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LETTER OF TRARSMITTAL 

21 hugust 1990 

Sir. 

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

I should be grateful if you would submit this report to the General Assenbly 
and, as provided in article 17 of the statute, also transsit it to the governi.lg 
organs 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. 

(Siuned) Richard M. AKWEI 
Chairman 

His Excellency 
Mr. Javier Pirez de C&llar 
Secretary-General of the United Rations 
New York 
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SLR4-lARY OF RECOKMFRDATIORS THAT CALL FOR DECISIOMS BY THE 
GENERAL ASSEMBLY AND THE LEGISLATIVE ORGANS OF THE OTHER 

PARTICIPATING ORGANILATIONS 

&gaaravb 
reference 

38 

Pensig able remuna&p ;.or the Professional and hiaher cateaories 

timPrehensive review 

The Commission decided to recommend to the General Assembly the bas*s 
LZ be used for the methodology for pensionable remuneration, the actual 
methodology, the scale of staff assessment. the interim adjustment 
procedure, the maryin range for pensionble remuneration, the procedure 
for the calculation and reporting of the pensionable remuneration 
margin and the inccme replacement ratios, the modalities for the 
operation of the interim adjustment procedure within tile pensionable 
remuneration margin range find the scale of Pensionable remuneration to 
be used after 1 January 1991. 

&.nditions of service of the Professional and bioheLw& 

. . 
(A) !&xRrzbeosivetiwftW ~G.D- rvice of the 

--ional and hiaher cateaories 

Housina and remuneration structum 

95 The Commission descided to recommend that housing should be maintained 
in the post adjustment system at Headquarters, North American, European 
and field duty stations where housing comparisons could be made without 
serious difficulty. Housing should be excluded from the post 
adjustment system for duty stations in the field where valid housing 
comparisons were difficult 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. 

ConditiPas of service of the AJsistantSeccetarv-General and . under-Secretarv-General end- 

124 (b) The Commission decided to racommend revised housing arrangements for 
officials at the above mentioned levels. 
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162 The Commission decided to recommend that the executive heads af IL0 and 
WHO should bring the matter of the additional steps beyond the salary 
rcales of the Protessional and higher categories of staff approved by 
the General Assembly, as well as the common system scales for the 
General Service and related categories of staff, to the attention of 
their rwpective legislative bodies. It also decided t.o recommend that 
HIPS take appropriate action to change its steff regulations to 
eliminate the provision regarding the introduction of one extra step in 
gra0es P-l to P-5, as was recommended in 19R4. 

(5) Remuaeration of the Professional and higher categories 

I&K&&&I of the mnr ’ g&n between the net remuntratign of the United 
States &&,~a1 civil service and that of the United Nations syzt.&m 

ma (d) The Commission decided 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 he around the midpoint of the 
range. 

207 

221 

222 

223 

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

ice of the General Service and related catewk:s 

. . 
suaeYA%bestA :&.&ions of service in London 

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

EUWJV ctE-hnt -wi.U~ comW&ns of service in New York 

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

On the banis of a survey of best prevailing conditions of service for 
the General Service and related categories of staff in Rome, the 
Cormsirrion recormaended a salary scale to the executive heads of the 
organiaationm with staff in Rome. 
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E?ax.axd 
reference 

Imvlic&&,wf the decisions aris.L~ out of the cornv&e&mE 
of cond&jpns of service of the Professional and binher cate&dQLbE 
fhe General Service and related ceteaories of sWft 

235 Tine 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 cateyories. 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 mudiflcations to the reference point of 
P-Q/step VI. The assignment grant should also be payable to 
internationally recruited General Service staff. 

of service app.$icable to both catem 

251 The Commission decided t o recommend an increase in the maximum 
admissible eductional expense, 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 children in these 
areas should be adjusted in line with the revised maximum for 
admissible educational expenses. For other areas it recommended that 
the above-mentioned limits should remain unchanged. 

jteview of the conditions of service of the F3eT.i bervice cate.gEy 

270 (b) The Commission decided to recommend to the Secretary-General of the 
United Nations the base salary scele shown in annex XXI for application 
to the Field Service category. 

279 

Status of onen w I 

The Commission made specific recommendations to the organisations 
regarding special measures for the recruitment of women in the 
Professional and higher categories. 
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SUMMARY OF FIMANCIAL TMPLXCATIONS GF THE COM?USSION S 
RECOMMENDATIONS AND DFCISIPNS FOR THE UBlTED NATIONS 

AND PARTICIPATING ORGANIthT.TIONS 

!?am9G!.ph 
reference 

95 The financial implications of the Commission's recommendations on the 
revised procedures for the treatment of housing and the payment of 
rental subsidies were estimated et $4.8 million per annum. Further 
implications resulting from t:ie use of gross rents in place-to-place 
comparisons on the post adjustment indices for New York and 
Washington, D.C. and consequently, on the cost-of-living differential 
between these two locations, are outlined under paragraph 98. 

205 

251 

221 

222 

The total financial implications of the Commission's recommendation for 
an adjustment of the base/floor salary scaie were estimated at 
$5.5 million ner annum. As it is recommended that tbe proposed salary 
scale should be implemented from 1 March 1991, the additional costs for 
1991 would be some 84.0 million. 

Review of the level of the education arant 

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. &ancial.imolications of the Commission's recommendations to th.a 
executive heads of the oraanizations of the United Nations common 
svstem 

Survey of best prevailins conditions of service in LVJx&N 

The financial implications of the Cozzzizsion's recommendation 
concerning the salary scale for the General Service category in London 
were estimated at 8616,000 per annum. 

Survey of best oreva ilincr . . conditions of service in New Yoz.& 

The financial implications of the Connnission's recommendation 
concerning the salary scales for the General Service and related 
categories in New York were estimated at $1.8 million per annum. 
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223 

slr.rxr of best Prevailins conditions of-vice ia Rome 

The lix.dncial implications of the Commiss.on's rec.unmendation 
concerning the salary scale for the General Service category in Rome 

were estimated at $4.5 million per annum. 

bplicationxof the decisAons arisina out Qf the ronprehensive xW& 
pi conditions of service of the Dro&+ional and hwcstegeries fa. 
the Fen=1 Service and related ca&g&rk&~L.&Lstoff 

235 (a) The financial implications of the Commission's recommendations 
concerning the children's a!lowance in respect of disabled child&n for 
the General Service and related categories were estimated at SlOO.000 
per annum. 

255 (0) The financial implications o- F the Commission's recommendations 
and (c! concerning the mobiliVy and hardship allowance and the assignn.ent grant 

for internationally recruited General Service staf! were estimated at 
$285,000 per annum. 

&view of t& conditions of servicetiu.!&Field Servire catew 

270 (b) The financial i3nplications of the Commission's recommendstions 
concerning the salary sea.. 10 for the Field Service category were 
estimated at $2.14 million per annum. 

270 (c) The financial implications of the Commission's decisions 
and (dl concerning the mobility ar.w hardskip allowance an? the assignment grant 

for the Field Service category were estimated at Sk.14 million 
per annum. 
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CHAPTER1 

ORGAKIZATIONAL MATTERS 

A. h-of 

1. Article 1 of the statute of the International Civil Service Cosnnission (ICSC). 
approved by the General Assembly in its resolution 3351 (XXIX) of 1S December 1974. 
provides that: 

"The Commission shall perform its functions in respect of the Lnited 
Nations aud of those specialized agencies and other international 
organizations which participate in the United Nations common aystem and which 
accept the present statute . ..-. 

2. To date 12 organizations have accepted the statute of the Commission, which, 
together with the United Natinns itself, participated in the United Nations common 
sysrem of salaries and allowances. I/ Two other organizatiorr, although not having 
formally accepted the statute, have participated fully in tho Cosnnission's work. 21 

B. &rnbershio 

3. The General Assembly, at its forty-fourth session, appointed one new member 

and reappointed five former members of the Commission to terms of office commencing 
1. January 1990 (decision 44/320 of 19 December 1969). 

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

Mr. Richard M. Akwei (Ghana),* Chairman 
Mr. Amjad Ali (Pakistan)** 
Mr. Michel Jean Bardoux (France)*** 
Mrs. Claudia Cooley (United States of America)*** 
Mrs. Turkia Deddah (Mauritania)* 
Mrs. Francesca Yetunde Emanuel (Nigeria)** 
Mr. Antbnio Fonseca Pimentel (Brazii)**e 
Mr. Andri Xavier Pirson (8elgium)e 
Mr. Chnar Sirry (Egypt)** 
Mr. Ladislav Smid (Czechoslovakia)* 
Mr. Alexis Stephanou (Greece)*** 
Mr. Ku Tashiro (Japan)*** 
Mr. Vladislav Petrovich Terekhov (Union of Soviet Socialist Republics)** 
Mr. Carlo6 8. Vegega (Argentina),* Vice-Chairman 
Mr. M. A. Vellodi (India)e* 

l Term of office expires on 31 December 1990. 

*e Term of office expires on 31 December 1992. 

l ** Term of office expires on 31 December 1993. 



. . C. -held bv the Commrssaon and v  

5. Ths CormKssion held two sessions in 1990: the thirty-first and 
thirty-second. The thirty-first session, which took place from 5 to 23 March 1990, 
was held ac United Nations Headquarters in New York. The thirty-second session was 
held at the headquarters of the International Labour Organisation (ILO) at Gensva 
from 9 July to 3 August 1990. 

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

D. Subsidiarv body 

7. The Advisory Committee on Post Adjustment Questions (ACPAQ). 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 I3 May 1990. It 
consisted of the following members: Mr. Carlos S. Vegega (Argentina), 
Vice-Chairman of the Commilision and Chairman of the Committee; 
Mr. Jeremiah P. Banda (Zambia): Mr. Yurk Ivanov (Union of Soviet Socialist 
Republics): Mr. Isaac Kerstenetzky (Brazil); Mr. Yuki Miura (Japan): and 
Mr. Hugues Picard (France). 
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ACTION TAKEN IN RELATXON TO RESOLUTIONS AND DECISIONS OF THE 
GENERAL ASSEMBLY AT ITS FORTy-FOURTH SESSION 

a. The Commission took action in relation to resolutions and decisions adopted by 
the General Assembly at its forty-fourth Lession, as reported below, in respect of 
the foilowing matters. 

9. Ir. its resolution 441198 of 21 December 1989, entitled "United Nations common 
system: rtport 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 also requested the Commission 
to address a number of specific issues dealt vith as part of the comprehensive 
review. Those requests are addressed as part o- + the Commission's consideration 
reported under paragraphs 58 to 172 below. In the same resolution, under 
section II, the Assembly had recalled its requests concerning the review of the 
functioning of 1CSC in resolutions 421221 of 21 December 1987 and 431226 of 
21 December 19F8 and requested the Secretary-General, together with his colleagues 
in the Administrative Concnittee on Co-ordination and after consultation with the 
representatives of staff participating in the Commission, to review the functioning 
of the Commission and to present to the Assembly at its forty-sixth session P 
report on the matter. The Commission's consideration of this matter may be tound 
in paragraphs 11 to I9 below. 

10. The Commission took 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 "United Nations pension system". The request 
of the General Asseinbly under section IX, paragraph 2, 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 consideration of this matter may be found under paragraphs 2C 
to 39 below: 

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

(d) Resolution 441186 and decision 441440, entitled "Respect for the 
privileges and immunities of officials of the United Nations and the specialised 
agencies and related organizations"; 

(e) Resolutioas 441185 A to D, entitled "Personnel questions": 

(f) Decision 44/439, entitled "Amendments to the staff rules". 
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Review oftbe functi& of the InwE9ational 
si"ll &r-,&e P P . -Q~ibLi9?2 

11. At its thirty-first and thirty-seco.rd sessions. held in March and July 1990, 
the Commission, while recalling its past consideration of the subject at its 
twenty-seventh, twenty-eighth, second specie1 and twenty--ninth sessions, gave 
further consideration to the qvsstions c f  the 1unctioning of the Commission in the 
light of the provisions of &nerd1 Assembly resolutions 42/221, 431226 and 44/308. 

12. At its thirty-first s*ssion, the Commission reviewed rule 35 of its rules of 
procedure on the subject o: erecutive sessions. The provisions of resolutions 
471226 and 441198 and in particular the continuing vaiidity of resolutions 421221 
and 43/226 were also examine;!. The Commission took decisions in three major 

areas: working methods: the I-01% of the Commission in the review of its 
functioning: and the format of the Commissiou's reports. 

I&&sions and conclusions o f  *-he- mmi i n - 

(a) &&ins methods 

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

(a) As a generai rule, on all issues affecting the conditions of service of 
United Nations common system sta:f, representatives desigrate3 under rule 31, 
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 on the proposal 
of the representatives of organixations or of stafr', the Commission might establish 
tripartite working groups in accordance with the following guidelines: 

(i) 

(ii) 

(iii) 

(iv) 

The membership, terms of reference and timing 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 secrstariat and representatives of the 
organisations and staff. UNJSPB or its secretariat would be invited to 
participate as appropriate: 

The nominees of the Commission for such working groups would participate 
in their personal capacity; 

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 Commissionr 

The working groups should endeavour, to the extent possible, to reach 
consensus on all aspects ci the mandated issue, where consensus was not 
possible, their reports should reflect diverging views. 
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14. The above decisions were without prejudice to the Commission's right to hold 
executive session, 

15. Draft decisions of t% Commission would be made available simultaneously and 
in a timely manner to me:lbers of the Commission, CCAQ and the staff representatives. 

(t) rer_mirt cf the Cnmmi.ssion's reoorts 

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

(c) Review of the functioning of the.Commissilo_n 

17. The Commission, while noting that the General Assembly had, in section II, 
paragraph 1, of its resolution 441190. requested the Secretary-General, together 
with his colleagues in the Administrative Committee on Co-ardination and after 
consultations with the representatives of staff participating in the Commission, to 
review the functioning of the Commission nnd to present to the General Assembly et 
its forty-sixth session a report ori the matter t,xethsr with the views of the 
Commission thereon, was of the view that it should ir+' involved at all stages of the 
review. The view was conveyed to AK, at its May 1990 session, by the Chairman of 
the Commission. 

10. At its thirty-second session, the Commission was informed that at its May 1990 
session ACC, by its decision 399018, had requested CCAQ: 

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

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

((I) To submit a repot- on the review for considtr=xtion by ACC at its first 
regular session on 1991. 

19. In 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 Commission agreed to a request by the organizationa to 
participate in the consideration of this issue through a working group composed of 
members of th: Commission, CCAQ and tine staff representatives. 
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CRAPTER 1x1 

PENSIONABLE RRMURERATION AND PENSZON ERTITLEMBNTS 

A. PensJoR&&temuneratip_n for the Profession& 
sndhiagar..cateaories 

1. cmve review 

20. The General Assembly, by its resolution 41/208, section I. paragraph 6, 
requested the Commission to undertaRe, 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 monitoring 
the level of the scale and for its adjustment in between comprehensive reviews and 
to prese I': its recommendations thereon to the General Assembly at its forty-fifth 
session. The errangements agreed upon by the Commission and the Pension B?ard for 
the condu:t of the comprehensive review were reported to the General Assembly in 
the fifteenth annual report of ICSC. 21 In its resolution 441199, section II, 
paragraph 2, the Assembly requested the Commission, in undertaking, in full 
co-operation with UNJSPB, the comprehensive review of the pensionable remuneration 
cf staff in the Professional and higher categories to take into account: (a) the 
relevant recommendations 01 the remuneration structure; (b) the consideration set 
out in paragraphs 34 to 41 of volume I of the report of the Commission 41 and 
paragraphs 04 to 95 of the Report of tbe Board 51 in studying the desirability of 
establishing a margin range between the pensionable remuneration of staff in Lhe 
ITnited Nations common system and staff in comparable graaes in the c mparator civil 
service and to present its report thereon to the General Assembly at its 
forty-fifth session. 

Vi, ws of theStaff Pension Board 

21. Th? 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 remuneration and income 
replacement ratios in the two services. Moreover, 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 construct a 
margin range for pensionable remuneration. The removal of housing from post 
adjustment and its replacement by a houring allowance would also change the 
cost-of-living relativitiea 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 condttiona of service, as a whole, more competitive: in 
such an assessment, the importance of penaiona should not be underestimated. 

22. The Chairman of the Penrfon Board stated that, should the current remuneration 
structure be maintained, the methodology for determining pensionable remuneration 
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applied in 1986, and the revised interim adjustment procedure approved by the 
General Assembly in 1989 should continue. As the income replacement concept was 
the fundamental underpinning of the 1966 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 pensioaable remuneration margin, and if there 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 Corn ission's 
decisions on all matters related to pensionable remuneration. The Chairman of the 
Board stated ihat some memhers of tht Board were of the view that, at best, a 
pensionable remuneration margin range was unnecessaq since pensionable 
remuneration was di.. &tly dtrived from net remuneration, which ~a, 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 Commission's position on the establishment of a 
pensionable remuneration margin range of 110-121) 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 adjustxent procedure would remain 
with the General Assembly, acting on the recommendations of XCSC and the Board. 

Views of the praanizations 

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

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 Tar Equalization Punds maintained by some organisations. 
With the Commission's intention to review base salary scales annually, the need for 
finding ways of periodically replenishing the Tam Equalisation Fund would be 
obviated. In view of these developments, the organisations were of the view that 
the continued use of two separate scale6 of staff asse3s:ient should be reviewed at 
the earliest opportunity. 
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Views of the staff reoresentat&.a 

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 stl:dy should 
provide au 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 pension based on New York salaries; (t) 
total net remuneration in New York should he used as the basis for the calculation 
of pensionsble remuneration and not that ~c:responding to 25 years of service; and 
(cl 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, tbe President of FICSA presented a detailed proposal to the 
Commission. The methodology proposed by FICSA was based on the concept of fu 1 
income replacement at ths 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 -gel1 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 r;lltios for the United Nations 
system were lower than those in the comparator civil service and that this problem 
could only be resolved if net remuneration for the United Nations staff in New York 
corresponding to 35 years of service were used iu the application of t-he 
methodology rather than that corresponding to 25 years of service. 

29. The President of CCISUA noted that in pension matters the paramour; concern 
was for stability and that consequently the methodology emgloyed in 1986, which 
rested on the principle of income replacement at the base of the cystem, should 
continue. As in the past the New York/Washington, D.C. cost"&f-.living differential 
and the margin shnuld continue to be taken into account. J? 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. Be added that the interim adjustment process should be 
re-examined as part of the current review. While a chanqje in remuneration 
structure might justify the establishment. of a margin ran;e f  pensionable 
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. 

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 (see para. 95). A8 regards the views of the Pension Board, the Commission 
noted that while there was a large measure of agreement with regard to varioue 
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 remunerat!on margin range. As the 
Board was to meet after the July session of ICSC, the Commission was of the view 
that it had no alternative Sut to formulate its recomnendations to the General 
Assembly on the basis of the Board's current views. In view of this, and of its 
recommendations to the General Assembly regarding the treatment of housing, the 
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Commission decided to make the recommendations on the various aspects of the 
requests from the General Assembly in resolutions 41/200 and 44/190 as outlined 
below in paragraph 30. 

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 mathodolocy, i.e., the income replacement approach, sbould 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 
cotinterparts in the United State5 federal civil service would also have to be torne 
in mind. Under the present remuneration structure, therefore, total net 
remuneration in N<w York should bt used as the basis and 25 years of contribu?ory 
service should be used in the application of the methodology. The Commission 
considered th:3t the current interim adjustment procedure as modified by the General 
Assembly at its forty-fourth seesion, on the recommendation of the Commission, was 
generally sound. 

32. As regards the ra*-s of staff 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 vith the latest situation. 

33. The Commission next considered the issue of the desirability of establishing a 
pensionable remuneration margin range as reques'ed by the General Assembly. In 
that regard it was recalled that in 1986 both the Commission and the 3oard bad 
reccmmended to the General Assembly the establishment of a margin range for 
pensionable remuneration. However, the Assembly had not approved the 
recommendation ns it was assumed thet 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 controi, such as United States taxes, could also 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 defined and approved margin 
range was not enough. There was a need to agree ~ 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 epproach *.hat could give rise to 
differences in the appreciation of a given development as and when it occurred. 
That would make it unnecessarily difficult to come to an agreement as to the course 
of action to be followed. On that basis, there wau general support within the 
Commission for the establishment of a margin range for penoionahle remuneration. 

35. In general it war alno considered that in the long run the establishment of a 
well defined margin range might lead to the desired rtability in the ayrtem, 
provided it was done in a manner consistent with the net remuneration margin. In 
that regard it wan stressed that the procedure used for the calculation of the 
psnaionable remuneration margin should be consiotent with that used for the net 
remuneration margin. 
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36. Some members of the Commission were of the viru that the establishment of 
pensionable remuneration margin and the control of pensionable remuneration within 
that margin range might conflict witb the basic tenet of the income replacement 
approach approved t r the General Assembly in 1986. Those members were" therefore, 
of the view that a pensionable remuneration margin calculated in a manner simiYar 
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. 

3-I. The Commission noted that, if the General Assembly were to agree with the 
continued use of the methodology used in 1986 (see annex II) as recommended in 
paragraph 38, and approve the scale of staff assessment rate in annex III, a new 
scale of pensionable remuneration for the Professional and higher categories we*-ld 
hake to be determined. In this context the Commission examined the scale of 
pension.able remuneration derived from the 1986 methodology, the net remuneration 
amounts at various g ades and steps as at I 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 1966, the rasurting scale would be very close 
overall to the actual 1 July 1990 scale. The Commission concluded that tne 
internal relativities among the grades and steps in the restructured 1 July 1990 
scale should not be changed. Accordingly, it believed that tbe 1 July -993 scale 

of pen-ionable remuneration, subject to any across-the-board adjustments tbereof 
that may become due before tne eild of 1990 under the adjustment proredure contained 
in article 54 (b) of the Pension Fund Regulations, should he taken as the 
appropriate scale of pensionable remuneration after 31 December 1990. 

Pecisions 0 f  the I V..:,'& 

38. The Commission decided to recommeod ';o ti. General Aesem?ly 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 Professional and hig;ler 
categories and for their counterparts in the United States federal civil service 
would also have to be borne in mind; 

(b) The methodology used to establish the 1 April 1987 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 pensionable remuneration marginr 
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(g) On each occasion the pensionable remune-ation margin was calculated, 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 and reported to the General kssembly; 

(h) Following a review of the pensionable remunerat;on margin and the income 
replacement ratios, the Commissron. in co-operation with the Pension Board, would 
make appropriate recommendations to the General Assembly, peIticularly when the 
pensionable remuneration mar-girl had reached or was forecast .o reach the upper or 
lower limit of the margin xange, as long as the authoritv fir such action rested 
with the Assembly; 

(i) Bearing in mind the considerations in the subparsgraph (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 (h) of the Pension Fund 
Regulations falling due after 1 January 1991. 

2. Wonitorina of oensicnabler--6&muner@~ 

39. Under its standing mandate from the Qnecal Assembly 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 Naticrts and that 
of the United States federal civil service emp:loyees in comparable grades. 

Views of the oraanizatiw 

40. The Chairman of CCAQ noted that the estimated pensioeable remuneration margin 
for 1990 - including the New York/Washington, D.C. cost-of-living differential - 
was 116.5. It was also noted that the income replscoment- ratios caiculated 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. 

Via of the staff reoresentativez 

41. “he President of PICSA and the representative of CCISLJA were of the view that 
a margin for pensionable remuneration was unnecessary in view of the direct linkage 
between net remuneration and pensions through the income rqdncement principle. 
The lower income-replacement ratio for the United Nations :n 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 Statec 
tax rates. 

the -ien 

42. The Commission, in a&dressing the Assembly’s request regarding the study of 
the desirability of establishing a pensionable remunerati.on margin range, had 
examined various approaches for calculating the pensionable remuneration margin and 
for modtoting the level of pensionable remuneration for the P?ofessional and 
higher categories of staff. The details of the Commission’n consideration of this 
matter are found in paragraphs 20 to 38 above. Pending action by the General 
Assembly on the Cormnission’s recommendations under paragraph 3R above, the 
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Commission has calculated the pensionable renunsralj.on margin in acc,Jrdance with 
the procedure outlined therein. 

. . &crsions 0 f  the Cc~mq&P.&9P 

43. The Commission decided to take note of the pensionable remuneration raticc 01 
116.5 and 129.7 with and without the cost-of-livinc differential, respectiJe>y, 
based on the average remuneration amounts applicable for the period 1 January to 
31 December 1990. The Commission also noted that the income replacement ratios 
based on the average pensionable remuneratian amounts applicable over the percod 
1 January 1988 to 31 December 1990 and corresponding to 25 years of service werir 
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. 

