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VIEWS OF THE STAFF REPRESENTATIVES OF THE UNITED NATIONS SECRETARIAT

INTRODUCTION

1. The f inancial  cr is is , the report of the Group of High-level Iatergovernmental
Experts to Review the Efficiency of the Administrative and Financial Functioning of
the United Nations A/ and the retrenchment process have presented a serious
challenge to the staff of the United Nations. There is an unstated but clear
implication that the staf f I- somehow to blame for the problems of the United
Nations. The implication is that if there were not so mafiy staff members, or if
they did their work better or more cheaply, somehow the problems would disappear.
The staff has been sensitive to this unstated message. The entire process has
neither improved morale nor increased efficiency.

I . REIRENCHMENT  AND "REFORM"

2 . It is ironic that the dhnouement  of the retrenchment exercise should come at a
time when the demands on the United Nations and its staff are at their peak. There
is now the paradoxical situation in which programme managers are releasing some
staff for mission assignments, retrenching others and filling the gap with retirees
and short-term staff. In the mean time, no significant effort has been made to
address the staffing needs or the efficiency of the Organisation.

3 . One consequence of staff reductions, particularly in the area of the Trades
and Crafts category (carpentry, plumbing, buildings maintenance, etc.) has been the
increasing use by the administration of outside contractors. The only way
buildings and services can be maintained while showing staff reductions is by
employing outside contractors to do the work. The staff representatives have been
able to document, however, that such outside contracting Ss far more costly than
keeping sufficient staff on board to do this work in-house. Outside contractinq
inevitably raises questions of how contracts are awarded, over-charging, quality
control and kickbacks. For years now, the staff of the Trades and Crafts category
have provided outstanding service to the Organization. I f  s t a f f i n g  l e v e l s  are
pr,operly maintained they can do it better and more cheaply than outside contractors.

4. Roth management and Member States repeat the call for "new blood", as if the
managerial and organizational problems of the Secretariat could be solved by tha
infusion of new staff members. If the underlying institutional problems are not
solved, new staff will not perform any better than the existing staff. How
employees are managed and motivated is far more important than the length of their
service .

5. Rringing in new people will have no measurable impact in improving the
efficiency of the Organization if they are faced with the same constricted thinking
and the same managerial "club" running the central administrative functions sncl the
departmental executive offices.

/ . . .
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6. What is needed for real reform is a new administrative culture within the
Organization, one in which the criteria for managerial positions is not how closely
you mimic the views of your superiors, or your ability to make deals or to lobby
with Member States. Rather, it should be based on values of objectivity,
creativity and problem-solving where independent thinking is more important than
conformity. The emphasis should be on nurturing and developing staff capabilities
rather than on burning staff out or beating them down.

II. VACANCY MANAGEMENT AND MOBILITY

7. Sound management is based on the realixation that human resources are an
organization's most valuable asset. Personnel policies and practices must
consequently be formulated with the objective of inspiring and maintaining a
motivated and dynamic work force; they must be guided by the principles of
objectivity, transparency and fairness. The vacancy management system which is
being used as a substitute for the traditional promotion system violates these
basic tenets of sound management and is in conflict with the Staff Rules and
Regulations as approved by the General Assembly.

8. Vacancy management was introduced late in 1986 as a temporary measure intended
to secure the redeployment of staff to certain duty stations, departments or
offices with high vacancy rates created by the recruitment freeze put in place to
deal with the Organisation's financial crisis.

9. What started as a temporary measure has now become, by a unilateral decision
of the administration, the established system in abrogation of the annual promotion
review mandated by staff rule 104.14. Vacancy management places so much emphasis
on the availability of a post for promotion that it negates merit, performance and
seniority as critesia for advancement.

10. The concept of vacancy management is not new. Its main element5 were present
in the promotion system put in place by the Secretary-General's Bulletin ST/SGB/66
of 17 April 1947. Because of its negative impact, the system was later abandoned.
Its resurrection under a new name makes it no more viable today than it was in the
early days of the Organization.

11, Furthermore, vacancy management fails to address the concerns set forth by the
Group of High-level Intergovernmental  Experts in its recommendations 48, 49 and 51.

12. According to recommendation 48, "staff members should therefore be recruited
and their careers developed on the basis of occupational groups". B/ Vacancy
management has been substituted for a systematic career development programme based
on occupational groups and promotions based on experience, demonstrated ability to
perform at the higher level and seniority in grade.

13, According to recommendation 49, "a job rotation system among the various duty
stations should be developed . ..". a./ The staff representatives of the Secretariat
strongly support all objective measures for job rotation and mobility. However,
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vacancy management has had limited success as a job rotation system. In fact ,  only
57 people have moved to other duty stations under the system. Besides ,  staf f
mobility among the variouu duty statjons could have as easily been achieved through
the implementation of staff regulation 1.2, which provides the Secretary-General
with all the necessary authority to move staff  aa required without violating other
rulea and regulations.

14, Recommendation 51 states that “Strict and clear criteria should be developed
for  the promotion of  atclff at  al l  levela. In this context, the functions and
composition of the appointment and promotion bodies should be reviewed, with a view
to securing fairness and objectivity in the management of appointments and
promotions. Such bodies should be structured on the basin of occupational
groups”. p/ Thj ecommendotion has not been implemented. Moreover, it is hard to
believe its purpcI&  was to &smar,tle  a principal advisory body such an the
Appointment and Ptamotion  Board, which haa been in place for over four decades and
whose role has now been reduced to that: of a screening committee.

