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LETTER OF TRANSMITTAL
27 hugust 1990
Sir,

I have the honour to transmit herewith the sixteenth annual report of the
International Civil Service Commission, wrepared in accordance with article 17 of
its statute. It includes informatior on the implementation of its recommendations
and decisions by organizations of the United Nations commcn system.

1 should be grateful if you would submit this report to the General Assembly
and, as provided in article 17 of the statute, also transmit it to the governiug
crgans of the other organizations participating in the work of the Commission
through their executive heads, and to staff representatives.

I avail myself of this opportunity to renew to you, Sir, the assurances of my
highest consideration.

(Signed) Richard M. AKWEIL
Chairman

His Excellency

Mr. Javier Pérez de Cuéllar
Secretary-General of the United Natioms
New York
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Paragraph
reference

38

124 (b)

SUMMARY OF RECOMMENDATIONS THAT CALL FOR DECISIONS BY THE
GENERAL ASSEMBLY AND THE LEGISLATIVE ORGANS OF THE OTHER
PARTICIPATING ORGANIZATIONS

Pensio able remumeration for the Profesgiongl and higher ¢gtegories
Comprehensive review

The Commission decided to recommend to the General Assembly the bas:s
v be used for the methodclogy for pensionable remuneration, the actual
methodology, the scale of staff assessmeut, the interim adjustment
procedure, the margin range for pensionble remuneraticn, the procedure
for the calculation and reporting of the pensionable remuneration
margin and the inceme replacement ratios, the modalities for the
operation of the interim adjustment procedure within the pensionable
remureration margin range and the scale of pensionable remuneration to
be used after 1 January 1991.

Conditions of service of the Professional and higher categories

(A) Comprehensive review of the conditions of service of the

Housing and remgneration structures

The Commission d«-cided to recommend that housing should be maintained
in the post adjustment system at Headquarters, North American, European
and field Guty stations where housing comparisons could be made without
serious difficulty. Housing should bes excluded from the post
adjustment system for duty stations in the field where valid housing
comparisons were dAifficult or impossible. The Commission made specific
recommendations for the treatment of the housing component at both
groups of duty stations and also on a revised rental subsidy scheme for
application uniformly at duty stations where housing comparisons would
continue.

Under-Secretary-General and equjvalent levels

The Commission decided to recommend reviscd housing arrangements for
officials at the above mentioned levels.
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162

188 (4)

207

221

222

223

Longevity steps

The Commission decided to recommend that the executive heads of ILO and
WHC should bring the matter of the additional steps beyond the salary
scales of the Protessional and higher categories of staff approved by
the Gencral Assembly, as well as the common system scales for the
General Service and related categorier of staff, to the attention of
their respective legislative bodies. It also decided to recommend that
WIPO take appropriate action to change its steff regulations to
eliminate the provision regarding the introduction of one extra step iu
grades P-1 to P-5, as was recommended in 1384.

(B) Remuneration of the Professional »nd higher categories

Evoluiion of the mirgin between the net remunsration of the United
States federal civil service and that of the United Nations system

The Commission decided to raquest the General Assembly to reconsider
its request tu the Commission to manage the margin over a five-year
period so that the average margin would be around the midpoint of the
range.

Base/floor salary scale

The Commission decided to recommend to the General Assembly that the
current base salary scale should be increaced by 8.5 per cent through
consolidation of post adjustment classes.

Conditions of service of the General Service and related cateqories
Survey of best prevailing co-ditions of servjce in London

On the basis of a survey of best prevailing conditions of service for
the General Service and related categories of staff in London, the
Commission recommended a salary scale to the Secretary-General of IMO.

s £ bent il aiti ¢ ice in New Yor)

On the basis of a survey of best prevailing conditions of service for
the General Service, the Trades and Crafts and Security Service
cestegories in New York, the Commission recommended salary scales for
these categories to the executive heads of the organizations with staff
in New York.

Survey of best prevajling conditions of service in Rome
On the basis of a survey of best prevailing conditions of service for
the General Service and related categories of staff in Rome, the

Commission recommended a salary scale to the executive heads of the
organisations with starff in Rome.



235

251

270 (b)

279

Implicaticns ¢f the decisions arising out of the comprehensive review
of conditions of service of the Professional and higher categories for
the General Service and related categories of staf:

Thne Commission decided to recommend that the children's allowance in
respect of disabled children for the General Service and related
categories should be set at double the normal amount of children's
allowance applicable for those categories. It also recommended that
the mobility and hardship matrix approved for the Professional and
higher categories should be applied also to internationally recruited
General Service staff with some modifications to the reference print of
P-4/step VI. The assignment grant should also be payable to
internationally recruited General Service staff.

Conditions of service applicable to both categories

The Commission decided to recommend an increase in the maximum
admissible eductional experse, the maximum grant and the ceiling for
boarding costs for areas where education related expenses are incurred
in specified currencies (para. 251 (b)). It also decided to recommend
that the special education grant maximum for disabled childrer in these
arsas should be adjusted in line with the revised meximum for
admissible educational expenses. For other sreas it recommended that
the above-mentioned limits should remain unchanged.

Review of the conditions of service of the FielZ Service category
The Commission decided to recommend to the Secretary-General of the

United Nations the base salary sczle shown in annex XXI for application
to the Field Service category.

Status of women
The Commission made specific recommendations to the organizations

regarding special measures for the recruitment of women in the
Professional and higher categories.

-xi~
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95

205

221

222

SUMMARY OF FINANCIAL YMPLICATIONS OF THC COMMISSION S
RECOMMENDATIONS AND DECISICNS FOR THE UHITED NATIONS
AND PARTICIPATING ORGANIZATICNS

A. Financial implications of the Commission's recommendations to the
General Assembly

Housing and remuneration structures

The financial implications of the Commnission's recommendations on the
revised procedures for the treatment of housing and the payment of
rental subsidies were estimated at $4.8 million per annum. Further
implications resulting from the nse of gross rents in place-to-place
comparisons on the post adjustment indices for New York and
Washington, D.C. and conseyuently, on the cost-of-living Aifferential
between these two locations, are outlined under paragraph 98.

Base/floor salary scale

The total finmancial implications of the Commission’s recommendation for
an adjustment. of Lhe base/floor salary scaie were estimated at

$5.5 million per annum. As it is recommended that the proposed salary
scale should be implemented from 1 March 1991, the additional costs for
1991 would be some $4.6 million.

Review of the level of the education grant

The financial implications of the Commission's recommendation on the
maximum amount of admissible expenses, the maximum grant and ceiling
for boarding costs for selected areas, as well as the corresponding
adjustment for the special education grant for disabled children, were
estimated at $3.16 million per annum.

B. Financial implications of the Commission's recommepndations to the
executive heads of the organizations of the United Nations common
system

Survey of best prevailing conditiong of gervice in London

The financial implicétions of the Commission's recommendation
concerning the salary scale for the General Service category in London
were estimated at $616,000 per annum.

The financial implications of the Commission's recommendation

concerning the salary scales for the General Service and related
cateqgories in New York were estimated at $1.8 million per annum.



Paragraph
reference

Survey of hest prevailing conditions of gervice in Rome

223 The tirancial implications of the Commiss.on's recummendation
concerning the salary scale for the Geaeral Service category in Rome
were estimated at $4.5 million per annum.

Implications of the decis.ons arising out of the comprehensive rgview
of conditions of service of the Professional and hiqher cutegories for
the General Service and related cateqgorics of staff

235 (a) The financial implications of the Commission's recommendations
concerning the chiidren's allowance in respect of disabled childuen for
the General Service and related categorics were estimated at $100,000
per annum.

235 (b) The financial implications of the Commission‘s recommendations

and (c¢) concerning the mobility and hardship allowance aad the assignnent grant
for internationally recruited General Service staf! were estimated at
$285,000 per annum.

Review of the conditions of seryice of the Field Service cztegery

270 (b) The financial inplications of the Commission's recommendations
concerning the salary scale for the Field Service category were
estimated at $2.14 mi)lion per aunum.

270 (c) ihe financial implications of the Commission's decisions

and (4) concerning the mobility anu hardship allowance an? the assigament c¢rant
for the Field Service category were estimated at $i,.74 million
per annum.
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CHAPTER I

ORGAKIZATIONAL MATTERS

A. Acceptance of the statute

1. Article 1 of the statute of the Intermational Civil Service Commission (ICSC),

approved by the Geaeral Assembly in its resolution 3357 (XXIX) of 18 December 1974,
provides that:

"The Commission shall perform its functions in respect of the Uaited
Nations anud of those specialized agencies and other international
organizations which participate in the United Nations common system and which
accept the present statute ...".

2. To date 12 organizations have accepted the statute of the Commission, which,

together with the United Nations itself, participated in the United Naticns common
syscem of salaries and allowances. )}/ Two other orgamizatior:, although not having
formally accepted the statute, have participated fully in the Commission’s work. 2/

B. Membership

3. The General Assembly, at its forty-fourth session, appointed one new member
and reappointed five former members of the Commission to terms o¢f office commencing
1 January 1990 (decision 44/320 of 19 December 1989).

4. The membership of the Commission for 1990 is as follows:

Mr. Richard M. Akwei (Ghana},* Chairman

Mr. Amjad Ali (Pakistan)#®w

Mr. Michel Jean Bardoux (France)#®##

Mrs. Claudia Cooley (United States cf America)sas«
Mrs. Turkia Daddah (Mauritania)#

Mrs. Francesca Yetunde Emanuel (Nigeria)*s

Mr. Antonio Fonseca Pimentel (Brazil)www

Mr. André Xavier Pirson (Belgium)#

Mr. Omar Sirry (Egypt)ws

Mr. Ladislav Smid (Czechoslovakia)#®

Mr. Alexis Stephanou (Greece)###

Mr. Ku Tashiro (Japan)wa#

Mr. Vladislav Petrovich Terekhov (Union of Soviet Socialist Republics)##®
Mr. Carlos S. Vegega (Argentina),® Vice-Chairman
Mr. M. A. Vellodi (India)s»

L4 Term of office expires on 31 December 1990.

Lid Term of office expires on 31 December 1992.

Ll Term of office expires on 31 December 1993.
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C. §Sessions held by the Commission and guestions examined

5. The Comm ssion held twc sessions in 1990: the thirty-first and

thirty-second. The thirty-first session, which took place from 5 to 23 March 1990,
was held at United Nations Headquarters in New York. The thirty-second session was
held at ths headquarters of the International Labour Organisation (ILO) at Geneva
from 9 July to 3 August 1960.

6. At its thirty-first and thirty-second sessions, the Commission examined issues
that derived from decisions and resclutions of the General Assembly as well as from
its own statute. A number of decisions and resolutions adopted by the Assembly
that required action or consideration by the Commission are reported on in the
present document.

D. idiar

7. The Advisory Committee on Post Adjustment Questions (ACPAg}, established by
the Commission in 1976, held its fifteenth session at the headquarters of the
International Atomic Energy Agency (IAEA, at Vieuna from 2 to 8 May 1990. It
consisted of the following members: Mr. Carlos 5. Vegega (Argentina),
Vice-Chairman of the Commission and Chairman of the Committee:

Mr. Jeremiah P, Banda (2ambia); Mr. Yuri Ivanov (Union of foviet Socialist
Republics); Mr, Isaac Kerstenetzky (Brazil); Mr. Yuki Miura (Japan); and

Mr. Hugues Picard (France).
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CHAPTER 1Y

ACTION TAKEN IN RELATION TO RESOLUTIONS AND DECISIONS OF THE
GENERAL ASSEMBLY AT ITS FORTY-FOURTH SESSION

8. The (ommission took action ir relation to resolutions and decisions adopted by
the General Assembly at its forty-fourth :ession, as reported below, in respent of
the following matters.

S. In its resolution 44/198 of 21 December 1989, entitled "United Nations common
system: raport of the International Civil Service Commission", the General
Assembly had acted on a number of recommendations of the Commission arising from
the comprehensive review of the conditions of service of the Professional and
higher categories of staff. The General Assembly had alsc requested the Commission
to address a number of specific issues dealt with as part of the comprehensive
veview, Those requests are addressed as part of the Commission's consideration
reported under paragraphs 58 to 172 bclow. In the same resolutior, under

section Il, the Assembly had recalled its requests concerning the review of the
functioning of 1CSC in resolutions 42/221 of 21 December 1987 and 43/226 of

21 December 198 and requested the Secretary-General, togethier with his colleagues
in the Administrative Comnittee on Co-ordination and after consultation with the
representatives of staff participating in the Commission, to review the functioning
of the Zommission and to present to the Assembly at its forty-sixth session =
report on the matter. The Commission’s consideration of this matter may be touna
in paragraphs 11 to 19 below.

10. The Commission tock note of the following decisions and resolutions:

(a) Decision 44/320, concerning the appointment of six members of the
Commission;

(b) Resolution 44/199, entitled “Umited Nations pension system”. The request
of the General Assembly under section II, paragraph Z, of that resolution was fully
taken into account by the Commission as part of its comprehensive review of the
methodology for the determination of the scale of pensionable remuneration of staff
in the Professional and higher categories and other relevant issues. The details
of the Commission's coasideration of this matter may be found under paragraphs 2¢C
to 38 below:

(c) Decision 44/413, concerning harmonization of the statutes, rules and
practices of the administrative tribunals of the International Labour Organisation
and of the United Natioms;

(d) Resolution 44/186 and decision 44/440, entitled "Respect for the
privileges and immunities of officials of the United Nations and the specialized
agencies and related organizations";

{(e) Resolutions 44/185 A to D, entitled "Personnel questions":

(f) Decision 44/439, entitled “"Amendments to the staff rules".

-3-



Review of the functiconing of the Interaationsl

11. At its thirty-first ond trirty-secoad sesuions., held in March and July 1990,
the Commission, while recalling its past comsideration of the subject at its
twenty-seventh, twenty-eignth, second specisl ané twenty-ninth sessions, gave
further consideration to the gvestions cf the functioning of the Commission in the
light of the provisions of General Assembly resolutions 42/22), 43/226 and 44/108.

12. At its thirty-first s¢ssion, the Commission reviewed rule 35 of its rules of
procedure on the subject o: ezecutive sessions. The provisions of resclutions
41/226 and 44/198 and in particular the continuing validity of resolutions 42/221
and 43/226 were also examined. The Commission took decisions in three major
areas: working methods; the role of the Commission in the review of its
functioning; and the format of the Commission's reports.

Decisions and conclusions of “he Commission
(a) Working methods

13. The Commission adopted, with effect from its thirty-first session, the
following modifications to its working agenda:

(a) As a general rule, or all issues affecting the conditions ot service of
United Naticns common system staff, representatives desigrated under rule 37,
subparagraph 1 (a), of the ICSC rules of procedure might attend all the
Commission's meetings, including those at which decisions were taken;

(b) On major issues, as determined on its own initiative or onr the proposal
of the representatives of organizations or of stafi, the Commission might establish
tripartite working groups in accoirdance with the following guidelines:

(i) The mewbership, terms of veference and timinc of the working group on a
particular issue would be determined at the time of its establishment, on
the basis of consultations among all parties concerned. It was
understood that the workiag groups would be composed of members of the
Commission or of the ICSC secretariat and representatives of the
organizations and steff. UNJSPB or its secretariat would be invited to
participate as appropriate;

(ii) The nominees of the Commission for such working groups would participate
in their personal capacity:

(iii) The working groups would report to the Commission or to a body designated
by it. Their reports should focus on the presentation of relevant facts,
options and conclusions for consideration by the Commission;

(iv) The working groups should endeavour, to the extent possible, to reach

consensus on all aspects ¢/ the mandated issue, where consensus was not
possible, their reports should reflect diverging views.
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14. Tuhe above decisions were without prejudice to the Commission's right to hold
executive session.

15, Draft decisions of the Commission would be made available simulitaneously and
in a timely manner to me:bers of the Commission, CCAQ and the staff representatives.

(L) Format ¢f the Commission's reports

16. The Commission decided to provide a glossary of technical terms as part of its
annual report. This may be found in annex I to the present report.

(¢) Review of the functioning of the Commission

17. The Commission, while noting thzt the General Assembly had, in section II,
paragraph 1, of its resoluticn 44/198, reguested the Secretary-General, together
with his colleagues in the Administrative Commitcee on Co-ordination and after
consultations with the representatives of staff participating in the Commission, to
review the functioning of the Commission and to present to the General Assembly &t
its forty-sixth session a report on the matter t.~ether with the views of the
Commission thereon, was of the view that it should ... involved at all stages of the
review. The view was conveyed to ACC, at its May 1990 session, by the Chairman of
the Commission.

18. At its thirty-second session, the Commission was informed that at its May 1990
session ACC, by its decision 1990/8, had requested CCAQ:

(a) To prepare a preliminary discussion paper for consideration by ACC at its
second reqular session of 1990:

(b} To consult with the representatives ot the staff and with ICSC in the
preparation of the discussion paper:

(c) To submit a repor~ on the review for consideration by ACC at its first
regular session on 1991.

19. 1In light of the above, CCAQ prepared a preliminary document and presented it
for comments to the Commission, which expressed its views thereon. The next phase
of this matter would be undertaken by ACC, which would have before it a set of
basic issues submitted by CCAQ that reflected the views of the Commission and the
staff representatives. The Cormission agreed to a request by the organizations to
participate in the consideration of this issue through a working group composed of
members of th. Commission, CCAQ and the staff representatives.



CHAPTER il

PENSIONABLE REMUNERATION AND PENSION EKTITLEMENTS

A. Pensiopable remuperation tor the Professional
and higher categorjes

1. Comprehensive review

20. The Gemeral Assembly, by its resclution 41/208, section I, paragraph 6,
requested the Commission to undertake, in full co-operation with UNJSPB, a further
comprehensive review of the methodology for the determination of the scale of
pensionable remuneration for the Professional and higher categories, for menitoring
the level of the scale and for its adjustment in between comprehensive reviews and
to prese . its recommendations thereon to the General Assembly at its forty-fifth
session. The errangements agreed upon by the Commission and the Pension Bnard for
the condu:t of the conprehensive review were reported to the General Assembly in
the fiftesnth annual report of ICSC. 3/ Im its resolution 44/199, section II,
paragraph 2, the Assembly requested the Commission, in undertaking, in full
co-uperation with UNJSPB, the comprehens:ve review of the pensionable remuneration
cf staff in the Professional and higher :-ategories to take into account: (a) the
relevant recommendations o: the remuneration structure; (b) the consideration set
out in paragraphs 34 to 41 of volume I of the report of the Commission 4/ and
paragraphs 84 to 95 of the Report of the Board %/ in studying “he desirability of
establishing a margin range between the pensionabie remuneration of staff in the
United Nations common svstem and staff in comparable grades in the ¢ mparator civil
service and to present its report thereon to the General Assembly at its
forty-fifth session.

Vicws of the Staff Pension Board

21. The Chairman of UNJSPB stated that the Board attached importance to maximum
stability in the pension area. In the absence of compelling reasons, frequent
changes should not be made in pension arrangements or in the methodology for
determining pensionable remuneration. He noted that should a change in the
remuneration structure lead to a change in the way comparisons were made between
net remuneration in the United Nations and remuneration in the comparator service,
it would affect future comparisons of pensiona’ e remuneraticn and income
replacement ratios in the two services. Morecver, if changes were made in the net
remuneration margin calculations and in the associated margin range, that would
have to be taken into account in determining whether and, if so, how to comstruct a
margin range for pensionable remuneration. The removal of housing from post
adjustment and its replacement by a housing allowance would also change the
cost-of -living relativities between New York and the other duty stations and hence
would have an impact on the operation of the pension adjustment system. The
Chairman of the Board observed that, in the final analysis, the key question would
be whether the total effect of a change in the remuneration structure would be to
make the United Nations condltions of service, as a whole, more competitive: in
such an assessment, the importance of pensions should not be underestimated.

22. The Chairman of the Pension Board stated that, should the current remuneration
structure be maintained, the methodology for determining pensionable remuneration



applied in 1986, and the revised interim adjustment procedure approved by the
General Assembly in 1989 should continue. As tha income replacement concept was
the fundamental underpinning of the 1986 methodclogy, the annual reporting to the
General Assembly on pensionable remuneration should include the income replacement
ratios of pensions to net remuneration in both the United Nations and the
comparator service. The Board also agreed that if there was to be annual repor%ing
of a United Nations/United States pensicaable remuneration margin, and if ti.ere was
to be a margin range, then the method of calculating the margin should be
consistent with that used in the case of net remuneration.

23. At its June 1990 session, the Pension Board deferred a decision on the
desirability of a pensionable remuneration margin range and advised the Commission
that further efforts to resolve differences of views on this matter would be made
by the Board at a special session in August, in the light of the Com ission's
decisions on all matters related to pensionable remuneration. The Chairman of the
Board stated ihat some members of the Board were of the view that, at best, a
pensionable remuneratisn margin range was unnecessary since pensicnable
remuneration was di-.ctly derived from net remuneration, which wa. controlled by
its own margin range and, at worst, such a range could conflict with the
fundamental income replacement concept. Others in the Board, however, were
prepared to concur with the Commiss.on's position on the establishment of a
pensionable remuneration margin range of 110-120 on the understanding that this
margin wou.d be determined in the same manner as the net remuneration margin and
that decisions on the operatior of the interim adjustment procedure would remain
with the General Assembly, acting on the recommendations of ICSC aand the Boa:rd.

Views of the organizations

24. The Chairman of CCAQ emphasized the need for stability in the area of
pessionable remuneration and consequent nensions. CCAQ emphasized that income
replacement should continue to be the basis of the methodology for establishing
pensionable remuneration and, as already recognized by the General Assembly, total
net remuneration in New York should be taken into account. CCAQ concurred that it
would be appropriate, and consistent, to use 25 years of contributory service in
the application of the methodology.

25, The organizations were of the view that the interim adjustment procedure would
serve as a regulatory mechanism for pensionable remuneration amounts and it would,
therefore, be superfluous to establish a margin for pemsionable remuneration.
However, if a parallel margin for pensionable remuneration was to be considered,
then it would have to be consistent with the net remuneration margin and take into
account the New York/Washington, D.C. cost-of-living differential. The margin
range would also have to reflect that counsistency.

26. The Chairman of CCAQ noted that currently there were two separate scales of
staff assessment in use for the Professional and higher categories: one used in
conjunction with gross and net salariec and the other used to determine pensionable
remuneration amounts. He recalled that the former scale was introduced in 1988 to
avoid a shortfall in the Tax Equalization Funds maintained by some organizationms.
With the Commission's intention to review base salary scales annually, the need for
finding ways of periodically replenishing the Tax Equalization Fund would be
obviated. In view of these developments, the organizations were of the view that
the continued use of two separate scales of staff assessiyent should be reviewed at
the earliest opportunity.
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Views of the staff representatives

27. The President of FICSA stated that an in-depth study of the pension system was
a unique opportunity to make real proposals for reform that would result in
substantial improvements acceptable to all concerned. The present study should
provide an opportunity to examine real drawbacks in the present system and to
formulate lasting viable solutions. He summed up the position of FICSA as
follows: (a) there should be a minimum peusion based on New York salaries; (L)
total net remuneratior in New Yorx should be used as the basis for the calculation
of pensionable remuneration and not that («:responding to 25 years of service; and
(c) adjustments of pensionable remuneration should be carried out when net
remuneration in New York was increased and the progressivity of taxes should be
taken into account.

28. In this context, the President of FICSA presented a detailed proposal to the
Commission. The methodology proposed by FICSA was based on the concept of fu 1l
income replacement at the end of 35 years of contributory service. The FICSA
document also contained some specific proposals for the application of the staff
assessment rates to arrive at gross pensionable remuneration amounts f.om net
remuneration amounts as wvell as on the interim adjustment process. The President
of FICSA noted that in the comparator country full salary was vsad for calculating
pensions. He added that the income replacement rztios for the United Nations
system were lower than those in the comparator civil service and that this problem
could only be resoclved if net remureration for the United Nations staff in New York
corresponding to 3% years of service were used iu the application of the
methodology rather than tiat corresponding to 25 years of service.

29. The President of CCISUA noted that in pension matters the paramouri concern
was for stability and that consequently the methodology employed in 1986, which
rested on the principle of income replacement at the base of the tystem, should
continue. As in the past the New York/Washington, D.C. cost-of-living differential
and the margin shculd continue to be taken into account. 7Tn tne event the
remuneration structure was changed to exclude the housing component from margin
considerations, pensionable remuneration should continue to be based on total
remuneration at the base. He added that the interim adjustmert process shculd be
re-examined as part of the current review. While a changs in remuneration
structure might justify the establishment of a margin rauge t ~ peasionable
remuneration, thare was no need for such a range under the present structure.
CCISUA had no objection to an indicative margin, provided that pensionabl.
remuneration was governed by the principle of income replacement at the base.

Discussion by the Commission

30. The Commission decided to recommend that housing should continue to be
maintained, at least for the time being, as an element of the remuneration
package (sea para. 95). As regards the views of the Pension Board, the Commission
noted that while there was a large measure of ayreement with regard to variour
aspects of the methodology for the determinaticn of pensionable remuneration and
the interim adjustment procedure, the Board had not taken a final position to date
regarding the establishment of a pensionable remuneration margin range. As the
Board was to meet after the July session of ICSC, the Commixsioa was of the view
that it had no alternative but to formulate its recomnendations to the General
Assembly on the basis of the Board's current views. 1In view of this, and of its
recommendations to the General Assembly regarding the treatment of housing, the



Commission decided to make the recommendations on the various aspects of the
requests from the General Assembly in resolutions 41/208 and 44/198 as outlined
below in paragraph 38.

31. The Commission reaffirmed its earlier view concerning the need for stability
in the area of pensionable remuneration and pensions. Consequently, the basic
tenet of the 1986 methodolocy, i.e., the income replacement approach, should be
retained as the cornerstone of the methodology for the determination of pensionable
remuneration. The relationship between pensionable remuneration amounts for United
Nations officials in the Professional and higher categories and for their
counterparts in the United State:r federal civil service would also have to be Lorne
in mind. Under the present remuneration structure, therefore, total net
remuneration in Ncw York should be used as the basis and 25 years of contributory
service should be used in the app:ication of the methodology. The Commission
considered thut the current interim adjustment procedure as modified by the General
Assembly at its forty-fourth session, on the recommendation of the Commission, was
generally sound.

32. As regards the ra‘':=s of statf issessment, the Commission noted that the
procedure proposed to be used in the present review was similar to the one used in
1986. The Commission was of the view that, in the application of that procedure,
exchange rates averaged over a 12-month period should continue to be used, as such
averages would be more in line with the latest situation.

33, The Cormission next considered the issue of the desirability of establishing a
pensionable remuneration margin range as reques*ed by the Genersl Assembly. In
that regard it was recalled that in 1986 both the Commission and the Board had
reccmmendad to the General Assembly the establishmeat of a margin range for
pensionable remuneration. However, the Assembly had not approved the
recommendation as it was assumed that the Assembly's control over both net
remuneration amounts and the rates of staff assessment implied its control over the
movement of pensionable remuneration. In actual fact, other factors beyond the
Assembly's control, such as United States taxes, could alsc influence the
relationship between United Nations and United States pensionable remuneration
amounts.

34. In light of the above, the general view was that controlling the pensionable
remuneration by merely monitoring it without a clearly defired and approved margin
range was not enough. Thers was a need to agree 3 priori as to what constituted
appropriate maximum and minimum margin levels. The maximum and minimum levels at
which action would be required should not be left open-ended, to be decided upon on
a case-by-case basis. Monitoring pensionable remuneration without a pre-defined
margin range would constitute a rather loose cpproach that could give rise to
differences in the appreciation of a given development as and when it occurred,
That would mezke it unnecessarily difficult to come to an agreement as to the course
of action to be followed. On that basis, there was geperal support withim the
Commission. for the establishment of a margin range for pensionable remuneration.

35, In general it was also considered that in the long runm the establishment of a
well defined margin range might lead to the desired stability in the system,
provided it was done in a manner consistent with the net remuneration margin. In
that regard it was stressed that the procedurc used for the calculation of the
pensionable remuneration margin should be consistent with that used for the net
remuneration margin.



36. Some members of the Commission were of the vizw that the establishment of
pensionable remuneration margin and the control of pensionable remuneration within
that margin range might conflict with the basic tenet of the income replacement
approach approved k r the General Assembly in 1986. Those members werz2, therefore,
of the view that a pensionable remuneration margin calcula*ed in a manner similar
to the net remuneration margin, but without a predefined pensionable remuneration
margin range, should be used as a guide in a pragmatic way for the Commission and
the Pension Board to recommend appropriate action to the General Assembly.

37. The Commission noted that, if the Genera! Assembly were to agree with the
continued use of the methodology used in 1986 (see annex II1) as recommended in
paragraph 38, and approve the scsle of staff assessment rate in amnex III, a new
scale of pensionable remuneration for the Professional and higher categories wc-1d
have to be determined. In this context the Commission examined the scale of
pensionable remuneration derived I{com the 1986 methodology, the net remuneration
amounts at various g ades and steps as at 1 July 1990 in New York and the proposed
scale of staff assessment. It noted that if the scale thus obtained were to be
modified along the lines of the adjustments that were made by the informal working
group of the Fifth Committee in 1986, the resulting scale would be very close
overall to the actval 1 July 1990 scale. The Commission concluded that the
internal relativities among the grades and steps in the 1estructured 1 July 1960
scale should not be changed. Accordingly, it believed that the 1 July 1930 scale
of pen._ionable remuneration, subject to any across-the-board adjustments thereof
that may become due before tne ead of 1990 under the adjustment procedure contained
in article 54 (b) of the Pensior Fund Requlatious, should be taken as the
appropriate scale of pensionable remuneration after 31 Decembsxr 1990,

Decisions of the v u.*ission
38. The Commission decided to recommend %o ti General Assemnly that:

(a) Income replacement in New York should continue to be used as the basis
for the methodology for the determination of pensionable remuneration of the
Professional and higher categories of staff, The relationship between pensionable
remuneration amounts for United Nations officials in the Professioral and higher
categories and for their counterparts in the United States federal civil service
would also have to be borne in mingd;

(b) The methodology used to establish the 1 April 1937 scale of pensionable
remuneration, described in annex II, should continue to be used in future;

(c) The scale of staff assessment shown in annex III should be used in future
for the determination of pensionable remuneration for the Professional and higher
categories of staff;

(d) The interim adjustment procedure, as amended by the General Assembly at
its forty-fourth session, should be continued;

(e) The margin range of 110-120 applicable to net remuneration should also
apply for pensionable remuneration:

(£f) The procedure outlined under annex IV should be used for the calculation
and reportiny of the peunsionable remuneration margin;
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(g) On each occasion the pensionable remune-ation margin was calcuiated, the
income replacement ratios applicable over the three-year period ending as at
31 December of the margin year would also be calculated for both the comparator and
the United Nations system ard reported tc the General Ascembly;

(h) Following a review of the pensionable remuneration margin and the income
replacement ratios, the Commission, in co-operation witl the Pension Board, would
make appropriate reccmmendations to the General Assembly, parvticularly when the
pensionable remuneration margin had reached or was forecast .o reach the upper or
lower limit of the margip range, as long as the authority frr such action rested
with the Assembly;

(i) Bearing in mind the considerations in the subparzgraph (h) above, the
scale of pensionable remuneration for the Professional and higher categories of
staff in effect as at 31 December 1990 should be used to make adjustments in
accordance with the existing provisions of article 54 (b) of the Pension Fund
Regulations falling due after 1 January 1991,

2. Monitoring of pensicnable remuneration

39, Under its standing mandate from the Teneral Assembiy as expressed in
resolution 41/208, the Commission continued to monitor the pensionable remuneration
for staff in the Professional and higher categories of the United Naticns and that
of the United States federal civil service employees in comparable giades.

view £ th niz

40. The Chairman of CCAQ noted that the estimated pensiorapble remuneration margin
for 1990 - including the New York/Washinoton, D.C. cost-ocf-living differential -
was 116.5. It was also noted that the iucome replacemext ratios calculated after
25 years of service were based on the¢ data available for staff at the top step of
the grade and not of average pensionable remuneration levels. which were not as yet
available.

Views of the staff representatives

41. “he President of FIC3A and the represeptative of CCISUA were of the view that
a margin for pensionable remunerstion was unnecsssary in view of the direct linkage
between net remuneration and pensions thrcugh the income replacement principle.

The lower income-replacement ratio for the United Nations Ip comparison with that
of the comparator civil service was a clear indication that the staff assessment
rates used to determine pensionable remuneration were lower than the United Stater
tax rates.

Discussjep by the Commission

42. The Commission, in addressing the Assembly’'s request regarding the study of
the Jesirability of establishing 2 pensionable remuneration margin range, had
examingd various approaches for calculating the pensionable remuneration margin arnd
for moritoring the level of pensionable remuneratior tor the Prufessional and
higher categories of staff. The details of the Commission's consideration of this
matter are found in paragraphs 20 to 38 above. Pending action by the General
Assembly on the Commission's recommendations under paragraph 3& above, the
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Commission has calculated the pensicnable rewunaration margin in accerdance with
the procedure outiined therein.

Decisions of the Ccmmigzjon

43. The Commission decided to take note of the pensionable remuneration ratics of
116.5 and 129.7 with and without the cost-of-livine differential, respectively,
based on the average remuneration amounts applicable for the period 1 January to

31 December 1990. The Commission also noted thut the income replacement ratios
based on the average pensiunable remuneratlion amounts applicable over the period

1 January 1988 to 31 December 1990 and corresponding tou 25 years of service were

56 and 58 for the United Nations and the comparator civil service, respectively.
Details of the pensionable remuneration margin calculations are provided in annex V.

3. Pensionable remuneration for ungraded officisls

44. As part o. the compreshensive review of pensionable remuneration of the
Professiona) and higher categories of s _aff, the Commission was informed that with
respect t) participants in the FProfessional and higher catevories, article 54 (b)
of the Fusnd's Regulations incorporates an appendix vhich sets out a scale of
pensionable remuneration. However, that scale fails to defise, inter alia, the
pensionable remuneration of the ungraded nfficials, e€.3., the ezecutive heads o)
specialized agwncies. The Commission addressed the issue of the pensionable
remuneration of these officials in the above context.

Views of the organizations

45. The organizations were of the view that the conditions of employment of the
exscutive heads and those in other ungraded posts, including their pensionzhle
remuneration, were for the governing bodies of the respective agencies to
determine. The Chairman of CCAQ, therefore, indicated that it would not be proper
for the Commission to enter into a substantive discussion of the matter.

Di jon by the C s oas

46. The Commission noted that the Zxecutive Secretary had written to the United
Nations Legal Counsel reguesting his opinion as to whether the Commissioa had a
statutory responsibility or a mandate flowing either from its statute or from
General Assembly resolution 41/208, section I, paragraph 6, to examine the levels
of pensionable remuneration for officials in ungraded posts who were participants
in the United Nations Joint Staff Pensior Fund.

47. 1In his reply the United Nations Legal Counsel had stated that o immediate
relevance was the fact that the present scale of pensionable remuneration (set ovt
in article 54 of the Regulations and Rules of the Pension Fund and the appendix
thereto) was established by paragraph 1 of section I of Assembly resolution 41/208
itself the scaie being set out in the appendix to that rasolution. That scale was
established for participants in “the Professional and higher categories"; and the
categories specified were exclusively P-1 to P-5 (for the Professional category)
and D-1, D-2, Assistant Secretary-General and Under-Secretary-General (for the
higher categories). 1In his view the phrase "the Profeasioual ard higher
categories” should be given the same meaning in paragraphs 1 and 6 of section I of
resolution 41/208. He added that, while the words "higher categories* in the term
“Professional and higher categories”, taker by themselves might be regarded as
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open-ended, nevertheless, they had been given a limited meaning in the legislative
instruments most relevant to the present inquiry. He was therefore of the view
that Assembly resolution 41/208 4id not mandate the Commission to review the
pensionable remuneration of ungraded posts, which did not fall within the specified
categories.