44. As part ok the comprehensive review of pension,able remuneration of the 
Professiona! and higher crltegories of s.aff, the Comnisaion wab informed that wj'3 
respect t> participants in the Professional and higher categories, article 54 (b) 
of the Fund's Regulations incorporates an appendix which sets out a scale of 
pensionable remuneration. However, that scale fails to define, i&Fx...&a. the 
pensionable remuneration of thr ungradod qfficials, e.g., the erecutive heads oi 
spscialiaed agencies. The Commission addressed the issue of the pensionable 
remuneration of these officials in the above context. 

Views y f  the oraanizatiR.nJ 

45. The organixations were of the view that the conditions of employment of the 
executive hsads and those in other ungraded posts. including their pensioneble 
remuneration, were for the governing bodies of tne respective agencres to 
determine. The Chairman of CCAQ, therefore, indicated that it would not be prcprr 
for tne Commission to enter into a substantive discussion of the matter. 

. . . 
rLisu%slon by the C~~lsslg~, 

46. The Commission noted that ths Zxecutive Secretary had written to the United 
Nations Legal Counsel requesting his opinion as to whether the Conxnissioa 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 Pennion Fund. 

47. In his reply the United Nations Legal Counsel had stated that of immediate 
relevance was the fact that the present scale of pensionable remuneration (set out 
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 411208 
itself the scaie being set out in the appendix to that resolution. That scale was 
established for participants in "the Professional and higher categories"; and the 
categories specified were exclusively P-l to P-5 (for the Professional category) 
and D-l, D-2, Assistant Secretary-General and Under-Secretary-General (for the 
higher categories). In his view the phrare "the Professional and higher 
catsgorier” should be given the same meaning in paragraphs 1 and 6 of section I of 
resolution 411208. He added that, while the word6 "higher categories" in the term 
"Professional and hiaher categorie8”. taken by thamselver 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. Ha was therefore of the view 
that Assembly resolution 411208 did not mandate the Commission to review the 
pensionable remuneration of ungraded posts, which did not fall within the specified 
categories. 

48. The Laga: Counsel had also examined the statute of the Commission, and in 
particular chapter III thereof entitled *'Functions and powers", and had concluded 
th,3t there was no provision therein that gave competence to the Commission to 
review tte pensionable remuneration of ungraded posts independently of section I of 
ksaemb,y resolution 41/208. He bad therefore concluded that it appeared that 
recommendations as to tha salary scales (on which pensionable remuneration was 
basea) of executive heads fell outside the mandate of the Commission. He further 
recalled that ir practice the Commission had not made any such recommendations in 
tha past. Thp Legal Counsel added, however, that that did not mean that the manner 
of determining the pensionable remuneration of ungraded posts should be unregulated 
and t‘rat IXC might, if it 'co desired, bring the issue to the attention of UNJSPF. 
The Cummissior noted that the Pension Board had considered this issue at its 
June Y390 session. 

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

&. PqI?>ionable remuneration of General Service 
aLI?. related cateaories-of staff 

5r). In its fifteenth annual report the Commission had informed the General 
Assembly ot its decision to include in its work programme for 1990 the subject of 
pensionable remuneration of the General Service and related categories of 
staff. 61 In accordance with this decision the Commission began its preliminary 
consideration of this batter at its thirty-first rtssion. 

Yiaws of the oraanizationa 

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

Yiewa of the alaif reDrW 

52. The President of PICSA agreed with the proposal concerning the establishment 
of a tripartite working group to conrider the matter further. However, the primary 
responsibility for this issue rested rith 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 mandatec. to prepare documentation and carry 
out an examination of the issue with a view to arriving at certain options for 
submissicn to the Commission. 

Qiscussion bv the Comrnba 

53. On tho basis of c preliminary examination of this matter tha Commission 
concluded that the comprehe.-sive review of pensionabZXe remuzration 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 addregs the issue of pensionable remunerat'nn for the General 
Service and related categories of staff in 1990. It 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 penbionable remuneration and 
pension benefits, the Commission was of the view that, a8 in the case of the 
comprehensive review of pensionable remuneration for Professional staff, the zt..dy 
for the General Service staff sbould be also carried out in close c>-operation and 
consultation with the Pension Board. In view of this, and after ccnsid-&ration of 
the request of the UNJSPB in this regard, the Commission agreed ttat a joint 
preparatory working group 01 some members of the Commission and We UNJSPB, similar 
to that established for the comprehensive review of pensionable remuceration for 
the Professional and higher categories of staff, should be convene.. The 
Commission further agreed that, in view of its own working methods, r'ICSA and 
CCISUA shotild also designate one person t o 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 Commissiog 

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 grorap of three members of the 
Commission and sir members of UNJSPB, with PICSA and CCISUA each designating one 
member to join the working group; 

(c) To give the working group a mandate to review the preliminary analysis 
prepared by the secretariats of ICSC and UNJSPB and to develop the documentation 
for submission to the first meetings in 1991 of the Commission and the Board; 

(a) 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 designsted six of its members, two each 
representing the governing bodies, participan:s and executive heads. to participate 
in the work of the joint preparatory working group. It was also noted that the 
Pension Beard had decided to convene a speciaE session in February 1991 to consider 
tte documentation developed by the above-mentioned group. 

57. The Commission agreed that the meeting of the joint preparatory working group 
would Je held some time towards the end of January 1991. It also agreed to 
designate t: ree of its members, Messrs. Andr6 X. Pirson, Omar Sirry and 
M. A. Vellodi, to participate, in their individual capacitie:, 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 PKdFESSIONAL 
AND HIGHER CATEGORIES 

A. whensivp_Feyiew of the conditi@~_Qf~Qryice of&&@ 
-fessions an-dhiaher-cateqp_r& 

58. Ta section I of its resolution 431226, the General Assembly requested the 
Commission to consider, among other a!ternatives, the division of the pay package 
into its majcr component parts, one of which s-ould be housing. In response the 
Commission considered during 1989 a number of alternative approaches to the current 
remuneration structure, which consists of two elements, base salary and post 
adjustment. Following a detailed analysis, it determined that the possibility of 
treating housing costs as a separate element outside the post adjustment system 
should be explored as a priority issue. Iiowcsver , when t.he Commission, in its 
1989 annual report, informed the General Assembly that the matter required further 
study and that it would report at the forty-fifth session, the Assembly, in 
section I of its resolution 44/198, having ?oteo with concern tbat it hat' not been 
possible for the Commission to recommend the introduction of a revi* J remuneration 
structure for the United Nations common system, urged the Commission to complete 
its consideration of all issaes 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,ti final and complete ccnciusions to the General Assembly 
at its forty-fifth session. 

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

consideration bv the Commiss&z&itr thirty-first session 

60. The Commission considered the reprrt 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 be 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 
incorporation of the improvements in the post adjustment system. The Working 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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51. 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 premi:e 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 war that the housing allowance established 
would better reflect actual market costs. It was, hOwQver, difficult to see how a 
better reflection of actual housing costs would emerge at the start-up Lf 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 hoAsinq fully or partially to margin 
considerations. CCAQ further noted the potentia:. difficulties arising from the 
separation of housing in regard to both the basic 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 acLua1 housing costs was an appropriate solution. 
However, CCAQ recognised that it had earlier rejectt 'I 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. 

65. PICSA concurred with CCAQ's request for the establishment of a tripartite 
working group that should submit proposals concerning housing to the Commission at 
its next session. PICSA 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. Those 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 r?uld operate well and represented the 
only overall solution to the problem of housing. However, such a structure could 
be supported only if certain conditions were met. As the Working GKOUP had noted, 
if hcusing was to be excluded from post adjustment, it also had to be excluded from 

margin calculations. CCISUA could accept the new structure only if the Comilission 
clearly reported to the General Assembly that the choice was between a structure 
excluding housing from post adjustment and maryin control, and the current 
structure. 

67. lt was generally recngnized that the present system was unsatisfactory and a 
new 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. 

Qiscussion bv the Commis6lon 

68. Members of the Commission noted that the recommendations of CCAQ had changed 
substantially since ICSC had last considered the question of sLructure in 1989. 
One 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 oi clear 
explanations of positions adopted. Accordingly, a 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 learned that the revised 
position of organisations was based upon a number of factors, the most important of 
which were the inconclusive nature of the tert 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 u. 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 understad the current proposals better and to return to them at the 
thirty-second session in the light of the further eleborations that were 
requested. Members noted that, while the Working Group had fulfilled its mandrte, 
not all outstanding questiona regarding the three structures 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 or housing costs at a time when 
the net remuneration remained frozen as . result 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. 

11. Some members voiced concern that a decision might be taken bautily at the 
current sessron. However , it was also noted that deferral of a decision to July 
wo>Id result in logistical problems for the Pension Boarl in fulfilling its role in 
the current comprehensive review of pensionable remuneration of the Professional 
and higher categories. Nevertheless, members in geoernl agreed that it was 
essential that a sound position on structure should be arrived at for 
recommendation to the General Assembly at its ;orty-fifth session. Accordingly, it 
was noted that the Pension Board could proceed with its work, taking itito 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 a 
technical review of possible solution: to well defined problems. According?y, 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, ho\*cver modified, could make to 
a solution of the problems identified. It was generally agreed that the review 
should provide an appropriste rationale for whatever recommendation ICSC at its 
thirty-second session would make to the General Assembly at its fortv-fifth session. 

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. 

. . the Conrmissit2n at its thirty-second session 

74. The Commiasion at its thirty-second session received the report 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 consideration 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 coats in the post adjustment system. 

75. The Working Group reported oa the following problems associated with the 
treatment of housing under the present remuneration system: inequity, imprecise 
meaaurement, the difficulties experienced with the current rental subsidy scheme 
and the effect of rising housing coats under a post adjustment freeze. The Working 
Group also noted that, under the preaent 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 cf 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 Workiny Group's considaration of problems of housing in the present 
remuneration system is provided in annex VI. 

76. The relative advantages and disadvantages of the three alternati"ves to the 
current remuneratioa structure that were proposed to the Commission for its 
consideration -r-e the subject of extensive discussions in the Cnnnnission at its 
thirty-first session (see paras. 68-73). The Working Group reportbd further on the 
subject, which revealed that while each proposal had a number of advantages and 
diaadvxniages it was not possible to arrive at au unequivocal position aa to which 
was the best structure in principle. 

17. As a result of the work of t1.e 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 br summarised as follows: 

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

(b) The use of post adjustmeLt indices based ou gross rather than net re:‘ts; 

(c) A modifie,j rental subsidy scheme; 

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

Views of the oiaanizatinn> 

?a. The Chairman of CCAQ informed the Commission 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 by 
ACPAQ, reaffirmed its earlier conclusion that on balance, housing should not be 
treated as a separate element of the remuneration packa-e. CCAQ welcomed the 
proposed rental supplement scheme as it vould go a long way towards redressing the 
anomalies, inequities and inadequkciee built into the existing rental subsidy 
scheme. Notably, (a) it removed the differentiation in treatment betveen 
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 PAIe. it would provide for a 
better reflection of the housing element. Those innovations responded to ccncerns 
that CCAQ had expressed on a number of occasions. It was CCAQ’a understand!.og 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 tvo issues, while interrelated, were independent of each other and 
could be treated separatsly. 

79. Referring to the proposals for tire treatment of housiag within the port 
adjustment system, CCAQ was of the view that the definition of what constituted a 
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“small” duty station needed very careful consideration, 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 locations. The Chairman of CCAQ 
indicated the need for the further elaboration of standards used in connection with 
time-to-time surveys. Specifications to be rsed in conjunction with obtaining 
market prices !.nm external data sources would also need to be worked out with 
precision. He e&pressed satisfaction at proposals to move towards much greater use 
of externai data scmurces which CCAG has been advocating for several years. 

60. It was observed that the use of gross rents rather than s>t rents for the 
calculation of post adjustnent innices was a very useful step forward in the 
process of finding a better way to reflect housing in the post adjustment system. 

It would clearly be necessary to introduce such a measure at the same time as the 
new rental supplement scheme in order to ?void the downward spiral syndrome. 

61. The President oi FICSA stated that one of the main objectives of the review 
had been the elaboration of an equitable and durable rental supplement scheme that 
would not be unduly inf.uenced by the situation ri indivaduol staff members. The 
proposal to use ~-0~5 izstead of net rents for 6 stablishing rt'ativities das an 
improvement. FICSA would nevertheless contini,e tu advocate the USQ of market 
prices as the only objective basis. Gross rents should be introduced gradually in 
order to avoid any disruptive efrects resulting from a change in methodology. 
FICSA believed that there should no be differential treatment of staff at the D-l 
.nd D-2 levels. FICSA reiterated i -F earlier position that the separation of the 
housing component from posz adjustme. was not 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 ana the oprration of the post adjustment system within a’. outdated margin 
range had yielded unscceptable results, i.e. insufficient levels of pay and 
prolonged freezes. A5 long as annual salary increases for United States civil 
servant'> lagged oehind inflation, the maintenance of a margin would inevitably 
result in a freeze; tne bigger the difference between inflation and salary 
adjustment in the comparator, the longer the freeze would last in the United 
Nat;ons system. Given the evolution of United Nations remuneration and the serious 
losses in purchasiug power at most headquarters duty stations, the staff would 
oppose any further freeze. The President of r’ICSA urged the Commission to find as 
a matter of utmost urgency a healthy basis for the remuneration system by 
considering, inter ali& the inclusion of the private sector in the comparison, the 
redefinition of a realistic margin range or, alternatively, it.5 abolition. To 
maintain the present system would constitute a great danger for the continued 
existence of the common system. He expressed his total disrigreemant with the 
comments by a member of the Commission in paragraph 94 below questioning the 
motives of the Working Group. 

82. The representative of CCISUA stated that the comprehensive review of the 
conditions of service of the Professional and higher categories had been undertaken 
in 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 
fLancial crisis. She said that, since housing %eemed 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 were identitiod as being :losely related, namely, 
the extension of the rental subsidy and the use of gross rents as a first step 

war& tha use of market rates. The use of gross rents was necessary in order to 
c,srrect the deleterious affects on salaries 3f the downward spiral created by the 
use of net rents for PkI calculetiona. In her view it was now time for the General 
Assembly to understand that, given the constraints imposed or the margin, rhlch. rn 
turn, was determined by the vagaries of political decisions en salary matters in 

the comperctor civil service, it was virtually impossible to rind a rstionaJi 
overall solution to the problems of the remuneration system. 

Discussion bv the CQEU.&S:~E 

83. Some members of the Cnmmiasiw expressed disappointment with tba report of t)re 
Working Group. They believed the Group :bould have further analysed each structure 
proposed including questions of margin control and the calculation of pensionable 
remuneration. To those members the Workinc G~GUP uproared :.o have dismissed 
structure 1.. using arguments which were not coc@incjny lo ail members. Sonc3 of the 
disadvantages listed were in fact the advantages that had led the Commiss?an. in 
the previous year, to (nform the General Assembly of its preference for a 
structure, vhereiu housing was treated separately. Some members still Ih>ught, that 
a new system based on the exclusion of housing from post adjustment would solve the 
problems of inter-city comparisccs, equity and simtlicity. It was pointed out, 
however. that a number of the key problems coucerning pension and margin were not 
solely technical in nature. 

04. 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 structrre. 

05. 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 Connnisaion. some members of the Commission 
agreed that the separation of housing from the post adjustment system could lead in 
practice to aeriou6 distortions and even to the disruption of the post adjustment 
system. Others vere of the view that they did not have sufficient information on 
the Working Group's report to decide either in favour or againat the separation of 

housing. The proposals of the Working Group did not solve all the problems and 
would not represent a reform of the system, as envisaged by the Commission before, 
but would conrribute in ftct to improving and simplifying the system and reducing 
some inequities still existing in the system. One awmber was of the view that 
housing should be aepazated from the remuneration package now. 

66. l'he Coaxaiaaiou agreed that the presentation of the final report to the General 
Aaaebly could wt be further delayed and that the proposals of the Working Group, 
with some aarendmenta proposed by ACPAQ and improvements introduced during the 
session, should be adopted. 19evertheleaa. members believed that the Coasaiarion 
should continue studying methods that could lead to the complete reparation of the 
housing component from other elements of the remuneration package. 
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87. borne mombere of ths Commisaior* inquired as to why the Workiog Gro.>p had 
recommentied r.hat pcsz adjustment measursmsnts for houning pcrp~es should be Gasrid 
upon housing p;icss rather tnan housing costs. IL was erplaintid that tts Working 

group rzcommanaed this FJS n desirable objective ia the long run but that it hlas not 
for iroxediate implementation as there wore u number of rw?standing tecnnical 
pr0,blems as weli as tLe likelfte~ad that ils mdden introduction corld have a 
disrupLlvw etter*t on post mdjurtment XelativitiM. It was aiao indicated t.!iat 311 
othr-r elame~ts of We post adjustment system were compared on *he basis of weighis 
and prices rather than on costs. Pt wae aot.nb the UBR ot costm aa opposed to 
prices for iuou~l.;,g was oco or thh CQUL6B Of the dOWXll8Clkd SPiX'Ql wirereby the use of 
Ait nr.ts co.,:,ineti with %uaPng cost comperiooaa under co~dJr!ons of ricing mnrket 
rents and roat adluotmedt :;aazrti had led to a proqroasivs rwruction iu the 
standard ol: hoI#sing acconrnodatlca. Corr~~~~i~ort Ratad on -ost&l wsrp nr,llcty?r 4 TLOS 
between unspecified amounts rind qualjty of housia,o nt each duV: station. Jse of 
prices would require atandrrdised comparison8 in terma of the important variables 
uf quality. locasloe and size, Additiocally, ths use of housing prices as opposed 
to costs rould have t?c :clvsntage of providing objective data rsflectihg market 

real ities. i resent usa of costs meant that the eyrtem wau heavily dependent on 
staff co-operation in surveys and even *hen reaponue rrtos wexe adequate the 
resu!cs suffered from circularity in t>at the housing acquired by staff members was 
a function of their income levels yet ttoae very Axwnne Iavels were established by 
a mechan'em whirh in part was d function of the amount npent on housing. 

88. Members aiso inquired as to the rationale for changing from net to gross rents 
in calculation of the housing cost6 component of the poat adjustment index. It was 
explained by the secretariat that the use of gross instead of net rents wo.rld 
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 
relativitiea 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 arom because the 
past use of net rents Aor post adjustaunt caused a systematic divergence of gross 
and net rents over time as new high rents refloctinq recent inflation were directed 
into subsidy payments rather than into the post adjustment index, 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 es post edjustmsnt was based oo 
net rents which were a function of subsidies paid, while et the same time subsidy 
payments ware also e function of post adjustnwnt levels. It was therefore 
necessary to use gross rents (i.e. actual rents) as an external objective factor 
for the determination of relative post adjustmmnt levels. At the time of the 
implementation of the new system, some duty stations with average subsidies lowsr 
than New York, including Washington D.C., would l mperience some reduction in post 
adjustment indices, in the order of 1 to 2 pmr cent. However, the small decrease 
would probably be compensated over time, hecause 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 l splanation that the 
implitatioo of gross rents for homeowners would have a small effect in the 
calculations. Up to now housing costs for homeowners had hecn taken into 
consideration both in weights and ratios for housing but the avoraqe net rent 
celculateo or renters had been used to impute rents for homeowners. The proposed 
change would result in a slight increase in the weights for housing in places with 
a large proportion of homeowoers and the effect would De similar to the one 
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raferring to changes from net to gross rents in post adjustment calculation. At 
the time of introduction of the system home 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. 

59. Questions were asked regarding the anticipated provisior.s cf 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 headquarters should be modified to reflect the same provisions 
as exist in the field. It was recallfd 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 
year and 20 per cent for the fifth year. It was pointed out that a difference of 
treatment for the two areas was a departure from the principle of maintaining 
equitable treatment through equalixing purchasing power parity at each dluty 
station. The Commission noted that the Working Group had reported on the problems 
associated with the operation of the existing rental subsidy schemes in the field 
and at headquarters. The Harking 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-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 LO 
actual hardship in some cases. with staff being forced to move from their 
accommodation as 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 undercu t the purpose of rental subsidy, 
which was to promote equity among renters st a duty station regardless of their 
arrival date. Other disincentives against the acquisition of unnecessarily 
expensive housing already eristed. These controls or disiacentives were as follows: 

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

(b) Thresholds w8r8 68t 2 percentage points (of income) above the averrge of 
gross rdatst 

(c) The maximum reasonable rent ryrtem explicitly pr8cluder the rental of 
expensive housing of a rise or cuality inappropriate for staff. 

In addition it was aot8d that the time-iimit of five years and the automatic 
r8gr8sriv8 reductioa of 80 per cant to 0 per cent as regards subsidy of escbss 
rents would, under certain circumstances. occur before th8 staff mmb8rs’ 
rant/incom8 ratio had fallen naturally to ths level of the rant/income ratio 
implicit in the post adjustment level. In this regard the Commission noted that 
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the Working Group had reported that the original proponents of the headquarters 
scheme had believed that in the lc?g run as newly arriving staff members remained 
at the duty station beyond the fiye-year cut-off period and ceased to benefit from 
the rental subsidy achemo because of the time limita,iona and the regressive 
formula, their higher than average rents would eventually lift the post adjustment 
index. Hovever , as the introduction of the headquarter5 scheme was soon followed 
by a freeze, incomes did not rise sufficiently yis-h-vi& housing coats with the 
reault that the newcomers’ rent-to-income ratios d'd not fall over time as had been 
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 tamained uncomfortably high even as they remained at the same duty 
atntion beyond the five-year cut-off period, wi 'I the result that aome had ?o 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 houaiug coat relativitiea 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 tacinq higher than average 
rents of needed support before he or she had the chance to adjust normally. Such 
normal adjustments could be anticipated when income rose f&ater than rents, as is 
usually the case, due to annual within grade increments and the normal operation of 
the poaz adjustment system in response to inflation. 

91. Members noted that due to problems of comparison of housing in small duty 
stations it would be appropriate to make different arrangements for handling 
housing coats. The specific arrangements that would beat meet the needs of theae 
exceptional aituatirna were however a matter of considerable 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 b8 maintained 
inside the post adjustment system using locally based time-to-tim housing 
?ndicea. Eor8ver, 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 
arrangenenta for reimbursement of houainy cop,8 up to a reasonable maximum vere 
therefore preferred. However, it was noted that such arrangements should be 
pursued only on en 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 uyatem to keep coats within reasonable bounds. The members were informed 
that the matter had been considered both by tho Working Group and by ACPAQ end 
could be considered under four headings: 

(a) Time-to-tha comparisonat 

(b) Houring 8tandardaj 

(cl Place-to-place compariaon5r 

(d) Rental l ubaidy provisions. 

Al regards the t&se-to-tim comparisons, it was observed that the time-to-time 
indices baaed on external Gata were to be structured so that they related to the 
areas whare au+at of tb8 staff live, th8 size and type of dwellings in the index 
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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 properties. In other 
words the index would he linked to reality rathe! 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 previsions of the rental 
subsidy scheme, would be objective and act as a disincentive against acquiring 
unnecessarily 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 lonn-term problems arising again from the system operating in an 
unintended manner. Accordingly, the headquarters scheme waa 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 
separation of the housing component from the remuneration structure, I/ 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 gaugxag their possible repercussions. 
The measures proposed, he added, did not constitute an adequate, global response to 
General Assembly resolutions 42/221 and 431226 dealing with the comprehensive 
review of the remuneration structure and, in particular. of tha housing comoonent. 
In his opinion, the Group, because of fear of the unknown, the weight of disparate 
vested interests and a concern to preserve the present level and procedures for the 
establishment of pensionable remuneratkn. had prematurely set aside the 
possibility of separating, either totally or partially. the housing component from 
the remuneration structure. Unfortunal.ely. 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 technical 
discussion of the issue. 

95. The Commission invited the General Assembly to not8 that. under its statutory 
aut!iority, it was empowered to take decisions concerning post adjustment and rental 
subsidy matters. 8OW8Vcl r , bearing in mind that its proposals outlined below in 
this area form an integral part of th8 overall conditions Of service of the 
Professional and higher categories of staff arising from the Compreh8nSive review 
and that significant financial implications were associated with th8S8 proposals, 
the Commission consiaered 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 t0 r8COSUS8nd t0 th8 GOn8ral AsSembly that: 

(a) The treatment of housing within We remuneration system should be 
improved by a S8rieS 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 tne post adjustment system in Group A duty stations 
coveriug headquarters, North American and European duty stations and field duty 
stations where housing comparisons could bc made without serious difficulty. 
Housing would be excluded from the post ad'ustment system for duty stations in the 
field where valid housing comparisons wer? difficult or impossible. These would 
constitute Group B duty stationr. 

