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REPORT OF CCAQ(PER) ON ITS SEVENTY-FIRST SESSION

INTRODUCTION

1. The Consultative Committee on Administrative Questions (Personnel and

General Administrative Questions) held its seventy-first session from 24 July
1/

to 18 August 1989 at United Nations Headquarters, in New York.- Members of

the Committee also attended the thirtieth session of the International Civil

Service Commission (ICSC), which took place from 31 July-25 ~ugust 1989.

2. The session was attended by representatives of member organizations, the

ICSC secretariat, the United Nations Joint Staff Pension Board secretariat,

the Federation of International Civil Servants' Associations (FICSA) and the

Co-ordinating Committee for Independent Staff Unions and Associations

(CCISUA). The list of participants is attached in annex I.

3. Mr. M. Bel Hadj Amor (FAO), Chairman of the Committee, presided over the

session.

4. The agenda as adopted by the Committee is contained in annex I1. At the

outset of its session, CCAQ established its informal working group on

conditions of service in the field, which it requested to review several items

on the agenda and to report back during the course of the session.

5. The attention of the Administrative Committee on Co-ordination and of its

Organizational Committee is drawn to the following sections of this reportt

Comprehensive review of the conditions
of service of the Professional and
higher categories

Remuneration of the Professional and
higher categories

paragraphs 17-107

paragraphs 108-124

Y The session, originally scheduled to run from 24 July to 11 August, was

prolonged to 18 ~ugust, in view of the extension of the thirtieth session of

ICSC.
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Procedure for the nomination of ICSC
members

Supplementary payments and
deductions from salary

paragraphs 135-138

paragraphs 144-145

6. The central issue for discussion in both CCAQ and ICSC was the

Comprehensive review of conditions of service of the Professional and higher

categories.

COMPREHENSIVE REVIEW OF THE CONDITIONS OF SERVICE OF THE PROFESSIONAL AND
HIGHER CATEGORIES:

A. REPORT OF THE WORKING GROUP ON THE COMPREHENSIVE REVIEW

7. The documentation issued under this item was as fo110wsI

Chapter I,

Chapter II I

Chapter III,

Chapter IV.

Chapter V,

Chapter VI,

Chapter VII,

Chapter VIII:

Chapter IX,

Background

Summary of conclusions,
financial implications

Competitiveness of the present
United Nations salary system
related to recruitment and
retention needs

Matters relating to the
comparator and the margin

Remuneration structure and
pensionable remuneration

Post adjustment

Mobility and hardship

Motivation and productivity

Allowances

ICSC/30/R.4

ICSC/30/R.4/Add.1

ICSC/30/R.4/Add.2,
ICSC/30/CRP.12, CRP.14

ICSC/30/R.4/Add.3,
ICSC/30/CRP.15, CRP.17

ICSC/30/R.4/Add.4,
ICSC/30/R.5

ICSC/30/R.4/Add.5,
ICSC/30/CRP.17

ICSC/30/R.4/Add.6

ICSC/30/R.4/Add.7

ICSC/30/R.4/Add.8

8. CCAQ expressed its appreciation for the task accomplished by the Working

Group in the limited time available for substantive work on the review.

Attempting to recast the remuneration system for the united Nations system was

both a momentous and a monumental exercise, and it was only to be expected

that some loose ends remained. The Working Group's report would need to be

subjected to the most careful scrutiny and analysis, in which the statement
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adopted by ACC at its July 1989 special sessionY would serve as the overall

directive for the Committee.

9. CCAQ also expressed its appreciation for the opportunity which had been

provided for the full participation of the representatives of organizations

and staff at all stages and in all aspects of the review.

10. The Committee emphasized that the presentation and format of the

Commission's final report on the review was extremely important. It

considered that the report should be presented separately from the rest of the

Commission's annual report to the Assembly as a printed document, with maximum

use of graphic devices (boxes, italics, graphs, pie-charts, etc.).

11. The conclusions of the Committee's review of the Working Group's report

are given below, on a chapter-by-chapter basisl

Chapter I I Background

12. CCAQ took note of the Working Group's observations that several of its

recommendations would have implications for the General Service and related

catgories. This aspect would need to be kept in mind as the consideration of

the review progressed.

13. CCAQ also noted the Working Group's conclusion that it would be necessary,

at a later stage, to consider whether a separate remuneration package should

be designed for short-term staff. It agreed that this could not be done in

the time available, at the same time, it felt that further consideration was

required of the types of personnel that might be covered by such separate

arrangements. These could, for example, apply also to project staff appointed

for specific periods of more than one year not only consultants and

short-term staff on contracts of less than one year as was indicated in the

report.

2/ The text of this statement is contained in annex IV of the report of

CCAQ's second special session of 1989 (ACC/1989/13).
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14. In addition, the Committee observed that, as was perhaps only natural -

many of t~e Working Group's recommendations were framed exclusively in terms

of the existing salary structure. If the alternative salary structure

proposed in chapter V of the Working Group's report were approved, it would be e
necessar~ to recast some of these recommendations. This consideration

applied, inter alia, to the recommendations concerning the margin and post

adjustment, as well as to some recommendations in the area of allowances.

Chapter 11, .Surmnary of recommendations, financial implications

15. CCAQ noted with some concern that financial implications had been

presente~ . together with the summary of the Working Group's recommendations.

Thi s gav~.'. the financial aspect excessive prominence, and was inconsistent with

the position taken by ACC that considerations of cost should not be an undue

constraint.

;

Chapter Ill, Competitiveness of the present UN salary system
related to recruitment and retention needs

package of measures put forward by CCAQ and referred to in paragraphs 102-107

below. e

These problems related to candidates and staff of

16. A number of questions were raised as to the appropriateness and accuracy

of some of the assumptions used in calculating the financial implications,

these were discussed in more detail in connection with consideration of the

all occupational groups.

17. The data contained in this chapter of the Working Group's report - based

on a recent survey conducted by CCAQ - revealed increasing recruitment and

retention difficulties in all locations, at all grade levels, and in almost

many nationalities. CCAQ took note of the results of a recent UNDP survey of

recruitment and retention issues (ICSC!30/CRP.12), which corroborated the

results of the CCAQ survey~

18. In CCAQ's view, these findings should not be surprising since they were

mirrored in a number of national civil services. Of particular relevance in

this regard were the conclusions of the National Commission on the US Public

Service (the Volcker Commission) which had noted, inter alia, that the United

States Federal Goverment was increasingly unable to attract, retain and

motivate the kinds of people it needed. CCAQ believed it would be useful to e
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bring the findings of this Commission to the attention of ICSC, as a further

e indication of the non-competitiveness of the comparator civil service in the

United states national context.

19. CCAQ further noted that although increases in remuneration of some 25 per

cent for all levels of the US federal civil service were needed to establish

parity betwen the private and the public sector, it was unlikely that these

would be granted except at the highest (SES) grades because of the overall

cost to the federal budget. It also appeared that proposals for locality pay

(i.e. based on the place of work) might not be pursued for the same reasons.

However,recent reports indicated that independent action by different United

States departments and agencies to increase the remuneration packages of their

respective departments was likely to take place. Further details of these

proposals should be requested.

20. CCAQ reiterated its opposition to the introduction of special rates for

specific occupational groups, which it considered discriminatory and at

variance with the premises on which the international civil service was

founded. Recruitment bonuses were likewise considered inappropriate, as being

a short-term palliative to a long-term problem. The Committee was strongly of

the view that, while these practices might work in a national context 

although this remained to be confirmed - they were out of keeping with an

international civil service.

21. CCAQ then turned its attention to the Working Group's recommendation for

an increase in salaries. It recalled that there had been no increase in base

salaries since 1975. In the decade or so before that, periodic reviews and

adjustments in the level of base salaries had taken place on average every

four years (i.e. in 1962, 1966, 1969 and 1971). They had been considered a

regular part of the adjustment process, designed not only to compensate for

loss of purchasing power, but also to provide real gains in take-home pay. As

noted in the Working Group's report, the case for an increase in base salaries

had been accepted by the majority of ICSC members in 1982 on the basis of the

following indicators I loss of purchasing power, difference between the

remuneration levels of the United Nations and those of other employers of

international staff, the "pay gap" between public and private sector pay in

the United States, and the fact that the comparator's emoluments exceeded

those of the UN system in most duty stations outside New York. CCAQ concurred

with the Working Group's conclusion that the arguments for a salary increase

which had existed in 1982 were even more compelling in 1989.
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22. CCAQ recalled the forceful statements made by the executive heads on

several occasions about the adverse effect that the erosion of UN Professional

remuneration was having on the effective delivery of their programmes and

activities. At its recent special session, ACC had reiterated these concerns

and emphasized that the remuneration system must provide substantially

improved levels of remuneration for all staff at all duty stations. An

increase of 5 per cent was considered a minimum. In CCAQ's view, a salary

increase at the present time was justified on the basis of the following

factors,

(a) There had been a substantial loss in purchasing power since 1 January 1975

- the date of the last salary increase - ranging from 7.6 per cent at the

base of the system to 12.9 per cent in Vienna and 17.8 per cent in Paris,

(b) The shortfall between the levels of pay in the comparator civil service

and those which would have resulted from full application of the Pay

Comparability Act was, as of July 1989, 28.6 per cent,

(c) Against the loss of purchasing power of United Nations system remuneration

should be contrasted the gains in real income in other international

organizations. Recent studies revealed that there were significant

differences between UN system salary levels and those of the World Bank

Group and the Co-ordinated Organizations,.

(d) In the vast majority of duty stations outside New York - including those

in Europe - US emoluments exceeded those of the UN family.

23. CCAQ considered that, on this basis, a strong empirical case existed for

increasing salaries. It noted in that connection that some of the refinements

recommended by the Working Group in the methodology for computing the margin

could result in the margin falling below the bottom end of the range. The

conditions would thus exist for taking action for which justification had

already been provided. It would be important to ensure that the margin

computations were carried out as precisely as possible.

Chapter IV, Matters relating to the comparator and the margin

24. This chapter of the Working Group's report covered a number of matters

relating to the concept of the margin, and the management and measurement of
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the margin. The report also reviewed ways of ensuring the competitiveness of

the remuneration offered by both the UN system and the comparator. The

Group's recommendations and the position taken by CCAQ on these

recommendations, are summarized below,

(i) Treatment of expatriation

The Working Group had recommended that expatriation should continue

to be reflected via the margin (i. e. a ratio of UN to US salaries),

payable to all Professional staff, rather than by an expatriation

allowance. CCAQ endorsed the Group's conclusion in this regard. The

Committee also concurred with the findings of the Working Group that

expatriate status did not lessen with extended stay at one duty

station, and that accordingly compensation for expatriation should

remain constant irrespective of the duration of a staff member's

assignment.

