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LE1~ER OF TRANSMI?r\L

21 AuquBt 19116

Sir,

I have the honour to transmit herewith the twelfth 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 rpcommendations
and decisions by orqanjzations of the United Nations common system.

I should be grateful if you would submit this report to the General Assembly
and, as provided in article 17 of the stacute, also transmit it to the governing
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.

(Signed) Richard M. AKWEI
Chairman of the

International Civil Service Commission

His Excellency
Mr. Javier Perez de Cuellar
Secretary-General of the

United Nations
New York, N.Y.
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SUMMARY OF RECOMMENDATIONS THAT CALL FOR DECISIONS BY THE GENERAL
ASSEMBLY 'OF THE UNITED NATIONS AND THE LEGISJ..ATlVE ORGANS OF THE

OTHER PARTICIPATING ORGANIZATIONS

Paragraph
reference

44

46

lJ9 and 140

Professional and higher categories~ pensionable remuneration

The Commission reco~~endsl

(a) A margin range of between 110 and 120, with a desirable
midpoint of 115, tor pensionable remuneration of the
Professional lllld higher categor ies, ,

(b) The methodology for the determination of pensionable
remuneretion of United Nations officjals in grades P-l through
0-3 as outlined in para'1raph 29,

(C) The procedure outlined in paragraph 36 for the determination
0f pensionable remuneration amount at the Assistant
Secretary-General and Under-Secreta,y-General levels,

(d) The scales of staff assessment in annex I for implementation
with effect from l~pril 1987,

(e) The scale of pensionable remuneration amounts for the
Professional and higher categories in annex III for both
benefit and contribution purpose8 for implerrentation with
e~fect from 1 April 1987,

(f) The interim adjustment procedure for adjusting pensionable
r~muneration amounts between comprehensive reviews, as
outlined in p~ragraphs 39 and 40.

Salary scales

The Commission reconmends approvel of the revised scale of base
salaries in annex X, which reflects the staff assessment rates
indicatld in annex I.

General Service ~nd related categories
Staff assessment

The Commission recommends that the scale of staff assessme~t found
in annex XIII should be approved for implementation with effect
from 1 January 1987 and that the recommended scale should be used
for the determination of gross salaries at each duty station a8 of
tile date of the first revision to th*, salary scales of staff in the
G.!neral Service and related categuries. The commission also
recommends approval of transitiollyl measures whereby existing gros8
salaries, and therefore rates of pensionable remuneration, would be
maintained if the new rates of staff assessment applied to the
revised net salaries were to produce lower gross salaries. The
transitional arrangements would remain in effect until existing
9r(8S salaries were overtaken as a result of subsequent revisions
to the relevant salary scale.
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Paragraph
reterence

53

69

SUMMARY OF DECISIONS AND OTHER RECOMMENDATIONS OF THE COMMISSION

Professional and higher cat69o:iee
Evolution of the margin between the remuneration of the United
States federal civil service and that of the United Nations system

The General Assembly may wish to take note ot the margin level o~

120.9 for the period 1 October 1985 to 30 September 1986,
calculated on the basis of the margin methodology reported to the
Assemblv at its fortieth session. Details of the margin
calculations are provided in annex XII.

The methodologY used for calculating the mar~in based on net
remuneration

In summary, the Commission wishes ~a inform the General Assembly
that it agreed to the following,

(a) Grade eqUivalencies should continue to be estllblished usiny
United Nations common system jobs from the professional and
higher categories and the United states federal civil service
10bs in Washington, O.C.'

(bl Remunerdtion comparisons should b~ carried out on the basis of
the net temunaration of the two civil serv\ces in New York.
As there was no differential between the remuneration of
United State. federal civil service employees in New York and
Washington, D.C., the remuneration amounts for United States
faderal civil service employees in Washington, D.C. should be
used for those in New York,

(c) ~he cost-of-living differential between New York and
Washington, D.e. should not be taken into account in margin
calculations,

(d) Only that part of bonuses and performance awards whic~ forms
part of the l>ase pay of the United States federal civil
service employees Yhould be taken into account in margin
calculations,

(e) Average salarien applicable at each grade for staff in the two
civil q~rvices should be used for net remuneration margin
calculations.

13 and 74 In as much as some of the issues pertaining to the current United
Nations/United States grade equivalency study, e.g. th~ effects un
average salaries of the differenc."s in the lengths of service on
both sides, the use of square root for weighting purpose~ and the
validity check t had not been resolved, the CommisRion was not in a
position at the present time to determine the effects of th~ liRe of
aver~qe salaries on the level of the margin. Upon completion of
some of the outstandIng issues mentioned abov.. , the Commission wi 11
submit its further recommendations, as appropriate, to the G~neral

Assembly at its forty-second session.
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Paragrar~

reference

84

104

47

105-108

113 and 114

121-123

The mar~in based on a comparison of total compensation

'rhe General Assembly may wish t.o take note of tIle marqi!l of 11.8.8
calculated on the basis of the total compensation comparison
methodolCKIV previouoly reported to the Assembly.

Establishment of grade equivalencies and c('mparison of remuneration
between the United States federal civil service and the United
Nations

The Commission's consideration of this subject to date is indicated
in paragraph 104. It intends to review this further at its
twenty-fifth session.

Separation payments

The General Assemuly may wish to take note of the scale of
separation payments in annex XI for implementation with effect from
1 April 1987. This reflects the revised rates of staff assessment
reconunended sepal'ately in paragraph 44 (dland annex I for approval
~y the Assembly.

The revised scale of separation payments effective 1 April 1986 was
promulgated in accordance with the provision~ of General Assembly
decision 36/459 of 18 u~~ember 1981 and Assembly resolution 39/69
of 13 December 1984.

The IIdj'.'stment mechanism for calculating separation payments was
mod.' ~ as indicated in paragraphs 113 and 114.

Post adjustment questions
Duty st/ltions with ~xtreme post adjustments

The Commission decided that pension contributions should henceforth
be treated as a separate component of the post adjustment
index (PAIl. Th~ PAl would thus consist of three elements: the
in-area portion, the out-ot-area portio~ and the pension
contribution portion. The Commission Cecided with effect from
1 January 1987 to add to the out-of-ar~~ component an amount
corresponding to 5 per cent of net base salary. to account for
out-of-area non-consumption expenditures. This will lead to an
increase in PAIs for duty stations with a very low post adjustment
classification and a corresponding decrease at duty stations with a
very high post adjustment classification.
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Paragraph
reference

125 and 126

129

152

169-173

184

190

"

Separation ot th~ effect9 of inflation and currency fluctuations in
the post adjustment system

The Commission decided to apply a remuneration correction factor
(RCF) on an interim basis with effect from 1 September 1986 at the
six headquarters locations other than New York, as well as in
European cJuntries with fully convertible currencies and in Japan
to offset the effects of upward and downward movements of exchanqe
rate fluctuations on take-home pay. ACPAQ was nevertheless
requested to ~ontinue its seudy of the issue with a view to the
development of a long-term solution.

Duty stations with special measures

The Commission decided that at duty stations where special 1I,t!asures
for abrupt and Rubstantial devaluation, continuous devaluation and
high infla_ on had been applied but where post devaluation
inflation had been lower than anticipated, a part of the benefit
provided by the sp~cial 'IIeasures'3hould be eliminated. The
r,'duction in the relevant post adjustment classifications should
proceed at the rate of 5 multiplier points per month and be
calculated as the lower of: (a) the difference between the
notional index and the post adjustment index resulting from a
cost-of-living survey. les8 5 multiplier points, or (b) the benefit
provided under the special measures, less 5 multiplier points. The
Commission also decided that two months' notice should be given to
the organizations and staff concerned before apPlication of those
corrective measures.

Conditions of service applicable to both categories
Mandatory age of separatior from service

The Commission decided to defer further consideration of the
mandatory aqe of separation from service until a more appropriate
time.

General Service and related categories
Implementation of job classification ot the General Service anG
related categories in New York

The Commission's observations on i~plementation of the job
classification exercise are contained in paragraphs 169 to 173.

Development of classification standards in small- and medium-sized
duty stations

The Commis~ion'B dacisions are listed in paragraphs 184.

Development of classification standards at Vienna

The Commission's decisions and recommendations to tht! Vienna-based
organizations are reported in parbgraph 190.
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Paragraph
reference

196

209

217

225

Re~ruitment policy:
Use of rosters

The Commission's recommendations can be found in par3graph 196.

Report on progress made since ~he twenty-second session of the
CommiAsion in undertaking special measures for the recruitment of
women

The Commission's recommendations are reported in paragraph 209.

