UNITED NATIONS SYSTEM CEB

Chief Executives Board CEB/2007/HR/8
for Coordination 16 May 2007

CONCLUSIONS OF THE MEETING

OF THE HUMAN RESOURCES NETWORK
(UN, New York, 14-16 March 2007)

TABLE OF CONTENTS
Paragraph/s
1. ADOPTION OF THE AGENDA AND WORK PROGRAMME ................. 1
2. ISSUES FOR THE HR NETWORK:

2.1 The system-wide implications for HR managenoént
the recommendations included in the Report of the

High-Level Panel contained in A/61/583 ........ccoooiiiiiiiiiiiiiiiiieeeeeeeeeee 2-3
2.2 The development of the senior management mietwo..............ccccvvennnnn. 4-11
2.3 The review of the administrative guidelinesdn

Influenza pandemic in order to make sure theyuarto date...................... 12
2.4 The draft JIU Report on the “Age StructuréHoiman Resources

in the Organizations of the United Nations sysStem...............cccevvvvvvvnnnnne 13-21
2.5 Staff Management relations ............coeeeeeeiiiinnn e 22 - 27

3. ISSUES CURRENTLY ON THE AGENDAS OF
THE HR NETWORK AND ICSC:

3.1 Compensation and benefits

3.1.1 Review of the pay and benefits system: maziexgnand

simplifying allowances: Separation payments ............cccccuuuee. 28 - 30
3.1.2 Considerations related to reviewing the Job Evadugbtandards

for the General Service and related categoridadittg a report

from HR representatives in the Working Group as flubject.... 31 - 32
3.1.3 Report of the twenty-ninth session of the AdvisGgmmittee on
Post Adjustment Questions (ACPAQ) ..........oommmeeeeeeeeeeeneeinnn. 33 — 37

3.1.4 Results of the United Nations /United States
grade equivalencCy StUAIES ..........uuvvvimmiiiiiieee e e eee e e e 38-44



CEB/2007/HR/8
Page 2

TABLE OF CONTENTS (continued)
Paragraph/s

3.1.5 Progress report from HR representatives in the Vkgrisroup
on the determination and administration of thecadion grant.... 45
3.1.6 GS Salary Survey System for non-headquarters tocati.......... 46

3.2 Employment Policy

3.2.1 Contractual POlICY .......ccooeeeiiiiit e 479
3.2.2 The provision of IeaVe..........couviiimiceiii e 50
3.2.3 Career Development and Performance Managenaading a

report of the Career Development Roundtable....................... 51 —-52
3.2.4 Staffing of field missions: review of the idetments of

internationally recruited staff in non-family gugtations............. 53-55

3.2.5 Update on the communication strategy forévesed mobility
and hardship scheme (being developed by the I88Cetariat
and WOrking group) ......coeeeeeeiiureeeeee s s e e e e e e e e e eeeees 56

4. OTHER ISSUES ON THE ICSC AGENDA:

4.1 Survey of best prevailing conditions of empl@yrat London .................. 57
4.2 Implications of the enlargement of the Europearon at
1 January 2007 to include Bulgaria and Romania...........cccccccccvvenennnn. 58

4.3 Resolutions and decisions adopted by the GeAssambly and the
legislative/governing bodies of the other organoret

Of the COMMON SYSTEM......ciiiiiiiiiiiiiiit e et e e e e 59
5. STANDING COMMITTEE ON FIELD DUTY STATIONS ...ccccoiiiiiiieeeeeeee. 60
6. UN CARES IMPLEMENTATION PLAN 2008-2009 ......cccceeieeieiiiiiieeeeeiiiiinens 61 —64

7. OTHER BUSINESS

7.1 UNDG Dual Career and Spouse Employment Programme.................. 65 — 67
7.2 Proposal on how to deal with “diploma millS” ............cceieiiiiiiiiieeeien, 68
ANNEXES
l. Agenda

Il. List of Participants
[l. Minutes of the Meeting of the HR Network Stangl Committee on Field Duty Stations



CEB/2007/HR/8
Page 3

1. ADOPTION OF THE AGENDA AND WORK PROGRAMME
(CEB/2007/HR/1/Rev.1)

1. The Draft Agenda was adopted — it being noted itieat 2.6 “Safety and Security update
from DSS” would be postponed to a future video eosmfice session as representatives of the
Department of Safety and Security (DSS) were natlable to attend the current meeting.

2. ISSUES FOR THE HR NETWORK:

2.1 The system-wide implications for HR management loé recommendations included in
the Report of the High-Level Panel contained in A583(CEB/2007/HR/3/Rev.1)

2. The Network was briefed by the Director of the CBBcretariat — who had acted as
Secretary to the High-Level Panel — on the workentaken by the Panel. He stressed the
importance the High-Level Panel had attached toeldgwng a system-wide response to the
recommendations in the “Delivering as One” repartthe area of business practices and most
especially in human resources management practices.

3. After a wide-reaching discussion of the conclusiogeched in the High-Level Panel report
and of the importance of looking into the impactgoivernance on the Network’s response, the
Network concluded that it would report to the faaming session of HLCM as follows:

1. Key messages from the HR Network to the HLCM

The HR Network:
o Fully endorses the objective for a greater coherenc

o Fully supports the harmonization process whichsiseatial to “Deliver as One”. The Network has
already been very active in the harmonization meder some time. It realizes that harmonizing HR
practices may require the sacrifice of some “sac®ds”. It emphasizes that harmonization is not
about “aligning on the lowest common denominataunt Bbout finding the right, balanced solution
agreeable to all.

o The HR Network will take a leadership role in keRielated areas. It is committed to find quality,
comprehensive and cost-effective proposals, andefee this key opportunity to make decisive
progress in bringing about good HR practices inldhe

o The HR Network will work in an inclusive and coltatative way together with various Networks
(such as FB and IT) in the many areas of commanreést.

o The HR Network stresses the need (a) to addressigance issues at the level of the CEB, and (b) for
a comprehensive review of the ICSC.