(ii) Changes in the methodology for calculating the net remuneration
margin between US and UN salaries

The Working Group had concluded that the review of margin methodology

which the General Assembly had requested for 1990 should be brought

forward under the comprehensive review. CCAQ agreed with this

assessment. The Working Group's review had covered a broad range of

issues on which it had reached the following conclusions,

- the two salary systems should, for the time being, continue to be

compared at their respective bases, 1. e. New York for the UN and

Washington for the US. A factor to reflect the diffence in cost of

living between Washington and New York should be retained. If it

were discontinued, its impact should be reflected via a

redefinition of the margin range,

- the margin reference period should be the calendar year,

- average salaries on both sides should be used rather than those at

step 1,
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- bonus and performance awards granted by the US federal civil

service should be included in the comparison,

- the application of state and local tax data should be refined,

- the twelve-month average cost-of-1iving differential (rather than

the spot measurement) should be used,

the use of a cumulative margin period and the four-month waiting

period for granting successive classes of post adjustment should be

discontinued.

25. CCAQ welcomed these recommendations, most of which related to issues which

had been discussed extensively in the past, and some of which had already been

confirmed by the Commission. At the same time, it felt that on several

points, amplification of the views in the Working Group's report was

required. First, on the place at which US/UN comparisons should be made, CCAQ

agreed to reaffirm forcefully its earlier position, as reported in the

Commission's twelfth annual report that, for reasons of comparability of posts

and population size, the comparison should continue to be made at the bases of

the two systems (1. e. Washington for the US, and New York for the UN). The

differential to reflect the cost of living between the two locations must

continue to be applied. 1\t the very least, if it were to be discounted, it

would be essential to redefine the margin accordingly, bearing in mind that

the difference in the cost of living between Washington and New York had been

one of the factors taken into account by the General Assembly in setting the

existing margin range of 110-120.

26. For the treatment of taxes in margin computations, see paragraphs 109-110

below.

27. CCAQ also welcomed the Working Group's recommendations on the measurement

and management of the remuneration system. In particular, it strongly

endorsed the need for a more flexible approach to the mangement of the margin,

noting that the action of circumscribing the margin to a two-point (114-116)

range had further disrupted the operation of cost-of-living adjustments at the

base of the system. The Committee also agreed to urge the Commission to press

for the elimination of the recently imposed cumulative margin period, which
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was an arbitrary procedure, with no technical justification. CCAQ also

~ strongly supported the abolition of the four-month waiting period between the

granting of successive classes of post adjustment, as being likewise

arbitrary. In this regard, the Committee noted that if the system of

cost-of-living adjustments was allowed to evolve in a more rational fashion

(as recommended by the Working Group), the likelihood of cost-of-living

adjustments being granted in rapid succession should diminish. It recalled

that such circumstances had not arisen in the past, when the margin was

defined pragmatically.

28. CCAQ also supported the Working Group's conclusions relating to the

application of the Noblemaire principle and the need for checks on the

competitiveness of both UN system salaries and those of the comparator. While

noting that it would doubtless have been preferable to undertake a study of

the highest-paying national civil service either in advance of, or in tandem

with, the comprehensive review, the Committee understood that this had not

been practicable, the more so because the methodology for processing the

conclusions of this type of review still required refinement. CCAQ

underlined, however, the need to finalize at the earliest possible date a

methodology for identifying the highest-paying civil service which would

include procedures to be applied in the case of a change of comparator. This

methodology, with minor modifications, could serve as the basis for

competitive checks with other employers.

29. In conclusion, CCAQ agreed to express its support for the proposals as a

whole, noting that they would provide a sound basis for ensuring, over time,

the competitiveness of UN system salaries within the framework of the

Noblemaire principle, refine and improve margin calculations, and ensure the

more stable and rational operation of the margin in the future.

Chapter V, Remuneration structures and pensionable remuneration

30. CCAQ noted that

at various stages

report. Of the se,

These were,

a series of salary structure options had been considered

of the exercise, as described in the Working Group's

three approaches had been placed before the Commission.
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a revised remuneration structure, supported by the large majority of the

Working Group, which would divide the pay package into 3 distinct elements,

an option whereby the treatment of housing would be differentiated at

headquarters and field duty stations.

the retention of the existing structure.

31. CCAQ did not support the retention of the existing structure, since it

considered that the comprehensive review had been conceived of as more than a

mere tinkering with a system whose operational shortcomings and opacity had

been criticized so strongly.

32. Nor could the Committee accept the proposal that housing should be

separated from base remuneration only at field duty stations. First, CCAQ did

not agree with the premise on which the proposal was based, Le. that the

measurement of housing costs between New York and other cities in Europe and

North America was substantially easier than between the base and field

locations. It recalled that the difficulties of inter-city comparisons of

housing at all locations had earlier been recognized by the ICSC secretariat,

and had been reaffirmed by ACPAQ at its recent session. The Committee

continued to believe that the more accurate and responsive treatment of

housing costs at all duty stations was an essential feature of any revised

package. Secondly, CCAQ would be unable to endorse a system which would

create two different categories of staff, with emoluments based on different

criteria.

33. The Committee undertook a detailed review of the proposal for a new salary

structure which had been supported by the majority of the Working Group.

Under this structure, housing would be separated from the rest of the

remuneration package and thus from the post adjustment system.

package would be divided into the following three component partsr

base salary

cost-of-living allowance

housing component

The pay
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34. The separation of housing in this way was seen as permitting a more

responsive treatment of housing costs and overcoming difficulties in comparing

housing at different duty stations, as well as shortcomings in the collection

and analysis of housing data.

35. The proposed base salary scale for the system was set out in annex III of

document ICSC/30/R.4/Add.4. This scale would also be the floor salary scale

for the system and would be used in conjunction with the scale of floor

housing amounts presented in annex 11 of the document. In other words, the

base salary floor and the housing floor would be added together to provide one

level of floor emoluments, which would be the minimum amount payable. The

resulting amounts, for a P-4/step VI, were intended to be approximately equal

to the emoluments of a US federal civil servant at an equivalent level in

Washington, i.e. $42,400 per annum.

36. Housing costs would be provided for in the form of an allowance at

headquarters and most field duty stations, including all capital cities: at

other duty stations they would be reimbursed up to an established maximum.

Payment for housing would be determined in relation to a staff member's grade,

step and family size, on the basis of the floor housing amounts and a housing

allowance factor, similar to the present post adjustment multiplier, which

would vary from duty station to duty station. The housing allowance would

generally be payable in local currency, it being understood that at field duty

stations the floor housing amount would be payable in United States dollars.

Housing allowances would be payable to all staff, including homeowners.

37. The amount of the housing allowance would be obtained by multiplying the

floor amount for the staff member's grade and step by the housing allowance

factor for the duty station. The resulting amount would be paid to single

staff members or those with a spouse but no dependent children. For staff

members with one or two dependent children, this amount would be increased by

10 per cent, for those with three or more children, it would be increased by

20 per cent. At duty stations where actual housing costs were reimbursed

within certain established limits, the limits would apply to single staff

members and to those with a spouse but without dependent children, the same

differentials according to family size would apply as in the case of the

housing allowance.
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38. The adjustment mechanisms for the three components of the proposed

structure were as follows,

(a) Base salary levels would be adjusted, through consolidation of the

cost-of-living allowance, whenever the comparator's equivalent net salary

levels moved by 5 per cent or once a year, whichever came sooner.

(b) The housing floor would be adjusted by the same percentage, Le. the

housing floor would move in tandem with the base scale. The housing component

would be updated on the basis of a housing index which would reflect the

movement of housing costs at each duty station. This would maintain the link

between UN floor emoluments (base salary plus floor housing) and the

comparator's floor salary.

(c) Cost-af-living allowances would be adjusted upwards or downwards on the

basis of a cost-of-living index that would measure, in United States dollars,

the movement of the relevant consumer prices, excluding housing. The

cost-of-living adjustment index would be composed of three separate elements:

the in-area component, the out-of-area component and pension contributions.

No deductions below floor salary levels would be applied.

39. It was foreseen that under this revised structure, the housing component

would be excluded from direct margin comparisons. Since United States total

remuneration included an element for housing (accounting for some 17 per cent

of total remuneration), the margin range to be applied to the UN/US net

remuneration ratio would need to be redefined from the present range of 110 to

120~ The remuneration (i.e~ net base salary plus cost-of-living allowance) of

UN Professional staff in New York would be set at a level around that of their

counterparts in the United States federal civil service in Washington.

Consequently, the ratio of UN remuneration to that of the comparator, which

would include an element for housing, would be maintained around 100. A range

of between 95 and 105 for this ratio was proposed.

40. The Working Group's report also specified elements of housing-related

expenditures which should be taken into account for the purpose of

establishing the housing component (housing allowances or limits on the

reimbursement of housing costs) as well as the procedures for establishing the

initial amounts of housing allowances or reimbursement limits, and adjusting

them over time. The Committee noted that these procedures were designed to
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overcome the so-called "downward spiral syndrome" which resulted from basing

the housing element of remuneration on housing costs incurred by staff

members, by allowing market forces to influence to some extent the start-up

levels of the housing allowance.

41. Following discussion and clarification of various aspects of the proposed

new structure, the Committee concluded that it could support it in principle.

It saw this structure as responding best to the objectives of the

comprehensive review as set out in General Assembly resolutions 42/221 and

43/226. At the same time, CCAQ recognized that further refinements in certain

areas would be required before the structure could be considered operational.

In particular, the Committee felt that further thought should be given to the

treatment of housing in relation to the margin, it might be possible to

exclude housing on both sides of the equation in margin measurements, or

alternatively to include this element on both sides, and to retain the

traditional characterization of the margin.

42. The Committee also recognized that further testing of the effects of the

proposed new structure would be necessary prior to its introduction. Its

original expectation was that the results of certain tests over time at

selected locations, which were requested during the session, would enable it

to arrive at a final assessment of the revised remuneration structure. On the

basis of such data as were presented, it subsequently became apparent that

this was not the case, as it was extremely difficult to draw any meaningful

conclusions from those data. Consequently, the Committee had to conclude,

that while it recognized the considerable merits of the proposed new

structure, it would not be possible to recommend it to the General Assembly

for implementation at the present time. Its further conclusions in this

regard are presented in paragraphs 53 and 102-107 below.

43. On the question of a floor remuneration amount for the system, CCAQ

rei terated its strong belief that there should continue to be a floor on

United Nations system remuneration and that this should be set at a more

meaningful level than at present. It recalled in this connection the

reference in General Assembly resolution 43/226 to the elimination of negative

post adjustment. CCAQ considered the establishment of a higher floor level of

remuneration as a key component of the package of improvements recommended for
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the field, and was concerned that the impact of these measures should not be

diluted. CCAQ further recalled that the comparator had established a floor at

the base of the system (Washington). It agreed to urge the Commission to

recommend to the General Assembly the adoption of a floor remuneration for the

United Nations system roughly equivalent, at all grade levels, to the

corresponding levels in the US federal civil service in Washington. The

Committee noted that the Working Group's proposals in the area of mobility and

hardship (see paras. 57-73 below) had been predicated on the basis of a floor

remuneration level of that order of magnitude.