Eerformance appraisal and re~ition of merit

The Commission's decisi0'1s are reported in paragraph 217.

~lementation of the Commission's recommendations and decisiorls

The Commission reaffirmed the importance of monitoring the
implementation by organizations of its decisions and
recommend~tions. It decided:

(a) To r~quest its secretariat to conduct a study on the
harmonization of staff r~gulations of the common system,

(b) To emphaHize to the organizations the need for its
representatives to participate in selected meeting. of the
governing bodies of common system organizations when decisions
and recommendations of the Commissioll are placed betore theM'

(c) To propose to the Director-General o~ WIPO that he requert the
Governing Bodies of WIPO to review the question of the effect.
of currency flu~tuations on take-home pay of Professional
staff in local curr8ilCY at their forthcoming s888ion in
September 1986 and to invite the Commi.~ion to be represented
at that ses8ion,

(d) To request its spcretariat to report on implementation by the
organizations annually as reauired :v the Statute, drawing the
Commission's ~ttention in particulal to unresolved is.ue. in
personnel policies.
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para~rap~

reference

45

108

123 and 124

125-127

138-140

SUMMARY OF FINANCIAL IMPLICATIONS OF THE CO~~ISSION'S

RECOMMENDATIONS AND DECISIONS FOR THE UNITED NATIONS
AND PARTICIPATING ORGANIZATIONS

~sionable remuneration for the Professional and higher categorJes

Adoption by the General Assembly of the meaBures and Bcale of
pensionable remuneration recommended by the Commission would result
in a reduction of costs of some Sll.83 million p~r annum for all
organizations of the common system and all sources of funds.

separation pa~ments

The financial implicationa of the revision in the scale of
separation payments effective 1 April 1986 in accordance witn the
provisions of General Assembly decision 36/459 and Assembly
reSOlution 39/69 were estimated at some S1. 6 millioll per annum
system-wide.

Post adjustment questions: duty stations with extreme pos~

adjustments

The immediate cost to the organizations of this decisi:m was
estimated at S200,000 per annum system-wide, but in the long run,
this solution was expected to be cost-neutral.

Separation of the effects of inflation and currency fluctuations ir
the post adjustment system

Tbe cost to the organizations of applying the remuneration
correction factor (RCF) at the June 1986 exchange ratp was
estimated at Sl.8 million per annum. Should th~ United States
dollar strengthen sufficiently in the future il. relation to other
currencies, thin ~easure would result in savings for the
organizations.

Remun~ration of the General Service and related categories: staff
assessment

Adoption by the General ASdembly of the new scale of dtaff
assessment recommended by the Commission in annex XIII was
estimated to lead tu a reduction in the contributions of th~

organizations to th~ United Nations Joint Staff Pension Fund of
approximately ~500,O('O per annum. In the short term, owing to the
application of ~ransitional measures, the impact Would be much less.

The net savings to the organizations of the United Nations common
system resulting fron. the abOve decisions of thp Commission and the
adoption of its recomme,ndations were estln.ated t.o be in the order
of S8.23 million per ah.,urn in the short term and SlO.73 million
per annum in the lonq term.
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CHAPTER I

ORC.~~IZATIONAL MATTERS

A. Acceptance of the statute

1. Article 1 of the statute of the International Civil Service Commisoion (ICSC),
approved by the General A3sembly in its resolution 3357 (XXIX) of 18 December 1974,
provides that:

"The Commission shall perform its function in respect of the United
Nations and of those specializ~d a~encies and other international
organizations which participate in the United Nations common system and which
acc~pt the present statute "

2. During the first six years of the Commission's existence, its statute WillS

3ccepted by 11 of the organizations, which, together with the Unite~ Nations
itself, pnrticipated in the United NllItiona common system of salari~s and
allowances. !I Two other organizations, although not having formally accepted the
statute, have participated fully in the Commission's work. y

3. Since the :ubmission of the Commiion's elevc.>nt-h annual report, 11 the United
Nations Organization for Industrial Development (L~IDO) became a apecialized
agency, with effect from 1 January 1986, and has inf~rmed the Commission that it
has also accepted the Commission's statute.

B. Membership

4. The General Assembiy, at its fortieth sessio~, appoint~d six new members and
reappointed two other members of the Commission to terms of office commencing on
1 January 1986 (decision 40/322 of 18 December 1985).

5. Conse~uently, the membership of the Commission for 1986 is 8S followsl

Mr. Richard M. Akwei (Ghana), Ch~irman*

Mr. Genichi Akatani (Japan)·**
Mr. Amjad Ali (Pakistan)**
Hi. Michel Auchere (France)·*·
Mrs. Claudia Cooley (United States of America)***
Mrs. Turkia Daddah (Ma~'rit!lnia)"

Hr. Kl'lrel Houska (Czechosl'"lvakia)*
Hr. Ant8nio Fonseca Pimentel (Brazil)**·
Mr. Andre Xavier Pirson (Belgium)*
Mr. Omar Sirry (Egypt)"*
Mr. Alexis Stephanou (Gr~ece)***

Mr. Valery Vasilyevich TSyDukov (Union of Soviet Socialist Republics)*~

Mr. CarIos S. Vegega (Argentina), Vice-Chairman*
Mr. M. A. Vellodi (India) **

•
*.

*••

Term of office expires on 31 December '986.

Term of office expires on 31 December 1988.

Term of office expires on 31 Decem~~r 1989.
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6. The Commission learned with deep rearet of the death, in December 1985, of
Chief Michael O. Ani, one of tile foundi~Q members of the Commission.

C. Sessions held by the Commission and questions examined

7. The Commission held two sessions in 19861 the twerty-third and twenty-fourth,
which were held in the Office of the United Nations at Nairobi from 3 to
20 March 1986 and at United Nations HeedGu3rters in New York from 7 to
25 July 1986, respectively.

8. At jts twenty-third and twenty-fourth sessions, the Commission examined issues
that derived from decisions and resolutio~s of the General Assembly as ~ell as from
its own statute. A number of decisions a~d resolutions adopted by the Assembly
th~t required action or consideration by the Commission are reported on in the
present document.

D. Action in reldtion to reuolulions and decisions ef the
General Assembly at its fortieth session (arisina from
the eleventh annual r~port of the Commission)

9. The Commission took action in re~dtion to resolutions and decisions adopted by
the General Assembly at its fortieth session, as reported below, in respect of the
following matters&

Resol~tion 40/244 of 18 December 1965

The General Assembly approved a ran~e of 110 to 120, with a desirable
mid-point of 115, for the margin herween the net remun~ration of officials in
the Professional and higher categories of the United Nations in New York and
that of Q!ficials in comparable positions in the United States federal civil
uervice (see paras. 48 to 74 beloW),

Resolution 40/245 of 18 December 1985

Pensionable remuneration for the Professional and higher cateaories (see
paras. 12-47 below),

Resolution 40/258 B of 18 December~

Improve~ent of the status of women in the Secretariat (see paras. 204-209
below),

Decision 40/466 of 18 Decembe. 1985

Job Classification of the General Service and related categories in New York
(see paras. 165-173 below).

10. The Commission took note of action by the General Assembly in respect of
personnel policies, such as aft~r-service ~aalth insurance CQverage (resolution
40/258 A), other peraonn~l questions, including respect for the privil~ges and
immunities of officials of the United N~tions ~nd the specialized agencies and
related organizations (resolution 40/258 Cl, amendments to the Staff Reaulations of
the United Nations (decision 40/467 of 18 December 1985), administrative and
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budgetary co-ordination of the United Nations with the specialized aqencies and the
International Atomic Energy Agency (resolution 40/150 of 18 December 1985), matters
relating to the United Nations pension system (resolution 40/245) and the programme
bUdget of the Commission (resolution 40/253 of 18 December 1985).