2. Key Obijectives:
The HR Network identified the following key objests that will drive its action in the
implementation of the High Level Panel recommeruatesti

1. Restoring competitiveness and making the work emwitrent more attractive to attract and retain
qualified staff;

2. Ensuring that HR practices/systems support and pi®ra results-based culture, good management
and team-based approaches;

3. Enhancing staff well-being;



CEB/2007/HR/8
Page 4

Building trust by ensuring cohesiveness and hareaditin of policies and processes;
Finding means to share knowledge and build bettewarks and promote communities of practices;

Promoting and enhancing staff mobility (inter-agergeographical and functional).

Drivers of coherence: Priority areas for the HRNetwork

The main HR recommendation in the report is thétirhan Resource policies and practices should
be updated and harmonized.lh the past few years, significant work has beenedby the HR
Network and various UN Agencies to update, streaendind harmonize practices. This will remain
top priority objective for the HR Network, and an overriding one that wikpire and direct the HR
Network current and future work.

The HR Network reviewed the HR-related recommemwdatiin the Business Practices area and
identified a number of priority areas to addressruanization:

I Harmonization of Rules and Regulations:

Harmonization is a requirement for the implementattf common services in areas such as payroll.

o Contracts: Agencies are urged to move faster to adapt tbemtractual arrangements to the
common ICSC framework to ensure competitiveness

o Recruitment and promotion: A review of recruitment and promotion policies goractices will
need to take place.

o Entitlements: Much work has already been done in the framewdrthe ICSC Pay and Benefits
review. Work will continue to complete the reviefvadl entittements.

o Administration of Justice: Agencies have different staff rules and procegsdbis area. The
Network will examine if these can be more harmodize

o Performance Evaluation systemsThe systems, across the UN, are not senioritgedyaas the
report indicates. The Network will develop commonmiding principles for performance
evaluation systems in the UN system. The Network Il wireview the
practices/processes/implementation across the msyar®d identify tools that can be used by
agencies to implement the common principles. Wegrize that performance evaluation must be
linked clearly to RBM, programme planning and actability framework. A review of the way
UN agencies reward high performers and sanctiom pedormers must also be undertaken.

Il. Compensation:

The HR Network should manage the conduct of a “Btalire” equivalency study, under the CEB
umbrella.

Il Mobility:

To promote the concept and understanding of OneittBl-agency mobility must be encouraged and
must work. The challenge is to break down barritsveen Agencies. Harmonization of HR policies
and practices is a key support to mobility. Thesideration of UN applicants as internal applicants
needs to be supported. General guidelines to asalfiow to move from one Agency to another should
be developed. Harmonization of medical plans israyistanding issue which should be reviewed by
the HLCM.
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This report was duly presented to the thirteensisise of HLCM which concluded that:

» The Committee, supported by its Networks, will depea detailed, sequenced andtedsplan o
action for implementation, based on document CE®728LCM/3 and on the indicative prioriti
and areas of interest identified above. The plaraaifon would be incorporated into the HLC
programme of work, and would include detailed tewhseference outlining the scope, objectiv
timeline and resources that each project entails.

» A Steering Committee supported by the CEB Secwtdad by the HLCM Vicezhair (WHO) anc
composed by the organizations whose representativeently chair theHLCM Networks (UN,
IAEA, UNESCO, WFP), would drive the developmentsoth plan of action, to be submitted to
Committee for approval at its $4ession in the fall 2007.

» The HLCM Chair would report on the Committee’s dosons at the forthcoming ragéng of the
CEB of 20-21 April 2007. This would allow advanceild-up of the necessary support to
proposal by the donor community and by the orgaitiza themselves, in preparation for spec
requests for funding upon approval of individuadjpcts.

HLCM also noted the proposal contained in the Highel Panel report to review the International Civi
Service Commission (ICSC). There was consenst oM that the Committee (HLCM) should develop
its own position on the matter to submit to CEB dveffuture discussion on the matter at the inter-
governmental level.

2.2 The development of the senior management nekWSMN) (CEB/2007/HR/2)

4. It was recalled that the SMN comprised four edata:a set of Core Competencies; a system-
wide Programme for Leadership Development; Netw@Klools to provide a communications
channel; and Global Management Fora which will Imeesns of bringing together members of the
Network for knowledge sharing.

5. It was further recalled that the rationale behimel development of such a network was to:

0 Build a corporate culture at the managerial leeebss the UN system;
0 Enhance inter-agency coordination and mobility;
0 Promote increased mobility and learning.

6. CEB had approved the creation of the SMN and had agreed that the CEB machinery
would be responsible for supporting its establishimnguided by the HR Network on behalf of the
CEB and HLCM.

7. Among the main issues noted by the Network werddthewing:

(@) The SMN will consist of approximately 600 to 1,000 senitafs Executive Heads
would be responsible for their selection (typicdlly and above). Membership would
be defined by functions and roles rather than ades. It was expected that the
Secretary-General would approach Executive Headdngasthem to identify the
membership within their own organizations. Setattriteria would be provided.
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(b) Networking tools: a communications channel would be created to bepthtal to
resource materials on management and leadershiprotade the Virtual Learning
Environment (VLE) for participants in the leadepsbdevelopment programme and help
facilitate the global management fora. This congmirof the SMN required urgent
funding to develop the electronic platform for suahtool (funding requirement
USD 170,000 one-time).