44. CCAQ further noted that while an improved floor salary level had been

presented in conjunction with the proposed revised salary structure, it was

necessary in and of itself, for the reasons noted above. It should therefore

be pursued on its own merits, and the cost of introducing such a floor should

not be imputed to the revised salary structure, as had been done in document

ICSC/30/R.4/Add.1 relating to financial implications.

45. CCAQ next turned its attention to the proposals in the Working Group's

report for a revised rental subsidy scheme, to be known as the housing

supplement scheme. Under the proposed scheme, ~he existing differentiation

between headquarters and field locations would be abolished, and the housing

supplement phased out over a six-year period at all locations (six years being

consistent with the maximum duration of the mobility element of the proposed

mobilityjhardship allowance).

46.~'The starting point for the housing supplement would be the level of the

housing allowance. Staff at duty stations where housing costs were reimbursed

up to an established lirni t would not receive a housing supplement. Housing

supplements would also not be payable to homeowners.

47. CCAQ concurred with the Working Group's conclusion that a housing

supplement scheme would still be necessary under a revised salary structure,

in order to target the higher costs faced by newcomers towards that group of

staff, and to avoid overcompensating the staff at large. It welcomed the

proposal as a clear improvement over the existing system in terms of both

simplification and of coverage (Le. the amounts payable). Although some

operational refinements in the proposal were required, CCAQ supported the

introduction of an improved scheme as a matter of some urgency. In that
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regard, the Committee noted that while the proposed scheme was framed in terms

of the revised remuneration structure, it could also be implemented under the

existing salary structure.

48. The Committee agreed that there was no valid rationale for the existing

differentiation between headquarters and field staff. One solution could be

to maintain the supplement in perpetuity at all locations, as was currently

the case in the field. This approach would, however, be unduly costly, and,

indeed, unnecessary since, over time, newcomers' housing costs should be

reflected in the housing allowance for the duty station (the more so since the

new adjustment procedures were designed to be more responsive and precise).

The Committee also noted that most staff in field duty stations rotated on a

regular basis, rendering the permanent retention of the rental subsidy largely

superfluous in such locations, and at the same time placing those few staff

who did remain in one field location for extended periods in a favourable

position vis-a.-vis their headquarters colleagues. The Committee therefore

considered a phasing-out period for all locations to be both equitable and

reasonable, especially when weighed against the more generous provisions of

the proposed new scheme. As to the specific phasing-out period proposed, CCAQ

noted that this was designed to be consistent with the hardship/mobility

provisions and supported that logic. The Committee considered whether

exceptions to the six-year limit should be entertained, but concluded that

this would not be warranted, bearing in mind that the housing supplement

scheme was by nature an exception.

49. The Working Group's report also contained a preliminary assessment of the

impact of the proposed new structure on pensionable remuneration, in response

to the request in General Assembly resolution 43/226. CCAQ stressed at the

outset that the comprehensive review of the remuneration of the Professional

and higher categories should not be the vehicle for a further reduction in the

levels of pensionable remuneration for these categories. The procedures

proposed in the Working Group's report for computing pensionable remuneration

under the revised remuneration structure did not produce any reduction in

pensionable remuneration levels. So far as the initial establishment of

pensionable remuneration, as described in annex IV of doqument

ICSC/30/R.4/Add.4 was concerned, it seemed clear that no change over existing

procedures was envisaged. The Committee noted that some further clarification

of the procedures proposed for adjusting PR amounts might be useful, in order

to demonstrate that no undue inflation of PR levels would occur over time, as

the result of the freer movement of the housing element of remuneration.
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50. The Committee recalled that a comprehensive review of pensionable

remuneration for the Professional and higher categories was scheduled to take

place in 1990. It was important not to prejudge the outcome of that review.

The question, alluded to in the Working Group's report, as to whether it would

be appropriate or desirable to establish a margin range between US and UN

pensionable remuneration was an issue which came clearly within the scope of

the PR review, and should be dealt with at that time, taking into account

inter alia the compatibility of that concept with the criterion of income

replacement set out in General Assembly resolution 41/208. CCAQ noted that

this issue would arise even if no change were made in the existing salary

structure.

51. CCAQ further noted that the evolution of pensionable remuneration and

consequently pensions since the last PR review was a matter outside the scope

of the impact of the proposed remuneration structure on pensionable

remuneration levels, and was being dealt with under another agenda item (see

paras. 113-117 below).

52. The Committee also took note of the preliminary exchange of views in the

Working Group on the question of the mandatory age of separation. It

considered that this subj ect was of tenuous relevance to the comprehensive

review I in any case, the matters discussed had been overtaken by recent

events in the Pension Board (see paras. 118-120 below for details).

53. In conclusion, CCAQ reaffirmed its support in principle for the revised

remuneration structure. The fact that further test,ing and refinement were

required did not detract from the soundness of the proposals nor should it

prevent the Commission from recommending approval of the basic principles to

the General Assembly at its forthcoming session. CCAQ therefore agreed to

urge the Commission to send a clear and firm message to the General Assembly

about the need for a revised remuneration structure, and to specify the basic

principles of such a revised structure, i.e.

(a) In view of the difficulties posed by inter-city comparisons at all

locations, housing should be treated as a distinct element of the remuneration

package~ at all locations,
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(b) An appropriate balance should be struck between the separate

treatment of housing, and a certain degree of control over the movement of

housing. This would be the more important if housing were to be excluded from

the margin,

(c) The restructuring of the remuneration package should not affect the

levels of pensionable remuneration.

The General Assembly should be encouraged to adopt these principles and to

request the Commission to continue, as a matter of priority, the work

developed so far.

Chapter VI, Post adjustment system

54. The committee noted that the simplification of the post adjustment system

and improvements in its operation were among the major objectives of the

review. The Working Group had examined a number of ways in which this

objective could be met, taking into account the conclusions reached at ACPAQ'S

recent fourteenth session.

were,

The main features of the solutions recommended

(i) Measurement of housing costs, Discontinuation of the modified ECPA

formulae,

(ii ) Common expenditure wei ghts (shares), Adoption of a single set of

weights for use in post adjustment calculations at all duty stations,

using the procedures recommended by ACPAQ,

(iii) Reduced list of items in cost-of-living surveys, the reduced list

already approved by the Commission had been further refined. The

Working Group recommended its application at all duty stations.

(iv) Treatment of out-ef-area expenditures, The Working Group had

concluded that the concept of out-of-area expenditures should be

retained. Countries should be grouped into the following bands for

the purpose of out-of-area weightsJ
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Less than 25 per cent I 10 per cent rate,

Between 25 and 40 per cent 35 per cent rate, eBetween 40 and 60 per cent 50 per cent rate, .
Between 60 and 80 per cent 70 per cent rate,

More than 80 per cent I 85 per cent rate.

The Group had identified expenditures which should be considered as

fixed-dollar amounts at all duty stations in Group II (soft-currency

duty stations), and should be treated as out-of-area expenditures.

A single out-of-area index for all duty stations should be used to

improve the internal consistency of the post adjustment system.

(vii) Frequency'of time-ta-time adjustments, The following procedures were

(vi) 'Elimination of regressivity; All regressivity should be eliminated

European and North American duty stations should be reviewed on a

monthly basis for both cost-of-1iving and exchange-rate movements.

Cost-of-living adjustments should be granted either after a full 5

adjustment

and other

in post

headquarters

Appropriate measures should be

stabilitygreaterintroduce

Post adjustment indices at

from the post adjustment system.

designed to

multipliers.

taken to ensure that there was no shift from staff to organizations

in the share of expenditures related to pension contributions.

Current RCF and floor protection measures should be discontinued in

conjunction with the removal of regressivity and the modification of

out-of-area treatment.

Out-of-area computations for duty stations in Group I (hard-currency

duty stations) should be governed by a modified floor and ceiling

measure which would limit potential fluctuations to not more than one

half of one per cent of take-home pay.

(v) Use of external data sources, The Working Group recommended that the

ICSC secretariat should streamline the post adjustment system by the

use of external data Sources to supplement or replace existing

sources where this would be more cost effective.
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per cent movement had been measured or after a 12-month lapse since

the last change, whichever came first. Changes due to currency

fluctuations should continue to be implemented monthly. In the

field, PAIs should be reviewed every four months for both

cost-of-1iving and exchange-rate movements. Between each review, the

PAl for the duty station should remain unchanged. However, in the

case of duty stations experiencing continuous devaluations, pricing

surveys should be programmed and undertaken frequently. For field

duty stations experiencing abrupt devaluations, new pricing surveys

should be undertaken promptly, and the increase reflected as soon as

the results were received. Post adjustment changes resulting from

devaluations should be deferred by two months, following which a

downward adjustment of a maximum of 10 multiplier points could be

made.

(viii) Elimination· of special measure Sa The post adjustment system should

be simplified by the elimination of special measures fora high

inflation, abrupt devaluation, continuous devaluation and low and

negative duty stations. These recommendations were made on the

understanding that the recommendations on establishment of a floor

level of remuneration, out-of-area treatment and the frequency of

time-to-time adjustments would be approved.

55. CCAQ strongly supported the proposed package of measures which it saw as

providing a substantial simplification and streamlining of the post adjustment

system. At the same time, the Committee noted that one of the original

objectives of the comprehensive review was to eliminate, or reduce to an

absolute minimum, the effect of currency fluctuations on take-home pay. The

solution to this problem proposed by the Working Group lay in a combination of

the elimination of regressivity, the adjustment of the out-of-area component

and the replacement of the additive method of multiplier adjustment by the

muLt.LpLf.cat.Lve , This set of measures was backed up by floor and ceiling

measures, as noted above. In view of the serious problems that had arisen in

the area of currency fluctuations, the Committee wished to place on record its

understanding that the proposals of the Working Group would indeed eliminate

the effects of currency fluctuations, or at least reduce them to an acceptable

minimum.
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56. CCAQ also noted that the package of measures would result in major

improvements in the operation of the post adjustme~t system in field duty

stations - in terms of efficiency and responsiveness to actual expenditure,

without adversely affecting the accuracy of the system. In order, however, to

achieve all these objectives, it was as important to make operational and

managerial improvements as to make technical adjustments. The speed and

frequency of pricing exercises (including mini and time-to-time pricing

surveys), the use of outside data sources, and the procedures for analysis of

data were particularly important in that respect.

Chapter VII, Mobility and hardship

57. The Working Group was recommending that a number of allowances in this

area should be combined and restructured into two main entitlementsl

(a) A mobility/hardship allowance incorporating an incentive for mobility I the

current financial incentive for hardship and an amount approximately equal to

the "field element" of the assignment allowance, as well as certain other

payments. This would be an ongoing payment.

(b) An "assignment grant", both at headquarters and in the field, which would

combine the existing installation grant, an amount approximately equal to the

"furniture element" of the assignment allowance, and the pre-departure

allowance. This would be a one-time payment on arrival at the duty station.