E. Subsidiary body

11. The Advisory Committee on Post Adjustment Questions (ACPAQ), established by
the Commi~8ion in 1976, held its eleventh session at the headquarters of the
International Mar{time Organization (IMO) from 1 to ~ Ma)' 1986. It consisted of
the following membersl Mr. Carlos S. Vegega (Argentina), Vice-Chairman of the
Commission and Chairman of the Committee, Mr. Hugues Picard ·;France),
Mrs. Carmen McFarlane (Jamaica), Mr. Saw Swee Hock (SinQapore), Mr. Yuri Ivanov
(Union of Soviet Socialist Republics), and Mr. Jeremiah P. Bande (Zambia).
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CHAP'rER IT

PENSIONABLE REMUNERftTION FOR THE paOFESSIONAL AND
HIGHER CATEGORIES

12. By resolution 40/245, section I, paragLaph 2, the General Assembly reauested
the Commission, in co-operation with the United Nations Joint Staff Pension Board
(UNJSPB) :

(a) To carry out a comparative study of the levels of pedsion benefits and
the ratios of pensions to salaries under the United Nations pension scheme and that
of toe ~omparator countrYI

(b) To complete its review of the methodology for the determination of
pensionable remuneration for the Professional and higher cateaories, for monitoring
the level of pensionable remuneration and for adjustment of pensionable
remuneration in between comprehensive reviews, taking into account the marg1n range
established for the net remuneration, the views expressed in the Fifth Committee at
the fortieth session, including those concerning the evolution of the levels of
pensionable remuneration anfl pensio~s in recent years and the different
cha::acteristics of the two services, ar,d to submit its recommendations to the
Assembly at its forty-first session.

13. In addressing the requests made by the General Assembly outlined above, the
Commission considered the documentation prepared by its secretariat at its
twenty-third and twenty-fourth sessions. The views of the Pension Board and those
of the participants' representatives on the Board were also submitted in documents
to the Commission at its twenty-fo'uth session. At the same time the Commission
co,sidered the requests from the Assembly in resolutions 38/233 of fO OCtober 1983

'and 39/246 of 18 December 1984. It will be recalled that in responbe to Assembly
resolution 39/246, the Commission had begun preliminary con~ideration of
pensionable remuneration fOT the Professional and higher categories in 1985 and
that its tentative views concerning the various aspects of the methodology to b~

used for the determination of pensionable rem.neration of those categories of staff
were reported to the Ass,'!mbly in the Commission's eleventh annual report. !I In
that report, the Commission had inclicated that it would address the methodoloaical
issues and make recommendations concerning the scale of pensionable remuneration
tor the Professional and higher categories to the Assembly at its forty-first
session. The details of the Commission's consideration of this matter since the
submission of its eleventh annual report to the Assembly in 1985 are provided below.

Views of the organizations

14. The Chairman of the Consultative Committee on Administrative Questions (CCAQ)
stated that the views expressed by the Pension Board provided a sound hasis for
further refinements of the analysis and alternatives contained in the study
prepared by the secletariat of ICSC. He added that, at the end of Junp 1986, CCAQ
had Sl!bh.ttted a comprehensive report to the Administrative Committee on
Co-ordination (ACC) on the developments concerning pensionahle remuneration and
pensions. ACC had, by and large, endorsed the approach and positions set out in
the report of the Pension Board and placed special emphasis on the issue of
acquired rights. The organizations welcomed the aeneral appr',ach of linkina
pensions to remuneration with the pensions being grossed up usina staff
assessment. The Chairman of CCAQ added that the scale of pensionable remuneration
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eventually recommended should yield income replacement levels cc;;:lparable to those
available to the United States federal civil service employees. The organizations
were of the view that the full amount of the net remuneration in New York, rather
than 96 or 92 per cent thereof, should be used as the starting point in the
methodology and that a margin of between 110 and 120 for net remuneration should be
translated into a margin of between 112 and 124 for ~ensionable remuneration to
take into account the taxation factor through the use of staff assessment. As
regards the transitional measureb, the organizations agreed with the Pension Board
that it would be difficult to depart from the measures adopted by the General
Assembly in 1985 (supplementary article C of the Pension Fund regulations).

15. The organizations agreed that there was a need to maintain the level of
contributions to the Pension Fund and were of the view that, in deciding the
pensionable remuneration margin range and the scale of pensionable remunerat'ion,
the Commission should, inter alia, take into account: (a) the higher average age
of entry into United Nations service, the lower age of statutory separation from
service and the resulting shorter average length of service of United Nations
officials compared with United States officials; (b) the higher income replacement
rates in the United States federal civil service, and Cc) the higher maximum
accumulation in the United states federal civil service, namelv, 80 per cent of the. - - .

final average remuneration. The Chairman of CCAQ stressed the need for an
automatic mechanism for adjusting the pensionable remuneration scale(s) in between
periodic reviews.

Views of the staff representa,tives

16. The General Secretary of the Federation of International Civil Servants'
Associations (FICSA) stated that the scale of pensionable remuneration determined
the level of pension benefits and constituted, therefore, a major element of the
conditions of service of United Nations staff. She noted that at the fortieth
session of the General Assembly the main concern expressed by the Fifth Committee
related to the high level of pension benefits of high-ranking officials leaving
after many years of service. FICSA was of the view that none of the alternatives
propo~ed by the Commission's secretariat seemed to respond to that concern. She
stated that the international civil service and the comparator had
very different characteristics - later age of ~ecruitment, shorter career, more
limited prospects of promotion on the United Nations side than on the United states
side - rendering comparisons difficult. Certain conditions more favourable in the
case of the United States federal civil service should not be lost sight of and the
need to ensure income to the Fund should also be borne in mind. The General
Secretary of FICSA also noted that, since the pension system of the United States
federal civil service and the tax rates were in a state of flux and uncertainty,
now was not the time to submit a new scale of pensionable remuneration. FICSA was
of the view that, for the purposes of income replacement, 100 per cent of net
remuneration in New York should be used. Income replacement r~tios at the end of
the maximum, i.e., 35 yea~s of service, should be taken into account and,
therefore, 66.25 per cent of the net remuneration in New York should be grossed up
as a first step. Noting that the resulting scale did not yield reductions in
pension benefits at the highest level, FICSA was of the view that that could be
dealt with by applying a ceiling. FICSA reiterated its earlier position that, in
order tp attract and retain high-calibre personnel, the system must be able,
inter alia, to guarantee an acceptable level of pension benefits, in partiCUlar, to
thOse who did not join the system early in their career •
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Views of thf' United Natlons ,Toint Staff Pension Board

17. 'rhf' Chairman of UNJSPR stated that the Commission and the Pension Board were
h€ainnin,1 the third and last staoe of the process of revlewino pensinnahlf'
remuneration of Uniled Nations staff in the Professional and hioher cateaories. Hp
noted thdt the General Assembly, in 'ts resolution 40/24~, had entrusted that
difficult task to ICSC to be carried out in co-operation with the Board. The first
staae of the process of consultations bf'tween the Commission and the Board had
taken place at the twenty-third session of the Commission, when the Commission had
indicated certain parameters iithin which the secretariat was to work out
alternative scales of ~nsionable remuneration. The se~ond staae had taken place
at the thirty-fifth session of the Board. The Chairman indicated that there was a
larae measure of agreement between the se~retariat's views and the Roard'H
conclusions. In particul/H, th .... Board welcomed the General aprroach of linkina
pensions to re~uneration, i.e., the concept of income replacement at the base of
the system, with account being taken of the taxes that heneficiaries would hav(' to
pay. It was the Board's view that th@ scale of pen!lionable remuneration should
satisfy two important criteria, narr~ly thatl

(a) It should yield an income replacemen~ level comparable to that of the
United "t tes federal civil service employees,

(~]) The marain range between the scale and a comparator scale should b(·
acceptable.

As regards criterion (a), the Board had noted t~dt even the current United Nations
scale of pensionable rcmun~1 ltion yielded an income replacement level that was
lower, on the whole, than the United States level after 20 to 2S years of service,
and considerably lower at: maximum accumUlation. As for criterion (b), the Board
was of the view that the margin over the comparator scale should more fully reflect
the differences between the United Nations and the United States services than was
implicit in th~ range 0! 110 to 120, with a desirable mid-point of 115. The
Chairman of the Board ~dded that a margin range of 110 to 120 for net remuneration
did not translate into a margin of between 110 and 120 after arossing up, usina the
proposed new scale of staff "aseasn1ent, the correspondina m"rain should be be':ween
112 and 124 on an arithmetical basis. For the reasons outlined in the Bo"rd's
submission to the Commission, a margin fer pensionable remuneration on the United
Nations side should be of the order of 21 per cent. Any marain below 20 per cent
would make it impossible for a Unit~d Nations official, however long he worked, to
earn a pension equal to that of his united States counterpart at maximum
accumula~ion. The Cha~rman emphasized th"t the shorter periods of contributory
service for United Nations officials translated into smaller pensions. He refprred
to the Board's view th"t the scale of pensionab1e remuneration to be recommended to
the Assembly should be derived from 100 per ceLt of net remuneration in New York.
~e drew the Commission's attention to the views of the Board on transit~onal

measureR and those on the level of contributions to the Penst ,n Fund.

