NATO-wide for A-grade posts (A1 to A7), as
illustrated below, the United Kingdom, Italy, Germany, Belgium and the United States have a
high presence.

16
11

10

9

9

7
5

5

5

5

3

3

3

2

1

1

1

Fewer than 1%

UK IT GE BE US FR NL TU SP CA PL GR PO RO DA HU NO LI CZ BU SK LU CR LA AL SN ES IC MO

Figure 6: NATO-Wide Percentage of A-grade Level Civilian Staff by Nationality in 2018

42.
As previously mentioned, it is important to note that the NATO bodies NAGSMA,
NAHEMA, NAMEADSMA, NAPMA, and NETMA employ staff who are seconded from and
nominated by the national authorities which participate in specific programmes. Attaining
geographical diversity from all nations is therefore not possible in such entities.
43.
The proportion of female to male employees NATO-wide is presented by nationality in
Figure 7 below. It is noteworthy that the highest proportion of female staff have a nationality
that has a low presence NATO-wide (i.e., Albania, Bulgaria, Estonia, Iceland, Latvia, Lithuania
and Slovakia).
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Figure 7: NATO-Wide Proportion of Female to Male Civilians by Nationality in 2018
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NATO-Wide Analysis by Age
44.
The age distribution of NATO-wide civilian staff is shown in Figures 8 and 9 below. Figure
8 shows that the distribution of staff by age group for the NATO HQ, Strategic Commands and
other military entities is skewed to the right, indicating that the majority of staff in these NATO
entities are aged 46-60. ACO has more staff aged 51-60 and fewer aged 26-45 as compared with
ACT and NATO HQ.
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Figure 8: Distribution of Civilian Staff by Age Group for NATO HQ, Strategic Commands and Other Military Entities
in 2018

45.
Figure 9 shows the distribution of staff by age group for the NATO Agencies. Agencies
have a more even age distribution when compared with civilian staff employed by NATO HQ
and the NATO Command Structure, indicating a slightly younger workforce. The age distribution
of NCIA, NSPA and other Agencies’ personnel follows a bell curve distribution, with NCIA and
NSPA showing a slightly younger workforce compared with the other Agencies (such as NETMA,
STO and NAPMA).
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Figure 9: Distribution of Civilian Staff by Age Group for Agencies in 2018
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PART III: INTERNATIONAL STAFF STATISTICS

Introduction
46.
During
the
Prague
Summit in 2002, nations
requested that the International
Staff (IS) provide yearly diversity
monitoring reports as part of
the Gender Balance and
Diversity
Task
Force
deliverables. The IS includes
civilians employed at the NATO
HQ who directly support the
Secretary General. The data for
the IS was collected from the
Personnel
Management
Information System (PMIS) and
refers to those NATO civilians
who were employed on 31
December 2018. The analysis
compares diversity indicators
which
include
gender,
nationality, and age.
47.
The 2018 recruitment statistics of the IS are also reflected in the report in Appendix 2.
The data presented should be interpreted cautiously as there is not a direct link with the
number of applications in 2018 with the number of candidates selected in 2018. The
recruitment process can span over a two-year period.
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International Staff Analysis by Gender and Grade8
48.
The percentage of women in the IS was 40% in 2018. This represents an increase of 1%,
compared to 2017, the first increase since 2015.
49.
In addition, in 2018, women represented 25% of the IS senior leadership and 35% of Agrade posts. These are the highest percentages since 2002.
50.
As Figure 10 illustrates, women’s presence is still not evenly distributed by grade. There
continues to be more women represented in B and L grade posts than are employed in category
A, C, and U grade posts.
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Figure 10: Percentage by Gender and Grade in 2018
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51. Figure 11 shows the percentage of women
employed in A-grade level positions in the IS.
Although there is still significant progress to make
in terms of gender balance, it is worthwhile
noting that:

compared to 2017, the percentage of
women in A5 to A7 grade level increased by 5%
in 2018, and

gender parity has almost been reached at
A3-grade level in 2018.

Figure 11: Percentage by A-Grade and Gender in
2018

8 Members of the staff holding the most senior posts are designated unclassified. Other members of staff are recruited into one of
four categories, A, L, B and C. Category A covers posts ranging from director to junior administrative assistant. Category L covers
posts held by linguistic personnel. Category B covers the posts held by technical, clerical and office staff. Category C covers
ancillary, operative, mechanical, manual or custodial personnel.
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ANNEX 1

International Civilian Staff Analysis by Gender and Senior Leadership
52.
Women represented 25% of the IS senior leadership, which reflects a 5% increase
compared to 2017. This represents the highest percentage of women in senior leadership
positions since 2002 when the Diversity and Inclusion programme monitoring began (Figure
12).
53.
In 2002, when the diversity programme began at NATO, the proportion of women in
senior leadership positions in NATO IS was only 11%. Although a steady decrease was observed
from 2014 onwards, the proportion jumped to 25% in 2018.