(c) Global Management Fora would bring together members of the Network for
knowledge sharing and building esprit de corps scthe system, including an annual
senior leaders’ conference as well as periodic ®8ven a thematic level to discuss
cross-functional and inter-disciplinary issues (fung requirement USD 70,000 on an
annual basis).

(d) Establishment of a position for a SMN project managr, possibly to be based in
Geneva within the offices of the CEB Secretarigporting to the HLCM through the
Secretary of the HLCM. He/she would work closelyhathe CEB Webmaster and the
UNSSC Coordinator of the Leadership Developmenggfmme, to coordinate and
manage the SMN (funding requirement USD 320,00Gaoerannual basis, including
support and travel costs).

(e) Development of a comprehensive communication stragg.

8. In the discussion of the matter, the Network exgedsits appreciation for the work
undertaken to date. Further, it acknowledged mmgortance of ensuring the fullest participation
of managerial staff in the field and hence of emguflexibility in the grade levels of those who
would be members of the Network.

9. Among other concerns were (i) that of ensuringaalyeat this stage, a fully developed
evaluation system for the leadership programmgth@ importance of establishing an appropriate
governance mechanism; (iii) that of providing a frriculum for the leadership development
programmaenter alia to ensure that overlap with individual organizatsactivities was kept to a
minimum; and (iv) developing a work plan for 200802.

10. A number of specific questions about the Leaderslaypelopment programme were raised
with the coordinator in respeatter alia of the role of the reference group, the languagthe
courses themselves, the costs of participationcespefor travel and the length of the overall
programme.

11. Reiterating its commitment to the project, the Natwagreed (a) to advise the HLCM of its
conclusions; (b) to create with HLCM a steering auittee to take leadership over the next stages
of development of the project; (c) to support thegaing developing of the Leadership
Development Programme by UNSSC.
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/ Extract from the report of the 13" session of the HLCM on Senior Management NetworkMN): \

» Some suggestions were made on the need to catle tbilingual needs of participants; tag this
effort to the Resident Coordinator assessmentt@agdsign a critical importance to the developnad
a comprehensive communication strategy to ensteenial buy-in by each organization.

» Many comments focused on the funding requiremehthe overall SMN project, as well as on
expected cost per participant in the Leadership eld@ment Programme. It was unanimot
suggested that the budgetary constraints of orgtais be taken in due consideration when deci
the expected number gfrticipants in the first phase of the ProgramAiso, it was suggested tha
detailed cost plan for the overall SMN be submittethe Committee for approval.

» The Committee fully endorsed the launching of tlemi8r Management Network and its Lead@ysh
Development Programme. The UNSSC may proceed hatlilévelopment and delivery stages with
RSM and its consortium.

\ » The Committee would expect a request from the $agr&eneral to Executive Heads asking thy

nominate members of the Senior Management Network.

2.3 The review of the administrative guidelines i Influenza pandemic in order to
make sure they are up to dat€eB/2007/HR/XII1/CRP.2)

12. The Network expressed its appreciation to the dnMations for the continuing work it had
put in to develop the administrative guidelines abhit considered remained valid subject to
revisions of the amounts of hazard pay containgghmagraphs 53 and 54 of the guidelines.

2.4 The draft JIU Report on the “Age structure ofutnan Resources in the Organizations
of the United Nations system”

13. The Network expressed its appreciation to JIU oreport; some agencies notably including
UNDP remained concerned that some more recemtings in the area of attracting and retaining
talent (especially through the national officer gnmamme) had not been fully captured by the
Inspectors. Overall, however, the Network congdethe report to be a most useful addition to
the consideration of this important subject of nalemnanagement about which all organizations
were currently concerned.

14. In the course of discussion, speakers referredegmhgoing need to balance the retention of
organization’s existing staff talent with bringimmnboard “new blood”. It was important that
organizations recognize this tension and that juglgrand justice be exercised in the management
of “new” and “old” human resources.

15. Inthis as in other areas, the Network agreeddaheh organization should have the flexibility
to determine the age structure it needed baset$ omandate.

16. Stress was also placed on the importance of be#texer planning, this was not simply a
question of age but rather of ensuring that thetrgaff were in the right places at the right time
Succession planning was an integral part of theezananagement structure.
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17. In this context the looming loss through retiremehlarge numbers of senior level staff was
a serious preoccupation for all organizations. @n@lenge would be to find ways of transferring
the knowledge of those who were leaving to those wbuld take over from them.

18. The development of effective ways to manage knogdewas urgent. “Coaching” and
“Shadowing” were techniques which some organizatibad used and to which greater attention
could be paid.

19. There were other issues which faced organizationgrms of becoming or retaining their
status as employers of choice:

0 The competitivity of the reward systems
0 The work/life balance features
0 Career development programmes.

20. At heart, these were all Human Resource managermsués for which managers were
responsible.

21. In this light the Network

» concurred with the proposal that it should devejolelines for succession planning;

» agreed to raise with ICSC and the UNJSP Board tlestgpn of the mandatory age of
retirement. It took note that many national pubdidministrations were raising the
mandatory retirement age to take accauoter alia of economic and social change;

» to support the elimination of limits on the emplagmh of retirees both in terms of earnings
limits and the duration of employment;

» to encourage the review of the portability of pensiin UN system — that non-portability
had also proved to be an impediment to staff miybili

2.5 Staff Management Relation€CEB/2007/HR/4)

22. The Network took note of the summary conclusionsaof informal review of staff
management relations held in February 2007 andonedd the positive spirit and the productive
discussion that had taken place at that time.