18. The Chairman of the Pension Bodrd stressed that, a;'er salary, pension was the
most important factor determinin~ the abilit}· of the united Nations and other
organizations of the common system to recruit and ret"in the st"ff of the calibre
and geographica' distribution called for by Arti~le 101 of the Ch"rter of the
United Nations. If the organizations wished to recruit experienced staff, they
must hdve a pension system that would yield f~ir and equitable retirement benefits
after less than the lormal national civil service career. If n"tional civil
servants calculated that they would end up with a larger pension "nd better
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benefits by servinl out full careers in their own national civil service than hv
transferring to tIll!' internationlt) civil service in miCl-career, they woulCl hf'
unl ikely to beer.:>. candidates t<.)r service with the United Nations family of
organizations. l,':Bt)V, he added t:-tat pension benefits of the overwhf'lminq majority
of participant!! In tile Professional and higher cateQories haCl not bet"n 8nCl were not
excessive.

19. The Comml E1ion undertook a detailed examinatIon of the requests made by the
General I'\ssem\),oj a\: its thirty-eighth to fortil!th sessions concerninq tile
pensionable rltlTl\U1eration of stllff in the Professional ar" higher categories. The
Commission all'Jo r,oted the various vh.ws expressed in the Fifth Committee in recent
years concerni,nq pension benefits of retireeEl f,om the United Nations syBtem, the
relationship of those benefits to the pension benefits paid to ret irees from the
comparator ~iviJ E1ervice and the evolution of penoionable remuneration in the
United NationI'.! 151'stem in recent yearn. The Commission was of th~ view that the
concerns of the lI~sembly would be addressed if a relationship that was acceptable
to all parties concerned was establ ished betweer, the pension benefits of retirees
from the two ci\lU services. For that lJurpose, it would be desirable to establ ish
a reasonable rellttionship between pensionable remuneration amounts of Uni ted
Nations official,,; from the Professional and higher categories and that appl icable
to their counten;>arts in the compar"'t:or civil service.

20. As regards the actual relationship between the pensiunable remuneration
amounts of officials in the two civil services, the Commission was of the view that
it was necessary to mai~tain a certain margin between the pensionable remuneration
scales applicable in the two civil services. The Commission agreed that such a
margin was necessary on the United "at ions side i" view of the differences in the
Characteristics of the two civi1 services, e.g. shorter careers and the limited
opportunity to rise to the highest level on the United Nations side, anJ the
I.,ossibility for United States federal civil service employees to continue to work
beyond the age of 60 years until they had aChieved a desirable level of pension.

21. As to the lE!vel of the margin for pensionable remuneration, the Commission
agreed that in the context of pensiomtble remuneration, the quantification ot
various factors that could be used ~s a justification f c the margin would be at
least as difficult, if not more so, as in the context ot the net remuneration
margin and decided that it would have to vse its judgement in th~t regard.

22. Some members of the Commission thought that the exp",tri. .. tion factor should not
be taken in,o account in the consideration of a margin on pensions since pensioners
were not require~ to retire Qutsidf' their home country. Others were of the vif'w
that the expatriation factor sh?Uld be takf'n into account owing to various
adjustment problems involved in returning to the home country.

23. The Commission agreed that, while some or all of the factors taken into
account in the net remuneration marQin ~0uld also be applicable in the context of
pensionable remuneration, there might well he ~ difference in the relative
importance of their values. In vie~ of thp. above, the Commission, by a ma1ority,
agreed to recotmlend a margin range of between 110 and 120 with a desirable
mid-point of 115, around which the margin between the United Nations/United States
pensionable remuneration amounts should be maintained over a period of time.
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24. The CommiAsion noted that the General Assemhly had alteady approved an
acceptahle relationship between the net remuneration of united Nati0ns officials
and that of Uni ted states federal civil service employees in cOhlparable orac,ps. It
further noted that the goal of estahlishino a reasonable relationGhip between the
pellsionahle remuneration amounts in the two civil services could be l\(~hiE'ved if the
net remuner.tion of United Natiolls o.'"ficials whilp. in service was used as a hasis
for determinino (lnd verifying the desirable level of pension henei.'itb and,
consequently, the amounts of pensionahle remuneration. In that reoar~, it
considered vario,ls alternatives, such as net remuneration in New York, the avera~e

of net remuneration applicahle at the seven headquarters locations, etc. However,
the Commission was of the view that since the comparisons had been made using the
net remuneration of United Nations officials in New York, the same net remuneration
amounts should he used as the basis for makinq further calculll::ions for
estabJistdnq a scale of penGionable remuneration.

25. The Commission not,ed that the New York/Wast.ington, D.C., cost-of-l ivlng
differential was implicitly reflected in the net remuneration amounts in New York.
In that regard it should be noted that th~ Commission, by a ma~ority, decided that
the cost-of-l ivinq differential in New York and Washinoton, D.C., ahnuld not Do.:'

taken into account in the margin calculations (see paras. 61 to 64 below). It was
further noted that the same scale of pensionable remuneration amountB applied to
all United Nations officials irrespective of duty st~tion and, the efore, the
coat-of-livino differential should not be reflected In the amounts of pensionahle
remuneration. If the net remuneration amounts currently applicable in New York
were to be used as the basis [or cal<ulating pensionable remuneration, then the New
York/Washington, D.C., cost-of-living differential would be reflected in the
amounts of pensionable remuner~tion calculated on the basis of those net
remuneration amounts and, therefore, an applopriate adjustment to discount that
element should be made. The Commission was of the view that the net remuneration
amounts in New York 8hould be adjusted downward by 4 per cent to take that elument
into ac.;ount and the resulting amounts corresponding to 96 per cent of the net
remunerb~ion in New vork should be used as the basis for fUlther calculations.

26. Having agreed to use 96 per cent of the net remuneration amounts applicable in
New York as the basis for further calculations, the Commission addressed the
question of what part of those net remuneration amounts should be used to make
those calculations. The Commission was of the view that it would be most desirable
to establish some relationship at the base in New York between net remuneration
while in service and pension benefits received upon retirement. As reol'~ds the
specific relationship between net remuneration amounts while in aervice and the net
pension benefits upon retirement, the Commiasion considered various possibilities.
It noted, on the one hand, that the maximum gross pension benefita under the
current benefit accumulatior. formula amounted to 66.25 per cent uf pen~ionable

remuneration and therefore one ~ssibility would be to takp 66.25 per cent of net
remuneration in New York to make further calculations. On the other hand, the
Commission noted that the average length ?f aervice applicable to United Nations
officials from the Professional and hioher categories was closer to 20 and,
therefore, 36.25 per cent of the adjusted net remuneration in New York
corresponding to 20 years of contributory service could also be used to make
{urther calculations. In between those two extremes the Commission considered the
possibilities of usIng 46.25 and 56.25 per cent of the adjusted net re;nunerai:.ion
amounts in New York corresponding to pension benefits earned after 25 and 30 years
of aervice, respectively. The Commission noted that, as very few United Nations
officials trom the Professional and higher categories retired with 35 years of
service, if 66.25 per cent of the adjusted net remuneration alnnunt corresponding to
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35 years of service were taken into account in the grossing up process (see
para. 28), this would over-compensate most United Nations retirees from the
Professional and higher categories for the tax element. On the other hand,
although the average length of service was closer to 20, if 36.25 ~r cent of the
net remuneration corresponding to that average length of service were to be taken
into accounc, those United Naf.ions officials with more than 20 years of service
would be und~r-compensated for the tax element. The Commission, therefore, was of
the view that it would have to exercise judgement in arriving at a percentage of
the adjusted net remuneration amounts in New York to be used for further
calculations. The Commission noted that ~f the 725 United Nations officials from
the Professional and higher categories who retired in 1985 some 60 per cent had
less than 20 years of contributory service while 26 per cent had between 20 and 30
years of contributory service and 14 per cent had more than 30 years of
contributory service. The Commission decided, therefore, that it would be
reasonable to take into account 46.25 per cent of the adjusted net remuneration
amounts in New York to make further calculations, although some members of the
Commission considered this figure very high and others very low.

27. Some members of the Commission noted that many of the proposals made would
have a major impact on the actual pensions that would b~ received by personnel on
retirement. In the case of one of those proposals most likely to be acceptable,
this would represent a reduction of some 7 per cent. This reduction on top of the
3.5 per cent resulting from the scale suggested by the Commission, and approved by
the General Assembly in 1984, would represent total reductions of about
10.5 per cent which might have a negative effect on the ability of the
organizations to attract and retain staff, with the consequent effects on the
operation of the Noblemaire principle. Other members were of the view that, while
some consideration should be gLven to the impact of pension reduction measures on
the recruitment and retention of staff, this should not preclude the Commission
from taking necessary and overdue action to bring pension levels in the United
Nations into a reasonable relationship with those of the comparator service.