15. It should be clearly and unequivocally stated that the staff has never
accepted vacancy mansqemen,+ as a substitute for the promotion system, as
established in the Stcrff Rules and Regulationa. The staff deeply regrets that the
last promotion exercise was conducted in 1987 for Professional staff and in 1986
for the General Service staff, The sta f f  representatives  strongly  object  to  the
institutionalisation  of vacancy management because it entails a loss of acquired
rights under the Staff Rules and Regulationa, namely!

(a)  The r ight  of  staf f  to  part ic ipate  in the promotion reviews,  part icularly
at the departmental lavel~

(b)  The r ight  to  impartial  review, by the appropriate appointment and
promotion bodies, o f  a l l  s ta f f  e l i g ib l e  f o r  promot ion ;

(c)  The right of  staf f  to  present  information direct ly  to  these bodiost

(a) T h e  r i g h t  t o  recourset

(e )  ihe r ight  t o  appea l .

16. Because programme managers make the final selection and there is no appeal
mechanism, they are given an inordinate degree of unmonitored leverage in the whole
process. This,  in turn, opens the door to favouritism. It also allows programme
managers to resort to external recruitment without submitting to any kind of
control mechanism, in particular the appointment and promotion bodies, whose
ability to challenge proposnls made by management has been nearly eliminated.

17. Vacancy management hAs also become a very costly and time-consuming exercise,
which is the opposite of what Member States wanted to achieve when they set about
restructuring the Orguniaation.

18. Vacancy management has failed as a tool for improving the status of women in
the Secretariat, an objective set forth in various General Assembly resolutions.

/ . . .
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This is especially true in the case of posts subjec t to  geographical  distr ibution.
Since the introduction of vacancy management only 58 women have been promoted, as
compared to 232 in 1986.

19, Vacancy management does not take into account the highly specialised  nature of
such occupational groups as the Security Service and t:re Trader and Crafts category
which, by their very nature, do not  al low for  lateral  movemeais.

20. Article XII of the Staff Regulations provides for amendments to the
Regulations do long aa they do not sbrogate the acquired rights of the staff and
they have been the subject of ataff-management consultations.

21. Simply put, the manner in which vacancy management was introduced into the
fabric of our administrative, personnel and promotion systems has violated the
acquired wt.,..b+s o f  s t a f f . We cannot quietly accept this system. Thus, we urge the
distinguishet? members of the General Assembly to reject the institutionalisation  of
vacamy management through the artifice of administrative instructions and
information  circulars or through amendments to the Staff Rules and Regulations and
we also call for the reinstatement of the established promotion procedures and ask
the Fifth Committee to request the Secretary-General to report to the General
Aas8mbly at its forty-fifth session on the steps taken to ensure compliance with
s t a f f  r u l e  104.14.

III. CAREER DEVELOPMENT

22. The reform measures 80 far implemented in the field of personnel  management
have completely overlooked the need for long-term career planning. There has not
been a promotion review for the General Service staff since 1986 and for
Professionals since 1987. Reductions in higher-level posts have substantially
reduced the possibility of recognising and rewarding performance  at a time when the
staff are being called upon to maintain the same or achieve a greater level  of
programme delivery in spite of reduced personnel and resources.

23. To avoid further deterioration of morale and efficiency, urgent measures are
needed to generate a systematic career development plan which takes into account
proven merit and service. The decision to abolish the Career Development Unit
within the Office of Human Resources Management does not augur well for the future
in terms of developing such a plan.

24. The staff representatives strongly urge the establishment, through
staff-management consultations, o f  po l i c i e s  des igned  t o  recognize  s’ ;lff
performance, ef f ic iency and special  contributions to  the Organizatiun. At the s?mo
time they call for a comprehensive career development programme for all categories
of  staf f  in  the Secretariat .

25. The iecretary-Genera1 has reported on the importance of training, particularly
in the liqht of the retrenchment exercise under way. Thus far, e f f o r t s  t o  s e t
training priorities and establish effective programmes for maximizing the use of
staff resources have been severely hampered by a lack of resources. The staff

/ . . .
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representatives believe that the United Nations ia far behind the public as well as
private sector in introducing comprehensive training programmes to increase
employee efficiency. In-home  and axternal  training opportunities  are  esasntial in
order to enhance the Secretariat’s ability to meet the challenge of new techniques
and new technologies. It i s , unfortunately, only in exceptional cases that the
Organisation  assists s+.aff members to update their professional expertise and keep
abreast of the latest developmenta within a field of expertise.

26. For these reasons, the staff representatives urge the General Assembly to
recognias  the need for a comprehensive training programme in the United Nations
Secretariat and to provide the necessary financial support. Without adequate
funds, any attempt to retrain or to improve skills is bound to fail. Like any
other long-term programme, the benefits depend upon the initial investment.

IV. UNIFIED PERSONNEL STRUCTURE

27. The staff representatives wish to reiterate their long-standing request for
the creation of a unified personnel structure with a more equitable system of
benefits and allowances as well as a career development system that encompasses all
occupational groups and levels. The present  division  of  the staf f  into  cttegories,
with little opportunity for movement acro8a category lines, has had an extremely
negative impact on the career development of serving staff. In  add i t i on ,  t:ie
Organization  has been unable to make full use of the experience and expertise of
those serving in  the Ge;leral  Service  and related categories .

28. With respect to dependency allowances, the staff representatives  urge that
these be considered a social benefit and that a more uniform methodology be
developed which ensureu equality of treatment for all categories. The United
Nations can no longer afford to be perceived as an employer whZch promotes
distinctions baaed on Claus or category.