58. Under the proposed mobilitY/hardship allowance, the two elements of

mobility and hardship would each have a separate weight. The mobility element

would be expressed, as in the comparator civil service, in terms of a

percentage of base salary. Thus, an incentive of 10 per cent of a fixed point

in the base salary (or floor)
3/

would be payable from the secondscale-

assignment, if this was to a field duty station. This amount would increase by

Y The proposed amounts are based on the P-4 step VI level in the base (or

floor) salary scale, with a differential (plus or minus) for "bands" of grade

levels above and below the median (P-4 and P-5) grades. Thus, amounts for the

p-l to P-3 levels would be 13 per cent lower than these amounts, and those for

staff at levels 0-1 and above, 13 per cent higher.
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2 per cent with each subsequent assignment to a field duty station, up to a

maximum of 16 per cent with the fifth assignment. For headquarters duty

stations and locations in Europe, North American and similar designated

locations, a mobility incentive would not be payable for the first three

assignments, and then only if the staff member had previously served in two

field assignments. If, however, the staff member did not have removal of

household effects to such a duty station, an amount of 3 per cent would be

payable.

59. Like the current mobility element of the assignment allowance, the

mobility element of the proposed allowance would be payable after five years

of consecutive service in the United Nations system. It was proposed that

this element should be reduced by 10 percentage points after five years in one

location. This period might exceptionally be extended by the organization for

up to one more year if the staff member remained at the duty station due to

the needs of the organization and was expected to be reassigned before the end

of the sixth year.

60. The current financial incentive of the hardship scheme would be subsumed

under the new mobility/hardship allowance. Five hardship levels would be

established, based on existing procedures for classifying duty stations. Each

level would have a corresponding financial compensation payable from the first

field assignment, which would be expressed in terms of a percentage of a fixed

point in the net base salary scale, as follows!

25

5

13

20

30

Current hardship levels

A (24-month home leave cycle)

B (18-month'home leave cycle)

C (12-month home leave cycle)

D (12-month home leave cycle,

financial incentive 1)

E (12-month home leave cycle,

financial incentive 2)

Proposed amounts as percentage
3/

of a fixed point of base salary-
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61. In view of the difficulties wich had arisen with the use of the 18-month

home leave entitlement, the Group was recommending that this should be

discontinued in its present form and incorporated into the overall

mobi1ityjhardship allowance. The 12-month home leave entitlement, which

appeared to respond well to the requirements of organizations and staff

should, however, be maintained in its current form.

62. The proposed mobility and hardship entitlements could be combined in a

matrix as follows:

Location

H 4/

A

B

C

D

E

Assignment number

1 2 3 4 5 or more

0 5/ 0 5/ 0 5/ 4 5/ 6 5/

5 15 17 19 21

13 23 25 27 29

20 30 32 34 36

25 35 37 39 41

30 40 42 44 46

63. The Working Group wa s recommending that the amount of the allowance

payable to staff without dependants should be in the region of 75 per cent of

the dependency rate. This differential was intended to provide a better

response than did the existing 50 per cent differential, to the difficulties

faced by single staff. The Working Group also recommended that the dependency

rate of the mobility/hardship allowance should be payable to a staff member

with recognized dependants irrespective of whether the dependants accompanied

him/her to the duty station.

4/ Headquarters, North American and European duty stations and similar

designated locations.

3! Plus 3 per cent for non-removal cases.
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64. The alnounts should be payable in United States dollars as a lump sum at

the beginning of each year of service at the duty station. Adjustments would

be made pro rata for parts of a year served at a duty station.

65. The second major element of the Working Group's recommendations related to

installation expenses. It was proposed that an entitlement should be

established which would provide staff with a significant cash amount at the

beginning of an assignment. This entitlement, which would combine elements of

the assignment allowance, the installation grant, and a reasonable amount for

pre-departure expenses, would be called the "assignment grant". In the field,

the assignment grant would consist of:

Thirty days' DSA (plus half that amount for each accompanying

dependant) 1

A lump-sum payment equivalent to two months' salary (at the new duty

station) at the staff member's grade and step.

66. For staff employed on contracts of two years or less, or whose assignment

was not expected to exceed two years, the lump sum payable on arrival should

be the equivalent of one month's salary instead of two. If the contract or

expected assignment duration was subsequently extended by at least one

additional year (i.e. to a total of at least three years), a second lump sum

of one month's salary would be paid at the beginning of the third year.

67. For headquarters duty stations (and European, North American and similar

designated locations), the assignment grant would consist ofr

Thirty days' DSA (with the same rules as specified above applicable

for dependants),

A lump-sum payment equivalent to one month's salary (at the new duty

station) at the staff member's grade and step.

68. The Working Group had also addressed the question of the additional

reimbursement of boarding costs at locations where educational facilities were

not. available or were deemed to be inadequate. It had felt that existing

provisions went some way, but not far enough, towards meeting the needs of

staff in affected duty stations. Recognizing that, when a lack of adequate

educational facilities obliged the family to separate, younger children were

more seriously affected, the Working Group had recommended that,
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(a) The limit on additional reimbursement of boarding costs should be

increased from $1,500 to $3,000 per year,

(b) The additional reimbursement should in future be applicable in

respect of children at primary and secondary school levels only.

69. CCAQ welcomed and fUlly endorsed the package of proposals presented by the

Working Group. It noted that the proposals were based on a comparative

analysis of the field benefits offered by the comparator civil service and

those of the UN system. By bringing UN system levels of field remuneration

somewhat closer to those of the comparator, the proposed package improved the

competitiveness of the United Nations system as a field employer. It provided

a simplified and readily understandable framework, which combined and

consolidated a number of existing allowances, while others were either

eliminated or recast. The Committee noted that the financial implications of

the proposed measures ($23 million) were not inconsiderable. It was, however,

convinced that over time the measures would prove more than cost-effective.

70. CCAQ noted at the same time that the proposals represented but one facet

of the field improvements presented by the Working Group. The proposed

increase in the level of the floor remuneration (see paras. 43 and 44 above), e
and the improved measurement of the housing element at field duty stations

were the other two elements of a balanced overall package designed to provide

a SUbstantial improvement in field remuneration.

71. With regard to the Working Group's recommendation that the

mobility /hardship allowance should be paid as a lump sum at the beginning of

each year of service, it was agreed to recommend to ICSC that payment

modalities should be kept flexible, in view of the circumstances pertaining in

some organizations.

72. The Working Group was proposing that a number of areas should be reviewed

by CCAQ, including the question of "split households" (possible establishment

of a separate household allowance), and the entire range of shipping

entitlements. CCAQ agreed that these matters should be placed on its work

programme for 1990.
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73. CCAQ also concurred with the measures which the Working Group had

proposed, pending the above-mentioned review of shipping entitlements, in

order to ensure the correct balance between entitlements under the proposed

new scheme. It was proposed that for staff who had exercised their

entitlement to full household removal, the following measures would apply:

(a) At headquarters (and "related") locations, the mobility/hardship allowance

would apply as per the matrix, subject to the conditions outlined above.

The lump-sum payment of one month's salary would not apply under the

assignment grant,

(b) At field locations a reduction of five percentage points in the

mobility/hardship allowance would be applied and only one month r s salary

would be paid under the assignment grant,

For staff without removal entitlement:

(a) At headquarters (and "related") duty stations, the mobility/hardship

allowance would be increased by three percentage points on the line shown

for headquarters. This would represent the approximate existing value of

the assignment allowance. The installation allowance applicable to

headquarters would apply,

(b) In the field, the mobilitY/hardship allowance as per the matrix and the

field assignment grant would apply.

Chapter VIII, Motivation and productivity

74. This chapter of the Working Group's report focused on measures designed to

enhance the motivation of staff and provide meaningful recognition of superior

performance. In CCAQ's view, the most effective motivating force was an

adequate process of career progression and promotions. The Committee

concurred with the Working Group's conclusion that the current salary

structure no longer met this need and needed rethinking. The Working Group

had identified the following problems with the current salary scale, the

heavy concentration of staff (over 75 per cent of the total) around the middle

of the scale (P-3 to P-S), the uneven values of the within-grade increment at

different grades, and the reduced salary span at higher grades as opposed to

lower grades.
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75. Two basic approaches to these problems had been analysed by the Working

Group. the first was to change the salary scale by introducing more grades,

the second to adjust relativities within the existing scale. While continuing

to believe that the restructuring of the salary scale should be pursued, CCAQ

recognized that this would be difficult at the present time because a

classification assessment of all Professional and higher-level posts

system-wide would be required. The Committee stressed, however, that this

goal should be pursued vigorously as soon as the comprehensive review was

completed.

76. Under these circumstances, the Working Group had concentrated on adjusting,

relativities within the existing scale. It was proposing a revised salary

scale which gave less value to longevity by reducing the value of the step

increment, in percentage terms, and reduced the existing overlap between

grades. The scale also sought to address the problem of staff who had reached

the top of their grade by providing for two additional steps at grades P-3,

0-1 and 0-2 and three additional steps at grades P-4 and p-5. These

additional steps would be granted at two-yearly intervals.

77. CCAQ was generally in agrgement with the premises on which the salary

scale proposed by the Working Group were based, but it felt that the Group's

attempts to arrive at steps of equal and reduced value, and significantly to

reduce overlap, had not been entirely successful. CCAQ agreed to investigate

whether another scale could be designed which would better accommodate the,

various, and often conflicting, requirements identified. The salary scale

subsequently proposed by CCAQ was put forward in the framework of the revised

package of measures presented by the Committee (see paras. 102-107 below and

annex IV).

7B. CCAQ next turned to the Working Group's proposals in the area of

promotion. It agreed with the Group's conclusion that existing policies for

establishing salary levels on promotion needed to be improved in order to

provide a more appropriate recognition of promotion, in monetary terms. CCAQ

also concurred with the Working Group's view that one-time cash bonuses on

promotion were not an appropriate solution. The Working Group was instead

proposing that on promotion, a staff member should receive the benefit of at

least two steps in the grade into which he or she was promoted, in Qrdar to

ensure a clearly identifiable salary increase on promotion. CCAQ supported'

this proposal, while noting that there were several details of application,

including the applicability of this measure to the proposed biennial steps,

which would need to be discussed by the committee.
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79. The Working Group had also examined ways of recognizing different levels

of performance, taking as its basis the request in General Assembly resolution

43/226 that consideration be given to introducing incentives for medt. In

this regard, the Working Group had proposed the introduction of lump-sum merit

awards. These awards, which should be evaluated and granted outside the

framework of existing performance appraisal systems, should be made once a

year, to either individuals or teams. They would be granted to about 7.5 per

cent of staff and be in the order of $1,500 to $2,000. They would be

non-pensionable. A series of criteria and guidelines for the granting of such

awards was proposed in the report.