48. The Lega’ Counsel had also examined the statute of the Commission, and in
pacticular chapter III thereof entitled "Functions and powers”, and had concluded
that there was no provision therein that gave competence to the Commission to
review the pensionable remuneration of ungraded posts independently of section I of
hssemb.y resolution 41/208. He had therefore concluded that it appeared that
recommendations as to the salary scales (on which pensionable iemuneration was
basea) of executive heads fell outside the maandate of the Commission. He further
recalled that ir practice the Commission had not made any such recommendations in
the past. The Lega) Counsel added, however, that that did wot mean that the manner
of determiring the pernsionable remuneration of ungraded posts should be unregulated
and that ISSC might, if it o desired, bring the issue to the attention of UNJSPF.
The Commissior noted that the Pension Board ha@ considered this issue at its

June 1390 session.

Recision by the Commission

49. On the basis of the above the Commission decided that it would not address the
matter of the pensionablie remuneration of ungraded officials as it had neither the
statutory authority nor the mandate from the General Assembly to do so.

B. Pensionable remuneration of Cenersl Service
and_reiated cotegories of staff

50. In its fifteenth ancual report the Commission had intormed the General
Assembly ot its decision to include in its work programme for 1990 the subject of
pensionable remunerstion of the General Service and related categories of

staff. 6/ In accordance with this decision the Cornission began its preliminary
consideration of this matter at its thirty-first scssion.

w bo i ion

1. The Chairman of CCAQ stated that, in view of the complexity of the problem,
CCAQ would have much to say on the substance of this major elemant of conditions of
sarvice for the General Service and related categories. At the present stage,
however, it would be more useful to focus on the modalities and the schedule for
the consideration of the item in 1991. The organizations attached great importance
to the tripartite ccnsultation process involving. at an early stage, full
co-operation betwsen ICSC and UNJSPB. The procedure adopted for the comprehensive
review of pensionable remuneration for the Professional and higher categories
should also apply to the General Service and related categories.

Views of the staff representatives

52. The President of FICSA agreed with the proposal concerning the establishment

of a tripartite working group to consider the matter further. However, the primary
responsibility for this issue rested with the Commission and the Commission should,
therefore, establish a tripartite working group with the participation of UNJSPB if
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necessary. The working group should be mandate. to prepare docunentation and carry
out an examination c¢f the issue with a view to arriving at certain cptions for
submissicn to the Commission,

Discussion by the Commission

53. On the basis of & preliminary examination ¢of this matter the Commission
concluded that the comprebesive review of pensionable remuaeration for the General
Service and reiated categories of staff was a complex issue and in order to
undertake an in-depth examination of the problem, considerable time and resources
would be required. Bearing in mind that it was in the midst of comprehensive
reviews of conditions of service of the Professional and higher categories. the
Commission was of the view that it was not in a position to allocate the necessary
human resources to address the issue of pensionable remunerat’~n for the General
Service and related categories of staff in 1990. 1t therefore agreed that the
matter would be placed on its work programme for 1991 as a priority issue.

54. Bearing in mind the close relationship between pensionable remuneration and
pension benefits, the Commission was of the view that, as in the case of the
comprehensive review of psnsjonable remuneration for Professional staff, the stady
for the General Service staff should be also carried out in close co-operation and
consultation with the Pens:on Board. In view of this, and after ccnsidnration of
the request of the UNJSPB in this reyard, the Commission agreed trat a joint
preparatory working group ot some members of the Commission and the UNJSPB, similar
to that established for the comprehensive review of pensionable remureration for
the Professional and higher categories of staff, should be convene:. The
Commission further agreed that, in view of its own working methods, FICSA and
CCISUA should also designate one person to join that working group. The Commission
agreed that it would designate three of its members to participate in the working
group and invite the UNJSPB to designate six members as it had done for the
previous working group. The Commission further agreed that the mandate of the
working group should be similar to that of the working group established for the
comprehensive review of pensionable remuneration of Professional and high:r
categories of staff.

Decisions of the Commission
55. The Commission decided:

(a) To undertake in 1991, as a priority issue, a comprehensive review of
pensionable remuneration and consequent pensions for the General Service and
related categories of staff in close co-operation and consultation with the UNJSPB;

(b) To establish a joint preparatory working grovp of three members of the
Commission and six members of UNJSPB, with FICSA and CCISUA each designating one
member to join the working group;

(¢) To give the working Jroup a mandate to review the preliminary analysis
prepared by the secretariats of ICSC and UNJSPB and to develop the documertation
for submission to the first meetings in 1991 of the Commission and the Board:

(d) To invite a delegation designated by UNJSPB to attend the Commission's

August 1991 session so as to facilitate efforts to arrive at mutually agreed
recommendations for submission to the General Assembly at its forty-sixth session.
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56. The Commission was informed that the Pension Board, at its fortieth session
held in June 1990, had reviewed the arrangements agreed upon by the Commission and
concurred with them. The Board also designated six of its members, two each
represeunting the governing bodies, participants and executive heads, to participate
in the work of the joint preparatory working group. It was also noted that the
Pension Bcard had decided to convene a special session in February 1991 to comsider
tke documentation developed by the above-menticned group.

57. The Commission agreed that the meeting of the joint preparatory working group
would e held some time towards the end of January 1991. It also agreed to
designate t: ree of its members, Messrs. André X. Pirson, Omar Sirry and

M. A. Vellodi, to participate, in their individual capacities, in the deliberations
of the working group. As indicated in paragraph 55 (d) above, recommendations,
mutually agreed between the Commission and the Board, would be submitted to the
General Assembly at its forty-sixth session.
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CHAPTER IV
CONDITIONS OF SERVICE OF THE PROFESSIONAL
AND HIGHER CATEGORIES

A. Comprehensive review of the conditions of service of tue
Professional and higher categories

1. Housing and remuneration structures

58. In section I of its resolution 43/226, the General Assembly requested the
Commission to consider, among other alternatives, the division of the pay package
into its majcr component parts, ome of which would be housing. In response the
Commission cousidered during 1989 a number of alternative approaches to the current
remuneration structure, whichk consists of two elements, base salary and post
adjustment. Following a detasled enalysis, it determined that the possibility of
treating housing costs as a scparate element outside the post adjustment system
should be explored as a priority issue. However, when the Commission, in its

1989 annual report, informed the General Assembly that the matter required further
study and that it would report at the forty-fiftn session, the Assembly, in

section I of its resolution £4/198, having aoted with concern that it had not been
possible for the Commission to recommend the introduction of a revi+ 3 remuneration
structure for the United Nations common system, urged the Commission to complete
its consideration of all issues relating to the introduction of a revised
remuneration structure for the United Nations common system, including its impact
on margin considerations and on the housing needs of staff in hardship duty
stations, and to submit i.s final and complete ccnciusions to the General Assembly
at its forty-fifth session.

59. The Commission considered thiz matter at both its thirty-first and
thirty-second sessions, Bearing in mind the chronology of the events, the
consideration by the Commitssion at the two sessions is outlined separately below.

Consideration by the Commission at its thirty-first session

60. The Commission considered the repert of the Working Group established at its
thirtieth session to review all outstanding issues related to the remuneration
structure. The Working Group had examined the results of tests conducted by the
Commission's secretariat on the impact of removing housing from post adjustment.
The Group had examined three alternative remuneration structures. Under

structure 1 housing was to bo treated as a separate element of the remuneration
package for all duty stations. Under structure 2 it was to be treated as a
separate element for field duty stations only. In Europe and North America the
remuneration package was to be composed as at present of two elements, while at tne
field duty stations it was to be divided into three distinct elements as described
under structure 1 above. Structure 3 was essentially the current system following
iacorporation of the improvaments in the post adjustment system. The Workiug Group
further agreed that, if housing was removed from post adjustment, it would also
have to be removed from margin calculations, unless it was intended that housing
move freely everywhere except New York.
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Views of the organizations

61. CCAQ had analysed each of the three structures presented in terms of the
objectives of simplicity, cost-effectiveness, predictability, equity and
universality. That had led it to conclude, first, that structures 2 and 3 were not
viable options. With reference to structure 2, CCAQ believed that problems of
inter-city comparisons were not confined to field locations and thus took issue
with the premiie on which that structure was based. With regard to structure 3,
CCAQ was of the view that to superimpose "improved” weights on the existing system
would not fully address the shortcomings of the existing structure and could create
new strains and imbalances. In addition, CCAQ had serious problems from the point
of view of equity and administrative teasibility with a structure that would, in
effect, create two separate remuneration systems.

62, Structure 1 came closest to meeting the objectives of the review. A major
perceived advantage of the structure was that the housing allowance established
would better reflect actual market costs. It was, however, difficult to see how a
better reflection of actual housing cosis would emerge at the start-up of the
system. CCAQ also had concerns abcut the practical effects of the structure on
marg‘n considerations. A crucial factor was that adjustments to the allowance
would largely be effected independent of margin considerations. Unless there was
some flexibility in that area, it would be paradoxical to isolate the housing
element and then put a cap on it by subjecting housing fully or partially to margin
considerations. CCAQ further noted the potential difficulties arising from the
separation of housing in regard to both the basir for establishing levels of
pensionable remuneration and the adjustments of pensions over time.

63. CCAQ, moreover, was not convinced that the payment of a housing allowance to
all staff irrespective of ac.ual housing costs was an appropriate solutioa.
However, CCAQ recognized that it had earlier rejecte ! the reimbursement of actual
housing costs at duty stations with large concentrations of staff as
administratively unworkable.

64. Taking all the above factors into consideration, CCAQ had concluded that,
while structure 1 presented some advantages over the existing system and met some
of the desired objectives of a new remuneration structure, it did not satisfy all
those objectives and presented a number of risks. On balance, the disadvantages
and potential pitfalls of the structure outweighed its advantages. CCAQ had
therefore concluded that it would not be appropriate to pursue that option
further. CCAQ considered, however, that if housing were to remain within the post
adjustment system, means should be sought, as a matter of urgency, to improve the
way it was measured. That matter should be re-examined in time for the
Commission’'s thirty-second session.

Views of the staff representatives

65. FICSA concurred with CCAQ's request for the establishment of a tripartite
working group that should submit proposals conceraning housing to the Commission at
its next session. FICSA also agreed with CCAQ on the urgent need to improve the
rental subsidy scheme, particularly with respect to the amount paid, the duration
of eligibility and the group of staff to be considered. TLose suggestions would
simplify and bring greater clarity and transparency to the system, but would not
improve the conditions of service.
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66. In the view of CCISUA, tests had shown that a structure based on the
separation of housing from post adjustment could operate well and represented the
only overall solution to the problem ¢f housing. However, such a structure could
be supported only if certain conditions were met. As the Working Group had noted.
if hcusing was to be excluded from post adjustment, it also had to be exclu?ed trom
margin calculations. CCISUA could accept the new structure only if the Comuission
clearly reported to the General Assembly that the choice was between a structure
excluding housirg from post adjustment and margin control, and the current
structvre.

67. 1t was generally recognized that the present system was unsatisfactory and a
pew structure appeared to be the only way of overcoming present inequities. Should
the current structure be maintained, it was difficult to see how the fundamental
problems could be solved. CC'SUA would however participate in the search or
whatever improvements could be achieved in a more limited context, albeit without
much enthusiasm.

Discussion by the Commission

68. Members of the Commission noted that the recommendations of CCAQ had changed
substantially since 1CSC had last considered the gquestion of structure in 1989,

Oue member indicated that the staff had lost an important opportunity for improving
equity as well as for enhancing their conditions of service. .nother noted that
the grand design of a revised remuneration system as the outcome of the
comprehensive review was being replaced by a modified current system. Some members
welcomed the CCAQ position because it was based on a realistic assessment of the
problem. Nevertheless, there was general agreement that it was important that
discussion of the issue of structure should proceed on the basis of clear
explanations of positions adopted. Accordingly, & number of members sought
clarifications as to the reasons that had led CCAQ to present modified views
concerning remuneration structure at the current session.

69. In response to queries, the members of the Commission learred that the revised
position of organizations was based upoa a number of factors, the most important of
which were the inconclusive nature of the teit results and margin and pension
considerations. Some members of the Commission questioned whether the change in
position was not based more on disappointing test results than on questions of
principle regarding the structure, but that was denied by the Chairman of CCAQ.
Others suggested that the earlier revised structure proposals had reiated more to
taking the housing element out of margin calculations than to solving housing
problems per se. In that regard, on the basis of the explanation provided by the
Chairman of CCAQ and the discussion that ensued, it became apparent that no single
factor alone had led to a reconsideration of the relative merits of proposed
structures.

70. Some members indicated that they were not prepared to come to a final decision
on the choice of the remuneration structure at the thirty-first session. Rather,
they wished to understand the current proposals better and to return to them at the
thirty-second session in the light of the further elaborations that were

regquested. Members noted that, while the Working Group had fultilled its mandete,
not all outstanding questions regarding the three atructures had been answered. In
particular, the detailed modalities for margin control under structures 1 and 2
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were unclear. Mechanisms to slow down the movement ot housing costs at a time when
the net remuneration remained frozen as . r2sult of margin range considerations had
not been specified. Several members expressed the view that, if a housing
allowance was to be adjusted outside the margin range, the extent to which the
allowance would be pensionable would have to be considered.

71. Some members voiced concera that a decision might be taken havtily at the
current session. However, it was also noted that deferral of a decision to July
wo"1d result in logistical problems for the Pension Boari in fulfilling its role in
the current comprehensive review of pensionable remuneration of the Professional
and higher categories. Nevertheless, members in general agreed that it was
essential that a sound position on structure should be arrived at for
recommendation to the General Assembly at its inrty-fifth session. Accordingly, it
was roted that the Pension Board could nroceed with its work, taking iuto account
the possibility that the Commission might make a decision either for or against a
revised structure.

72. Commission members noted that the CCAQ propos. for a working group to

consider housing and structures had been supported by staff representatives. They
emphasized however that, should such a group be established, it should undertake 2
technical review of possible solution: to well defined problems. Accordingly, such
a group should first produce a coherent statement of existing problems in relation
to housing in the context of post adjustment system. The group should then review
the contribution that each of the three structures, hovever modified, could make to
a solution of the problems identified. It was generally agreed that the review
should provide an appropriate rationale for whatever recommendation ICSC at its
thirty-second session wouid make to the General Assembly at its fortv-fifth sessiou.

73. On the basis of those considerations the Commission decided to establish a
Working Group composed of members of the secretariat of ICSC, CCAQ, FICSA and
CCISUA to study further the treatment of housing and related issues under the
remuneration system. The detailed mandate of the Working Group is reproduced as
part A of annex VI to the present report.

Consideration ! he Commissi i hirty- 3 .

74. The Commission at its thirty-second session received the i1eport of the Working
Group that it had set up at its prior session. The Working Group report, together
with the report of the fifteenth session of ACPAQ, constituted the basis on which
the Commission continued its comnsideration of housing and remuneration structures.
The Working Group report presented a detailed statement of problems associated with
the treatment of housing under the present remuneration system as well as a summary
of advantages and disadvantages identified in respect of the structures 1, 2

and 3, In addition the report outlined an alternative for the treatment of housing
under the present remuneration system including modifications to the rental subsidy
scheme and to the measurement of housing costs in the post adjustment system.

75. The Working Group reported on the following problems associated with the
treatment of housing under the present remuneration system: inequity, imprecise
measurement, the difficulties experienced with the current rental subsidy scheme
and the effect of rising housing costs under a post adjustment freeze. The Working
Group also noted that, under the present remuneration system, rental subsidies were
paid only to staff members who rented their dwellings and homeowners were excluded
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from its application. The Group noted the implications for the rental/purchase
decision of a staff member but the issue of home ownership by staff members was
excluded from consideration as those matters went beyond its terms of reference. A
summary of the Working Group's considerztion of problems of housing in the present
remuneration system is provided in annex VI,

76. The relative advantages and disadvantages of the three alternatives to the
current remuneration structure that were proposed to the Commission for its
consideration “-re the subject of extensive discussions irn the Commission at its
thirty-first session (see paras. €8-73). The Working Group reported further on the
subject, which revealed that while each proposal had a number of advantages and
dizadvaniages it was not possible to arrive at au unequivozal position as to which
was the best structure in principle.

77. As a result of the work of tle Working Group the Commission had before it a
proposed set of measures for the improvement of the treatment of housing with the
present remuneration system. These measures may b: summarized as follows:

(a) The retention of the approach entailing housing comparisons as a general
rule. One erception would be small duty stations where such comparisons were
difficult:

(b) The use of post adjustmexnc indices based on gross razther than net reuts;
(c) A modifies rental subsidy scheme;

(d) The use of external date sources &and housing standards to provida
objective information on market prices for time-to-time measurements.

Views of the o:ganizations

78. The Chairman of CCAQ informed the Commissicn that CCAQ had carefully stud.ed
the report of the Working Group on housing and remuneration structure. On the
issue of an alternative for the treatment of housing under the present remuneration
system, CCAQ, after carefully taking into consideration the -iews expressed Ly
ACPAQ, reafrirmed its eazrlier conclusion that on balanze, housing should not Le
treated as a separate element of the remuneration packs 2. CCAQ welcomed the
proposed reantal supplement scheme as it would go a long way towards redressing the
anomalies, inequities and inadequacies built into the existing rental subsidy
scheme. Notably, (a) it removed the differentiation in treatment between
headquarters and field duty stations, (b) it provided more realistic eligibility
conditions, (c) by operating as a supplement rather than a self-finaucing subsidy,
it removed the dampening effect built into the current scheme, and (d) by using
gross as opposed to net rents in the calculation of PAIs, it would provide for a
better reflection of the housing elemeut. Those innovations responded to ccncerns
that CCAQ had expressed on a number of occasions. It was CCAQ's understanding that
a revised rental supplement scheme could be introduced at an early stage and before
almost all the other proposals for the treatment of housing in the post adjustment
system. The two issues, while interrelated, were independent of each other and
could be treated separatsly.

79. Referring to the proposals for tne treatment of housiag within the post
adjustment system, CCA( was of the view that the definition of what constituted a
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*small" duty station needed very careful censideration, which should extend to the
manner in which housing was treated in those duty stations and the method of
computing the post adjustment index at such locatiorns. The Chairman of CCAQ
indicated the need for the further elaboration of standards used in connection with
time-to-time surveys. Specifications to be used in conjunction with obtaining
market prices f.om external data sources would also need to be worked out with
precision. He eipressed satisfaction at proposals to move towards much greater use
of external data svurces which CCAQ has been advocating for several years.

60. It was observed that the use of gross rents rather thar n:t rents for the
calculation of post adjustrnent indices was a very useful step forward in the
process of finding a better way to reflect housing it the post adjustment system.
1t would clearly be necessary to introduce such a measure at the same time as the
new rental supplement scheme in order to avoid the downward spiral syndrome.

Views of the staff re¢presentatives

81. The President ot FICSA stated that one of the main objectives of the review
had been the elaberation of an equitable and durable rental supplement scheme that
would not be unduly inf . uenced by the situation cf individuc?! staff members. The
proposal to use gross instead of net rents for ¢stablishing re’ativities <as an
improvement., FICSA would nevertheless continue to Advocate the use of market
prices as the only objective basis. Gi:oss rents should be introduced graduelly in
order to avoid any disruptive efflects resulting from a change in methodology.
FICSA believed that there should no be differential treatment of staff at the D-1
«nd D-2 levels. FICSA reiterated i s earlier position that the separation of the
housing component from posc adjustme. was pot the remedy for the ailing
remuneration system. It was the Commission's responsibility to inform the General
Assembly that the present methodology of comparison with the United States civil
service and the operation of the post adjustment system within a'. outdated margin
range had yielded unacceptable results, i.e. insufficient levels of pay and
prolonged freezes. As long as annual salary increases for United States civil
servant: lagged pehind inflation, the maintenance of a margin would inevitably
result in a freeze; “ne bigger the difference between inflation and salary
adjustment in the comparator, the longer the freeze would last in the United
Natiuvns system. Given the evolution of United Nations remuneration and the serious
losses in purchasing power at most headquarters duty stations, the staff would
oppose any further freeze. The President of FICSA urged the Commission to find as
a matter of utmost urgency a healthy basis for the remuneration rystem by
considering, jnter alja, the inclusion of the private sector ir the comparison, the
redefinition of a realistic margin range or, alternatively, its abolition. To
maintain the present system would constitute a great danger for the continued
existence of the commnon system. He expressed his total disugreement with the
comments by a member of the Commission in paragraph 94 beluw questioning the
motives of the Working Group.

82, The representative of CCISUA stated that the comprehensive review of the
ronditions of service of the Professional and higher categories had been undertaken
jn order to refashion a remuneration system that had been seriously disrupted by
the incidence of external as well as internal factors, including the organization's
fivancial crisis. She said that, since housing seemed to be the major source of
difficulty, the initial proposal had called for the separation of this element in
the remuneration structure. Regrettably, this option had been discarded, largely
through fear of the unknown consequences which such a radical approach might have.
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Two main elements in the proposal vere identitied as being :losely related, namely.
the extension of the rental subsidy and the use of gross rents as a first step

- werds the use of market ratzs. The use of gross ronts was necessary in order to
correct the deleterious wffects ¢n salaries »f the downward spiral created by the
use of vet reats for PAl calculations. In her view it was now time for the Gereral
Assembly to understand that, given the constraints imposed or the margin, which, tin
turn, was determined by the vagaries of political Qucisions cn salary matters in
the comparator civil service, it was virtually impossible to rind a retionzi
overall solution to the problems of the remuneration system.

Discussion by the Comaission

83. Some members of the Commissica expressed disappointment with the report of the
Working Group. They believed the Group thould have further analysed each structure
proposed including questions of margin control and the calculation of pensionable
remuneration. To those members the Workinc Group uppeared ‘o have dismissed
structure 1, using arguments which were not corvincing to axl membersz. Somc of the
disadvantages listed were in fact the advantages that had led the Commission, in
the previous year, to ‘nform the General Assembly of its preference for a
structure, wherein housing was treated separataly. Some members still cthought that
a new system based on the exclusion of bousing fror post adjustment would solve the
problems of inter-city compariscre, equity and sim,.:icity. It was pointed out,
however, that a number of the key probiems councerning pension and margin were not
solely technical in nature.

84. Some members of the Commission also noted that in 1989 the Commission had
reported to the General Assembly the desirability of a salary structure that
separated housing from post adjustment comparisons. Other members however recalled
that the 1989 annual report to the General Assembly had not reported a decision but
rather indicated clear reservations about taking a position before completion of
further studies of problems related to that struct.re.

85. After hearing detailed explanations provided by the secretariat of the
Commission regarding technical and operational problems that had surfaced during
the testing and simulation phase of the several salary structures studies by the
several Working Groups, ACPAQ and the Commission, some members of the Commission
agreed that the separation of housing from the post adjustment system could lead in
practice to serious distortions and even to the disruption of the post adjustment
system. Others were of the view that they did not have sufficient information on
the Working Group’s report to decide either in favour or against the separation of
housing. The proposals of the Working Group did not solve all the problems and
would not represent a refo:r of the system, as envisaged by the Commission before,
but would contribute in fact to improving and simplifying the system and reducing
some inequities still exvisting in the system. One member was of the view that
housing should be sepa:ated from the remuneration package now.

86. TIhe Commissiou agreed that the presentation of the final report to the General
Assembly could rut be further delayed and that the proposals of the Working Group,
with some amendments proposed by ACPAQ and improvements introduced during the
session, should be adopted. Nevertheless, members believed that the Commission
should coatinue studying methods that could lead to the complete separation of the
housing component from other elements of the remuneration package.
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87. Some membere of the Commission inguired as to why the Working Gro:p had
recommended cthat rvcsz zdjustment measuremsants tor housirg perpuses shoxwld be based
upen housing prices rather tnam housing costs. 7t was explainud that ths Working
Croup recommenced *his ac a desirable chjective i the long run but that it was not
for immediete implementation as there wors & numher of cutstanding tecanicsl
problems as well as the likelikhood thar its svdden introduction covld have a
disruptive etfect on post adjuztment relativities. It was also indiceted that =11
othe¢r slemects of the post adjustrient sysfem were compared on the hasis of weighus
and prices vather than on costs. It was nousd the use of costs as opposed to
prices for houvsiug was ore «x the csuzes of ths downward spiral wihereby the use of
4gt rorts coavined with »ousling cost comparisons under cordicions of rising market
rents and rost adjustmeat [ozezes had led to a preogreasive reauction iu the
standard of horsing accommodat.cm. Corru:iscre bared or ~osts wern ~onvardyens
between unspecified amounts and qualizy of housivn at each dut statior. Jse of
pricez would require standerdized comparisoxs in terms of the important variables
of quality. location and size. Additiorally, the use of honsing prices as opposed
to costs vould bave thr avantage of providing abjective data reflecting maiket
realities. .resent vse of costs meant that the syertem was heavily dependent on
staff co-operation in surveys and even waen response raics were adequate the
resulcs suffered from circuiarity in that the housing scquired by staff members was
a function of their income levels yet those very .ncome levels were established by
a mechariem which in part was a function of the amount spent on housing.

88. Members siso inquired as to the rationale for changing from net to gross rents
in calculation of the housing costs component of the post adjustment index. It was
explained by the secretariat that the use of gross instead of net rents would
reflect correct relativities and that as the base is subject to margin control it
would not change as a result of using either gross or net rents but correct
relativities with other duty stations could only be ensured through use of actual
unadjusted (i.e. gross) rents for price relatives. ACPAQ had confirmed the
technical soundness of this arrangement. The need for the change arose because the
past use of net rents .or post adjustment caused a systematic divergence of gross
and net rents over time as new high rents reflecting recent intlation were directed
into subsidy payments rather than into the post adjustment indsx, which as a result
was artificially depressed as it reflected only net rents. It was also noted that
there were problems with the current arrangements as post adiustment was based on
net rents which were a function of subsidies paid, while at the same time subsidy
payments ware also a function of post adjustment levels. It was therefore
necessary to use gross rents (i.e. actual rents) as an external objective factor
for the determination of relative post adjustment levels. At the time of the
implementation of the new system, some duty stations with average suhsidies lower
than New York, including Washington D.C., would experience some reduction in post
adjustment indices, in the order of 1 to 2 per cent. However, the small decrease
would probably be compensated over time, because a time-to-time housing survey
based on gross rents would reflect more precisely the movements of market prices
for housing. The Commission also noted the secretariat‘'s explanation that the
impitation of gross rents for homeowners would have a small effect in the
calculations. Up to now housing costs for homeowners had been taken into
consideration both in weights and ratios for housing but the average net rent
calculatec or renters had been used to impute remts for homeowners. The proposed
change woul. result in a slight increase in the weights for housing in places with
a large proportion of homeowners and the effect would be similar tc the one
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referring to changes from net to gross rents in post adjustment calculation. At
the time of introduction of the system some reduction in the post adjustments was
expected in some duty stations, but if housing prices continued rising faster than
other consumer prices, the post adjustments would increase slightly faster over
time.

89. Questions were asked 1ega:rding the arnticipated provisiouns ¢f a revised -ental
subsidy scheme. In particular, inquiries were made as to why headquarters and
field schemes should be treated equally, and why the regressive time-limited
subsidy formula for headgquarters should be modified to reflect the same provisions
as exist in the field. It was recalled that the present headquarters formula
provides for reimbursement of 80 per cent excess rent above threshold levels for a
two-year period, followed by 60 per cent the third year, 40 per cent for the fourth
veer and 20 per cent for the fifth year. It was pointed ocut that a difference of
treatment for the two areas was a departure from the principle of maintaining
equitable treatment through equalizing purchasing power parity at each duvty
station. The Commission noted that the Working Group had reported on the problems
associated with the operation c¢f{ the existing rental subsidy schemes in the field
and at headquarters. The Working Group had noted that while the headquarters
scheme included a time limitation and a regressive reduction in subsidy amounts
over a five-year period, the field scheme had neither. The Working Group had also
reported that, while the purpose of the scheme was to provide relief for staff
facing rent-to-ircome ratios higher than the average, the scheme at headquarters
systematically undercut its own purpose owing to the automatic operation of the
regressive formula and the time-limits. Consequently, the withdrawal of rental
subsidy support from staff who still faced rent-to-income ratios above the average
meant that the basic tenet of equity was not well served. The arrangement led vro
actual hardship in some cases, with staff being forced to move from their
accommodation 2s rental subsidy provisions either expired or diminished. Some
members of the Commission did not agree with the Working Group that the staff at
headquarters and field duty stations should be treated in the same way for the
purposes of rental subsidy scheme.

90. As regards the recommendation to discontinue use of a regressive reimbursement
formula at headquarters, it was also explained that this was necessary as
experience had shown that the arrangement undercut the purpose of rental subsidy,
which was to promote equity among renters at a duty station regardless of their
arrival date. Other disincentives against the acquisition of unnecessarily
expensive housing alreudy existed. These contiols or disincentives were as follows:

(a) Staff members have to contribute a minimum of 20 per cent of exces3 rent:;

(b) Thresholds were set 2 percentage points (of income) above the averzge of
gross rents;

(c) The maximum reasonable rent system explicitly precludes the rental of
expensive housing of a size or cuality inappropriate for staff,

In addition it was noted that the time-iimit of five years and the automatic
regressive reduction of 80 per cant to 0 per cent as regards subsidy of excess
rents would, under certain circumstances, occur before the staff members’
rent/income ratio had fallen naturally to the level of the rent/income ratio
implicit in the post adjustment level. 1In this regard the Commiassion noted that
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the Working Group had reported that the original proponents of the headquarters
scheme had believed that in the 1lcng run as newly arriving staff members remained
at the ducy station beyond the fire-year cut-off period and ceased to bemefit from
the rental subsidy schems becduse of the time limita.ions and the regressive
formula, their higher than average rents would eventually lift the post adjustment
index. However, as the introduction of the headquarters scheme was soon followed
by a freeze, incomes did not rise sufficiently vis-a-vis housing costs with the
result that the newcomers' rent-to-income ratios 4'd not fall over time as had bien
assumed. As a result of the freeze the rental subsidy scheme had to be modified to
extend the time limitations on benefits. Nevertheless, the rent-to-income ratios
of newcomers :3mained uncomfortably high even as they remained at the same Jduty
station beyond the five-year cut-off period, wi *+ the result that scme had *o move
to cheaper accommodations at the end of their eiigibility period. Further, the
fact that gross and net rents had diverged rather than converged over time meant
that place-to-place housing cost relativities were distorted by the use of net as
opposed to gross rents in the post adjustment index. In effect the headquarters
rental subsidy scheme by virtue of its design had reinforced the downward spiral as
the current regressive formula deprived the staff member tacing higher than average
rents of needed support before he or she had the chance to adjust normaliy. Such
aormal adjustments could be anticipated when income rose faster than rents, as is
usually the case, due to annual within grade increments and the normal operation of
the pos- adjustment system in response to inflation.

91, Members noted that due to problems of comparison of housing in zmall duty
stations it would be appropriatz to make different arrangements for handling
housing costs. The specific arrangements that would best meet the needs of these
exceptional situaticas were however a matter of comsiderable discussion. An
alternative to the Working Group proposal was considered whereby comparisons would
not be made on a place-to-place basis but housing provision would be maintained
inside the post adjustment system using locally based time-to-time housing
indices. However, it was felt this could not be pursued as it relied upon the
existence of data which was not generally available at such duty stations. The
arrangements for reimbursement of housiny cor.s up to a reasonable maximum were
therefore preferred. However, it was noted that such arrangements should be
pursued only on an experimental basis so that a determination could be made as to
the effectiveness of the arrangements.

92. Several questions were asked as to the controls that would exist in the
modified system to keep costs within reasonable bounds. The members were informed
that the matter had been considered both by the Working Group and by ACPAQ and
could be considered under four headings:

(a) Time-to-time comparisons;

(b) Housing standards;

(¢) Place-to-place comparisons;

(d) Rental subsidy provisions.
As regards the time-to-time comparisons, it was observed that the time-to-time

indices based on external Gata were to be structured so that they related to the
areas whare most of the staff live, the size and type of dwellings in the index

-25-



would reflect the structure of the United Nations population, and the rents would
include a mix of both newly rented and longer-te'm rental propertiss. In other
words the index would be linked to reality rather than to aspirations. As regards
housing standards, those would be controlled through careful specification of
entitlements by family size, locations used, the type of facilities and the
applicable income levels. Those specifications would ensure that the housing
standards, when applied to the maximum reasonable rental provisions of the rental
subsidy scheme, would be objective and act as a disincentive against acquiring
unnecassarily expensive housing. In addition it was noted that the place-to-place
housing comparisons would continue to be made by survey of the actual United
Nations population.

93. As regards evaluation of the new rental subsidy arrangements at headquarters,
it was agreed that careful monitoring of the results was essential to preclude the
possibility of lona-term problems arising again from the system operating in an
unintended manner. Accordingly, the headquarters scheme was agreed to on an
experimental basis with evaluation to be undertaken after a full three years of
operation. Members insisted that no changes in the provisions could form the basis
of acquired rights.

94. After recalling the views expressed earlier by the Commission on the
separaticn of the housing component from the remuneration structure, 7/ one member
of the Commission disassociated himself from the consensus reached by the
Commission on the partial corrective measures for the treatment of housing given
their uncertain impact and the difficulty of gauging their possible repercussions.
The measures proposed, he added, did not constitute an adequate, global response to
General Assembly resolutions 42/221 and 43/226 dealing with the comprehensive
review of the remuneration structure and, in particular, of the housing component.
In his opinion, the Group, because of fear of the unknown, the weight of disparate
vested interests and a concern to prescrve the present level and procedures for the
establishment of pensionable remuneraticn, had prematurely set aside the
possibility of separating, either totally or partially, the housing component from
the remuneration Structure., Uafortunately, in the long run the international civil
service as a whole would suffer from such a lack of foresight. A member of the
Commission expressed the view that those comments were an unwarranted attack on the
motives of the Working Group and, therefore, inappropriate in a techmical
discussion of the issue.

Recommendations of the Commission

9S. The Commission invited the General Assembly to note that, under its statutory
authority, it was empowered to take decisions concerning post adjustment and rental
subsidy matters, However, bearing in mind that its proposals outlined below in
this area form am integral part of the overall conditions of service of the
Professional and higher categories of staff arising from the comprehensive review
and that significant financial implications were associated with these proposals,
the Commission consicered that it would be appropriate to make recommendations to
the General Assembly concerning the treatment of housing withir the remuneration
system and the revised rental subsidy scheme. In view of the above, the Commission
decided to recommend to the General Assembly that:

(a) The treatment of housing within the remureration system should be
improved by a series of measures focused to distinguish between duty stations where
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nousing could be maintained within the post adjustment system and those duty
stations where housing should be separated trom the post adjustment system.

Housing should be maintained in tae post adjustment system in Group A duty stations
covering headquarters, North American and European duty stations and field duty
stations vhere housing comparisons could be made without serious difficulty.
Housing would be excluded from the pust adiustment system for duty stations in tke
field where valid housing comparisnns were difficult or impossible. These would
constitute Group B duty stations.