28. The Commission noted that staff in service received remuneration on a net
basis and were not normally subject to taxation. If, however, they had to pay
income taxes to any country, the'taxes levied would be reimbursed to them. On the
other hand, pension benefits of retirees from the United Nations system were
generally subject to national income taxes applicable in the country of
retirement. The Commission, therefore, agreed that 46.25 per cent of the adjusted
net remuneration amounts applicable in New York corresponding to net pensions to be
earned at the end of 25 years of contributory service should be grossed up to
arrive at equivalent gross benefits that could then be used for determining
pensionable remuneration amounts" With regard to the actual grossing-up process,
the Commission was of the view that the staff assessment scale, after appropriate
revisions to reflect the tax rates applicable currently in the seven headquarters
countries, should be used. The Commission a9reed that the scale of staff
assessment for those with dependants as outlined in' annex I to the present report
should be used for grossing-up purposes.

29. In summary, the above approach, which the Commission agreed to pursue to
arrive at the scale of pensionable remuneration for recommendation to the General
Assembly, could be translated into the procedure outlined below:

(a) Net rel{luneration a1llOunts (net base salary, plus post adjustment at the
current level of multiplier 43 at the dependency rate) were calculated for the
United ~ations officials in grades p-I to D-2 in New York,
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(b) 96 per cpnt of the net remuneration amounts in (a) ahove were calClllatp~

for the reasons explained in paraaraph 25 ahove,

(c) 46.25 per cpnt of the lIciiusted net remuner",tion amounts refern·d to In
(b) above were calculated at 311 ~rades and stepsl

(d) The amounts in (c) above were arosued lip by the reversp appl ication of
the scale of staff assessment for those with dependants as shown in annex 1. The
resultina amounts represent aroas pension t'enpfits that woulci be Pdrned af~er

25 years of contributory service)

(e) Pensionahle remlll1erat ion amounts th" would producf' arOSR pension
benefits in (d) above aftpr 25 years of service were calcul"ted usina the formll]ilf>
below:

(i) The aross pension benefit after 25 years of service eaualp pensionable
remuneration multiplied by 46.25 divided hy lOO,

(il) Therefore, pensionable remuneration eqllalo the gross ppnsion benefit
after 25 years of service multi?lied by 100 civided by 46.25.

30. The application of the above procedure is illustrated by way of an ex~mple in
annex 11. That procedure was used for the determination of pensionable
remuneration amounts of United Nations officials in orades P-l throu'jh 0-2. 'rhe
resulting amounts of pensionable remuneration dre shown in annex Ill.

31. The Commission invites thE: 'neral Assembly to note that the procedure it had
recommended for the determination of pensionable remuneration for the Professional
and higher ('ategories of staff would imply the Assembly's control over two of the
most important elements used in the methodology, namely, net remuneration amounts
and the rates of staff assessment and, therefore, its control over pensionable
remuneration. As in the case of the net remuneration margin, the Commission would
monitor the evolution of the margin on pensionable remuneration on a reqt..lar basis
and report thereon to the Assembly by way of the Commission's annual reports/ if
the Assembly so desired.

32. . 'call ing its dl:cision with re(lard to the mar(lin between the pensionable
remur~[ation scales applicable on ~oth sides as outlined !.n paragraph 12 ahove, the
Commission decided to proceed with a comparison of the scale of pensionabl.·
remuneration provided in annex 111 with the pensionable remuneration amounts
applicable for united states federal civil service employees. It noted that the
scal~ it would recommend to the General Assembly would 00 into effect on or after
1 April 1987, following its approval by the Assembly. It further noted that on the
basis of the latest information on hand, United States federal civil service
employees were expected to receive an across-the-board 3 per cent increase in oross
salaries with effect from 1 January 1987. The Commission was, therefore, uf the
view that its proposed scale for the United Nations officials shown in anm,x III
should be compared with the gross salar~es for the United States federal civil
service employe.'s in effect from 1 January 1987. The results of those comparisons
are shown in annex VII and it will be noted that when a comparison was carried out
of the pensionable remuneration amounts at the top step of each qrade of the scales
in effect on or after 1 April 1987 for the two civil services, ' .... ·no the orad~

equivalencies reported by the Commission to the General Assembly earlier, a
weiqhted average ratio of 118 was obtained. Hence, the scale of pensionable
remuneration for United Nations officials in effect from 1 April 1987 would be
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18 per cent higher than that applicable as of the Bame J~te to United States
federal civil service employees in comparable grddes. The Commission wished to
point out to the ASElembly that, while the marQin on the haBis of the proposed scale
would be 118 as of the date of implementation of the new scale, since the interim
~djustment procedure (see paras. 39 anu 40 below) for adjuRtinQ pensionable
remuneration of United Nations officials wa~ tied to the movement of net qalariea
of United Nations officials in New York and as the net remuneration margin
currently stood at a level higher than the desirable mid-point of the ranae when
the net remuneration margin was reduced to the desirable mid-point, the pensionable
remuneration margin wo~ld also move closer to the mid-point of the ranae for
pensionable remuneration.

Pensionable remuneration for the Assistant Secretary-General and
Under-SecretarY-Genera1 levels

33. The Commission next addressed the ~ssue of pensionable remuneration for those
in the Assistant Secretary-General (ASG) and Under-Secretary-General (USG) grades.
The Commission attempted to establish grade equivalencies between United Nations
officials at those grades and United States federal civil service officials.
However, for reasons explained in paragraph 94 of the present report, the
Commission was unable to establish grade equivalencies at those levels. The
Commission, therefore, was of the view that it would have to resort to alternative
means to determine pen~ionable remuneration a~)unts at those two grades.

34. The Commission first considered the possibility of extrapolating pensionable
remuneration amounts for those two grades on the basis of the amount ap~licab1e at
the top step of 0-2. In that regard, it noted that, at the current time, the net
remuneration of an ASG waS approximately 12.7 per cent higher than that of a 0-2,
step IV. The difference between the net remuneration amounts of ASG and USG was
9.0 per cent. According to the scale agreed to by the Commission for
r~commendation to the General Assembly (see annex Ill), the pensionable
remuneration of a 0-2, step IV, would be $88,308, therefore, by straight
extrapolation, the pensionable remuneration of an ASG would be $88,308 multiplied
by 1.127 or $99,523 and that of a USG would be $99,523 multiplied by 1.09 or
$108,480. The Commission also considered placing a cap on pensionable remuneration
amounts, for example, at the level of tile pensionable remuneration of a 0-2,
step IV. The majority, however, was of the view that placina such a cap would
adversely ~ffect the pension benefits of the offici~ls at ASG/USG with short
Careers. In that reoard it. was noted that, while, in general, United Nations
officials had shorter careers than their counterparts working for the United states
federll civil service, that phenomenon was more acutely noticeable in the case of
Officials at th~ ASG/USG levels because of the nature of the appointments.

35. The Commission next considered the possibility of determining the pensionable
remuneration amounts tor those two grades by reference to the limits on pension
benefits placed by the General Assembly. It noted that the Assembly, by
resolution 40/245, had aqrt!ed that the benefit payable to a participant at the ASG,
USG or equivalent level separating from service on or after 1 April 1986 should not
exceed, as at the time of the participant's separation, the greater of:

(a) 60 per cent of his pensionable remuneration on the date of separation, or

(b) The maximum benefit payable under the provisions of article 28 (b) or ,c)
of the Pent ion Fund regulations to ; participant at the 1eve) O-l (top steop for the
preceding five years) with 35 years of contribut"lg service, separating from
service on the Same date ~s the participant.
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36. According to the proposed scale, the pensionable remuneration of a D-2,
step 1\', would be $1l8,JOtl. The mln imum pens:l.on benpfi.t of Cl D-2, step IV, (litter
35 years of service) would he $88,3G8 multiplied by 0.6625 or $58,504. Hence, one
limit on the pensions of ASGs and USGs would be $58,504. The Commission WllS of the
vi"w that it would be possible to arrive at a pensionable remuneration amount for
hSGs/USGs slIch that the second condition also produced the same figure. In that
regard it noted that if the pensionable remuneration amoullt for both ASGs and USGs
werC! fixed at $97,507, then 60 per cent of that amount would reault in a penaion of
$58,504 and hence both conditions laid down by the General Assembly would produce
the same result. The Commis~ion was of the view that an amount equal to the
pension benefit of a D-2, step IV, with 35 years of service was a reasonahle
retirement benefit. It therefore agreed that a pensionahle remuneration lImount of
$97,507 for both ASGs and USGs could be considernd to he reasonllhle.