(L.) The treatment of the housing component in the Calculation cf post 
adjustment indices at Group A duty stations rould be as follows: 

(i) Place-to-olace&?mparison~ of housing costs would be retained as an 
integral part of the p>st adjustment system: 

(ii} post adjustment indices would incorporate housing cost relativities 
derived from gross, oh place of net rents, so as to reflect correct 
place-to-place hous,ng cost reld:ivities. In the case of homeowners 
imputad gross rents would be use<.; 

(iii) Time-to-time adwent of the housing component of the post adjustment 
index would be governed by housing price indices using ea*ernal data as 

recommended by ACPAQ and as defined as follows: 

a. 

b. 

C. 

d. 

The areas covered must meet accepted standards in terms, inter aA&. 
of safety, commuting distance, the availability of shopping and the 
adequacy of public services and should, in principle, be areas where 
most of the staff currently ir, the duty station reside: 

The size and type of dwellings should rerlect 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: 

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

If  feacrible, the index should be weighted tc. reflec'. characteristics 
of the conuaon system population in the selected area8 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) e : at Group A duty stations eligible staff 
members would be entitled to rental subsidies. A unified revised rental 
subsidy scheme would apply at both headquarters and field locations where 
housing comparisonn are carried out through the post adjustment system. 
However, at the headquarters locations the revised scheme would be 
applied on an experimental basil subject to a full review and 
modisications an appropriate after three full years operation. Under the 
revised scheme the current regrersive reimbursement formUle at 
headquarters (60. 60, 40. 20 per cent) would be replaced by a uniform 
60 per cent reimbursement rate. This reimbursement rate would remain 
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applicable until ihe rsnt/income ratio of a staff mumber fell to the 
level of the threshold. Hence no predefined time-limit would be attached 
to this bchefit and consequently the current five-year limitation period 
would be discontinued. The revised entitlements would be instituted for 
headquarters and other North American and European duty stations on an 
experimental basis and would not be deemed to constitute acquired rights; 

(v) l+iaxi~xleasonable~Lheadouartera a-P): rental subsidy 
payme ts for staff from P-l 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 
unnecessary and luxurious accommodation would mean the present rule 
limiting the maximum subsidy to 40 per cent gross rent would no longer be 
necessary; 

(vi) vndards ULepdauarters 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 rents for the 
housing schemes. The elements of these for each duty station would be 
based on the following: 

a. Application of an appropriate hr.qing 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 
adequately met; 

e. Quality defined to ensure that any sub-standard dkallfngs were 
excluded: 

(vii) wld levels -andfield): a simplified method would be 
used to calculate these in the future by adding 2 percentage po:ats to 
average gross rent-to-income ratios; 

(viii) w-(heabauarterssnd eligibility for rental subsidy 
payments would be as shown below: 

a. Those already in receipt of rental 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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a. Those forced to moved as 
in the current location; 

a result of the deterioration of security 

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

f. Force matim situations, including forced eviction, demolition. 
conversion to CO-OperatiVe/CODdOmiDium and a combination of 
unreasonable rent increases linked with a resulting rent/income 
ratio above threshold levels. 

(c) Preatment of hQU.&lqti~9UD B dutv Stations 

(i) These 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: 

d. Government-provided housing: 

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

a. A PAX 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 organisations and staff. 
The selection would be on a broad geographical basis including some duty 
stations where external data sources are available. 

96. The revised proceclures 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 basis 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 
recognised as constituting any acquired rights. 
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Fiaancip 

97. The Commission noted that it8 recommendations would result in some financial 
implications. The estimated financial implications considered by the Coma&salon 
were calculated on the basis of the beat available information. These calculations 
were also based on a number of assumptions that had to be made in the absence of 
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. 

SUS million 

(a) For those already in receipt of rental subsidy 
and newcomers: 

(i) Reimbursement at 80 per cent for all 
[reconrnendation (b) (iv)] 

(ii) Elimination of the 40 per cent 
limit for payment of auhsidies 
[recomnendation (b) (v)] 

(b) For staff moving to moLe appropriate 
dwellings [recomnendation (b) (viii)] 

(c) Elimination of the time limitation 
[recommendation (b) (iv)] 

ld) Full reimbursement up to reasonable maxima 
at Group B duty stations 
[recommendation (c) (ii)] costs 

1.2 

0.3 

1.3 

1.0 

1.0 

Total 4.8 

90. The substitution of groan for net rents in place-to-place comparisons would 
generally have little effect on relatfvitiea 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 relativitiea for housing coats between New York and some duty stations 
could go down with the above aubrtitution. It was, however, noted that it was 
possible that the New York/Washington, D.C.. coat-of-living differential would 
widen by between 1 and 2 per cent. l'ha impact of the change in the 
New York/Washington, D.C., coat-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 raage considerations the granting of a post adjustment 
increase, which hecomea due in Mew York, may have to be postponed by a few months. 
If  the coat-of-living differential between New York and Washington, D.C., widens 
by, say, 1 per cent as a result of the we of gross versus net rents, then the 
period of postponement may he shortened by one or two months. Consequently, the 
anticipated Savings in coats associated with the postponement would be reduced. 
The Commission estimated that in the event the above situation occurred, there 
would be a one time coat of some 83.2 million in terms of aa;aries and pensionable 
rrmunrrstian relating ta a I Der aeat wideaiag ef the mr-Cmrem,l..,-" IICF..--..C:-? -.,"---b *-.-...J ..---.+a .,..CLUA. 
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?. WQrview of allow.f@9!z~_e~d the gLpntina pf expatriete 
nts to staff memkus L&i-gin their hQlne 

stationed.&_.clJty StationsJQcated in 

99. In its resolution 43/226, aect.cn III.B, the General Assembly had requested 
the Commission to include, as an ix+. gral part of the comprehensive review, a s':udy 
of the purpose and conditions (' 5 education grant and the purpc .e and methodology 
for dependency allowances for staff in the Professional and higher categories. The 
Commission'5 consideration of the various allowances for the Professional and 
higher cetegories of staff was reportec in its fifteenth annual report. @/ 

100. In its resolution 44/198, section :.G, the General Assembly requested the 
Commission to collect the necessary information on the practices of the 
organixations of the United Nation5 common system regarding the graalting c: 
expatriate entitlement5 to staff members living in their home countries while 
stationed at duty stations located in another country in order to assess t.he 
feasibility of harmonixing practices among organisations. 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 rummon 
system allowancee, including the level, rationale and procedure for review of each 

' allowance, inter , 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 oramtions 

li'. The Chairman of CCAQ noted the factual catalogue of allowances and benefits 
available to staff of the 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 Ztving 
in their home country while serving at duty stationa in another country, he cotpd 
that the issues raised were complex and required further reflection by all 
concerned. 

103. The reprerentative of PICSA stated that the Federation would c8ed to devote 
considerable time to study the matter of the overview of allowances, which had not 
been posrible due to the late distribution of the document. That referred in 
particular to that part of the documant dealing with expatriate entitlements, which 
required careful review, including the legal aspects and the jurisprudence of the 
Tribunal*. PICSA had always advocated the use of a total compensation methodology 
in comparing entitlements in th8 United Nations system and those in the United 
State8 federal civil 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 
comparisonr. 
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104. The President of CCISUA regretted that the General Assembly had not apprr:red 
the Commission's proposal establishing the children's allowance as a pelcentaye of 
total pay at the duty station, which would have 8nSUr8d automatic cost-of-living 
aclj UStZ"8nt6. As regards the review of dependency allowances requested oy the 
Assembly in its reselution 441198, CCISUA felt that the current practice of basing 
social benefits on an average of h8adquart8rs duty StatiOnS remained valid. CCISU4 
strongly 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 entillemeots, he felt, should be examinr more closely from the 
point of view as to why some organizations grant these entitlements while others do 
not. :?hs :.epresentaCive or CCISUA stated that the true camp?rator of the United 
Nations was the foreign aerJice of the United States. 

105. The Commission observed that the mandated review of dep8ndenCy allowances in 
+.he light of comparator tax practices could proceed only on the b.sis of c;lrcfui 
and detailed analysis of those tax data. Ternhers (.aok note of the preliminary 
anaiysis Provided by tht secret'rizt and of the Indication that compc,rator 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 tb; comparator's t3x authority. 

106. The Commission examined the detailed information regarding various aliowancc-3 
applic.xble to the United Nations staff from the Professional and higher categories 
and their counterparts in the comparator civil service. This information is 
provided in annex VII. 

107. As regards the request of the General Assembly to collect the necessary 
information ou the practices of the organizations regarding the granting of 
expatriate entitlements to staff members living in their home countries shile 
stationed at d duty stati& located in another country (see annex VIII). with a 
view to assess the feasibility of harmonizing practices among other organizations, 
the Commission concluded that this wag a delicate and complex issue. It note'-1 tlidt 
that specific issue and any recnmmeno..'. ens relating thereto wollld result in 
\mnlications primarily for French v ,t;',nPi -saigned to Geneva and living irp 
:':a~:e. The Commission noted that the std rules and regulations of the 
;sg-aizations differed in this regard. It furth,.r noted that the United Nations 
*nC its affiliated programmes fuiloved the United Nations staff rules and 
roguTat1ons. which did not grant expatriate entitlements to their staff members 
falling in the above category. Some of th8 other orqanizations, however, granted 
such entitlements to their staff falling in the above Category. .'hese 
organizations akd the number of staff .nembers affected were as follows: 

tiw 
ITU 
WMO 
WIPO 
IL0 
WHO 
IAEA 

PO. of staff affected 
12 

6 
11 
35 

50 
1 
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108. Some members of the Commission were of the view that in view of the 
complexities surrounding this matter no hasty decision should be taken, as such e 

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 organixat;ons 
listed under paragraph 101 above to harmonise ileir practices concerning expatriate 

entitlements for nationals living in their own country and assigned to a duty 
station outside their country with those of the United Nations. A proposal was 

made that would protect the acquired rights of serving etaff metiers while 
discontinuing this practice for staff who joined the system 3n or after 

1 January 1991. On balance, howevar , the Commission concluded that the matter 

should be studied further ir. close consultation with the legal departments of the 
organizations. 

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 joon as 

the necessary tax data for t1.e comparator country becomes available; 

(b) To present the inforrnatian regarding the allowances epplicahle to the 
Professional and higher categories of staff of the common zystom and those for the 

comparator civil service. as outlined under anrvx VII, to the General Assembly: 

!cl To study the issue of expatriate entitlements granted to staff living in 
their home countries while assigned at duty stations located in another country in 

ciose consultat;on with the organixations with a view to submitting a report 
thereon to the General Assembly at its forty-sixth sessJon. 

3 mbdi+ions of.Jervice cf the Assistant fecretarv-General 

snd- marv-General and euuivalent levels 

110. The confrtions of service of the Assistant Secretary-General and 
Under-Secretary-General and equivalent levels were reviewed by the Conmission as 

part of its review of the conditions of service of the Professional and higher 
categories in 1989. Further study of tnis item was deferred to 1990. 

111. The Commission therefore reviewed the following issues: 

(a) Pay comparability; 

(b) Housingz 

(c) Pensions; 

(d) Allowances including rc esentation (hospitality) allowances. 

In this review the secretariat drew the Commission’s attention to the following 

functional characteristica as being peculiar to the XG/USG level8 of Assistant 
Secretary-General and Under-Secretary-General: 
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ia) Thtse were fixed-term appointments and in many cases of a relatively 
short -.uration; 

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

!c) The appointees were predominantly government naminees on some form of 
secondmerit. of ten i . * he case of the UniteU Nations, from the diplomatic service. 
Annex IX pl-ovides ? breakdown of sources of recruitment of the current Assistant 
Secretaries-General and Unut;~ .Secretaries-General levels of the United Nations as 
at 3; May 1990; 

cd) The appointees were senior in terms of qualificolions, experience and age. 

Ki.sf _~egraanSz~~~s~~~_~ttatf 

112. ‘ihe Chairman of CCAQ noted that while there was a similarity among the staff 
who were employed as Assistant Secretaries-General dnd Under-Secretaries .-Gene: al in 
the United Nations in different iocations, there was much less similarity among the 
staff members in the higher categories who were employed in other organizacions. 
For example, while Assistant Secretaries-Grneral and Under-Secretaries-General were 
often appointed from outside the United Nations on a political basis, senior staff 
in the specialized agencies were often either e?ccted 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 whL should be covered by the current review, 
btt who were not referred to in detiij in it, CCAQ found it difficult at the 
current stage to make substantite comments. Moreover, before CCPQ could CI mment 
further, the issues raised would need to be looked at br ACC where this matter 
would also need to be discussed on a common system basjs 

113. The representative of UNESCO stated that a number of positive proposals were 
addressed in the CJmmission's review, w.rich, it recommended by tha Commissron and 
approved by the General Assembly, would go a long way to improving the conditions 
of service of common system offjcials of the Assistant Secretary-General and 
Under-Secretary-General level=. He emphasized in particular the need to ens'*re 
that the senior officials concerned had affordable housing facilities commensurate 
with the exigencies of their important responsibilities and functions. The 
representative of ITU 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 orgar.izations 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 improvmants in an area which had 
-..fortunately been neglected to date. The staff representatives did not present 
views on the subject. 

Views of the Pew BoarQ 

114. The Cormsission Y&S informed by the Secretary of the Pension Board that under 
the Board regulations only the Secretary-General of the United Nations was not 
included aa a staff member (with six months or more of service): all other staff 
members above D-2 level are 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 leveLs. the G net-al Assembly had 

not questioned its jurisdiction although it disagreed with its recommendation at 

t.he timu . 

x15. 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/ 

Vnder -Secretary-General. Furthermore, recommendations ma& by the Commission on 

al? allowances applied to this group of staff. With rt.jdrd to the representation 

allowar~e. which was set prior to the establishment of the Commission, both 

drticles 10 and 11 could be interpreted to include the Cornmiss;on’s jurisdiction in 
thi: regard. 

116. The Commission recalled that it had carried out several grade equivalency 

studies with the comparator t.o determine whether net. remuneration levels at the 
Aasistani Secretary-General/Under-Secretary-Gcnc:al levels were appropriate 

ybS_a-his those of the comparator. Efforts at establishing qrade equivalencies had 

failed. however, since neither the comparator nor the Uni,.ed Nations common system 

maintcined a grading system for these levels. Grading systems were not maintained 

be~a.~se each position was unique, thereby making comparison virtually impossible. 

Stveral Commission members, nevertheless, suggested that another grade equivalency 

attempt cou‘? be considered with greater emphasis cjn general relationships rather 
than jot-to-jbt comk3risons. 

i17. The Commission reviewed data that showed that at D-2 levels, from which 

Assist.ant Secretary-General/Under-Secretary-Gel.eral levels were extrapolated, tne 

net remuneration margin was much II.: -rower than at lor,-. lrvels as shown in 

annex X. Some Commission members conside, ed that this information suggested that 
the ro-;t of the problem existed at the D-l/D-2 remuneration levels rather than at 

the As-istant Secretary-General/Under-Secretary-General levels. In their view if 

the pr 9lem were corrected at the D-l/D-2 levels. then whatever problem might exist 

at the hssistilt Secretary-General/Under-Secretary-General levels would also be 
corrected since these levels were determined by extrapolation from D-2. In such a 

situation the differentials used for extrapolation above D-Z 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, needed to maintain 

larger, better quality housing in close proximity to their work location than was 

currently possible. It further noted that at the Assistant Secretary-General/ 
Under-Secretary-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 s,rbsidy would be necessary if any impact was to be made on the problem. 

119. A number of members observed that there may be some connection between the 
current inadequate housing arrangmenta and the practice of some officials in 

accepting supplementary payments. In a number of instances it appeared that 

-35- 



supplementary payments were directed towards providing senior officials with a 
better standard of housing 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 require that. cnrrutive heads be 
authorixed to exercise judg8ment as to the need for such arrangements on a 
Case-by-Case basis. The Commission believed that the General Assembly and the 
legislature bodies of the other organixations may therefore wish to grant the 
necessary authority to the executive heads of the organixations to determine which 
senior officials should be entitled to suitably located and larger ccconunodation 
than that strictly commensurate with their family size. Precise guidelines to meet 
the needs of each organixation would best be developed by each organization on the 
basis or their respective needs. 

121. Once it was determired thet the particular senior official waE entitled CO 
rent a larger dwelling at a suitable 'ocation as a result of the nature of the 
functions, then a substanLia1 portion of the extra cost associated with t?-i 
acquisition of such accommodation should be reimbursed by the organization. 
Arrangements for such reimbursemen t would 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 t% view that the meximum amount of rental subsidy 
paid to an official fallifig in the &love category could equal 75 per cent of the 
threshold rent for the off:c:ial concerned. Some examples of the application of 
this formula may b8 found in annex XI. 

127.. With regard LO pensions tne Connnission noted that some offjcials at tbc 
Assistant Secretary-General/Under-Secretary-General levels were appointed from 
external sources while others rose to these positions after a skgnxficant leqth of 
service at lower levels within the common system. The Commissiclr considered the 
proposal for a dual pension system at these levels with short- term officials paid a 
pension benefit in lump BUIF upon leaving the service while those with full careers 
would receive a pension benefit as at present. The Commission did not, however, 
feel that it had sufficient information to deal with the issue at its current 
s8nsion. 

123. The adequacy of representation allOWanC8 was p8rC8iV8d by some members of the 
Commission to b8 a problem as far as the United Nations organization was 
concerned. The information on United Pations allowances befOr8 the Commission 
indicated that there had b88n no adjustment in representation allowances for over 
15 years. However, memb8rs also noted that a diversity of n88dm and practicsr 
existed between and within organisations. While it was appreciated that in a 
number of orqanizations th8r8 could be some representation funCtiOn for SOme 
Areirtant 68Cr8tary-G8Ileral/und8r-seCr8tary-G8n8ral level Officials, the 
requirements were not uniform. Accordingly, it was recognised that the question of 
th8 appropriate level and modalities for providing hospitality allowances for 
representational function8 were not surceptible to Common ryrtem treatment, and 
would b8st b8 ha,,dled by 8x8Cutiv8 heads exercising their own judg8m8nt under the 
guidance Of their own r8Ep8Ctiv8 gOV8rning bodies. Members therefore decided that 
ix I;o:tt r;olC 5:: "-- .-- ---.*-A by eramfning thr matter in greater detail. 
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&&w am3 recommengations of-the CgmmissipB 

124. The Commission decided: 

(a) That no action aas required at the present time with respect to pay 
comparabiiity; 

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

(i) Executive beads would be authorized to exercise discretion to approve the 
granting of sr.ch subsidy arrangments to those at the Aasistant 
Secretary-General, 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 cent of the threshold rent for 
the individual concerned (for further details see annex XI); 

(c) To inform the General Assembly that the Commission had made a preliminary 
review of the proposal fcr alternative more flexible pension and end of service 
irrang 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, tiftxr study of the representation 
allowances, it was determined that the matter was not susceptible to common system 
treatment and would best be handled by the executive heads under guidance from the 
governing bodies of their respective organizations. 

4. Review Qfqnsf_ndjustmen.t indices shesdauarters 
Qther Burooean and North Ameri&v 

125. The Commission addressed the General Assembly's request, contained in its 
resolution 44/198, for the Commission to reconsider ita decision on the procedure5 
for reviewing post adjustment classifications for cost-of-living increases at 
headquarters and other European and North American duty stations. 

. . Views of the or-a 

126. The Chairman of CCAQ expressed the organisations' coutinued Eupport for the 
Commission's decision regarding the review of the post adjustment classifications 
and urged the Commission to reiterate that decision in order to create 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 pobt sdjurtment in multiplier 
points (i.e., in partial 3asses) at the base of the system in order to manage the 
post adjustment syrtem effectively. The Chairman of CCAQ eaprersed the viev that 
in accordance with the Commission's decision under review, post adjustment 
increases should not trigger any further increase until either another full 
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5 peu 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 renresentativa 

127. The President of PICSA and the representative of CCISUA strongly urged the 
Commission to maintain its decision on the procedures for the time-to-time review 
of post adjustment classifications at headquartex 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 representative 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 applied in the past. 

129. PICSA and CCISUA wer ?f the view that the normal oileration of post adjustmen- 
system would facilitate the e.imination of the differences through adjustments o' 
the index for nlration. 

130. The Commission retailed 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 
vas 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 tha index 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 t2ian 
5 per cent per annum. In this connection the Commission reaffirmed its present 
policy of granting post adjustment increases only when the post adjustment inaex 
was higher than that corresponding to the multiplier. 

131. In discussing its reconsideration of its decision 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 ascertain whether the Assembly's 
request was related to the delineation of authority on the subject-matter with 
respect to either article 10 or srticle 11 of the Commission's statute or to 
technical considerations underlying the decision. The Commisoion 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 Cosnsireion 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 adjustment within the margin range. It had, however, b&en of the 
view that partial post adjustment classes should not be granted in New York. When 
the Conmission 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 adjustment within the margin range with a view to 
identifying any potential conflict between both decisions. The Cosnnission had 
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noted that the modalities established for managing the margin within the established 
range precluded any possibility c'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 margin exceeding the margin 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 th6 margin within the range. A similar procedure would also 
apply in those situationb where at the end of a la-month period the change in the 
post adjustment index was lower than 5 per cent but where the granting of the less 
than 5 per cent increase would take the margin beyond 120. 

133. The Commission considered the probable impact of its decision on the New York 
post adjwstment. It noted that ir the United 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 hcving any impact for Pew 
York were considered to be low. The Commissiou noted thaL its decision to apply 
partial classes at the base of the system, that is, New York, 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 implications related to net remuneration and 
pensionable remuneration of staff in the Professional and higher categories. It 
would mean that at the end of a 12--month 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 pensionable remuneration, covld increase earlier than 
under the current full 5 per cent system, albeit by a lesser amount. The impact of 
the decision on net remuneration and on pensionable remuneration was also considered 
over the long term. It was noted that because the system of measuring changes in 
post adjustment and pensionable remuneratitin was reset after each change, tF,e 
residual between a full 5 per cent increase and the less than 5 per cent incre.se 
granted at the en> of 12 months would be carxied forward beyond the date when a 
full 5 per cent would 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 ofthe 

134. The Cofmnission decided to reiterate its decision as contained in its fifteenth 
annual report P/ 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 adjustment/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 ll-month lapse since the last change, 
whichever came first. Changes resulting solely from cu zoacy fluctuations should 
continue to be implemented as under the current syatem. 

5. mbetrasnw 1 

135. The Commission addressed the Aasambly's requost 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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136. The Chairman of CCAQ drew attention to the complexity of the issue, noting 
i-hat careful analysis was needed especially in terms of the reasons 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 
however the position of the organisations that the benefits should be preserved of 
those pant measures which had received the Assembly's endorsement and which 
protected take-home pay in local currency terms in cases of exchange rate 
fluctuation. 

Yiews of the staff r-m 

137. The President of PlCSA underlined the complesity 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; (by place-to-place surveys producing lower 
indices than the applicable multiplier; (c) protection measures against the decline 
in the United States dollar yis-a-via L.rd currencies; and (d) "scaling-back" in 
the context of the marqin control and the p;st adjustment freeze. If  the separate 
or compounded effects of these factors resulted in a difference of one class of 
post adjustment or more, the consequence might be a reduction in take-home pay, 
which would not at all be justified in cases (h), (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 staff. 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 cl.aSseS of post adjustment, FICSA considered that their use would permit 
better conparison of relativities and make the system moYe equitable. 

136. 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 adjustment 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. 

bv the CommiapFpp 

139. The Conmission noted that various Special measures and ad hoc decisions taken 
over Several yeara had, in rome caSeS, resulted in the creation of differences 
between post adjuatsmnt indices and multipliers. It was recognized that action to 
freeze port adjuStsrent movementa at the base of the system and consequently at 
other duty atationa front tim8 to time had contributed to these differences. The 
methodology uS8d to freeze post adjurtment, du8 to the margin rang8 considerations, 
would b8 8tudi8d by th8 Cotmnisrion. It further noted that the Gen8ral Assembly’s 

requert wa8 liaked to the conduct of place-to-place Surveys. The Commission was 
therefOr Of th8 View that duty 8tatione with pronounced differences between the 
port adjustment indiC8s and the multiplier should b8 surveyed on a priority basis, 
while at the mm8 time taking into consideration the numberS of Staff members at 
tho88 locatiOnS. It alro recognised that the improvement6 introduced in the port 
adjustm8nt ryetea under the comprehemfve 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 vouZd 
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. 

ions of the Commissia 

141. The Commission decided that in those cases where: 

(a) 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 one post adjustment class or less, the normal operation of the 
post adjustment system should continue, i.e. the post adjustment indices should be 
allowed to catch up with the multiplier through adjusts,ent for inflation; 

(b) Upon implementation of place-to-place sur ey 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 la-month period, during which time inflation may have taken 
care of one more class: 

(c) 'Jpon 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 adjusbnent classifiction is just six 
classes higher than the post adjustment indices. At this stagt- the procedure in 
subparagraph (b) above would come into effect, i.e., the rate of reduction of the 
post adjustment classification would change to one class every six months until the 
differnnce between the PA1 and notional index is just one class. 