Figure 12: How the Percentage of Women in Senior Leadership in the International Staff Has Evolved
Since 2002
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International Staff Analysis by Nationality and Grade
54.
As Figure 13 illustrates, in 2018, out of 29 nations, 27 were employed in the IS, the
exceptions being Montenegro and Iceland. Compared to 2017, staff from nations whose
presence in the IS were fewer than 1% increased from 12 to 14.
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55.
The figure below shows the number of staff from Nations whose presence was fewer
than 1% in the IS in 2018.
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Figure 14: Number of Staff from Nations whose presence is less than 1% in the IS
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56.
In terms of nationality distribution for A-grade posts, as illustrated in Figure 15, the
United Kingdom, Belgium, France, and the United States have the highest presence. For
detailed information concerning nationality distribution per grade, please refer to Appendix 3.
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Figure 15: Number of A-grade Level Staff by Nationality in the IS in 2018
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International Staff Analysis by Nationality and Senior Leadership
57.
As Figure 16 illustrates, staff
from the United Kingdom and from the
United States hold the highest
percentage of senior leadership positions
(A5 grade level posts and above).
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Figure 16: Distribution of A5 Grade Level and Above
Posts by Nationality

58.
As Figure 17 illustrates, staff from
the United States and Germany hold the
highest percentage of A6 grade level posts
and above.
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Figure 17: Distribution of A6 and above posts by
Nationality

59.
For detailed information concerning nationality distribution in senior leadership posts,
please refer to Appendix 3.
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ANNEX 1
International Staff Analysis by Age Group and Gender
60.
The data for 2018 has shown that 38% of NATO-wide civilian staff are aged 46-55, the
average age being 48. Figure 18 shows that the proportion of female staff is higher in the
younger age groups (age 26-30 and 31-35) and steadily declines as age increases. The decline
is more significant until the age group 51-55.
61.
The reverse trend is seen for male employees, however, who make up a lower
percentage in the same younger age groups but are employed as a higher percentage in older
age groups.
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Figure 16: Percentage (%) of NATO IS by Gender and Age Category in 2018
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Figure 18: Age Trends per Gender in the International Staff
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ANNEX 1
International Staff Talent Acquisition Data
62.
In 2018, the percentage of female applicants to vacant posts increased significantly by
5% in 2018, from 39% to 44%. The percentage of female candidates selected in 2018 increased
from 46% in 2017 to 50% in 2018.
63.
The number of job applications received from candidates whose nationality is present
at fewer than 1% of the IS staff generally increased in 2018 compared with the number of
applications received in 2017. There was however a decrease in the number of applicants from
Estonia, Luxembourg, Iceland and Norway. Candidates from seven member States9 that have
fewer than 1% presence in the IS were selected for posts in 2018.

9

-

Albania, Bulgaria, Czech Republic, Estonia, Latvia, Lithuania, Slovenia
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PART IV: INTERNATIONAL MILITARY STAFF
NATO CIVILIAN STAFF STATISTICS

Introduction
65.
During the Prague Summit in 2002, Nations requested the IS to provide yearly diversity
monitoring reports as part of the Gender Balance and Diversity Task Force deliverables. The
International Military Staff (IMS) participated in this Task Force as one of the key stakeholders
and continues to contribute to the reporting on diversity data.
66.
The data for the IMS was collected from the PMIS and from the IMS HR Manager and
refers to NATO civilians employed in the IMS on 31 December 2018. The analysis compares
diversity indicators which include gender, grade, nationality and age.

Source: NATO Archives
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International Military Staff, NATO Civilian Staff, Analysis by Gender and Grade
67.
Currently, 46% of the IMS NATO civilian workforce is female. This represents an increase
of 1% since 2017 as illustrated in Figure 19 below.
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Figure 19: Percentage of Male and Female Staff in 2018

68.
The percentage of female staff
overall has been constant over the last
three years, however there has been an
increase in the percentage of female staff
at the A-grade level by 5% compared to
2017.
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69.
Most female IMS NATO civilian staff
are employed in B-grade positions and four
staff are employed in L grade positions as
translators as seen in Figure 20.
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Figure 20: Percentage of NATO IMS by Gender and
Grade in 2018
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International Military Staff, NATO Civilian Staff, Analysis of Senior Leadership10
70.
In terms of IMS senior leadership, there are only two staff employed at A5-grade level;
both male (Figure 21). The percentage of women at the A1-A4 level increased from 23% in
2017 to 27% in 2018.
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Figure 21: Percentage (%) of NATO IMS per Gender and Grade Category in 2018

10

-

For the purpose of this report, senior leadership in the IMS is equivalent to A5-A7.