37. The Commission noted that some of the senior officillls of BornI' oraanizations
of the common system served at levels compClrllble to the ASG and USG level. The
Com~~ssion further noted that salaries and conditions of employment of thos~

officials were determined by the legislative bodies of their respective
organizations by reference to the salaries and conditions of employment of those at
grades ASG and USG. The Commission, therefore, was of the view that the
lC!gislative bodies of those organizations where senior officials served in ad hoc
grades comparable to those of ASG and USG might wish to review the pensionable
remuneration amounts for those levels by reference to the Commission's
rerommendations on the pensionable remuneration amount for those in grades Ase
an . USG.

Comparisons of pension benefits and the ratios of pensions to salaries

38. It may be noted from paragraph 12 (a) above that the General Assembly also
requested the Commission to carry out a comparative study of the levels of pension
benefits and the ratios of pensions to salaries under the united Nations pension
Scheme and that of the comparator country. The Commission carried out those
comparisons on the basis of the scales of pensionable remuneration currently in
effect. Similar comparisons wer~ also carried out using the scale of pensionable
remuneration recommended by the Commission to the Assembly for its lIpprovllI and
that which would be in effect for United States federal civil service employ~es on
or after 1 April 1987. The results of these comparisons are shown in annexes IV to
IX to the 'present report. Explanatiol"s of the comparisons carried out are provided
as part o~ these annexes. From annex VII it will be noted that, if the proposed
scale 01 pensionable remunefl tion is implemented f(om 1 April 1987, then that scale
would be some 18 per cent higher, on an averllge basis, than tile amounts of
pensionable remuneration of Unit~d States civil service empl~lees in comparable
gr~des ae at the same date. At the present time, the penoionable remuneration
am, lOts of United Nations offichls are some 30 per cent higher than those of their
countp.rparts from the United Statee federal civil ~~rvice.

!nterim adjustment procedure

39. The Commission recalled that, in its eleventh annu I report, it had indicllte~

thllt the interim adjustn,ent procedure used for adjusting pensionable remuneration
amounts should be compatible with the procedure used for determinina those amounts
as at the bllse date. It will be noted that the methodology the Commission decided
to pursue to arrive at the scale of pensionable remuneration established a certllin
relationship between net remuneration of United Nations officials in New York and
their pension benefits. A reasonable relationship between pensionable remuneration
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amounts for the officials of the two selvices within the limits of the ranae for
the pens ionabl e remunf:'r aUon ma rQ in, BS de f inN'! ny the Comm i ss ion in par aQr aph 2]
above, was "lso establ ished as at the baRe dat.... Tt therefore Rtood to reaRon that
the interim adjustment procedure used for adjustinQ pensionable remuneration
amounts t~tween comprehensive rEviews should maintain, ~rosso modo, the
above-ml'ntioned relationships for at least a reasonable period of time, for
example, five to 10 years until the next comprehensive review. Tf the
relationships established by the Cummission were "cceptable to the General Assembly
and if those relationships were maintained, at least for the foreseeable future, it
would obviate the need for the Mf'-mber States to £.xpress concern from time to time
regarding the levels of pensionable remuneration for the Professional and hiaher
cateQory staff and consequently for frequent reviews. Bearina this in mind, the
Commission proposed the followina interim ajjustment procedure for the Assemhly's
approva 1.

40. The scale of pensionable remuneration anounts in annex Ill, if approved hy the
Ger.eral Assembly, would become effective as at I April 1987. BeQinninQ ar; of the
base date of I April 1987, that scale of pensionable remuneration should be
adjusted on the same date as the net remuneration of united Nations officials from
the Profesnional and higher categories in New York was adjusted. Tt was noted that
remuneration was adjusted on a net basis while pensionable remuneration was
determined and must, therefore, be ~djuBted on a gross bdsis. By a comparison of
the movements of net and gross remuneration amounts, it was determined that every
5 per cent movement of the scale of pensionable remuneration would require a
4.1 per cent ajustment of the net remunerl ;on amounts in New york.

41. The General /\ssemhly miaht wish to note that, in view of the margin ranoe
consideration, net remuneration of United Nations officials would move in lock-stpp
with the movements of remuneration of united States federal civil service
employees. If the above interim adjustment procedure were to be approved bv the
Assembly, not only would the relationahip between the net remuneration of United
Nations officials in New York and their pension benefits upon retirement
es+:::.blished as at the base date be maintained Over a period of time but,
Qrosso modo, the relationsr.ip between the pensiod"l']e remuneration amounts for
officials of the two civil services would also be maintained at the desirable level
over a period of time.

Transitional measures

42. It will be recalled that the Commission, 1,1 its tenth annual report, had
recommended to the General AssemblY transitional measures alonQ with the ~Gale of
pensionable remuneration that went into effect as at 1 January 1985. 21 The
Assembly, however, decided to consider the issue of transitional measures in the
context of penslon benefits rather than that of pensionable remunt>ration. It
therefore requested the Pension Board to submit recommendations with regard to
transitional measures for those whose pensionable remuneration amounts han
experienced reductions as a result of the implementation of the scale recommended
by the Commission. Recommendations of the Pension Board were approved ..y the
Assembly at its fortieth session as supplementary article C to the ReQulations of
the United Nations Joint staff Pension Fund. The proposed scale of pensionable
remuneration in annex III would result in pensionable remuneration amounts that
would be lower by varying percentages at different grades than the scale currently
in effect. In view of that, the Assembly may wish to consider transitional
measures in the light of the deci~ions it had taken at its fortieth session.
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Impact of the proposed scale for the Pension Fund

43. 'rhe Commission wbhes to brina to the attention of the General Assembly the
fact that its consideration of pensionable remuneration related exclusively to
pensionable remuneration for benefit pu.~ooes and the reBulti~g pension benefits.
However, the purpose of a pensionable remuneration scale was twofold. First, it
determined the level of pension benefits, whiCh must be adec:.uate and reasonable,
provided to ret.irees upon separation. Second, it determined the level of income
for the Pension Fund. In a fully funded system, such as that of the United
Nations, both aspects of the scales of pensionable remuneration were important. In
view of the mandate from the Assembly for an examination o,~ pensionable
remuneration of United Nations officials hy comparison of p~nsion benefits of 'he
otficials from the two civil services, the Commission restricted itself to a study
of benefits and, consequently, the scale recommended by the Commission in annex III
should be viewed from the point of view c,f its relationship to resulting pension
benefits. On the basis of the preliminary information provioed by the Secretary of
the Pension Board, however, the Commission noted that the dctuarial impact for the
Pension Fund of the implementation of the proposed SCa'e would be to increase the
actuarial imbalance by between 0.17 and 0.24 per cent of pensionable remuneration,
dependina on the assumptions for growth in the number of active participants. In
view of this, the Commission was of the view that, at least for the time beina, the
scale in annex III should be used for both contribution and benefit purposes and
that the situation should be monitored on a continuous ba~~s.

Recommendations of tht' Commission

44. The Commission recommended to the General Assembly that it should approve:

(a) The range for the pensionable remuneration margin as set forth in
paragraph 23 above)

(b) The methodology for the determination of pensionlble remuneration of
United Nations officials in grades P-l through 0-2, as outlin~d in paragraph 29
above)

(c) The procedure outlined in parasraph 36 above for thE determination of
pensionable remuneration amounts at the ASG and USG levels)

(d) The scales of staff assessme,lt contained in annex I for implementation
with effect from 1 April 1987)

(e) The scale of pensionable remllner~tion amounts for the Professional and
higher categories, contained in annex 11:, for both benefit and contribution
purposes for implementation with effect from 1 Apr\l 1987)

(f) The interim adjustment procedure for adjusting pensionable remuneration
amounts between comprehensive reviews, liS outlined in paragraphs 39 and 40 above.

45. The General Assembly might wish to klote that, if the scale of pensionable
remuneration recommended by the Commission wece approved, this would represent a
reduction in costs of some $11.83 mill ion per annum for all organizations and a1]
sources of funds.
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46. In view of the revised scale of staff assessment contained in annex I, the
scale of base salaries (gross and net after the application of staff aSRessment
ratas at the single rate) must be revised. The revised scale is prnvided in
annex X and it is recommended that the General Assembly approve it for
implementation with effect from 1 April 1987.