23. It viewed its relationship with the two staff fed@ons as a partnership which it wished to

further develop. Nevertheless, this was a two-weycess and there remained the outstanding
issue of the provision, by both of the Federatiaisgn effective strategic business plan — a work
plan identifying what had been achieved and, wiitidators and realistic targets as to just how
that work plan would be attained including the tese requirements. All organizations were

required to present such business plans to thegrgmg bodies and the Network sought nothing

less from FICSA and CCISUA.

24. As a starting point, a simple staff survey could dmnsidered (though not the draft
questionnaire which had earlier been circulatedriwvbould validate the current work plans of the
federations and help identify gaps.
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25. The importance of improving communication with §&id managements was seen as a key
component in the development of indicators forféderations’ future work programmes.

26. In order to reach these goals, the Network consdl¢hat it would be helpful for the
informal group which had met on 23 February 200miaedated to pursue with the federations the
conclusions it had already arrived at and to agsittte development of the federations’ business
plans.

27. The Network decided to approve the following recanadations that had been developed by
thead hoc group that met on 23 February in Geneva:

(@) To prepare jointly a policy statement fieaiing inter alia the full extent of the formal
consultative role and responsibility required oé tstaff federations as a part of the
consultative process enshrined in the ICSC Statute;

(b) To encourage all partners to maximize opputies for capacity building of both
staff and administration representatives igriaigency activities;

(c) To invite the staff federations further to swer strategies for increasing their
membership;

(d) To create a working group of its membersdsist CCISUA and FICSA to develop a
formal business plan, drawing upon details @k programmers/activities,
consultative responsibilities and budget and atamrporating an analysis of funding
arrangements from their respective  membership3his business plan would be
submitted to the HR and FB Networks and then to MLC

3. ISSUES CURRENTLY ON THE AGENDAS OF THE HR NETWORK AND ICSC:

3.1 Compensation and benefits

3.1.1 Review of the pay and benefits system: moiérg and
simplifying allowances: Separation payment€SC/64/R.3 & Add.1)

28. The HR Network supported the thrust of the promosahde in the documents for greater

harmonization notably for having one common schedat termination indemnities across the

system. It concurred that termination indemnitiasst be based on length of service and not on
type of contractual appointment.

29. It supported the introduction of the end of servgrant after five years of service. It
considered that there might be some small mattedetail (especially in respect of elements of
indemnities which may be built into the generalvissr scales in one or two locations) but would
be happy to work through these with the Commisaiwoth the Secretariat.

30. In respect of the repatriation grant, there was am@maly which the Network considered
also required attention in the context of simpéfion and indeed of greater transparency. This
was the current requirement to redube grant acquired for periods of service in tlwanha
country. The amount of the reduction was of sixithe of the accumulated grant for each year of
service in the home country. In an era when miybiias being encouraged, this was unhelpful
and unreasonable. While additional credit to tregshould not accrue while serving in the home
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country there was no justification for reducing grant already acquired. Moreover, the reduction
of qualifying service was extremely cumbersome framadministrative standpoint. Hence the
Network recommended simply that service in the hotoentry should not be counted as
qualifying service for the repatriation grant.

ICSC decision

The Commission decided to revert to the issue pausgion payments at a later session followingréoeipt from its
secretariat of the cost comparison of separatigmpats between the common system and the UnitadsSkaderal
civil service and additional information and an#&y®lating to separations from common system argdions.

3.1.2 Considerations related to reviewing the Job Evalioat Standards
for the General Service and related categorieslutting a report
from HR representatives in the Working Group onishsubject(|CSC/64/R.9)

31. The Network expressed its appreciation to the WayKsroup for the hard work it had put in
developing the new job evaluation standard as te@gan document ICSC/64/R.9. This was an
important exercise to create a new standard fogémeral service to be applicable world-wide. It
was a complex process and “it was right to dagittrfrom the beginning”.

32. The Network was therefore not surprised that thecgss was taking longer than initially
foreseen. It was pleased to note that there had geed collaboration between the consultative
partners. It therefore had no objection to extegdhe project for up to 12 months if such positive
work continues.

ICSC decision

The Commission took note of the work done by thekimy group to date and requested its secretarigrésent a
progress report on the activities of the workingugr at its spring session in 2008, with a view italfzing the
proposal for the job evaluation system for the Gan8ervice and related categories by its summssice in July
2008.

3.1.3 Report of the twenty-ninth session of the Advis@gmmittee on
Post Adjustment Questions (ACPAQLSC/64/R.5)

33. The Network had taken careful note of the informmaticontained in the document
(ICSC/64/R.5) and in the Report of the™8ession of ACPAQ contained in ACPAQ/29/R.9.
Twelve organizations and the CEB Secretariat haticgzated fully in the session and concurred
with the conclusions reached by the Committee dra recommendations contained in the
Summary Record.

34. Three matters were singled out for attention:

—  the out of area index

— the marketing of the household expenditure questiva and the housing
questionnaire for the 2010 round of cost of livewgveys;

—  capacity building in post adjustment matters.
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35. The Network agreed fully with the intention to camut a survey to determine more
precisely the actual nature of out of area expengst It was committed to assisting to ensure a
good response rate to this survey.

36. On the subject of surveys, the Network considetestt tt was crucial to start thinking
together as to how best to develop and marketafd gte household expenditure and housing
questionnaires for the 2010 round of cost of liviegrveys. The questionnaires were long,
complex and the website technology used for thempmetion for the 2005 round of surveys had
been only partially successful. These surveystbdme made more attractive.