80. CCAQ had no difficulty in supporting the principle that different levels

of merit should be recognized, this principle had, moreover, been reaffirmed

in the ACC statement to the current session. CCAQ also followed the logic of

the Working Group that neither a wholly merit-based system nor a wholly

seniority-based system was appropriate in the United Nations system context.

It recognized the proposal of the Working Group to introduce lump-sum

non-pensionable merit awards as an attempt to steer a middle course between

these two extremes, while at the same time moving in the direction of

emphasizing considerations of merit, in line with General Assembly resolution

43/226. At the same time, the organizations considered that the proposals put

forward by the Working Group in respect of lump-sum awards went into more

detail than was required at the present stage. CCAQ would prefer a more

flexible approach. Some organizations did not consider that the proposed

scheme would meet the aims of enhancing productivity and viewed the proposal

as rather tending to demotivate staff. Others welcomed the proposal and felt

that the percentage of such merit awards might have been higher than the 7.5

suggested by the Working Group. It was noted that some organizations had

already introduced schemes similar to those proposed by the Working Group or

were intending to introduce them shortly. These organizations had found such

an approach to be beneficial in recognizing noteworthy accomplishments and

motivating staff. To some extent, these different reactions to the Working

Group's proposals could be seen as reflecting not only the differing

organizational and operational realities of organizations, but the extent to

which rigorous performance appraisal had been introduced into the

organizations • In CCAQ's view,. it was to this area that, as the General

Assembly had suggested, priority attention would have to be given before

embarking on a scheme of lump-sum merit awards for the organizations of the

common system which had not so far developed or planned such schemes.
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81. CCAQ took note of and supported a series of proposals contained in the

report relating to non-monetary awards and environmental motivators.

Chapter IX: Allowances

82. Thi s chapter of the Working Group's report reviewed three maj or areas of

allowances, the education grant, separation payments, and dependency

allowances.

Ca) Education grant

83. In response to the request in resolution 43/226 for a review of the

"purpose and conditions of an education grant", the Working Group had

undertaken a detailed analysis of the provisions of the education grant. It

had concluded that the grant should remain essentially an expatriate benefit

and that its provi sions should remain unchanged, with one exception, 1. e.

extension of the existing provisions whereby on reassignment to the home

country, a staff member could continue to receive the education grant for the

balance of the school year. The Working Group was proposing that this

entitlement should continue until the end of the stage of education (primary

or secondary) in which the child was enrolled at the time of the staff

member's return to the home country, subject to certain conditions.

84. CCAQ concurred with the broad conclusions of the Working Group's review,

and reaffirmed that the education grant should remain fundamentally and

conceptually an expatriate benefit. It could not, however, support the

proposal concerning further extension of the payment of the grant following

reassignment to the home country. CCAQ considered this proposal lacking in

substantive justification and liable to open up to challenge both the raision

d' etre of the grant as an expatriate allowance, and the payment of education

grant at the primary, secondary and tertiary levels.

85. CCAQ fully supported, however, the proposals developed in the report

concerning the review of the grant at regular intervals in the future, as well

as a more clearly defined adjustment mechanism. The Committee expressed its

willingness to prepare proposals for such an adjustment methodology for review

by the Commission.
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Cb) Separation payments

86. Termination indemnity. CCAQ endorsed thd recommendation of the Worki.ng

Group that the conditions under which termination indemnity was payable, as

well as the schedule for its payment, should remain unchanged.

87. Repatriation grant. CCAQ also agreed that the existing conditions for

payment of the repatriation grant should remain unchanged. It took note of

the Working Group's recommendation that the schedule of payment of the

repatriation grant should be set at 75 per cent of the dependants' rate. The

Committee did not support this recommendation, which it considered had not

been adequately substantiated.

88. Commutation of accrued annual leave. CCAQ supported, on the other hand,

the Working Group's recommendation that accrued annual leave should be

computed on the basis of total emoluments at the duty station at which the

staff member had served immediately prior to separation. It endorsed the

logic behind this recommendation, i.e. that commuted annual leave represented

compensation for working time at the duty station. The Committee clarified

that for this purpose total emoluments should be defined as net salary plus

post adjustment under the existing system.

89. Death grant. The Working Group was recommending no change in the existing

provisions for the death grant. CCAQ concurred with this conclusion.

90. End-of-service grant. The Working Group was proposing that an

end-of-service grant, such as had been recommended by ICSC to the General

Assembly in 1976 and 1978, should be payable to staff members holding

fixed-term appointments whose appointments were not renewed after nine years'

continuous service. CCAQ appreciated that the proposal had already been

endorsed by the Commission on two previous occasions. Since, however, it had

been turned down both times by the General Assembly, the maj ority of members

took the view that no purpose would be served by resubmitting it to the

General Assembly at the present juncture.

91. The Working Group had also considered what scale should be applied to the

computation of separation payments, noting that the existing separation

payments scale bore no logical relationship to staff members' net emoluments.
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Moreover, although the adjustment of the scale by the movements of WAPA had

kept the scale to some extent abreast of post adjustment moveme noes, its

evolution was erratic, being heavily influenced by exchange rate

considerations. Having examined various alternatives, the Group had concluded

that it would be logical to continue to compute termination indemnity,

repatriation grant and death grant on the basis of a single, world-wide scale,

and that this should be the base floor amount for the system. The commutation

of annual leave should, however, be computed on the basis of the total

emoluments at the staff member's last duty station prior to separation, for

the reasons cited above (see para. 88).

92. The majori ty of CCAQ members supported these conclusions and

recommendations. With regard to the repatriation grant, however, one

organization considered that the use of a world-wide scale for computing the

grant resulted in inequality of treatment among beneficiaries, and believed

that it should be based on total emoluments either at the duty station where

the staff member had served immediately prior to separation or at the place of

repatriation/relocation.

(c) Dependency allowances

93. The Working Group had examined various aspects of dependency allowances as

follows.

94. Differentiation in rates of staff assessment and post adj ustment. The

Working Group had concluded that a primary dependant (dependent spouse or

first dependent child when there was no dependent spouse) should continue to

be recognized through differentiated rates of staff assessment and post

adjustment. There had been some feeling in the Group that the net

remuneration levels for staff without dependants should be brought closer to

the dependants' leve L The Group had noted that on the basis of tax rates

applicable to persons with and without a primary dependant at the seven

headquarters duty stations, a differentiation of 95-97 per cent would be

justified. The Group had not, however, explicitly recommended the application

of this approach at the present time, believing that this was not such a

priority as some other issues.
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95. CCAQ was also not in a position to endorse such a methodology. The use of

a weighted average of tax rates at the seven headquarters duty stations had

the virtue of consistency with, for example, the approach recommended for the

children's allowance (see para. 96 below). On the other hand, it would result

in a straight salary increase for single staff, for which it was felt further

justification was required.

96. Children's allowance. CCAQ strongly supported the Working Group's

proposal that the children's allowance should be computed on the basis of 2

per cent of the mid-point of the salary plus post adj ustment at each location,

subject to a floor amount equivalent to 2 per cent of the corresponding amount

at the base of the system. CCAQ endorsed the arguments presented by the

Working Group in support of this approach, which it saw as a reformulation and

consolidation of the existing allowance.

97. Age limit for eligibility for the children's allowance. The Working Group

was proposing that the limit for eligibility to the children's allowance and

(if the primary dependant was a child), the dependent rate of remuneration

should be brought into line with that for payment of the education grant.

When no education grant was payable or claimed, the same criteria should

apply, provided that the dependent child was in full-time education. The

majori ty of CCAQ members considered this recommendation to be justified,

although the general feeling was that it was not at the same level of

importance as some other recommendations in the area of dependency allowances.

98. Dependency allowance for disabled children. The Working Group was

proposing that, on social benefit grounds, the disabled children's allowance

should be double the amount of the children's allowance. CCAQ strongly

supported that proposal.

99. Secondary dependant'sallowarice. The Working Group had recommended that

there should continue to be a secondary dependant's allowance and that it

should be paid accorrddriq to existing criteia (Le. in respect of a dependent

parent, brother or sister when there was no primary dependant). It had

recommended that the allowance should be half the amount of the chi ldren' s

allowance, i.e. I per cent of the mid-point of the local salary scale (with a

minimum/floor amount for the system of I per cent of net remuneration at the
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101. In conclusion, CCAQ emphasized the bnportance it attached to the

establishment of a regular cycle of review of allowances. In principle, all

allowances should be subject to review at least every two years, on the basis

of an agreed methodology.

..

*****

100. In connection with eligibility for children's allowance and secondary

dependant's allowance, it was noted that there were circumstances (e.g.

applications for visas or residence permits) in which it would be appropriate

that the child or relative be recognized as the staff member's dependant for

administrative purposes, without this generating an entitlement to dependency

benefits. It was agreed that CCAQ should see whether procedures could be

developed for this purpose.

base of the system). CCAQ supported the continued payment of the secondary

dependant's allowance. While it recognized the logic behind the Working

Group's proposal concerning the level of the allowance, it considered that

further research was needed on the justification for increasing the level, in

the light of local practice. It concluded therefore that the Working Group's

recommendation should not be pursued at the present stage.

102. Having completed the above chapter-by-chapter analysis of the Working

Group's report, CCAQ concluded, as the debate on the comprehensive review

progressed in the Commission, that it was appropriate to take stock of the

Working Group's proposals as a whole, both in the context of their overall

financial implications and in the light of the extent to which they were ripe

for implementation.

103. It therefore agreed to present to ICSC a revised package which it viewed

as the minimum that should go forward to the General Assembly at the present

time. It stressed that its suggestions in this regard did not detract from

the merit of other proposals r the momentum built up by the Working Group

should not be allowed to slacken, and items which had been supported by CCAQ

(see above statements of position) and were not included in the revised

package, should be retained for review in 1990.
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104. The revised package of measures which CCAQ proposed should be approved by

the Commission was as follows. (No particular order of priority was attached

to the items on this list.)

(a) The basic principles of the revised remuneration structure outlined in

paragraphs 33-40 above (it being understood that certain aspects of the

structure itself would need to be refined).

(b) An increase in salaries of some 5 per cent for all staff of the

Professional and higher categories.

(c) The establishment of a higher floor remuneration.

(d) The proposals for the reform of the post adjustment system, including the

removal of regressivity.

(e) As a consequence of the increase in salaries, the bigher floor and the

removal of regressivity - the introduction of a revised salary scale,

which at the same time responded to a certain extent to the concerns of

the General Assembly in the area of motivation and productivity.

(f) The mobility and hardship package in its entirety.

(g) The Working Group's proposals in respect of the computation of the

children's allowance, the dependency allowance for disabled children, and

the basis for computing the commutation of annual leave. CCAQ also fully

supported the Group's proposals concerning future monitoring and

adjustment mechanisms and the periodicity of reviews.

105. At the same time, the Committee noted that there was a need for

improvements in the rental subsidy scheme, even outside the framework of a

revised remuneration structure. It therefore urged the introduction of a

housing supplement scheme along the lines described in the Working Group's

report. It considered that this matter had some urgency.