1-36

ANNEX 1
International Military Staff, NATO Civilian Staff, Analysis by Nationality and Grade
71.
Within the IMS, the number of nationalities of civilian staff span 17 of the 29 member
nations, with 44% of the IMS civilian staff coming from Belgium or the United Kingdom. It is
important to note that NATO civilians in the IMS represent approximately fewer than 1% of
civilians NATO-wide.
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Figure 22: Percentage of NATO IMS by Nationality in 2018

72.

In Figure 23, the percentage of A Grade Staff by nationality is presented.
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Figure 23: Percentage of A-Grade staff in the IMS per Nationality in 2018
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ANNEX 1
International Military Staff Civilians Analysis by Age Group and Gender
73.
The age breakdown for IMS civilians varies significantly for men and women and is
illustrated in Figure 24 below. In 2018, the average age of IMS civilians was 51. This represents
a 1% increase in the average age since 2017.

Male
78

Female

77
67
50 50

46

54

53

53

47

47

33
23

22

26 - 30

31 - 35

36 - 40

41 - 45

46 - 50

51 - 55

56 - 60

Figure 24: Percentage (%) of NATO IMS by Gender and Age Category in 2018
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Recommendations
74.



-

Council is invited to:
note this report; and,
agree that the report can be publically disclosed.
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ANNEX 1

Diversity Milestones 2014-2018
Areas for Div ersity
Focus

2014
· Female Senior Leadership
Seminar for interns.
· Div ersity Scorecard
automated and presented to
Senior Management in the IS
Div isions/Independent
Offices.

2015
· Female Senior Leadership Seminar
for interns on Work-Life Balance.
· Div ersity Scorecard first used in the
Establishment Committee.

2016
· First female Deputy Secretary
General hired on the International
Staff.

2017
· DSG’s Ev ent for NATO’s Y oung
Professionals ev ent co-hosted by EM,
the Office of Women Peace and
Security , the Joint Delegation of the
Netherlands, and the Joint Delegation
of Canada brought together y oung
NATO professionals who briefly
presented their key s to success in the
field of international security , the
v alue of div ersity in the Organization,
and on y outh perceptions on current
security challenges.

2018

· NATO/EAPC Policy for
implementation of
UNSCR1 325 approv ed by
Council.
· Consolidation of Work-Life
Balance Policies on the IS HR
Intranet site.

· Flex ible Working Arrangement
(Flex itime) Policy approv ed and
implemented.

· First meeting of the Gender Balance
and Div ersity Task Force in NATOwide format.
· Initial discussion on rev isions to the
Equal Opportunities Policy .
· Initial discussion on a new Div ersity
and Inclusion Action Plan.

· Updates to the NATO prov isions for
paid parental leav e by increasing the
amount leav e granted to male staff
member from ten day s to six weeks.
· Change in staff working hours in
NATO Headquarters to encourage
more work-life balance.

· The Ex ecutiv e Management Div ision
commissioned an independent,
ex ternal assessment of NATO policies
and practices to prev ent harassment
and discrimination. The rev iew
included benchmarking against other
organizations, as well as the use of
best practices, observ ations and v iews
prov ided by NATO stakeholders
through interv iews.

· 201 3 Annual Div ersity
Report (PO(201 4)07 08).
· NATO-wide military figures
included in the div ersity
report for the first time.

· 201 4 Annual Div ersity Report
(PO(201 6)0003).
· Completion of the 201 2-201 4
Div ersity Action Plan.

· 201 5 Annual Div ersity Report
(PO(201 6)07 22)

· 201 6 Annual Div ersity and Inclusion · 201 7 Annual Div ersity and Inclusion
Report (PO(201 8)0023).
Report (PO(201 8)0560).

Leadership

Policy

Monitoring and
Reporting
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Areas for Div ersity
Focus

Recruitm ent

2014
· E-recruitment tool was
launched enabling greater
functionality in merit-based
selection and sourcing.
· Recruitment workshops for
national delegations continued
and focus nations were giv en
guidance.
· Div ersity and HR recruitment
contacts made with
delegations through
workshops.