(L) The treatment of the housing component iu the calculation c¢f post
adjustment indices at Group A duty stations would be as follows:

(i} Place-to-place comparisons of housing costs would be retained as an
irtegral part of the prst adjustment system;

(ii) Post adjustment indi would incorporate housing cost relativities
derived from gross, iu place of net rents, so as to reflect correct
place-to-place hous:ng cost relativities. Iu the case of homeowners
imputed gross rents would be usec;

(iii) Time-to-time adjustment of the housing component of the post adjustment
index would be governed by housing price indices using external data as
recommended by ACPAQ and as defined as follows:

a. The areas covered must meet accepted standards in terms, inter 2lia,
of safety, commuting distance, the availability of shopping and the
adequacy of puklic services and should, in principle, be areas where
most of the staff currently in the duty ctation reside;

b. The size and type of dwellings should retlect the structure of the
common system population, the existing combination of common system
renters and homeowners for the areas selected, and should not be
below minimum housing standards in terms of dwelling size relative
to household size;

c. If feasible, rents used for computing housing relativities should be
obtained for both newly rented and other dw 1llings:;

4. If feasible, the index should be wsighted tc reflec. characteristics
of the common system population in the selected areas as regards
size and type of dwelling and the period of residence in the
dwelling. The components should be those already included by
decision of the Commission;

(iv) Revised rental subaidy scheme: at Group A duty astations eligible staff
members would be entitled to rental subsidies. A unified revised reantal
subsidy scheme would apply at both headquarters and field locations where
housing comparisons are carried out through the post adjustment system.
However, at the headquarters locations the revised scheme would be
applied on an experimental basis subject to a full review and
modiiications as appropriate after three full years operation. Under the
revised scheme the current regressive reimbursement formula at
headquarters (80, 60, 40, 20 per cent) would be replaced by a uniform
80 per cent reimbursement rate. This reimbursement rate would remain

-27-



(v}

(vi)

applicable until che rent/income ratio of a staff member fell to the
level of the threshold. Hence no predefined time-limit would be attached
to this beuefit and consequently the current five-year limitation period
would be discontinued. The revised entitlements would be instituted for
Leadquarters and other North American and European duty stations on an
experimental basis and whuld not be deemed to constitute acquired rights;

Maximum reasonable repts (headguarters and field): rental subsidy
payme ts for staff from P-1 to D-2 would be subject to maximum reasonable
rents which would be set at a point equivalent to three quarters of the
range of rents applicable for the duty station as determined by external
ources using specifications based upon the duty station housing standard
(see (f) below). Application of this disincentive to acquiring
uunecessary and luxurious accommodation would mean the present rule
limiting the maximum subsidy to 40 per cent gross vent would no longer be
necessary;

Housing standards (headquarters and field) would be developed by the ICSC
secretariat for use in connection with the time-to-time updating of
housing costs as well as for determining maximum reasonable reats for the
housing schemes. The elements of these for each duty station would be
based on the following:

a, Application of an appropriate hc.sing standard to relate dwelling
size to family size;

b. Type of facilities - furnished/unfurnished;

c. Type of dwelling - house/apartment;

d. Location defined to ensure that the ACPAQ criteria as regards
security, commuting time, adequacy of public services, etc., are

adeguately met;

e. Quality defined to ensure that any sub-standard dwellings were
excluded;

Threshold levels (headquarters and field): a simplified method would be
used to calculate these in the future by adding 2 percentage po‘sats to
average gross rent-to-income ratios;

Bligibility (headguarters and field): eligibility for rental subsidy
payments would be as shown below:

a. Those already in receipt of rextal subsidy at the time of
introduction of the new scheme;

b. Newcomers to the duty station;

c. Those forced to change accommodation owing to changes in the family
size;
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d. Those forced to moved as a result of the deterioration of security
in the current location;

e. Those wishing to move to housing of an acceptable standard from
their current accommodation below the defined standard:;

£, Force majeure situations, including forced eviction, demolition,
conversion to co-operative/condominium and a combination of
unreasonable rent increases linked with a resulting rent/income
ratio above threshold levels.

(c} TIreatment of housing at Group B duty stations

(i) 1These duty stations could be identified using as criteria the presence of
some or all of the following, or sirilar, conditions:

a, Small numbers of staff at a duty station;
b, High staff turnover at the duty station;
c. Widely disparate housing costs;

qa. Covernment-provided housing;

(ii) Housing costs at each duty station would be reimbursed up to a2 reasonable
maximum and the post adjustment index would be calculated using the
following procedures:

a. A PAI would be calculated on the basis of comparisons of prices of
all items of expenditures, except housing;

b. Actual housing costs incurred by staff members would be reimbursed
fully up to a reasonable maximum determined in accordance with the
market rates and the family situation of the staff member;

c. The total remuneration package of the staff member would consist of
base salary, post adjustment, as appropriate, and reimbursable
housing costs, it being understood that the sum of those elements
would be subject to a floor equal to base salary;

(iii) To start with, these experimental arrangements would be implemented at
approximately 25 duty stations in the field, to be selected by the
Chairman of the ICSC in consultation with the organizations and staff.
The selection would be on a broad geographical basis including some duty
stations where external data sources are available.

96. The revised procsdures for the treatment of housing at these duty stations
would be subject to review and evaluation after a full three years of operation.
On the baais of the experience gained, the ICSC would consider modifying the
arrangements as appropriate, in particular in reviewing the criteria in
paragraph 95 (a) above. Entitlements provided under this scheme would not be
recognized as constituting any acquired rights.
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Financial implicstions

97. The Commission noted that its recommendations would result in some financial
implications. The estimated financial implications considered by the Commission
were calculated on the basis of the best available information. These cslculations
were also based on a number of assumptions that had tc be made in the absence ot
actual data. The latter element underscores the very tentative nature of the
estimates and the amounts shown below should be regarded as indicative rather t'an
definitive.

$US million
(a) For those already in receipt of rental subsidy
and newcomers:
(i) Reimbursement at 80 per cent for all
[recommendation (b} (iv)] 1.2
(ii) Elimination of the 40 per cent
limit for payment of subsidies
[recommendation (b) (v)] 0.3
(b) For staff moving to mo.e appropriate
dwellings {recommendation (b) (viii)] 1.3
(c) Elimination of the time limitation
[{recommendation (b) (iv)] 1.0
{d) Full reimbursement up to reasonable maxima
at Group B duty stations
[recommendation (¢) (ii)] costs 1.0
Total 4.8

98. The substitution of gross for net rents in place-to-place comparisons would
generally have little effect on relativities between other headquarters duty
stations and New York. Consequently, no significant increase in costs was
anticipated. It was noted that it might be possible .o achieve some small savings
because the relativities for housing costs between New York and some duty stations
could go down with the above substitution. It was, however, noted that it was
possible that the New York/Washington, D.C.., cost-of-living differential would
widen by between 1 and 2 per cent. The impact of the change in the

New York/Washington, D.C., cost-of-living differential would only be felt if the
margin were at either the lower or the upper limit of the range. It is conceivable
that in view of the margin range considerations the granting of a post adjustment
increase, which becomes due in New York, may have to be postponed by a few months.
If the cost-of-living differential between New York and Washington, D.C., widens
by, say, 1 per cent as a result of the use of gross versus net rents, then the
period of postponement may be shortened by one or two months. Consequently, the
anticipated savings in costs associated with the postponement would be reduced.
The Commission estimated that in the event the above situation occurred, there

would be a one time cost of some $3.2 million in terms of sa.aries and pensionable
remunaration ralating to 2 1 ner cent wideninga of the cost-cf-1iving Aifforontial

GasalTThCIGA,
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2. Overview of allowances and the granting of expatriate
entitlements to staff members livi g in their home
countries while stationed at «uty stations located in
another country

99. 1In its resolution 43/226, sect.co II1,B, the General Assembly had requested
the Commission to include, as an irt':gral part of the comprehensive review, a s:udy
of the purpose and conditions ¢* & education grant and the purpc:.e and methodology
for dependency allowances for statf in the Professional and higher categories. The
Commission's considerationr of the various allowances for the Professional and
higher cetegories of staff was reportec in its fifteenth annuval report. 8/

100. In its resolution 44/198, section .G, the General Assembly requested the
Commission to collect the necessary information on the practices of the
organizations of the United Nations common system regarding the granting cf
expatriate entitlements to staff members living in their home countries wkile
stationed at duty stations located in another country in order to assess the
feasibility of harmonizing practices among organizations. The Assembly also
requested the Commission to reconsider the methodology for the determination of
dependency allowances in the light of the tax practices of the comparator. It
further requested the Commission to provide an overview of the package of common
system allowances, including the level, rationale and procedure for review of each
allowance, inter alia, by reference to the package of allowances provided by the
comparator, and to report on these matters at its forty-fifth session.

Views of the organjzatiops

1.", The Chairman of CCAQ noted the factual catalogue of allowances and benefits
available to staff of tlLe United Nations system by reference to those provided by
the comparator. The format of the presentation was useful. As regards the General
Assembly's request for a review of the methodology for the determination of
dependency allowances, he recalled the Commission's decision to examine the matter
only when the necessary tax data had been provided by the comparator. Since that
information was not yet available, CCAQ assumed that no further action would be
taken on the matter at the present stage.

102, With regard to the granting of expatriate entitlements to staff members Iiving
in their home country while serving at duty stations in another country, he rpot->:d
that the issues raised were complex and required further reflection by all
concerned.

we i

103. The representative of FICSA stated that the Federation would need to devote
considerable time to study the matter of the overview of allowances, which had rot
been possible due to the late distribution of the document. That referred in
particular to that part of the document dealiug with expatriate entitlements, which
required careful review, including the legal aspects and the jurisprudence of the
Tribunals, FICSA had always advocated the use of a total compensation methodology
in comparing entitlements in thz United Nations system and those in the United
States federal civi) service, and it objected to a piecemeal approach such as that
taken in the document under discussion. The information to be presented to the

General Assembly must be complete and factually correct to make any meaningful
comparisons.
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104. The President of CCISUA regretted that the General Assembly had not appreved
the Commission's proposal establishing the children's allowance as a pe:centage of
total pay at the duty station, which would have ensured automatic cost-of-living
adijustments. As regards the review of 2ependency allowances requested dy the
Ascrembly in its resclution 44/198, CCISUA felt that the current practice of basing
sucial benefits on an average of headquarters duty stations remained veslid. CCISUA
strougly felt that the social beuefits between the Professionals and the General
Service staff should be equalized through these various allowances. The issue of
the expatriate entitlements, he felt, should be examine:. more closely from the
poeint of view as to why some organizations graant these entitlenments while others do
not. The representative of CCISUA stated that the true comprrator of the United
Nations was the foreigr service of the United States.

Discusgion by the Commission

195. The Commission observed that the mandated review of dependency allowances in
the light of comparator tax practices could proceed only on the bisis of careful
and detailed analysis of those tax data. lembers took note of the preliminary
analysis provided by the secret=rizt and of the indication that comparator tax data
were no: yet available. Accordingly, it was agreed to revert to the matter as soon
as the necessary information had been provided by th. comparator’'s tax authority.

106, The Commission examined the detailed information regarding various allowances
applicable to the United Nations staff from the Professional and higher categories
and their counterparts in the comparater civil service. This information is
provided irn annex VII.

107. As regards the request of the General Assembly to collect the necessary
information oa the practices of the organizations regarding the granting of
expatriate entitlements to staff members living in their home countries while
stationed at & duty station located in another country (see annex VIII}, with a
view to assess the feasibility of harmonizing practices amung other organizations,
the Commission concluded that this wa< a delicate and complex issue. It noted that
that specific issue and any rec~mmena.'. ons relating thereto would result in
implications primarily for French » .ti.n2i +ssigned to Genesva and living ir
V:anrze. The Commission noted that the sta rules and regulations of the
srg-nizations Aiffered in this regard. It furth.r noted that the United Nations
sa? its affiliated programmes fuilowed the United Nations staff rules and
regulations, which did not grant expatriate entitlements to their staff members
falling in the above category. Some of the other orjanizations, however, granted
such entitlemencs to their staff falling in the above category. ‘hese
organizations aud the rumber of staff ..embers affected were as follows:

Organization No, of staff affected
ITU 12
WMO 6
WIPO 11
1LO 35
WHO 50
IAEA 1
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106. Some members of the Commission were of the view that in view of the
complexities surrounding this matter no hasty decisior should be taken, as such &
decision would result in serious consequences including appeals before the
tribunals. Others felt, however, that in spite of the delicate nature of the
subject and legal implications, a proposal could be submitted for the organizations
listed under paragraph 107 above to harmonize ! 1eir practices concerping expatriate
entitlements for nationals living in their own country and assigned to a duty
statiou outside their country with those of the United Nations. A proposal was
made that would protect the acquired rights of serving staff memlers while
discontinuing this practice for staff who joined the system on or after

1 January 1991. On balance, however, the Commission concluded that the matter
should be studied further ir close consultation with the legal departments of the
organizations.

Decisions of the Commission
109. The Commission decided:

(a) To take note of the preliminary report of the secretariat on the
treatment of dependency allowances and it agreed to revert to the matter as soon as
the necessary tax data for the comparater country becomes availabie;

(b) To present the information regarding the allowances applicable to the
Professional and higher categories of staff of the common system and those for the
comparator civil service, as outlined under anter VII, to the General Assembly;

fc}) To study the issue of expatriate entitlements granted to staff livirg in
their home countries while assigned at duty stations located in another country in
ciose comsultation with the organizations with & view to submitting a report
therecn to the General Assembly at its forty-sixth session.

3 Couditions of service of the Assistant Jecretarv-General
and Under-Secretary-General and equivalent levels

110. The confitions of service of the Assistant Secretary-General and
Under-Secretary-General and equivalent levels were reviewed by the Commission as
part of its review of the conditions of service of the Professional and higher
castegories in 1989. Further study of tuis item was deferred to 1990.
111, The Commission therefore reviewed the following issues:

(a) Pay comparability;

(b) Housing;

(c) Ponsions;

(d) Allowances including re esentation (hospitality) allowances.
In this review the secretariat drew the Commission's attention to the following

functional characteristics as being peculiar to the #SG/USG levels of Assistant
Secretary-General and Under-Secretary-General:
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{a) These were fixed-term appointments and iu many cases of a relatively
short .Luration;

(b) The appointments were for positions that included, in some cases, a
representational component as an integral part of functional responsibilities;

{c) The appoirtees were predominantly govermment nominees on some form of
secondment, often i. “he case of the United Natiuns, from the diplomatic service.
Annex IX provides ~ hreakdown of sources of recruitment of the current Assistant
Secretaries-General and Unoce)-Gecretaries-General levels of the United Nations as
at 3. May 1990;

(d) The appointees were senior in tcrms of qualificelions, experience and age.

112. the Chairman of CCAQ noted that while there was a similarity among the staff
who were employed as Assistant Secretaries-General and Under-Secretaries-Gene:ral in
the United Nations in different locations, there was much less similarity among the
staff members in the higher categories who were employed in other organizations.
For examnle, while Assistant Secretaries-General and Under-Secretaries-General were
often appointed from outside Lhe United Nations on a political basis, senior staff
in the specialized agencies were often either elected by the governing bodies or
became assistant or deputy Director: -General at the end of a long career. As a
result of the diversity among staff whc¢ should be covered by the current review,
but who were not referred to in detail in it, CCAQ found it difficult zt the
current stage to make substantive comments. Moreover, before CCAQ could comment
furcher, the issues raised would need to be looked at L+ ACC where this matter
would also need to be discussed on a common system basjis

113. The representative of UNESCO stated that s nunber of positive proposals were
addressed in the Cuommission’'s review, waich, if recommended by the Commission and
approved by the General Assembly, would go a long way to improving the conditions
of service of common system otficials of the Assistant Secretary-General and
Under-Secretary-General level:z. He emphasized in particular the need to eusre
that the senior officials concerned had affordable housing facilities commensurate
with the exigencies of their important responsibilities and functions. The
representative of 1TU indicated that as far as the scope of the current study was
concerned, the Commission's consideration should be limited to Assistant
Secretary-General/Under-Secretary-General and equivalent levels and not extend into
the conditions of service of other ungraded officials. Such officials were on
terms of service determined by the governing bodies of their orgaunizations and in
many cases were elected rather than appointed. The representative of the United
Nations welcomed the proposals and said that he believed that they represented a
useful basis for pursuing very necessary improvments in an area which had
«ufortunately been neglected to date. The staff representatives did not present
views on the subject.

Views of the Pension Board
114. The Commission was informed by the Secretary of the Pension Board that under
the Board regulations only the Secretary-General of the United Nations was not

included as a staff member {with six months or more of service); all other staff
members above D-2 level were included. He also recalled that in 1987 when the
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Commission had made recommendations with regard to As:i-tant Secretary-General/
Under -Secretary-General pensionable remuneration leve.s, the G neral Assembly had
not questioned its jurisdiction although it disagreed with its recommendation at
the tima.

Discugsion by the Commission

11%. The Commission discussed its authority to make recommendations on this item,
noting that all salary scales for the Professional and higher categories
recommended by ‘e Commission contained levels for Assistant Secretary-General/
{nde1 -Secretary-General. Furthermore, recommendations made by the Commission on
all allowances applied to this group of staff. With regjard to the representation
allowance, which was set prior to the establishment of the Commission, both
articles 10 and 11 could be interpreted to include the Commission's jurisdiction in
thi: regard.

116. The Commission recelled that it had carried out several grade equivalency
studies with the comparator to determine whether net remureration levels at the
Assistant Secretary-Geuneral/Under-Secretary-Gencral levels were appropriate
vis-a-1is those of the comparator. Efforts at establishing grade equivalencies had
tailed. however, since neither the comparator nor the Uni.ed Nations common system
maintrined s grading system for these levels. Grading systems were not maintained
because each position wes unique, thereby making comparison virtually impossible.
Several Commission members, nevertheless, suggested that another grade equivalency
attempl cou’d be considered with greater emphasis on general relationships rather
than job-to-3¢b comparisons.

117. The Commission reviewed data that showed that at D-2 levels, from which
Assistant Secretary-General/Under-Secretary-Geieral levels were extrapolated, tne
net remunerscion margin was much uc.vrower than at lov-- levels as shown in

annex X. Some Commission members conside:ed that this information suggested that
the ront of the problem existed at the D-1/D-2 remuneration levels rather than at
the As-istant Secretary-General/Under-Secretary-General levels. In their view if
the pr »lem were corrected at the D-1/D-2 levels, then whatever problem might exist
at the Assistent Secretary-Gemeral/Under-Secretary-General ievels wouléd also be
corrected since these levels were determined by extrapolation from D-2. 1In such a
sicuation the differentials used for extrapolation above D-2 could be maintained
unchanged.

118, With regard to housing, the Commission considered that there was a case to be
made for those officials who, as a result of work requirements, need~d to maintain
larger, better quality housing in close proximity to their wock location than was
currently possible. It further noted that at the Assistant Secretary-General/
Under-Secretar;-General levels little or no benefit was derived from the rental
subsidy scheme o- its proposed revision. It was proposed that further changes in
the rental sabsidy would be necessary if any impact was to be made on the problem.

119. A number of members observed that there may be some comnection between the

current inadequate housing arrangments and the practice of some officials in
accepting supplementary payments. In a number of instances it appeared that
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supplementary payments were directed towards providing senior officials with a
better standard of hcusing than could be acquired under present remuneration
arrangements. Accordingly, some members believed that the provision of more
adequate housing for staff at that level would help .olve the problem of
supplementary payments. Nevertheless, skepticism was expressed by a few members on
this point, as they believed that some supplementary payments would continue to be
paid and received even after more adequate housing arrangements were provided.

120. Members agreed that, should a decision be made to improve housing arrangements
for those at the Assistant Secretary-General, Under-Secretary-General and
equivalent levels, the most appropriate means would regquire that (vecutive heads be
authorized to exercise judgement as to the need for such arrangements on &
case-by-case basis. The Commission believed that the General Assembly and the
legislature bodies of the other organizations may therefore wish to grant the
necessary authority to the executive heads of the organizations to determine which
senior officials should be entitled to suitably located and larger a2ccommodation
than that strictly commensurate with their family size. Precise guidelines to meet
the needs of each orgamization would best be developed by each organization on the
basis ot their respective needs.

121. Once it was determired that the particular sernior official war entitled o
rent a larger dwelling at a suitable 'ocation as a result of the nature of the
functions, then 2 substantial portion of the extra cost associated with the
acquisition of such accommodation should be reimbursed by the organization.
Arrangements for such reimbursemeat wourld be made by placing a limit on the amount
of the rental subsidy received and not through the amount of rent paid. In this
regard the Commission was of th& view that the maximum amount of rental subsidy
paid to an official falliag in the alove category could equal 75 per ceut of the
threshold rent for the ofZ:cial concerned. Some examples of the application of
this formula may be found ir annex XI.

122. With regard to pensions the Commission noted that some officials at the
Assistant Secretary-General/Under-Secretary-General levels were appointed from
ex-ernal sources while others rose to these positions after a significant lenyth of
service at lower levels within the common system. The Commission counsidered the
proposal for a dual pension system at these levels with short-term officials paid a
pension benefit in lump sur upon leaving the service while those with full careers
would receive a pension benefit as at present. The Tommission did not, however,
feel that it had sufficient information to deal with the issue at its current
session.

123. The adequacy of represeatation allowance was perceived by some members of the
Commission to be a problem as far as the United Nations organization was
concerned. The information on United Nations allowances before the Commission
indicated that there had been nc adjustment in representation allowances for over
15 years. However, members also noted that a diversity of needs and practicss
existed hetween and within organizations. While it was appreciszted that in a
number of organizations there could be some representation function for some
Assistant Secretary-General/Under-Secretary-General level officials, the
requirements were not uniform, Accordingly, it was recognized that the gquestion of
the appropriate level and modalities for providing hospitality allowances for
representational functions were not susceptible to common system treatment, and
would best be haudled by executive heads exercising their own judgement under the
guidance of their own respective governing bodies. Members therefore decided that
Gc point would be servad hy swamining tha matter in greater detail.
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Decigions gnd yecommendations of the Commission
124. The Commission decided:

(a) That no ection was required at the present time with respect to pay
comparability;

(b) To recommend to the General Assembly that revised housing arrangements
for those at the Assistant fecretary-General, Under-Secretary-General and
eguivalent levels be estallished as follows:

(i) Executive heads would be authorized to exercise discretion to approve the
granting of such subsidy arrangments to those at the Assistant
Secretary-Gensral, Under-Secretary-General and equivalent levels in cases
where such officials needed to rent suitably sized and located
accommodation;

(ii} The current arrangements, whereby a limit is placed on the maximum
allcwable rent for the purposes of calculating rental subsidies, would be
replaced by new arrangements whereby eligible officials would receive a
maximum rental subsidy amounting to 75 per ceat of the threshold rent for
the individual concerned \for further details see annex XI);

(¢) To inform the Cencral Assembly that the Cormission had made a preliminary
review of the proposal fcr alternative more flexible pension and end of service
uwrrang ents, but had concluded that no further work should be pursued in this
regard without the receipt of additional information on the subject:

(d) To inform the General Assembly that, aftar study of the representation
allowances, it was determined that the matter was not susceptible to common system
treatment and would hest be handled by the executive heads under guidance from the
governing bodies of their respective organizations.

4. Review of post adjustmept indices et headquarters and
other Furopean and North American Cuty stations

125. The Commission addressed the General Assembly's request, contained in its
resolution 44/198, for the Commission to reconsider its decision on the procedures
for reviewing post adjustment classifications for cost-of-living increases at
headquarters and other European and Worth American duty stations.

views of the organizations

126. The Chairman of CCAQ expressed the organizations' coutinued support for the
Commission's decision regardiag the review of the post adjustment classifications
and urged the Commission to reiterate that decision in order to creste greater
stability in take-home pay. He stated that concern over the management of the
margin was an added factor in CCAQ's support for that decision. He expressed the
view that the time had come to introduce movements of pouvt adjustment in multiplier
points (i.e., in partial classes) at the base of the system in order to manage the
post adjustment system effoctively. The Chairman of CCAQ expressed the view that
in accordance with the Commission’'s decision under review, post adjustment
increases should not trigger any further increase until eithor another full
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% pexr cent movement in the index had been recorded or a further 12 months had
elapsed, i.e., the two should not be cumulative.

Views of the staff representatives

127. The President of FICSA and the representative of CCISUA strongly urged the
Commission to maintain its decision on the procedures for the time-to-time review
of post idjustment classifications at headquarters and other European and North
American duty stations. The Commission's attention was drawn to the special
importance of the decision for those duty stations with low inflation rates.

128. The represeantative of CCISUA also stated that it would be unfair to reduce the
take-home pay of staff to compensate for freezes on post adjustment and other
measures appl.ed in the past.

129. FICSA and CCISUA wer ~f the view that the normal operation of post adiustmen
system would facilitate the e.imination of the differences through adjustments of
the index for nt.iation.

. jon ) he Commissi

130. The Commission recalled that under the current system the index had to move by
a full 5 per cent or one class before any adjustment for inflation was made. It
was recalled that under the present system partial post adjustment classes were
granted for currency fluctuations. Hcwever, as regards inflation, increases were
only g-anted when the iudex had moved a full 5 per cent over the previous level.
The decision under review would result in the granting of partial classes of post
adjustment due solely to inflation in places where inflation rates were lower thlian
5 per cent per anaum. In this connection the Commission reaffirmed its present
policy of granting post adjustment increases only when the post adjustment index
was higher than that correspoanding to the multiplier.

131, In discussing its reconsideration of its decisior on the time-to-time review
of post adjustment classifications at headq.arters and other European and North
American duty stations, the Commission sought to ascer:tain whether the Assembly's
request was related to the delineation of authority on the subject-matter with
respect to either article 10 or article 11 of the Commission's stactute or to
technical considerations underlying the decision. The Commisgion was informed that
some participants in the informal consultations in the Fifth Committee had
expressed doubts regarding the Commission's authority to decide on the change in
the current system. After a full examination of the provisions of articles 10 and
11 of its statute, the Commission reached the conclusion that its decision relating
to the review of post adjustment classifications at headquarters and other European
and North American duty stations for the purposes of applying post adjustments was
properly covered under article 11 (c).

132. The Commission recalled that it had considered the possibility of granting
partial post adjustment classes in New York during its consideration in 1985 of the
operation of post a2djustment within the margin range. It had, however, been of the
view that partial post adjustment classes should not be granted in New York. When
the Commission took the decision in 1989 to grant partial classes in those cases
where inflation rates were lower than 5 per cent annually, it had recalled its 1985
decision on the operation of post adiustment within the margin range with a view to
identifying any potential conflict between both decisions. The Commission had
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noted that the modalities established for managing the margin within the established
range precluded any possibility ¢f conflict. Under existing criteria full

5 per cent increases in post adjustment could only be granted provided such action
would not result in a margin higher than the upper margin limit of 120. If granting
of the increase would result in the margiu exceeding the margim limit of 120. then
the increase would be postponed, and the present methodology for freezing the post
adjustment applied until such time that the increase could be granted while at the
same time keeping the margin within the range. A similar procedure would slso
apply in those situations where at the end of a 12-month period the change in the
post adjustment indsx was lower than § per cent but where the granting of the less
than 5 per cent increase wouid take the margin beyond 120.

133. The Commission considered the probable impact of its decision on the New York
post adjustment. It noted that if the Unite¢d States dollar were to strengthen with
the inflation rate remaining low, it was couceivable that the decision could affect
New York post adjustment. Otherwise the chances of its hezving any impact for New
York were considered to be low. The Commission noted tha. its decision to apply
partial classes at the base of the system. that is, New Yorkx, at the end of a
12-month period if the movement in the post adjustment index was less than

5 per cent, could result in cost implicstions related to not remuneration and
pensionable remuneration of staff in the Professional and higher categories. It
would mean that at the end of a 12-mconth period pensionable romuueration would be
increased by the same percentage by which net remuneration was increased. The
associated cost implications from this arrangement would be due to the fact that
net remuneration, as well as pensicnable remuneratior, covld increase earlier than
under the current tull 5 per cent system, albeit by a lesser amount. The impact of
the decision on net remuneration and on pensionable remuneraztion was also considered
over the long term. It was noted that because the system of measuring changes in
post adjustment and pensionable remuneratiun was reset after each change, tte
residual between & full 5 per cent increase and the less than 5 per cent incre.se
granted at the en’ of 12 months would be carried forward beyond the date when a
full 5 per cent woculd have otherwise been measured and granted under the present
system. It was noted that the cumulative effect of the deferment described above
would in general offsot the costs mentioned earlier.

Decision of the Commission

134. The Commission decided to reiterate its decision as contained in its fifteenth
annual report 9/ to review post adjustment indices at headquarters and other
European and North American duty stations on a monthly basis for both cost-of-living
and exchange rate movements. Changes in post adjustiment/cost-of-living allowances
in respect of cost-of-living should be granted either after a full 5 per cent
movement had been measured or after a 12-month lapse since the last change,
whichever came first. Changes resulting solely from cu ‘rency fluctuations should
continue to be implemented as under the current system.

5. Differeuces betweep post adjustment indices and wultipliers
135. The Commission addressed the Assembly's request to devise appropriate measures

to deal with those duty stations where, upon implementation of a place-to-place

survey result, there existed a significant difference between the post adjustment
index and the actual multiplier.
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Views of the orgaunizations

136. The Chairman of CCAQ drew attention to the complexity of the issue, noting
vhat careful analysis was needed especially in terms of the reasomns why such
differences occurred. He was of the view that a phased reduction of differences
between post adjustment indices and multipliers was an acceptable approach. It was
hovwever the position of the organizations that the benefits should be preserved of
those past measures which had received the Assembly's endorsement and which
protected take-home pay in local currency terms in cases of exchange rate
fluctuation.

Views of the staff representatives

137, The President of F1CSA underlined the complexity of dealing with differences
between post adjustment and pay indices, in particular since such differences had
various origins. Any solution must therefore take into account the basis and
history of the problem, which originated from the following differences: (a) use
of rough estimates instead of surveys; (bj place-to-place surveys producing lower
indices than the applicable multiplier: (¢) pcotection measures against the decline
in the United States dollar vigs-a-vis hcrd currencies; and (4d) "scaling-back" in
the context of the margin control and the p:ist adjustment freeze. I1f the separate
or compounded effects of these factors resulted in a difference of one class of
post adjustment or more, the conseGuence might be a reduction in take-home pay,
which would not at all be justified in cases (b)), (c) and (d) mentioned above.
Thus, a selective approach was called for. Until such time as the ICSC
secretariat, in co-operation with the organizaticns and the stuff, had studied the
matter in detail, the present system should be maintained. FICSA proposed that
specific options be prepared for the next session of the ICSC. With regard to
partial classes of post adjustment, FICSA considered that their use would permit
better comparison of relativities and make the system more equitable.

138, The President of CCISUA also stated that it would be unfair to reduce the
take-home pay of staff to compensate for freezes on post adjusument and other
measures applied in the past. CCISUA was of the view that the normal operation of
the post adjustment system would facilitate the elimination of the differences
through adjustments of the index for inflation.

Discussiop by the Commission

139, The Commission noted that various special measures and ad hoc decisions taken
over several years had, in some cases, resulted in the creation of differences
between post adjustment indices and multipliers. It was recognized that action to
freeze post adjustment movements at the base of the system and consequently at
other Quty stations from time to time had contributed to these differences. The
methodology used to freeze post adjustment, due to the margin range considerations,
would be studied by the Commission. It further noted that the General Assembly's
request was linked to the conduct of place-to-place surveys. The Commission was
therefore of the view that duty statioans with pronouanced differences between the
post adjustment indices and the multiplier rhould be surveyed on a priority basis,
while at the same time taking into consideration the numbers of staff members at
those locations. It also recognized that the improvements introduced in the post
adjustment system under the comprehensive review could significantly alter the
situation.
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140. The Commission considered the reduction of excess multiplier points on a
phased basis to be an appropriate approach. It took into account the fact that a
margin of error was usually associated with cost-of-living surveys and it was,
therefore, of the view that differences of one class between the post adjustment
index and existing multiplier should be left unchanged with the expectation that
the normal movement of the post adjustment index in response to inflation would
satisfactorily close that gap. It was also of the view that differences between
the post adjustment index and multiplier that resulted from application of the
remuneration correction factor and the floor protection measure, prior to the
latest place-to-place survey and which were designed to protect take-home pay in
local currency terms, should not be affected by the measures recommended below to
eliminate excess multiplier points.

DPecisions of the Commission
141. The Commission decided that in those cases where:

(a) Upon implementation of place-tn-place survey results, the resulting post
adjustment indices is found to be lower than the existing pay index (i.e.,
multiplier + 100) by one post adjustment class or less, the normal operatics of the
post adjustment system should continue, i.,e. the post adjustment indices should be
allowed to catch up with the multiplier through adjustment for infiation;

(b) Upon implementation of place-to-place sur 2y results, the resulting post
adjustment indices is found to be lower thar. the existing pay index (i.e.,
multiplier + 100) by more than one but less than six post adjustment classes, the
existing post adjustment classification should be reduced by one class every six
months until the difference between the post adjustment indices and notional index
is just one class. Under this approach it is conceivable that three classes would
be absorbed over an 18-month period, during which time inflation may have taken
care of one more class;

(c) Upon implementation of place-to-place survey results, the resulting post
adjustment indices is found to be lower than the existing pay index (i.e.,
multiplier + 100) by six or more post adjustment classes, the excess post
adjustment over and above six classes should be eliminated at the rate of one class
every three months until the existing post adjustinent classifiction is just six
classes higher than the post adjustment indices. At this stage the procedure in
subparagraph (b) above would come into effect, i.e., the rate of reduction of the
post adjustment classification would clange to one class every six months until the
differance between the PAI and notional index is just one class.

142. The régime for phasing out the differences as described in subparagraphs (b)
and (c) above would apply to that difference between the post adjustment indices
and the pay index which exceeds (one post adjustment class) 5 per cent and that
element which accrued from the application of measures to overcome the effects of
axchange rate fluctuation which occurred in the period up to the latest
place-to-place survey. Reductions of the remaining gap would therefore be applied
in accordance with the procedures outlined in subparagraphs (b) and (c) above.
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6. Leongevity steps

143. In its tenth annual report, the Commission under article 10 (b) of its
statute, recommended that a single long service step could be granted to staff in
grades P-1 to P-5. Specific criteria for granting the extra steps were also
outlined as part of the Commission's recommendations. 10/

144. In accordance with the terms of article 12 (1) of its statute, the Commission
decided to recommend to the executive heads of the organizations that a similar
long service step, with the same criteria, be introduced for staff in the General
Service and related categories at duty stations where long service steps did not
exist at that time. The Commission's recommendations with regard to the General
Service and other locally recruited categories of staff were implemented by the
organizations of the common system. ILO and WHO, howerver, continued to operate
under their earlier arrangements, thereby granting more than one longevity step to
staff from the General Service and other locally recruited categories.

145. As regards the Professional category, the General Assembly did not act
positively on the recommendation of the Commission. It, however requested the
Commission, ip its resolution 39/69. section 11, paragraph 2, of 13 December 1984,
in conformity with article 10 of its statute, to review the practice of the
organizations of the United Nations common system as regards long service steps for
staff in the Professional category, to examine ways in which uniform’“v on that
question might be estabiished within the common system and to report ..ereon to the
General Assembly at its fortieth session.

146. In its eleventh annual report the Commission decided to advise the General
Assembly that it would maintain the recommendation made in its teath annual report
on a long service step for the Professional category. 11/ Once again the General
Assembly did not act on the recommendation of the Commission on the longevity steps
for the Professional category staff. However, in resolution 40/244, section IV,
paragraph 4, it expressed its concern over actions taken by some Of the
participating organizatinns that had led to disparities in the United Nations
common System.

147. As part of the current review of longevity steps maintained by some
organizations beyond the salary scales approved by the General Assembly, detailed
information was collected from the organizations and placed before the Commission.