37. At the same time, the Network was concerned atnéexl to ensure that the skills of its

members, in respect of the post adjustment systehas organization representatives to ACPAQ
were maintained at the highest level. A numbeheforganization’s post adjustment experts had
or would shortly retire and it would be essent@l dis to build capacity for the future. Together
with the staff federations and with the supporth&f ICSC Secretariat, the Network hoped to carry
out some post adjustment development activitiekemear future.

ICSC decision

The Commission decided:

(@) To endorse the recommendations of the AdvisBopmmittee in respect of the proposed
simplifications of the post adjustment index stuuret

(b) To request the secretariat to conduct an d#rea survey to determine the out-of-area index
and information on Internet purchases;

(c) To authorize the secretariat to negotiate viRilnzheimer International specific proposals to
improve the transparency and readability of itsni@al report, but postpone any methodological
modifications to 2010;

(d) To approve the Advisory Committee’s recommeiata to use the cost estimation models
developed by the secretariat to estimate the firldrimplications of changes in both the base sdafe
staff in the Professional and higher categoriesl anthe mobility and hardship scheme (see annéxes
and Il);

(e) To request the secretariat to develop a mddekstimate financial implications of the
education grant and present it at its sixty-sixeéksion.

3.1.4 Results of the United Nations /United States grastpiivalency studies
(ICSC/64/R.6 and R.7)

38. The Network expressed its grave concern at the ddcksponse from the US authorities in
respect of the grade equivalency studies.

39. The grade equivalency study was a key — probalek#y element — in the methodology for
pay setting for the staff in the Professional arghér categories of the United Nations system of
organizations, i.e. setting pay for well over 28 @daff members.

40. To some extent, the lack of information from themparator reflected the increasingly
fragmented nature of what had been a fairly colerational civil service. Over the years, the
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ICSC secretariat has provided information aboutitiiduction of separate pay systems. Since
2004, significant numbers of employees from Homel&ecurity and civilian employees from the
Department of Defense (DOD) had been added tacHtegory. It was understood that there were
at least 45,000 Homeland Security and 77,000 DOiBgmeel in this group. Hence now over
430,000 personnel were working on pay systems wiviete different from each other and from
the General Schedule.

41. |If the total of US full time employed federal ci\8ervants was over 1.5 million, then the
percentage not covered by the General Schedulewhsbly already over 25 per cent and fast
approaching 30 per cent. More important, it wastpan these non-General Schedule pay areas
that tended to match better those in the UN pojmuiat

42. The issue was clearly exacerbated for SES postording to 2006 testimony before the
US Congress, the SES was experiencing “egregiolasyseompression and salary inversion”,
which was impacting on other branches of the US auwent — notably the Judiciary. The
problem was that of capping SES salaries and ahgalenied cost-of-living increases to the SES
group on five occasions during the 1990s.

43. Effectively SES pay had been frozen. The Netwoas woncerned at the impact this might
have on the margin. If nothing else, the picturéhef structure of the pay system of civil servants
in the US federal civil service was confusing; sontaild go so far as to say that it was the crisis.
Increasingly, federal government pay scales weragbseen as unfair. One observer had
expressed concern also for the consequences ofdssighrity for the preservation of the public
service ethos where there were few commonalitieghigfrest between employees of different
agencies.

44. The General Assembly had continued to uphold thbl@oaire principle. In the current
circumstances, however, it was difficult to sayttihavas being appropriately applied. In effect,
the updating of the UN pay system was being hektage to the lack of information available
from the United States Federal Civil Service.

ICSC decision
The Commission decided to request its secretariat:

(a) To explore, in coordination with the HR Netkpalternative approaches to the current job-by-job
comparison;

(b) To contact agencies in the United States Gowent to request data and statistics necessaegtthiose
alternative approaches and to seek their committoentovide the data on an on-going basis;

(c) To present a progress report to the Commisatats sixty-fifth session.

3.1.5 Progress report from HR representatives in the Wioidk Group
on the determination and administration of the eclation grant

45. The Network took note with appreciation of the oimgowork being carried out by the
Working Group on the determination and administratf the education grant. The discussions
had focussedhter alia on lump summing and the certification of tuitiamdéboarding. UNOV had
agreed to pilot the new scheme. When the detaile further advanced, it was essential (a) that



CEB/2007/HR/8
Page 13

sufficient time should be given to introduce thewvnsystem and (b) that there was a good
communication strategy to make the new scheme kntawstaff. It was evident that the
introduction of the new scheme would have a finalnichpact; nevertheless it was also foreseen
that overall costs would be reduced in the long run

3.1.6 GS Salary Survey System for non-headquarters loma{iCEB/2007/HR/7)

46. The Network noted that the UN secretariat had naken over responsibility for non-
headquarters GS salary surveys. It expressed @atoa to the UN for the effective manner in
which the transfer from UNDP had been carried ot dNDP for its collaboration therein. There
remained some difficulties especially in relationsurvey work being carried out by the Birches
group which would need further clarification andusion.

3.2 Employment Policy

3.2.1  Contractual PolicyICSC/64/R.4)
47. This matter was left to the United Nations to idiwoe in the ICSC. The Committee
concurred that the new contractual framework estiabddl by ICSC in 2005 should be
implemented in all UN organizations.

48. The advantages of the approach were those of:

Streamlining the contractual arrangements

Enhancing transparency and equity in treatmentadf s

Strengthening the capacity at the UN to recruit egtdin high-quality staff
Providing more rewarding career opportunities &ffshembers.

49. There remained the need to clarify the link or fiok-of staff contracts with budget and the
review of separation policies in respect of différeontractual arrangements.