V. STATUS OF WOMEN

29. This has been a year of disappointment rather than achievement for women in
the Secretariat. The year ending 30 June 1989 showed a mere 0.6 per cent increasa
of women in such posts - bringing the total to a mere 26.9 per cent. At this  pace,
it will take another seven years to reach the target set for 1990 of having
30 per cent of the posts subject to geographical distribution filled by women.

30. In addition, none of the safeguards established  to ensure that economy
measure6 would not result i!l a reduction of the proportion of women at all levels -
in particular the higher ones - appears to have been effective. Thus, for example,
the D-l promotion register, Issued in 1989, but retroactive to 3.987, lists 24 men
and 1 woman (ST/IC/89/36). Also, in recent years the representation of women at
the highest levels (Assistant Secretary-General/Under-Secretary-General) has
diminished both in numbers and percentages.

/ . . .
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31. Similarly, the limited recruitment, which was supposed to be “judicious”, also
in regard to its use for improving the representation of women in the Secretariat,
has,  in  fact ,  achieved the opposite  result . Between 1 July 1988 and 30 June 1989,
73.2 per cent of all recruits were men, an increase of 2 per cent over the previous
year.

32. One of the mechanisms which, it was hoped, would ensure progress for women in
the Secretariat, was the Steering Committee for the Improvement of the Status of
Women in the Secretariat. The Committee was set up by the Secretary-General to
inform him of existing shortcomings and to recommend remedial measures. However,
of the 50 or so Steering Committee recommendations approved by the
Secretary-General, none seems to have been implemented, with the exception,
perhaps, of one relating to the period of forced absence from work during
pregnancy. I;f real accomplishments are to be made within the lifetime of present
s t a f f , they will not come about under the present arrangements. The Steering
Committee’s hand should be strengthened by vesting it with the power to supervise
t1.e implementation of its accepted  recommendations.

33. As indicated in paragraph 18 above, vaceucy management has also had a negative
impact on the career development of women in the Secretariat.

34. A particularly  painful  wound,  left  festering,  is  the t reatment  of
sec re tar i e s  - the vast majority of whom are women. Despite repeated promises, no
proper recongnition has been given to their profession. They are artificia Lly
frozen at the G-4 level even when their functions warrant a higher grade. ‘l’he time
has come for decisive action which goes beyond the sterile parsuit of non-existent
c r i t e r i a . It  is  essential  to  give  secretaries  the possibi l i ty  to  reach the G-6
level without having to apply for other jobs in order to be promoted.

VI. STAFF MANAGEMENT RELATIONS

35. In recommendation 59 of its report, the Group of High-level Intergovernmental
Experts was apparently worried that staff representatives might infringe upon
managerial  responsibi l i t ies . This is  an unjusti f ied tear. The roality is that the
staff unions and associations of the Secretariat have difficulty in even making
effective inputs into the decision-making process and in properly representing
s t a f f .

36. Thi, is true for a number of reasons. F i r s t , al l  staf f  representatives  are
largely volunteers who have to combine their staff activities with regular duties.
This is particularly so in the smaller duty stations such as the regional
commissions. Second, the administrative culture within the Organisation neither
values nor encourages staff representation activities. At  bes t ,  s ta f f
representat ion is  to lerated;  at  worst ,  i t  is  stigmatized. There is no ready
hearing of staff views, palticulazly in the smaller duty stations where staff are
in a  relat ively  isolated posit ion yis-a-vis their  respect ive  administrat ive  heads.
In the larger duty stations, such as New York, there is the view that anything but
the weakest and most compromised staff representation is an interference with
managerial prerogatives. Third, the faci l i t iss  avai lable  to  staf f  reprosentatives

/ . . .
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are very limited. In New York, for example, where over 6,000 staff members are
represented, only three Staff Committee Officers arc) released from their normal
duties to work on staff problems under very 84 arrangements. I t  i s  d i f f i c u l t
to do full justice to the number cjf problems the staff bring to their
reprtlsentatives  and the complexity of the issues faced. Fourth,  the staf f -e lected
bodies are “company unions", working within the confines of the rules and
regulations established by the General Assembly. Their freedom of organisation and
representation !.s l imited.

37. In a multi-cultural organization like the United Nations, staff need the
outlet provided by staff unions and aseociations. Staff representatives are the
only ones who perform a watchdog function and, tis such, are the only real check on
unrestricted administrative power, which, when used arbitrarily, can be very
detrimental to the long-term interests of the Organization and Member States.

38. An important improvement in staff-management relations could be achieved with
the adoption of a proposal made by tho F'aiieration of International Civil Servants
Associations (FICSA) for the establishment of joint bodies for conducting
negotiat ions. As FICSA has stated, "the failure of the United Nation8 system to
engage in a meaningful dialogue with its own staff is undoubtedly having a strong
adverse  ef fect  on staf f  morale  and is  not  conducive to  ef f ic iency" . Truly
meaningful staff-management relations can be achieved only through a process of
negotiat ions.

VII. SECURITY AND INDEPENDENCE OF THE INTERNATIGNAL  CIVIL SERVICE

39. On 26 September 1989, some 2,000 international  c ivi l  servants ral l ied at
United Nations Headquarters to protest the flagrant violation of the human rights
of United Nation8 staff by Member States and militant groups. They called upon
Governments to respect human rights and to defend the international civil service
against kidnapping, illegal detention, murder and other abuses of human rights and
international law.

40. The appendix to the present report contains a list of such violations. It i s
based upon information provided by tho representatives of the Secretary-General and
by other sources.