106. CCAQ further noted that the above package of items carried with it

implicit approval of other measures recommended by the Working Group in

document ICSC/30/R.4/Add.3, for example: the treatment of expatriation, the

use of competitiveness checks, the fleKible management of the margin, and the

annual margin period, to which CCAQ attached great importance.
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107. The financial implications relating to these proposals are contained in

annex III to this :>:'eport, the revised salary scale proposed by CCAQ appears

in annex IV.

REMUNERATION OF THE PROFESSIONAL AND HIGHER CATEGORIES

(a) Evolution of the margin between the remuneration of the united
States federal civil service and that of the United Nations system

108. In document ICSC/30/R.2, the ICBC secretariat provided an updated report

on the level of the net US/UN remuneration margin. For the reference period

October 1988-September 1989, the margin stood at 111.0, the cumulative margin

for the period 1985-1989, as defined in General Assembly resolution 43/226,

was 115.2.

109. CCAQ noted that the net remuneration margin figures reflected the use of

updated Washington D.C. area tax provisions i.n the process of netting down· the

e..

recommendation by the Working Group on the Comprehensive Review.

comparator's gross salaries a matter which had been the subject of a

It also took

note of further background material provided by the lCSC secretariat in

ICSC/30/CRP.IO. This document explained that, although the use of Washington

D.C. tax data, as opposed to national tax statistics, had been approved by the

Commission and reported to the General Assembly at its fortieth session as

part of the existing methodology, these data had not in fact been applied to

the margin computations for 86-87, 87-88 or 88-89, although they had been used

for the margin computed for 1985-86. This was because it had not been

possible to obtain the relevant data for the Washington .area in the period

since the introduction of the 1986 Tax Reform Act. Consequently, national

estimates of statistics on itemized and standard deduct.Loris had been applied

to the netting down of gross salaries. Although this fact.had been brought to

the attention of the Commission, the impact of using national, as opposed to

Washington D.C. data, had not been appreciated. The fact ·that it resulted in

a difference of some 2.4 percentage points in the margin had come to light

only recently.

110. CCAQ expressed some concern at this series of events. Following

discussion it concluded, however, that more important than discussing the

validity of margin calculations based on national tax statistics was the need

to ensure that the use of Washington D.C. area tax data was reaffirmed as an
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methodology. The

be imputed to the

111. CCAQ also noted that those methodological changes which had been

recommended under the comprehensive review would have an important impact on

the level of the margin. It would be essential to have as precise an

indication as could reasonably be provided by the ICSC secretariat of the

forecast for the next margin period, taking into account the effect of all

changes recommended by the Working Group, including the recommended revised

out-of-area price progression factor for New York and Washington D.C., which

would, if approved, advance by some months the granting of the next class of

post adjustment at both locations. This information would be of crucial

importance in the consideration of another major issue the timing and

magnitude of an across-the-board increase in salaries.

112. In the course of the discussion it became evident that in the measurement

of average salaries on the UN side, CCAQ data for the common system as a whole

should be used in the determination of the numbers of staff by step. This

would further refine the percentage cited in the annex to ICSC/30/CRP.lO.

(b) Pension-related matters

(i) Pensionable remuneration for the Professional
and higher categories

113. In document ICSC/30/R.5, the ICSC secretariat provided a report on the

evolution since 1 April 1987 of pensionable remuneration for the Professional

and higher categories, using the adjustment procedure approved by the General

Assembly in resolution 41/208. This provided for the scale of pensionable

remuneration to be revised on the same date as UN net remuneration in New

York. Since remuneration was adjusted on a net basis while PR was determined

on a gross basis, the Assembly had decided that adjustments to PR would also

need to be made on a gross basis. By comparing the movement in United Nations

net and gross remuneration, it had been determined that every 4.1 per cent

movement in net remuneration amounts in New York would require a 5 per cent

adjustment of the pensionable remuneration scale (i.e. a 1.22 ratio).
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114. ~s a result of the application of these procedures, the ratio of UN to US

pensionable remuneration levels in May 1989 had been 130.1 as compared to

119.7 when the General Assembly had approved the new scale of pensionable

remuneration in 1986. It was accordingly suggested in the document that lesc
might wish to consider recommending to the General Assembly at its

forty-fourth session a modification in existing adjustment procedures. The

following possible courses of action were foreseen in this regard:

(a) That no change be made in the existing procedures, pending completion of

the review of pensionable remuneration scheduled for 1990. This would

result in a further widening of both United Nations income replacement

ratios and of the UN/US pensionable remuneration ratio,

(b) That any adjustment in PR due before completion of the 1990 review should

be based on the weighted average increase in New York net remuneration,

without application of the 1.22 factor, consideration of any further

modification being deferred until 1990. This would prevent a further

widening of United Nations income replacement ratios. It would also

limit, but not totally preclude, a widening of the UN/US PR ratio,

(c) As in (b) above, together with a reduction in the next upward adjustment

in pensionable remuneration by 2.8 per cent in order to remove the past

impact of the L 22 factor. This would virtually restore United Nations

income replacement ratios to the level prevailing as of 1 April 1987. It

would reduce, but not totally preclude, further upward movement of the

ratio of United Nations to United States pensionable remuneration,

(d) That the current adjustment procedure be suspended, pending completion of

the 1990 review. This would reduce the United Nations income replacement

ratios below those prevailing in April 1987. It would also preclude, for

the time being, further upward movement of the ratio of United Nations to

United States pensionable remuneration.

115. CCAQ also noted from ICSC/30/CRP.4, which reported on the discussion of

this matter during the thirty-eighth session of the Pension Board that,

following extensive discussion, a general consensus had emerged in the Board

that application of the 1. 22 multiplicative factor was no longer justified.

Opinion had, however, been divided as to the consequent course of action which
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should be followed. Some had favoured a change to the Pension Fund

Regulations to correct that part of the widening of the margin caused by the

application of this factor on the occasion of future increases. others had

felt that a change in the Regulations to remove the 1.22 factor should apply

only prospectively. There had been general consensus that the entire matter

should be examined in greater detail in the context of the forthcoming

comprehensive review of pensionable remuneration.

116. CCAQ stressed the

reaffirmed the difficulty

and monitoring pensionable

importance and sensitivity of this issue. It

of reconciling the two approaches to establishing

remuneration levels set out in General Assembly

resolution 41/208. At the same time, it was important to keep matters in

perspective. In that connection, the Committee noted that the UN income

replacement ratio had not increased significantly between April 1987 and May

1989, the respective figures being 57.5 per cent and 58.9 per cent. The ratio

of net pensions to net remuneration had increased even less (from 47.4 to 47.6

per cent). The difference in UN/US pensionable remuneration levels reflected

the fact that the US pensionable remuneration level corresponded to the US

salary situation in Ttlashington, whereas Uni ted Nations pensionable

remuneration, being based directly on net remuneration levels in New York,

reflected the New York/Washington cost-of-living differential. Moreover, the

pensionable remuneration figures were based on a spot calculation, while net

remuneration levels represented a yearly average. It was important that any

data compared should be truly comparable. These considerations went to

danonstrate that the whole matter required the most careful reflection, which

it would doubtless receive during the forthcoming comprehensive review of

pensionable remuneration. It was important not to pre-empt that review.

117. Following considerable discussion, the Committee agreed that some

provisional modification of existing adjustment procedures was indicated,

pending the results of the 1990 comprehensive review of pensionable

remuneration. It was unanimously of the view that option (d) (see para. 114

above) - the suspension of existing procedures - should be discarded, as going

too far, and prejudging the results of that review. The Committee's

preference would normally be for option (b), i.e. the prospective application

of corrective measures. On balance, however I and taking all circumstances

into account, CCAQ decided to inform the Commission that it would, with some

reluctance, support option (c), while noting that such a retroactive recovery
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of amounts deemed to be in excess of those due was a provisional and one-time

measure, pending

remuneration. It

the outcome

repre sented

of the comprehensive review of pensionable

the maximum action that the organizations e..
considered acceptable.

(ii) Other matters arising from the thirty-eighth session
of the UNJSPB: mandatory age of separation

118. ICSC/30/CRP.4 and Add.l summarized the discussions in the Pension Board

on a number of items of interest to ICSC. CCAQ noted that, as part of a

package of measures designed to reduce the actuarial imbalance of the Pension

Fund, the Pension Board had agreed to recommend to the General Assembly that

the normal retirement age (i. e. the age at which a participant could retire

with an unreduced pension) should be increased from 60 to 62 years for new

participants in the Fund. The Board had, however, not pronounced itself on

the question of the mandatory age of separation, which it had considered to be

a personnel policy issue.

119. CCAQ noted in this connection the preliminary exchange of views on the

question of the mandatory age of separation which had taken place in the

Working Group on the Comprehensive Review contained in section G of document

ICSC/30/R.4/~dd.4. AS noted above (cf. para. 52), it had felt that this

sUbject should not be dealt with as part of the comprehensive review.

120. The Committee acknowledged that there was an indisputable link between

the normal retirement age and the mandatory age of separation. If the age of

retirement were increased for certain participants, it would doubtless be

necessary to increase the age of separation for those same participants. The

Committee recalled that in the past the majority view had been that the

mandatory age of separation need not be increased across the board, rather,

executive heads should retain the right to extend persons beyond age 60

according to the needs of the organizations. It tended to maintain that -s

view. A.lthough it might continue to have hesitations, from the personnel

policy angle, about increasing the mandatory age of separation, it recognized

that the Pension Board's recommendation to that effect was part of a

delicately balanced package, which included an increase in the rate of

contribution. In the circumstances and in order not to jeopardize that

package, CCAQ agreed to inform ICSC that it took note of the Pension Board's

recommendations. CCAQ noted that the proposed measure would apply only to

newcomers, in recognition of the afore-mentioned personnel policy problems and

of the issue of acquired rights.
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121. Document ICSC/30/CRP.4 also reviewed arrangements for the review of

pensionable remuneration for both the Professional and higher categories and

the General Service and related categories. With regard to the comprehensive

review of pensionable remuneration for the Professional and higher categories,

CCAQ agreed that, to the extent possible and desirable, its secretariat should

be involved in the forthcoming review. CCAQ noted that the review which it

was intended to undertake of pensionable remuneration and consequent pensions

for the General Service and related categories was also of great importance.

CCAQ would follow this matter closely. It had already been agreed that the

Committee should test alternative approaches to the determination of General

Service staff assessment, prior to lCSC' s next review, and this work would

continue.

(c) Post adjustment questions, report of the fourteenth session of ACPAQ

122. CCAQ took note of the report of the fourteenth (May 1989) session of

ACPAQ (ICSC/ACPAQ/14/R.12) and of the lCSC secretariat' s commentary thereon

(ICSC/30/R. 3). Most of the issues considered by ACPAQ came within the scope

of the comprehensive review, as such, they were subsumed under the discussion

of chapter VI of the report of the Working Group on the comprehensive review

(see paras. 54-56 above).