· On International Women's
Day , barriers to women in the
workplace were discussed.
· Updates to the div ersity
website with ev ents/
dissemination of Office
Notices.
Com m unication and · Div ersity first introduced as
Awareness
part of the induction training
for new staff members.

· Activ e participation in Task
Force for UNSCR 1 325,
Women, Peace and Security .
· Dev elopment of the first
NATO Women's Professional
Network.

2015
2016
· Database created to include women's · Recruitment workshops for national
professional websites, and
delegations continued and focus
professional assosiations from nations nations were giv en guidance
with low presence to be used for
sourcing candidates.

2017
· First female Director of NATO Office
of Security hired on the International
Staff.

2018
· The augmented writing platform,
called Tex tio, has been used in sev eral
NATO entities since July 201 8. The
goal of Tex tio is to assist recruiters in
writing more attractiv e and candidatefriendly v acancy notices (publically
adv ertised). This tool helps by
adapting the language tone to make it
more gender and culturally neutral
and prov ides a clearer writing sty le.

· On International Women's Day , the
Women's Professional Network and
the Mentoring Programme was
launched.

· 2nd cy cle of the Mentoring
Programme for women was launched.
· Pilot course for Gender Awareness
Training, including UNSCR1 325 and
prev ention of harassment and
discrimination, was giv en to NATO HQ
staff.

· 3rd cy cle of the Mentoring
Programme for women was launched.
· A child care needs surv ey was
disseminated to staff in NATO HQ and
Brussels-based Agencies completed
and crèche feasibility study has been
commissioned.

· 4th cy cle of the Mentoring
Programme for women was launched.

· Bring-Y our-Child-To-Work Day
Ev ent held for children and families.

·First edition of the ev ent, 'She Runs,
He Runs, We Run' to raise awareness
for women in sports and the UNSCR
1 325.

·Second edition of the ev ent, 'She
Runs, He Runs, We Run' to raise
awareness for women in sports and
the UNSCR 1 325.

·Third edition of the ev ent, 'She Runs,
He Runs, We Run' to raise awareness
for women in sports and the UNSCR
1 325 and as part of the opening of the
launch of the new NATO Staff Centre in
Brussels.
·Following the mov e to the new NATO
Headquarters (NNHQ), a working
group was established to discuss
infrastructure and serv ice
improv ements that could be made
regarding access for staff and v isitors
with disabilities or reduced mobility .

e

Inclusion
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International Staff Talent Acquisition Statistics 2018*

*There is not a direct link with the numbers of applications in 2018 with the number of candidates
selected in 2018. The recruitment process can span over a two-year period.

*There is not a direct link with the numbers of applications in 2018 with the number of candidates
selected in 2018. The recruitment process can span over a two-year period.
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A and U grades in the International Staff per Nationality on 31 Dec 2018
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|

International Staff by Nationality and Grade on 31 Dec 2018
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ANNEX 1

ABBREVIATIONS
ACO: Allied Command Operations
ACT: Allied Command Transformation
BICES: Battlefield Information Collection and Exploitation System
CAOC/DACCC: Combined Air Operations Centre and Deployable Air Command and Control Centre
ERP: Enterprise Resource Planning
FORACS: NATO Naval Forces Sensor and Weapon Accuracy Check Sites
GBD: Gender Balance and Diversity
HRA: Human Resource Advisor
IMS: International Military Staff
IOs: Independent Offices
IS: International Staff
MSIAC: Munitions Safety Information Analysis Center
NADEFCOL or NDC: NATO Defense College
NAEW FC: NATO Airborne Early Warning Force Command
NAGSMA: NATO Alliance Ground Surveillance Management Agency
NAHEMA: NATO Helicopter Design and Development Production and Logistics Management Agency
NAMEADSMA: NATO Medium Extended Air Defence System Design and Development, Production and Logistics Management Agency
NAPMA: NAEW & C Programme Management Agency
NATO HQ: NATO Headquarters
NCIA: NATO Communications and Information Agency
NCIS NSB and HQ: NATO Communications and Information Systems NATO Signals Battalion and Headquarters
NETMA: NATO Eurofighter and Tornado Management Agency
NSO: NATO Standardization Organization
NSPA: NATO Support and Procurement Agency
OSS: Office of Shared Services
PMIS: Personnel Management Information System
PSC: Policy Strategy and Coordination
STO: Science and Technology Organization
UNSCR 1325: United Nations Security Council Resolution 1325
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