142. The rhgime for phasing out the differencea as described in subparagraphs (b) 
and (c) above would apply to that difference between the post adjustment indicer 
and the pay index which exceeds (one post adjustment class) 5 per cent MQ that 
element which accrued from the application of measures to overcome the effect- of 
rxchange rate fluctuation which occurred in the period up to the latent 
place-to-place survey. Reductions of the remaining gap would therefore be applied 
in accordance with the procedures outlined in subparagraphs (b) and (cl above. 
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6. 4Pnsevi tvw 

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-l to P-5. Specific criteria for granting the extra steps were also 
outlined as part of the Commission's recommendations. m;p/ 

144. In accordance with the terms of article 12 (1) of its statute, the Commission 
decided to recommend to the executive heads of the organisations 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 
organisations of the common system. IL0 and WHO, howrver. 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, in its resolution 39169. section II, paragraph 2, of 13 December 1984, 
in conformity .rith art,icle 10 of its statute, to review the practice of the 
organizations Gf 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 he estabiished within the common system and to report ..tKeGn 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 tenth annual report 
on a long service step for the Professional category. _rl/ Once again the General 
Assembly did not act on the recommendation of the Commission on the longe-city 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 organisations that had led to disparities in the Unittd Nations 
common system, 

147. As part of the current review of longevity steps maintained by some 

organisations beyond the salary scales approved by the General As§embly. detailed 
information was collected from the organisations and placed before the Cormnission. 

. . 
yiews of m 

148. T’hs Chairman of CCAQ Stated that the issue befor the Commission went beyond 
the limited SUbj8Ct of longevity steps. It had broader implications as to whether 
th8 rov8reign 18gislative bodi8S of the organizations of the common 6yStem could 
tak8 d8ci6iontI that w8r8 in the b8st interest of th8 proper functioning of th8 
organfzations COncern8d. Ha point8d out that the extra steps maintained by IL0 and 
W?XO were introduced by the autonomous legislative bodi8s of the two organizations 
COnC8rn8d. The WHO ach8m8 had r8SUlt8d from a decision of the WHO Ex8cutive Board 
of rom8 42 years standing and reaffirmed by the Board on subsequent ocCasions. He 
fslt that such flexibility WaB essential for th8 organizations if it wan found that 
c8rtain d8viatiOnS from the condition6 of s8rvico of the coaunon syst8m w8r8 in th8 
b8st inter8st of the OrganiZatiOns according to their own legislative bodi8s. Ha 
added that th8 purpor8 of the extra steps maintained by IL0 and WHO w8r8 a 
combination of longevity/merit steps and not just longevity steps. He not8d thet 
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these extra steps had no relationship to the additional steps introduced in the 
revised salary scale approved by the General Assembly, which went into effect as of 
1 July 1930, since the criteria for grantinq them were entirely different. The 
Chairman of CCAQ emphasized that in the consideration of important matters such as 
the one before the Commission, the Commission and its secretariat should not rely 
solely or the advice provided by the United Nation5 Legal Counsel, but consult the 
legal advisers of concerned agencies. 

149. The representa-it-e of WHO stated that his organization did not grant longevity 
steps similar to those included in the salary scale that went into effect on 
I July 1990. The scheme applied in WHO was a merit scheme and not a Iongevity 
scheme based on one of the WHO staff rules approved by its Executive Board at its 
very frrst session in 1948. Be 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 arganization qualified for meritorious increases. He 
added that the WHO merit scheme was 42 years old and had served the organization's 
interest satisfactorily for a31 purposes. He did not feel that it was appropriate 
for the Commission to recommend to the legislative organs of IL0 and WBO 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 Wtio for its re;r:ew in accordance with article 36 of the constitution. which 
states that the conditions of ssrvice of the stbif of the .organization shall 
conform, as far as possible, with those of other United Nations organisations. It 
would also be appropriate to refer the matter to the legiclative body of WI0 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-Gsneral following 
basically scales of salaries and allowances of the L'nited 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 General 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 conjunctioo with 
the comprehensive review of the conditions of employment of the General Service 
staff. 

150. The representative of the IL0 stated that the extra steps adopted following 
the compceLensive review were not designed either to motivate superior performance 
nor to recognize milestones in the official's career as was the case with the IL0 
system. Furthermore, there was no 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 IL0 system was applied to both 
categories. It would be inequitable to abolish it for the General Service category 
rince no basis, in the comprehensive review o: otherwike, 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 IL0 Governing Body on two occasions of th,z ICSC recomnendation to 
abolish the system and of his intention to maintain it. On neither occasion did 
the Governing Body suggest that the Director-General do otherwise. This being 
Said, the representative of IL0 could report that his organization was in the 

-43- 
i Beat Copy Avdlrblo 

Ii 



process of re-examining the system as it was felt by both management and staff that 
it hcd not fully achieved all of its objectives. 

Views of the staff repremtatives 

151. Tbe representative of FICSA stated that the documeni under discussion raised 
fundamental issues on the concept of the common system, the %rtonomous position of 
the specialised agencies and the authority of the General Assembly. FICSA 
supported 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 to the structure and 
the specific needs of the organisations. FICSA alao supported improvements for 
staff of a particular organisation provided that such improvements were not to the 
dotriment of other staff. It was noted that in recent years the staff had 
witnessed ar increcsing tendency towards centralisation of decision-making in New 
York by the General Assembly. Such an orientation was not conducive towards 
enhanring the confidence of staff in the common system and ICSC. 

152. The representative of FICSA deplored the attacks against two of the 
specialised agencies which had introduced longevity steps many years ago in order 
to respond to their particular requirements. The Governing Bodies of the agencies 
concerhed had approved and confirmed the need for such additional steps. She 
further added that all member associations/unions of FICSA that had been consulted 
on the matter had pronounced themselves in favour of the position that 
organizatics should be free to maintain or introduce additional pensionable steps 
in the salary scales based on their requirements and their Iolicies on human 
resources plan.Ang. 

ussion bv the Crmmission 

153. The Commission noted that all organisation. tiith the exception of IL0 and WHO 
did not grant extra steps beyond those in the current salary scale approved by the 
Gtneral Assembly for the staf f  from the Professional and higher categories. As 

regards the General Service and other locally recruited categories of staff, once 
again all organisations with the exception of IL0 and WHO hod, in accordance with 
the Connnission's reconrnendations, 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 IL0 had two extra steps in grades P-l 
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-l to D-2 in some 
cases seven extra steps could be granted. 

155. The Cosssissfon vas informed that the Governing Bodies of the World 
Intellectual Property Organisation (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 regulation providing for one long service step for 
staff in grades P-l to P-5. However, at the present time there were no staff 
members at WIPE 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 that in its tenth annual report, while recosrnending 
the introduction of one long srr:ice step at grades P-l to P-5, it had reported to 
the General Assembly that “some staff members despite their excellent performance 
could not be considered for promotion to the nest higher level, owing, inter alia 
to job classification constraints. The Commission was of the view that in the ca6e 
of these staff members one extra step beyond the salary scale could be granted to 
highly deserving staff members, provided the conditions outlined in paragraph 193 
below we*e made." uL/ The Commission further considered th%t the information 
provided by IL0 and WHO concerning their current practices of granting stepa beyond 
the salary scales approved by the General Assembly for the Professional and higher 
categories of staff must be considerd against some ot th3 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 relavaot to the motivational impact of the compensation package by virtue 
of the definition it provided to the career progression of staff. It hai 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 Commission's attention to the fact that ono of the 
demotivating factors most frequently referred to in the United Nation6 service was 
a problem of staff who had reached top of their grada. The Working Group proposed 
that to alleviate this problem two additional steps at P-3, D-l 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 grade would be reached. The Commission 
had concurred with the findings of the Working Grouy and it had :ecomnended 
specif' 2 structural improvements to ths salary scale. Those improvements were 
apprordo by the General Assembly as part of the revised salary scale that went into 
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-l 
through P-5. It was further of the view that the considerations outlined in the 
preceding paragraph, which resulted in the introduction of extra steps in the 
salary scales, had adequately addressed the question of phe 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 reconnnendation made in 1984 and 
reiterated in 1985 concerning an extra step in grsdes P-l through P-5 wa8 subsumed 
in its latest recommendation regarding the salary scale. It was therefore of the 
view that the earlier recommendation should no longor apply and that the 
organisations that had already implemented it should take steps to change their 
staff rules to eliminate that provision. As regards merit the Cosnnisrion recalled 
that it had made specific recommendations for rewarding merit in its fifteenth 
annual report. u/ In this regard the Comission once again reiterated its view 
that while merit should be rewarded in an appropriate manner, such rewards should 
bo in the form of non-pensionable cash awards outside the salary scale. 

159. The Commission was of the view that the schemes introduced by IL0 and WHO 
regarding extra steps had created some inequities in the system both as regards the 
ralaries paid while in service and also as regards the pensions received upon 
retirement. In this regard it was noted that salaries and pensionable rmnuneratin?r 
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amounts and conoequently pension were different for the same category of staff in 
one given city. It was further noted that salaries and pension8 received by some 
staff members of WHG could be as much as 16 per cent higher than those received by 
their colleagues working for other organisations at the ssme grade and with the 
5amc length of service. The Commission was 6f the view that such an anomalous 
situation should he avoided. 

160. The Commission was of the view that the Erenutive Heads of IL0 and WI30 should 
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 General Assembly be replaced by one where one time 
non-pensionable bonuses were paid as a reward foi meritorious service. 

161. One member of the Commission was of the view that WHO faced A specific problem 

relatiuq to the recruitment of qualified doctors and the scheme of extra steps in 
effect was justified. 

i62. The Commission dezided to recommend that: 

(a) The Executive Heads of IL0 and WHO should 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 as 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 scales be replaced by the introduction of 
a scheme entailing the payment of one time non-pensionable cash awards to reward 
merit: 

(b) WIPO, in view of the additional steps introduced in the scale or salaries 
and pensionable remuneration which went int,.p 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-l to P-5 as was 
recommended in 1984, 

163. The Commission further decided to request IL0 and WHO to present a detailed 
report concerning this matter to the Commission at its thirty-sixth session in 1992. 

7. Conditions of service of short-m 

164. The Commission had reported to the General Assembly in its fifteenth annual 
report that in the time available for the compreheneive review it was not ptssible 
to consider in any depth the conditions of service of short-term staff. u/ At its 
July 1990 session the Cosxniasion was provided with an outline of the rteps that 
would have to be taken to consider this item in depth. A susnnary of data collected 
by CCAQ on various groups of staff which may be considered under this category was 
also provided to the Commission. 

Views of the oraaa 

165. The Chairmen of CCAQ suggested that the Commission may wish to review the 
tiecaiied iiriiirXXL2t WY.-vWCrS --*l--L-* -9 CCAC to oresent a more complete picture of the - 
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situation. He noted that CCAQ intended to convene a tesk force to which the 1XC 
secretariat would be invited, towards the end of 1990, to examine the item in 
detail. 

Views of the staff renresentatives 

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 stcff. 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. 

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

Discmsion bv &&-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, indeed, 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 VAQ’s intent 
to convene a task force to investigate the matter taking into account both present 
end future needs of the organixation. It looked forward to receiving a report OD 

the consideration of the task force of this matter at its thirty-fourth session in 
August 1991. 

8. mntification of the hiohest oaid 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. s/ 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 comprehensive 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-living differences and the 
quantification and valuation of non-cash remuneration. 

171. The Commission decided to request its secretariat to provide it, in 
Harcn 1991, with a methodology to identify the higheat paid national civil 
service. It instructed its secretariat to develop a flaeiblr ~~~!FAAIA- t&t -----II 
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would take into account the need to conduct an initial study to identify potential 
comparators, to be followed by a more refined comparison once it was apparent that 
a potential comparator might replace the current comparator. In that regard, the 
Commission rscognized the need to apply the proposed methodology os a test basis to 
several potential comparators. 

172. Based on the methodology to be submitted to the Commission in Merch 1941, the 
second phaae of the exer\:ise could then proceed, which would encompass related 
issues or how to proceed with t:e application of the proposed methodology. 

a. pemuneration Qf the Professional and hiqher c:&porieq 

1. Svolution of the marain between-net remuneration of ,JS 
Ugited Sta&S federal civil service and that of the United 
_NBtions system 

173. In accordance with the standing mandate from the General Assembly. the 

Commission continued to ~~t~nitor the net remuneration margin between officials In 
comparable prsitions of the United States federal civil service and the United 
Nations system. The Cosunission was informed that on the oasis of the evolution oi 
salaries in the two systems through 31 December 1990, and on the basis of the 
revised margin methodology approved by the General Ar,sembly in its resolution 
441198, the mtrgin for the calendar year 1990 was estimated at 117.4 (see 
annex XII). The Commission was also provided *+ith very preliminar) estimates of 
the net remuneration margin fox the margin year 1991. 

Views of th.Q~aanii&~S 

174. The Chairman of CCAQ noted the estixlted level cf the margin of 117.4 for 
calendar year 199C. lie further noted the information about the potential margin 
for 1991. He exproased 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 ;t the nargin range for the operation of the post 
adjustment system. He wan particularly concerned about the possibility of not 
granting the projected posi: 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 oaa?s of the information on hand and bearing in mind that the 
estimate of the margin for 1991 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 lant quarter of 1990, not only because of 
the potential legal challenge to such a course of action, but also because of the 
complete uncertainty aa to what might happen to the margin in 1991. 

175. The Chairman of CCAQ requested the Commission to address, at the latest at the 
March 1991 aeraion, 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 atatfons that received an increase in salary lower than at 
the bare, it became virtually impossible for personnel managers to explain to staff 
why their salarier would be refrozen as the result of developments elaewhere. Sy 
way of oxplaaation of this problsm, he provided the following information to the 
Commirrionr 



)Jovements of net remuneration at the seven headauarters locationq 
and in Washinaton. D.C. 

Movements in absolute terms 

(percentage) 

Movement up 

to July 1990 New York Washington Geneva Landoa Montreal Paris Rome Vienna 

Since Jan. 
1985 

+23.0 +17.6 +0.5 +i1.9 +24-o +0.5 +26.5 --6.8 

Since July 
1988 

l 19.2 l 13.8 +5.2 +16.1 ..17.2 +?.6 l 14.5 r5.0 

Movements in real termz, i.e., adjusted for inflation 

(percentage) 

--__ --__ -- L_.___ 

Movement up 
to July 1990 New York Washington G,neva London Montreal Paris Rome Vienna 

-. -__- -_ 

Since Jan. -5.1 -9.1 -13.2 -19.6 -,.O -16.'. -5.0 -17.0 
1985 

Since July 
1988 

+6.5 +2.0 -2.7 -2.4 +8.9 +0.03 +3.3 +O.l 

The tables provide details of the evolution of take-home pay in nominal and teal 
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 Commissjsn would request the General Assembly to 
reconsider the imposition cf the five-year margin average, which CCAQ believed to 
be totally unworkable. 

Yiews of the at&f mrxesentativea 

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 to lag behind the private rector and 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. '-deed, 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-living increments in the United Stater, a margin range of 110 to 120, with 
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a mid-point of 115, was totally unrealistic. Thus, tbe margin range should either 
be suqended or redefined. 

177. FICSA urged the Commission to take a bold and cqurayeous stand and recommend 
to the General Assembly a more healthy basis for the salary system tbar the present 
one. Since the search for another comparator would require lengthy studies, 
immediate action wouid 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 
actions to prevent the freeze were not taken now. Finally FJCSA considered that 
the increase in post adjustment due for New York towards the end of 1990 waz based 
on the existing methodology which must be applied until ..t was changed. 

178. The representative of CCISUA stated that 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 ta 
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 fi3.o years, on average, around 115, which was an impossible task. But 
this was no Justification for delaying the granting of the post adjustment clashes 
due ir. I *VW York towards the end of the year. This would mean a freeze and rould 
cancel the effect of the 5 per cent increase that had only ju t become applicable. 
For duty stations such as Geneva, moreover, where the increase had been less than 
5 per cent and where the f-eeze hL;d not been lifted, the consequences would be 
devastating. In the long run, it was essential to uncouple tht United Haticns 
system from the erratic movement of ?ay in the comparator civil service, while 
making every effort 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 ccmmron in name only. 

Discussion bv the Commission 

179. The Commission first examined the movement of remuneration for the 
Professional and higher categories in New York. In this regard, it noted that on 
the basis of the salary s-ale in effect through end of June 1990, post adjustment 
clabs 11 (multiplier 71) had been applied effectiva 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, inter alia the revised scale of gross and net salaries for the 
Professional and highis 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 
oparation of the post 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 on the basis of 
the movement of the New York post adjustment index, it was anticipated that a 
further increase in post adjustment 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 annualized rate of inflatiorl of 
6.6 per cent for New York and the continued weakening of the United States dollar. 
The letter element ha& resulted in an annualized increase of some 17 per cent in 
the out-of-area in&.. 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 ever the eight 
to nine month period. The anticipated October/November 1990 increase will be based 
on the post adjustment index series applicable through en3 of June 1990. 
Thereefter, the post adjustment index based on the revised salary scale which went 
into effect as of 1 Jtiiy 1990 would be used. On the basis of the new index a small 

correction to the past adjustment amounting to G-8 aultiplier 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 Janunry through 31 December 1990: 

Date (199Q) Multinlis 

1 January 63 

1 February to 30 June 71 

1 July to 30 September 47.4 J&l 

1 October (projected) 54.2 

1 November to 3i December (projected) 55 

Post adjustment classificati&ns for the period 1 January through 30 June 1990 
relate to the sr;lary scale in effect through the end of June 1990, while those from 
1 July through the end of the year relate ta the revised salary scale approved by 
the General Assembly. 

182. As a result of these developments the remuneration 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 contest 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 service8 and the cost-of-living differential between New York and 
Washington, D.C., the margin was estimated at approximately 117.4 for the margin 
year 1990. It was also noted that a 4.1 per rent across-the-board increase in 
salaries wat 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 

-51- 



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 tha 
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 t'xe 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 housiny 
costs (See para. 95 (b) (ii) above) on the post adjustment index for 
Washington. D.C., relative to that for New York and the consequent impact on the 
New York/WashinqtoA, 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 mwements o the out-of-area index and 
consequently on the post adjustnent indices for New York and Washington, D.C., 
which would result in a change in the cost-of-living differential. 

184. The Commission recalled that as regards the net remuneration margin, it had 
reconnnended to the General Assembly that "the margin should be al'.owed to fluctuate 
freely within the range. As long as the ratio between net remUn8ra: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 woulrl 
drOF below the lower limit, the Comrflission would make a recommendation to the 

General Assembly for an across-the-loard salary increase. 00 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". 12.1 The Commission had also recommended that "the cumulative 
margin proc8dUre approved by the General Assembly at its forty-third session should 
be discontinued". &.&/ However, the General Assembly in its resolution 441198, 
Section I.C, paragraph 5, requested the Commission to monitor the annual net 
remuneration margin over the five-year period beginning in the calendar yexr 1990 
with a view to ensuring.. to the extent possible, that by the end of that seriod the 
average of the successive annual margins is around the desirable mid-point of 115. 

185. The Commission considered that in the present circumstances the Assembly's 
request to maintain the average net remuneration margin over a five-year period 
around 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 a: around 112.5 in the 
remaining three yean, i.e., during the margin years 1992-1994. This could be 
achieved only if the remuneration in New York were to remain frozen for the next 
three years. 

186. The continued lag of th8 comparator's salaries d-k-vi& the consumer price 
index movem8nts was vi8W8d by the Commission as establishing long-term disparities 
in the comparison procese since United Nation8 cosnaon system salaries were directly 
related to such movements. In thi8 regard the ComisSion reviewed the movement of 
United States federal civil service salaries and inflation as rhown in annex XIII. 
It noted that until 1917, when the United States federal civil service began to 
depart from full pay comparability =9/ with its comparator, the movement of 
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United S.ates salaries kept pace *ith the inflation movements although at a 
somewhat lower level. Since 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 ranse on an average basis 
was unrealistic. This was more so at a time when the United States federal civil 
service was some 30 per ten t behind its own comparator and was proposing 
legislation to restructure its remuneration system in recognition of significant 
deficiencies. 

187. Freezing the remuneration in New York over extended periods of time would have 
undesirable consequences not only in New York hut also other duty stations, some of 
whi:h had not yet received a normal post adjustment increase as a result of the 
freeze imposed in 1904. 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 aroul.3 
the mid-point of the range would have precisely the impact outlined above. 
Howeve., if the margin were allowed to fluctuate freely within the range, v'lile it 
may still become necessary to freeze the remuneration in New York, and consequently 
at other duty stations, ta ensure that it did not go beyond the upper limit of the 
r tinge, such a freeze would bi* of a short duration and, therefore, less disruptive. 

Decisions of the CoxmissioD 

108. The Commission decided: 

(a) To report a net remuneration margin 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 1991. based 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 relatina to nest adiusrment: renort qn 

m fifteenth session of the Advisory Committee 
West Adiustmems 

190. The Commission, at its thirty-second session, considered the report of the 
fourteenth session of its Advisory Committee on Post Adjustment Questions (ACPAQ). 
The report dealt with various technical issues of post adjrrstment that were of 
special significance for the ongoing comprehensive reviev of conditions of service 
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for the 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 441190. 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 grqup proposals and the related ACPAQ recommendations 
are reported above as part of the Commission's report on housing and remuneration 
structure. 

Views of the oraanizations 

193. The Chairman of CCAQ noted that as regards the place-to-place surveys th; : the 
General Assembly bad instructed the Commission to compicte by the end of 1990, 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 organixations. 

Piews of the staff renresentativez 

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

Discussioe.bv the Commission 

193. The Commission noted that processing of the 1990 surveys for headquarters duty 
stations would be completed towards the end o f  the third quarter of the year and 
that, aa 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. 

194. The Conznission approved Several recommendations of ACPAQ on the survey 
methodology for use in implementing the General Assembly request for the 
completion of a round of place-to-place surveys by the end of 1991, with the 
uadbrstanding that the surveys at the ~8~811 headquarters duty stations and other 
duty stations with mor8 than 150 Staff members would be finalized by tha 8nd of 
1990 or soon th8r8aft8r. In order to appropriately respond to that request the 
Cosznission decided to convane a special s8ssion of ACPAQ to review the results of 
th8 headquarters and Washington D.C. surveys in Gctob8r 1990. The Commission took 
not8 of the consultstion process and staff participction in the survey process. It 
also approved r8COmm8ndatiOnS of ACPAQ relating to th8 schedule of family 

8xpenditUr8 surveys at the SBVBU headquartars locations and in Washington D.C., 
1iSts of Outlets to be used for pric8 collection, number of price quotations per 
it8m, sampling for family expenditure data and the methodology for combining 
8xp8nditurs w8ights and housing costs in post adjustmcmt ind8x Calculation. Th8S8 
chang8S to ths post adjustment system would introduce furth8r Simplifications to 
tb8 survey proc8rs, improve tachnical proc8dures and facilitatct implem8ntation of 
--..--.*-A 11U1.,*11s. wrrm S.-v ..,- --.~. 
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3. Base/floor s:hlars scale 

195. The Commission, in its fifteenth anDual 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 levels of officials in comparable 
positions serving a the base city of the comparator civil service. &QP/ 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 pronosed to 
be usea to calculate payments under the Dew hardship and mobility scheme. a/ The 
Commission 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. a/ In view of the above it was considered that the 
base/f*oor salary scale would have to be adjusted on a regular basis. 

&WS Qf the OraawatiOng 

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 recalled that 
the floor scale provided not only for the maintenance of a mini-urn level of 
take-home pay but also serve.3 as the reference point for the motility 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. OCAQ iDsi:ted that this 
link be maintained through the annual updating and adjustment of the base/floor 
salary scale in a systematic manner. 

197. CCAQ felt 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 sctle and paying staff 
on the basis of a minimum number of post adjustmec' 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 secretariat's proposal for adjusting the current scale by taking into 
account the increases in the United States federal civil service salaries for 1990 
aDd 1991, as well as the impact of the changes in the rates of taxation. This 
would have resulted in adjusting the current scale by some IL2 per cent. The 
Chairman of CCAQ expressed concerns that the General Assemtly 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 adoption of the scale 
itself. An an alternative, CCAQ propoaed 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 lag. The organisations 
were &f 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. 