ICSC decision

The Commission, having reviewed in detail the pssp®f the Secretary-General, and in light of iservations
above, concludes that the Secretary-General’'s gaipshould be revised and be made to conform with t
Commission’s contractual framework.

3.2.2  The provision of leavgCEB/2007/HR/5)

50. The HR Network took note of the information con&inin the document. It urged
organizations to provide any further changes as s@opossible in order to forward the document
to ICSC’s summer session
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3.2.3  Career Development and Performance Managemealuding a report of the
Career Development Roundtab{€EB/2007/HR/XI11/CRP.1)

51. UNESCO provided a report on the most recent Rolnheltan Career Development which
was a rather informal grouping of career develogmsgercialists in organizations (including some
outside the UN system). It was complementary imynaays to the Leading Managers Forum.

52. The Network appreciated the report on the workhef Roundtable and considered that this
Network might be further developed within a framekvdike that of the Learning Managers.
Moreover, the Roundtable should be invited by treewadrk to consider issues related to career
development and succession planning in order teigednput to the Network itself.

3.2.4 Staffing of field missions: review of the entitlemts of internationally recruited
staff in non-family duty stationglCSC/64/R.10)

53. Representatives of the HR Network had participdidty in the two meetings of the
Working Group which have resulted in the reportfolee you in ICSC/64/R.10. The Network
supported the conclusions reached by this Workirau

54. It appreciated that in reaching these conclusierisracommendations compromises had to
be forged.

55. In this context, the Network underscored how mitchppreciated the usefulness of this
Working Group mechanism. It could and it often diork well when there was commitment of all
parties.

ICSC decisions

The Commission decided to recommend that all comsystem organizations harmonize the designation |of
duty stations in accordance with the security ploeseéded by the Department of Safety and Securitythe approach
as applied by the Inter-agency Committee on Fieldy[Stations of the Human Resources Network of Winited
Nations System Chief Executives Board for Coordama(CEB).

[...]

DPKO appointments of limited duration are also sivs specific and, therefore, do not allow
management the flexibility to move staff to anothsration to meet a higher priority need or to gasstaff to
a new mission, if their current mission is phaset o

[...]

The Commission decided to recommend that misspeeidic 100-series contracts be phased ot
because they do not provide the flexibility needednove staff among field duty stations and camespond
to the need for a global workforce. Further, stafmbers on 100-series mission-specific contracteirsg at
non-family duty stations, designated special missjoshould receive the same compensation and hsrefi
those normally given to internationally recruitetbfeéssional staff assigned to family duty statiavizen the
duty station designation is changed from non-fanbdyamily.
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[...]

The Commission decided to recommend that restkbrba further harmonized in the areas of the paymen
travel and daily subsistence allowance. DPKO sharidinge for, or reimburse, travel as with the SGW.
organizations of the common system now paying dsiillysistence allowance for rest breaks should disuge that
practice. Daily subsistence allowance in connectiih rest breaks should be paid only on an exoeptibasis, when
the organization was unable to provide travel okenarrangements for the staff member to travehéoapproved rest
and recuperation location.

[...]
The Commission decided to recommend that curreamictiges governing extended Monthly Security
Evacuation Allowance and home leave be retained.

[-]

The Commission decided to recommend the applicatibthe current SOA model common system
wide at non-family duty stations with regard to th@yment of post adjustment, mobility and hardshigzard
pay and special operations living allowance. Thatdel harmonizes all practices, is the most costaive
and best meets the needs of the organizations efcdmmon system. Further, the Commission decided
recommend that the SOA model be modified to use diné administrative place of assignment as thdsbas
for the entitlements mentioned above. The resultldde that staff members would no longer be peedito
retain the entitlements of the former duty statvamen the family elects to remain there.

[...]
The Commission urges organizations to implemem tbllowing measures, where appropriate, t
reduce recruitment delays and streamline the retergnd reassignment of staff to non-family dutgtiins:

—
e}

(@]

(a) Use of generic job profiles to the extent pbksi

(b)  Use of standing rosters in lieu of individuastings for recruitment;

(c) Optimized use of the Internet in the applioatprocess;

(d) Shared cost of paid advertising, radio andvisien spots to attract candidates;

(e) Automated screening of applications, to theeakpossible;

(f) Recognition of the value of experience in nawily duty assignments, by giving special
consideration to it in future assignments and prtoar possibilities and stipulating that
consideration for acquisition of continuing contrevould be subject to a posting in at least one
field assignment;

(9) Mobility stipulated in contracts, as a conditiof employment;

(h) Establishment of rotation policy, based on hia@dship categorization of a duty station;

0] Facilitation of movement between organizatiafshe common system.

A. Comprehensive review of contractual arrangemémnthie common system

The Commission decided to reiterate its decisieniguically to review the compensation packages
associated with all contractual instruments to eaghat they are harmonized across the common syste

B. Staff well-being in non-family duty stations

[}

The Commission decided to encourage organizatimnsmplement necessary actions to improv
working environments and conditions in non-familytyl stations in order to enhance staff well-beinghose
locations, in particular:

(a) Spouse employment (at the administrative plafc@ssignment);
(b) Recreational facilities (at the place of wark)

(c) Stress counselling (at the place of work); and

(d) Satellite communications systems (at the plafceork).
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3.2.5 Update on the communication strategy for the rexdsaobility and
hardship scheme (being developed by the ICSC Saaoet and working group)

56. The Network took note of the progress made in thsyt of these matters.

4. OTHER ISSUES ON THE ICSC AGENDA
4.1 Survey of best prevailing conditions of emplagmh at London(ICSC/64/R.8)

57. The matter was introduced by IMO.

ICSC decision
The Commission decided:

(a) To agree to an extension for the completiothef London survey until the sixty-fifth session;

(b) To request the secretariat to submit a prapés the use of data from external sources in the
event that conventional methods of data collecd@hnot permit the completion of the London
survey by the sixty-fifth session;

(c) To endorse the proposal that the secretabédin data from external sources and compare it fto
data obtained by the conventional method in thedamm Geneva and Vienna salary surveys;
and

(d) To request the secretariat to incorporataelsalts of the comparison study into deliberationghe
review of the survey methodology in 2008.