123. CCAQ wished nonetheless to restate its support for the use of external

data in cost-of-living surveys, inter alia in the light of the ICSC

secretariat's observations on this subject. CCAQ also reiterated the need for

managerial improvements to be effected in the operation of the post adjustment

systen, along with the technical improvements recommended in the Working

Group's report.

124. CCAQ took note of ACPAQ' s recommendation that the results of the recent

cost-of-living surveys in Geneva and Vienna should not be applied, owing to

the technical limitations of the data utilized. It noted that these

limitations resulted from a decision by the staff not to participate in those

surveys. In supporting ACPAQ's conclusion as to the utilization of the survey

results, CCAQ noted that procedures for the collection of data would in future

be reviewed under the measures recommended in the context of the comprehensive

review. It regretted the low rate of participation of staff in the surveys

despite all efforts made by the administration concerned.
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FIELD-RELATED ISSUES

125. CCAQ reviewed the following issues on the basis of a report by its Field

Working Group.

(a) Report on local salary survey activities

126. At its seventieth session, CCAQ had requested that information should be

provided on all salary-survey activities carried out system-wide, together

with the resources expended by each organization on such activities. In

connection with this request, UNDP had prepared a document (ACC/1989/PER/R.13)

which analysed progress in the area of local salary survey activities in

general, and jointly-funded activities in particular. On the basis of a

review of this paper, it was agreed that current arrangements were operating

satisfactorily, it was useful for concerned organizations to exchange

information on local salary-survey activities, as a means of enhancing

co-ordination. There was also general agreement that the training activities

conducted in the area of local salary survey methodology had been very helpful

in support of the system and that the co-ordination between local salary

survey and job classification activities had been a positive development.

127. The Committee noted the conclusion of the Working Group that certain

aspects of the local salary survey manual would benefit from revision and

updating. It was agreed that a revision of the manual should be undertaken in

1990. In order to initiate the exercise, the New York Steering Committee (UN,

UNDP and UNICEF) should circulate, for discussion purposes, a list of areas to

be re-worked and a timetable. It was not anticipated that a major revision of

the manual would be required.

(b) Payment of children's allowance at duty stations where the
local benefit/floor provision is applicable

128. CCAQ had requested, at its seventieth session, a review of issues

relating to the implementation of the 1982 ICSC decision concerning the

limitation on the number of children in respect of whom a dependency allowance

was payable (General Service children's allowance) - otherwise known as the

(ACC/1989/PER!R.l2) had been prepared by the United Nations and UNDP.

"six-children" limit. In response to this request, a note on the subject
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129. CCAQ recalled that it had opposed ICSC I s original decision that such a

limit should be imposed in cases where the social benefit/floor applied. In

1988, ICSC had reconfirmed its decision. Following discussion, the Committee

agreed, without prejudice to its earlier position, not to reopen with ICSC at

the present time the question of the principle of applying a limitation on the

number of allowances payable, but to focus on difficulties which organizations

had encountered in the application of the ICSC decision. These difficulties

had arisen because in a number of locations where staff had begun to benefit

from the social benefit floor, there previously had been no limit on the

number of dependent children for whom the allowance was payable. (These were

duty stations where the children's allowance had previously been based on

local practice and where no limi t had been in effect prior to July 1982.)

Pending clarification of the matter, no limit had been imposed in these

locations •

130. On the basis of a recommendation by the Field Working Group, CCAQ agreed

on the following approach to phasing in the application of the six-children

limit at the locations in question,

(a) The application of the six-children Itmit to the payment of the allowance

based on the social benefit/floor amount (3 per cent of the mid-point of the

local salary scale) should be announced as entering into effect for all salary

scales effective 1 September 1989 or later. This would establish a de facto

limit of 18 per cent of the mid-point of the local General Service salary

scale (6 times 3 per cent).

(b) In duty stations where this limit had not applied, staff with more than 6

dependent children would currently be receiving a total amount which exceeded

18 per cent of the mid-point of the scale. For those staff members, the local

currency amount being paid on the effective date of implementation of these

measures should be frozen as a transitional measure. The higher rate of the

children's allowance generated by upward adjustments of the salary scale would

not be paid until such time as the value of 18 per cent of the mid-point of

the salary scale overtook the total amount currently payable to the staff

members concerned. At that time, the six-child limit and the child allowance

based on 3 per cent of the scale mid-point would apply to the staff member.
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(c) This approach would necessitate maintaining a special transitional

calculation for each staff member in the duty stations concerned. The phasing ~

out of the transitional measure would depend on the number of children in

respect of whom an allowance was currently payable and on the rate of movement

of the salary scale. It was, however, noted that the total number of staff

that would be affected by these measures would be small.

131. The committee further agreed that the Chairman of CCAQ should write to

the Chairman of ICSC and inform him of CCAQ's understanding of the application

of ICSC' s earlier decision with regard to circumstances not foreseen at the

time of that decision. If there was no objection from the Chairman of ICSC,

organizations· would proceed with implementation of the above measures. This

procedure was felt to be appropriate in view of the fact that the matter dealt

with transitional measures, as distinct from internal administrative

arrangements.

(c) Exceptional financial arrangements for staff serving in Beirut

132. During the course of the session, the current situation in Beirut was

reviewed. It was reported by the heads of agencies stationed in Beirut that,

as a result of the recent sharp deterioration in the security situation,

prices for basic commodities had escalated, the agencies were requesting a 50

per cent increase in post adjustment to offset these costs. CCAQ felt that

for the time being, it would be more appropriate to deal with this problem,

which was security-related, by means of the temporary financial incentive

already approved for Beirut. Meanwhile, data on the evolution of the cost of

living in Beirut would be collected and analysed. It was accordingly agreed

that the United Nations Security Co-ordinator should be asked to approach the

ICSC Chairman with a request that the exceptional arrangements applicable in

Beirut should be adj usted, with effect from 1 August 1989, for a conditional

period of three months, as follows,

(i) For Professional staff, increase in exceptional financial incentive

from $1,100 to $1,400 per month,

(ii) Locally-recruited staff I increase in bonus from 30 per cent to 40

per cent of net base salary'. For the month of August 1989 alone, the

40 per cent amount should exceptionally be payable irrespective of

whether the staff member had been required to and had reported to

work.
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(d) Other matters

~4It 133. CCAQ noted that the Field Working Group had reviewed status reports on a

number of subjects. These included,

global survey of transportation of private vehicles~ it was

anticipated that the results of the survey conducted by UNDP would be

brought before the Committee at its next session,

implementation of the recommendations of the tripartite hardship

working group. It was noted that, following the discussions at the

last session (ACC/1989/6, paras. 43-48), the recommended entitlements

for Lima and Addis Ababa had been approved by the ICSC Chairman. It·

was agreed that the outstanding recommendations in respect. of

Antananarivo and Bogota. should he taken up by the working group at

its 1989 session,

life/accident insurance in danger zones. This subject had been

reviewed at CCAQ's seventieth session (cf. ACC/1989/6, paras.

52-55). Subsequently, it had been discussed at the recent (July

1989) ad hoc inter-agency meeting on security matters and the

indications were that it might be raised at the october 1989 session

of ACC. The Committee felt that, in the absence of a report on the

securi ty meeting, it was not in a position to pursue the matter,

which should be the subject of further consultations.

134. The Committee concurred with the proposal of the Field Working Group that

it would be helpful to explore, on an informal basis, some of the

administrative and implementation aspects of the mobility and hardship package

proposed in the framework of the comprehensive review! this would ensure

that, if the proposals were approved, they could be implemented in a timely

and co-ordinated fashion. The CCAQ secretariat was requested to follow up on

this matter.
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M~TTERS RELATING TO THE ADMINISTRATION OF ICSC

(a) Procedure for the nomination of lCSC members

135. In response to a request made by the Committee at its seventieth session,

the secretariat had prepared a note (ACC/1989/PER/R.14) describing current

procedures for the nomination of ICSC members and analysing the problems

associated with these procedures.

136. The Committee's discussion focused on (a) the calendar for the selection

of candidates for ICSC adopted in 1982 and amended in 1987, and Cb) some

practical proposals for the selection of candidates endorsed by ACC in 1982.

The Committee underlined the sensitivity of the issue at hand, in reality,

the nomination of ICSC members had become part of the complex pattern of

nominations for membership of different UN bodies on which the General

Assembly was required to make decisions. As such, it was difficult for the

executive heads - or the staff bodies - to play the consultative role provided

for in the lCSC statute.

137. CCAQ confirmed the validity of the 1982 proposals which had been endorsed

by ACC and which provided inter alia that "ACC should take the initiative in

suggesting replacements for members whose terms of office are coming to an

end. This would also help to ensure that there is an open consideration of

qualified candidates for each vacancy, instead of the more or less automatic

re-appointment of outgoing members or replacements from the same country

(desirable as this may be in some cases)".

138. The Committee believed that the organizations should try to ensure that,

within the established regional framework, there was a competition for each

Commission seat falling vacant. In this connection, the organizations could

be instrumental in seeking out suitable candidates, it might also be

appropriate for the governing bodies of the organizations to be involved at

each step of the process.

(b) Personnel arrangements for the ICSC secretariat

139. CCAQ took note of the information provided in document ICSC/3D/R.6

concerning recent developments on this subject.

.L

e..
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140. The Committee was pleased to note that agreement had been reached in

respect of personnel procedures for staff employed by the ICSC secretariat in

the future. Insofar as the arrangements proposed for staff currently employed

in the ICSC secretariat were concerned, the Committee noted that,

notwithstanding the particular recruitment procedures which pertained in

different organizations, the arrangements proposed by the United Nations

appeared to be similar to those that would have to be applied by other

organizations of the UN system if they, instead of the United Nations, were

responsible for the contractual arrangements of ICSC staff.

OTHER BUSINESS

(a) Adoption of the report of the second CCAQ special session of 1989

141. CCAQ approved the draft report of the special session which had taken

place in Geneva on 29 and 30 June 1989 (CCAQ(PER)/71/CRP.1) • The final text

. of the report appears under the symbol ACC/1989/13.

(b) Conditions for the establishment of a non-pensionable component of salary

142. The Committee had before it a note by the ICSC secretariat

(ICSC/30/CRP.5) which raised two specific issues relating to the establishment

of a non-epens Lonabl,e component of salary for .the General Service and related

categories, under the salary survey methodologies for headquarters and

non-headquarters duty stations. These were, the threshold for the

establishment of such a non-pensionable component, and proposals to limit the

size of the non-pensionable component.

143. CCAQ recalled that the issues raised in the document were being brought

before the Commission as a result of the conclusions reached by ICSC at its

twenty-ninth (spring 1989) session on the General Service salary survey for

Paris. It noted, however, that the definition of any non-pensionsable

component of salary was only one of the elements relevant to the determination

of pensionable remuneration levels for General Service staff. Other factors,

such as the rates of staff assessment, were equally if not more important.