. of the tiff rear- 

199. The Preeident of PICSA 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 State; cLvil service pay and 
taxes in lYB9. Thp ref ore, even a retroactive increase would be justified in order 
to correct the deficiencies of the calcu!ations made last year in arriving at the 
floor amounts. The decision of the Tresident of the Uaited States on an increase 
in United states civil service remuneration would be known in October and an 
adjustment of the United Nations floor was thu s perfectly feasibie as of 
1 January 1591. The change of pti,frcll systems and computer programmes would 
certainly not 2,e an insurmountable problem for the United Nat?ons system 

. . orgar~rzations I What was most ir,portant 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 on the coqprehensive 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 
need for a regular adjustment of the base/floor amount in line with the movement of 
the remuneration of the comparator in Washington. The General t.ssembly itself had 
implicitly recognised this principle in resolution 441198. Yet tie scale only just 
implemented was already lagging 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 ho9 arrangements which the decisions taken under the 
comprehensive review were intend&d to eliminate. Moreover, there could be no 
de-linking of the que;tion of the remuneration floor per se from its application to 
separation payments aid the mobility/hardship matrix. For this reason, only the 
general approach outlined under the option cal ling 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. 

Discussion by the Commiks&S 

200. The Commission noted that the base/floor salary scale it recommended to thr 
General 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 
of 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 considerer that the calculation of the necessary increase in 
the base salary scale should rc'flect 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 

system. 

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 
increases of 3.b per cent and relevant changes in tar 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 difficulties of implementing a revised base salary scale with effect 
from 1 January of the year in which such adjustment was introduced. hhile 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 mender 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 on 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 adjustment of this allowanm. 
Consequently, the mobiIity a:,8 hardship allowance would reach a very high level 
soon after a significant increase was implemented on 1 July 1990. 

206. The Commission noted that as e 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 ctinjunction 
with the mobility/hardship matrix, these allowances will also be increased as a 
result 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 adjL.stment 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 cent 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. 

. . . . eclezon bv the Commissiog 

201. The Commission decided to recommend to the General Assembly that the current 
base/floor salary scale should be increased, through consolidation of post 
adjustment classes, by 8.5 per cent. It further decided to recommend that the 
insulting scale, shown in annex XTV 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 aa appropriate. 
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4. Suoolementarv pavmgnQ-.and deductio= 

209. The Commission considered the General Assembly's request in resolution 44/l 8, 
section III.C, to pursue its collection of information on the practice of 
supplementary payments and deductions. Tte latest information showed that 
51 Member 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 JCSC Chairman, 
the Secretary-General of the United Nations expressed his strong opposition to the 
practice of supplementary payments and deductions. Information was also received 
from five organisations. 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.-oraanizations 

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 organisations had been active in bringing these concerns to the 
attention of their governing bodies as wfll as their staff. Supplementary payments 
were evidence of the uncompetitiveness of United Nations system salaries, 
particularly when one of the Member States concerned W&S the comparator. 

211. The Assistant Secretary-General for Human Resources Management of the United 
Nations stated that the Secret=rry-General had deemed such practices inconsistent 
with the Charter and in breach of staff regulations. They undermined the principle 
of equal pay for equal *cork and were prejudicial to a basic principle of the 
international civil service. He reported that it was the Secretary-General's 
intention to meet with Member States in small groups and request them to abolish 
such practices. He remInded the 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. He reported that a high-level working group had 
been established by the Secretary-General to study further the issue of 
supplementary paynxrts. Until the Secretary-General had decided on the disposition 
of the working grolp's report, it would not be possible to share that report with 
the Commission. 

View8 of the staff representativ- 

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 
vario?ls cases of income tax fraud to the point of summary diSmiSSa in the case8 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 rule8 and asked that the 
same standards of investigation and prosecution be applied in these cases a8 in 
others. He recallnd that in the CCISUA statement last year the Conunission was 
called upon to reconusend to the Assembly that the Internal Audit Division begin 
investigations into these practices immediately. lie also referred to the practice 
of deduction8 on which concrete evidence now existed and which should be of equal 
concern to the Commission. 
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piscussion 4v.th_e 

214. The Commission reiterated its unanimous and total opposition to such practices 
and discussed rays to end them. The Commission appreciated the efforts nade 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 comp?ied with the Chairman's request for information, including three Member 
States tnat admitted the practice. The Commission considered that although it 
believed thrvt the majority of the 51 Governments that had not replied did not 
necessarily indulge in this practice, there were surely among the 51 some that 
did. The failure of four permanent members of the Security Council 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 &.a *' tions 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 on problems that 
obviously did not concern them. Therefore, it would be important if the Chairmar 
could explain to them through personal contacts why their replies would be helPfu1 
in overcoming the probiem of supplementary payments. Tie 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. 231 He was of the view 
that this was a domain for the executive heads, some of whom were aware of the 
practice in their organisations. 

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 regularly raised with 
the particular ministries with which an organisation officially interfaced and that 
these contacts would continue. 

219. The Commission explored at some length the feasibility of recommending to the 
executive heads that they institute sanctions or disciplinary proceedin<; 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. 

*ci-i ns 0 e Corxnissif3R 

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

(a) To report to the General Assembly that 51 Member States had not replied 
to the Chairman's four rnc,~~a~fm for igfnrnrtf+>, 1-- -- 
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(b) To express its concern and disappointment over the fact that four 
permanent members of the Security Council, namely, China, France, the Union of 
Soviet Socialist Republics nhd the United Kingdom of Great Britain and Northern 
Ireland, figured among the 51 referred to above: 

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

(d) Tn note with aI,reciation the efforts made by the Secretary-General 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) To reiterate its previous requests to executi -e heads to pursue their 
efforts to gather information from their own staff OD this question. 

-6O- 



CHAPTER V 

CONDITIONS OF SE'WICE OF TWP GENERAL SERVICE AND RELATED CATEGORIES 

A. Survey of best vrevailina 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 conditions 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 annum, using the 
exchange rate of 0.62 ptiunds to 1 United States dollar, in effect on 1 April 1990. 

B. Survev of best nrevailina conditions of service in New Y& 

222. As part of its responsibilities under article '2 of its statute, the 
Commission had conducted a survey of best prevailing conditions of service for 
staff in the General Servica?, 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 November 
1989. The financial implications resulting froe 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 of the General Service salary scale are discussed in paragraphs 289 
to 306 below. 

C. Survey of &t nrevailina 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 Cc-wnission ;s reproduced 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. s of the d-one arim out of the cornwe- 
review of conditions of service of the Professional and hiaher 
waories for the General Servrce and rued cateaorles 

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. In its fifteenth annua! 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. a/ Bearing this 
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in rind, 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 cf disabled children; 

(b) The mobility/hardship allowance for inrernationally recruited General 
Service staff: 

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

V&s of the OrsanizationS 

225. Th, Chairman of CCAQ agreed that the allowance in respect of disabled children 
sholld t set at double the normal amount of the allowance. He noted 
further zhat, if the fact that the disabled child were the first dependant 
generated a higher amount of the children's allowance, the amount paid in respect 
of the disabled child should be double the amount of the regular children'b 
allowance. This would be in line with the arrangements agreed upon in respect of 
the ProiLssional and higher categories. 

226. CCAQ considered that it would be appropriate to make provision under the new 
mo:)ility and hardship arrangements for the extremely small number of General 
Service staff serving in non-local status in applicable locations. The Committre 
noted that application of the mobility and hardship matrix required the use of I 
fixed referen:e point; fcllowing consideration, it had concluded tLat the rate 
applicable to internationally-recruited General Service staff should be the 
equivalent of that payable to staff in grades P-l to P-3. CCAQ could not agree 
w'th the ICSC secretariat's proposal to exclu 2 the non-removal element from the 
payment of this allowance. Hclwever, 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 noniresident's allowance. In cases wheTa 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 addition. CCAP also recommended that the assignment 
grant should be payable to internationally recruited 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 out that the premise 
underlying the establishment of the award of two steps on promc,tion was the need to 
recognize promotion in a tangible form and was unrelated to the inter-step 
differential. It was thus entirely 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 Professional and General Service categories. CCAQ 
recommended that all these measures should take effect from 1 July 1990. 

228. The representative of the Il'U expressed his views on the guestion of two steps 
on promotion and other recommendations in the area of motivation and productivity. 
In his opinion, the change for the Professional and higher categories had been 
(m++~%rc-d within the context of motivation and productivity and of rhb change in -------__. 
remunbration structure. The value of the step for the Protessionais was Oxiir 

-62- 



2.4 per cent of pay. which did not produce any significant overlapping of 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 
increaseb here granted, the result would be that 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 of this issue before formulating its 
recommendation. 

Views of the staff reoresentatives 

229. The President of FICSA emphasized the need to ap@y certain elements of the 
comprehensive review on conditions of service of the Professional and higher 
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 CCAP P*, its working group on field staff, a comma position had 
been reached which F~LSA 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 feeling of 
some General Service staff that a discriminatory atmosphere existed in scme of the 
organizations. 

Discus&on_4y_feCommission 

231. The Commission considered the proposal as regards the children's alluwtince in 
respect of disabled children fo- the Gei,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, a/ which was endorsed 
by the General Assembly in its resolution 441196, 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 General 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 given by the Chairman of CCAQ of the 
amendment to the hardship/mobility matrix that the fixed reference point should be 
related to P-l/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 station. 
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234. The Commission next considered the issue dealing with twn steps on promotion 
and other recommendations in the area of motivation and productivity. While 
racognizing the reed ta provide equity among both categorias 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 general review of conditions 
of service for the General Service and related categories. 

Decisions of the Commission 

235. The Commission decided to recommen. -hat.: 

;a) 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 app?icable for those categories, effective 1 July 1990. Where 
the disabled child was the first dependai;t and generated a higher amount of tie 
allowance, the amount paid would be double the amount of the regular allov?xAce, not 
of the higher amount; 

(b) The mobility and hardship matrix approved for the Professlnal and hiS;her 
categories shoul' be applied also to internationally recruited General Service 
staff, with effect from 1 July 1990, except that the reference point would be 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 )obs at the same duty station. Where the resulting amounts were lower than 
the current amount of the non-resident allowance payable to internationally 
recruited General Service staff, an amount equal to the difference between the two 
should ne payable in addition according to administrative arrangements to be 
determined by the organixations; 

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

The Commission noted that the financial implications of its recomnendation in (a) 
above were estimated at $100,000, per annum while those relating to the 
recommendation in (b) and (c) above were estimated at $265,000 per anuum. 

E. udaement of the Tribunal of the Internatiogpl Labour 
Qraanimtion c%the Vienna commissarv 1SSUQ 

236. At its twenty-sixth session (6-24 July 1987) the Cosunission reviewed the 
survey of best prevailing conditions of service for the General Service and related 
categories in Vienna. Following that review the Cosnsission had made a 
recommendation to the executive heads of the Vienna-baaed organisations concerning 
salary scales fox the General Service and related categories in Vienna. 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-baaed organisations. The Cosnnission was informed at its thirty-first 
session that there had been a legal challenge to ths salary scale implemented by 
the executive heads with respect to the treatment of Commiseary benefits. 
Challenges were heard in 1969 both by the United hations Administrative Tribunal 
and by the IL0 Administrative Tribunal, which had jurisdiction over United Nations 
=-++-I- snd ever IAEA and UlJIDO matters, respectively. . ..--___ _ The IL0 Administrative 
Tribunal judgement No. 1000 was binding upon both IAEA and UUIDO. It had found for 

-64- 



the complainants and set aside the salary scales that had come into effect on 
I October 1987. In addition, the Tribunal had decided that the cases should be 
sent back for recalculation of pay. The representative of the United Nations 
indicated that the Secretary-General would uphold the commonality of the system and 
therefore would not contest the parallel case before the United Nations Tribunal. 

Views of the oraanixationp 

237. Trre representative of IAEA informed the Commission that his organixation would 
adhere to the judgement and requested the Commission to recommend a salary scale 
that would be in accord with the judgement. He further requested the Commission's 
guidance with regard to the implications of the judgement for th- next salary 
survey at Vienna s"rrvey methodology. 

Discussion ofthe Commission 

238. The Commission discussed the issue on the basis of available information. It 
agreed, however, that as the subj+=ct affected 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 obtained. 

Decision of th&Commission 

239. The Commission took note of judgement No. 1000 of toe 1LO &ministrative 
Tribunal. It recommended to the Vienna-based organixations, 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. 
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.  .  .  .  .  .  

CHAPTER VI 

CONDITIONS OF SERVlCE APPLICABLE TIy BOTH CATEGORIES 

Review of the level of the education arant 

240. In resolution 441198, section I.G, paragraph 2, the General Assembly took note 
of the Commission's recom,nendations, submitted as part of the comprehensive review 
of condit‘ons of service of the Professional and higher categories of staff, _2$/ 
that (al the revised arrangements on the currency of payment should remain in piace 
for the time being, but should he evaluated on the basis of experience with the 
first round of education grant claims and (h) the level of the grant should 
normally be reviewed every two years. The Commission examined proposals submi,ted 
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 oraanizations 

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 $11.000 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 msximwn 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. Cosunenting on the ICSC secretariat proposal for location-specific adjustments, 
CCAQ also noted that the Commission had recently reaffirmed that the amount of the 
&ucstin!! grant should not ba differentiated by ;Itvel of education or by location. 
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CCAQ felt that the granting of location-specific a< justmauts might be inconsistent 
with the principle of a non-diffsrentiated grant. It was also clear that criteria 
would need to be developed for ensuring equity over time of such location-speciiic 
adjustments. CCAQ had therefore concluded that until thest and other unanswered 
questions had been resolved, it would be more reasonable to retain a ur,iform 
adjustment approach and to address the question of the pros and cons of global 
versus location-specific adjustments in a broader. i?ethodL>logical context. CCAQ 
further noted that a uniform percentage adjustment would not Tmpromise the 
equitable treatment of staff at different locations, because the grant which 
represented a percentage reimbursement of costs actually :nc\.rred. was designed to 
prevent over-compansation. 

244. The President of FICSA stated that while FICSA was not against a selective 
approach per se, it considered that such a fundamental change must be accompanied 
by an in-depth study, showing advantages and disadvantages over the presnnt 
system. In addition, members of FICSA would have to pronounce themselves on a 
change in methodology to determine and adjust the grant. FItSA cupported 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 an adequate 
education for the children of staff members. CCJSUA 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, *as A wise and rational 
approach in order to avoid past experiences which had made it necessary to increase 
the level of education grant by 50 per cent. Establishment of 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 vieu 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 treader terms to 
accommu,Llate the changing needs of the organisation and staff.. 

Discussion by the Commission 

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 s(r 
a8 to avoid staff members at some duty stations benafitting by less than the 
uniform increase that had been recommended and approved. The Commission recalled 
that the General Assembly had approved the 1988 increase OQ the basis of local 
currency entitlements for those countries where the remuneration correction factors 

were applied, with dollar-based entitlement6 being restricted tc the rest of the 
world. Thus the single dollar entitlement linked by floor exchange arrangements 
was replaced by seventeen different entitlement levels denominated in seventeen 
different currencies. Members recognised that this change in the system had direct 
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implicatsocs ior tne type rl edlostment system that would be e;rpropriate fvv 
periodic revision of t.6 level of t-%3 educat.ion grant. It was the vi,c:w of members 
that, given the inter-z<+ 1stioEship hetw.+ea the currency of paymrrrt arrangement ard 
the effec:.ive real value of Lho education grant. an appropi itte review could on1 y 
be mrlde after reviewing t1.e exFcricnce of the currency of pc,~~~nts arrangements, as 
well as the effects cl widely differing inflatini? rates. 

247. In the light of zta experience with the 14tl3 and 1988 revisions of the grant, 
tb~ Commrss~.on cbserved that the currert ad)ustnent system of l?nif-t-m adjust;,?r.nts 
for inflation combined smith ‘f-L1 currcncp protection ha(: yielaed r..sults that w,?re 
not tntGrely eguitable between dr’y staticns. The Commission noted thsr ,his 
approach dhd not differentiate for 5i3oificant’l,* varying rates of :n&3at5nn 
experienced over varicrr.: &dty stations and it discriminated in favour of ?.:,rd 
currency, lw it,flat.ion dnry stL.tions v-i~.=.+y-$~ softer currency. high inf la~~lon 
duty stations This effect could be partlcslhtirly niSrked,# TA pracricc, *‘M Lo the 
f,lct that sof’.er currency countries -end to oxperiai3c.e h:.qzer rates of irfl,at.i,;~?. 
For instance the present value of the ~~rdnt a*. C~rreAt IJuly ?9OG) erchanye rates 
varied hetireen $6,750 i.r+ rho United States do?lar area tr! $10,300 in thr Jap&nese 
yrc areb:. It vos rtota2 under this kind of errauc~emea: rbt Aeads were unevenly met 
as tY*t percent-a ?e cii excess eaprLdjt.nra cGsts aho%* the &icy imum a: lowable Ir vel 
raoiy~3 fro!? ,rc>,:i) in t2ir.e predominantiy ‘bard ~?urrc.:r-y areas co 26.3 per cent in the 
pC~ilAt! :it,erli rg area. The thrc.e areas where the c,r?.ct was least 3dequat.e to CD\%T 
needs (UAi ted XiAgdcV: 2b.3 pi- cant of zases exc~a3at costs: Italy: 
ib.5 per teat: a,r:d ‘Init-ed States dol?ar arua ~?ci ot!ltir counti-iee where no 
remtine~ation corrective factor was ibppl ied: 19.5 ;,er r.t:-cc) uerE the ones with 
lower absolute grant. :e~21:% dud t: 5 one: with. rPaaker currencies and higher, 
inflation rates. The aresis with the most adequate grant Se;reis (i.e. ro sass 
exceeding costs) were ti.ie ;ino~ wit’] the higrior absolute grant irsve: s in Unj ~.e,l 
States dollar ecrui”rhlent terms. 

248. It WGS against this ba~kgrouoii that the Cor%nissiuu examhad .:he recc:*~nendstion 
of CCAQ for crntinuiny the exist.ir.I adjustmeAt system and Lcr a 22 per cc!.t 
increase. While the proposed un?-form increase carried a certain appea.1 in term:. Lf 
simplicity and transparency, it would increase rhe allowable expenditure limit. both 
where there was a demonstrated need (actual costs exceeding current maximum 
allowable costs) and elsewhere as well. This approach would not adequately focus 
on areas where expenditure cases exceeded the maximum allowable costs and wouid. 
tb9reby, not improve equity of trsatment amon duty stations. Although a uniform 
increase would not result in overcompensation, as the grant represented a 
percentage reimbursment of costs, membera noted that it would result in systematic 
under-compensation zt those duty stations where the need was greater, thus 
$ncreasiag inequities. Referring to the post adjustment system in which equi:y was 
achieved through maintenance of ;Jarity of purchasing power by adjusting for both 
erchaag9 rat9 fluctuations and changes in infiation, the Commission noted that the 
present adjustmeut mechanism for the education grant differentiated only for 
curr ncy thrcugb the currency floor arrangments but not for differences in 
inflation rates. This differentiation had in fact resulted in a de factp selective 
approach, as evidenced by ths varying quantum of the education grant at different 
duty stations. The informatior iA annex Xx -elates existing grant levels and the 
need for an inCr9as9, as demonstrated by the proportion of expenditure cases in 
exc98s of maximum allowable costs. 
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249. The ;‘:ommission noted the problems identified by the CCAQ study and related 
issues raised by the secretariat with rrspect to the methodology for reviewing the 
qrnnt and decided that they merited further study in 1991. Such a study could 
rnclude the possible :c of school roes as an indicator for price movement as 
against the prese:.t cost approach bacrd on staff expenditures. 

250. The proposals of CCAQ on the ceiling on boarding costs, additional 
reirhursement of boarding ccsts, and special education grant for disabled children 
are alro reviewe,, by tne ComxLssion. The Commission’s decision regarding the 
ceiling QD boarding costs n:zy be found in paragraphs 251 (a) and (b) below. As 

regL.Ar?s the additional reimb=rse~en: of boarding costs and special education grant 
for disabled chi.ldren, it agreed to revert to these matters as part of the full 
study of the process for scr.tFncj eckcet~w grant levels in 1991. 

25;. The Comissicu decide3 to rerommcrd t.hat: 

(a) Tn areas where . 4cc.a~ +3t; v :llated expenses are incurred in Japanese yen, 
. _ 

Austrian: schillangs, Swirs francr,. Nrtharlends guziders, Finni-n markkaa, Belgian 
fra:lcs, ~anii;h klr.ner, krench francs, CE’A francs, Irish pounds or Norwegian kroner, 
t.he iaaximua mount of admissrble expenses an? t.he ceiling on boarding costs should 
cer-ain ,jn,zhangF,d at its current lcvcl; 

(L) >n areas where education related expenses are incurred in currencies 
ether than t&se iii subparagraph ici) above. the maximum amount of admissible 
expansr 5, the ~axi,z.~rs qrimt ?nd zcrling f,rr boarding costs should be set as shown 
below: 

Maximum afiniss! ,le Ceiling for 
educational expense Kaximum grant boarding 

Currer,;y ( local currency 1 (loci 1 currency) (local currency) 
_...-- ._- --___-- .-__ ________-.--- 

Deutache mark 26 395 19 800 5 867 
Spanish peseza 1 429 ?40 1 072 500 317 110 
Italian lira 15 39’ 209 11 549 997 3 422 22G 
United Kingdom pound I 183 5 307 1 596 
United States dollar area 11 000 0 250 2 450 

(c) The amount of additional reimbursment of boarding costs over and above 
the maximum graBt payable to staff members at designated duty stations should be 
maintiined 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 undertake a full study in 1991 of t?e 
process for setting education grant levels. 

.F anancial imvlicaa& 

252. The financial implications associated with the proposals were estimated at 
approximately Si.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 Commission's recommendation, 
which, he felt, was based on political considerations. He again underlined the 
need to inform the Assembly that, during the first year, the zest 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. 



CHAPTER VII 

CONDITIONS OF SERVICE IN THE FIELD 

Review of the conditions y$-Tu&eof the Field Service catem 

254. Since its twentieth session (July 1984). the ICSC has reviewed various 
conditi 1s of service for the Field Service category. During its review it has 
noted tr8i.t a number of common system organizations, 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 issue. _LI/ 

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 ware compensated through comparison with the United States Foreign Service. 
The possible consideration of the award of the mobility incentive or other 
ellowances for the Field Service category would be more appropriately revirved 
after the Commission had completed its review of the remuneration of the Fi-Id 
Service category". a/ In vier 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 
comparison 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 tha 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 or- 

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 years 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 
personnel were being used for other United Nations activities, for example, 
elections in Namibia, in addition to Peace-keeping missions. He emphasized these 
developments because the backbocr of the rapid deployment capability on "uhich 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 serw 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 elemeI,ts, but 
should take into account the nature of the operations, the political environment of 
pedce- keepin, activities and 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 Secretary--General welcomed the advice and views of the 
Commission on this item. 

259. He recalled that since 1961. the United States foreign service had been used 
as the comparator for the wield Service categorl, with regard to which the 
Cornr.ission had, on several occasions, expressed concern. Accordinyly, in the 
current review a grade equivvalency study with thr United States federal civil 
service was conducted on the basis of the job classification standard for the Field 
Service. Thereafter five countries were selected for rem;lneration comparison 
purposes (Israel. Syrian Art& Republic, Pakistan, Cyprus and Egypt). vhich 
represented the most par lous peace-keeping missions and three quarters of the 
total Field Service staff. This comparison showed that the overall weighted 
average of emoluments of United 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 tripartite study group had recommended the application 
of the mobility and hardship packages to the Field Service category. In the 
application of the mobility and hardship matrix and assignment 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 Professional 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. Ue 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 internationally and should be rewarded 
accordingly. The Secretary-Gnneral commended these proposals for the Commission's 
support. 
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Views of th&stJff representativa 

263. The representative of the Field Service category stiff noted that there had 
been no meaningful review of the Field Service conditions of service since 1381. 
He stated that staff had been bewildered at the lack of application of a mobility 
element to this category sinct mobility was required st 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 tb-’ *he proposed modificat'ons to the remuneration of 
the Field Service category rcr. sented essentially a re-designed remuneration 
structure and a revised remuneration adjustment system In this regard, it 
expresser! the view that staff in the Field Service category with duties and 
responsibiiities similar to locally recruited General Service staff shoulc be 
sjmilarly re!>unerated. It recognised, however, the unique requirements of Field 
Service positions with regard to secure and confidential lines of communication and 
relate? 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 s base scale concept where such corsiderations 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 and higher category. In this regard. it recognised that both 
categories were internationally recruited, that nardship conditions applied equally 
at a given duty station and that mobility requirements 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 291 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 mobility 
statistics, for example, which showed that Field Service staff moved to more duty 
stations in a shorte- period of time than staff in the Professional and higher 
categories. It considered, however, that Field Service staff remained at a d&y 
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 extent, controlled the degree of 
mobility, thereby also controlling payments under the mobility and hardship 
matrix. It recognized in this regard that the matrix would be applied to salary 
levels of the Field Service, which, under the propoaed 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 thQ 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, rtep VI, represented the mid-point of the base 
salary scale for the Professional and higher categories, 31-7. atep VI, represented 
the top of the Field Service base salary scale with the ecale decreasing from that 
point below the P-l level. 
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268. Some members reiterated the view, expressed at an earlier session of the 
Conunisslon, that the Field Service category was a 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 organizationv (UNDP, UNHCR and FAO) was on the decrease. Tkey were 
of the view that this category should be uried for tb? United Nations peace-keeping 
operations and expressed the hope that other organizJtion5 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 os 
Nicaragua, Western Sal.ara, Namibia 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. 