4.2 Implications of the enlargement of the Europe&mion at 1 January 2007 to include
Bulgaria and Romania(lCSC/64/CRP.5)

58. The HR Network took note of the information prowdde the conference room paper.

ICSC decision
The Commission decided that:

(a) For post adjustment purposes, the two coustridnich joined the European Union on 1
January 2007 (Bulgaria and Romania) should be dmmed Group | duty stations, starting
with the implementation of new place-to-place sysje

(b) New place-to-place surveys should be schedubed conducted in 2007 for both
“enlargement” countries. The cost-of-living dataoahd be processed using the methodology
for Group | duty stations and implemented not laten May 2008;

(c) Organizations should start paying salariesstaff in the Professional and higher categories in
local currency, starting with the implementationrew place-to-place surveys for respective
duty stations;

(d) A modification of the rental subsidy schemeresponding to Group | duty stations should beg
introduced at the time of the implementation of nglace-to-place surveys;

(e) The change from “A” to “H” in the classificati of those duty stations under the mobility and
hardship scheme should be applied with effect flodanuary 2008.
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4.3 Resolutions and decisions adopted by the Gelnksgembly and the
legislative/governing bodies of the other organimats of the common system
(ICSC/64/R.2 & Add.1)

59. The HR Network took note of the information con&inn the documents. It confirmed its
endorsement of any measures which would ensutesimords of resolution 61/239, the provision
of “relevant information in a timely manner.” Tpeovision of data was an ongoing concern. The
advent, in almost all organizations, of new ERPtesys designed to meet human resources
management needs had been good for individual ma@ons but it had sometimes made the
provision of data to third parties such as the 1G®@ the CEB more problematic or at least more
complex. The HR Network was working to try toprave this situation.

ICSC decision

The Commission, in noting the information providedguested that a more detailed report be submttied
its sixty-fifth session.

5. STANDING COMMITTEE ON FIELD DUTY STATIONS

60. The HR Network Standing Committee on Field DutytiStes met on 22 March 2007
(minutes attached as Annex llI).

6. UN CARES IMPLEMENTATION PLAN 2008-2009 (CEB/2007/HR/6)

61. There was an extensive discussion of the issuseddn the document presented by the
Global Coordinator.

62. Organizations supported the thrust of the propasade by the Coordinator but several had
concerns about how they could be financed.

63. Moving forward on this matter was urgent and thenefthe Network agreed to meet by
video conference in April 2007 to discuss how begiursue action.

64. For that conference the Coordinator would prepdditimnal material including:

— supplementary information relating to the implenagion plan;

— more detailed budget;

— additional implementation scenarios, each with @dgetiand a cost sharing breakdown
by agency.
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7. OTHER BUSINESS
7.1 UNDG Dual Career and Spouse Employment Program(G&B/2007/HR/XI11/CRP.3)

65. The Network was informed by WFP that it would na &ble to continue hosting this

programme after the end of 2007. There was agmethat the Programme — which was
especially important in terms of work/life balareshould be housed within the CEB Secretariat.
WFP and the secretariat would work together on mh&tter and report back to the Network’s
summer session.

66. Furthermore, in the context of the High Level Pam&port's concern for spouse
employment as a key element in staff mobility:

» The HR Network agreed to report to HLCM that tmgiative have been launched in
July 2004 to support spouses:

(i) A website and newsletter had been created; and
(i) 32 countries had established Local Expatriate Spégsociations (UN/LESA).

»  Six organizations had participated in the initiatimnd the HR Network would seek
HLCM support for:

() making this initiative more inclusive;

(i) greater commitment from RC’s to establish LESAheit countries;
(i) the need for agencies to establish LESA at HQ;

(iv) a cost-sharing approach to finance these activities

67. The HR Network also agreed to further work to hamme spouse employment policies
throughout the UN system and to prepare a docufoefrtLCM on this matter.

7.2 Proposal on how to deal with “diploma millS{CEB/2007/HR/XI11/CRP.4)
68. It was agreed that the issue should be worked timeanter-agency level. UNESCO offered

to help. The Network supported the potential dewedent of a private area on the HR Network
website on this matter.
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Annex Il
List of Participants
Org. Name and title

Martha Helena Lopez Chief, Staff Development Services and Chief, Hildy Service
UN Regina Pawlik, Deputy Chief, Conditions of Service Section

Matthew Sanidas,Officer-in-Charge, Policy Support Unit
ILO Susan Hudson Policy Advisor
FAO Gregory Flood, Chief, Human Resources Policy and Social Security
UNESCO Dyane Dufresne-Klaus Director, Bureau of Human Resources Management

Annick Grisar, Chief, Policy Section, HR Management
WHO Alejandro Henning, Director, Human Resources Management Department

Mercedes Gervilla,Coordinator, Human Resources Management Department

UNAIDS Laurie Newell, Global Coordinator, UN Cares

Paul de la Croix,Human Resources Advisor (Policy Development) and

PAHO Acting Unit Chief — Benefits and Contract Admingtion, HR Management

UPU Jelto Stant, Programme Manager, RH Policy

IMO Leif Gunnestedt, Senior Deputy Director

WIPO Juan Antonio Toledo, Director of Human Resources Management Department
IFAD Beatrice Kimani, Director of Personnel