Views of tI ont

148. The Chairman of CCAQ stated that the issue before the Commission went beyond
the limited subject of longevity steps. It had broader implications as to whether
the sovereign legislative bodies of the organizations of the common system could
take decisions that were in the best interest of the proper functioning of the
organizations concerned. He pointed out that the extra steps maintained by ILO and
WHC were introduced by the autonomous legislative bodies of the two organizations
concerned, The WHO acheme had resulted from a decision of the WHO Executive Board
of some 42 years standing and reaffirmed by the Board on subsequent occasions. He
felt that such flexibility was essential for the organizations if it was found that
certain deviations from the conditions of service of the common system were in the
best interest of the organizations according to their own legislative bodies. He
added that the purpose of the extra steps maintained by ILO and WHO were a
combination of longevity/merit steps and not just longevity steps. He noted that
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these extra steps had no relationship to tise additional steps introduced in the
revised salary scale approved by the General Assembly, which went into effect as of
1 July 1920, since the criteria for granting them were entirely different. The
Chairman of CCAQ emphasized that in the consicderation of important matters such as
the one before the Commission, the Commission and its secretariat should pot rely
solely or the advice provided by the United Natiorns Legal Counsel, but consult the
legsl advisers of concerned agencies.

149, The representa.ive of WHO stated that his organization did not grant longevity
steps similar to those included in the salary scale that went into effect on

1 July 1990. The scheme applied in WHO was a merit scheme and not a longevity
scheme based on one of the WHO staff rules approved by its Executive Board at its
very first session in 1948. Ee added that the Executive Board in 1969 approved the
staff rvle whereby a staff member who had completed 20, 25 and 30 years of
satisfactory service with the organization gualified for meritorious increases. He
added that the WHO merit scheme was 42 years old and had served the organization's
interest satisfactorily for all purposes. He did not feel that it was appropriate
for the Commission to recommend to the legislative organs of ILO and WHO what
amounted to a firm suggestion that they eliminate this practice of extra steps. It
would be appropriate for the Commission to refer the matter to the legislative body
of WHU for its review in accordance with article 36 of the constitution. which
states that the conditions of service of the staff of the nrganization shall
conform, as tar as possible, with those of other United Natiors organizations. It
would also be appiropriate to refer the matter to the leginlative body of WHO for
its review under the provisions of staff regulation 3.2, according to which the
salary and allowance plan shall be determined by the Director-G:neral following
basically scales of salaries and allowances of the United Nations. He added that
staff regulation 3.2 further states that any deviation from United Nations scales
of saleries and allowances which may be necessary for the requirements of WHO shall
be subject to the approval of, or may be authorized by, the Executive Board. He
stated that the meritorious increase scheme of WHO applied to the Gemeral Service
staff as well as to the Professional and higher categories of staff, Therefore the
review of this matter may be more timely if it were conducted in conjunctior with
the comprehensive review of the conditions of employment of the General Service
staff.

150. The representative of the ILO stated that the erxtra steps adopted following
the comprelensive review were not designed either to motivate superior performance
nor to recognize milestones in the official’'s career as was the case with the ILO
system. Furthermore, there was 10 specific recommendation made by ICSC in the
context of the comprehensive review to abolish such steps above the maximum of the
grade. On the contrary, the Commission itself had previously recognized the value
of such steps when it recommended in 1984 a longevity step both for the General
Service and Professional and higher categories. The ILO system was applied to both
categories. It would be inmequitable to abolish it for the General Service category
since no basis, in the comprehensive review or otherwise, had been established for
removing the entitlement for that category and it would not be efficient, equitable
or in the interests of staff management relations to abolish it only for
Professional and higher category of staff. The Director-General had already
informed the ILO Governing Body on two occasions of thi ICSC recommendation to
abolish the system and of his intention to maintain it. On neither occasion did
the Governing Body suggest that the Director-General do otherwiszes. This being
said, the representative of ILO could report that his organization was in the
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process of re-examining the system as it was felt by both management and staff that
it had not fully achieved all of its objectives.

Views of the staff representatives

181, The representative of FICSA stated that the documeni under discussion raised
fundamental issues on the concept of the common system, the autonomous position of
the specialized agencies and the authority of the Generai Assembly. FICSA
surported the common system as long as it did not result in the lowest denominator
and as long as it left room for solutions that were adapted tc the structure and
the specific needs of the organizations. FICSA also supported improvements for
staff of a particular organization provided that such improvements were not to the
dotriment of other staff. It was noted that in recent years the staff had
witnessed ar increesing tendeacy towards centralization of decision-making in New
York by the General Assembly. Such an orientation was not conducive towards
enhancing the coanfidence of staff in the common system and ICSC.

152. The representative of FICSA deplored the attacks against two of the
specialized agencies which hzd introduced longevity steps many years ago in order
to respond to their particelar requirements. The Governing Bodies of the agencies
cencerned had approved and confirmed the need for such additional steps. She
further added that all member asscciations/unious of FICSA that had been consulted
on the matter had pronounced themselves in favour of the position that
organizatic..s should be free to maintain or introduce additional pensionable steps
in the salary scales based on their requirements and their policies on human
resources plan.ing.

Discussion by the Ccmumission

153, The Commission noted that all organization: with the exception of ILO ard WHO
did not yrant extra steps beyond those in the current salary scale approved by the
General Assembly for the staff from the Professional and higher categories. As

regards the General Service and other locally recruited categories of staff, once
again all organizations with the exception of ILO and WHO had, in accordance with
the Commission's recommendations, introduced one additional step for long service
at duty stations where the salary scale did not already contain longevity steps.

154. The Commission further noted that ILC had two extra steps in grades P-1
through D-2 beyond the salary scale approved by the General Assembly. As regards
WHO, it was noted that while in general up to six extra steps beyond the scale
approved by the General Assembly could be granted for grades P-1 to D-2 in some
cases seven extra steps could be granted.

155, The Commission was informed that the Governing Bodies of the World
Intellectual Property Organization (WIPO), pursuant to the ICSC recommendation, in
1984 had approved in September-October 1985, on a provisional basis and with effect
from 1 January 1985, a staff requlation providing for one long service step for
staff in grades P-1 to P-5. However, at the present time there were no staff
members at WIPC who fell under this category. Consequently, the question of how
this decision of the WIPO Governing Bodies would be implemented did not arise at
the present time.
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156. The Commission recalled thst in its tenth annual report, while recommending
the introduction of one long ser-ice step at grades P-1 to P-5, it had reported to
the General Assembly that "some staff members despite thei: excellent performance
could not be considered for promotion to the next higher level, owing, jinter alia,
to job classification constraints. The Commission was of the view that in the case
of these staff members one extra step beyond the salary scale could ke granted to
highly deserving staff members, provided the conditions outlined irn paragraph 193
below were made.” 12/ The Commission further considered that the information
provided by ILO and WHO concerning their current practices of granting steps beyond
the salary scales approved by the General assembly for the Professional and higher
categories of staff must pe considerd against some o5t th: recent developments
relatirg to the structure of the salary scale.

157. The Commission recalled that the Working Group on the comprehensive review had
brought the structure of the salary scale to the attention of the Commission as
directly relevant to the motivational impact of the compensation package by virtue
of the definiticn it provided to the career progression of staff. It had also
indicated that the salary scale in effect at that time lacked coherence and must be
considered as an inhibiting factor in staff motivation and, consequently, on
productivity. The Working Group established by the Commission on the comprehensive
review had also considered the specific problems relating to stafi at the top of
their grades and drew the Comnission's attention to the fact that one of the
demotivating factors most frequently referred to in the United Nations service was
a problem of staff who had reached top of their grade. The Working Group proposed
that to alleviate this problem two additional steps at P-3, D-1 and D-2 and three
additional steps at grades P-4 and P-5 be added, It was further proposed that
these additional steps should be granted at two-yearly intervals. thereby applying
a brake to the speed at which top of the yrade would be reached. The Commissicn
had concurred with the findings of the Working Group and it had .ecomnended
specif > structural improvements to the salary scale. Those improvements were
approv .c by the General Assembly as part of the revised salary scale that went intc
effect as of 1 July 1990.

158. The Commission was of the view that both long service and merit were implicit
in its recommendations regarding the introduction of an extra step in grades P-1
through P-5. It was further of the view that the considerations outlined in the
preceding paragraph, which resulted in the intrcduction of extra steps in the
salary scales, had adequately addressed the question of the long service and the
problems faced by those who were at the top of the grade. In view of these
developments the Commission considered that its recommendation made in 1984 and
reiterated in 1985 concerning an extra step in grades P-1 through P-5 was subsumed
in its latest recommendation regarding the salary scale. It was therefore of the
view that the earlier recommendation should no longer apply and that the
organizations that had already implemented it should take steps to change their
staff rules to eliminate that provision. As regards merit the Commission recalled
that it had made specific recommendations for rewarding merit in its fifteenth
annual report. 13/ In this regard the Commission once again reiterated its view
that while merit should be rewarded in an appropriate manner, such rewards should
be in the form of non-pensionable cash awards outside the salary scale,

159. The Commission was of the view that the schemes introduced by ILO and WHO
regarding extra steps had created some inequities in the system both as regards the
salaries paid while in service and also as regards the pensions received upon
retirement. In this regard it was noted that salaries and pensionable remunaratian
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ameunts and conseguently pension were different for the same category of staff in
one given city. 1t was further noted that salaries and pemsions received by some
staff members of WHO could be as much as 16 per cent higher than those received by
their colleaques working for other organizations at the same grade and with the
same length of service. The Commission was of the view that such an anomalous
situatior should he avoided.

160. The Commission was of the view that the Exe-utive Hewds of ILO and WHO shouléd
bring this matter to the attention of their legislative bodies with the
recommendation that the current system entailing the use of additional steps beyond
the salary scale approved by the Generzl Assembly be replaced by one where one time
non-pensionable bonuses were paid as a reward fo: meritorious service.

161. One member of the Commission was of the view that WHO faced a sjacific problem
relating to the recruitment of qualified doctors and the scheme of extra steps in
effect was justified.

Decisions of tl.e Commission
162. The Commission dezided to recommend that:

(a) The Executive Heads of ILO and WHO rhould bring the matter of the
additional steps beyond the salary scales of the Professional and higher categories
of staff approved by the General Assembly, as well &s the common system scales for
the General Service and related categories of staff, to the attention of their
respective legislative bodies with the recommendation that the current syster of
rewarding through the extension of salary =cales be replaced by the introduction of
a scheme entailing the payment of one time non-pensionable cash awards to reward
meri%;

(b) WIPO, in view of the additional steps introduced in the scale ot salaries
and pensionable remuseration which went int. effect as of 1 July 1990, should take
appropriate action to change their staff regulations to eliminate the provision
regarding the introduction of one extra step in grades P-1 to P-5 as was
recommended in 1984,

163. The Commission further decided to request ILO and WHO to present a detailed
report concerning this matter to the Commission at its thirty-sixth session in 1992.

7. Conditiops of service of short-term staff

164. The Commission had reported to the General Assembly in its fifteenth annual
report that in the time available for the comprehensive review it was not pcssible
to consider in any depth the conditions of service of short-term staff, 14/ At its
July 1990 session the Commiasion was provided with an cutline of the steps that
would have to be taken to consider this item in depth. A summary of data collected
by CCAQ ou various groups of staff which may be considered under this category was
also provided to the Commission.

Views of the organization

165. The Chairman of CCAQ suggested that the Commission may wish to review the
detailed iuformaiion ccllsctsd by CCAO to present a more complete picture of the
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situation. He noted that CCAQ intended to convene a task force to which the I1.8C
secretariat would be invited, towards the end of 1990, tc examine the item in
detail.

Views of the staff representatives

166. The representative of FICSA stated that the Federation attached great
importance to this item in view of the proliferation of types of appointment and
categories of st:ff. Such practices had resulted increasingly in circumvention of
rules or regulations and often in outright abuse. FICSA supported the proposal
that the matter be referred for in-depth study to a tripartite working group in
which it would participate fully.

167. The representative of CCISUA associated himself with the position expressed by
the represeutative of FICSA. He noted that, to some extent, such a proliteration
resulted from the fact that the organizations of the system found it difficult to
meet certain personnel needs at current remuneration levels.

Discugsion by the Commission

168. The Commission considered that the item was difficult to address because of
the orgarizations' diverse practices in this regard. The Commission noted that
there was, indezcd, no common definition of short-term staff which hampered the
consideration of this item at this time.

169. The Commission was of the view that it did not have sufficient informatiou to
proceed with its consideration of this item. It therefore welcomed MCA('s intent
to convene a task force te investigate the matter taking into account both present
¢nd future needs of the organization. It lookeé forward to receiving a report on
the consideration of the task force of this matter at its thirty-fourth session in
August 1991.

8. 1Identification of the highest paid national civil service

170. The Commission, as part of its review of the conditions of service of the
Professional and higher categories had, in its fifteenth annual report, recommended
to the General Assembly that the Commission should conduct periodic checks every
five years to determine which was the highest paid national civil service. 15/ The
General Assembly in section I.B, paragraph 2, of its resolution 44/198 had endorsed
the Commission's recommendation and had requested the Commission to present a
methodology for carrying out such checks to the Assembly at its forty-sixth
session. In response to the Assembly's request together with its intent of
reverting to the issue after the comprehemsive review, the Commission at its
thirty-first session dealt with issues that required resolution in order for work
to proceed on the development of a methodology. These issues related to grade
equivalencies, accounting for currency/cost-of-liviag differences and tne
quantification and valuation of non-cash remuneration.

Recisjons of the Commissjon
171. The Commission decided to request its secretariat to provide it, in

Marca 1991, with a methodology to identify the highest paid national civil
service. It instructed its secretariat to develop a flexihla mathodelogy that
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would take into account the need to conduct ar initial study to identify potential
comparators, to be followed by a more refived comparison once it was apparen% that
a potential comparator might replace the current comparator. In that regard, the
Commission rscognized the need to apply the proposed methodology on a test basis to
several potential comparators.

172. Based on the methodology tc be submitted to the Commission in Merch 1991, the
second phase of the exercise could then proceed, which would encompass related
issues or how to proceed with tie application of the proposed methodology.

B. Remuneration of the Professional and higher c¢rteqgories
1. Evolutjon of the margin between the net remuneration of . /¢

United States federal ¢ivil service and that of the United
Nations system

173. In sccordance with the standing mandate from the General Assembly, the
Commission continued to munitor the net remuneratior margin between officials in
comparable pcsitions of the United States federal civil service and the United
Nations system. The Commission was informed that on the basis of the evolution of
salaries in the two systems through 31 Dacember 1990, and on the basis of the
revised margin methodclogy approved by the General Arnsembly in its resolution
44/198, the mirgin for the calendar year 1990 was estimated at 117.4 (see

annex XI1). The Commission was also provided with very preliminary estimates of
ths net remuneration margin for the margin year 1991,

Views of the organizaticns

174. The Chairman of CCAQ noted the estimited level cf the margin of 117.4 for
calendar year 199C. Ke furthsr noted the information about the potential margin
for 1991. He expressed dismay at the impact of arithmetical calculations on the
functioning of the salary svstem and the unfortunate consequences cf the General
Assembly's micro-management £ the margin range for the operation of the post
adjustment system. Be was particalarly coucerned about the possibility of not
granting the projected pcsc adjustment increases in New York in October and
November, thereby negating the across-the-board increases that had become effective
1 July 1990. On the oasis of the information on hand and bearing in mind that the
estimate of the margin for 1691 was very preliminary in nature at this stage, CCAQ
concluded that there were no solid arguments at this stage for delaying the post
adjustment increases anticipated for the last quarter of 1990, not only because of
the potential legal challenge to such a course of action, but also because of the
complete uncertainty as tc what might happen to the margin in 1991.

175. The Chairman of CCAQ requested the Commission to address, at the lateirt at the
March 1991 session, the methodology dealing with any freeze on post adjustment that
might result from the margin moving towards the upper limit of the range. This was
all the more essential in the context of duty stations away from New York, where
the impact of a freeze was often more harshly felt than at the base of the system.
He noted that at duty stations that received an increase in salary lower than at
the base, it became virtually impossible for personnel managers to explain to staff
why their salaries would be refrozen as the result of developments elsewhere. 3By
way of explanation of this problem, he provided the following information to the
Commissions
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men £ n muneration n rters 1 ion
and in Washin n, b,C.

Movemen i 1 rm

(percentage)

Movement up
to July 1990 New York Washington Geneva Lopdon Montreal Paris Rome Vienna

Since Jan. +23.0 +17.6 +0.5 +11.9 +24.0 +0.5 +26.5 6.8
1885
Since July +19.2 +13.8 +5.2 +16.1 ~17.2 +7.6 +14.5 +5.0
1988
Movements in real terms, i.e., adjusted for inflation
(percentege)

Movement up
to July 1990 New York Washington G.neva London Mostreal Paris Rome Vienna

Since Jan. -5.1 -9.1 -13.2 ~-19.6 -..8 -16.% -5.0 -17.0
1985
Since July +6.5 +2.0 ~2.7 -2.4 +8.9 +0.03 +3.3 +0.1
1988

The tables provide details of the evolution of take-home pay in nominal and real
terms, i.e. adjusted for movements of inflation, for all headquarters locations and
in Washington, D.C. from January 1985 and July 1988 to July 1990. Bearing in mind
the above, he expected that the Commission would request the General Assembly to

reconsider the imposition «f the five-year margin average, which CCAQ believed to
be totally unworkable.

Views of the staff representatives

176. The President of FICSA stressed that the item under review went far beyond the
purely mathematical calculation of the margin forecast. United States civil
service remuneration, which had continued tc lag behind the private sector und now
showed a gap of 30 per cent, was no longer a healthy basis for comparison.
Therefore, a re-examination of that basis with a view to including the private
sector had become extremely urgent. 7ndeed, other employers competing with the
United Nations system for highly qualified staff, such as the International
Monetary Fund and the World Bank, had already chosen private employers as reference
points. Given the fact that United States civil service pay even lagged behind the
cost-of-2iving increments in the United States, a margin range of 110 to 120, with
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a mid-point of 115, was totally unrealistic. Thus, the margin range should either
be susypended or redefined.

177. FICSA vrged the Commission to take a bold and crurayeous stand and recommend
to the General Assembly a more healthy basis for the salary system thar the present
one. Since the search for ancther comparator would require lengthy studies,
immediate action would be necessary in order to prevent a prolonged freeze in all
duty stations. The staff would never accept another pay freeze in any location.
Serious problems in staff/management relations would be unavoidable if remedial
actiouns to prevent the freeze were not taken now. Tinally FICSA considered that
the increase in post adjustment due for New York towards the end of 1990 wa:z based
on the existing methodology which must be applied until .t was changed.

178. The representative of CCISUA stated thal any discussion of the margin could
not but raise apprehensions for the staff. The margin represented a
straight-jacket for the United Nations remuneration system that never ceased to
cause difficulty. Once again, as a result of the accelerated movement of the New
York post adjustment index, .he spectre of another freeze loomed large on the
horizon, all the more so as the Commission was supposed to maintain the margin for
the next fi-e years, on average, around 115, which was an impossible task, But
this was no justification tor delaying the granting of the post adjustment classes
due in “uww York towards the end of the year. This would mean a freeze and would
cancel the effect of the 5 per cent increase that had only ju t become applicabie.
For duty stations such as Geneva, moreover, where the increase had been less than
5 per cent and where the freeze hud nct been lifted, the consegquences would be
devastating. 1In the long run, it was essential to uncouple the United Katicns
system from the erratic movement of »ay in the comparator civil service, while
making every efiort to avoid a freeze in the meantime. However, if there was to be
a freeze, no duty station could be exempted from the application, otherwise the
common system would remain comwmon in name only.

Discugsion by the Commission

179. The Commission first examined the movement of remuneration for the
Professional and higher categorie3 in New York. 1In this regard, it ncted that on
the basis of the salary s:cale in effect through end of June 1990, post adjustment
class 11 (multiplier 71) had been applied effective 1 February 1990 in accordance
with the four-month rule provision of the post adjustm.nt system. Implementation
of the new salary scale approved by the General Assembly effective 1 July 1990, had
resulted in, on an average, a 5 per cent increase in the remuneration for the
United Nations staff in New York.

180. The Commission recalled that the General Assembly, in its resolution 44/198
approving, jinter alia, the revised scale of gross and net salaries for the
Professional and higher categories, had specified procedures for their
implementation in annex III to that resolution. According to these procedures
after 1 July 1990, at each duty station, the first change in the post adjustment
classification resulting from cost-of-living movement will take place when the post
adjustment index applicable prior to the introduction of the scale reaches the
level that would have triggered the next full class of post adjustment under the
operation of the posct adjustment system. Thereafter, changes will be effected on
the basis of the movement of the revised post adjustment index.
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181. In accordance with that decision of the General Assembly and om the basis of
the movement of the New York pcst adjustment index, it was anticipated that a
further increase in post adjustmeut would result in October or November of this
year. The rapid increase in the post adjustment indices used in February and
October/November 1990 was attributable to an annuslized rate of inflation of

6.6 per cent for New York and the continued weakening of the United States dollar.
The latter element had resulted in an annualized increase of some 17 per cent in
the out-of-area inde.. The combined effect of these two factors had resulted in an
increase in the New York post adjustment index by some 5.4 per cent cver the eight
to nine month period. The anticipated October/November 1990 increase will be based
on the post adjustment index series applicable through end of June 1990.
Therezfter, the post adjustment index based on the revised salary scale which went
into effect as of 1 July 19%0 would be used. On the basis of the new index a small
cerrection to the post adjustment amounting to 0.8 multiplier points would result
in the month following the first post adjustment increase mentioned above. As a
result the following post adjustment multipliers would apply for New York fcr the
period 1 January through 31 December 1990:

Date (1990) Multiplier
1 January 63
1 February to 30 June 71
1 July to 30 September 47.4 16/
1 October (projected) 54.2
1 November to 3i December {projected) 55

Post adjustment classificaticns for the period 1 January through 30 June 1990
relate to the salary scale in effect “hrough the end of June 1990, while those from
1 July through the end of the year relate to the revised salary scale approved by
the Geneiral Assembly.

182. As a result of these developments the remuneraticn of the United Nations
officials from the Professional and higher categories in New York wili have gone up
by some 14.5 per cent over the period 1 January to 31 December 1990. However, the
increase for the United States federal civil service employees was 3.6 per cent for
the same period. The increases in remuneration for the United Nations staff in New
York and the United States federal civil service employees in Washington, D.C. for
the year 1989, were 9.0 and 4.1 per cent respectively. The Commission was of the
view that while the movements of remuneration for the United Nations staff in 1989
and 1990 relative to chose for their counterparts in the United States federal
civil service were justifiable in terms of the margin management, they could
nevertheless result in some difficulties in the context of the margin in the near
future.

183. The Commission noted that on the basis of the levels of salaries applicable in
the two civil services and the cost-of-living differeantial botween New York and
Washington, D.C., the margin was estimated at approrimately 117.4 for the margin
year 1990. It was also noted that a 4.1 per cent across-the-board increase in
salaries war anticipated for United States federal civil service employees.
Furthermore, on average a 22 per cent increase in salaries was expected to be
granted to those in the Senior Executive Service of the comparator civil service,
Assuming that the post adjustment classification reached in New York towards the
end of this year was maintained for the entire period i January through

31 December 1991 and that the cost-of-living differential remained unchanged at the
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current level, the margin for the period 1 January to 31 December 1991 could reach
a level around 120. The Commission draws the General Assembly's attention to the
very preliminary estimate of the level of the margin for the year 1991 which could
be influenced by one or more of the following factors:

(a) The actual increases in salaries granted to tae comparator civil service
in 1991:;

(b} The effects of the changes in the cost-of-living survey methodology
introduced last year and the proposals for the inter-city comparisons of housing
costs (see para. 45 (b) (ii) above) on tie post adjustment index for
Washington, D.C., relative to that for New York and the consequent impact on the
New York/Washingtoa, D.C. cost-of-living differential;

{c}) The movement of the consumer price index for Washington, D.C., relative
to that for New York and the consequent impact on the cost-of-living differential;

{d) The impact of the exchange rate movements ¢ - the out-of-area index and
consequently on the post adjustment indices for New Ycrk and Washington, D.C.,
which would result in a change in the cost-of-livinyg differential,

184. The Commission recalled that as regards the net remuneration margin, it had
recommended to the General Assembly that "the margin should be al’owed to fluctuate
freely within the range. As long as the ratio between net remunere%ion in the
United Nations system and in the comparator civil service remained within the
ranges, no action would be required. If it became evident that the margin would
drop below the lower limit, the Comuission would make a recommeadation to the
General Assembly for an across-the-Loard salary increase. On the other hand, if it
became evident that the margin would exceed the top of the range, a freeze on
emoluments would be applied until such time as the margin was brought within the
approved range". 17/ The Commission had also recommended that ‘the cumulative
margin procedure approved by the General Assembly at its forty-third session should
be discontinued”. 18/ However, the General Assembly in its resolution 44/198,
section I.C, paragraph 5, requested *he Commission to monitor the annual net
remuneration margin over the five-year period beginning in the calendar ye.sr 1990
with a view to ensuring. to the extent possible, that by the end of that period the
average of the successive annual margins is around the desirable mid-point of 115,

185. The Commission comsidered that in the present circumstances the Assembly's
request to maintain the average net remuneration margin over a five-year period
arouna the mid-point of the range was unworkable. Bearing in mind the projected
margins for 1990 and 1991, it was apparent that the five-year averaging arrangement
would require the maintenance of the average margin at around 112.5 in the
remaining three years, i.e., during the margin years 1992-1994. This could be
achieved only if the remuneration in New York were to remain frozem for the next
three years.

186. The continued lag of the comparator’'s salaries yis-a-vis the consumer price
index movements was viewed by the Commission as establishing long-term disparities
in the comparison process since United Natioans common system salaries were directly
related to such movements. In this regard the Commission reviewed the movement of
United States federal civil service salaries and inflation as shown in annex XIII.
It noted that until 1977, when the United States federal civil service began to
depart from full pay comparability 19/ with its comparator, the movement of
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United S.ates salaries kept pace with the inflation movements although at a
somewhat lower level. Simnce 1977 the movement of United States salaries has
diverged considerably from the consumer price index movements as may be seen from
annex XIII. In view of Lhe aLove the Commission considered that the requirement
that the margin be maintained around the mid-point of the rance on an average basis
was unrealistic. This was more so at a time when the United States federal civil
service was some 30 per cent behind its own comparator and was propnsing
legislation to restructure its remuneration system in recogrition of significant
deficiencies.

187. Freezing the remuneration in New York over extended periods of time would have
undesirable consequences not only in New York but also other duty stations, some of
whizh had not yet received a normal post adjustment increase as a result of the
freeze imposed in 1984. Since a new freeze would be managed by scaling back the
New York post adjustment index and since relativities would be maintained with
other duty stations, the effect would be to freeze all duty stations. The
reguirement of the General Assembly that the average margin be maintained arnund
the mid-point of the range wouid bave precisely the impact outlined above.

Howeve., if the marqgin were allowed to fluctuate freely within the range, while it
may still become necessary to freeze the remuneration in New York, and consequently
at other duty stations, tc ensure that it did not go beyond the upper limit of the
range, such a freeze would be of a short duration and, therefore, less disruptive.

Decisions ¢f the Commission
188. The Commission decided:

(a) To report a net remuneration margia of 117.4 for calendar year 1990 to
the General Assembly (see annex XII):;

(b) To inform the General Assembly that the net remuneration margin for
calendar year 1691, rased on current predictions, could be around 120;

(c) To monitor the level of the net remuneration margin and consider the
calculation for 1991 once all relevant information was available at its
thirty-fourth session;

(d) To request the General Assembly to reconsider its request to the

Commission to manage the margin over a five-year period so that the average margin
would be around the mid-point of the range.

189. The Commission also decided that it would closely monitor the net remuneration
margin and report thereon to the General Assembly so as to keep the Assembly
abreast of all developments in this regard.

2. Matters relating to post adjusyment: report on
n ion Advisor mmi

190. The Commission, at its thirty-second session, considered the report of the
fourteenth session of its Advisory Committee on Post Adjustiment Questions (ACPAQ).
The report dealt with various technical issues of post adjustment that were of
special significance for the ongoing comprehensive review of conditions of service
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for thz Professional and higher categories. Among the issues considered was the
survey methodology for implementing the General Assembly's decisions regarding the
programme of surveys as stated in section I D of resolution 44/198. ACPAQ also
reviewed the proposals of a working group that the Commission had established to
review the treatment of housing within the post adjustment system. The substance
of this review of the working ginup proposals and the relsted ACPAQ recommendations
are reported above as part of the Commission's report on housing and remuneration
structure.

View h rgani ion

191. The Chairman of CCAQ noted that as regards the place-to-place surveys th: . the
General Assembly had instructed the Commission to compiete by the end of 1590, CCAQ
together with FICSA and CCISUA, had appointed independent experts to analyse the
price data collected. These experts had provided a preliminary report, which was
being analysed by the organizations.

Views of the staff representatives

192. The President of FICSA stressed that the participationa of independent
observers in cost-of-iiving surveys had definitely enhanced the confidence of the
staff in such surveys. He expressed appreciation to the JCSC secretariat for the
excellent co-operation extended to the independent observers. CCISUA associated
with this statemenc of FICSA. However. FICSA was concerned about the timing of the
current round of surveys and the fact that the time allowed for the ccllection and
analysis of data was irsufficient. As a conseguence, there might be biased results
and limited participation of staff.

Discussion, h mmission

193. The Commission noted that processing of the 1990 surveys for headquarters duty
stations would be completed towards the end of the third quarter of the year and
that, as a consequence, it would be necessary to schedule a special session of
ACPAQ at New York from 22 to 26 October 1990 to review the results and to report
back to the Commission.

Deci by the Commissi

194. The Commission approved several recommendations of ACPAQ on the survey
methodology for use in implemeuting the General Assembly request for the
completion of a round of place-to-place surveys by the end of 1991, with the
understanding that the surveys at the seven headquarters duty stations and other
duty stations with more than 150 staff members would be finalized by the end of
1990 or soon thereafter. In order to appropriately respond to that request the
Commission decided to convene a special session of ACPAQ to review the results of
the headquarters and Washington D.C. surveys in October 1990. The Commission took
note of the consultation process and staff participation ir the survey process. It
also approved recommendations of ACPAQ relating to the schedule of family
expenditure surveys at the seven headquarters locations and in Washington D.C.,
1ists of outlets to be used for price collection, number of price quotations per
item, sampling for family expenditure data and the methodology for combining
expenditure weights and housing costs in post adjustment index calculation. These
changes to the post adjustment system would introduce further simplifications to
the survey process, improve technical procedures and facilitate implementation of

Spproved measuras.
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3. Basesfloor salary scale

195, The Commission, in its fifteenth annual report, recommended the establishment
of a floor net salary level for staff in the Professional and higher categories by
reference to the corresponding base net salary lewvels of officials in comparable
positions serving a the base city of the comparator civil service. 20/ The
base/floor scale was part of an integrated package in which negative classes of
post adjustment were eliminated. Furthermore, the base/floor scale was proposed to
be usec to calculate payments under the new hardship and mobility scheme. ¢1/ The
Commizsion also recommended that all s.paration payments other than the commutation
of unused annual leave should be calculated using the base/floor amount for the
remuneration system. 22/ In view of the above it was considered that the
base/f*oor salary scale would have to be adjusted on a regular basis.

Views of the organigzationg

196. The Chairman of CCAQ noted that in May 1990 ACC had taken a formal position
about the level of the base/floor salary scale stressing the necessity to maintain
the scale with reference to the sa.ary levels of the comparator. He recal)led that
the floor scale provided not only for the maintenance of a mini-um level of
take-home pay but also served as the reference point for the mobility and hardship
allowance and the scale of separation payments. The scale was introduced with the
express understanding of the General Assembly that it would reflect the link with
the comparator’s equivalent salaries in Washington, D.C. CCAQ insirted that this
link be maintained through the annual updating and adjustment of the base/floor
salary scale in a systemutic manner.

197. CCAQ tfelt that some action with regard to base/floor salary scale was
necessary at this stage. The organizations were of the view that the adjustment
should be implemented by increasing the base/floor salary scale to bring it in line
with that of the comparator rather than keeping the present sc:le and paying staff
on the basis of a minimum number of post adjustmer* multiplier points. Although
this could obviate the need for repeated approaches to the General Assembly for
increases in the base floor, it suggested the separation of the scale from its use
in connection with mobility and hardship allowance and separation payments. CCAQ
noted the secietariat's proposal for adjusting the current scale by taking into
account the increases in the United States €ederal civil service salaries for 1990
and 1991, as well as the impact of the changes in the rates of taxation. This
would have resulted in adjusting the curreant scale by somz 12 per cent. The
Chairman of CCAQ expressed concerns that the General Assembly should be asked to
approve a scale that reflected a forecast of what might be the level of income in
the comparator civil service in the year following the 2deption of the scale
itself. As an alternative, CCAQ proposed that the Commission should take a reading
each July of the after-tax salaries of equivalent staff in the comparator civil
service in Washington and make an appropriate recommendation for a revised base
scale to the General Assembly despite the resulting time iag. The organizations
were Of the view that while the effective date of the next change should be

1 January 1991, for administrative purposes the next change should be made as of
March 1991.

Views of the staff representatives

193, The President of FICSA urged the Commission to make an adjustment of the
base/floor salary with effect from 1 January 1991 in view of the fact that the
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present level had beer set by reference to United States civil service pay and
taxes in 1Y89. Therefore, even a retroactive increase would be justified in order
to correct the deficiencies of the calculations made last year in erriving at the
floor amounts. The decision of the President of the Uuited States on arn increase
in United states civil service remuneration wouvld be known in October and an
adjustment of the United Nations floor was thus perfectly feasibie as of

1 January 13991. The change of pouyrcll systems and computer programmes would
certainly not e an insurmountable problem for the United Nations system
orgarizationt. What was most ivportant was fair treatment of staff.

199. The representative of CCISUA stressed the importance of the base/floor salary
scale issue. He recalled that the Working Group ca the comprehensive review, when
developing the concept of the remuneration floor and envisaging its application
both to separation payments and to the mobility/hardship matrix, had underlined the
peed for a regular adjustment of the base/floor amount in line with the movement of
the remuneratioun of the comparator in Washington. The General sssembly itself had
implicitly recognized this principle in resolution 44/198. Yet the scale only just
implemented was already laggying behind comparator pay. It was therefore essential
that the Commission take action at the present session. Unless this was done, ore
wculd return to the era of ad hoc arrangements which the decisions taken under the
comprehensive review were intended tc eliminate. Moreover, there could be no
de-linking of the guestion of the remuneration floor per se from its application to
separation payments ard the mobility/hardship matrix. For this reason, only the
general approach outlined under the option calling for a 12 per cent increase in
the scale was acceptable. The percentage of adjustment and the effective date
could be open to question, but there could be no doubt as to the eed for action
this year.

Di ion h mmission

200. The Commission noted that the base/floor salary scale it recommended to thec
Ceneral Assembly was based on the 1989 scale of salaries for the United States
federal civil service employees. Those salaries had been increased by 3.6 per cent
on 1 January 1990, and a further increase of around 4 per cent was anticipated as
cof 1 January 1991, The Commission also noted that an adjustment would also be
required in view of the changes in the tax calculation procedures. In view of the
above it considered that it would be inappropriate to maintain the base/floor
salary scale at its current level.

201. The Commission considerec that the calculation of the necessary increase in
the base salary scale should ruflect comparator salary increases that had taken
effect and not those which were anticipated, given the uncertainties relating to
comparator salary adjustments in recent years. It was noted, however, that
excluding proposed salary increases from the calculation would, of necessity,
create at least a one-year lag between the increase in comparator salary levels and
the equivalent increase in the base/floor salary scale for the United Nations
systenm.