41. Despite repeated resolutions of the General Assembly and the Commission on
Human Rights, recommendations by the Secretary-General and the Administrative
Committee on Co-ordination, the overall security situation of United Natious staff
continues to deteriorate. I l legal  detentions,  imprisonments,  abductions,  ki l l ings
and other abuses of the legal and human rights of the staff continue unabated. The
staff representatives call upon Member States  to join with them to bril,~  an end to
these vio lat ions, Every year the General Assemb!y has adopted resolt-tions,  but
w i t h  l i t t l e  e f f e c t . It is t ime to consider more concrete measures including
sanctions against Member Statos that violate the human rights of staff. At the
very least , the Assembly should not aqree to build new facilities in countries
where United Nations staff are under detention or where human rights in general are
under attAck.

/ . . .
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42. The situation of our colleagues in Afghanistan is extremely grave. The staf f
representatives have been informed that some of them have been released from
prison, when in fact they were co-opted into the army immediately upon release.

43. Not until these colleagues have resumed their functions with the United
Nations will their names be removed from the list of staff members whose human and
legal rights are being abused.

44, In July 1989, the Staff Council, the legislative body of the United Nations
Staff Union, adopted a resolution addressed to the Secretary-General. I t  request~*~l
him to make it possible for staff members whose countries are undergoing internal
strife tl remain with the Organization following the expiration of their
secondments and to be given career appointments in accordance with the Charter of
the United Nations and the assurances given by the Secretary-General at Geneva.
The adoption of that resolution followed the tragic events in China. The
resolution'5 purpose was to ensure that staff members' contracts could be renewed
without their having to make an overt step that might put them in difficulty with
their Government.

45 . Unfortunately, the Administration has pursued requests by Chinese staff
members for career appointments wrth the greatest reluctance, and these staff
members have been subject to undue pressure by the Member State concerned. As of
this date only two have been given new contracts drawn up between the Organization
and the individuals concerned without the involvement of the Government. A number
of other international civil servants of Chinese origin have expressed a desire for
career appointment5 in accordance with the Charter.

46 . We urge that upon expiry of the secondments of such staff members they be
offered career appointments on terms equivalent to those offered to other
nat i ona l i t i e s .

47 . The situation of colleagues serving with the United Nations Relief aud Works
Agency for Palestine Refugees in tho Near East (UNRWA) detained in the Middle East
is particularly alarming. Staff are arrested, detained, released and re-arrested,
imprisoned for  long periods without  tr ial  or  subjected to  c losed tr ials .  No
rest itution has been offered by any of these Governments for the suffering caused
to t-hess staff members or their families nor to the communities they are unable to
serve while they are illegally detained and imprisoned.

48 . Eighty-three colleagues are detained or imprisoned in the Middle East. Six
have been abducted or are missing; sin ot:Ters  have died in prison. The vast
majority are UNRWA staff members. Of the in prison, 65 are detained or
imprisoned by Israeli authorities in the Gaza Strip and on the West Rank: in the

/ . . .
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Syrian Arab Republic, 15 are detained or imprisoned, 2 have died in prison and 1 is
missing. Five others are either missing or have been abducted by militias or
unidentified elements in Lebanon. In Jordan three colleagues are detained or
imprisoned. In Egypt, one staff member is under detention.

49. The staff representatives urge that pressure be exerted to have all these
staff members released. Restitution should be made in direct proportion to the
hardship they have been forced to suffer. With the approval of the General
Assembly, the Secretary-General should establish a fund to assist the families of
those who have been killed or abducted to help to alleviate the economic hardships
they have endured.

D. Ethiopia

50. Over the past decade@ many colleagues and their families in Ethiopia have been
illegally arrested, detained and imprisoned without hearing or trial, Others have
been forced into exile or killed. Some have bren released from illegal detention
without restitution, and others continue to languish in prison. One, Melake Belay,
is unaccounted for: another, Tesfamariam  Zeggae, is now blind. The Staff Union has
requested the establishment of an inter-agency medical team to assist him and other
imprisoned staff but this proposal has been ignored by the Administration up until
now.

51. No new conference facilities should be constructed in Ethiopia until the legal
and human rights of all United Nations staff have been fully restored; until their
families have received restitution for the suffering and hardships they have
endured; until there is restitution to their famil.i.es and to the United Nations for
all staff who have been killed; until the fate of Melake Belay is clarified and
appropriate restitution has been made: and until the security and independence of
all international civil servants is fully guaranteed by the Ethiopian Government.

E. Secondment

52. It'is extremely important that the independence and impartiality of the staff
members who are seconded be maintained and that their Government not interfere in
their work.

53. Staff representatives believe that secondmeat as practised at the United
Nations - i.e., as the only means by which certain nationalities can be recruited -
is a violation of the Charter. The staff representatives believe that all
nationalities should have equal access to career appointments and be equally
independent of their Governments, which is not now the case. The Staff Union
recommends that when a seconded staff member's contract has ended, the
Secretary-General and the staff member be free to negotiate a new contract, solely
on the basis of meeting the highest standards of integrity, competence and
efficiency as spelled out in Article 101 of the Charter.

/ . . .
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54, Supplementary payments are in direct violation of Article 100 of the Charter
as wel l  as  staf f  regulat ions 1.6 and 1.9. They should cease immediately, and au&it
investigations should be undertaken of those receiving such payments.