Decisions of the Commission 

219. The Commission decided: 

(a) To use the United States Eederal 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 motiLlity 
and hardship matrix for the Professional and higher categories. a/ In the 
application of the matrix, the Field Service base salary scale recommended in 
subparagraph (b) above would be referenced; 

(13) To approve the application of the assignment 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 ssme 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): 

(f) 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 it8 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 VI11 

ACTION TAKEN BY THE COMWSSION UNDER ARTICLE 14 OF ITS STATUTE 

271. At its t*lirty-first session in March 1990 and its thirty-secotid session in 
July 1990, the Commission considered the question 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 catf?ma 

212. The Commission’s consideration included both the monitoring of its previous 
recommendaiions and a review of the statistical data composed of a comparative 
analysis of the time that men and women in the Proft .hional and higher categories 
spent in grade as at 31 December 1988. 

views of-!&z-sxganizatim 

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 Genera 
Assembly. CCAQ noted that organizations did not have an absolute lmrohibition on 
the employment of spouses. In some organixations, spouses could be recruited 
slbject to certain conoitions (e.g. that there should be no direct hierarchical 
relationship in the work-place); in others employment of spouses was not normdly 

permitted, but exceptions could be made. CCAQ noted that in some organirations 
with very small numbers of staff, spouse employment was simply not feasible. 

1 

214. The representative of UNESCO was of the view that the objective of recruiting 
and retaining more women could be attained by the efforts not only of the 
organisations, but of tile member States as well. He asked the Commission to urge 
member States to intensify their efforts to identify women for posts in the 
organisations. A problem common to many organixations was that of zhose women who 
had been offered posts and refused them because of the inability of their spouses 
to obtain administrative authority from the competent national 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. 

Eews of the &sff reDresenw 

275. The representative of CCISUA stated that the main problem for women in the 
General Service category was not lack of representation but of career development. 
Secretaries, as a group, had been particularly disadvantagei:. 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. In 1989 only 22 per cent of the new recruits were 
woman. She then provide6 some statistics on the representation of women at various 
level8 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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piscussipn bv the Commissic+ 

276. The Commission agreed that traditioaal attitudes remained the biggest obst&le 
to improving the status of women. The Commission further agreed that 
qualifications should be the main and indeed sole criterion also in the recruitment 
and promotiot of men and women. All things being equal, however. most members of 
the Lommission were of the view that until the organisations attained the targets 
set by them, affirmative action programmes favouring women were a necrssity. Some 
members felt t'-t iL would be helpful to obtain data showing the progression of 
women from the P-5 to rhe D-2 levels with respect to recruitment and promotion from 
1980 to the present. 

271. Some members felt that it was important to bring to tne attention of Member 
States the possibilities that existed for women in United Nations orgenixations and 
that more efforts should be directed to those countries whose female nationals we:e 
poorly represented. They wondered 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 421221, 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 
:*ession. 

Decisions of the Comminsion 

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

(a) In cases where rational administrations required sponsorship, the 
organisations should do their utmost to inform those administrations of the 
importance they attached to the submission of women candidates; 

(b) The highly technical organizations that reported *he 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 number of women at 

the P-5 level and above and in decision-making and policy-shaping posts throughout 
the organisations; 

(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 spousas on regular posts: 

(g) They should intensify their efforts to facilitate as appropriate the 
employment of staff members’ spouses: 

-76- 



(h) They should amend, if they ha<1 not already done so, their personal 
history forms to permit candidates to indicate their villingness to have their 

) forms shared with other agencies. 

280. In response to Assembly resolution 421221, section V. paragraph 1 (b), the 
Commission furthe decided to request its .- ecretariat to meet with representatives 
of the CCAQ secretariat and the staff to devise a questionnaire that would be sent 
to the organizations, with a request that the co-npleted questionnaires b: returned 
to the ICSC secretariat in time to enable it to prepare a document for submission 
to the Commission. 

enera Service and d&&i categorias 

281. In response to the Gecerel Assembly req~*est -eferred to in the preceding 
paragraph, the Cwnmixsion considered a report on 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 organizations included (a) an occupational group 
breakdown (using the CCOG code) by gender and grade, (b) tire-in-grade by gender 
and by occupational g.oup, and (c) promotions by gender from t1.c General Service to 
the Professional category fluring 1989. 

Views of the oruanizationp 

282. CCAQ had some difficulty in under,tandinq the focus of the Assembly’s request 
to analyre measures taker to impcove t.r status of vomen in the General Service 
catcgor y. Since vomen vere ou the vholt ~~11 represented in the General Service 
category, the issue was presumably not one of global representation, but of the 
career development of women in the General Service and related categories. On the 
rne hand CCAQ concurret with the secretariat's conclusion that there was no 
discrimination between pen and women in this category as regards either level of 
appointment or rate of promotion, while on the other hand, it acknovledqed that 
these conclusions h-d been reached on the basis of less than representative data. 
CCAg was of the view thz'_ this issue required a more proactive conceptual approach 
going beyond mere statistical analyses. 

~ Views of the staff wesentatiw 

203. The Vice-President of PICSA referred to the emphasis over the past decade 
‘, placed on tha low representation of vomen in the Professional cateqory, especially 

in senior posts. While PICSA supported efforts to correct this imbalance, it 
underlinad that in most organizations the majority of women vere 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 vomen vere located in secretarial and clerical occupations, 
their possibilities of advancing beyond the G-S level were limited given the job 
classification levels of those posts. A review of recruitment, promotion and 

, career development policies should be carried out in order to develop a balanced 
approach to human rcdources development. Recruitment of vomen in traditionally 
male-dominated occupations, including Trade6 &ad Crafts and Security, 6bould be 
encourrged. PXCSA proposed tbat a tripartite Working Group be eetabliehed to carry 
out an in-depth study of the status of women in the General Service category and 
decide, m, on its purpose, methods by which the etudy veuld be carried out 
and to propose recomnendations and solutions. 
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284. Tho represesentative of CCISUA regretted the lack of pricrity given by the 
Commission to this important subject. It was essential to appoint and promote more 
women in the Professional category a:rd above to decision-making posts through 
affirmative action programmes. The problom for women in the General Service 
cI. '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 required more thorough study and 
consideration. CCISWA felt that the spirit and intention of General Assembly 
resolution 421221, 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 Connnission 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 prograssion of women in the General Service and related categories and in 
general enhance the status of all women in t.he conmon system of the United 
Nations. 

ausicm by.&& Commission 

205, The Commission recalled its numerous recommendations on the status of women in 
the Professional category, which had been a standinr item on its agenda for the 
past five years. Although the Commission had in 1985 made a number of 
recommendations for non-Professional staff in connection with its consideration of 
the subject of human resources planning ;ip/, it was taking up this matter in the 
present context for the first time. The Commission was concerned that recent 
priorities ralated to its responsibilities yis-h-via 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.2 attention of 
the General Assembly and to make recommendations for their solution. 

266. 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 a particular field of work; that overall, women, who accounted 
for approximately two thirds of the total staff in the General Service category, 
spent no more and usually less time in grade than ment and that, with regard to 
promotions from the General Service to the Professional category during 1969, men 
were slightly favoured, by 0.15 percentage points, over women. 

281. The Connnission recognized that while the document concentrated on the 
relativitier 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 isclue of career development. It noted that the C~?a\Q 
Personnel Data Ease, while comprehensive. did not contain all of the information 
needed, and it was of the view that it should be supplemented by the collection of 



ncditional data as required. The Commission wac cognizant however that at a time 
of zero-growth budgets in many organiaatione. the various personnel depr-tments 
that were responsible for producing data were often the first to undergo staff cuts. 

. . OQB of the Conm.issape 

280. In light of the above, the Commission decided: 

(a) That, in order to meet the request of the General Assembly in its 
resolution 421221, 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 women in both the 
General Service and Professional categories whose exact terms of reference would be 
quite broad, and whose overall aim would be to identify the problems facing women 

in the United Nations sys+ 5: ond to aid the Commiar;ion in devising strategies for 
the implementa.ioc of its recommendations. 
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-yITER IX 

ACTION TAKEN MT THE COMMISSIJN UNDER ARTICLE 17 OF' ITS STATUTE 

Implementation of the recgmdations and decisions 
of the Commission 

289. In the fall of 1989, the Commission conducted a survey of best prevailiinq 
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. Foilowing 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 organisations with 
staff in New York, it was approached by the Acting Under-Secre!ary-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" ilntil July 1990. Concerns of 
the Secretary-General of the United Nations regarding the results of the survey 
were also commu..icated to the Commission through its Chairman. The Commission ga\'e 
very careful consideration to the representations made by the Secretary-General and 
other senior officials. It concluded, however, that the survey methodology 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 anj 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 Development 
Programme/United Nations Population Fund and the United Nations Children's Fund. 
The Committee established a working group to review the conduct and the results of 
the salary survey for the General Service category. The Secretary-General had 
decided not to promulgate the salary scale recormnended 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 Conxniasion 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 
ite statute that the Commission addressed this matter at its July 1990 session. 
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views of the renresentatives of the United N&&J&S 

293. At the outset the representat've of the Uuited Nations emphasised that he was 
speaking <n behalf of all the New ‘Fork-based organisations. for which the outcome 
of the survey of the General Service category had become a matter of concern. 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 secretari&. The Secretary-General, in 
considering the conclusions and recommendations of the special Committee, did not 
feel 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 Secrete .t, including those in th 
General Service category, had made an important contribution to the accomplishments 
of the Organisation in Namibia. The Secretary-General 'lso could not ignore the 

fact that all other categories ot 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 element of judgement had to be 
exercised. It was with this background in mind that the Secretary-General had 
decided to promulgate the November 1989 scale for the General Service category at 
New York effective 1 October 1989. The representative of the United Nations 
provided examples of the specific problems identified by the special Committee 
which forwd the basis of the Secretary-General's decision. The Secretary-General 
had, inter ali-@, 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 reviev of the 
headquarters' salary urvey methodology. 

294. The Assistant Secretary-General 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 example, 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 f.111 co-operation with the Commission in the future. 

views of the re-fative of the staff in New York and FICSA 

295. The representative of the United Nation8 staff in N8r York reminded the 
Commission that at the end of the March 1990 session 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 affair8 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 staff. There were no adverse 
implications in the Secretary-General’ s decisions and no financial implications. 
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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 itc rresent forum -n 
ICSC to the Fifth Committee. He noted that the discussion in the Fifth Oommittee 
would not take place between the Commission and the Secretary-General, but rather 
between the representative5 of the staff, the Commission and the Fifth Cominittee. 
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 PICSA reminded the ICSC that in 1979 the Director-General of 
IL0 had taken the decision, supported by the Governing Body, to adjust Genera3 
Service salaries in ILO, 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 bv the Cornmiss- 

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 
Headquarters' locations. Itbas 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 oti.er than technical 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 Commfssion was of the view that had the 
Secretary-General produced reasons other Lhan 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 concern to the Fifth Committee of the General 
Assembly and to no one else. The Secretary-General, hOWeVer, had taken a different 
rOUt8, 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 administrations and staff to express 
their views, which the Commission then addressed in depth. It further recalled 
that the position of the administrations in 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 wa5 also recalled that the administratiOn r8pr858ntativ85 had not 
complained about any contravention of the methodology during the survey. The 
Conmi85ion noted that while th8 staff of the blew York-baaed organizations had 
raised 5p8CifiC i5SU85, they had failed to make a convincing case regarding 
improper or faulty application of the methodology, this. in spit8 of repeated 
requests from a member of the Co5m1i55ion to cite even a Sing18 example. The 
position of the administrations at the July 1990 session of the Commission was, 
however, different. 

299. It ua5 r8COgniz8d that the Secretary-General was confronted with two separate 
58t5 Of r8CO5558ndstiOnS a5 regard5 the G8n8r51 s8rViC8 55hrie5 in N8W York. The 
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Llrst emanated from the Commission which, according to article 12 (1) of its 
I Latute , was mandated to "establish the relevant facts for, and make 
recommendations as to, the salary scales 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 tro-party committee, unlike the 
Commission, offered no guarantees of an obje,:tive approach. 

300. The Commission recalled that time and again its partner: stat<3 that the 
General Assembly modified the decisions of the Commission With little regard for 
the valuable input from the organizations and staff which had contributed to those 
decisions. The view was also repeatedly expresset that if the General Assernt~y tic 
not agree with a particular decision of the Commission it should remand the n!attc! 
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 techn5p.i dpficiencies of the survey, the matter 
should have been sent back to the Commission For further considerati*ln. 

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

302. Regardinq the Committee's recommendatron 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 ur.ti; 
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 Secretary-General, the staff 
from the General Service category in Xew 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 aczordance 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 technical reasons given for this action, that is "... difficulties 
encountered in the salaly 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 t? substantiate any violation of the methooology during the 
survey process. 

306. The Commission regretted this ection because it violated the principle cf best 
prevailing local conditions which governed the determination of Genera3 rcrvice 
salaries, thereby setting an unfortunate precedent which in the future could damage 
the common system accepted by participating organizations. Furthermore, this 
decision could erode confidence in the Commission, thei-eby damaging its authrrity 
and therefore its capacity to function as envisaged in the statute. 

L/ ILO. FAG, UNES:@, ICAO, WHO, UPU, ITU, Wt40, IMQ, WIPO, IAEA and UNIIL?. 

Ibid _-- .  I  vol. I. 

Ud., Sx?&i?wc_t.&o_NoL_4 (A/44/9). 

Ibid -_-.I S-uulement No. 3Q (A/44/30), vol. I. para. 53. 

Ibid., vol. II. paras. 183-197. 

&id., paras. 359-454. 

u., vol. II. para. 250 (a). 

Ibid., Thirty-ninth Session, Suoolement No. 3Q (A/39/30). para. 198. 

u., Fortieth Session, Supplement No. 30 (k/40/30), para. 174. 

u., Thirtv-ninth Session, Suoolement No. 30 (A/39/30), para. 191. 

Dk$., Drtv-fourth Session, Suoolement Vo. 30 (A/44/30), vol. II, 121 
para. 357. 

u/ m., para. 35. 

221 W.. para. 173. 

UP 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 regtefisivity 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 
=f 1 Daly lPQ0 had ta bs scaled down from their previous levels; hence, the drop in 
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&t~_s (continued) 

the post adjustment multiplier for New York from 73 to 47.4. The multipliers 
projected for 1 October and 1 November were calculated using the multiplier for 
1 July as the basis. 

u/ Official hecordsf t he _--- Generalsse.m!Sy,m Foruy.fourth Session --_L--.. _I 
&wlemett N~._-3_0 (A,'44/-O), vol. II, para. 173 (e). 

121 Ibid ___.” para. 173 (f) 

E!/ The Pay Comparability Act, B law passed by the United States Congress in 
1970, was established to maintain full pay comparability br~tveen the United States 
federal civil service and its comparator, the United States private sector. The 
law established twc entities, t.he Pay Agent (currently the Secretary of Labor an? 
the Directors of the Offices of Management and Budget and Personnel Mar.agement) and 
the Advisory Committee on Federal Pay (a three--member group of private sector 
representatives) I Under tht 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 privat.e sector and to recvmmend a salary 
adlustment 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 
tte 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 President 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. 

2Q/ Official Records of the-General &.e~),,l;y, F~:Ty-fo~tt S_e.t?sipn, 
Suuolem(nt No. 30 (A/44/30), vol. II. paras. 118-i13. 

a/ u., para. 316. 

a/ u., para. 453 (9). 

a/ m., Fortv-second session. Suuolement No. 30 (A/42/30), para. 146. 

a/ u., Forty-fourth Session. Sqpp lement No. 30, (A/44/30), vol. II, 
para. 34. 

a/ U&j., para. 429 (a). 

2p/ $J&$., para. 406 (h) and (i). 

a/ m., portv-second Session. Suoolement No. 30 (A/42/30), para. 236. 

a/ mi., para. 209. 

zp/ For the Commission's recommendations regarding the recognition for the 
field service/mobility/hardship for the Professional and higher categories of 
staff, see Officlale1 -1~. Fortv-fourth Sessaa 
wement No.- (A/44/30), vol. II. pzras. 

, 
313 and 333 (b). 
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Accuracy 

Circularity 

Downward spiral 

Housing costs 

Housing prices 

Housing weights 

ANNEX I 

Denotes in t” i I;* ral s>tatisticar sense the c;;seness of 

computations cr e .timatf s to the true values. 

In the present docwnt .?t, the word circularity is used in tJ#e 
same context as the wmrds downward spiral (see below). In the 
context of price indices, in statistical terms, the term 
clicularity has an entirely different meaninq% 

The progressive reduction in the standard of housing 
accommodation for international staff as a result of tht use of 

net rents and housing cost comparisons in the post adjustment 

system. Under conditions of r-isir,o market rents, contstraints 

on post adjustment (freeze) make remuneration levels 
insensitive to housing cost chancres and, conseguentlp, a 
dctwnward spiral becomes inevitable and self-reinforcing. 

Rents a/ and other related costs paid by intrrnational civil 

servant.s. These include rent, apportioned costs, electricity, 

gas. water charges, heating, garhaqe collection, prorated cost 
of a cooking stove and refriqerator when not provided by 

landlord, mandat.ory 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 Ilnited 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 percentage 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. 

Income replacement This term is used in the context of pensionable 
ratios remuneration and pension entitlements of the Professional and 

higher categcries 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 
aaavicc. 
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Indices 

Fisher: The geometric average, or sguare r-cot of the product, of the 

Laspeyres and Paasche indices. 

Laspeyres: The Laspeyres index is comprised 01 the avr.rage of price ratios 

of a basket of goods and services, weig’ Led by the consumption 
pattern of the base city (New York). The average is a weighted 

arithmetic mean. 

Paasche: The Paasche . udex is comprised of the ave:aqe of price ratios 

of a basket of goods and services, werghted by the cvnsilmption 

pattern of the ‘?rget duty st.ation. The average is a weighted 

harmonic mean. 

Ndr ket prices 

Modif ied ECPA 

formula 

Rents paid in the local ma: ket for housing leased within tt,c 

iast six a110nth5’ leiscs of for one year or more anA meeting the 

standards defined in the present rcptrt. $/ 

Under the modif ied ECPA f ormulia, I rsI,ondents in a present and 
preceding survey are grouped into four categories: 

(a) Those in tne same dwelling with unchanged rent; 
(b) Those in the same .iwellinq with changed rent; 

Cc) Tho. e who moved to another dwelling; 
(dl Neucomers, 

For those in category (b), the rent index wds calculated as a 
simple arithmetic average of individual rent ratios. for those 

in category (cl, the rent index was cnlculated by comparing thr 
new rents with avertiges for the same dwelling sizes in the 
previous year. 

For newcomers, defined as c ent respondents who arrived ht 
the duty station within the 12 mrnths from the survey date an2 

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 0: the 
preceding survey. Rent ratios were then averaged by a weig’rted 
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. 

Non-respondents were assumed to have unchanged rents. However, 
staff on official mission and on leave for an extended period 
*rere excluded from the calculation. 

Home-owners were excluded from the comparison when they 
returned the required questionnaires duly completed. 
Otherwise, they fell into category (a) above, i.e., they were 
----lA -̂̂ A ti"UPL"T.s.V oz rznters -____ W-J *k '~??rhyyl rent. 
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The final rent index was calculated as a weighted arithmetic 
average of rent indices for *he categories mentioned above. 

4odified Walsh 
i nder 

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 fcrrmula is a geometric 
average of price ratios between each duty station and the base. 
weiqhted by the average weights of all counlrie., involved in 
the exercise. The modified Walsh index approved for 
calculation of ne* place-to-place cost-of-living indices uses, 
for ptirpose of weights calculation, only weirhts of 
headquarters duty stati0r.s and Washir3ton. 

'ut -of-area price The out-of-area index represents the dollar-based avrrl-aga- index 
inflation, in a certair. number of countries and is usec tc. 
measure the price movemen! of yoods and services purch.sed 
outside the country c,f assigwent b-y ;nteInatiohal sLaf *. ' T“:e 
out-of- ‘-tea index used for cal:ulatlq post adjustment ivldices 
in arl duty stations until August 1987 and up to SeFC-ember 19tG4 
in New YC rk and Washington. was hased on cost of--living and 
exchange rate changes 11~ about 50 count.ries with convertible 
and non-cornvtrtible currencies. Since Sept.ember 1937 an 
out-of-area index based on 21 cour,tries with convertible 
currencies has bee:; used for calculatixy post adjustment 
indices, 

sndom sample 

?muneration 

A place-to-pltice survey provides tfit ber.chmark 
information for the calculation of post adjustment indices in 
each duty station. All place-to-place comparisons provide a 
we hted average of reldtive levels of prices of selecw3 items 
after taking into account the expenditure pattern of 
international staff. 

A random :.ample is one drawn so that the probability of 
selection of every element in the population is known -price. 

The scales of salaries and post adjustzmcnt amounts for the 
Professic.al and hiqher categories >f staff in effect through 
30 June 1990 werd such that when the local currrxy at a duty 
station outside the United States appreciated yis b vis the 
United States dollar, losses in take-home pay in local currency 
terms were experienced by Rtaff. When the local currencies 
depreciated yi* a via the United Stat88 dollar, gains in 
take-home pay in lOCal CUrr8nCirs resulted. In order to 
minimize these losses and gains the ComT.ission had approved a 
system of remunerat 30 correction factors. The system applied 
until ?O June 1990 c duty stations in Canada, Japan. CYA franc 
countries and in European duty stations with hard currencies. 
The application of RCF8 was discontinued from 1 July 1990 with 
the introduction of the revised salary scale. 
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Rent: 

Cross Actual rents raid by intr*national civil servants w.thout an 

adj:.stment lo! any rental subsidy received. 

Net AC(U rents paid by internakional civil servants less any 
element of rental snb,+idy received. 

Rental s:~l ,idy Payment to a st.a:f men,ber of a port ion of rent where rents are 

excessive accordinq to es .ablished criteria. A port ion of the 
difference bet.werxl an estab1ishf.d percentage of a staff 

member’s take-home pay and a reasonable maxim,um lect LOO an 
apartment suitable to his family size is paid 83 a rental 

subsidy. At heac ,uar:ers, the subsidy is cu: rPat.ly !  imilrrd to 
five years alid the port ion of the rent sutb,jrii:,rb rJlmini.shrs 

over t imr * ‘Tl~t:e is cv time lirr.it. in thr ficici and the portior. 
of rent s-ubsidizeci does not Oecrea:.r OV( I t.Ale. 

k set of rules or specifications, i:i+ter~,3incr; teic,re aray data 

are collertef?, for obtaining a s;t~:r;Ir Lrojn i. given population. 

That part. of the error of an est.imnt.nr clwinq to the fact that 

the ‘LS~ imator i.; obtaiA. 4 f ram a s;.,~JI!P ratter than a 
IOC :ier cent enumeration usinq the same prs’rctures. It is 

distinct. troK. err ITS caused by iqipc,r!ect :jr;ecc Inn, bias in 

~~!,p~nse o: est.im;tt ion, errors of c!jserv ti?r: i,r!d recordinq, 
etc. 

The :,anplc size, is detrrminec’ by ;7pp:ying t.he z-ules defir.ed in 

the si.nr,ile dvsiqn tc semi know c:J+racteri:;tics of the 
pc‘pu: ation in order to achie,re 5 c’rsired level of reliability 

wirh a spbcifiea degree of ccz&tidence. In the case of 
espe:.lditure surveys, t-he known characteristic is the income of 

the staff member accordin.; to the Professional levei, step ano 

dependency status. 