202. The Commission considered that these adjustments should be done by the
application, through consolidation of post adjustment on a no-gain no-loss basis,
of an across-the-board percentage adjustment, equal to the percentage adjustment in
the comparator civil service with any adjustment for tax changes. To this end it
would take a periodical reading of the after-tax salaries in the comparator civil
service in Washington D.C., to arrive at the level of the adjustment required.
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203. Considering the 1 January 1990 United States federal civil service salary
increaces of 3.6 per cent and re.evant changes ix tax calculations, the Commission
considered that an 8.5 per cent increase in the base salary scale would be
required.

204. The Commission noted the views of the organizations with regard to
administrative difficultier of implementing & revised base salary scale with effect
from 1 January of the year in which such adjustment was introduced. While some
members were of the view that the adjustments should be implemented as of

1 January, the Commission agreed to recommend that the adjustment to the base/floor
salary scale of 8.5 per cent be implemented from 1 March 1991.

205. One meiber of the Commission noted that a significant increase in the mobility
and hardship allowance had been approved by the General Assembly effective

1 July 1990. The impact of that increase oa the overall remuneration package had
not been assessed to date. The proposed 8.5 per cent increase in the mobility and
hardship allowance would result in a further upward adijustment of this allowanc:.
Consequently, the mobility axd hardship allowance would reach a very high level
soon after a sigmificant increase was implemented on 1 July 1990.

206. The Commissinn noted that as & result of increasing the base/flocr salary
scale by 8.5 per cent, staff at duty stations with post adjustment multipliers of
less than 8.5 would receive a benefit equal to the difference between 8.5 and the
multiplier in effect. It was estimated that the cost relating to this would be
some $220,000 per annum. Since the base/floor salary scale is used in counjunction
with the mobility/hardship matrix, these allowances will also be increased as a
resvlt of the proposed upward adjustment to the salary scale. It was estimated
that the additional costs associated with this element would be some $4.9 million
per annum. As a result of the adjustment to the base/floor salary scale the
amounts of separation payment, with the exception of those relating to the
commutation of annual leave, will also go up by some 3.5 per ceant resulting in
additional financial implications of $350,000 per annum. The total financial
implications of its recommendation for an adjustment of the base/floor salary scale

were therefore estimated at $5.5 million per annum. The additional costs for 1991
would therefore be some $4.6 million.

izion by the Commissi

207. The Commission Jecided to recommend to the General Assembly that the current
base/floor salary scale should be increased, through comnsolidation of post
adjustment ciasses, by 8.5 per cent. It further decided tc recommend that the
issulting scale, shown in annex XTIV should be implemented from 1 March 1991.

208. The Commission also decided that it would review in future the base/floor
salary scale in the light of the changes in the United States federal civil service
salaries and the relevant rates of taxation and consider making recommendations to
the General Assembly as appropriate.
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4.  Supplementary payments and deductions

209. The Commission considered the General Assembly's request in resolution 44/1 8,
section III.C, to pursue its collection of information on the practice of
supplementary payments and deductions. The latest information showed that

51 Membar States had still not replied to the ICSC Chairman's four requests for
information, among which were four permanent members of the Security Council.
These are listed in annex XV. In a letter dated 29 June 1990 to the ICSC Chairman,
the Secretary-Genaral of the United Nations expressed his strong opposition to the
practice of supplementary payments and deductions. Information was also received
from five organizations, UNESCO, WHO, UPU, ITU and WIPO, in response to the
Chairman's request to the executive heads for information. Three Member States
that admitted the practice of supplementary or equalization payments provided
further information which was reviewed by the Commission.

Views of the organizations

210. CCAQ reiterated in the strongest terms its conrerns about the inconsistency of
the practice of supplementary payments and deductions with the principle of equal
pay for equal work and the consequences for the independence of the international
civil service. The organizationrs had been active in bringing these concerus to the
attention of their governing bodies as well as their staff. Supplementary payments
were evidence of the uncompetitiveness of United Nations system salaries,
particularly when one of the Member States concerned was the comparator.

211. The Assistant Secretary-Ceneral for Human Resources Management of the United
Nations stated that the Secretary-General had deemed such practices inconsistent
with the Charter and in breach of staff regulations. They undermined the principle
of equal pay for equal work and were prejudicial to a basic principle of the
international civil service. He reported that it was the Secretary-General's
intention to meet withn Member States in small groups and request them to abolish
such practices. He reminded tne Commission, however, that it had to be cognizant
of the root cause of the problem, which was the level of remuneration and problem
of housing in many duty stations. Ye reported that a high-level working group had
been established by the Secretary-General to study further the issue of
supplementary payn:nts. Until the Secretary-General had decided on the disposition
of the working groip's report, it would not be possible to share that report with
the Commission.

Views of the staff representatives

212. The President of FICSA associated himself with the statement by the Chairman
of CCAQ and urged the Chairman to take more energetic action than hitherto to stop
those unacceptable practices.

213. The representative of CCISUA noted that the Secretary-General had pursued
varions cases of income tax fraud to the point of summary dismissal in the cases of
a number of staff members. CCISUA was of the view that to receive supplementary
payments was a no less serious infraction of the staff rvles and asked that the
same standards of investigation and prosecution be applied in these cases as in
others. He recalled that in the CCISUA statement last year the Commission was
called upon to recommend to the Assembly that the Internal Audit Division begin
investigations into these practices immediately. He also referred to the practice
of deductions on which concrete evidence now existed and which should be of equal
concern to the Commission.
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Discussion by the Commission

214. The Commission reiterated its unanimous and tota) opposition to such practices
and discussed ways to end them. The Commission appreciated the efforts made by the
Secretary-General in this regard and expressed the hope that other executive heads

would follow his example.

215. The Commission noted that approximately two thirds of the Member States had by
now complied with the Chairman's request for information, including three Member
States tnat admitted the practice. The Commission considered that although it
believed thut the majority of the 51 Governments that had not replied @id not
necessarily indulge in this practice, there were surely among the 51 some that

did. The failure of four permanent members of the Security Councii to provide
information caused concern in the Commission. The Commission also noted that the
most recent letter from the Deputy Permanent Representative of the Federal Republic
of Germany to the United Nations candidly referred to other Member States that also
made equalization payments.

216. One member of the Commission was of the view that among the 51 Governments
that had not replied a great number of them did not grant supplementary payments.
Consequently, it was not a priority to reply to questionnaires ou problems that
obviously 4id not concern them. Therefore, it would be important if the Chairmar
could explain to them through personal contacts why their replies would be helpful
in overcoming the probliem of supplementary payments. Thne Chairman recalled that
the Commission had previously been opposed to this idea.

217. In response to suggestions from the staff representatives that the Commission
declare these practices to be illegal, the Chairman referred to previous Commission
decisions stating that such payments were unnecessary, inappropriate and, moreover,
inconsistent with the provisions of the staff regulations. 23/ He was of the view
that this was a domain for the executive heads, some of whom were aware of the
practice in their organizations.

218. In response to queries from the Commission as to what measures the executive
heads that had not replied to the Chairman had taken, the CCAQ Chairman assured the
Commission that the majority of them had brought this matter to the attention of
their governing bodies. He pointed out that the matter was reqularly raised with
the particular ministries with which an organization officially interfaced and that
these contacts would continue.

219. The Commission explored at some leangth the feasibility of recommending to the
executive heads that they institute sanctions or disciplinary proceedings sgainst
those staff members who were in receipt of such payments. They also discussed the
possibility of asking all staff members to attest to the fact that they did not
receive such payments. They decided at this stage, however, not to pursue this
line of action as it would unnecessarily infringe upon the majority of staff
members who did not receive supplementary payments.

Pecigjons of the Commission
220. In light of the above, the Commission decided:

(a) To report to the Ceneral Assembly that 51 Menmber States had not replied
to the Chairman’s four raguasts for information:
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(b) To express its zoncern and disappointment over the fact that four
permanent members of the Security Council, namely, China, France, the Union of
Soviet Socialist Republics sud the United Kingdom of Great Britain and Northern
Ireland, figured among the 51 referred to above:

(c) To reaffirm that such arrangements were ununecessary, inappropriate and
undesirable and, moreover, inconsistent with the provisions of the staff
regulations of the organizations and as such must stop;

(8) To note with aporeciation the efforts made by the Secretary-Gemeral both
as the executive head of the United Nations and in his capacity as the Chairman of

ACC to discharge his obligations in this regard and express the hope that he would
soon be in a position to report progress on the matter;

(e) Tc reiterate its previous requests to executi'e heads to pursue the.r
efforts to gather information from their own staff on this question.
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CHAPTER V

CONDITIONS OF SERXVICE OF THE GENERAL SERVICE AND RELATED CATEGORIES

A. Survey of best prevailing conditions of service in London

221. As part of its responsibilities under article 12 of its statute, the
Commission conducted a survey of best prevailing counditions of service for the
General Service and related categories in London. The salary scale recommended by
the Commission is reproduced in annex XVI. The financial implications of the
recommendations were estimated at approximately $616,000 per ancum, using the
exchange rate of (.62 pounds to 1 United States dollar, in effect on 1 April 1990.

B. Survey of best prevailing conditions of service in New York

222. as part of its responsibilities under article 72 of its statute, the
Commission had conducted a survey of best prevailing conditions of service for
staff in the General Servics, Trades and Crafts and Security Service categories in
New York. The salary scales recommended by the Commission for those three
categories of staff are reproduced in annex XVII. The recommended salary scales
would constitute over-all increases vis-a-vis the scales in effect as of

1 November 1989 of 10.73 and 14.09 per cent for the Trades and Crafts and the
Security Service categories, respectively. For the General Service category the
scale resulting from the survey was 0.3 per cent higher than the scale in effect on
1 October 1989 but 4.6 per cent lower than the scale in effect from 1 Kovember
1989, The financial implications resulting from the implementation of the salary
scales for the Trades and Crafts and the Security Service categories were estimated
at $1.8 million per annum. The financial implications and further details of the
implementation ot the General Service salary scale are discussed in paragraphs 289
to 306 Lbelow.

C. Survey of hLest prevailing conditions of service in Rome

223. As part of its responsibilities under article 12 of its statute, the
Commission conducted a survey of best prevailing conditions of service for the
General Service and related categories in Rome. The salary scale recommended by
the Ccmmission s reprodvced in annex XVII. The financial implications of the
recommendation were estimated at approximately $4.5 million per annum, using the
exchange rate of 1,255 lire to 1 United States dollar, in effect on 1 February 1990.

D. Mummmmmmmmw
jew of n £ rvice of the Professional and higher
MQ_M_QQAML&MMMM

224. The Commission examined the implications of the decisions of the General
Assembly arising out of the comprehensive review of conditions of service of the
Professional categories and above as they related to the General Service and
related categories., 1In its fifteenth annual! report, the Commission had noted that
a number of recommendations made in the area of motivation and productivity were
equally relevant to the General Service and related categories. 24/ Bearing this
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in mind, the Commission considered the impact of the decisions taken concerning the
three issues that related to the General Service category:

(a) The children's allowance in respect of disabled children;

(b) The mobility/hardship allowance for internationally reocruited General
Service staff:

(c) Two steps on promotion and other recommeundati ns in the area of
motivation and productivity.

Views of the organizations

225. Tbh: Chairman of CCAQ agreed that the allowance in respect of disabled children
shovld L - tet at double the normal amcuant of the allowance. He noted

further ~hat, if the fact that the disabled child were the first dependant
generated a higher amount of the children's allowance, the amcunt paié in respect
of the disabled child shculd be double the amount of the regular children’s
allowance. This would be in line with the arrangements agreed npon in respect of
the Protcssional and higher categories.

226. CCAQ cunsidered that it would be appropriate to make provision under the new
mon»ility and hardship arrangements for the extremely small number of General
Service staff serving in non-local status in applicable locatioms. The Committee
noted that application of the mobility and hardship matrix required the use of
fixed referern:e point; fcllowing consideration, it had concluded tl.at the rate
applicable to internationally-recruited General Service staff should be the
equivalent of that payable to staff in grades P-1 to P-3. CCAQ could not agree
with the ICSC secretariat's proposal to exclu 2 the non-removal element frcm the
payment of this allowance. However, in order to avoid over-compensation in terms
of total emoluments, CCAQ proposed that the non-resident‘s allowance should be
discontinued to cases where the amount of the mobility and hardship allowance was
higher than the non-resident's allowance. In cases whe-s the amount of tne
mobility and hardship allowance was higher than the non-resident's allowance. In
cases where the amount of the mobility and hardship allowance was lower, the
difference between the mobility and hardship allowance and the non-resident'’'s
allowance should be payable in additicn. CCAC also recommended that the assignment
grant should be payable to internationally r.icruited General Service staff.

227. CCAQ also supported the proposals for the award of two steps on promotion for
General Service staff. In this respect, the Chairman pointed ovt that the premise
underlying the establishment of the award of two steps on promction was the need to
recognize promotion in a tangible form and was unrelated to tha inter-step
differential. It was thus eantirely logical to extend the scheme, which had been
established for the Professional staff, to the General Service category. He roted
also the undesirability, from a personnel management standpoint of adding to the
differences between the Prufessional and General Service categories, CCAQ
recommended that all these measures should take effect from 1 July 1990.

228. The representative of the ITU expressed his views on the guestion of two steps
on promotion and other recommendations in the area cf motivation and productivity.
In his opinion, the change for the Professional and higher categories had been
introduced within the context of motivation and productivity and of che chauge in
remuneration structure. The value of the step for the Protessionais was ouly
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2.4 per cen! of pay, which did not produce any significant overlapping ot grades:
the value of the step for the General Service category was often higher (e.g.,

3.4 per cent in Geneva). As a result, significant grade overlapping occurred at
many duty stations in the General Service category. If, therefore, additional step
increases were granted, the result would be thet staff in this category would reach
the ceiling much faster, therefore creating another kind of problem. While
prepared to follow the common system decision on this matter, he invited the
Commission to consider all the aspects cf Lhis issue before formulating its
recommendation.

Views of the staff representatives

229. The President of FICSA emphasized the need to apply certain elements of the
comprehensive review on conditions of service of the Professional and uigher
categories to Genera. Service staff as a matter of equity. This referred in
particular to the three aspects under discussion. As a result of FICSA's
participation in CCAQ a*. its working group oa field staff, a commo position had
been reached which Fi.SA recommended to the Commission for adoption.

230. The representative of CCISUA expressed dissatisfaction with some of the
statements concerning the General Service and related categories. He was of the
view that the ICSC statute underscored the need to promote an integrated and
unified international civil service. In his view statements were made about the
common system, commonality of treatment should extend to the General Service and
related categories. Decisions of the Commission should not promote the ferling of
some General Service staff that a discriminatory atmosphere existed irn scme of the
organizations.

Discussion by the Commission

231. The Commission consideired the proposal as regards the children's allowunce in
respect of disabled children fo- the Ge:eral Service and related categories should
be set at double the normal amount of the children's allowance applicable for those
categories. It was of the view that in conformity with its recommendation in this
regard for the Professional and higher categories of staff, 25/ which was endorsed
by the General Assembly in its resolution 44/198, section I.G, paragraph 1 (a), the
amount of the allowance should also be set at double the normal amount of the

children's allowance for the Gemeral Service and related categories of staff.

232, With regard to the mobility/hardship allowance for internationally recruited
General Service staff opinions differed as to the appropriateness of the Commission
considering this issue. Several members felt that it was appropriate to consider
this matter as the Commission's mandate encompassed conditions of service of all
categories of staff. One member, however, was of the view that organizations,
rather than the Commission, should make decisions concerning this category of
staff, thereby providing the administrations with greater flexibility.

233. Most members accepted the explanation givem by the Chairman of CCAQ of the
amendment to the hardship/mobility matrix that the fixed reference point should be
related to P-4/step VI scaled down by 13 per cent to reflect relative salary levels
of this category of staff and to ensure equity of treatment with other categories
of staff in similar jobs at the same duty stationm.
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234. The Commission next considered the issue dealing with tw~ steps on promotion
and other recommendations in the area of motivaticn and productivity. While
re2cognizing the reed to provide equity among both categories of staff, it
nevertheless felt that in this respect there was no automatic linkage and this
question shouid be addressed within the context of a ceneral review of conditions
of service for the General Service and related categories.

Decisions of th mmission
235. The Commission decided to recommen. ‘hat:

(a) The children's allowance in respect of disabled children for the General
Service and related categories shculd be set at double the normal amount of
children's allowance applicable for those categories, effective 1 July 1990. Where
the disabled child was the first dependai.t and generated a higher amount of tle
allowance, the amount paid would be double the amount of the regular allowsuce, not
of the higher amount:;

(b) The mobility and hardship matrix approved for the Profess:inal and higher
cetegories shoul? be zpplied alsc to interpaticnally recruited General Service
staff, with effect from 1 July 1990, except that the reference point would dbe P-4,
step VI, scaled down by 13 per cent to reflect salary relativities more
appropriately and ensure equity of treatment with other categories of staff in
similar jobs at the same duty station. Where the resulting amounts were lower thamn
the current amount of the nen-resident allowance payable to internationally
recruited Gemneral Service staff. an amount equal to the difference between the two
should pe payable in addition according to administrative arrangements to be
determined by the organizations;

(c) The assignment grant should be payable to intermaticrelly recruited
General Service staff on the same terms and conditions as tcr the Professional and
higher categories, with effect from 1 July 1990.

The Commissior noted that the financial implications of its recomnendation in (a)
above were estimated at $100,000, per anpum while those relating to the
recommendation in (b) and (c) above were estimated at $285,000 per anaum.

E. Judgement of the Tribunal of the Internatiomal Labour
Organigsation ¢a the Vienna commjssary issue

236. At its twenty-sixth session (6-24 July 1987) the Commission reviewed the
survey of best prevailing conditions of service for the General Service and related
categories in Vienna. Pollowing that review the Commission had made a
recommendation to the executive heads of the Vienna-based organizations conceraing
salary scales for the General Service and related categories in Vierna. The
recommended scales incorporated, among other elements, an adjustment of

2.4 per cent to account for the Commissary benefit available to staff of the
Vienna-based organizations. The Commission was informed at its thirty-first
session that there had been a legal challenge to tks salary scale implemented by
the executive heads with respect to the treatment of Commissary benefits.
Challenges were heard in 1989 both by the United hMations Administrative Tribunal
and by the ILO Administrative Tribunal, which had jurisdiction over United Nations
matters and over IAEA and UNIDO matters, respectively. The ILO Administrative
Tribunal judgement No. 1000 was binding upon both IAEA and UNIDO. It had found for
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the complainants and set aside the salary scales that had come into effect on

1 October 1987. 1In addition, the Tribunal had decided that the cases should be
sent back for recalculation of pay. The repiesentative of the United Nationmns
indicated that the Secretary-General would vphold the commonality of the system and
therefore would not contest the parallel case before the United Natiouns Tribunal.

Views of the organizations

237. Tne representative of IAEA informed the Commission that his organization would
adhere to the judgement and requested the Commission to recommend a salary scale
that would be in accord with the judgement. He further resquested the Commission's
guidance with regard to the implications of the judgement for the next salary
survey at Viemna s rvey methodology.

Discussion of the Commission

238. The Commission discussed the issue on the basis of available informatiomn. It
agreed, however, that as the subj~ct atfected its powers and mandate as contained
in articles 11 and 12 of its statute the matter required further study on the basis
of legal advice which was yet to be obtaiped.

Decision of the Commission

239. The Commission took note of judgement No. 1000 of tne 1LO administrative
Tribunal. It recommended to the Vienna-based organizations, for application to the
General Service and the Trades and Crafts category in accordance with the
judgement, the salary scales shown in annex XIX to the present report. It
requested its secretariat to provide it with a statement of the implications of the
judgement and decided to revert to the matter on that basis in 1991.

-65-



CHAPTER VI

CONDITIONS OF SERVICE APPLICABLE T( BOTH CATEGORIES

Review of the level of the education grant

240, In resolution 44/198, section 1.G, paragraph 2, the General Assembly took note
of the Commission’s recomnendations, submitted as part of the comprehensive review
of condit ons of service of the Professional and higher categories of staff, 26/
that (a) the revised arrangements on the currency of payment should remain ir piace
for the time being, but should he evaluated on the basis of experience with the
first round of education grant claims and (b) the level of the grant should
normally be reviewed every two years. The Commission examined proposals submiited
by CCAQ and those from its secretariat in this regard. The proposal from the
organizations called for a uniform increase in the levels of the allowable expenses
and, consequently, in *ne maximum amounts of the education grant. The ICSC
secretariat, on th~ other hand, recomended increases for only those areas where
education related expenses were incurred in specific currencies.

Views of the organizations

241. The Chairman of CCAQ submitted recommendations for reviewing the level of the
education grant, based on a survey of staff members' educational expenditures
during the school year of 1988-1989, This survey showed that 8.19 per cent of
cases exceeded the current $9,000 ceiling on allowable costs. In order to bring
the proportion of such cases into line with the levels resulting from the two
previous review: of the education grant, CCAQ was proposing that the current
ceiling should be increased to $11,000 per year. A concomitant increase in the
ceiling on boarding costs from $2,000 to $2, ‘50 was recommended. On the basis of a
review of cases of the special education grant for disabled children, it was
proposed that maximum allowable costs should be increased to $11,00C a year, with
the existing rule of 100 per cent reimbursement in local currency remaining
unchanged. Since those amounts represented an increase of 22.2 per cent, CCAQ
proposed that at those locations where the grant was expressed in local currency,
the local currency amounts should be adjusted upwards by the same percentage

These provisions should take effect from the school year in progress on 1 January
1991. Noting that the provision for the additional reimbursement of boarding costs
at designated duty stations had recently been revised as part of the comprehensive
review (that is, an increase in maximum amount from $2,000 to $3,000 per year and a
limitation to primary and secondary levels of education), the Committee proposed
that the currently applicable amount should remain unchanged.

242, At the same time, CCAQ pointed out the need for a review of the methodology
used to determine the adequacy of the level of the grant. It intended to undertake
that in the near future, with a greate ' emphasis on school fees, i.e. prices, as an
indicator of costs at specific locations, CCAQ had concluded that it would be
unwise to contemplate a change in the manner of adjusting the grant (for example,
adjusting by different percentages at different locations) before this
methodological review had been completed,

243, Commenting on the ICSC secretariat proposal for location-specific adjustments,
CCAQ also noted that the Commission had recently reaffirmed that the amount of the
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CCAQ felt that the granting cof location-specific ac justmeuts might be inconsistent
with the principle of a non-differentiated grant. It was also clear that criteria
would need to be developed for ensuring equity over time ¢f such location-specific
adjustments. CCAQ had therefore concluded that until these and other unanswered
questions had been resolved, it would be more reasonable (v retain a uniform
adjustment approach and to address the question of the prius and cons of global
versus location-specific adjustments in a broader, methodcalogical context. CCAQ
further noted that a uniform percentage adjustment would not ~mpromise the
equitable treatment of staff at different locations, because the grant which
represented a percentage reimbursement of costs actually incurred, was designed to
prevent over-compensation.

Views of the staff representatives

244. The President of FICSA stated that while FICSA was not against a selective
approach pe: se, it considered that such a fundamental change must be accompanied
by an in-depth study, showing advantages and disadvantages over the present
system. In addition, members of FICSA would have to proncunce themselves on a
change in methodology to determine and adjust the grant. FUZSA <upported the CCAQ
proposals on a global increase in the maximum amount of the education grant, which
were based on a detailed analysis and study in which FICSA had participated.

245. The representative of CCISUA stated that great importance was attached to the
level of education grant and expressed concern over the rising cost of ar adequate
education for the children of staff members. C(CISUA appreciated the Commission’s
recommendations, approved by the General Assembly, to review the level of education
grant every two years. That, in the opinion of CCISUA, was a wise and ratiomal
approach in order to avoid past experiences which had niade it necessary to increase
the level of education grant by 50 per cent. Establishment c¢f an automatic
adjustment mechanism would be the most appropriate and logical way to address this
problem as it would introduce a large measure of clarity, simplicity and
predictability. CCISUA was of the view that an overall increase in the existing
level of education grant was overdue. CCISUA therefore expressed strong support
for the proposals of CCAQ. CCISUA also felt that a comprehensive review of
criteria and methodology for the education grant within the near future was

needed. Within the context of this review the nature of the grant and the
eligibility requirements should be thorougnly examined in krcader terms to
accommvdate the changing needs of the organization and staff.

i ion mmi

246. The Commission noted that the currency floor provisions, which had been
introduced at the time of the 1983 review, had been retained for the 1988 review scu
as to avoid staff members at some duty stations benefitting by less than the
uniform increase that had been recommended and approved. The Commission recalled
that the General Assembly had approved the 1988 increase on the basis of iocal
currency entitlements for those countries where the remuneraticn correction factors
vwere applied, with dollar-based entitlements being restricted tc the rest of the
world. Thus the single dollar entitlement linked by floor exchaange arrangements
was replaced by seventeen different entitlement levels denominated in seventeen
different currencies. Members recognized that this change in the system had direct
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implicatsuvns for tne type I edjastment suystem that would be zppropriate fnv
periodic revision of tue ievel ot the edutation grant. {t was the vicw of members
that, given the inter-:-c¢letionship petween the currency of payneunt arrangament ard
the effec.ive real value of che educatior grant. an appropriite review could only
be made atter reviewing the expuricnce of the currency of peyments arcangements, as
well as the effects of wideiy differing inflation rates.

247. In the light of its experience with the 1983 and 1988 revisions of the grant,
the Commi:ssion cbzerved that the cuirsrt adjustment system of mniform adjustivints
for infilation combined with fuil currency protection ha¢ yieldaed r.sults thau ware
not entirely equitable between du*y staticns. The Tommission noted thac chis
approach did not differentiate for sigrificantlj varying rates of iunflatinn
experienced over varicn:z duty stations and it discrimipated in favour of rurd
currency, low iuflation duty stitions vig-z-vip softer curreancy. high inflsation
duty stations This effect could be particwlarly marked. in practice, fae to the
fact that sof ex curvency countries vend to experience ner rates »f irflatioa.
For inztance the present value of the orant ab currest {July 1920) exchange rates
varied between $6,75%0 in the United States doldlar area to $10,300 in the Japunese
yer aves. It was noted under this kind of prrangemesnt thet bpeeds were unevenly met
as tre percentane ¢f excess evpeuditure costs above the maximun allowable evel
ranges from weyo in nice predominantiy tard currenty areas Lo 2.3 per cent in the
pound steriing area. The three areas where the grazut was least adequale to cover
nesds (United Kingdew: 24.3 o2~ cent of ~ases excealded costs: Italy:

i5.5% per cert; acd United States dollar areo a<d othsy countyvies where no
remaneration corrective factor was epplied: 10.5 per cepi) were the omes with
lowor absolute grant levels and tl: onet with weaker curvencies and higher
inflation rates. The areas with the most adeguate grant levels {i.e. ro case
exceeding costs) were the ones with the highers absolute grant isvels in Unived
States dollar eguivnlent terms.

248. It wcs agaimst this backgrourA that the Commission examiped the recommendstion
of CCA{ for cratinuing the existiny adjustment system and for a 22 per ceat
increase. While the proposed uniform increase carried a certain appeal in term: cf
simplicity and transparency, it would increase the allowable expendiivre limit hLoth
where there was a demonstrated nead (actual costs exceeding curreat maximum
allowable c2sts) and elsewhere as well. This approach would mot adequately focus
on areas where expenditure cases exceeded the maximum allowabie costs and wouid,
thereby, not improve equity of treatment among duty stations. Although a uniform
increase would not result in overcompensation, as the grant represented a
percentage reimbursment of costs, members noted that it would result in systematic
under-compensation ¢t those duty stations where the need was greater, thus
increasing inequities., Referring to the post adjustment system in which equi:-y was
achieved through maintenance of parity of purchasing power by adiusting for both
sxchaage rate fluctuations and changes in infliation, the Commission noted that the
present adjustmeut mechanism for the education grant differentiated only for

curr ncy thrcugh the currency floor arrangments but not for differences in
inflation rates. This differentiation had in fact resul:ed in a de facto selective
approach, as evidenced by the varying quantum of the education grant at different
duty stations. Thc informatior in annex XX -elates existing grant levels and the
need for zn increase, as demonstrated by the proportion of 3xpenditure cases in
excess of maximum allowable costs.
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249. The (‘ommission nuted the problems identified by the CCAQ study and related
issves raised by the seccetariat with respect to the methodology for reviewing the
grant end decided that they merited furthevr study in 199). Such a study could
include the possible : :c of school fees as an indicator for price movement as
against the presernt cost approach baced on staffi expenditures.

250. The proposals of CCAQ on the ceiling on boarding costs, additional
reirbursement of btoarding costs, and special education grant for disabled children
4cre also reviewes by the Commission. The Commission's decision regarding the
ceiling op boarding costs moy be found in paragraphs 251 (a) and (b) below. &As
reg..ds the additional reimbursemen* of boarding costs and special education grant
for disabled children, it agreed to revert to these matters as part of the full
study of the process for sevting educatinn grané levels in 1991.

Decisions of the Commissicn
25%i. The Commissicn decided o recommend that:

(a) Tn areas where Jducatson rolated expenses are incurred in Japanese yen,
Austriar schillings, Swiss franc:, Netherlends qguilders, Finnizn markkaa, Belgian
francs, Janish kiener, ¥French francs, CFA frawncs, lrish pounds or Norwegian kroner,
the maximw» amount of admissible expenses an¢ the ceiling on boarding costs should
rerain unchanged at its curvent level;

(L) n areis where education related expenses are incurred in currencies
cther than those in subparagraph {a) above. the maximum amount of admissible
expenses, the paximun grant and zeiling for boarding costs should be set as shown
telow:

Maximum admissh “le Ceiling for
educational expense Maximum grant boarding
Currerniy (local currency) (locil currency) (local currency)

Deutsche mark 26 395 19 800 S 867
Spanish pese:a 1 429 740 1 072 500 317 778
Italian lira 1S 397 209 11 549 997 3 422 220
United Kingdoum pound 7 183 5 387 1 596
United States dollar area 11 o0& 8 250 2 450

{(c) The amount of additional reimbursment of boarding costs over and above
the maximum grant payable to staff members at designated duty stations should be
maintcined at the present entitlement level:

(d) The amount of the special education grant for each disabled child should
be equal to 100 per cent of the revised amount of maximum admissible educational
expenses for the regular education grant;

(e) The measures would be applicabie as from the school year in progress on
1 January 1991.
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The Commission decided that the recommended increases in the education grant for
related duty stations was an interim measure and was made on the clear
understanding that the Commission would undertazke a full study ir 1991 of the
process for setting education grant levels.

252. The financial implications associated with the proposals were estimated at
approximately $i.96 million in respect of the increase in the maximum reimbursable
level and $1.2 million in respect of the increase in boarding costs.

253. The President of FICSA expressed regret at the Conmission's recommendation,
which, he felt, was based on political considerations. He agair underlired the
need to inform the Assembly that., during the first year, the -ost implications
would be about the same as those for a global increase. He doubted whether an
in-depth study could be made within one year.
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CHAPTER VII

CONDITIONS OF SERVICE IN THE FIELD

Review of the conditions ¢f service of the Field Service category

254, Since its twentieth session (July 1984), the ICSC has reviewed various

conditi wus of service for the Field Service category. During its review it has
noted tuet a number of tommon system crganizations, other than the United Nations,
make use of tne Field Service salary scales. Accordingly, the Commission concluded
that the subject of conditions of service of Field Service category was a common
system izsue, 27/

255. The Commission recalled that, as part of its consideration of the mobility
element of the assignment allowance at its twenty-sixth session (July 1988) it
"noted that the Field Service category was by nature a mobile service and that
staff were compensated through comparison with the United States Foreign Service.
The possible consideratioxn of the award of the mobility incentive or other
zllowances for the Field Service category would be more appropriately reviewed
after the Commissicn had completed its review of the remuneration of the Fi-14d
Service category"”. 28/ In view of the Commission's work related to the
comprehensive review of the conditions of service of the Professional and higher
categories, however, the Commission decided to suspend the review of the Field
Service category until completion of the comprehensive review.

256. At the Commission's thirty-first session (March 1990), the Commission was
informed that changes to the remuneration package of the Professional and higher
categories emanating from the comprehensive review of the conditions of service of
staff members in that category had implications for the entitlements of the Field
Service category. Accordingly, a course of action was proposed involving a revised
comparjison methodology, which would make use of the current job classif cation
system for the Field Servi ¢ category and would result in revised remuneration
levels and elements for the category. A revised remuneration package for the Field
Service category was therefore submitted to the Commission at its current session
for its consideration based on the following features:

(a) A remuneration comparison with the United States federal civil service;
(b) A gr-de equivalency study with the United States federal civil service:;

(¢c) An adjustment mechanism for Field Service remuneration based on
adjustments to the same remuneration elements of the Professional and higher
categories.

Views of the organizations

257. The representative of the United Nations noted that the Field Service category
encompassed a wide variety of occupations related to peace-keeping operations and
should not be confused with the technical assistance or humanitarian relief staff
generally referred to as field staff. The Field Service staff last received a
salary increase in 1981. Since that time, the peace-keeping operations of the
United Nations, to which the work of the Field Service is dedicated, had undergone
a quantum change in number, extent, variety and size. In the past two vears alone.
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new missions have been established in Iran (Islamic Republic of}), Iraq,
Afghanistan, Namibia, Angola and Central America. It was noted that field service
personuel were being used for other Urited Nations activities, for example,
elections in Namibia, in addition to peace-keeping missions. He emphasized these
developments because the backbore of the rapi¢ deployment capability on which they
depended was the Field Service staff.

258. Not only were these staft members required under the terms of their contracts
to be ready to deploy in a matter of hours notice, they were called upon
repeatedly, by the very nature of their work, to serve in areas of extreme hazard.
Accordingly, he emphasized that a review of the conditions of service of the Field
Service category should be made not only in the context of analytical elemerts, but
should take into account the nature of the operations, the political environment of
peace- keepin, activities 13nd the critical staffing needs imposed on the
Organization when new missions were created. He noted that the secretariats of
ICSC and the United Nations, as well as staff, had worked together closely on this
review and that the Secreiary--General welcomed the advice and views of the
Commission on this item.

259. He recalled that since 1981, the United States foreign service had been used
as the comparator for the ¥ield Service category, with regard to which the
Comrission had, on several cccasions, expressed concern., Accordinyly. in the
current review a grade equivalency study with the United States federal civil
service was conducted on the basis of the 3job classification standard for the Field
Service. Thereafter five countries were select-ed for remuneration comparison
purposes (Israel, Syrian Arab Republic, Pakistan, Cyprus and Egypt), which
represented the most por lous peace-keeping missions and three quarters of the
total Field Service staff. This comparison showed that the overall weighted
average of emoluments of Tinited States federal civil service staff abroad were some
20 per cent higher than those of the United Nations Field Service at these
locations.

260. Based on the comparison and considering the redeployment and mobility required
of Field Service staff and the obvious difficult conditions of life and work, he
was pleased to note that the t.ipartite study group had recommended the application
of the mobility asd hardship packages to the Field fervice category. In the
application of the mobility and hardship matrix and assigoment grant package to the
Field Service category, the financial incentive, 18-month home leave, invariable
elements of the monthly mission allowance, installation grant and pre-departure
allowance currently granted would be terminated.

261. With regard to the recommended base salary scale he noted that it was
constructed by incorporating in the scale 12 multiplier points of post adjustment,
as was done for the Professioral and higher categories with a view to attaining a
similar level of overall compensation as the comparator at the duty stations with
the highest number of Field Service staff. The resulting scale showed increases by
grade and duty station of between 4 and 10 per cent.

262. He noted that the Secretary-General was of the view that the Field Service
category of staff had rendered the highest service to the Organization and that
this service had been recognized internationazlly and should bhe rewarded
accordingly. The Secretary-General commended these proposals for the Commission's
support.
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Views of the staff representatives

263. The representative of the Field Service category st:ff noted that there had
been no meaningful review of the Field Service conditions of service since 1981.