UNIDO Sotiria Antonopoulou, Director, Human Resource Management Branch

IAEA Douglas Northey,Director, Division of Personnel

WTO Miguel Figuerola, Director, Human Resources Division

Romesh Muttukumaru, Officer-in-Charge, Office of Human Resources

Duncan Barclay, Chief, Human Resources Policy

UNDP Henrietta de Beer, Human Resources Specialist

Mark Farnsworth, Policy Specialist

Ramesh Chandran,Chief, Strategic Planning Advisory Services

Marta Leichner-Boyce, Head, Human Resources Policy

UNHCR — : .
Mérida Morales-O’Donnell, Director, Division of HR Management

UNICEF Mieko Tarui, Deputy Director, Division of Human Resources
Ruth de Miranda, Chief, Policy and Administrative Law Section
Linda Sherry-Cloonan, Deputy Director, Office of Human Resources

UNFPA Florence SykesChief, Planning and Policy Branch, Division of Humfaesources
Carmen de los RiosHR Specialist, Planning and Policy Branch, Divis@HR
Pierre Moreau-Péron, Chief, Learning and Career Management Branch

WEP Rebecca HansenDirector, Human Resources

Ana Luiza Thompson-Flores,Chief, Human Resources Policy

ITC Jay Wormus, Chief, Human Resources Section
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Org. Name and title

John P. Hamilton, Executive Secretary

Vladislav Nisichenkg Chief, Cost-of-Living Division

ICSC Yuri Orlov , Compensation Officer

Lakeita Henrigues, Personnel Policies Officer

Shihana Mohamed Personnel Policies Officer

UNOPS Monika Altmaier , Director of Organizational Effectiveness and HarResources
Robert C. Weisel| President

Leslie Ewart, Information Officer

ICC Kristiane Golze, Chief, Human Resources Section

FICSA

Remo Lalli, Officer-in-charge
Roger EgglestonConsultant
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Annex Il

Minutes of the Meeting of
the HR Network Standing Committee on Field Duty Stdons

22 March 2007

Present: Mr. Gregory Flood, FAO
Ms. Susan Hudson, ILO
Mr. Duncan Barclay, UNDP
Mr. Mark Farnsworth, UNDP
Ms. Ann Sayers, UNDP
Ms. Marta Leichner-Boyce, UNHCR
Ms. Ruth de Miranda, UNICEF
Ms. Ana Luiza Thompson-Flores, WFP
Ms. Mercedes Gervilla, WHO
Mr. Robert Smith, UN Observer
Ms. Mary Dellar, DPKO Observer

SOA
DRC/Kinshasa— Duty station is now in Phase Il.
It was decidedo remove consideration of SOA status.

UNICEF requested R&R and APA destinations be timesand to include Johannesburg as an option. WFP
requested APA Kampala for Kalemie.

It was decidedo take Accra and Dakar off the list and offethaice of 3 APAs for staff henceforth assigned
to DRC: Nairobi, Johannesburg and Kampala. APAd BR&R destinations will be the same effective
immediately. Staff already assigned to an APA walt re reassigned to a new APA.

Eritrea — SOA was granted*10ctober 2006. The day after the Kenyan Gov't ptaxk Nairobi as APA
(which took 4 months), security phase downgrade®hase Il and Asmara became a family duty station
again. SOA was lifted in March 2006. CO requestédrther 3 months as per guidelines.

It was decidedhat if families had not been moved, SOA wouldpsito March 2007 as already advised. If
families had moved (and it appears none had doné&& would continue for 3 months.

Chad — The Group has been monitoring the SOLA situaitiotihe capital, N'Djamena, which is currently in
security Phase 1ll. CO had requested SOA in ettoresolve difficulty in recruiting qualified sfabecause
of the extreme hardship situation.

It was decidedhat as N’Djamena is constantly going backwards famvards from Phase Il/1ll, the Group
would continue to scrutinize the situation for d@t3 months and review again at the July meeting.
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R&R

PNG — Port Moresbywas moved from 8 weeks to 12 weeks R&R cycle effectiVeJanuary 2007. CO
requested reconsideratidoe to high level of stress and security issues.

It was decidedthat the 12 week cycle would remain in effect. #faternal review of security issues,
including other high crime duty stations, such asrdbi, would be undertaken by the Field Group, tred
issue re-visited in July 2007.

Timor Leste/Dili — R&R for Dili was moved to a 12 week cycle effgeti ' January 2007 with
discontinuation end of June. CO appealed on hasdisparity in standards used for UNMIT staff who
remain on an 8-week cycle country-wide and crinmérice which had an impact on working conditiond an
life-work balance.

It was decidedhat we would review lifting R&R at our next mewgiin July. In the meantime discussion
would take place with DPKO with a view to harmongiR&R cycles.*

Sudan —WFP/UNHCR asked for the Group’s support in requesthardship classification review for
Damazine

Port Sudanwas moved to a 12 week cycle effectiveJanuary 2007. UN staff are receiving 6 weeks.

It was decidedthat discussions would take place with the UN withview to harmonizing R&R
entitlements.*

*It was agreed that once DPKO adopts the same farmgilnon-family designation procedure as the rest of
the Common System, then DPKO will need to align it©RB cycles to those of the Inter-Agency R&R
Framework.

The Next Meetingvill be held in Geneva on Tuesda¥ 3uly (in conjunction with the HR Network meeting
4-6™ and will be graciously hosted by WHO.