Seasonal vdriation 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 periodic n-ture that 

occurs within a year. 

Standard deviation It is a measure of the spread in a set of observations. For 
example, if all the values in a 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 t&e other hand the i:ems were dispersed more and 

more widely from the meazx, the standard deviation. would become 

larger and larger. 

Threshold 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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Tjme-to-ilme 

ccmpar i sons 

Surveys carried out only at places for which a suitable 
consumer ;Jrice index is not available, or where high inflation 
or substantial devaluation of local currency has occurred. It 
consists of 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-tkme surveys are used to 
update pest adjustw=nt indices over time, in the same way 
consoler price indices are used, in countries for which they 
,re available and considered appropriate to adjust salaries of 
international staff. 

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

b/ Alternative fcrn.ulated by PICSA: rents offered for housinq in the marke! 

meeting the standards defined in the present report. 
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ANNEX II 

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

(a) The total net remuneration amounts (net base salary, p3).s PCS' i:?justment 
at the current level of multiplier 43 at the dependency rate) 1~x6 calculated :or 
the United Nations officials in grades P-l to D-2 in New York: 

(b) The rate of pension benefit accrrmulation 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 accumulation rate corresponds to 
the rate in the comparator service): 

!c) The resulting amounts in (b) above were grossed LIP by the reverse 
application of the scale of staff assessment applicable to staff members with 
dependants (these amounts represented the gross pension amounts t.o be earned after 
25 years of contributory servict); 

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

(e) 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 
comparatc,r service were significantly higher, e.g., for the lower grades. 
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First 15 000 4 
15 003-25 000 20 
25 OrJI-35 000 25 
35 001-55 000 29 
55 001-75 000 32 
75 001-95 GO0 35 
95 001-125 000 37 
Over 125 OCO 39 

izrst 15 00'3 117 
25 001-20 000 25 
20 001-2s 000 28 
2: 001-30 000 30 
30 Or--25 OljO 32 
35 001-45 OQO 34 
45 001-55 000 36 
55 001-65 000 38 
65 001-80 000 40 
80 001-100 000 42 
100 000 md above 44 
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Annex IV 

(a) The average amounts of pensionable remuneration applicable in both 
services at comparable rates over each ,narqin period (1 January-31 December of the 
margin year) would be used to calculate pensionable remuneration ratios at United 
Nations grades P-l 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; 

(cl The weighted average n 8. above would be adjusted to account for the 
Xew York/Washington, D.C. cost-o: living differential. as is done in the net 
remtrneration margi: c lculations; 

(d) In 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 figure after the adjustment for the cost-of-living differential, 
would be provided. 
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ANNEX V 

Commrison of average-pensionable remuneration of United Nu 
officials in arades P-l to D-2 in New York and the cornDMB&r 

Givil service in Washinaton, D.C. 

Grade 

United United United Nations/ 
Nations States United States 
(United States dollars) ratio Weights 

D-2 110 213 86 854 126.9 2.8 

D-l 97 794 lb 745 127.4 1.9 

P-5 85 375 66 b37 128.1 21.8 

I -4 72 956 56 528 129.1 28.0 

P-3 b0 538 46 420 130.4 23.3 

P-2 4b 119 36 311 132.5 13.2 

P-l 35 7OC 26 203 136.2 3.0 

Waiqhted average ratio: 129.7 

Adjusted for cost-of-living differential (11.3 per cent): llb.5 
____.-___-- __- .- 
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with 
requ .i 

ANNEX VI 

Workina g.rP-u-remuneration strucwss: mandate and 
consideration ofqroblems relatina to housina in f&s 

present remuneration sm 

Part A. Mandate of the Workina GrouP 

TLe s'andate of the Working Group was as follows: 

(a) To elaborate further on the identification of all problems associated 
the treatment of housing under the present remuneration system. Problems 
ring further analysis included: 

( i5) 

(iii) 

(iv) 

(v) 

(b! 

(i) Inequity of treatment among duty stations and amtng staff members at the 
same duty station, including the particular problems of newcomers: 

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

Operation of the existing rental sbbridy schemes in the field and at 
headquarters; 

Effects of rising housing costs under co,lditions of a post adjustment 
freeze: 

The particular problems of limited choice and non-availability of 
appropriate housing at certain duty stations; 

To consider the detail& 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) Determination 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. Gummarv of problems identified bv the Workins Groue 

1. The Working Group reported that inequity Of treatment among duty stations 
resulted from the operation of the current post adjustment 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 only afford housing in 
outlying areas or smaller, less desirable dwellings. The rent levels of those 
dwellings were, in turn, reflected in the post adjuutment 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 headquarters duty stations a staff member was able 
to acquire accommodatioa 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 duty station - in terms of the 
housing they were able to obtain - had become a more acute pri'hlem al 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,>n 
the rents paid by newcomers in many headquarters duty stations were substantiall, 
hCqher 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 rental 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 acre 
some 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 difficulties, while serious, could ne 
dealt with when it came to comparisons between New Pork and other headquarters, 
European and North American duty stations. The Working Group also reported that 
comparisonr 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 thee. problems. 
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4. Imprecision in the measurement of housing costs also resulted from p 1st 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 Commission bad already decided in 
19R9 to replace the modified-ECPA formula by an alt-raative 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 reported on the problems associated with the operation 
of the existing rental subsidy schemes in the field and at headquarters. It was 
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 rep@rted 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 brie 
dwelling to another owing to a change in family circumstances or in the nature Of 
the accommodation that they occupied. Although there were force maieure 
provisions, they were too restrictive. Currently, the way the scheme operated at 
Headquarters meant that, for reasons beyond their control, a aumber 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. 

I 
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 izrposes 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 newly 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 lift 
the PAI. However, as the introduction of the headquarters scheme was soon followed 
by a freeze, incomes did nof rise sufficiently yis-h-vu housing costs with the 
result that the newcomers’ rent-to-income ratios did not fall over time as had been 
assumad. 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 remained uncomfortably hiqh even as they remained at the same duty 
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station beyond the five-year cut-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 PAX. In effect the headquarters rental subsidy 
scheme by virtue of its design had reinforced the downward spiral. 

a. In summary, the Working Group had indicated that some of the major unresolved 
problems 

(a) 

Ib) 

(c) 

(ai) 

(e) 

(f) 

!g) 

in respect cc the rental subsidy schemes were as followst 

Different treatment of headquarters and field staff; 

Eligibility conditions; 

Til.lo-limits on the s:bsidies payable at headquarters; 

The regressive formula for subsidies at headquarters; 

Restrictive nature of tne force aaieu e . L r provisions; 

Inconsistency between the threshold and the post adjustment calculation 
procedures: 

Unduly cumbersome procedure used for calculating thresholds. 
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ANNEX VII 

QyRrview of allowances for the Pmfess:onal and hm 
wories of staff in the United Nations system @ 

the co 
. . 

mparator cavil servi- 

COMMON SYSTEM ALLOWANCES AND OTHER CONDITIONS OF SERVICE 

1. EDUCATION GRANT 

I.1 Education grant (regular) 

I.2 Education grant (special/disabled) 

2. DEPENDENCY ALLOWANCES 

2.1 Children's allowance 

2.2 Spouse allowance 

2.3 Seccndary dependant's allOwanC0 

2.4 Treatment of dependency in other allowances 

3. ALLOWANCES RELATING TO MOBILITY AND HARDSHIP 

3.i Mobility and hardship allowance 

3.2 Assignment grant 

4. SHIPMENT AND BAGGAGE ENTITLSMENTS 

4.1 Removal of household goods 

4.2 Shipment of personal effects 

4.3 Storage provisions 

5. TRAVEL 

5.1 Home leave travel 

5.2 Education grant travel 

5.3 Family visit travel 

-lOO- 



6. SEPARATION PAYMENTS 

6.1 Commutation of unused annual leave 

6.2 Termination indemnity 

6.3 l.epatriation grant 

6.4 Death grant 

7. LEAVE 

7.1 Annual leave (includes home leave! 

7.2 Sick leave 

1.3 Maternity leave 

7.4 Special leave (with and without pay) 

7.5 Official holidays 

8. MEDLCAL INSURANCE 
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1. EDUCATlON GBANT 

1.1 Bducatiog arant (regular) 

Irationale/purpose: The aducation grant is designed to cover part of 
the additional cost arising from the fact of a 
staff member’s expatriation of educating his/her 
children. 

Date first established: 1946. 

Eligibility criteria: 

Basis/formula: 

Internationally-recruited staff ri,%nbern with 
appointment of one year or more serving 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 recognised degree, whichever is earlier, 
subject to a maximum age limit of 25. 

Current amount: 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 par year. Where an institution outside the 
duty station provides board the annual 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 reimbursement of $6,750. At 
duty stations where educational facilities are 
unavailable or deemed to be inadequate, 
lO(i 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. 

Effective date: School year in progress on 1 January 1989. 

Limitations on payment: 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 
educatzon allowance (or cost-free education in the case of locations where United 
States schools and instructors are maintained) from kindergarten through secondary 
school level. In those areas where adequate schools arc not available, room 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 approximately 20 schools. For thz: 
1989/1990 school year the marimrun 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 amount 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 a school of their choice in thp Jnited States or 
abroad, including non-United States curriculum schools and re:eive 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 amsunt of $1,500 
per school year is granted in those cases where supplemental instruction is 
rlnquired 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 Bducation arant - soecial/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/formula: 

Current amqunt: 

Limitations on payment: 

Medical evidence that the child is unable by reason 
of physical or mental disability to attend a normal 
edu.cational institution. 

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. 

The staff member is required to produce evidence 
CLIC -1, m*L-- --..- I-- ^C .---#1*- *.-.. ---- .- ..e."C we- "U.". ""WA"_" "A YSIYWLICO LIIOC U,O~ "0 
available have been exhausted. 
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Review/updating procedure: 

Basis/formula: Statistics on the levels of expenditure. 

Freguencyr 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 $16,650 in lieu of the school at 
duty station rate, or up to $37,000 for schools away from the luty station. 

2. DEPENDENCY ALLDWANCES 

2.1 Children's allowance 

Rationale/purpose: 

Dare firs . established: 

Eligibility criteria: 

Basis/formula. 

Current amount: 

Effective date: 1 January 1989. 

Limitations on payment: I f  payments are received under national social 
security systema, the amount of the allowance is 
reuuced accordingly. 

A social benefit to take account of expenses 
varying with the number of dependants and to 
provide au ircome equalization Factor for staff 
with dependent children. 

1946. 

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

Based on t?e 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. 

Tke ccrrent 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. 

Review/updating procedure: 

BasiB/formula: On the basis of the tax abatement and payments 
-under social legislation for children a8 a 
percentage of P-4 step VI net salary. 

Frequency: Every three years upon review by ICSC. 
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COMPARATOR 

Recognition of costs of rearing children is through the comparator’s tax 
systam both in terms of a deductible amount (exemption) for each child and 
deductible allowable expenses which reduce the overall tax burden. 

Rationale/purpose: 

Date first established: 3349. 

Eligibility criteria: See purpose. %ihere there is 20 dependent spouse, 
the first dependent child entitlbs the staff member 

to dependent rates of salary and post adjustment. 

Current amount: 

Effective date: 

Limitations on payment: 

2.2 we allowance 

A social benefit to take account of expenses and to 
provide an income equalization factor for staff 
with a dependent spouse. 

There is no spouse allowance as such but 
differentiated Yates of staff assessment and post 
adjustment produce lower net remuneration for staff 
without a dependent spouse. 

1 January 1977. 

Spouse income threshold for eligibility. 

Review updating procedure: 

Frequency: 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 (exsmption) and deductible allowable expenses which reduce 
the overall tax burden. 

Rationale/purposer Recognition of the responsibility of contributing 
to the upkeep of a secondary dependent. 

Date first established: 1946. 

Eligibility criteria: Where there is no primary dependant, a dependent 
parent, brother or sister may gualify for this 
allowance subject to well-defined criteria 
concerning proof of support. 
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Basis/formula: The tax abbtement npplicable in the country of the 
comparator civil service. 

Current amount: $300. In designated bard-currency duty stations, 
the amount is expressed in local currelucy. 

Effective date: 1 January 1977. 

Limitations on paymbnt: Allowance may be claimed in respect of only ace 
secondary dependant. 

Review/updating procedure: 

Basis/formula: Tax abatement applicable in the comparator country. 

Frequency: Upon review of the metbodology by ICSC. 

COUPARATOR 

" IJparator's tax system recoJnizes one or mcrr secondary dependants throuyh 

deductible amount (exemption) and other deductible al'owable expenses whi-h reduce 
the tax burden. 

2.4 Treatment&. deDendencv in other allowan- 

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

3. ALLOWANCES RELATING TO MOBILITY AND HARDSHIP 

3.1 M&&ilitv and hardshio allowance 

Rationale/purpose: The mobility and hardship allowance combines an 
amount which reflects the varying degrees of 
hardship at different duty stations, and an amount 
which varies according to assignment number and 
thus takes into account and provides incentives 
for, mobility. 

Date first established: 1 July 1990. 

Eligibility criteria: mr 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. 

-: armignment of one year or more at 

designated duty stations in categories B-E. 
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Basis/formula: Depending ou desiqnatioa of duty station (B antI 24 
to I?). 

For P-4 end p-5: percentage of base/floor aal? .y 
of P-d. step VI. 

Current amount: 

For P-l to P-3: same formula, minus 13 per cent. 

For D-l aad above: same formula, plus 13 per cent. 

See matrix below for applicable percentages. 

-. _.._ 
Assignment number 

Location 1 2 3 4 5 or more 

H 81’ 0 P/ 0 w  0 P/ 4 w 6 h/ 

A 5) 15) 17) 19) 21) 
B 131 23) 25) 27) 291 

c 20) .cL/ 30) Ll 32) E/ 341 .!z/ 36) r/ 
D 25) 35) 37) 39) 41) 

E 30) 40) 42) 44) 46) 

81 Headquarters: Ho-th American and European duty stations and similar 
designated locations. 

b/ Plus 3 per cent at headquarters duty stations for non-removal cases. 

61 Minus 5 per cent for cases of full household removal. 

Effective date: 1 July 1990. 

Limitations on payment: See eligibility criteria, 

Review/updating procedure: 

Basis/formula: 

Frequency: 

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

At least once every three years, the bare/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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, I  

Rationale/purpose: The assignment grant is intended to provide staff 
members with a reasonable cash amount at the 
beginning of an assignment, for costs 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 
(DSL) portion and a lump-sum portion. The DSA 
portion equals 30 days DSA for staff members and 
15 days DSA for eligible family members. The 
lump-sum portion. consists of one or two months' net 
salary of tha duty D&tion 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 personal effects, and on whether the 
staff member is assigned to a field !A-E) or 
headquarters (?I) duty sta%ion. 

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 for 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. Accordirqly, it is difficult to 
establish an equivalency with relevant entitlements of the United Nations common 
system. The following comparator allorances and benefits may be said to broadly 
reflect mobility a,ld hardship considerations. 

differeatial Post 

The providons for United States government civilian employees overseas 
include a taxable post differential of up to 25 per cent of basic pay to posts at 
duty stations where extraordinarily difficult or notably unhealthful conditions or 
excessive phyoical hardship exist. There are five levels for cles6ifying duty 
stations in hardship term8 which are expresred as a percentage of gross salary at 
the base of the rystem (Washington), as followsr 
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Financial incentive 

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

Lanaer vay gf 

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 
emount of danger pay is 13, 20 or 25 per cent of base salary and it is in lieu of 
that part of the post differential which is attributable to political violence. 
Danger pay is not intended to cover acts characterised 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) under Foreign transfer allowance below). 

Qying qpyters alXowa= 

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;,ired by law or custom 
to be paid by the lessee. A temporary lodging allowance is a component of the 
living 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 immediately 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 
I@ 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. 

-109- 



SynvlemenQIy oost allowance 

The supplementary post allowance is intended only for those employees who are 
faced with heavy expenses relating to hotel or restaurant meals. These employees 
may be compelled to incur these additional erpenses because of the unavailability 
of suitable temporary housing having kitchen facilities. The allowance is paid for 
up to the first three mouths 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 
proportional 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 avaiiable to those 
employees occupying permanent housing at the duty station. 

Foreian transfer allowance 

The foreign tran cCer allowance is composed of three tlements: 

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

(:^) 

(ii) 

(iii) 

(iv) 

(v) 

(vi) 

(b) 

Disconnecting and connecting appliances, equipment and utilities; 

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

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

Utility fees or contract deposits that are not offset by eventual refunds; 

Automobile registration, driver's license and similar fees; 

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; 

A lump sum wardrobe expense portion. For thin portion, duty stations are 
grouped into three zones 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 
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30 days after vacating residence housing. Expense of local transportation is not 
allowable. 

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

Senarate maintenance allowance 

A separate maintenance allowance is intended to atsist 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 
convenitnce of the Government, tc meet the additional expense of maintaining family 
members elsewhere than at such post. This allowance may also be authorised 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 ERTITLEMEPiTS 

There are two possibilities: 

Full removal of household goods. 

More limited shipment of personal effects. 

The organisations decide on the basis of their operational requirements 
(including expected length of assignment) whether the one or the other arrangement 
shouIS pertain in a particular 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 
P factor of 3 per cent is added at H locations. 

At designated duty stations, the organisation 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 TQQ& 

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

Eligibility/criteria; Subject to certain conditions (normally including 
at least two years of service at the duty station), 
the organisation pay8 the coats of moving the staff 
member'8 household effects to or from the duty 
statron of assignment. 

Baris/formulaz Allowable maximum weight or volume. 

Current amount: Staff member without dependant - 4,890 kg. 

Staff member with dependants - 8.150 kg. 

Limitation6 on payment: Normally at laast two prrr' r.rvtrr -c Lb- 1--L-- ------- ..v us YYCJ 
station. 
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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 a duty 
station where the accommodation is unfurnished the maximum allowtile removal or 
storage amount is 18,000 lbs; if the accommodation is furnished the allowable 
amount is 7,200 lbs. In addition to household goods, the cost of transporting 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 disturbance, military actions, riot or similar causes) is also authorized. 

4.2 Rhivment of Personal effects 

Rationale/purpose: See note above: where full remove' 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 
biggage, in addition to household goods as fallows: 

Excess oersonal b3ggf~fz 

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 acconnnodations 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 is authorised. Normally this amounts to 22 pounds 
(10 kilograms) excess baggag 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. 

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 person travelling 
Second travelling person 
Third travelling person 
Fourth or more persors 

travelling (each) 

250 113.4 
200 90.72 
150 68.04 

100 45.36 

The unaccompanied baggage allowance is in addition to the household goods 
aliowance. Unaccompanied baggage may be shipped as air freight by the most direct 
route between authorised points of origin and destination, regardless rf tha modes 
of travel used. 

Unaccompanied baqgage is considered to be those personal belongings needed by 
the traveller whiie en route or imediately upon arrival at the destination. 

Rationale/purpose. If  a staff member who has an entitlement to full 
removal of household goods is reassi.gned with a 
shipment of personal effects and is expel 'ed to 
return to the previous duty station the cost of 
storage of household goods may be paid for a period 
of time. 

Eligibility/criteria: Internatioaally recruiteJ staff members on 
reassignment. 

Basis/formula: See rationale/purpose. 

Limitations on payment: The quantity of personal effects and household 
goods stored not to exceed the limits estabiished 
under removal costs. 

COMPARATOR 

For storage amounts see section 4.1 above. 

Continuous storaa 

Continuous storage of household effects is authorised when an employee is 
assigned to or transferred to a duty station abroad or in the United Statea other 
than Washington, D.C. Continuous storage for employees assigned to 
Washington, D.C. muet be specifically authorized. 
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A travel authorisation constitutes automatic authority ior the payment of 
charges for storage of an employee's effects at the place where the effects are 
located. 

Effects may be stored for temporary periods 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 employee, from the day of departure from new employee's place of residence 
until shipment is made. An aTiditional period of temporary storage is authorised 
for a period of three months after the date of arrival of the employee at new post 
or the establishment 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 dut y  station are not maintained: or 

(c) In connection *ith the separation of an emqloyee from Service, temporary 

stoiage is authorised for an aggregate period of three months. 

@...QQ Government-furnished housina is available 

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

When aovernment-iurnished 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. 

storaas 

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 authorisation of storage include but are not 
limited to the following: 

(a) #on-availability of usual transportation facilities; 

(b) General civil disturbance or imminent threat thereof, including but not 
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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(Cm) Unusual import or export restrictions or obstructions, or other 
conditions recognised as emergencies. 

5. TRAVRL 

The organixation normally peys, subject to certain conditions, ;he 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 

lesve bud on travel to visit family members. The tra.*el expenses of a staff 
member ‘8 spouse and dependent children are also payable in the above-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: 

5.1 &pe leave travel 

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

Date first established: 1949. 

Biigibility criteria: Internationally recruited staff members serving at 

duty stations outside their home country, as well 
as spouse and dependent children. 

Basis/formula: 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 stations (C-F) home leave can be 
taken every 12 m,onths. 

Current amount: Payment of travel costs and some baggage 
allowance. 

Limitations on payment: A set minimum period of time !normally two weeks) 
must be spent in the home country. There is no 
additional leave entitlement but travel time is 
granted. 

COMPARATOR 

If certain conditions are met non-foreign service amployees and foreign 
service staff may accrue home leave on the basis of 15 day8 of home leave after 
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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. station with ECCW x-cd2 
post differential>) (slEYLl?Eannum) 

25 15 
20 15 
15 19 
10 Ii' 

0 5 

Non-foreign service e pctriate employees are generally entitled to paid home 
leave travel after two yeals at thr duty station or at the end of their assignment. 

5,2 Education arant Wave:. 

Rationale/purpose: To enable a child educatrd outside the duty station 
to rejoin his/her family p:riodically. 

Date first established: 1946. 

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

Current amount: Thn cost of one roand-trir travel per year between 
the educational institution and the duty station. 
At designated duty stations where educational 
facilities are not available, 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-trip travel between 
the duty station and the home country. 

CCRPARATOR 

Employees dependants are paid travel expenses once a year to and from a 
school in the United States to enable children of eligible staff to obtain 
secondary or undergraduate college education. Educationa'. travel at the 
undergraduate 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 far each official school vacation (i.e., four) are allowed 
within the maximum. 
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5.3 FZUlY 1%' Vlblt t i e-1 rave: 

Where none of the staff member’s eligible family 
members has travelled to the duty station at the 
organixation's expense during the preceding 
X2 months, an organixation pays for the travel of a 
staff member to visit his/her family. 

Rationale/purpose: 

Date first establishei: 1956. 

Eligibility criteria: Internationally recruited stsff members serving 
outside their home country. 

Basis/formula: Travel paid tc the place of home leave, the place 
of recruitment or the previous duty station. 

Current amount: Paymsnt of travel costs for one return trip. 

Limitations on payment: Normally granted during the year in which th, staff 
member is not entic--d to home leave. Travei costs 
not to exceed these becdeen the duty station and 
the recoynixed place of residence in the home 
country. 

COMPARATOR 

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

6. SEPARATION PAYMENTS 

The following payments mi: p be made on separation fro: service: commutation of 
unused annual leave, repatriation grant, death grant and termination indemnities. 
The latter three payments are calculated according to specific schedules, the 
reference point being the base/floor salary scale. 

6.1 fonunuL&&n of unused annisal leave 

RationaleQvrpose: 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. 

Date first established: 1946. 

Eligibility/criteria: See rationale. 

Basis/formula: Based on the net salary of the staff member at the 
duty station where he/she was serving at the time 

of separation. 

Limitations on payment: A maxhum of b0 days of leave may be comnuted. 

-117- 



COMPARATOR 

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

6.2 &rr&nation indemnity 

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

Date first established* . 1946. 

Eliqi ility criteria: Payable when an appointment is terminated 
prematurely at the initiative of the organixation. 

Basis/formula: 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 
appointments 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 Salar), for 8aCh 
month of uncompleted 8ervlce subject to a minimum 
of six weeks and a maximum .>f three months' Sal p 
is paid for those with up to five years of service. 
For those with rix or more years of completed 
service between J and 12 months of salary is paid 
depending on the length of service. 

Current amount: Based on schedule of separation payments applied 
against the base/floor salary scale. 

Limitation on payment: No indemnity is payable in the following 
circumstances: 

(a) Staff member resigns, except where termination 
notice has been given and a termination date 
agreed upon: 

(b) Completion of a fixttd-term appointmentr 

(c) Summary dismissal; 

(d) Abandonment 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. The payment is based on length of service, 
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: 

6.3 Reoatriation arant 

To 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 
obligotuon; in a foreign country; 

- r-e-establishment on return from service outside 
the home country. 