He statcd that staff had beeun bewildered at the lack of application of a mobility
element to this category since mobility was required u:t 48 hours notice. He
emphasized the disruptions of family life as a result of mobility requirements. He
agreed with the use of the United States federal civil service as a comparator.

Discussion of the Commission

264. The Commission noted th-* the proposed modificat ons to the remuneration of
the Field Service category i1.,. sented essentially a re-designed remuneration
structure and a revised remuneration adjustment system In this regard, it
expressesl the view that staff in the Field Service category with duties and
responsibiiities similar to locally recruited General Service staff shoulc be
similarly renunerated., It recognized, however, the unique requirements of Field
Service positions with regard to secure and confidential lines of communication and
relatecd considerations, which were identical in the comparator service. In both
services this resulted in staff at a particular duty station being paid based on
either local conditions for those functions where such considerations were not
relevant, or on a base scale concept where such corsiderztions were important.

265. The Commission noted that based on the recommendations, the remuneration of
the Field Service category would., henceforth, be related closely to that of the
Professional aund higher category. In this reqgard, it recognized that both
categories were internationally recruited, that nardship conditions applied equally
at a given duty station and that mobility regquirements were also relevant for the
Field Service category as they were for some staff in the Professional and higher
category.

266. With regard to the mobility element, the Commission expressed concern that the
mobility and hardship matrix 29/ which was designed specifically for the
Professional and higher categories, would now be applied to another category where
other considerations may be more relevant. It noted "ield Service mcbility
statistics, for example, which showed that Fielda Service staff moved to more duty
stations in a shorte- perioé of time than staff in the Professional and higher
categories. It considered, however, that Field Service staff remained at a duty
station for a shorter period of time than the staff of the Professional and higher
categories, thereby reducing the applicability of the matrix. It also noted in
this regard that the administrations, to a certain extenmt, controlled the degree of
mobility, thereby also controlling payments under the mobility and hardship

matrix. It recognized in this regard that the macrix would be applied to salary
levels of the Field Service., which, under the proposed salary scale, had been
scaled down by 13 per cent from the P-4, step VI, starting point,

267. With regard to the proposed base salary scale the Commission noted that FS§-7,
step VI, of the Field Service scale was linked to P-4, step VI, of the Professional
and higher categories base salary scale, which in turn was linked to the level of
remuneration of the comparator in Washington D.C. at an equivalent grade. It
further noted that whereas P-4, step VI, represented the mid-point of the base
salary scale for the Professional and higher categories, FS-7, step VI, represented
the top of the Field Service base salary scale with the scale decreasing from that
point below the P-1 level.

~73~



268. Some members reiterated the view, expiessed at an earlier session of the
Commission, that the Fieid Service category was & unique one related to the
peace-keeping operations of the United Nations and, as such, it was not a common
system issue. They noted, in this connection, that the use of this category of
staff by other organizations (UNDP, UNHCR and FAO) was on the decrease. Tiey were
of the view that this category shculd be used for tr» United Nations peace-keeping
cperations and expressed the hope that other organizutions would not make use of
it. Other members were of the view that as long as this category of staff was
being used by organizations other than the United Nations, it continued to be a
common system issue. The Chairman further reminded the Commission that it had
already decided that this was a common System issue and that the growing demand for
this category of staff for use in organizing elections in sensitive areas such as
Nicaragua, Western Sal.ara, Nomibia and Cambcdia had been noted.

269. The Commission considered that it would be necessery for it to monitor the
development of Field Service remuneration after two years, particularly the
application of the mobility and hardship matrix.

Decision f th mmission
270. The Commission decided:

(a) To use the United States federal civil service for comparison purposes
with the Field Service category;

(b) To recommend the base salary scale, shown in annex XXI for application to
the Field Service category:

(c) To approve the application to the Field Service category of the mou.lity
and hardship matrix for the Professional and higher categories. 29/ Irp the
application of the matrix, the Field Service base salary scale recommanded in
subparagraph (b) above would be referenced;

(d) To approve the application of the assigoment grant to the Field Service
category:;

(e) To approve future adjustments of the Field Service base salary scale and
allowances in relation to adjustments to the same remuneration elements of the
Professional and higher categories. In this regard it noted that it was
recommending an increase in the base salary scale for the Professional and higher
categories to the General Assembly at its forty-fifth session (see para. 207);

(£) To monitor the development of Field Service remuneration, particularly
the application of the mobility and hardship matrix, after two years.

The Commission noted that the financial implications of its recommendation
regarding the revised salary scale for the Field Service category were estimated at
$2.14 million per annum. The financial implications relating to its decisions
regarding the mobility and hardship allowance and the assignment grant for this
category were estimated at $1.74 million per annum.
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CHAPTER VIIl

ACTION TAKEN BY THE COMMISSION UNDER ARTICLE 14 OF ITS STATUTE

Statug of women

271. At its tairty-first session in March 1990 and its thirty-secoud session iun
July 1990, the Commission considered the gquestion of the status of women in the
organizations, in both the Professional and the General Service categories, in the
context of its standing agenda item on special measures ror the recruitment of
women.

“rofessional and higher categories

272. The Commission's consideratinn included both the monitorirg of its previous
recommendacions and a review of the statistical data composed of a comparative
analysis of the time that men and women in the Profe.sional and higher categories
spent in grade as at 31 December 1988.

Views of the organizationg

273. CCAQ requested that more attention be paid in the future to the mandates and
resolutions on the subject adopted by other governing bodies. not just the General
Assembly. CCAQ noted that organizations did not have an absolute prohibition on
the employment of spouses, In some organizations, spouses could be recruited
subject to certain conuitions (e.g. that there should be no direct hierarchical
relationship in the work-place); in others employment of spouses was not normally
permitted, but exceptions could be made. CCAQ noted that in some organizations
with very small numbers of staff, spouse employment was simply not feasible.

¢74. The representative of UNESCO was of the view that the objective of recraiting
and retaining more women could be attained by the efforts not only of the
organizations, but of the member States as well. He asked the Commission to urge
member States to intensify their efforts to identify women for posts in the
orgapizations. A problem common to many organizations was that of zhose women who
had been offered posts and refused them because of the inability of their spouses
to obtain admiasistrative authority from the competent anational authorities
concerned to work at the particular duty station. He asked the Commission to
recommend to the General Assembly that it request the host countries of
international organizations to liberalize their work permit policies for spouses of
common system staff,

Views of the staff representatives

275. The representative of CCISUA stated that the main problem for women in the
General Service category waa not lack of representation but of career development.
Secretaries, as a group, had been particularly disadvantaged. As at December 1989
for Professional women in posts subject to geographical distribution, the
Percentage in the United Nations was 27.2 against the 30 per cent target set by the
General Assembly for 1990. 1In 1989 only 22 per cent of the new recruits were
women. She then provideda some statistics on the representation of women at various
levels in the United Nations. It was obvious that, given the slow progress, the
end of the century would arrive without any meaningful change.
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Discussion by the Commission

276. The Commission agreed that traditional attitudes remained the biggest obstacle
to improving the status cf women. The Commission further agreed that
qualifications should be the main and indeed sole criterion also in the recruitment
and promotiorn of inen and women. All things being equal, however, most members of
the Lommission were «f the view that until the organizatious attained the targets
set by them, affirmetive action programmes favouring women were a neceSsity. Some
members felt t*at it would te helpful to obtain data showing the progression of
women from the P-5 to t“he D-2 levels with respect to recruitment and promotion from
1980 to the present.

277. Some members felt that it was important to bring to tue attention cf Member
States the possibilities that existed for women in United Nations orgernizations and
that more efforts should be directed to those countries whose female nationals we:re
poorly represented. They wonGered whether, in addition to other identified
obstacles, at times of budgetary constraints the status of women was not more
adversely affected than that of men,

278. With respect to General Assembly resolution 42/221, section V,

paragraph 1 (t), the Commission was of the view that the organizations should be
asked to provide data so as to identify some of the problems faced by women in the
General Service category to enable it to report to the Assembly at its forty-fifth
wession.

Decisions of the Commission

279. In tbhe light of the above, the Commission decided to recommend to the
organizations that:

(a) In cases where rational administrations required sponsorship. the
organizations should do their utmost to inform *hose administrations of the
importance they attached to the submissicn of women candidates;

(b) The highly technical organizations that reported the most difficulty in
recruiting women should consider establishing outreach train. ng programmes along
the lines of the one developed by the IMO;

(c) They should intensify their efforts to increase the nunber of women at
the P-5 level and above and in decision-making and policy-shaping posts throughout
the organizations;

(d) They should establish, if they had not already done so, clear targets
whose implementation was monitored;

(e) Where appropriate, they should intensify their efforts to increase the
number of women consultants and technical advisers;

(f) They should abolish, if they had not already done so, the staff rules
prohibiting the employment of spouses on regular posts;

(g) They should intensify their efforts to facilitate as appropriate the
employment of staff members' spouses;
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(h) They should amend, if they ha? not already done so, their personal
history forms to permit candidates to indicate their willingness to have their
forms shared with other agencies.

280. In response to Assembly resolution 42/221, section V., paragraph 1 (b}, the
Commission furthe  decided to request its -secretariat to meet with representatives
of the CCAQ secretarjat and the staff to devise a guestionnaire that would be sent
to the organizations, with a request that the completed questionpaires b: returned
to the ICSC secretariat in time to enable it to prepare a document for submission
to the Commission.

General Service and related cateyories

281. In response to the Gereral Assembly reguest -eferred to in the preceding
paragraph, the Commission considered a report omn the status of women in the General
Service category on the basis of information collected by its secretariat, which,
as agreed, had consulted the representatives of CCAQ and the staff. The
information provided by the oiganizations included (a) an occupational group
breakdown {(using the CCOG code) by gender and grade, (b) tire.in-grade hy gender
and by occupational g.oup, and (c) promotions by gerder from the General Service to
the Professional category cduring 1989.

Views of the organizations

282, CCAQ had some difficulty in under: tanding the focus of the Assembly's request
to analyre measures taker to improve t. ¢ status of women in the General Service
category. Since women were ou the wholt sl represented in the General Service
category, the issue was presumably nnt one of global representation, but of the
career development of women in the General Service and related categories. Op the
rne haud CCAQ concurreua with the secretariat's conclusion that there was no
discrimination between ren and women in this category as regards either lsvel of
appointment or rate of promotion, while on the other hand, it acknowledged that
these conclusions hud been reached on the basis of less than representative data.
CC2{) was of the view that this issue required a more proactive conceptual approach
going beyond mere stutistical analyses.

Views of the staff representatives

283, The Vice-President of FICSA referred to the emphasis over the past decade
placed on the low representation of women in the Professional category, especially
in senior posts. While FICSA supported efforts to correct this imbalance, it
underlined that in most organizations the majority of women were in the General
Service category. The study done by the ICSC secretariat had been hampered by
lack of time and lack of usable input. Thus, it did not go to the root of the
problem: since most women were located in secretarial and clerical occupations,
their possibilities of advancing beyond the G-5 level were limited given the job
classification levels of those posts. A review of recruitment, promotion and
carecr development policies should be carried out in order to develop a balanced
approach to human resources development. Rccruitment of women in traditionally
male-dominated occupations, including Trades aud Crafts and Security, should be
encourrged, FICS5A proposed that a tripartite Working Group be established to carry
out an in-depth study of the status of women in the General Service cateqory and

~ decide, ipter alia, on its purpose, methods by which the study would be carri:d out

and to propcse recommendstions and solutions.

77~



284. The represesentative of CCISUA regretted the lack of pricrity given by the
Commission to this important subject. It was esseantial to appoint and promcte more
women in the Professional category sud above to decision-making posts through
affirmative action programmes. The problem for women in the General Service
c.'egory was not one of inadequate representation, since they were the majority in
that category, but of career development. The representative of CCISUA strongly
objected to the approach taken in the ICSC document on the issue of women in the
General Service category, which she believed reguired more thorough study and
consideration. CCISUA felt that the spirit and intention of Gereral Assembly
resolution 42/221, section V, had not been correctly interpreted. CCISUA therefore
requested the Commission not to endorse the conclusions reached in the secretariat
document on the basis that it is not what was requested by the General Assembly and
was based on incomplete data. CCISUA urged the Commission to consider the
establishment of a joint working group which would examine these issues in greater
detail, with a view to formulating measures that would specifically improve the
career progression of women in the General Service and related categories and in
general enhance the status of all women in the common system of the United

Nations.

Discussion by the Commission

285, The Commission recalled its numerous recommendations on the status of women in
the Professional category, which had been a standinc item on its agenda for the
past five years. Although the Commission had in 198% made & number of
recommendations for non-Professional star{ in connection with its consideration of
the subject of human resources planning 30/, it was taking up this matter in the
present context for the first time. The Commission was concerned that recent
priorities related to its responsibilities yis-a-vis the comprehensive review of
the conditions of service of staff in the Professional and higher categories had
prevented it from devoting more attention to this category of staff whose
contribution to the work of the organizations was so valuable. It could not agree,
however, with the staff representatives that this issue had lacked priority. The
Commission was the first body to bring the problems of women to t..: attention of
the General Assembly and to make recommendations for their solution.

286. The Commission noted that in view of the limited data available it had been
difficult for the secretariat to draw major conclusions. However, the broad
conclusion could be drawn, based on the available material, that there did not
appear to be any discrimination between women and men, a view shared by CCAQ. The
Commission also noted the analysis of the data, which showed that there was no
meaningful difference in the rate of advancement between women and men from one
field of work to another and that time-in-grade was not linked to which gender
primarily staffed a2 particular field of work; that overall, women, who accounted
for approximately two thirds of the total ataff in the General Service categnrry.
spent no more and usually less time in grade than men; and that, with regard to
promotions from the General Service to the Professional category during 1989, men
were slightly favoured, by 0.15 percentage points, over women.

287. The Commission recognized that while the document concentrated on the
relativit.ies between women and men in the General Service category, it was apparent
that the staff representatives wished to broaden the consideration of the question
to include the larger issue of career development. It noted that the CTAQ
Personnel Data Base, while comgrehensive, did not contain all of the information
needed, and it was of the view that it should be supplemented by the collection of
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awditional data as required. The Commissicn wac cognizant however that at a time
of zero-growth budgets in many organizations, the various personnel depi-tments
that were responsible for producing data were often the first to undergo staff cuts.

Decisi f the Commissi
288. In light of the above, the Commission decided:

(a) That, in order to meet the request of the General Assembly in its
resolution 42/221, section V, the secretariat would write to the organizations
reminding them of its past recommendations on the subject of career development for
staff ir the General Service category and request them to reply on the
implementation of tliese recommendations and any other action they had taken;

(b) To form a tripartite working group on the status of womeén in both the
General Service and Professional categories whose exact terms of reference would be
quite broad, and whose overall aim would be to iGentify the problems facing women
in the United Nations syst = ond to aid the Commizgion in devising -trategies for
the implementa .ior of its recommendations.
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“YAPTER IX

ACTION TAKEN BY THFE COMMISSI N UNDER ARTICLE 17 OF ITS STATUTE

Implementation of the recommendations ang decisions
of the Commission

289, In the fall of 1989, the Commission conducted a survey of best prevailing
conditions of service for staff in the General Service, Trades and Crafts and
Security Service category in New York. Details of the Commission's recommendations
in this regard and the resulting financial implications may be found under
paragraph 222 of the present report.

290. Following the Commission's consideration at its March 1990 session of the data
collected from the outside employers and after it had decided on the
recommendations to be submitted to the executive heads of the organizations with
staff in New York, it was approached by the Acting Under-Secvetary-General for
Administration and Management and the Assistant Secretary-General for Human
Resources Management of the United Nations, who expressed their concerns about the
results of the survey. In view of the importance of the subject the two officials
requested the Commission for a "cooling off period” until July 1990. Concerns of
the Secretary-General of the United Nations regarding the results of the survey
were alsc commu-icated tc the Commission through its Chairman. The Commission gave
very careful consideration to the representations made by the Secretary-General and
other senior officials. It concluded, however, that the survey methodclogy had
been applied in a technically competent manner and therefore there was no reason to
cast doubt on the outcome of the survey. It was in view of that that the
Commission could not find any justification to postpone the submission of the
results of the General Service survey to a later date.

291. At its July 1990 session the Commission was informed that the
Secretary-General had decided to promulgate effective 1 October 1989 the revised
salary scales for staff in the Trades and Crafts and Security Service categories as
proposed by the Commission. Dependency allowances for staff in the General Service
and related categories, as recommended by the Commission, were also revised with
effect from 1 October 1989. As for the General Service category, however, the
Secretary-General had decided to establish a special Joint Advisory Committee with
representation from the United Nations, the United Nations Developmesnt
Programme/United Nations Population Fund and the United Nations Children's Fund.
The Committee established a working group to review the coaduct and the results of
the salary survey for the General Service category. The Secretary-General had
decided not to promulgate the salary scale recommended by the Commission for the
General Service category pending the review of the report to be prepared by the
special Committee.

292, Subsequently, the Secretary-General decided not to implement the scale
recommended by the Commissicn for the General Service category and instead
implemented, effective 1 October 1989, the scale that went into effect as of

1 November 1989 as a result of the application of the interim adjustment procedure
approved by the Commission at the time of the 1984 survey in New York. It was in
view of these developments and as part of its responsibility under article 17 of
its statute that the Commission addressed this matter at its July 1990 session.
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Views of the representatives of the United Nations

293. At the outset the representat ' ve of the United Nations emphasized that he was
speaking ¢« n behalf of all the New ork-based organizations, for which the outcome
of the survey of the General Service category had become a matter of corcern. The
Secretary-General was convinced that it was necessary to make a comprehensive
effort to confront the range of concerns that affected this group of staff. The
United Nations representative confirmed that the special Joint Advisory Committee
had been assisted in its work by the ICSC secretariat. The Secretary-General, in
considering the conclusions and recommendations of the special Committee, did not
teel that he could ignore the problems encountered during and after the survey, as
well as their ‘mplications for staff management relations. These ccnsider-tions
had come at a time when the staff of the Secreta .t, including those in th

General Service category, had made an important contribution to the accomplishments
of the Organization in Namibia. The Secretary-Gemeral .lso could not ignore the
fact that all other categories of staff in New York had benefitted recently from
increases in their salaries. The United Nations representative reiterated that the
external data of the survey were fully accepted by the Secretary-General but that
he had focused instead on areas where the elsment of judgement had to be

exercised. It was with this background in mind that the Secretary-General had
decided to promulgat2 the November 1989 scale for the General Service category at
New York effective 1 October 1989, The representative of the United Natiuns
provided examples of the specific problems identified by the special Committee
which formed the basis of the Secretary-General's decision. The Secretary-General
had, inter alia, accepted the recommendation of the special Committee that ICSC
should be requested to conduct an accelerated salary survey for the General Service
and related categories in New York upon completion of its review of the
headquarters®' salary urvey methodology.

294. The Assistant Secretary-Geaeral for Human Resources Management of the United
Nations informed the Commission that the report of the special Committee was
considered an internal document and could not therefore be distributed outside. He
added that, in retrospect, the administration had realized that it could have
handled some of the issues differently. For erample, as regards the implementation
of the interim adjustment that became due in November 1989, i.e. one month after
the data collection exercise in New York had commenced, the impression was conveyed
to staff that their salaries were in line with those applicable in the New York
labour market. He urged the Commission to understand that the Secretary-General
did not lack confidence in ICSC. The Secretary-General wished, in fact, to
continue his f1ll1 co-operation with the Commission in the future.

Views of the representative of the staff in New York and FICSA

295. The representative of the United Nations staff in New York reminded the
Commission that at the end of the March 1990 sezsion he had pleaded with the
Commission to postpone its decisions on the question of the General Service salary
survey in New York pending further review of the problem areas that had been
identified. The Secretary-General had also addressed a similar plea to the
Commission. The Commission, however, decided it could not do that; it had taken a
decision that it deemed technically justified and unassailable. To avoid the
current state of affairs the Commission could very well have postponed a final
decision on the matter until the current session when it would have had every
opportunity to review areas of concern to the ctaff. There were no adverse
implications in the Secretary-General's decisions and no financial implicatioms.
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He informed the Commission that the special Committee had identified a number of
problems relating to the conduct of the survey and provided details of those
problems. The representative of the United Natiors staff{ stated that it appeared
to be the intention of the Commission to transfer the discussion regarding the New
York General Service salary survey and its implementation from its rresent forum :n
ICSC to the Fifth Committee., He noted that the discussion in the Fif+«h “ommittee
would not take place between the Commission and the Secretary-General, but rather
between the representatives of the staff, the Commission and the Fifth Committee.
He wondered whether it was the Commisson's intention to make a political case in
the Fi“th Committee against the staff and against the Secretary-General.

296. The President of FICSA reminded the ICSC that in 1979 the Director-General of
ILO had taken the decision, supported by the Goveraning Body, to adjust General
Service salaries in 1LO, Geneva, by 3 per cent, after a prolonged freeze and in
recogniticn of the staff efforts and their dedication to the Organization such
decisions were encouraging for the staff.

Discussion by the Commission

297. At the outset the Commis. ion recalled its mandate to make a recommendation to
the Secretary-General and other executive heads in the common system regarding
salary scales for the General Service and related categories of staff at
Headguarters’' locations. 1thas recognized that matters concerning the
implementation of that recommendation remained the prerogative of the executive
heads. The Secretary-General could refuse the recommendations of the Commission on
salary scales and other conditions of employment for the General Service staff.
Reasons for such action could include any matters otl.er than techmnical ones, such
as psychological impact, low morale of staff, effects of retrenchment, etc. as
outlined by the representative of the United Nations. These matters, however, did
not form a purely technical element and therefore did not fall within the
competence of :he Commission. The Commission was ot the view that had the
Secretary-General produced reasons other than the technical ones advanced, there
would have been very little or indeed ncthing for the Commission to say. In this
regard the matter would have been of corcern to the Fifth Committee of the General
Assembly and to no omne else. The Secretary-General, however, had taken a different
route, advancing a technical justification to set aside a purely technical
recommendation by the Commission.

298. The Commission recalled that during its deliberations at its March 1990
session every opportunity was given to the admi.istrations and staff to express
their views, which the Commission then addressed in depth. It further recalled
that the position of the administrations ian March 1990 was that the survey had been
carried out in a competent manner and all that was requested was a "cooling off
period”., It was also recalled that the administration representatives had not
complained about any contravention of the methodology during the survey. The
Commission noted that while the staff of the New York-based organizations had
raised specific issues, they had failed to make a convincing case regarding
improper or faulty application of the methodology., this, in spite of repeated
requests from a member of the Commission to cite even a single example. The
position of the administrations at the July 1990 session of the Commission was,
however, different.

299. It was recognized that the Secretary-General was confronted with two separate
sets of recommendations &s regards the General Service salaries in New York. The

-82-



tirst emanated from the Commission which, according to article 12 (1) of its

¢ tatute, was mandated to "establish the relevant facts for, and make
1ecommendations as to, the salary sca’es of staff in the General Service and
locally recruited categories”. The second recommendation came from a special Joint
Advisory Committee consisting of representativ:s of the staff and the
administrations only. It was noted that this two-party committee, unlike the
Commission, offered no quarantees c¢f an obje:tive approach.

300. The Commission recalled that time and again its partner: stat¢d that the
General Assembly modified the decisions of the Commissior with little regard for
the valuable input from the organizaticns and staff which had contributed to those
decisions. The view was also repeatedly expressed that if the General Assembiy did
not agree with a particular decision of the Commission it should remand the natte:
to the Commission for reconsiceration, a view shared by the Commission. If the
Secretary-General felt that he could not accept the recommendation of the
Commission because of perceived technir.1 deficiencies of the survey, the matter
should have been sent back to the Commission for further consideratinn.

301. In the present circumstances an unfortunate precedent had been created: any
recommendation from the Commission, regardless of technical validity, could
henceforth generate intense pressure from the staff on the executive heads to take
decisions contrary to the recommendations of the Commission. The Commission was of
the view that the decision about New York posed grave risks to the common system.

302. Regardin~ the Committee's recommendatson and the Secretary-General's
acceptance thereof that ICSC conduct an accelerated salary survey for the General
Service and related categories in New York upon completion of its review of _he
headquarters' salary survey methodology, some members could not see how the
Commission, in all seriousness, could be expected to engage once again in such an
exercise. Those members were of the view that no survey should be undertaken until
this unnecessary episode had been clarified.

303. The Commission noted that until the results of a future salary survey resulted
in a change in the salary scale implenented by the Sacretary-General, the staff
from the General Service category :in Wew York would continue to be overpaid by some
4.6 per cent. The Commission further noted that the financial implications
associated with this amounted to some $5 million per annum.

Decision of the Commission

304. In light of the above, the Commission decided to report to the Geueral
Assembly, in accordance with article 17 of its statute, that the Secretary-General
of the United Nations, acting in concert with the executive heads of UNICEF and
UNDP had not accepted the salary scale the Commission had recommended as a result
of the survey of best prevailing conditions in New York in October 1989, but
instead implemented the November 1989 salary scale, with effect from 1 October 1989,

305. The techniczl reasons given for this action, that is *... difficulties
encountered in the sala:y survey, ... and a need for greater consistency between
the 1984 and 1989 surveys with regard to internal matching points and related
elements”, did not appear to be well foundad since the survey was carried out in a
technically correct manner, in conformity with the general methodology for such
surveys, Further, the survey was carried out with the participation of the
administrations' own representatives and those of staff who in response to direct
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questions from the ICSC during the discussion of the survey at the March 1990
session were unable to substartiate any violation of the methodolegy during the
survey process.

306. The Commission regretted this z<tion because it violated the principle c¢f best
prevailing local conditions which governed the determination of General fervice
salaries, thereby secting ar unfortunate precedent which in the future could damage
the common system accepted by participating organizations. Furthermore, this
decision could erode confidence in the Commission, thereby damaging its authority
and therefore its capacity to function as envisaged in the statute.

Notes

1/ ILO. FAQ, UNESCO, ICAO, WHO, UPU, ITU, WMO, IMQ, WIPO, IAEA and UNIDO.

2/ GATT and IFAD.

Supplewent No. 30 (A/44/30), vol. I, paras. 50-51,

37 Qfficial Records of the General Assembly, Forty-fourth Session,

4/  Ibid., vol. I.

5/  tbid., Supplement No. 9 (A/44/9).
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paras. 359-454.

9/ 1bid., vol, II, para. 250 (a).

10/ Ibid., Thirty-ninth Session, Supplement No. 30 (Ar/39/30), para. 198.

11/ Ibid., Fortieth Session, Supplement No. 30 (A/40/30), para, 174.

12/ Ibid., Thirty-ninth Session, Supplement No, 30 (As/39/30), para. 191.

13/ Ibid., Forty-fourth Session, Supplement No. 30 (A/44/30), vol. II,
para, 357,

14/ Ibid., para. 35.

15/ Ibid., para. 173.

16/ The 1 July 1990 scale approved by the General Assembly was based on the
consolidation of 12 points of post adjustment into net base salaries and the
removal of regressivity from the amounts of post adjustment per index point. The
revised scale also included a provision for a 5 per cent increase in salaries. In
order to achieve the goals of the consolidation and the removal of regressivity on
a no-loss, no-gain basis, the post adjustment multipliers which went into effect as
of 1 July 1880 had to ba scaled down from their previous levels: hence, the drop in
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Notes (continued)

the post adjustment multiplier for New York from 71 to 47.4. The multipliers
projected for 1 October and 1 November were calculated using the multiplier for
1 July as the basis.

177/ Official) Kecords of the General Aissembly, Forty fourth Se
Supplement No, 30 (A /44/70), vol. 11, para. 173 (e).

18/ Ibid., para. 173 (f)
19/ The Pay Comparability Act, & law passed by the United States Coungress imn
1970, was established to maintain full pay comparability between the United States
federal civil service and its comparator, the United States private sector. The
law established twc entities, the Pay Agent (currently the Secretary of Labor ancd
the Directors of the Offices of Management and Budget and Personuel Maragement) and
the Advisory Committee on Federal Pay (a three-member group of private sector
representatives). Under the law, the Pay Agent wes required to submit an annual
report to the President of the United States specifying the "gap” between Federal
Civil Service pay and that in the private sector and to recummend a salary
adjustment that would eliminate the “gap”. The Advisory Committee was required to
provide its views to the President on the Pay Agent's report. The law also gave
the President the ability to recommend an alternative salary adjustment based on
reasons of national emergency or economic conditions affecting the general
welfare., Unless the President's alternative recommend: tion was cverturned by the
United States Congress, it would become law. Since 1978, the I'resident had not
followed the recommendations of the Pay Agent and the United States Congress had
not overturned his decision except for a minor adjustment in fiscal year 1984.

207 Official Records of the General Assembiy, Forty-tourth Session,
Supplement No, 30 (A744/30), vol. I1, paras. 118-119.

21/ 1bid., para. 316.

22/ 1Ibid., para. 453 (qg).

23/ 1bid., Forty- n ion lement No. 30 (A/42/30), para. 146.

24/ 1bid., Forty-fourth ion lement No , (A744730), vol. II,
para, 34.

25/ 1Ibid., para. 429 (e).

26/ 1bid., para. 406 (h) and (i).

271/ 1bid., Forty-second Session, Supplement No, 30 (A/42/30), para. 236.

28/ 1bid., para. 209.

29/ For the Commission's recommendations regarding the recognition for the
field service/mobility/hardship for the Professional and higher categories of
staff, see Official Records of the General Assembly, Forty-fourth Session,
Supplement No, 30 (A/44/30), vol. II, paras. 313 and 333 (b).
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Notes (contirued)

20/ Official Records of the General Assembly, Fortietn Session, Supplement
No. 30 (As/40/30), paras. 239-240.
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Accuracy

Circularity

Downward spiral

Housing costs

Housing prices

Housing weights

Income replacement
ratios

Denotes in trr ¢ r.ral statistical sense the cicseness of
computations c¢r e .timates to the true values.

In the present documeat, the word circularity is used in the
same context as the w:rds downward sparal (see below). 1In the
context of price indices, in statistical terms, the term
cicrcularity has am extirely different meaning.

The progressive reduction in the standard of housing
accommodation for international staff as a result of the use of
net rents and housing cost comparisons in the post adjustment
system. Under conditions of risira market rents, contstraints
on post adjustment (freeze) make remuneration levels
insensitive to housing cost chanqges and, consequently, a
downward spiral becomes inevitable and self-reinforcing.

Rents a/ and other related costs paid by international civil
servants. These include rent, apportioned costs, electricity,
gas, water charges, heating, garbage collection, prorated cost
of a cooking stove and refrigerator vwhen not provided by
landlord, mandatory taxes by tenants, repairs and repainting,
improvements (when necessary to make the dwelling habitable
(generally included in government provided housing)), security
devices less any reimbursement made by the agency, security
guard, in places where necessary, according to codification of
the United Nations security unit, domestic services, in
developing countries when more than 70 per cent of eligible
staff employ at least a full time maid.

Rents paid in the local market for housing meeting the
standards defined in the present report and taking into account
varying durations of occupancy.

Represents the proportion of the family income spent on rents,
utilities and other housing related costs. In the context of
the proposal for the treatment of housing under the current
remuneration structure, housing weights can be defined as
either: (a) the perrentage of total expenditure spent on rent
and other housing costs; or (b) the average housing costs
reported by staff expressed as a percentage of net base salary
plus post adjustment of a staff member at P-4/Step VI with
dependants.

This term is used in the context of pensionable

remuneration and pension entitlements of the Professional and
higher categeries of staff. Income replacement ratio is
defined as the gross pension received upon retirement expressed
as a percentage of the net remuneration received while in
seivice,

-87-



Indices

Fisher:

Laspeyres:

Paasche:

Market prices

Modified

formula

ECPA

The geometric average, or square rcot of the product, of the
Laspeyres and Paasche indices.

The Laspeyres index is comprised ol the average of price ratios
of a basket of goods and services, weig :ed by the consumption
pattern of the base city (New York). The average is a weighted
arithmetic mean.

The Paasche .udex is comprised of the ave.age of price ratios

of a basket ot goods and services, weighted by the consumption
pattern of the “2rget duty station. The average is a weighted
harmonic mean.

Rents paid in the local ma,; ket for housing leased within the
last six uwonths' lesses of fur one year oy more and meeting the
standards defined in the present report., b/

Under the modified ECPA formula, respondents in a present and
preceding survey are grouped into four categories:

(a) Those in the same dwelling with unchanged rent;
(b} Those in the same Jdwelling with changed rent;
(¢) Tho.e who moved to another dwellinq;

(d) Newcoumers.

For those in category (b), the rent index was calculated as 2
simple arithmetic average ot individual rent ratios. For those
in category (c). the rent index was calculated by comparing the
new rents with averuges for the same dwelling sizes in the
previocus year.

For newcomers, defined as ¢ ent respondents who arrived st
the duty station within the 12 mcaths from the survey date anl
who were renters at that date, rent ratios were calculated by
dwelling size. These ratios were based on a comparison of
average rents between current newcomers, as defined above, end
those who were considered newcomers at the time ol the
preceding survey. Rent ratios were then averaged by a weig:ted
arithmetic average using the distribution of newcomers at the
date of the preceding survey as weights. First-time reporters,
defined as those who reported in the current survey for the
first time and who were not newcomers, were treated in the same
manner as newcomers.

Nor-respondents were assumed t¢ have unchanged rents. However,
staff on official mission and on leave for an extended period
were excluded from the calculation.

Home-owners were excluded from the compariscn when they
returned the required questionnaires duly completed.
Otherwise, they fell into category (a) above, i.e., they were

considered a2z roanters with unchanged rent.
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Aodified Walsh
tndex

‘ut-of-area price

lace-to-place
smparisons

andom sample

amuneration

The final rent index was calculated as a weighted arithmetic
average of rent indices for the categories mentioned above.

The Walsh index is a multilate al index of a comparison

of prices among several duty stations. One duty station is
selected as a base. The original formula is a geometric
average of price ratios between each duty station and the base,
weighted by the average weights of all countrie:. involved in
the exercise. The molified Walst index approved for
calculation of new place-to-place cost-of-living indices uses,
for purpose of weights calculation, only weichts of
Leadgquarters duty statioxns and Washirgyton.

The out-cf-area index represents the dollar-based average index
inflaticr in a certain number of countries and is usec te
measure the price movemen: of yocds and services purchossed
outside the country of assigrnuent by international stafl. The
out-of-urea index used for calculatiug post adjustment indices
in all duty stations until August 1987 and up to September 1954
in New Ycrk and Washington, was based on cost-of-living ang
exchange rate changes in about 50 countries with convertible
and non-convertible currencies. Since September 1%37 ap
out-of-area index based on 21 coustries with convertible
currencies has been used for calculating post adiustment
indices,

A place-to-plece survey provides the berchmark

information for the calculation of post adjustment andices in
each duty station. All place-to-place ccmparisons provide &
we ' hted average of relative levels of prices c¢f selected items
after taking into account the expenditure pattern of
international staff.

A random tample is one drawn so that the probability of
selection of every element in the population is known a pricri.

The scales of salaries and post adjustment amounts for the
Professic.al and higher categories >f staff in effect through
30 June 19%0 were such that when the local currecy at a duty
station outside the United States appreciated vis a vis the
United States dollar, losses in take-home pay in local currency
terms were experienced by staff. When the local currencies
depreciated vis & vis the United States dollar, gains in
take-home pay in local currencizs resulted. In order to
minimize these iosses and gains the Commission had approved a
system of remunerat o>n correction factors. The system applied
until 30 June 1990 . duty stations in Canada, Japan, CFA franc
countries and in European duty stations with hard currencies.
The application of RCFs was discontinued from 1 July 1990 with
the introduction of the revised salary scale.
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Rent:

Gross

Net

Rental subsidy

Sample design

Sarpling error

Sampie size

Seasonal variation

Standard deviation

Threshold

Actual rents paid by international civil servants w.thout an
adjuvstment for any rental subsidy received.