55. There is evidence that some Governments are demanding such a large proportion
of salaries-  of their seconded officials that these staff members are forced to live
in substandard housing on greatly reduced salaries. Failure to remit a large part
of the United Nations salary to the Government can reault in persecution on return
tc, the home country. Such withholding pract.icea  muat atop.

fG .  Beintearstrpnof-e

56. The reintegration into the service of formerly detained staff or those whose
rights have been otherwise violated is a matter of continued concern. For many
colleagues the ordeal does not end w,rth their release from detention. Some
Governments continue to oppose the reintegration of their nationala once they are
rsls .sed from prison. Several cases are pending and the staff representatives
request immediate action to resolve these cases without any further delay.

57. The Charter clearly states in Article 101 that the paramount consideration in
the employment of the staff and in the determination of the conditions of service
shall be the necessity of securing the highest standards of efficiency, competence
and integrity. These principles  are violated each t ime a  speci f ic  post  is
earmarkt-l  for  a  particular nationality .

I . MtiVULCal

58. During periods of internment the mental end physical conditions of prisoners
are known to deteriorate rapidly. It  is  therefore essential  that  an inter-agency
medical team be established tr, visit all United Nations staff under any form of
detention in order to ascertain the conditions under which they are being detained
and to provide them with any assistance required. This team should consist of
three doctors, one from the World Health Orqanization (WHO), one from the United
Nat.ions and one from a third organization such as the International Committee of
the Red Cross (ICRC).

VIII. ADMINISTRATION OF JIJSTICE

59. The sound administration of justice is a subject of paramount concern to every
staff member. It is essential that fair and equal standards be applied to all
staf f  regardless  of  national ity  or  level . The justice system must protect the
Organization while ensuring due process for the staff.

/ . . .
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60. Documents MC.514412 and A/C.S/44/9 are the reference points for discussing
the administration of justice &n the Secretariat. In document A/C.5/44/2, a
complete revision of chapter X of the Staff Rules 011 disciplinary l,,&asures  and
procedures ia proposed. Document A/C.5/44/9  is the report of the Secretary-General
on the administration of justice.

A. Reuisions_toChar>teyXof

61. Contrary to what is stated in Section II of document A/C.5/44/9, the proposed
revision of chapter X (Disciplinary measures and procedures) has not been the
subject of adequate staff-management  consultations. Prior to submission to the
General Assembly, these rules were to have been d.'.scussed at the next meeting of
the StaEf Management Co-ordinating Committee (SMCC), which consists of all
Secret it ,nions and associat ions. This was not done, A draft administrative
instrrpctlon  covering similar areas was discussed at a previous meeting of SMCC, but
staff representatives were never informed that these instructions were to be
tranaformed into Staff Rules and submitted to the Genera' Assembly at its present
session.

62. Had these rules been tk.tb  subject of staff-management consultations, it would
not be necessary to provide our comments on them here:

(a) The definition of misconduct (rule 110.1) is too broad and too general.
Under thib definition it is difficult for staff members to know what they may be
charged with. It may include acts of timission as well as commission and could
caver the whole gamut of items covered under the Charter, the Staff Regulations and
yules and other administrative issuances. Also, any definition which does not
include abuse of power does not ensure accountability for all levels of staff:

(b) Rule 110.2 (a) does not specify who may bring charges of misconduct. If
a supervisor, for example, is guilty of misfeasance or malfeasance, may staff
members of the unit institute charges of misconduct, and with whom should such
charges be filed?

(c) Summary dismissal (rule 110.3 (a) (viii) and rule 110.4 (b) (ii)
and (c)), which in the administrative context is equivalent to capital punishment,
should not be imposed without proper hearing and due process. At the very least ,
what constitutes "serious misconduct" justifying summary dismissal should be
clearly  def ined. A s  i t  i s , summary dismissal has been used for very minor offenses
in the case of  lower- level  staf f , but has not been used in much more serious cases
involving higher- level  staff :

(d) Without specifying the type:: of misconduct that warrant summary dismissal
and requiring a statement of the reasons for summary dismissal by the
Secretary-General when he imposes such a sanction, there can never be an effective
review of his actions:

(e) SutiPbdlsion  wi\hout pay  ( ru le  110 .2  ( a ) )  i s  incons i s tent  wi th  the
presumption of innocence. It is so drastic as to be unacceptable. An appeal to
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the Administrative Tribunal may take as much as two years. Two compromises sugqest
themselves. Either pay could be reduced to one half, or it could be stipulated
that pay during suspension would be recoverable by the Organisation if the charges
are sustained and a sanction of retroactive termination is imposed:

( f )  In rule  110.2 ;c) i t  is  conceivable  that  charges of  misconduct  could be
sustained without necessarily resulting in loss of pay. Thus, the provision in (c)
regarding restoration of pay is too narrow. This comment would not apply if the
comment under (e) above #era accepted]

(g) Rule 110.3 (a) (v) regarding ‘inas is too open ended, There needs to be
some standard, actually a schedule, and definitely some limit (see Joint Appeals
Board (JAB) report No. 721, para. 55)~

(h) Rule 110.4 (a)  should not  l imit  the staf f  member’u right to  the choice  of
counsel  to  e ither  serv cztg staf f  or  ret irees . Staff should have full freedom to
aelect counsel from outside the United Natio  . . This is so because 011 internal
counsel are volunteers and generally not lawyers. It very frequently happens that
str if cannot find internal counsel who are available or have the time to take on
complex and demanding cases t

(i) Ru le  110 .4  (b )  ( i i )  shou ld  re f e r  t o  “a l l eged”  mfsconductt

(j) Rule 110.7 (b) should make provision for “cross examination” or at least
rebuttal of testimony taken from other witnessesr

(k) When the Secretary-General rejects the findings of any quasi-judicial or
advisory committee or panel, the reasons for such rejection should be specified
(see para. 46 of the JAB report quoted in Administrative Tribunal Judgement
No. 429, Jhwe~).