Date first established: 1950. 

Eligibility c?:~teria: 

Basis/formula: 

Ccntinuous service away frcan the home country. 

The amount rbf the yrant varies according to the 
length of service and dependency status. 

Current amount' . The amount is as follows: 

tiff with &ouse or W_eeks of net/bae 
denendent child salarv 

Minimum 1 year of service 4 
Maximum 12 years of service 20 

Staff with neither a SDOUSe 

nor denendent child 

Minimum 1 year of service 3 
Maximum 12 year5 of service 16 

Limitations on payment: Proof of relocation away from the country of the 
last duty station. 

COldPArATOR 

No equivalent benefit. 
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Rationale/purl>ose: 

Eligibility/criteria: 

Date first established: 

Basis/formula: 

To help the survivors of a staff member who died in 
service over the period of transition which often 
entails relocation from the duty station. 

The death grant is paid ta the surviving spouse 
and/or dependent children ot a staff member who 
dies in *"r:ice when he/she held hn appointment for 
one year or more or had completed one year of 
service. 

Introduced in 1956 by the Unted Nations. CCAQ 
agreed in 1958 that it should apply throughout the 
common system. 

Varies according to staff member’s length of 
service from three months of base/floor salary for 
three yoars 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 insurance amount 
which is equal to the greater of the staff member's actu-1 anntual 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, decreasing at age 36 by 
10 per cent per year until age 45 when this coverage ceases. The b:rsic scheme alsa 
covers accidental death and dismemberment benefits and the cost is shared 
two thirds/one third by the employee and the United States governmeot 
respectively. I f  an employee chooses to participate in the basic schsme three 
further optional coverages are available as follows (all at the employee's expense): 

(a) An additional $10,000 life insurance and an additi .a1 $10,030 accidental 
death and dismemberment coverage: 

(b) An additional iife insurance coverage equal to one, two, three, four or 
five times snnual salary; 

(c) Life iusurnnce coverage for spouse of $5,000 and each dependent child of 
52,500. 
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I. 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: 

Current amour*: 

Two and a half working days per month. 

30 working days per annum. A maximum of 60 days 
cai. be accumulated. 

Effective date: 1946. 

Limitations on payment: Lee 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 year. 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 dees 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 isa>lated posts, special compensatory 
time-off may be accumulated. 

1.2 Sick le&yB 

Rationale/purpose: 

Basis formula: 

To grant time-off to staff members who are unable 
to perform their duties due to illness or injury. 

Subject to appropriate medical certification, staff 
are granted sick leave under the following 
conditions: 

-term: 
Less than one year - two days per month of 
contractual service. 

ProbationarvIfSxea : 

More than one year, less than five years: 
three months’ full pay. Three months' half-pay in 
any consecutive 12-month period. 
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Aooointments without time-Limit or service t&R2 
totaliing five w 7r 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 unount of unused sich leave entitlement that can be accumulated. Unused sick 
leave at retirement ,s credited to length of service for calculation of retirement 
benefits. 

1.3 Maternitv leave 

Rationale/purpose: To extend leave with pay to staff members for a 
period before and after confinement. 

Date first established: 1946. 

Eligibility criteria: 

Current amount: 

See purpose. 

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 -1 leave (with and wrtJIout ) 

Rationale/purpose: For advahced 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. 

Eligibility criteria: See purpose. 

Limitations on payment1 See rationale/purpo-e. 
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COMPARATOR 

Employees may be granted leave without pay at the disc retiGn of th6 employing 
agency. It may be granted regardless of the employee's accJmulated leave balance. 

1.5 Official holidays 

Rationale/purpose: Dfficial holidays not charqeo to annual leave are 
designated for each duty I,t.ation. 

Eligibility criteria: Staff members in full pay stntus. 

Currant 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 offi,ici holidays plus one day every four years 
for Presidential elections for staff in Washington, D.C. Staff overseas also 
receive all local nationdl holidays. 

Purpose: 

Date first established: 

Eligibility/criteria: 

B sis formula: 

Limitation on payment: See eligibility criteria. 

6. MEDICAL INSURANCE 

To provide insurance coverags to a staff member or 
to his/her dependants in 'he event of injury or 
illness. 

1946. 

Staff members in full pay status. 

Health insurance arrangemeLts vary from duty 
station to duty station and sometimes differ among 
orqanizations. However, in practically all cases 
the payment of contributions to the health 
insurance scheme ia shared SO/50 between the 
employing orqanization and the staff member. 

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 lsrpr: and representative 
plans. However, the Government’s contribution may not exceed 75 per cent of total 
prrmium. Thr Cavrrnment’s contribution ie the xame for all full-time l mplaverm. ~.-- 
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MJNEX VIII 

-.-__-.._l_l__l_-- - -~-  -  - . -  .~____ __- 

Basis Nwnoer of 
staff rules/ staff 

Organizatron regulatrons affected Comments 
-__.I__-- ____--_-----___- --.- - - .--_- - 

United Nations United Nations No expatriate entitlements paid 
(including UNDP Staff Rules/ to staff members living in and 
UHPCEF and UNHI~R) Regulations working in their home country. 

UNIDO United Nations 
Staff Rules/ 
Regulations 

No expatriate entitlements paid 
to staff me8,bers living in and 
working in their home country. 

UPU 

UNRWA 

ITU 

WMO 

IMO 

WIPO 

ICAO No such condition exists. 

GATT United Nations 
Staff Rules/ 
Regulations 

No expatriate entitlements paid 
to staff members living in and 
working in their home country. 

IAEA 

Staff Rules 

Staff Rules 

Staff Rules/ 
Regulations 

12 

6 

11 

1 

No such condition exists. 

Condition not applicable due to 
enforced national boundaries. 

All ITU staff members are 
considered internationally 
recruited, therefora they receive 
expatriate entitlements. 

All WMO staff members are 
cons+dered internationally 
recruited, therefore they receive 
expatriate entitlements. 

No such condition exists. 

Expatriate entitlements granted 
to all internationally recruited 
staff under WIPO's Staff 
Rules/Regulations. 

Ad hoc decision made on basis of 
staff member’s nationality as 
different from that of the duty 
station. 
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Basis Number of 
staff rules/ staff 

Organisation regulations affected Comments 
-. ____-- .-.___- -- 

ITC United Nations 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. 

FA0 

IL0 

Not applicable given geographic 
location. 

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) For staff with removal entitlements: 

(i) At headquarters (&nd "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; 

(ii) At field locations a reduction of 5 percentage points in the 
mobility/hardship allowance would be applikd and only one month's salary 
would be paid under the assignment grant. 

(b) For staff without removal entitlements: 

(i) 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; 

(ii) In the field, the mobility/hardship allowance as per the matrix and the 
field assignment grant would apply. 
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ANNEX X 

Ratios of net remuneration for United Nations-officials in ar&!! 
p-l to D-2 in New York and eauivalent level officials in the 

somoarator ciml service in Washinztan, D.C. 

180 , 

1 
P-2 

I 
P-3 

I 
P-4. 

--yt United Nations/United States ratio 



ANNEX XI 

Qoeration of the rro=sed revised rental subsidy scheme.feE 
&&&t&SLSeCretarv-General/Under-S~,rre~ry-General and 

equivalent level ofi- 

Housing for Aszistant Serretarv-General/Under-Secretary-General 
and eauivalent level 0ffici.a 

Extra costs relating lo the rental of larger accommodations in suitable areas 
incurred by officials at the above-mentioneu level may be reimbursed at the 
discreticn of the executive heads on the basis of the formula whereby a limit is 
placed on the vnount of rental subsidy received, and not through the amount of rent 
paid. Tha maximum amount of rental subsidies paid to these officials will equal 
75 per cent of the threshold rent for the individual official concerneti. For 
example, the net remuneratidn (net base salary plus post adjustment) of an 
Assistant Secretary-General level official with primary dependants in Hew York 
equals $8,263 per month. The rental subsidy threshold for New York is currently 
26 per cent. The personal thieshold rent for the Assistant Secretary-General level 
official in New York would therefore amount to $2,146 per month. Under this 
proposal the Assistant Secretary-General level official would be entrtled to 
receive rental subsidy ':p to 75 per cent of the personal threshold amount of $2,148 
or $1,611 per month. The offi,-ial 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 dwelling zostinq more than $4,161 per month, then he or she will 
be responsible fully for the balance of the amount beyond $4,161. 

Sxamnles (for four Assistant Sgmarv-General level officials in New York) 

Official A rents a dwelling cDstinq $2,100 per month. As the rent is lower 
than threshold rent of $2,148. no 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 63.400 per month. As a result a rental 
subsidy of (3400 - 2148) x 0.8 E $1,002 per month will be paid. Consequently, 
total take-home pay will amouat to ($8,263 + $1,002) = $9,265. Net rent paid by 
the staff member ($3,400 - $1,002) = $2,390. 

Official C rents a dwelling costing $4,160 per month. As a result a rental 
subsidy of (4160 - 2148) x 0.8 = $1,610 per month will be paid. Consequently, 
total take-home pay will amouat to ($8,263 + $1,610) = $9,e73. Net rent paid by 
the staff member ($4,160 - $1,610) = $2,550 ,ser month. 

Official D rents a dwelling costing $1.500 per month. Usual rental subhidy 
calculations will result, in this case, in a rental 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. 
blet rent paid by the staff member ($7,500 - 81,611) = $5,889 pe-' month. 
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ANNEX XII 

. . Cpmoariaon of qyeaoe net remuneration of Unie 
. . in arades P-l to&A-in New YQ-und the comBrv& 

in Washington, D.C. 

Washington, D.C., by equivalent grades 

(Margin as of 1 June 1990) 

--- 

-_N et remuneratio. 
United 

Nations a/ 
Grade s 

(1) (2) -~____ 

P- 1 33 323 

P-2 42 592 

P-3 51 860 

P-4 61 129 

P-5 IO 398 

D-l 19 667 

D-2 88 936 

Unitru United Nations/United 
States b/ States ratio (United Weights for calculation 

$ States, Washington = 100) of overall ratio r/ 
(3) (4) (%) ---.----- -- -~-___- .__- 

21 925 152.0 3.0 

30 432 140.0 13-Z 

38 939 134.2 23.3 

47 441 128.8 28.0 

55 954 125.8 21.8 

64 461 123.6 7.9 

72 969 121.9 2.8 

Weighted average ratio before adjustment for cost-of-living 
differential, Nev 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. 

h/ 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. 

91 These veights correspond to the United Nations conanon system staff in 
grades P-l to D-2, inclusive, serving at Headquarters and eatablished offices aa at 
31 December 1988. 
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ANNEX XIII 

Movements of United States feder_al civil service salaries ______ 
and the cor_smer Drice index 

340 - 

320 - 

300 - 

28a- 

240 - 

220 - 

200 - 

180 - 

-- US SALARIES 

ISSl89l9Ol dl 
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ANNEX XIV 

Proposed amual net salaries effective 1 March 199‘ 

for the Professioqa: and hiqher cateqories 

(In United States dollars) 

Level/Steps I II III IV v VT VI: VIII IX x XI X!i XIII XIV xv 
- - 

USC Net D 79 259 

ASi Net 0 12 695 

D-2 Net 0 60 836 62 022 63 208 64 394 65 580 65 765 

D-1 Net D 54 576 55 591 56 607 57 622 58 638 59 653 GO 669 61 684 62 700 

P-S Net D 48 879 49 798 SO 717 51 636 52 555 53 474 54 393 55 312 56 231 57 150 58 069 58 988 59 907 

Pa Net 0 41 284 42 180 43 077 43 973 44 869 45 765 46 662 41 558 48 454 49 350 50 246 51 143 52 039 52 935 53 831 

P-3 Net 0 34 666 35 M8 36 350 37 192 38 034 38 876 39 718 40 559 41 4Oi 42 243 43 085 43 927 44 769 45 511 46 453 

P-2 Net 0 28 742 29 495 30 248 31 001 31 754 32 507 33 260 34 01: 34 766 35 5'; 36 272 37 025 

P-l Net D 22 752 23 476 24 200 24 924 25 647 26 371 27 095 27 818 28 542 29 266 



ANNEXXV 

&@ementarv vavments and deducfions: _List of non-respRB&&s 
asat 

Afghanistan, Angola, Bangladesh, Belizr?, Benin, Bulgaria, Byelorussian Soviet 
Socialist Republi-.. Cameroon, Central Africa2 Republic, Chad, China, Congo, 
C&e d'lvoire, Cuoa, CaeLhoslovakia, Djibouti, Dominica, Dominican Rupublic, 
El Salvador, Equatorial Guinea, France, Gambia, Guinea, Iran (Islamic Republic of), 
Ireland, Kuwait, Lao People's Democratic R8pUbliC. l~t!mbourg, Mali, Mongolia, 
Mozambique, Myanmar, Nepal, Niger, Paraguay, Romania, Saint hitts and Nevis, Samoa, 
Sao Tome and Principe, Senegal, Seychelles, Suriname. !;waziland, Tunisia, Ukrainian 
Soviet Socialist Republic, Union of Soviet Socialist Republics, United Arab 

Emirates, United Kingdom of Great Britain and Northern Ireland, Uruguay, Viet Nam 
and Yemen. 
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ANNEX XVI 

-3 net sale&y scale for the General Service cateqorv in ~ondgn 

(In pounds sterling) 

1 April 1990 

-- 

S T E P s 
-- ---- 

Grade I II III IV V VI vi1 VIII IX X XI 

8 11 222 13 911 18 600 19 289 19 970 20 567 21 356 22 045 22 734 23 423 24 112 

7 15 377 15 992 16 607 17 222 17 037 18 452 19 067 19 602 20 297 20 912 21 527 

6 13 727 14 276 14 a25 15 374 15 923 16 72 17 021 17 570 18 119 18 668 19 217 

5 12 257 12 747 13 237 13 727 14 217 14 707 15 197 15 687 16 177 16 667 17 157 

4 10 944 11 382 11 820 12 258 12 696 13 134 13 572 14 010 14 440 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 9 039 9 351 9 663 9 975 10 287 10 599 10 911 



ANNEX XVII 

pecomnended net salary scales for the General Service and 
related categories in New York 

teaorv as at 1 October lee!? 

(In United States dollars) 

S T E P S 

Grade I II III IV V VI VII VIII IX X XI 
- -- 

7 28 466 29 549 30 631 31 714 32 797 33 680 34 963 36 045 31 128 36 211 39 234 

I tl 6 25 768 26 746 27 725 28 753 29 682 30 661 31 639 32 618 33 596 34 575 35 553 

7 5 23 309 24 196 25 082 25 966 26 855 27 741 28 627 29 514 30 IN! 31 286 32 17; 

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 21 271 21 5*98 22 125 23 12 24 119 24 906 25 632 26 359 

2 17 282 17 939 18 595 19 252 19 909 20 565 21 222 21 879 22 535 21 192 

1 15 641 16 234 16 828 17 421 18 015 18 6UC 19 202 19 795 20 389 



Recommended &WY scalg for Trades and Crafts categeEy 
M-X!LUQ-B 

(In United States dollars) 

s T E P s 

Grade I II III IV V VI VII 

8 36 360 31 524 38 680 39 852 41 016 42 180 43 344 

I 34 266 35 363 36 459 31 55t 38 652 39 749 40 045 

6 32 168 33 197 34 227 35 256 36 285 37 314 38 343 

5 30 073 31 036 31 999 32 962 33 925 34 a87 35 850 

4 27 902 20 016 29 771 30 665 51 560 32 454 33 348 

3 25 007 26 716 27 544 28 312 29 200 30 029 30 057 

2 23 79, 24 555 25 316 26 077 26 838 27 598 20 359 

1 21 696 22 391 23 086 23 780 24 475 25 170 25 864 
--. 
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Table 2 

Recomended salarv scale for Security Service cateu 3s at 1 October 1989 

(In United States dollars) 

5 1 E P S 

Grade I II III IV v VI VII VIII IX X XX XII x111 

7 39 052 40 457 41 a62 43 267 44 672 46 077 47 482 48 a87 50 292 

6 36 376 37 686 38 997 40 307 4i 618 42 928 44 239 45 549 46 860 

5 33 ;:4 34 919 36 134 37 349 38 563 39 778 40 993 42 208 43 422 

4 30 976 32 091 33 206 34 322 35 437 36 553 37 666 38 784 39 a99 

3 29 104 29 977 30 a51 31 725 32 598 33 472 34 346 35 219 36 093 36 967 31 a40 

2 26 368 27 159 21 950 28 741 29 532 30 323 31 1'4 31 905 32 697 33 488 34 279 35 070 35 861 

1 23 631 24 339 



ANNEX XVIII 

Recomended net salary scale for the Ge-era1 Service cateoorv in Rome 

(In thousands of Italian lire) 

1 February 1990 

S 1 E P 5 

Grade I II II1 IV V VI VII VIII IX X XI Xi1 XIII XIV xv 

7 49 271 SO 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 50 555 51 840 53 125 54 410 55 695 56 98C 58 265 59 550 60 635 

5 37 256 30 374 39 492 40 610 41 728 42 846 43 964 45 082 46 200 47 318 48 436 49 554 50 672 51 790 52 908 

4 33 564 34 537 35 510 36 483 37 456 30 429 39 402 40 375 41 348 42 321 43 294 44 267 45 240 46 213 47 186 

3 30 792 31 624 32 4% 33 288 34 120 34 952 35 784 36 616 37 448 30 280 39 112 30 944 40 776 41 608 42 W 

2 28 778 29 469 30 160 30 851 31 542 32 233 32 924 33 615 34 306 34 997 35 688 3t 379 37 CY3 37 76i 38 452 

1 27 149 27 719 20 289 28 859 29 429 29 999 30 569 31 139 31 709 32 279 32 8'" 33 419 33 989 74 559 35 129 



ANNEX XIX 

Table A 

galarv scales for tr,e General Service and related cateaories at Vienna 
resultina frp the exclusion of the comissarv benefit 

(net amounts in Austrian schilling as at 1 March 1987) 

S T  E P S 
- 

Grade I II III IV 7 VI VII VIII IX A XI 

a 440 703 454 605 468 907 483 009 497 111 511 213 r - 315 539 417 553 519 567 621 581 723 

7 375 386 387 396 399 410 411 422 423 434 435 446 447 458 459 470 471 482 483 494 495 506 
6 319 753 329 982 340 214 350 445 360 678 370 910 381 142 391 374 401 606 411 838 422 070 

5 272 360 281 075 289 790 $5 5::s 307 220 315 935 324 650 333 365 342 080 350 795 359 510 
4 231 993 239 4ii 246 e41 254 265 261 689 269 113 276 537 283 961 291 385 298 809 306 233 

3 197 609 203 933 210 257 216 581 222 905 229 229 235 553 241 877 248 201 254 525 260 849 

- 

Salarv scale for the Manual Workers cateqorv at Vienna resultina from- 

1987 salarv survey without deduction for cotnniss~y benefit 

(net amounts in 4ustrian schilling as at 1 March 1987) 

s T  E 

Grade I I !  III IV V 
-- 

VI VII VIII IX X XI 
--- 

7 281 633 290645 299946 309 54 319 450 329 672 340 221 351 109 362 344 373 939 385 905 

6 230 801 238 186 245 571 252 956 2611 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 (59 

4 190 761 1% 866 202 971 2G9 076 215 181 221 286 227 391 233 496 239 601 24s 706 251 811 

3 175 010 180 610 186 210 191 810 197 410 203 010 208 510 214 210 210 810 225 410 231 010 

2 160 559 165 697 170 835 175 973 181 111 186 249 191 387 196 525 201 663 206 801 211 939 

P S 
___- 



Swiss tram 

10 300.3 

9 7FU.0 

Y 71c1.0 

Flnnlsr markha 

Belgium franc 

SPanlsh pesetas 

Swedish ktone 

French franc 

CFA franc 

9 7uo.t 

9 514.Y 

9 274.8 

9 222.4 

9 113.0 

8 519.4 

8 203.6 

b 196.4 

13 196.4 

7 937.0 

7 714.3 

Llnlted Kingdom 
pound ster llrm 7 6ti6.1 

Norwegian krone 7 430.2 

United State6 

dollar area 6 750.0 6 750 s 2;o b/ 10.5 7.2 

i 5116 250 

>>I i ? L, 

13 70.1 

16 2co 

17 688 

36 45u 

317 25U 

Sb U5U 

677 5GC 

4Y Y5U 

45 900 

2 295 000 

4 921 

9 450 000 

4 408 

47 925 

1 586 250 0 

114 075 0 

13 763 0.60 

1Y 600 .y 5.26 

17 Y66 3.4> 

36 450 C 

317 250 0 

58 050 0 

1 072 500 a/ 10.34 

49 950 0 

45 900 1.21 

2 295 uoo 0 

4 921 0 

11 545 Y97 .y 15.92 

5 387 y 

47 925 

26.3 

0 

G.2 

0 

I.-i5 

0 

0 

cl 

13.34 

0 

1.21 

0 

c 

0.6 

10.b 

0 

b/ Indicate? chanqe from current grant. 
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ANNEX XXI 

Pecmended salarv scale for the Field Service cateqoLy 

showins annual qross z&ries and net equivalents after ___-- 
*polication of staff assessment 

(In United States dollars) 

: July 1990 

- 

s T  E P s 

level I II III IV V VI VII VIII IX X XI XII XIII XIV xv 
- - 

FS-7 

FS-6 

FS-5 

FS4 

FS-3 

FS-2 

FS-1 

Cl-OSS 5.5 402 56 987 58 572 60 157 61 742 
Net 0 37 821 38 693 39 565 40 436 41 308 

Net S 35 139 35 926 36 712 37 498 38 284 

63 327 64 912 66 525 68 140 69 754 71 369 72 983 
42 180 43 052 43 924 44 795 45 667 46 539 47 41i 
39 670 39 856 40 643 41 429 42 215 43 002 43 788 

Gross 45 439 46 863 48 288 49 712 51 137 52 561 53 986 55 425 56 902 58 378 59 855 61 331 
N?t D 32 150 32 962 33 774 34 586 35 398 36 710 37 022 37 834 38 646 39 458 40 270 41 082 

Net S 30 007 30 741 31 477 32 211 32 947 33 681 34 417 35 151 35 883 36 615 37 348 38 080 

Gross 38 203 39 378 40 553 41 727 42 902 44 076 45 260 46 475 47 691 

Net D 27 8% 28 583 29 276 29 969 30 662 31 355 32 048 32 741 33 434 

Net S 26 130 26 761 27 392 28 022 28 653 29 284 29 914 30 541 31 169 

48 907 50 123 5; 339 52 554 
34 127 34 a20 35 513 36 206 
31 796 32 423 33 051 33 678 

Gross 32 797 33 739 34 682 35 646 36 620 

Net D 24 656 25 231 25 806 26 381 26 956 

Net S 23 174 23 703 24 232 24 757 25 280 

37 595 38 569 39 544 40 519 
27 531 28 106 28 68 29 256 
25 804 26 327 26 850 ;i 374 

41 493 42 468 43 442 44 417 45 405 46 414 

29 a31 30 406 30 981 31 556 32 131 32 706 

27 897 28 420 28 943 29 467 29 909 30 510 

Gross 28 217 28 994 29 770 30 564 31 366 32 167 32 969 33 770 34 5i2 35 386 36 215 37 044 37 873 38 702 39 531 

Net D 21 827 22 316 22 805 23 294 23 783 24 272 24 761 25 250 25 739 26 228 26 717 27 206 27 695 28 184 28 673 

Net S 20 569 21 021 21 471 21 921 22 371 22 821 23 271 23 720 24 170 24 617 25 362 25 508 25 953 26 398 26 843 

Gross 24 383 25 040 25 725 26 411 27 097 

Net 0 19 393 19 825 20 257 20 689 21 121 

Net S 18 321 18 723 19 121 19 520 19 918 

27 703 28 468 29 154 29 843 30 543 31 251 31 959 
21 553 21 985 22 417 22 a49 23 281 23 713 24 145 

20 317 20 715 21 113 21 512 21 910 22 307 22 704 

Gross 21 155 21 730 22 306 22 882 
Net 0 17 262 17 642 18 027 18 402 

Net S 16 339 16 692 17 046 17 400 

23 458 24 033 24 609 25 194 25 797 26 400 

la '2 19 152 19 542 19 922 20 302 20 682 

17 757 18 106 18 460 18 813 19 163 19 513 

l.anguage allowance: applicable only to staff :- levels 1 to 5. 

First language: $1,028 Per year. 

Second language: $513 per year. 
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