Accu rents paid by international civil servants less any
element of rental subsidy received.

Payment to a stafif menber of a portion of rent where rents are
excessive according to es.ablished criteria. A pertion of the
difference between an established percentage of a staff
member's take-home pay and a reasonable maximum lert iOr an
apartment suitable to his family size is paid as a rental
subsidy. At heac juarters, the subsidy is currently limited to
five years aud the portion of the rent subsidized diminishes
over time, There is no time limit in the field and the portiorn
of rent subsidized does not decrease owver time.

A set of rules or specifications, determines belore any data
are collected, for obtaining a sawmyle ftrom & given population.

That part of the error of an estimator owing tc the fact that
the sstimator i3 obtaii.d from a sAupls rather thao a

106 ver cent ernumeration using the same procedures. It is
distinct from err rs caused by imperfect seiection, bias in
1eésponse or estimation, errors of chserv tise and recording,
ere.

The sample size is determined by applying the rules defired in
the sample design te soms known characteristics of the
population in order to achieve i desired level of reliability
with a specifiea degree of ccufidence. In the case of
eypenditure surveys, the known characteristic is the income of
the staff member according to the Professional level, step and
dependency status.

Relates to the effect on prices of seasonal factors operating
from the demand as well as from the supply side, such as change
in seasons, special holidays, school vacations, etc. It is an
indication of any ki..d of variarion of a pericdic nature that
occurs within a year.

It is a measure of the spread in a set of observations, For
example, if all the values in 2 population were identical, each
deviation from the mean (average) would be zero and the
standard deviation would thus be eoual to zero, its minimum
value. If on the other hand the items were dispersed more and
more widely from the mean, the standard deviatiorn w.uld become
larger ard larger.

The subsidy or supplement threshold is the average of gross

rent to average income ratios at a duty station, increased by a
margin.
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Time-te-wime Surveys carried out only at places for which a suitable

¢omparisons consumer price index is not available, or where high inflation
or substantial devaluation of local currency has occurred. It
consists ¢f a comparison of pr.ces in two different periods of
time (in general, withir a one year interval) in the same duty
station. The results of time-to-time surveys are used to
update pcst adjusim~nt indices over time, in the same way
consumer price indices are used, in countries for which they
«I€ available and considered appropriate to adjust salaries of
international staff.

Notes
a- The term "rents" incluvdes imputed rents in the case of homeowners.

| L/ Alternative formulated by FICSA: rents offered for housing in the market
meeting the standards defined in the present report.
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ANNEX 11

Methodology used to establish the 1 April 1987 scale
of pensicnable remuneration

The methodolocy underlying the 1 April 1987 scale involved the use of the
following procedure:

(a) The total net remuneration amounts (net base salary, plis pus’ &diustment
at the currvent level of multiplier 43 at the dependency rate) wei¢ calculated lor
the Uniteé Nations cofficials in grades P-1 to D-2 in New York:

(b) The rate of pension benefit accumulation for an official with 25 years of
contributor service, i.e., 46.25 per cent, was applied to the total net
remuneration amounts at all grades and steps (this accumulatiow rate corresponds to
the rate in the comparator service):;

{¢c) The resulting amounts in (b) above were grossed uvp by the reverse
application of the scale of staff assessment applicable to staff members with
dependants (these amounts represented the gross pension amounts to be earned after
25 years of contributory service):

(d) The pensionable remuneration amounts that would pioduce the qross pension
determined in (c) above were calculated by dividing the gross pension amounts
by 0.46¢5;

(¢} The result‘ng scale was then adjusted to redress certain internal
grade/step inconsistencies and to provide higher income replacement ratios for
certain grades when the corresponding ratios for comparable grades in the
comparator service were significaatly higher, e.g., for the lower grades.
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“NREX 111

Table 1. Proposed staff assessment rates for pensionable
remuneration purposes for the Professional and
higher categories

(Dependency rate)

Bracket (gUS) Rate (percentage)
First 15 000 4q
15 001-25 000 20
2% 001-3% 000 25
35 001-5% 000 29
55 001-75 00O 32
75 001-95 OO 35
9% 001-125 000 37
Over 125 0CO 39

Table 2. Current scale of staff assessment

(Dependency rate)

Bracket ($US) Rate (percentage)
First 15 009 10
25 001-20 090 25
20 001-25% 000 28
2% 001-30 000 30
36 0r.-55 040 32
35 601-45 000 34
45 001-55 000 36
55 001-65 000 38
65 001-80 000 40
80 001-100 00O 42
100 000 and above 44
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Annex IV

Procedure to be used for the calculation and reporting of the
pensionable remyneration margin

(a) The average amoivnts of pensionable remuneration applicable in both
services at comparable rates over each .nargin period (1 January-31 December of the
margin year) would be used to calculate pensionable remuneration ratios at United
Fations grades P-1 to D-2;

(b) An average, weighted by the number of common system staff members at each

grade, similar to that for the net remuneration margin, would be calculated;

(c) The weighted averag« n B. above would be adjusted to account for the
New York/Washington, D.C. cost-of living differential, as is done in the net
remuneration margir ¢ leculations;

(d) 1In reporting to the Assembly, as is now done for the net remuneration,
both the unadjusted weighted average pensionable remuneration ratios, as well as
the final margin fiqure a‘ter the adjustment for the cost-of-living differentijal,
would be provided.
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ANREX V

Comparison of average pensionable remuneration of Urited Nations
officials in grades P-1 tg D-2 in New York and the comparator
ivil in Washin D,C.
United United United Nations/
Nations States United States
Grade (United States dollars) ratio Weights
D-2 110 213 86 854 126.9 2.8
D-1 97 794 76 745 127.4 7.9
P-5 85 375 66 637 128.1 21.8
r.4 72 956 56 528 129.1 28.0
P-3 60 538 46 420 130.4 23.3
P-2 45 119 36 311 132.5 13.2
P-1 35 70C 26 203 136.2 3.0

Wzighted average ratio: 129.7

Adjusted for cost-of-living differential (11.3 per ceat): 116.5
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ANNEX VI

Working growp on remuperation structures; mandate and
consideration of problems relating to housing in the

present vemuneration system
Part A, Mandate of the Working Group

Tre mandate of the Working Group was as follows:
(a) To elaborate further on the identification ¢f all problems associated
with the treatment of housing under the present remuneration system. Problems

requiring further analysis included:

(i} Inequity of treatment among duty stations and amcng staff members at the
same duty station, including the particular problems of newcomers;

(ii) Imprecision in the measurement of housing costs (including circularity
problems) both over time and on an inter-city basis;

(iii) COperation of the existing rental subridy schemes in the field and at
headquarters;

(iv) Effects of rising housing costs under coiditions of a post adjustment
freeze;

(v) The particular problems of limited choice and non-availability of
appropriate housing at certain Guty stations:

(b) To consider the detailed operational procedures for margin control and
the determination and adjustment of pensionable remuneration if housing were to be
separated from the post adjustment system;

(c) To compare the relative advantages and disadvantages of structures 1 and
2 as well as those of a modified and improved post adjustment system. Under
structures 2 and 3, special attention should be paid to:

(i) Determinatior of housing weights;

(ii) Construction of housing indices using external data as appropriate;

(iii) Any required modifications to the rental subsidy schemes based upon a
detailed analysis of the operation of the current system;

(d) To develop proposals on transitional measures for all three structures;

(e) To provide an estimate of short- and long-term financial implications
under different economic assumptions.
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Part B. Summery of problems identified by the Working Group

1. The Working Group reported that inequity of treatment among duty stations
resulted from the operation of the current post adjustmert system, which, for
housing comparisons, used actual average rental costs borne by staff members rather
than market prices. In a number of duty stations, owing to the freeze in post
adjustment and rapidly increasing rents, staff members could oniy afford housing in
outlying areas or smaller, less desirable dwellings. The rent levels nf those
dwellings were, in turn, reflected in the post adjustment thus resulting in a
downward spiral. It was noted that the average housing expenditure of staff
members at the base of the system, New York, corresponded to a one-bedroom
apartment, while in most other headguarters duty stations a staff member was able
to acquire accommodation of two or three bedrooms for the corresponding amount.
Other manifestations of inequity related to the quality and proximity of
accommodation available to staff at different duty stations. In addition, the
quality of housing available to staff at different duty stations, for example
between Paris and Ouagadougou, was so dissimilar that it defied direct comparison.
2. Inequity of treatment of staff at the same Juty station - in terms of che
housing they were able to obtain - had become a more acute problem at some duty
stations, than at others. A breakdown of rents paid by staff members by size of
accommodation and length of service indicated that for the same size accommodat.on
the rents paid by newcomers in many headquarters duty stations were substantiall
higher than those paid by their colleagues who had been at the duty station for
more than 5 or 10 years. The rental subsidy scheme had been extended to
headquarters duty stations in recognition of that phenomenon. However, after more
than five years of its operation, it appeared that due to the restrictive
eligibility criteria and the regressive reimbursement formula there still existed
considerable housing difficulties. In view of this, many staff members acquired
accommodations smaller than their needs, or in outlying suburban areas distant from
their headquarters. Newcomers, even after the amount of the rewtal subsidy they
received was taken into account, incurred substantially higher housing costs than
colleagues who were at the duty station for a longer period of time.

3. As regards the problems of comparing housing costs among duty stations the
Working Group reported that this was not a new problem and that while there was no
dispute regarding the existence of this problem, there were differing views as to
the degree of difficulty of making comparisons among duty stations. There wcre
someé who believed that the difficulties surrounding the comparisons of housing
costs between New York and all other duty stations were insurmountable and,
therefore, all such comparisons in fut-re should be discontinued. On the other
hand, there were those who believed that the diffjiculties, while serious, could pe
dealt with when it came to comparisons between New York and other headquarters,
Buropean and North American duty stations. The Working Group also reported that
comparisons between headquarters and field duty stations were complicated by
problems of non-availability and varying quality. In a number of field duty
stations apartments were frequently not available and even single staff were forced
to rent a minimum of two- or three-bedroom houses. In those cases if the rent of
that two- or three-bedroom house was compared with the rent of a two- or
three-bedroom house in New York, distortions resulted. As regards housing quality
in the field, the hardship and mobility scheme took some account of those
situations but it remained to be seen whether the scheme would give adequate
recognition to these problems.
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4. Imprecision in the measurement of housing costs also resulted from p st use of
the modified formula of the Expert Committee on Post Adjustment Questions (ECPA),
combined with a survey methodology that used only actual housing costs of staff
members who responded to survey questionnaires at each individual duty station.

The problem was compounded by the fact that the quality or location of housing
being measured varied between duty stations. The Comm.ssion had already decided in
1989 to replace the modified-ECPA formula by an alteraative recommended by ACPAQ.
Imprecision in the measurement of housing costs was also compounded by the use of
net rents in calculation of the post adjustment index (PAI).

5. The Working Group also repoarted on the problems associated with the operation
of the existing rental subsidy schemes in the field and at headquarters. 1t was
noted that while the headgquarters scheme included a time limitation and a
regressive reduction in subsidy amounts over a five-year period, the field scheme
had neither. The Working Group repcorted that, while the purpose of the scheme was
to provide relief for staff facing rent-to-income ratios higher than the average.
the scheme at headquarters systematically undercut its own purpose owing to the
automatic operation of the regressive formula and the time-limits. Consequently,
the withdrawal of rental subsidy support from staff who still faced rent-to-income
ratios above the average meant that the basic tenet of equity was not well served.
The arrangement led to actual hardship in some cases, with staff being forced to
move from their accommodation as rental subsidy provisions either expired or
diminished.

6. The Working Group also reported certain additional difficulties had 1
experienced at headquarter duty stations when staff members needed to move .ror «ne
dwelling to another owing to a change in family circumstances or in the nature of
the accommodation that they occupied. Although there were force majeure
provisions, they were too restrictive. Currently, the way the scheme operated at
Headquarters meant that, for reasons beyond their control, a number of staff with
several years of service were forced onto the same rental market as newcomers.

They were, however, ineligible for the benefits arising from the rental subsidy
scheme, but nevertheless suffered the inequity resulting from having to face a much
higher housing cost than was provided for in the post adjustment.

7. The Working Group reported that the present rental subsidy schemes had not
adequately fulfilled their intended purpose. Indeed, the headquarters scheme had
been based on a number of assumptions that had later proved unfounded and the net
result of the scheme might actually have been negative. Under the current rental
subsidy schemes, gross rents paid by staff members were taken into account for the
calculation of rent-to-income ratios and subsequently the rental subsidy
thresholds. On the other hand, comparisons of housing costs for post adjustment
index Lrrposes were made on the basis of net rents, i.e, gross rents less any
rental subsidies paid to staff at the duty station. The original proponents of the
headquarters scheme had believed that in the long run as pewly arriving staff
members remained at the duty station beyond the five-year cut-off period, and
ceased to benefit from the rental subsidy scheme because of the time limitations
and the regressive formula, their higher than average rents would eventually 1ift
the PAI. However, as the introduction of the headquarters scheme was soon followed
by a freeze, incomes did not rise sufficiently vjis-a-vis housing costs with the
result that the newcomers' rent-to-income ratios did not fall over time as had been
assumed. As a result of the freeze the reantal subsidy scheme had to be modified to
extend the time limitations on benefits, Nevertheless, the rent-to-income ratios
of newcomers remained uncomfortably high even as they remained at the same duty
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station beyond the five-year nut-off period, with the result that some had to move
to cheaper accommodations at the end of their eligibility period. Further, the
fact that gross and net rents had diverged rather than converged over time meant
that place-to-place housing cost relativities were distorted by the use of net as
opposed to gross rents in the PAI. In effect the headquarters rental subsidy
scheime by virtue of its design had reinforced the downward spiral.

8. In summary, the Working Group had indicated that some of the major unresolved
problems in respect ¢ the rental subsidy scheme: were as follows:

(a) Different treatment of headquarters and field staff;
{(b) Eligibility conditions;

(c) Time-limits on the subsidies payable at headquarters;
(3) The regressive formula for subsidies at headquarters;
(e) Restrictive nature of the force majeure provisions;

(f) 1Inconsistency between the tlireshold and the post adjustment calculation
procedures;

{g) Unduly cumbersome procedure used for calculating thresholds.

. Best Copy Avallable
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ANNEX VII
Qverview of aliowances for the Professional and higher
COMMON SYSTEM ALLOWANCES AND GTHER CONDITIONS OF SERVICE
EDUCATION GRANT
1.1 Educaticn grarnt (regular)
1.2 Education grant (specials/disabled)
DEPENDENCY ALLOWANCES
2.1 Children's allowance
2.2 Spouse allowance
2.3 Secondary dependant's allowance
2.4 Treatment of dependency in other allowances
ALLOWANCES RELATING TC MOBILITY AND HARDSHIP
3.i Mobility and hardship allowance
3.2 Assignment grant
SHIPMENT AND BAGGAGE ENTITLEMENTS
4,1 Removal of household goods
4.2 Shipment of personal effacts
4.3 Storage provisions
TRAVEL
5.1 Home leave travel
5.2 Education grant travel

5.3 Family visit travel
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SEPARATION PAYMENTS

6.1 Commutation of unused annual leave
6.2 Termination indemnity

6.3 Lepatriation grant

6.4 Death grant

LEAVE

7.1 Annual leave (includes Lome leave}
7.2 Sick leave

7.3 Maternity leave

7.4 Special leave (with and without pay)
7.% Official holidays

MEDICAL INSURANCE
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1. EDUCATION GRANT

1.1 Educatjon grant (regular)

ratiornale/purpose:

Date first established:

Eligibility criteria:

Basis/formula:

Current amount:

Effective date:

Limitations on payment:

The education grant is designed to cover part of
the additional cost arising from ths fact of a
staff member's expatriation of educating his/bher
children.

1646.

Internationally-recruited staff nembers with
appointment of one year or moere servinc outside
their home country.

Payable in respect of children in full-time
attendance at an educational institution from the
primary school level up to the end of the fourth
year of post-secondary studies or the award of the
first recognized degree, whichever is earlier,
subject to a maximum age limit of 25.

In the case of an educational institution at the
duty station, the annual amount of the grant

per child is 75 per cent of the first $9,000 of
allowable expenditure, with a maximum grant of
$6,750 per year. Where an institution outside the
duty station provides board the aunual amount is

75 per cent of the cost of attendance and boarcing
up to $9,000 with a maximum grant of $6,750

per year. Where boarding is not provided by the
educational institution, a flat allowance of $2,000
is paid towards the cost of food and lodging plus
75 per cent of the cost of attendance, subject to
the same total maximum reimbursemernt of $6,750. At
duty stations where educational facilities are
unavailable or deemed to be inadequate,

10U per cent of boarding costs at the primary and
secondary level may be reimbursed up to $3,000

per year as an amount additional to the maximum
grant of $6,750 per year. At designated
hard-currency duty stations, the grant is expressed
in local currency.

School year in progress on 1 January 1989.

Does not apply to staff members serving in their
home country. However, a staff member reassigned
to the home country following service elsewhere
may continue to receive the education grant for the
balance of the school year not exceeding one full
school year &after return from expatriate service.
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Review/updating procedure:

Basis/formula: Data concerning the level of expenditure incurred
by the staff member, and on school fees.

Frequency: Review every two years.

COMPARATOR

United States nationals employed in foreign areas are provided with an
education allowance (or cost-free education in the case cof locations where United
States schools and instructors are maintained) from kindergarten through secondary
school level. In those areas where adequate schools are not available, rocom and
board and periodic transportation are provided between that duty station and the
nearest locality where adequate schools are available. Within certain maximum
amounts, costs are reimbursed 100 per cent. Maximum amounts for schools not at the
duty station are based on an annual survey of approxzimately 20 schools. For th:
1959/1990 school year the maximum amount was $15,133 for tuition, room and hoard
with transportation amounts permitting up to three round trips in one year in
addition to the $15,133. The highest maximum amounti as at 1 May 1990 was $25,000
for secondary education in Madagascar. This maximum consisted of the $15,133 for
tuition, room and board and $9,867 for transportation costs for the year. Parents
are allowed to send their child to & school of their choice in the United States or
abroad, including non-United States curriculum schools and receive the education
allowance provided up to the established maximum for the duty station. The grant
is reviewed as necessary, and at least once a year. An additional anount of $1,500
per school year is granted in those cases where supplemental instruction is
required because the school at the duty station is deficient, e.g., certain
subjects are not covered or instruction is in a language other than English.

1.2 Education grant - special/disabled
Rationale/purpose: To provide assistance for disabled children within

the scope of the education grant.

Date first established: 1 January 1979.

Eligibility criteria: Expatriate and non-expatriate staff members with a
disabled child under the age of 25 (age limit may
be extended to 28).

Basis/tormula: Medical evidence that the child is unable by reason
of physical or mental disability to attend a normal
educational institution.

Current ar~unt: Reimbursement of 100 per cent of allowable costs up
to a maximum of $9,000 per year. At designated
hard-currency duty stations, the grant is expressed
in local currency.

Limitations on payment: The staff member is required to produce evidence
that =11 cther scurces of bSensfiits thst may be

available have been exhausted.
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Review/updating procedure:

Basis/formula: Statistics on the levels of expenditure.
Frequency: Review every two years.
COMPARATOR

For education of a handicapped child between the ages of 3 and 21, a separate
allowance rate is granted each school year up to $16,850 in lieu of the school at
duty station ratc, or up to $37,000 for schools away from the 3uty station.

2. DEPENDENCY ALLOWANCES
2.1 Children's allowange

Rationale/purpuse: A social benefit to take account of expenses
varying with the number of dependants and to
provide an ircome equalization Jactor for staff
with dependent children.

Dace firs . established: 1946.

Eligibility criteria: The child must be a recognized dependant under the
age of 18 or, if in full-time attendance at a
school or university, under the age of 21.

Basis/formula. BaseG on the weighted average of the relevant tax
abatements and social security benefits in the
seven headquarters duty stations for a salary
equivalent to the P-4 step VI level.

Current amount: Tte cvrrent. allowance is $1,050 per year. At
designated hard-currency duty stations the amount
is expressed in local currency. For a disabled
child the amount of the children's allowance is

doubled.
Effective date: 1 Jaruary 1989.
Limitations on payment.: If payments are receivad under national social

security systems, the amount of the allowance is
reauced accordingly.

Review/updating procedure:
Basis/formula: On the basis of the tax abatement and payments
under social legislation for children as a

percentage of P-4 step VI net salary.

Frequency: Every three aars upon review by ICSC.
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COMPARATOR
Recognition of costs of rearing children is through the comparator's tax

system both in terms of a deductible amcunt (exemption) for each child and
deductibie allowable expenses which reduce the overall tax burden.

2.2 Bpouse allowance
Rationale/purpose: A social benefit to take account of expenses and to
provide an income equalization factor for staff

with a dependent spouse.

Date first established: 1949,

Eligibility criteria: See purpose. Where there is uo dependent spouse,
the first dependent child entitles the staff member
to dependent rates of salary and post adjustment.

Current amount: There is no spouse allowance as such but
differentiated 1ates of staff assessment and post
adjustment produce lower net remuneration for staff
without a depeadent spouse.

Effective date: 1 Janvary 1977.

Limitations on payment: Spouse income threshold for eligibility,

Revievw updating procedure:

Freguency: Upcn review of the methodology by ICSC.

COMPARATOR

Recognition of a spouse is through the comparator's tax system both in terms
of a deductible amount (examption) and deductible allowable expenses which reduce
the overall tax burden.

2.3 Secopdary dependant’'s allowance

Rationale/purposes Recognition of the responsibility of contributing
to the upkeap of a secondary dependant.

liate first established: 1946.

Eligibility criteria: Where tuere is no primary dependant, a dependent
parent, brother or sister may qualify for this
allowance subject to well-defined criteria
concerning proof of support.
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Basis/formula:

Currest amount:

Effective date:

Limitations on payment:

Review/updating procedure:
Basis/formula:

Frequency:

The tax abatement applicable in the country of the
comparator civil service,

§300. 1In designated hard-currency duty stations,
the amount is expressed in local curreucy.

1 January 1977.

Allowance may be claimed in respect of only one
secondary dependant.

Tax abatement applicable inm the comparator country.

Upon review of the methodology by ICSC.

COMPARATOR

~ wuparator‘s tax system recognizes one or more secondary dependants through
deductible amount (exemption) and other deductilble al’owable expenses whi_.h reduce

the tax burden.

2.4 Treatment of dependency in other allowances

Differentiations for staff with and without deperdants which exist in other
benefits are mexntioned under the relevant sections.

3. ALLOWANCES RELATING TC MOBILITY AND HARDSHIP

3.1 Mobility and hardship allowance

Rationale/purpose:

Date first established:

Eligibility criteria:

The mobility snd hardship allowance combines an
amount which reflects the varying degrees of
hardship at different duty statioas, and an amount
which varies according to assignment number and
thus takes into accourt and provides incentives
for, mobility.

1 July 1990.

Mobjlity: For duty stations in categories A-E,
payable from second assignment, only after five or
more consecutive years of service in the United
Nations system. For duty stations in H category
payable only from the fourth assignment and
provided that at least two assignments were at A-E
duty stations.

Hardship: assignment of one year or more at
desiognated duty stations in categories B-E.
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Basis/formula:

Current amount:

Depending ou designatioa of duty station (B and A
to E).

For P-4
of P-4,

and P-5:
step VI.

percentage of base/floor salz-y

For P-1 to P-3: same formula, minus i3 per cent.

For D-1 and above: same formule, plus 13 per cent.

See matrix below for applicable percentages.

Assignment number

Location 1 2 3 4 5 or more
H a/ 0 bs o b/ 0 b/ 4 b/ 6 b/
A S) 15) 17) 19) 21)
B 13} 23) 25) 27} 29)
C 20Y ¢/ 30) ¢/ 32) ¢/ 34 ¢/ 36) ¢/
D 25) 358) 37} 39) 41)
E 30) 40) 42) 44) 46)
a/ Headquarters: No-th American and Furopean duty stations and similar

designated locations.
b/

e/

Effective date:
Limitations on payment:
Review/updating procedure:

Basis/formula:

Frequency:

Plus 3 per cernt at headquarters duty stations for non-removal cases.

Minus 5 per cent for cases of full household removal.

1 July 1990,

See eligibility criteria,

The hardship classification of duty stations is
reviewed in accordance with established criteria
(health, security, climate, etc.).

At least once every three years, the base/floor
salary scale used in conjunction with the matrix
would be reviewed in the light of the changes in
the United States federal civil service salaries
and the relsvant rates of taxation.
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3.2 Assignment grant

Rationale/purpose: The assigoment grant is intended to provide staff
members with a reasonable cash amount at the
beginning of an assignment, for ~<osts incurred as a
result of appointment or reassignment.

Eligibility criteria: Payable to staff members who travel, upon
appointment or reassignment, to a duty station for
a period of service expected to be of at least one
year's duration.

Current amount: The grant consists of a daily subsistence allowance
{DSA) portion and a lump-sum portion. The DSA
portion ejuals 30 days DSA for staff wembers and
15 days DSA for eligible family members. The
lump-sum portioi consists of one or two months’' net
salary of the Juty stction of assignment,
applicable to the staf. member's grade, step and
dependency status. The actual amount paid depends
on the duratior of the staff member's assignment,
or whether the staff member is entitled to removal
of his/her persoral effects, and on whether the
staff member is assigned to a field (A-E) or
headquarters (H) duty station.

Limitations on payment: According to the above rormula, no lump sum is
payable for an assignment of less than two years at
H duty stations feor staff with full household
removal. There are other limitations for H duty
stations.

COMPARATOR

The comparator provides a number of allowances and benefits which are intended
to encourage staff to serve outside the United States and to account for conditions
which are unlike those found in the United States. Accordirqgly, it is difficult to
establish an equivalency with relevant entitlements of the United Nations common
system, The following comparator allowances and benefits may be said to broadly
reflect mobility and hardship considerations.

Post Jdifferential

The provisions for United States government civilian employees overseas
include a taxable post differential of up to 25 per cent of basic pay tc posts at
duty stations where extraordinarily difficult or notably unhealthful conditions or
excessive phynical hardship exist. There are five levels for classifying duty
stations in hardship terms which are expressed as a percentage of gross salary at
the base of the system (Washington), as follows:
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Category Finsncial incentive

Not payable
10 per cent
15 per cent
30 per cent
25 per cent

o WK =O

Langer pay 2/

Danger pay is also granted at duty stations where a threat of physical harm
exists or there is a danger to the health or well-being of the staff member. The
zmount of dancer pay is 15, 20 or 25 per cent of bzse salary and it is in lieu of
that part of the post Jdifferential which is attrjbutable to political violence.
Danger pay is not intended to cover acts characterized chiefly as economic crime.

Pre-departure

The pre-departure expense allcwance is designed to cover lodging, meals and
laundry for up to 10 days after moving out of residence before departure (refer
also to (c) urder Foreign transfer allewance below).

This allowance is intended to reimburse an employee for costs for a temporary
residence or housing whenever government-owned or rented housing is not provided.
Costs include rent, plus any costs not included therein for heat, light, fuel, gas,
electricity, water and taxes, insurance and agent's fees re’ ..red by law or custom
to be paid by the lessee. A temporary lodging allowance is a component of the
livirg quarters allowance and is intended to cover the reasonable cost of temporary
housing for a period not to exceed three months after first arrival at a new post
in a foreign area or a period ending with occupation of residence (permanent)
housing, if earlier. It is also granted one month imrmediately preceding final
departure from the post subsequent to the necessary vacating of residence housing.

When housing is owned by the staff member, spouse or both, an amount up to
10 per cent of the original purchase price of the housing is considered the annual
rate of estimated expenses for rent. The expenses for heat, light, fuel (including
gas and electricity), water and in rare cases, land rent, may be added to the
10 per cent amount to determine the housing allowance for staff members with
personally owned housing.

a/ In very exceptional circumstances, United Nations common system staff
members assigned to duty stations where extremely hazardous conditions, such as war
or active hostilities prevailed and where the evacuation of families is decided

upor, are paid hazard pay. The amounts of such pay vary depending on the
conditions.
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Supplementary post allowance

The supplementary post allowance is intended oanly for those employees who are
faced with heavy expenses relating to hotel or restaurant meals. These employees
may be compelied to incur these additional eapenses because of the unavailability
of suitable temporary housing having kitchen facilities. The allowance is paid for
up to the first three months after first arrival at a new duty station and up to
one month preceding final departure from the duty station. The supplementary post
allowance is a fixed daily rate that may be paid in addition to any other post
allowance for which the duty station may be classified and for which the employee
may be eligible. It varies by size of family and is granted on behalf of the
employee and each family member. As a portion of the regular post allowance i
available for food costs, the rate of the supplementary post allowance is inversely
proportisnal to the regular post allowance but directly proportional to travel
per diem rates which, although not payable after arrival at the post, reflect
restaurant meal costs. The supplementary post allowance is not available to those
employees occupyirg permanent housing at the duty station.

Foreign transfer allowance
The foreign tran<fer allowance is composed of three c¢lements:

(a) A lump sum miscellaneous expense portion to assist with certain
extraordinary costs. The following and similar types of extraordinary costs are
intended tc be reimbursed with this allowance provided they are deemed to be
reasonable and necessary in the individual case:

(i) Disconnecting and connecting appliances, equipment and utilities;

(ii) Converting househcld equipment and appliances for operation on available
utilities (including necessary power transformers):;

7iii) Cutting and fitting rugs, draperies and curtains moved from one residence
to another - not cost of new rugs, etc.;

(iv) Utility fees or contract deposits that are not offset by eventual refunds;
(v) Autumobile registration, driver's license and similar fees;

(vi) Personal cable and telephone costs attributable to the relocation of the
employee and his/her family exclusive of such costs relating to travel
and hotel arrangements intended to be reimbursed by per diem to which the
employee is entitled;

(b) A lump sum wardrobe expense portion. For this portion, duty stations are
¢rouped into three 2zones according to climate and employees into three family
sizes;

(c) A pre-departure subsistence expense portion applicable to lodging, meals
(including tips), laundry, cleaning and pressing expenses in temporary housing for
employee and each member of family for up to 10 days before final departure from a
post in the United States to a post in a foreign area, beginning not more than

-110-



30 days after vacating residence housing. Expense of local transportation is mnot
allowable.

(Note: A home service transfer allowance for duty staticons in the Unjited
States is also aranted. It is composed of the same three elements as the
foreign transfe. allowance.)

Separate maintenance allowance

A separate maintenance allowance is intended to arsist an employee who is
compelled by reason of dangerous, notably unhealthful, or excessively adverse
living conditions at the post of assignment in a for ign area, or for the
convenicnce of the Government, tc meet the additional expense of maintaining family
members elsewhere than at such post. This allowance may also be anthorized to an
employee who personally requests such an allowance, based on special needs or
hardship involving the employee or family member.

4. SHIPMENT AND BAGGAGE ENTITLEMENTS

There are two possibilities:
Full removal of household goods.
More limited shipment of personal effects.

The organizations decide on the basis of their operational requirements
(including expected length of assignment) whether the one or the other arrangement
shoull pertain in a particulzr situation. If full household removal is given,

5 per cent is deducted from the values on the mobility and hardship matrix (see
3.1) at duty stations in categories A-E; if shipment of personal effects is granted
a factor of 3 per cent is added at H locations.

At designated duty stations, the organization may reimburse 75 per cent of the
cost of transportation of a privately-owned vehicle, with a maximum reimbursement
of $1,200.

4.1 Removal of household coods

Rationale/purpose: To cover expenses incurred by the staff member for
the removal of houshold goods ou appointment,
reassignment or separation from service.

Eligibility/criteria: Subject to certain conditiors (normally including
at least two years of service at the duty station),
the organization pays the costs of moving the staff
member's household effects 2o or from the duty
station of assignment.

Basis/formula: Allowable maximum weight or volume.

Current amount: sStaff member without dependants - 4,890 kg.
Staff member with dependants - 8,150 kg.

Limitations on payment: Normally at least two vaars' servise =t the Suty
station.
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I

COMPARATOR

All employees are entitlad to removal or storage of household goods to or from
any duty station to which assigned. If the employee is transferred to a2 duty
station where the accommodation is unfurnished the maximum allowcble removal or
storage amount is 18,000 1lbs; if the accommodation is furnished the allowable
amount is 7,200 1lbs. In addition to household goods, the cost of tramsporting a
motor vehicle is allowable when owned by the employee or a member of the employee's
family authorized to travel. Periodic replacement of the motor vehicle (generally
four years) or emergency replacement (because of loss or destruction through fire,
theft, accident, rapid deterioration due to severe climatic or driving conditions,
civil disturbence, military actions, riot or similar causes) is also authorized.

4.2 Shipment of personal effects

Rationale/purpose: See note above; where full remov:' of household
effects is not applicable.

Eligibility/criteria: See note above.
Limitations on payment: See eligibility/criteria.

Current amount: Personal effects:
Staff member - 1,000 kg.
First family member - 500 kg.
Each additional family member - 300 kg.

COMPARATOR

On transfer to a new post, the employee is entitled to the shipment of
beggage, in addition to household goods as follows:

Excess personal baggage

The amount of accompanied baggage carried without charge by transportation
companies varies according to mode and class of transportation. When less than
first class air accommodations are used for international travel, excess baggage in
an amount necessary to make the total amount of baggage carried equal to that
carried free on first class iz :uthorized. Normally this amounts to 22 pounds
(10 kilograms) excess baggage per traveller, bringing the total amount of baggage
carried to 66 pounds (30 kilograms) each. Over and above this 66 pounds
(30 kilograms), air travellers on home leave round trip orders may elect to ship an
additional 22 pounds (10 kilograms) each of excess baggage in lieu of using the
unaccompanied baggage allowance on the inbound or outbound portion of the travel or
both.

Unaccompanied baggage

An unaccompanied baggage allowance for employees and their dependants is
granted according to the following schedule:
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Gross weight Pounds Kilograms

First persorn travelling 250 113.4
Second person travelling 200 90.72
Third person travelling 150 68.04
Fourth or more persors

travelling (each) 100 45.36

The unaccoumpanied baggage allowance is in addition to the household goods
aliowance. Unaccompanied haggace may be shipped as air fieight by the most direct
route between authorized points of origin and destination, regardless cf the modes
of travel used.

Unaccompanied baggage is considered to be those personal hslongings needed by
the traveller whiie en route or immediately upon arrival at the destination.

4.3 §Storage provisions

Rationale/purpose. If a staff membzr who has an erntitlement to full
removal of household goods is reassigned with a
shipment of personal effects and iz expe: ‘ed to
return to the previous duty station the cost of
storage of househald goods may be paid for a period

of time.

Eligibility/criteria: Internatioaally recruited staff members on
reassignment.

Basis/formula: See rationale/purpose.

Limitations oa payment: The quantity of personal effects and househcld

goods stored not to exceed the limits establiished
under removal costs.
COMPARATOR
For storage amounts see section 4.1 above.
Continuous storage
Continuous storage of household effects is authorized when an employee is
assigned to or transferred to a duty station abroad or in the United States other

than Washington, D.C. Continuous storage for employees assigned to
Washington, D.C. must be specifically authorized.
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Ierorary storage

A travel authorization ccnstitutes automatic authority ror the payment of
charges for storage of an ~mployee’'s effects at the place where the effects are
located.