63. There are serious problems with the proposed rules as presented. They do not
represent an improvement in the administration of justice as mandated by the
General Assembly. For that reason, the staff representatives ask the Assembly to
postpone consideration of these changes until proper consultation with the
appropriate staff-management bodies has taken place, as called for in staff
regulation 8.2.

64. In document A/C.5/44/9,  the administration speaks of its success in reducing
the backlog of cases pending before JAR. Part of this success was due to two very
crucial appointments. The first was the appointment of a presiding officer for JAB

to expedite its procedures and to form boards more rapidly for the review of
cases. The second was the appointment of a co-ordinator for the Panel of Counsel
to assist staff in obtaining counsel and helping them to make decisions about
whether a case should be appealed or not. Both posts have been essential in
resolving the number of cases a.?d in streamlining  and speeding up the appeals
process.

/ . . .
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65. It is alarming for the staff to find that neither  post has been funded in the
proposed 1990-1991 programme budget. k/ It  is  a ser ious blow to  the administrat ion
of justice in the United Nations system. Although it is said that ~&.hs funding
arrangements  will be made to finance the Co-ordinator of the Panel of Counsel, no
such arrangements have been made for the Presiding Officer post. The staf f
representatives strongly urge that both posts be funded in the 1990-1991  budget,

c. vc.asea

66. Delegations have repeatedly expressed their concern about. the unequal
application of justice and this is a matter that concerns the staff deeply, Staff
members are being prosecuted for allegations of tax and education grant fraud,
There have been differences of treatment among those charged with the very sme
offenses. This is why summary dismissal should be used for c?early defined
purposes and only after due process. Too many anomalies and personal
ccnsiderations creep into the process.

67. While the tax and education grant cases have been pursued with great vigour,
we note that no disciplinary men:;ures  ha\!e  been taken against staff members who
receive supplementary payments from their Government. These payments are just as
much a violation of the staff rules as the misuse of education grants or tax
reimbursement checks. The pernicious effect of government payoffs and slush funds
was dramatically demonstrated in the recent scandal involving the Office of the
United Nations High Commissioner for Refugees (UNHCR).

68. As part of the overall scheme for streamlining the administration of justice,
various proposals to esta:,lish  an office of ombudsman have been pllt forward by the
Administration, the Joint Inspection Unit (JIU) and the staff representatives.

69. There was consensus that such an office should be est,ablishe,l  but the
mechanics  for  i ts  establishment and the al location of  f inancial  resources for  i ts
operation was never approved. The staff representatives continue to believe that
an independent ombudsman appointed at a high level ana supported by adequate
resources could be extremely effective in simplifying recourse and grievance
procedures. The staff representatives are therefore disappointed that the repor-t
of the Secretary-General does ,lot rcfloct  any progress on this subject,

a/ Official Record .3  o f  the  Gcncrsl A$l9qmbly,  For ty - f i r s t  Ssssio,., $upplcmcnt
N~,,t--4_5!  (A/41,�49)  l

/ . . .
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LIST OF STAFF MEMBERS WHOSE BASIC RIGHTS HAVE NOT BEEN OBSERVED
BY THE RESPECTIVE MEMBER STATES

1. Following is a list of staff membera  currently detained, missing, impriaoned
or executed by States Members of the Organisation  (see enclosure), In the
overwhelming majority of the cases cited in this list there was no due process, no
access by the United Nations, no opportunity for the staff member to choose legal
representation and no open trial. Those staff who ?.ce listed as "detained" have
been imprisoned without hav.ing had any form of trial or even a sentence. As is
apparent from the dates of arrest, some have spent more than five years in gaol.
This is in direct contraventicn  of internationally accepted legal norms.

2. Staff  continue to  be included in this  l ist  unti l  their  r ights ,  as  wel l  as
those of the Organisation,  have been fully observed. As such, i t  i s  on ly  after a
staff member has been released from imprisonment or detention and has resumed
duties with the Organisation  that his or her name is removed from the list. Thus,
if a rtaff  member has been freed, but there is no confirmation that re-employment
with the Organisation has been offered, he or she remains on the list under the
designation “released”. Staff who have been murdered or illegally executed by
Governments are also retained tn the list, as the staff representatives continue to
maintain that those responsible for violations of such magnitude must be held
accountable.

3. ris list doeu not contain the names of hundreds of staff whose most
fundamental human and legal rights have been viola&d but have since been released
from prison and resumed duties with the Organization. Neither does it include the
names of many staff members who have been killed in conflict situations while in
the service of the world community,

4. The current list details only the situation of staff members. Zn many
ins tancee however, the families of these ataff member-a also suffer hardships. The
staff representatives are in the process of compiling a .isting  of s,ch cases which
will be distributed in due course.