47. In view of the changes in the rates of staff assessment, the scale of
separation payment amounts (gross and net after the application of staff
assessment) used for the det~rmination of terminal benefits must also be revised.
Failure to do so would mean windfall gains in separation payments for those leavin~

the system after 1 April 1987. The revised scale of separation payment amounts
(gross and net ~fter the application of staff assessment) is provided in annex XI.
It is recommended that the General Assembly note the scale contained in annex XI
for implementation with effect from 1 April 1987. Further adjustments to the
scales of separation payments would be made on the basis of the movements of WAPA
from 1 January 1986 (Bee paras. 113 and 114 below) and the scale of separation
payment amounts in effect on 1 April 1987.
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CHAPTER III

CONDI'rIONS 01" SERVICE OF 'I'HE PROFESSIONAL AND HIGHER CJI'I'EGORIES

A. Remuneration of the Professional and hiaher cateaories

l. Evolution of the marain between the remuneration of the United
States federal civil service and that of the United Nations
svstem based on a compar ison of net re..:uneration

4!l. The Commission, in accordance with a request from the General Assembly, has
continued to keep under review the relationshi~ "etween the level fl of remuneration
of the United Nations and the comparator, the United States fed~ral civil service.
In its eleventh annual report, the Commission provided a description of the
methodology used for calculating the marain based on net remunpration. ~ By
Assembly resolution 40/244, the Commission was reauested to develop further the
methodology for calculating the margin based on net remuneration (for details, see
paras. 54 to 74 of the present report). The followina paragraphs deal with the
results of net remuneration marain calculations based on the methodoloqy reported
by the Commission in its eleventh annual report.

49. The comparison was based on the net remuneration of officials of the two civil
services w;th dependent spouses and no children, and between the headuuarters of
the two systems, namely, New York for the United Nations common system, and
Washington, D.C. for the United States federal civil servIce. Differenc~s in the
cost of living between New York and Washinaton, D.C. were taken into account.
Grade equivalenci~s, as approved by the General Assembly in its resolution 34/165
of !7.December 1979, were used. Details regarding the new grade equivalency study
are provided in paragraphs 85 to 104 below.

Views of the oraanizations

50. The Chairman of CCAQ said that the orqanizatio~s took note of the net
remuneration margin based on the t..raditional methodoloay. He proposed that the
reference period for the calculation of the margin be changed from
October/September to the calendar year, since, in recent years, United States
federal civil service salary increases had been granted i~ January rather than in
October. He noted that, although the comparison of levels of net remuneration was
related to a l2-month period, the ccst-of-living differential used in the
calculations was based on data for the latest month available. In view of the
mo~thly fluctuations in cost··of-l iving indexes, he was of the opinion that the
cost-of-living differential should be based on data averaaed over the same 12-month
reference period of the marain. He restated the position of CCAQ that average
remuneration at each of the comparable grades should be used in future calculations.

Views of the staff representa_tives

51. The President of FICSA took note of the marqin and emphasized th<> importance
01 refining the methodoloqy (or calculating the margin in view of the fact that a
range for the margin ~ow existed.

52. The Convenor of CCISuA too~ note of the marQin and expressed support for the
proposal of CCAQ for changing the reference peri(xj for the marQin.
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Discussion and decisions of the Commission

53. 'l'he Commi:;sion took note of the marqin h'vel of 120.,} for tllP ppriod
1 OCtober 1985 to 10 September 1986 calculated on the bllSiB of thf> marClin
methodoloqy reporteCl to thf> Genf>ral ASSf>mbly at itR fortieth flf>f;sion. lletailn of

the margil' calculations on the basis of the existinq methoCloloqy Mt' providf"d in
annex XI I to the present report.

"2. The methodologv used for calculatinq the ma~)ased on
net remuneration

54. In its eleventh annual report, the Commission provided to the General Aosemhly
a detailed description of the methodoloqv used for the determination of the marain
based on a comparison of net remuneration of United Nations officials ff")m thf"
Professional and higher cateqories with that of United States ft"deral eivd sprviCf'
employees in comparable qrades. 6/ By its resolution 40/244, the Assembly
requested the Commission "to dev;lop further the methodoloQY for calculatinq tlIP
margin based on net remuneration, takinq into account the views expressed lin the
Fifth Committee] at the current c;ession, and to study the possibility of
calculating the margin •. , based on a comparison of net remuneration for both
services in New York and to report thereon to the Assembly at its forty-first
sessio~". At its twenty-fourth session, the Commission considered the Assembly's
reque ~ether with other aspects of the net remuneration margin calculation
nlethodL- ,y, SUch as the use of cost-of-livinq differential between New York lino
Washington, D.C., the inclusion of bonuses and performance award& oranted to those
in the United States Senior Executive Service (BES) and the use of averaQe salaries
applicabl!' on both sides.

Views of the oraanizations

55. The Chairman of CCAQ noted that the main principle of the United Nations
system was equivalency ('If purchasing power among all duty stations and the ba8e,
New York. In the comparator country, the principle was that of equal pay in the
continental United States with some positive adjustments in the case of federal
ciVil servants who were posted outside the continental Uni ted States. Regardinq
the compar ison on the basis of net remuneration of the two civil services in New
York, CCAQ noted that the number of civil servants employed in the base city, New
York, in the case of the United Nations, o!Ind Washington, D.C., in the case of the
federal civil service, justified that reference be made to those two cities. Rince
frequency of "0111parable jobs in the llnited St.ates federal civil service was
considerablY'ess than that in Washingtun, D.e., il: was doubtful that a valid
equivalency study could be based on the limited sample. There appeared, moreover,
to he a difference between the Uni ted States federal civil service jobs in New York
and those in Washington, D.C. In view of those diffiCUlties, the organizations
wet'eaf the view that the salal-y levels should be compared at the base of each
system, namely, New York for the United Nations and Washington, D.e., for the
United States federal civil service, with due account being taken of the difference
in the cost of Iblng between these two cities. That would result in 11 mellllingful
comparison and reflect the principle of equalization of purchasinq power, which was
an inherent part of the United Natios salary system. The organizationI' were also
of the view that the inclusion of bonuses and p~rformance awards to Unlled S\:att'f1
federal civil service employees was the most appropriate manner of reflecting the
total remuneration of United States federal civil service employees. In supportina
the use of average salari~s in the margin calCUlations, the Chairman noted that
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Ia"eraae remuneration was used bv the comparator in its own
Thp lIse of avera<:4C remuneration' would also extend coverageIuvercome the problems posed by thf!' merit pr, system.

I Views of the staff representatives
I

comp~rability studies.
to all staff and

56. The President of FICSA stressed the need for a precise margin calculation
carried out in an objective Ill/mner in view of the approved margin range. She noted
~hat, since the inception of the Commission's work in 1975, the margin calculations
had taken into account the difference in the cost of living between New York and
Washington, D.e., which was a reflection of the principle of equalization of
purchasina power 1n the United Nations salary system. FICSA su~ported the
inclusion of ~onuseH and performance awards granted to the united States Senior

, Execut ive Service (SES), sInce they were Cl part of the remuneration package
receiVEd by those officials. The Pre;lident of FICSA reiterated the Ferteratio~'s

ear lier proposa 1 that average remuneratio., for each arade be used, not ;.fig that: that
was the widely accepted practice in compensation comparisons. FICSA proposed th~t

the Commission change the current refert> 'ce period to the calendar year.

57. The Convenor of CCISUA noted the serioufl technical weakness that would be
inherent in any margin comparison based in New York for both civil setvices. In
connection with the United States federal civil service practice of payina the same
salaries throughout the continental United States irrespective of differences in
the cost of living, he observed that, as an incentive to attract staff to high-cost
aredS, promotiLns were offer~d which resulted in grade creep. Rent subsidies were
also being paid in sorne cases to federal civil servants in New York. He reiterated
his organization's strong opposition to the elimin~tion of the cost-of-living
differEntial betw~en N~w York and Washington, D.C. in the margin cJlculations. He
stated that it should be recognized that the comparison was being mt,de between tw-.>
different systems, one a national civil service and the other an international
civil service, and that a balance must be struck between carrying o~t the spirit of
the Noblemaire pr!nciple and makina the United Nations syst~m merely an extension
of the comparator civi' service. CC:J:SllA was in favo..lr of the h'clusion of the
bonuses and merit pay in the calculations as a necessary part of the remuneration
package and stiongly nupported the use of average salaries in margin comparisons.