Effects may be stored for temporary pericds as follows:

{a}) Storage of effects held pending shipment is allowable from the date of
the departure of the employee from employee's old post to new post or, in the case
of a new employze, from the day of departure from new employee's place of residence
until shipment is made. An additional period of temporary storage is authorized
for a period of three months after the date of arrival of the employee at new post
or the establishmert of residence housing, whichever is shorter; or

(b) During any period when the employee is absent from the duty station under
crders and residence housing at employee’s duty station are not maintained; or

(c) 1In connection with the separation of an ernloyee from Service, temporary
sioiage is authorized for an aggregate period of three months.

Wien ¢overament-~furnished housing is available

When suitable government-furnished housing is available for the employee, a
limited shipment of effects is authorized. If the employee elects to ship all or a
portion of the authorized limited shipment allowaace, the balance of the applicable
combi..ed shipment and storage allowance will be available for continuous storage.
However, if the employee ships more effects tc the duty station than may be
accommodated in the housing provided, these effects may not be placed in continuous
storage at govenment expense at the post.

When government-furnished housing is not available
When government-furnished housing is not available and the employee has been

granted a full shipment of effects, the employee may decide what proportion of
effects within the combined shipment and storage allowance to ship or store.

Emergency storage
When specifically authorized, an employee may store furniture, household and
personal effects, and a privately-owned motor vehicle for the duration of the

emergency and for an additional period not to exceed three months.

Emergency conditions warranting authorization of storage include but are not
limited to the following:

(a) MNon-availability of usual tramsportation facilities;

(b) General civil disturbance or imminent threat thereof, including but nct
restricted to war, civil war, uprisings, riots, strikes, blockades, or martial law:

(c) Acts of nature, including but not restricted to earthquakes, tidal waves,

flood, fire, or storm, or disease or pestilence resulting in quarantine or refusal
of transportation or entry or exit of effects; and
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(4} Unusual import or export restrictions or obstructions, or other
corditions recognized as emergencies.

5. TRAVEL

The organization normally pays, subject to certain conditions, :the travel
expenses of a staff member on initial eppoirtment, on change of duty station, on
separation from service, when required to travel on official business, or home
leave aad on travel to visit family members. The tra el expenses of a staff
member s spouse and dependent children are also payable in the abcve-mentioned
cases (except travel on official business), subject to certain additional
conditions. Home leave travel, education grant travel and family visit travel are

described briefly below:

Rationale/purpose:

Date first established:

Eligibility criteria:

Basis/formula:

Current amount:

Limitations on payment:

5.1 Home leave travel

Home leave is intended to enable internationally
recruited staff members to renew periodically their
ties with their home countries.

1949.

Interrnationally recruited staff members serving at
duty stations outside their home country, as well
as spouse and dependent children.

The staff member is entitled every two years to
paid travel between the duty station and the place
of home leave and some baggage allowance. In
hardship duty statioms (C-F) home leave can be
taken every 12 months.

Payment of travel costs and some baggage
allowance.

A set minimum period of time /znormally two weeks)
must be spent in the home country. There is no
additional leave entitlement but travel time is
granted.

COMPARATOR

1f certain conditiuns are met non-foreign service smployees and foreign
service staff may accrue home leave on the basis of 15 days of home leave aftex
12 months of service abroad; otherwise they accrue home leave as follows (in

addition to annual leave).

Employees have the choice to travel to a "rest and

recupertion centre” or to the nearest port of entry in the United States.
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Duty statiom with Accrusl rate

pest differential (%) (days per annum)
25 15
20 15
15 1
10 1
0 )

Non-foreign service e patriate employees are geavrally entitled to paid home
leave travel aiter two yeais at the duty station or at the end of their assignment.

5.2 PBducatiop grant travel

Rationale/purpcse: To enable a child educated outside the Guty station
to rejoin his/her family poriodically.

Date first established: 1946.

Eligibility criteria: Staff member with a child attending an educational
institution outside the country of the duty
station.

Current amount: The cost ¢f one round-trip travel per year between

the educational institution and the duty station.
At designated duty stations where educatioral
facilities are not avajlable, an additional
round-trip travel is provided in the year in which
home leave is not due.

Limitations on payment: Not to exceed the cost of round-tysip travel between
the duty station and the home country.

COMPARATOR

Employees' dependants are paid travel expensgs once a year to and from a
schocl in the United States to enable children of eligible staff to obtain
secondary or underqraduate college education. Educationa. travel at the
undergreduate college level is paid to cover the cost of one round trip per annum
between the duty station and the college or university in the United States up to
the twenty-third birthday. For high school children (grades 9-12) a similar trip
is provided in lieu of an education allowance., If the parents have chosen lower
cost education in a third country (not restricted to a United States curriculum)
more trips per annum for each official school vacation (i.e., four) are allowed
within the maximum.
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Rationale/purpose:

Date first established:

Eligibility criteria:

Basis/formuia:

Current amount:

Limjitations on payment:

5.3 Family visit travei

Where none of the staff member's eligible family
members has travelied to the duty station at the
organization's expense during the preceding

12 months, an organization pays for the travel of a
staff member to visit his/her family.

1956.

Internationally recruited stzff members serving
outside their home country.

Travel paid tc the place of home leave, the place
of recruitment or the previous duty station.

Payment of travel costs for one return trip.

Normally granted during the year in which th: staff
member is not entit.~3 to home leave., Travel costs
not to exceed thcse becween the duty station and

the recognized place of residence in the home
country.

COMPARATOR

No equivalent entitlement exists. Hcwever, provision is made for those
falling under the foreign service act for travel of children of separated parents.

SEPARATION PAYMENTS

The following payments mc'’ be made on separation fror service: commutation of
unused annual leave, repatriation grant, death grant and termination indemmities.
The latter three payments are calculated according to specific schedules, the
reference point being the base/flcor salary scale.

6.1 Commutation of upused apnual leave

Rationale/pvrpose:

Date first established:
Eligibility/criteria:

Basis/formula:

Limitations on payment:

To enable staff, who for reasons of service, have
been unable to use up their annual leave, to
convert this unused leave into a cash amount upon
separation from service.

1946.

See rationale.

Based on the net salary of the staff member at the
duty station where he/she was serving at the time
of separation.

A maximum of 60 days of leave may be commuted.

-117-



COMPARATOR

Maximum of 240 hours accrued annual leave may be converted into cash at
separation. Maximum for staff overseas is 360. For Senior Executive Service staff
only. no maximum accrued amount is specified.

Rationale/purpose:

Date first established:

Eligi.-ility criteria:

Basis/formula:

Current amount:

Limitation on payment:

6.2

Termination indemnity

To compensate terminated staff for loss of
expectation of employment and provide them with
some income in the transitional period following
separation.

1946.

Payable when an appointment is terminated
prematurely at the initiative of the organization.

The rate of termination indemnity depends on the
type of contract and the length of service of the
staff member. For staff members with career
appointmesis between 3 and 12 months base salary
(less staff assessment) is paid depending on the
length of service, For fixed-term appointments
exceeding six months one week's salary for each
month of uncompleted service subject to a minimum
of six weeks and a maximum of three months’' sal vy
is paid for those with up to five years of service.
For those with :ix or more years of completed
service between s and 12 months of salary is paid
depending on the length of service.

Based on schedule of separation payments applied
against the base/floor salary scale.

No indemnity is payable in the following
circumstances:

(a) Staff member resigns, except where termination
notice has been given and a termiaation date
agreed upon;

(b) Completion of a fixed-term appointment:;

(c) Summary dismissal;

(d) Abandounment of post;

(e) Retirement.

In case of termination for health reasons any

disability benefit is deducted from the amount of
the termination indemnity.
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COMPARATOR

A separation payment is made when an employee is involuntarily separated
because of a reduction in force.
generally one week's salary for each year of service up to 10 years and two weeks’
salary thereafter to a maximum of one year's base salary.

Purpose/rationale:

Date first established:
Eligibility criteria:

Basis/formula:

Current amount:

Limitations on payment:

No equivalent benefit.

6.3

To

i9

Ce

Th
le

Th

The payment is based on length of service,

Repatriation grant
compensate for expenses incurred as a result of:

loss, during service, of professional and
business contacts with the home coun’ry:;

need to give up residence and liquidate
obligations in a foreign country;

re-establisnment on return from service outside
the home country.

50.
ntinuous service away frum the home country.

e amount ~f the grant varies according to the
ngth of service and dependency status.

e amount is as follows:

Staff with .pouse or Weeks of net/

Mi

nden hil salary

nimum 1 year of service 4

Maximum 12 years of service 28

Staff with neither a spouse

Mi

nor a dependent child

nimum 1 year of service 3

Maximum 12 years of service 16

Proof of relocation away from the country cf the
last duty station.

COMPAPATOR
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6.4 Death grant

Ratiorale/purpose: To help the survivors of a staff member who died in
service over the period of transitioan which often
entails relocation from the duty station.

Eligibility/criteria: The death grant is paid tc the surviving spouse
and/or dependent children ot a staff member who
dies in :+#r«ice when he/she held an appointment for
one year or more or had completed one year of
service.

Date first established: Introduced in 1956 by the Un.ted Natioms. CCAQ
agreed in 1958 that it should apply throughout the
common system.

Basis/formula: Varies according to staff member's length of
service from three months of base/floor salary for
three years of completed service or less to a
maximum of nine months of salary for nine completed
years of service or more.

COMPARATOR

Federa® civil service employees are eligible to participate in a
government-wide life insurance plan. The plan consists of a basic insurarce amount
which is equal to the greater of the staff member's actu=l annual salary {(rounded
to the next $1,000 plus $2,000) or $10,000, whichever is greater. For staff
members less than 36 years of age the coverage is doubled, decrcasing at age 36 by
10 per cent per year until age 45 when this coverage ceases. The bzsic scheme also
covers accidental death and dismemberment benefits and the cost is shared
two thirds/one third by the employee and the United States goverameut
respectively. If an employee chooses to participate in the basic scheme three
further optional coverages are available as follows (all at the employee's expense):

(a) An additional $10,000 life insurance and an additi .al $10,020 accidental
death and dismemberment coverage;

(b) An additional iife insurance coverage equal to ome, two, three, four or
five times annual salary:;

(c) Life insurance coverage for spouse of $5,000 and each depundent child of
$2,500.
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7. LEAVE

7.1 Annual leave (includes home leave)
Rationale/purpose: To provide a period of rest each year.

Date first established: 1946.

Eligibility/criteria: Staff members in full pay status.
Basis formula: Two and a half working days per month,
Current amoun*: 30 working days per annum. A maximum of 60 days

ca.. be accumulated.

Effective date: 1946.
Limitations on payment: tee eligibility/criteria.
COMPARATOR

Annual leave is earned on the basis of years' federal service - full-time
employees with 15 years or more earn 26 days annual leave per yeatr. Those with 3
years but less than 15 years earn 20 days; those with less than 3 years earn
13 days. Employees can accumulate up to 30 days of annual leave while overseas
employees can accumulate 45 days. The maximum accumulation level dces not apply to
leave accumulated by employees while appointed to the Senior Executive Service.

For additional leave entitlement for home leave, see page 115.

At certain designated posts and at isolated posts, special compensatory
time-off may be accumulated.

7.2 Sick legve

Rationale/purpose: To grant time-off to staff members who are unable
to perform their duties due to illness or injury.

Basis formula: Subject to appropriate medical certification, staff
are granted sick leave uader the following
conditions:

Fixed term:

Less than one year - two days per month of
contractual service.

Probationary/fixed term:
More than one year, less than five years:

three months' full pay. Three months' half-pay in
any consecutive 12-month period.

«l21~



appointments without time-,jmit or service time
totaliing five years -2r more

Up to nine months on full pay and nine months on
half pay in any four-year period.

Effective date: 1951.

Limitations on payment: From the third day medical certification is
required. No accumulation of unused sick leave
entitlement.

COMPARATOR

Full-time employees earn 13 days of sick leave per year. There is no limit on
the amount of unused sic. leave entitlement that can be accumulated. Unused tick

leave at retirement .s credited to length of service for calculation of retirement
benefits.

7.3 Maternity leave

Rationale/purpose: To extend leave with pay to staff members for a
period before and after confinement.

Date first established: 1946.

Eligibility criteria: See purpose.

Current amount: 16 weeks.

Effective date: 1 Januery 1981.

Limitations on payment: See rationale/purpose.
COMPARATOR

No maternity leave as such. Employee can use sick leave, annual leave or
leave without pay or any combination of these. Generally leave without pay is used.

7.4 Special leavs (with and without pay)

Rationale/purpose: For advauced study or research in the interest of
the organization; in cases of extended illness, in
the event of adoption of a child by a staff member
or for other important reasons.

Bligibility criteria: See purpose.

Limitations on payment: See rationale/purpore.
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COMPARATOR
Employees may be granted leave without pay at the discretion of the employing
agency. It may be granted regardless of the employee's accumulated leave balance.
7.5 Official holida

Rationale/purpose: Jfficial holidays not charged to annual leave are
designated for each duty ntation,

Eligibility criteria: Staff member:c in full pay status.
Current amount: Nine days per year
Limitations on payment: See eligibility criteria. Nine-day limit applies

irrespective of local practice.

COMPARATOR
Employees are entitled to 10 officiei holidays plus one day every four years

for Presidential elections for staff in Washington, D.C. Staff overseas also
receive all local natioral holidays.

8. MEDICAL INSURANCE

Purpose: To provide insurance coverage to a staff member or
to his/her deperndants in “he event of injury or
illness.

Date first established: 1946.

Eligibility/criteria: Staff members in full pay status.

B sis formula: Health insurance arrangemeu.ts vary from duty

station to duty station and sometimes differ among
organizations. However, in practically all cases
the payment of contributions to the health
insurance scheme is shared 54/50 between the
employing organization and the staff member.

Limitation on payment: See eligibility criteria.

COMPARATOR

The Health Benefits Programme is a voluntary contributory programme open to
almost all employees. There are various plans and through them the employee can
acquire health care services for themselves and their families. The Government
pays 60 per cent of the average high option premium of six lsrce and representative
plans. However, the Government's contribution may not exceed 75 per cent of total
pramium. The Government's contribution is the same for all full.time amployeas.
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ANNEX VIII1

Summaxy of crganizations' practices regarding expatriate entitlements

(education grant. home leave and repatriation grant) paid to staff
mempers }1jving jn their home countries while stationeé at duty
stations located 3in anpther country

Basis Numoer of
staff rules/ staff
Organizat:ion regulations affected Conments

United Nations United Nations No expatriate entitlements paid

(including UNDP Staff Rules/ to staif members living in and

UNICEF and UNH(R) Regulations working in their home country.

UNIDO United Nations No expatriate entitlements paid

Staff Rules/ to staff mesbers living in and
Regulations working in their home count:ry.

UPU No such condition exists.

UNRWA Condition not applicable due to
enforced national boundaries.

ITU Staff Rules 12 All ITU staff members are
considered intermationally
recruited, therefore they receive
expatriate entitlements.

WMO Staff Rules 6 All WMO staff members are
considered internationally
recruited, therefore they receive
expatriate entitlements.

IMO No such condition exists.

WIPO Staff Rules/ 11 Expatriate entitlements granted

Regulations to all internationally recruited
staff under WIPO's Staff
Rules/Regulations.
ICA0 No such condition exists.
GATT United Nations No expatriate entitlements paid
Staff Rules/ to staff members living in and
Regulations working in their home country.
IAEA 1 Ad hoc decision made on basis of
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Basis Number of

staff rules/ staff
Organization requlations affected Comments
iTC United Natious No expatriate entitlements paid
Staff Rules/ to staff members living in and
Regulations and working in their home country.

UNESCO Unaware of any staff member
living in home country while
stationed elsewhere.

FAO Not applicable given geographic
location.

ILO Staff Rules 35 Expatriate benefits paid to all
internationally recruited staff
members.

WHO Staff Rules 50 Expatriate benefits paid to all
internationally recruited staff
members.

(a)

(3)

(ii)

{b)
(i)

For staff with removal entitlements:

At headquarters (znd "related” locations, the mobility/hardship allowance
would apply as per the matrix. The lump-sum payment of one month's
salary would not apply under the assignment grant;

At field locations a reduction of 5 percentage points in the
mobility/hardship allowance would be appli.d and only one month's salary
would be paid under the assignment grant.

For staff withour removal entitlements:

At headquarters (and "related") duty stations, the mobility/hardship
allowance would be increased by 3 percentage points on the line shown for
headquarters, That would represent the approximate existing value of the
assignment allowance. The installation allowance applicable to
headquarters would apply:;

In the field, the mobility/hardship allowance as par the matrix and the
field assignment grant would apply.
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ANNEX XI

Operation of the prop¢sed revised rental subsidy scheme for
Assistant Secretary-General/Under-Secretary-General and
equivalent level offigials

Housing for Assistant Secretary-General/Under-Secretary-General
and equivalent level cofficials

Extra costs relating to the rental of larger accommodations in suitable areas
incurred by officials at the abcve-mentioard level may be reimbursed at the
discreticn of the executive hLeads on the basis c¢f the fornula whereby a limit is
placed on the amount of rental subsidy received, and not through the amount of rent
paid. The maximum amount of rental subsidies paid to these officials will equal
75 per cent of the threshold rent for the individual official councerned. For
example, the net remuneratiun (unet base salary plus post adjustment) of an
Assistant Secretary-General level official with primary dependants in New York
equals $8,263 per month. The rental subsidy threshold for New York is currently
26 per cent. The personal threshold rent for the Assistant Secretary-General level
official in New York would therefore amount to $2,145 per month. Under this
proposzl the Assistant Secretary-General level official would be enutitled to
receive rental subsidy p to 75 per cent uf the pe:sonal threshold amount of $2,148
or $1,611 per month. The official in question would, therefore, be in a position
to rent an apartment costing up to $4,161 per month and get the full benefit under
the proposed scheme. If, however, the Assistant Secretary-General level official
chooses to rent a dwellinc >osting more than $4,161 per month, then he or she will
be respensible fully for the balance of the amount beyond $4,161.

Examples (for four Assistant Secretery-General level officials in New York)

Official A rents a dwelling custing $2,100 per month. As the rent is lower
than threshold rent of $2,148. nc subsidy will be paid. Consequently, total
take-home pay will amount to $8,263 per month. Net rent paid by the staff
member = $2,100 per month.

Official B rents a dwelling costing $3.400 per month. As a result a rental
subsidy of (3400 - 2148) x 0.8 = $1,002 per month will be paid. Consejuently,
total take-home pay will amount to ($8,263 + $1,002) = $9,265. Net rent paid by
the staff member ($3,400 - $1,002) = $2,398.

Official C rents a dwelling costing $4,160 per month. As a result a riatal
subsidy of (4160 - 2148) x 0.8 = $1,610 per month will be paid. Consequently,
total take-home pay will amount to ($8,263 + $1,610) = $9,873. Net rent paid by
the staff member ($4,160 ~ $1,610) = $2,550 per month.

Official D rents a dwelling costing $7,500 per month. Usual rental subsidy
calculations will result, in this case, in a resntal subsidy of $4,218 per month.
However, rental subsidy will be limited to a maximum amount of $1,611 per month,
Consequently, the total take-home pay will amount to ($8,263 + $1,611) = $9,874.
Net rent paid by the staff member ($7,500 - $1,611) = $5,889 pe. month,
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ANNEX XII

Comparison of averace net remuneration of United Nations officials
in grades P-1 to D-2 in New Yovk and the comparator civil gervige
ip Washington, D.C.

Washington, D.C., by equivalent grades

(Margin as of 1 June 1990)

Net remunergtior

United Unitea United Nations/United
Nations a/ States b/ States ratio (United Weights for calculation
Grade $ $ States, Washington = 100) of overall ratio ¢/
(1) (2) (3) (4) (=)
pP-1 33 323 21 925 152.0 3.0
P-2 42 592 30 432 140.0 13.2
P-3 51 860 38 939 135.2 23.3
P-4 61 129 47 447 128.8 28.0
P-5 70 398 55 954 125.8 21.8
D-1 79 667 64 461 123.6 7.9
D-2 88 936 72 969 121.9 2.8

Weighted average ratio before adjustment for cost-of-living

differential, New York/Washington: 130.7

Cost-of-living ratio New York/Washington: 111.3

Weighted average ratio, adjusted for cost-of-living difference: 117.4
a’ Regressed average United Nations salaries by grade.

b/

Average salaries based on Washington area United States federal civil

service in comparable positions provided by the Office of Personnel Management to
reflect published salary scales effective January 1990, subject to the ceiling on
rates of basic pay.

c/

These weights correspond to the United Nations common system staff in

grades P-1 to D-2, inclusive, serving at Headquarters and established offices as at
31 December 1988.
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ANNEX XIII

Movements of United States federal civil service salaries
and the consumer price iudex
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ANNEX XTIV

Proposed annual net salaries effective ) March 199°

for the Professional and higher categories

(In United States dollars)

Level/Steps I II III v v V1 VII VIII X X XI XIi X111 X1V XV
USG Net D 79 259

ASH Net D 72 695

D-2 Net D 60 836 62 022 63 208 64 394 65 580 66 765

D-1 Net D 54 576 55 591 56 607 57 622 58 638 59 653 60 669 61 684 62 700

P-5 Net D 48 879 49 798 50 717 51 636 52 555 53 474 54 393 55 312 56 23! 57 150 58 069 58 988 59 907

P-4 Net D 41 284 42 180 43 077 43 973 44 869 45 765 46 662 47 558 48 454 49 350 50 246 517 143 52 039 52 935 53 831
P-3 Net 0 34 666 35 508 36 350 27 192 38 034 38 §76 39 718 40 559 41 407 42 243 43 085 43 927 44 769 45 611 46 453
P-2 Net D 28 742 29 495 30 248 31 001 31 754 32 507 33 260 34 013 34 766 35 5'% 36 272 37 025

P-1 Net D 22 752 23 476 24 200 24 924 25 647 26 371 27 095 27 818 28 542 29 266




ANNEX XV

Supplementary payments and deductions: 1jist of non-respondents
as ot 30 June 1990

Afghanistan, Angoia, Bangladesn, Belizs, Benin, Bulgaria, Byelorussian Soviet
Socialist Republ?~. Cameroon, Central Africay Republic, Chad, China, Congo,
Cote a'lIvoire, Cuca, Czechoslovakia, Djibouti, Dominica, Dominican Republic,
El Salvador, Equatorial Guinea, France, Gambia, Guinea, Iran (Islamic Republic of),
Ireland, Kuwait, Lao People's Democratic Republic, [ uxembourg, Mali, Mongolia,
Mozambique, Myanmar, Nepal, Niger, Paraguay, Romania, {izint Kitts and Nevis, Samoa,
Saoc Tome and Principe, Senegal, Seychelles, Suriname, {iwaziland, Tunisia, Ukrainian
Soviet Socialist Republic, Unior of Soviet Socialist Republics, Uanited Arab
Emirstes, United Kingdom of Great Britain and Northern Ireland, Uruguay, Viet Nam
and Yemen.
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ANNEX XVi
Recommended pet salary scale for the General Service category in London
(In pounds sterling)

1 April 1990

Grade I 1X I1I v v VI Vil VIII IX X X1

8 17 222 17 911 18 €00 19 289 19 978 20 567 21 356 22 04°% 22 734 23 423 24 112
7 15 377 15 992 16 607 17 222 17 837 18 452 19 067 19 682 20 297 20 912 21 27
6 13 727 14 276 14 825 15 374 15 923 16 72 17 o021 17 570 18 119 18 668 19 217
S 12 257 12 747 13 237 13 727 14 217 14 707 15 197 15 687 1€ 177 16 667 17 157
4 10 944 11 382 11 820 12 258 12 696 13 124 13 572 14 0190 14 448 14 886 15 324
3 9 772 10 163 10 554 10 945 11 336 11 727 12 11% 12 509 12 900 13 291 13 682
2 8 725 9 074 9 423 9 772 10 121 10 470 10 819 11 168 11 517 11 866 12 215

1 7 791 8 103 8 415 8 727 9 0339 9 351 9 663 9 975 10 287 10 599 10 911
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ANNEX XVII

n lar 1 for the General Service and

related categories in New York
Table A
Recommended salary scale for Gemeral Service category as at 1 October 1989

(In United States dollars)

S T E P S
Grade I 11 III v v VI Vil VIII IX X XI

7 28 466 29 549 30 631 31 714 32 797 33 889 34 963 36 045 37 128 38 211 39 234
6 25 768 26 746 27 725 28 793 29 682 30 661 31 639 32 618 33 596 34 575 35 553
5 23 309 24 196 25 082 25 963 26 855 27 741 28 627 29 514 30 40C 31 286 32 172
4 21 102 21 903 22 704 23 505 24 306 25 107 25 908 26 709 27 510 28 311 29 112
3 19 091 19 817 20 544 21 2711 21 +98 22 725 23,2 24 179 24 906 25 €32 26 359
2 17 282 17 939 18 595 19 252 19 909 20 565 21 222 21 879 22 535 231 192

1 15 641 16 234 16 828 17 421 18 015 18 60C 19 202 19 795 20 389




Teble B

Recommendeqd salary scale for Trades and Crafts category
as at 3} October 1989

(In United States dollars)

s T E P s
Grade Il II1 Iv v VI VIiI
8 36 360 37 524 38 688 39 852 41 016 42 180 43 344
7 34 266 35 3483 36 459 37 55€ 38 652 39 749 40 845
6 32 168 33 197 34 227 35 256 36 285 37 314 38 343
5 30 072 31 036 31 999 32 962 33 925 34 887 35 850
4 7 982 28 876 29 771 30 665 31 560 32 454 33 348
3 25 887 26 716 27 544 28 372 29 200 30 029 30 857
2 23 79 24 555 25 316 <6 0717 26 838 27 598 28 359
1 21 696 22 391 23 086 23 780 24 475 25 170 25 864
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Table C

Recommended salary scale for Security Service category as at 1 October 1989

(In United States dollars)

S T 3 P N
Grade I II II1 Iv v Vi VII VIl X X X1 39 X111
7 39052 40 457 41 862 43 267 44 672 46 077 47 482 48 887 S0 292
6 36376 37686 38997 40307 4i 618 42928 44 239 45 549 46 860
§ 33704 34919 36134 37 349 38563 39778 40 993 42 208 43 422
4 30976 32091 33206 34322 35437 36553 37668 38784 39 899
3 29104 29977 30 851 31725 32598 33 472 34 346 35 219 36 093 36 967 37 84C
2 26368 27159 27 950 28 741 29 532 30 323 31 114 31 905 32 697 33 488 34 279 35070 35 861

1 23631 24339

[ e W X o L [ I R ' v vowa
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ANNEX XVIII

Recommended net salary scale for the General Service category in Rome

(In thousands of Italian lire)

1 February 1990

S 3 S
Grade I I 111 v v VI VIl VI Ix X XI XiI XIII X1y xv

7 49271 S0 749 52 227 53 705 55 183 56 661 58 139 59 617 61 095 62 573 64 051 65 529

6 42 845 44 130 45 415 46 700 47 985 49 270 S0 555 571 840 53 125 54 410 55 695 56 98C 58 265 59 550 60 ¢35
5 37256 38 374 39 492 40 610 41 728 42 846 43 964 45 082 46 200 47 318 48 436 49 554 50 672 5% 790 52 908
4 33564 34 537 35510 36 483 37 456 38 429 39 402 40 375 41 348 42 32) 43 294 44 267 45 240 46 213 47 186
330 792 31 624 32 456 33 288 34 120 34 952 35 784 36 516 37 448 38 280 139 112 30 944 40 776 41 608 42 4w}
2 28778 29 469 30 160 30 851 31 542 32 233 32 924 33 615 34 306 34 997 135688 3¢ 379 37 C.0 37 767 38 452
1 27 149 27 719 28 289 28 859 29 429 29 999 30 569 31 139 31 709 32 279 32 87 33 419 33 989 4 559 35 129
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ANNEX XIX

Table A
Salary scales for th nerzl Service and rel ories at Vienna
resulting from the exclusion of the commissary bepefit

(net amounts in Austrian schilling as at 1 March 1987)

) T E P S
Grade 1 II 111 v v vl 128 VIII IX X X1
8 440 703 454 05 468 907 483 009 497 11 S11 213 " 315 539 417 553 519 567 621 581 723
7 375 385 387 398 399 410 411 422 423 434 435 446 447 458 459 470 471 482 483 494 495 506
6 319 750 329 982 340 214 350 445 360 678 370 910 381 142 391 374 401 606 411 838 422 070
S 272 360 281 075 289 790 (@8 335 307 220 315 935 324 650 333 365 342 080 330 795 359 510
4 231 993 239 437 246 841 254 265 261 683 269 113 276 537 283 961 291 385 298 809 306 233
3 197 609 203 933 210 257 216 581 222 905 229 229 235 553 24) 877 248 201 254 525 260 849
Table B
Salary scale for the Manual Workers categqory at Vienna resulting from the
1987 salary survey without deduction for commissary benefit
(net amounts in Austrian schilling as at 1 March 1987)
N T E p S
Grade 1 II 111 v v VI VII VIII X X X1

7 281 633 290 645 299 946 309 544 319 450 329 672 340 221 351 109 362 344 373 939 385 905
6 230 801 238 186 245 571 252 956 260 341 267 726 275 111 282 496 289 881 297 266 304 651
5 207 929 214 583 221 237 227 891 234 545 241 199 247 853 254 507 261 161 267 815 274 <39
4 190 761 196 866 202 971 209 076 215 181 221 286 227 391 233 496 239 601 245 706 25} 811
3 175 010 180 610 186 210 191 810 197 410 203 010 208 510 214 210 21¢ 810 225 410 231 QW0
2 160 559 165 697 170 835 175 973 181 111 186 243 1971 387 196 525 201 663 206 801 211 939




ANNEX XX

Education grant breakdown by currencies: expenditure
cases exceeding aliowable costs

Expenaiture
{(Percentage ot
cases exceedlng

Current aX 1mum
REXImUm grant Current allowable costs)
($US equivalent maximum grant Recommendation Atter
Currency at 1 July 19%0) (Local currency) iLocal currency) Precent 1ncrease

Japanese yen 10 300.3 1 586 2%0 1 586 25Q 7} o]
Austrian schilling 9 7%0.0 e 78 114 075 4} ¥
Swiss franc 9 71¢.0 13 703 13 703 U.60 0.2
DeLtsche mark 9 700.¢ 16 200 19 800 a/ 5.26 o
Netherlands quilder 9 514.9 17 b8 17 888 3.45 .35
Finnist markka 9 274.8 36 450 36 450 c [
Belgium franc 9 222.4 317 250 317 250 0 0
Danish krone 9 113.0 56 050 58 050 0 1}
Spanish pesetas 8 519.4 877 500 1 072 500 a/ 10. 34 10.34
Swedish krone 8 203.6 49 250 49 950 G ¢
French franc 8 196.4 45 900 45 900 1.21 1.21
CFA franc 8 196.4 2 295 000 2 295 00O 0 0
lrish pound 7 937.0 4 921 4 921 Q 0
Italian lire 7 714.3 9 4506 000 11 549 997 &/ 15.92 0.6
United Kingdom
pound sterlinag 7 666,11 4 408 5 387 a/ 26.3 10.86
Norwegian Krone 7 430.2 47 925 47 925 0 0
United States
dollar area 6 750.0 6 750 8 220 a/ 10.5 7.2

3/ Indicatec change from current grant.

-139-



(I) PI6-686T €£10E2-06

’OWI'

ANNEX XXI

Recommended_salary scale for the Field Service cateqory
showing annual gross salaries and net equivalents after
application of staff assessment

(In United States dollars)

]

} July 1990

11

1

v

vi

Vil

VIIl

X

XI

XIiI

X111

XIv

xv

F$-6

FS-5

FS-4

FS-3

FS-2

Gross
Net D
Net S

Gross
N2t D
Net S

Gross
Net D
Net §

Gross
Net D
Net S

Gross
Net D
Net S

Gross
Net D
Net S

Gross
Net D
Net S

55 402
37 821
35139

45 439
32 150
30 007

38 203
27 890
26 130

32 797
24 656
23 174

28 217
21 827
20 569

24 383
19 393
18 3

21 155
17 262
16 339

56 987
38 693
35 926

46 863
32 962
30 741

39 378
28 583
26 761

33 739
25 23
23 703

28 994
22 316
21 021

25 040
18 825
18 723

21 730
17 642
16 692

58 572
39 565
36 712

48 288
33 774
31 417

40 553
29 276
27 392

34 682
25 806
24 232

29 770
22 805
21 4N

25 725
20 257
19 11

22 306
18 022
17 046

60 157
40 436
37 498

49
34
32

712
586
2N

41 727
29 969
28 022

35 646
26 381
24 157

30 564
23 294
21 91

26 411
20 689
19 520

22 882
18 402
17 400

61
4

51
35
32

42
30

36
26
25

3i
23
22

27
21
19

23
18
7

742
308
284

137
398
947

327
180
670

561
210
681

076
31 355
284

595
531
804

32 167
272
821

783
21 553
3N

033
19 162
18 106

45

38
28

32
24
23

28
21
20

24
19
18

92
052
856

986
022
4W7

260
048
914

569
106
327

969
761
2N

468
985
715

609
542
450

66
43
40

55
37
35

46
32
30

39
28
26

EX]
25
23

29
22
21
25
19
18

525
924
643

425
834
151

475
741
541

544
68
850

770
250
720

154
417
13
194

922
813

68
44
LAl

56
38
35

47
33
3N

40
29

3

34
25
24

29
22
21

25
20
19

140
795
429

902
646
883

691
434
169

519
255
374
572
739
170

840
849
512

797
302
163

69
45
42

58
39
36

48
34
31

41
29
27

39
26
24

30
23
21

26
20
19

754
667
215

378
458
615

907
127
796

493
83
897
386
228
617

543
281
90

400
682
513

n
a6
43

59
43
37
50
34
32
a2
30
28

36

25

31
23
22

369
539
052

855
270
348

123
820
423

468
406
420

215
17
062

251
713
307

72
47
43

61
4
38

53

35
33

43
30
28

37
27
25

3
24
22

983
413
788
N
082
080

339
513
0s?

442
981
943

044
206
508

959
145

52 554
36 206
33 678

44 417
31 556
29 467

37 873
27 695
25 953

45 405
3213
29 989

38 702
28 184
26 398

46 414
32 796
30 510

39 531
28 673
26 843

lLanguage allowance:
First language:
Second language:

applicable only

$1,028 per year.
$513 per year.

to staff ‘- levels 1 to 5.
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HOW TO OBTAIN UNITED NATIONS PUBLICATIONS

United Nations publications may be obtained from book and distributors throughout the
world. Consult your bookstore or write 10: United Nations, Sakes Section, New York or Geneva.

COMMENT SE PROCURER LS PUBLICATIONS DES NATIONS UNIES
Les publications des Nations Unies sont en vente dans les librairies ct les sgences dépositaires

du monde entier. Informez-vous de votre libraire ou adressez-vous A : Jations Unies,
Section des ventes, New York ou €.

KAK MOJAYUYHUTh M3AAHHUSA OPFAHMIALIMM OBBEAMHEHHLIX HAUMA
Hazanus Oprassnanmy O6reanunennsix Hatnt MOXHO KYNHTL B KRNNHLIX MATSIHRAX
M ArCHTCTBAX BO B0ex pafionax Mupa. Hasoaxte cnpasxn 06 MILAHMAX 8 SALEM KNKHOM
MarayimNe uaM NEWNTE agpecy: Opramnauns OGsenunennmx Haunsd, Cexnna no
oponae waaansk, Huwo-Hopx wm Kenesa.

COMO CONSEGUIR PUBLICACIONES DE LAS NACIONES UNIDAS

Las publicaci de las Naci Unidas estén en venia ¢ librerfas y casss distribuidoras en
todupmudelmndo Consulte s su librero o dirfjase a: Naciones Unidss, Seccion de Ventas,
Nuevs York o Ginebra.

Litho in Unfted Nation3, New York 01700 23043=0ctober 1990~4,500
1SSH 0251-9321