/ . . .
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LIST OF STAFF MEMBERS WHOSE RIGHTS HAVE BEEN VIOLATED
BY STATES MEMBERS OF THE UNITED NATIONS

Bismillah Kamkai (UNDP)
Mir Afghan (UNICEF)
Tawakal Shah (UNICEF)
Taj Mohammed (UNICEF)
Giaaudin Sabri (UNICEF)
Mir Zaman (UNICEF)
Saleem  Hairan (FAO)

Mohammed Omar (FAO)
Daulat Mir (FAO)

Viviana Micucci  (WHO)

Mbainathan Betel (UNDP)
Abderahman Seid (UNDP)

Fernando Olivares-Mori  (ECLAC)
Carmelo  Soria Espinosa (ECLAC)

Zuhair Husain Adwan (UNRYJA)

Melake Belay (ECA)
Tesfamariam Zeggae (ECA)
Taitu Ahmed (UNDP)
Ghennet Mebrahtu (WHO)

Executed (arrcrdted  5.5.79)
Imprisoned 4.10.81
Imprisoned 8.6.81r believed dead
Imprisoned 21.5.84
Imprisoned 12.7.84
Imprisoned 31.7.84
Forced into the army while holding

valid exemption card
Detained 17.5.09
Detained1 conscripted into  the ,lrmy

Disappeared (arreate8  11.11.76)

Arreated 31.8.00
Arrested 13.9.00

Kil led (arrested 6.10.73)
Kil led (arrested 14.7 .76)

Detained 1.4.89

Arrested 15.10.781  believed dead
Detained 2.3.82
Detained 5.5.88
Detained 8.6.89

/ . . .
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Konrad Schultz (UNIDO) Killed May 1982

El Nabil Mohammad Al-Ajrami (WFWA)
Mohammad Salman  Abu Ghubait (UNRWA)
Ramadan Hamed Huwaiahel (UNRWA)
Daifalla Umar Zayed Abu Samhadanah (UNRWA)
Xl-Haidar Sa'di Al-Aila  (UNRWA)
Mahmoud Hasan Ismail  Zaqqout (UNRWA)
Ahmad  Hasan Ismail  Zaqqout (UNRWA)
Said Abdala Abu Qamar (UNRWA)
Marwan  Izzat Qassem Ali (UNRWA)
Ibrahim Fawai El-Kurd (UNRWA)
Mohammad Salama  Mohammad El Habeel (UNRWA)
Mohammad Mahmoud Diyab (UNRWA)
Ahmad  Abdul Latif El Ashqar (UNRWA)
Huaain Ibrahim Abu Nar (UNRWA)
Abdul Fattah Hasan Dukhan (UNRWA)
Mohammad Hasan Shama  (UNRWA)
Mohammad Abdul Hay Nabhan  (UNRWA)
Fayez Nour Salha (UNRWA)
Suhail Said El Hasheem (UNRWA)
Talat JJmal  El Safadi (UNRWA)
Ramadan Tawfiq Dahalan (UNRWA)
Awni Yusuf El Hans (UNRWA)
Anwar  Khalil  Maliha (UNRWA)
Majed Mohammed Abu El Auf (UNRWA)
Ziyad Abed Abu Auda (UNRWA)
Naim Mohammad Ajrami (UNRWA)
Jabr Abdalla Nijim (UNRWA)
Mohammad Husain A~u Seda (UNRWA)
Hassan Ahmad  Mansour  (UNRWA)
Yasin Musallam Abu Hatab  (UNR,,A)
Bassan Fad1 Mahmoud (UNRWA)
Nabil Ibrahim El Sawalhi (UNRWA)
Ibrahim Mohammad Madi (UNRWA)
Ahmad Mohammad Hamdan (UNRWA)
Ahmad Harb El Kurd (UNRWA)
Nayef Mahd Abu Shammala (UNRWA)
Zaher Ismail  Ahmad (UNRWA)
Hasan Husain Hamdan (UNRWA)
Hassan Abdul Hamid Dib (UNRWA)
Ismail Hasan  Abu Shanab (UNRWA)
Ali Abdul Majid Abu Shawish (UNRWA)
Awni Mohammad Abu Stlif (UNRWA)
Hasnn Ibrahim Muzayyen (UNRWA)

Imprisoned 27.7.85 a/
Impriaoned 27.7.85 a/
Imprisoned 20.10.85 a/
Impriaoned 5.3.86 91
Imprisoned 7.4.87 BP/
Imprisoned 30.8.87 ~1
Imprisoned 7.9.87 JI/
Imprisoned 22.1i.87 R/
Detained 25.1.88
Detained 27.4.88
Detained 11.3.88 b/
Imprisoned 10.6.88  aI/
Detained 2.8.88
Detained 15.8.88
Detained 18.9.88
Detained 27.9.88
Detained 25 10.88 b/
Detained 21.11.88
Detained 30.11.88
Detained 20.1.89  b/
Detained 24.1.89 b/
Detained 31.1.89
Detained 2.2.89
Detained 26.2.89
Detained 12.3.89 b/
Detained 13.3.89
Detained 24.3.89 p,/
Detained 16.4.89 h/
Detained 17.4.89 b/
Detained  1 . 5 . 8 9  b/
Detained 18.5.89 b/
Dstained 18.5.89
Detained 19.5.80 b/
Detained 19.5.89 b/
Detained 19.5.89 b/
Detained 19.5.89 b/
Detained 21.5.69 b/
Detained 27.5.89 b/
Detained 30.5.89
Detained 30.5.89
Detained 31.5.89 b/
Detained 31.5.89
Detained 31.5.89

/ . . .
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Munir Mohamrnad El Masawabi (UNRWA)
Adnan Badr Siam (UNRWA)
Mohammad Ibrahim Noufal (UNRWA)
Zaher Saadi Kuhail (UNRWA)
Zayed Ismail  Khattab (UNRWA)
Ata Mohammad Abu Saman  (UNRWA)
Ziyad Ibrahim Abu Rokba (UNRWA)
Anwar Ali Al Barawi (UNRWA)
Mohammad Ahmad  Abu Rukba (UNRWA)
Abdul Asia Mohammad El Burai (UNRWA)