The Committee further noted that the general issue of pensionable remuneration

~or the General Service category was in all likelihood to be taken up by the

Commission in 1990, and felt that consideration of the non-pensionable
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component should not be pursued in isolation from other aspects of this

subject. It therefore decided to request ICSC that the issues raised in the

document be held over for consideration in the context of the overall review

in 1990.

(c) Supplementary payments and deductions from salary

144. In ICSC/30/CRP.6, the lCSC secretariat provided updated information, as

of July 1989, on practices of Member States in this regard.

145. CCAQ took note of the information in the document. It agreed to

reiterate to the Commission its forceful opposition to the practice whereby

MemJ;>er States paid, on a selective basis, emoluments over and above regular

salary to their nationals employed in the United Nations system.

(d) Format of ICBC reports

146. CCAQ reviewed a note by the ICSC secretariat (ICSC/30/CRP.13) relating to

the format of ICSC' s annual reports. It was noted in the document that the

"split presentation" agreed upon by the Commission in 1988 had not been

particularly well received by the General Assembly. The question posed was

whether to revert to the previous format, to retain the revised format, or to

opt for a completely neW approach. The question of the format and nature of

reporting on the comprehensive review was also raised in the paper.

147. CCAQ noted that by far the most important point raised in the document

was the presentation of ICSC's report to the General Assembly on the

comprehensive review. Its views on this aspect are contained in the section

of this report relating to the comprehensive review (see paragraph 10 above).

148. With regard to the format of ICSC's annual reports to the General

Assembly, CCAQ recalled the position it had taken at the Commission's

twenty-eighth session, namely that extensive reporting of the views of

organizations and staff could be consigned to the sessional reports, which

would thus be a form of surmnary record. As for the annual reports, they

should reflect, in a dynamic way, the interchange of views among the various

parties involved in the deliberations. This would enable the reader to gain a

clear picture of how the Commission's decisions had been arrived at. CCAQ

reiterated in addition the importance of a crisp and succinct presentation of

the reports.

"
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(e) Work programme of the Joint Inspection Unit (JIU)

149. In CCAQ(PER)/71/CRP.4, the Secretary drew the Committee's attention to a

letter from the Executive Secretary of JIU reporting on studies which the JIU

intended to carry out under its work programme for 1990-1991 and which fell

within the scope of interest of ICSC and/or CCAQ. These were,

a study on the implementation of technical co-operation projects with the

use of national project staff (including national project co-ordinators),

a system-wide study on grade overlap,

a study on staff rotation, which was likely to be confined to the United

Nations, but would draw on the experience of other organizations.

150. The Committee took note of the infonnation contained in the letter from

the Executive Secretary of the JIU and confirmed that matters of policy raised

in the course of the Inspectors' studies would remain within the purview and

mandate of ICSC. Members of the Committee also stressed the importance of

ensuring that the personnel departments of the organizations concerned were

closely involved in the studies to be carried out by the JIU. It was agreed

that contact would be maintained with the departments normally responsible for

relations with the JIU within each organization. Some concerns were voiced

about the relevance of some aspects of the studies proposed and it was

concluded that the CCAQ Secretary should discuss these further with the

Executive Secretary of JIU and the Inspectors responsible for the specific

studies.

(f) Tier 11 standards

151. The Committee was informed that, due to other priorities, it had been

necessary to postpone the eighteenth session of the Sub-Committee on Job

Classification, originally scheduled for early october 1989, until spring

1990. Among the items on the agenda of the Sub-Committee was the review of

Tier II standards for editors and statisticians which had been developed by

working groups which the ICSC secretariat had organized in Europe and North

America. It was felt by those who had participated in the development of the

draft standards that the degree of their acceptability was high. The CCAQ

secretariat was accordingly s~ggesting that, in order not to delay the

approval process, the standards might in the meantime be cleared by CCAQ on
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the basis of correspondence, it being understood that if any difficulties or

controversy arose during this clearance process, they would be presented to

the Sub-Committee, and thereafter to CCAQ, for review in the normal fashion.

The Committee agreed to the procedure proposed by the secretariat.

(g) Definition of continuous service

152. The conditions of eligibility for a number of entitlements included the

stipulation that a staff member must have completed a certain period of

"continous service". It was considered useful to recall that for these

purposes, "continuous service" was generally recognized to be service during

which there was no break of more than 30 days. Thus, breaks between two

contracts in excess of 30 days or leave without pay in excess of 30 days would

be deemed to have interrupted a staff member's service and could thus affect

the length of qualifying service for entitlements which were based on length

of service such as home leave, repatriation grant, the mobility element of the

assignment allowance etc. Leave taken whilst in pay status waS not considered

as constituting a break in service.

(h) Items for inclusion in the agenda of the next session of CCAQ

153. At the request of the representative of UNESCO, it was agreed that a

review of items of expenses reirnbursab1e under the education grant should be

placed on the agenda of the next session.

154. The Committee noted that it had been necessary to defer a number of items

scheduled for inclusion in the agenda of the current session in view of the

priority which had to be given to the comprehensive review of conditions of

service of the Professional and higher categories. These included certain

matters relating to the General Service category (non-resident's allowance,

staff assessment rates), which it was agreed should be taken up as soon as

possible.
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Annex I

LIST OF PARTICIPANTS

Chairman, Mr. M. Bel Hadj Amor (FAO)
Vice-Chairmen. Mr. R. Harari (ILO)/Mr. M. Baquerot (UN)

Representatives of member organizations

United Nations.

UNDP.

UNICEF.

UNHCR,

UNRWA.

UNPF.

Mr. F. Rieseo, Director,
Staff Administration and Training Division,
Office of Human Resources Management

Mr. M. Baquerot, Chief,
Compensation and Classification Service,
Staff Administration and Training Division,
Office of Human Resources Management

Mr. K. Walton, Deputy Chief,
Compensation and Classification Service,
Staff Administration and Training Division,
Office of Human Resources Management

Mr. D. aalliday, Director,
Division of Personnel

Mr. E. Eriksen, Deputy Director,
Division of Personnel

Mr. B. Frank, Chief, Policies and
Compensation Section, Division of Personne~

Mr. R. Olver, Deputy Chief, Policies and
Compensation Section, Division of Personnel

Mr. M. ~ssadi, Director,
Division of Personnel

Mr. J. Acar, Chief, Policy Unit,
Division of Personnel

Mr. R. Tucker, Personnel Policy Officer

Mr. D. Conway, Special Adviser,
Executive Office

Mr. A. Walsh, Deputy Director of Personnel
and Chief, Personnel Policy Division

Mr. J. Sacklowski, Chief,
Division for Finance, Personnel
and Administration
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lLO,

FAO,

WFP,

UNESCO,

lCAO,

WHO,

PAHO,

lTU,

WMO,

WlPO,

UNlDO,

GA'l"l',

Mr. R. Harari, Director,
Personnel Department

Mr. A. T. Slater, Chief,
Personnel Policy Branch

Mr. M. Bel Hadj Amor, Director,
Personnel Division

Ms. A. Wolf, Personnel Officer,
Personnel Division

Mr. M. Zejjari, Director,
Office of Personnel and
Administrative Services

Ms. Sidney Scholl, Personnel Officer
in charge of Establishments, Policy
and Procedures Unit

Mr. Y. Kochubey, Assistant Diector-General
for General Administration

Mr. J.A. Kusi, Chief,
Division of Policies and Procedures,
Bureau of Personnel

Mr. D.J. Goossen, Chief,
Personnel Branch

Ms. R. Lopez, Chief,
Employment Policy and Administration

Mr. J. Gauthier, Chief of Personnel

Mr. J-P. Bare, Deputy Chief,
Personnel and Social protection Department

Mr. J. Murithi, Director,
Administration Department

Mr. E. Renlund, Chief,
Personnel Division

Mr. C. Woodford, Head,
Personnel Section

Mr. S. Seraydarian, Chief,
Personnel Administration Section
Personnel Services Division

Mr. D. Goethel, Director,
Division of Personnel

Mr. P. Relian, Director,
Office of Personnel
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Mr. S.K. Chow, Deputy secretary

Mr. J.P. Aggarwal, President
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Annex II

AGENDA AS ADOPTED BY THE COMMITTEE ON 24 JULY 1989

L*Items relevant to the agenda of the thirtieth session of ICBC/

Item

J- • Adoption of the agenda

z . * Comprehensive Review of the conditions
of service of the Professional
and higher categories

Report of the Working Group

3. Remuneration of the Professional
and higher categories

* 3.1 Evolution of the margin between the
remuneration of the United States
federal civil service and that of the
United Nations system
- Paper by the ICSC secretariat

* 3.2 Post adjustment questionsl report of
the fourteenth session of ACPAQ

* 3.3 (a) Pensionable remuneration for the
Professional and higher categories

(b) Matters arising from the thirty
eighth session of the UNJSPB

4. Field-related issues

4.1 Payment of children1s allowance at duty
stations where the social benefit/floor
provision is applicable
- Paper by UN/UNDP

4.2 R~port on local salary survey activities
- Paper by UNDP

Document

ACC/1989/PER/R.lO/Rev.I

ICSC/30/R.4 and
Adds. 1-8

ICSC/30/R.2

ICSC/30/R.3

ICSC/30/R.5

ACC/1989/PER/R.12

ACC/1989/PER/R.13
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Item

5. Matters relating to the administration of ICSC

5.1 Procedure for the nomination of IcSC members
- Paper by CCAQ secretariat

* 5.2 Personnel arrangements for the
Commission's secretariat

6. Other business

7. Adoption of the report

Document

ACC/1989/PER/R.14

ICSC/30/R.6

~ 1.1 I!!>
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Annex III

FINANCIAL IMPLICATIONS OF REVISED PACKAGE PROPOSED BY CCAQ

Costs in ODD's of U.S. dollars for a full l2-rnonth period
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Total. Regular Extra-
,

D.1rqle/
cost b.xIget brl:Je1:ary N. America Field·

1. scale

(a) m:rease in salary 60 000 34 800 25 200 3~ 800 25 200

(b) Pensionable
renuneratioo (5 000) (2 900) (2 100) (2 900) (2 100)

(c) consolidatioo am
e1iminatioo of
regressivity* 5 000 2 900 2 100 2 900· 2100

(d) Floor 1200 384 816 - 1200

(e) 'I\to1o steps 00 prcmJtion 714 414 300 415 299

2. MdJUity am haIdship 22 300 8 000 14 300 600 ·21 700

3. !art: adjUS't:1Uri.* (cost of - - - - -
e1iminatiCl'l ot regressivity
shcMl urder 1 (c) above)

4. Rental stg)lement 3700 2 479 1 221 2 100 1 600

5. camutatiCl'l A,IL 975 565 410 566 409

6. atildren's allowance 700 539 161 700 -
7. Disabled drlldren's

allowarre 105 70 35 77 28

GIWID rorAL 89 694 47 251 42 443 39 258 50 436
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Annex IV

REVISED SALARY SCALE PROPOSED BY CCAQ
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