Detained 31.5.89
Detained 1.6.89
Detained 3.6.09
Detained 10.6.89
Detained 16.6.89
Detained 19.6.89
Detained 19.6.89
Detained 21.6.89
Detained 22.6.89
Detained 27.6.89

Said Ali Abdul Had Banat (UNRWA)
Mohmoud  Muatafa Abdallah Rarnahi (UNRWA)
Mohammad Imad Abdallah Abdul Rahman Jabr (UNRWA)
Yousef  Ismail Shaban (UNRWA)
Marwan Ismail  Hudeib (UNRWA)
c fia Dasouki Saadia Jabr (UNRWA)
Mohammad Samih Ragheb Massad (UNRWA)
Mohammad Rashid Ibrahim Qeisi (UNRWA)
Ibrahim Mohammad Ali Abu Arqoub (UNRWA)
Mohanunad Taysir Irsan Twair (UNRWA)
Bassam  Nihad Ibrahim Jarrar (UNRWA)
Yousef Ibrahim Abdul Din (UNRWA)
Said Salem Abu Salam (UNRWA)
Ahmad Fares Odeh (UNRWA)

Jihad Mohammad Hamdan (UNRWA)
Samir Mohammad Hamdan (UNRWA)
Sami Oweis  (UNRWA)

Salim Lone (United Nations)
Boniface Nwaisiji  (UNESCO)

Imprisoned 22.7.85 81
Imprisoned 7.11.86 R/
Imprisoned 27.11.87 a/
Detained 8.8.88 b/
Detained 21.12.58
Detained 2.1.89
Detained 14.2.89 b/
Detained 28.2.89
Detained 5.4.89
Detained 14.4.89
Detained 15.5.89
Detained 30.5.89 b/
Detained 30.5.89
Detained 28.6.89

Detained 20.4.89
Detained 21.4.89
Detained 21.4.89

KtmYa .,

Citizenship revoked 5.9.86
Disappeared 23.11.86;  death

confirmed 6.1.87

/ . . .
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Zaki Hamadeh  (UNRWA)
Fayez  Freiji (UNRWA)
Fayyad Mohammad Freiji (UNRWA)
Samir Ishkuntana (UNRWA)
Zeidan Yasain (UNRWA)
Rifa't Ayoub (UNRWA)
Ahmad Juma Arabi (UNRWA)
Majed Kanj (UNRWA)

Detained 18.3.86
Detained 27.11.86
DetaineJ 27.11.86
Detained 7.f.87
Detained 27.5.871  died in prison
Detained 14.1.88
Detained 31.10.88
Detain03 27.2.89

Ltinon(militiasorunknown elemunt8.l

Mahmoud Hussein Ahmad (UNRWA)
Mohammad  Ali Sabah (UNRWA)
Alec Collett (UNRWA)
El-Mohanunad Mustafa Hajj Ali (UNRWA)
Nabila Breir (UNICEF)
Moharnmad Ahmad Miri (UNRWA)
Jebreal Ibrahim Darnish (UNIFIL)
Abid Jawad  (UNIFIL)
William Higgins (UNTSO)

Abdul Diallo (UNDP)
Afton Ba Liallo (UNDP)
Mousaa Sagna (UNDP)
Abdoulaye Diaw (FAO)
Ndiome Pouye (FAO)
Demba Niang (FAO)
Amadou Dieng (FAO)
Mouhamedou Ba (FAO)

Sunder Thapa (FAO)

Mauritanie

Missing 22.3.83
Missing 22.3.83
Abducted 25.3.85
Missing 28.11.86
Killed 17 or 18.12.86
Misr, .3 10.2 .87
Ki l l ed  2ti.5.87
Kil led 21.5.87
Abducted 17.2.88

Expelled from country 18.5.88
Expelled from country 22.5.88
Arrested 4.7 .88
Expelled r’rom country
Expelled from country
Expelled from country
Expelled from country
Expelled f rem country

Arrested 6.8.87

Abdul Fattah (WFP) Disappeared 3.9.89

/ . . .
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Reverien Mgwise (WFP) Arrested 18.6.88

Nurradin Jeylan (UNDP)
Zainab Aw Jama Adan (WFP)

Datained 3.7.88
Missing since 4.8.88

Al i Said Shihabi (UNRWA)
Turfa Liawabri (FAO)
Sa'di Mohammad Zeidan (UNRWA)
Abdallah Issa (UNRWA)
Abdalah Daker Hayatli (UNRWA)
Izzedine Hussein Abu Kreish (UNRWA)
Sami Izza (UNDOF)
Mohammed Kteileh (UNRWA::
Fadcl Mohammad Kheir Salman (UNRWA)
Yaser Hassan Jalbout (UNRWA)

Abel Nyircnda (FAO)

Detained 31.3.82
Imprisoned 29.12.82
Died in prison 10.83
Detained 6.10.85
Missing 20.4.80
Detained 11.9.80
Detained 6.10.85
Detained 24.3.86
Detained 1.4.86
Detained 5.4.86

Arrested 16.3.89; died on 29.4.89
following beatings

Other

Evner Erqun (United Nations) Assassinated by unknown persons
19.11.84

N.B. All UNRWA cases based on statistics as at 30 &June 1989.

iI/ Imprisoned following closed trial. The United Nations was dcnicd aoooss
t.o the? st.af f mr:mber oven at the t:imct of sentencinq.

b/ The United Nations was allowed ~CCCSS to tll,x staff member on one oocnsion.