DJ.scl1!:1sion and decisions of the Commission

(a) Establishment of ~lade equivalencies

58. With a view to establishing grade equivalencies between United Nations
offic. ,Is and United States federal civil service employe@s in New York, the
Commission considered a report submitted by the Secretariat, noting that ~q at
31 March 1985 there were some 32,330 united 8tates fede~al civil service emplo)~es

in New York. That fiqure, however, included positions that were not relevant for
the purpose of est~blishing United Nations/United States grade equivalen~ies, for
example, clerical, technical, manual workers and a variety of other jobs that could
not be considered comparable in the context of equivalent poaitiuns in tt,e
Professional category of the united Nations common system. It also included jobs
that were p~ofessional in nature but not relev'!Int in the context of United
Nations/United States comparison, for example, internal rovenue agents, ('eliletery
administrators, etc. With t~e exclusion of those United States federal civil
service jobs which ~ere considered not relevant, it was noted that th@ jobs
relevant for comparison purposps would total 5,695, e~aluding SES positions. SES
positions, currently compared with P·-5, 0-1 and D-2 levels in the United Nl,tions
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common system were filled by 3,673 incumbents in Washington, D.e. and 63 in New
York.

59. In the current equivalency study, the total number of incumbents in jobs in
Washington, D.C. was 57,662, while the equivalent figure in New York would be 2,416
if· the equivalency study were conducted in that city. The Commission also analysed
relevant United States federal civil service jobs in New York and Washington, D.C.
and noted that some of the jobs that were important for the United Nations
organizations would not be represented or would have very little representation if
equivalencies ~ete to be established in New York. On the other hand, other jobs
that were less important to the United Nations family of organizations would have a
greater representation on the basis of the United States federal civil service jobs
in New York. The Commission also analysed the United States federal civil service
in New York and Washington, D.C. by relevant pay systems and noted that, except for
the General Schedule and doctors in the Veterans Administration, the other pay
systems showed a significantly smaller proportion of staff in those systems in New
York. Soroe of the pay systems that were important in so far as remuneration
comparisons were concerned had only from 2 to 5 per cent of staff in New York in
relation to that in washington, D.C.

60. As regards United States federal civil service jobs in New York and
Washington, D.C. by relevant grades, the Commission noted that, proportionately,
the United States employed more staff at the lower grade levels in New York and
more staff at the higher grade levels in Washington, D.C., the only exception being
level GS-15, which had proportionately more staff in New York. The Commission
concluded therefore that establishing grade equivalencies between the United
Nations common system and United States federal civil service employees in New York
would create technical and administrative difficulties. The Commission, therefore,
decided that grade equivalencies between the United Nations common system jobs and
those of the federal civil service of the United States in Washington, D.C. should
continue to be established.

(b) Cost-of-living differential factor: New YorktwasbinQton, D.C.

61. In focusing its. attention on the cost-of-living differential factor between
New York and Washington, D.C. in the margin calCUlation, the commission recalled
that, in its second annual report, -the majority of the members of the Commission
concluded that the comparison between United States civil service remuneration and
that of the United Nations system should be made between the headquarters of the
two systems, that is, Washington on the one hand and New York on the other, the
difference in cost of living between the two cities (as shown by the United Nations
post adjustment index) being taken into account-. 11

62. The majority of the Commission considered that, since there was no
differential between the remuneration of United States federal civil service
employees in New York and Washington, D.C., the remuneration amounts for United
States federal civil service employees in Washington, D.C. could also be used for
unit~d States tederal civil service employees in New York. The Commission, by
majority, further agreed that the cost-of-living differential between New York and
Washington, D.C. should not be taken into account in the margin calculations. The
majority emphasized ~~at the whole purpose of the margin calculation was to j

determine the difference in net remuneration between the comparator service and the !
U~ited Nations. Since pay in the comparator did not vary from one location to J

another, except in Ala~ka, Guam, Ha~aii, Puerto Rico and the United States Virgin •
1s1.nas, r"ucing the margin hy the cost-of-1iving differenti.l between New York I

I
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and Washington, D.e. distorted the actual relationship between remuneration of the
comparator and the United Nations. Therefore, co effect a technically vllid
remuneration comparison, the cost-of-livina differentilll must be e'clucled in the
margin calculation.

6]. Other members of the Commission were of the view that, if the cost-of-) iving
differential factor betwaen New York and Wafthington, D.e. were not taken into
~ccount, the margin comparisons would be misleadinq. These memberR considered that
the comparison of the remunet'alton of the two civil services shou)., be carried oul
on the basis of real remuneration, not the nominal UlIOunts, and if Much a
comparison on the basis of real remuner&lt:>n were to he carried out the
cost-of-l iving differ ..mtial between Wa8hinaton, D.e. and New York must be taken
into account in the mlllrgin calculaltons, :>articularly since the grade equivalencies
were being established in Washington, D.C. for the United States and In New York
for the I~nited Nations.

64. The same members were of the opinion that that procedure was justified by the
technical reasons of rf!preser l:ativity, uniformity and homogeneity. Only the
headquartt:..'l were fully representative of any civil service, the adopted er !terta
ShC'Uld be appl icabloa to whatever country was the comparator, not onl y the !Jni ted
States, and the headqua~ters (base city) of the United Nations should be compared
also with the headqu~rters base cities of the comparators. Reco~nized statistic51
procedures alpo ",ade it necessary to maintDin the comparison of real remunprlltion
between Washington, D.C. and New York, including the cost-of-living differential.
Further"whe~ the Commission had decided to recommend to the General Assembly a
margi~ of 110 to 120, with a desirable mid-point of 115, it had done so on the
basis of the historical evolution of the Noblemaire principle, which had always
taken into account the difference in the cost of living between Washington, D.C.
and New York. If that cost-ol-living difference wcre to be removed now, then the
range would have to be changed. Moreover, in order to be consistent with the above
decision, the post adjustment in New York an:' Washington, D.C. would have to be the
eame. Tl1at would, however, be i\~(:onsilJtent with the hash: principle of the post
adjuet~nt system, i.e. that of equalization of purchasing power. On the other
hand, if a differentiation were to be made in tt.'! post adjustments of the two duty
stations, then that would 'be inconsistent with tt." decision to remove the
cost-of-living differential from margin ~alculations.

(cl Inclusion of bonuses and performance awards gr&nted to RES officidls in
the margin calculation

65. The civil service reform act of 1978, as Amended by the United States Congress
in 1980, permitted performance awards to be calculated separately for each United
Bta tee goverllment agency. A pool of bonus funt a was author !zed, the tota 1 amount
of which W.!lS not tc' exceed either 3 per cent of the aggregate amount of base pay
for career executives (SES) or 15 per cent of the average rates of base pay for the
same group. An award for an l~dividuftl executive must be at least ~ per cent, but
no more than 20 per cent of salary. Also, SES executive officials were eligible to
receive the rank, of "MeritorioU8 Executive" wii:h a special award of tiO,OOO, or the
rank of "Distinguished Executive", witl a epecial award of $20,000. '1':"
"Di8tinguished Executive" award was limited to a maximum of 1 per c~nt 01" career
executives while the "Meritorioue Exe~utive" award limit was 4 per l:nt. An
individual could not receive a "Distinquished Executive" ftward more than o.,v' in a
five-year period. These bonuse~ and awards were nol included in the base P6Y of
recipients. ':"hese bonuses and performance awards had been taken into account in
the margin calculations to date and were reported in the Commission's fifth lInnual
report.
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66. The Commission noted that bonuses had been paid to some 33 per cent of the
total number of career SES staff. Performance awards had been paid to
approximately 2 per cent of the total SES staff. The Commission. cy majority, was
of the view that bonuses and performance awards were paid for excellence in
performance and that those awards did not form a part of base pay. The same
members were of the view that only that part of bonuses and performance awards
forming part of the base pay as defined by the Government of the United States
should be taken into account in the calculation of the margin. One member was of
the view that only bonuses paid to a substantial percentage of staff should be
taken into account, and that such a percentage was to be agreed upon by the
Commission.

(d) Margin comparison based on averaQe remuneration for each orade

67. Since 1976, the margin calculations reported by the Commission to the General
Assembly had been carried out on the basis of remuneration at step 1 on both
sides. In its second annual report, the Commission had provided details of its
consideration of that issue and had expressed the view that, once grade
equivalencies were established, it could be assumed that staff members in
comparable grades' in both services not only performed work of a comparable level
but also reached comparable points in their respective careers. On the basis of
that consideration, the use of step 1 for the purposes of margin calculation was
considered appropriate. The above decision, however, had been taken before the
United States federal civil service introduced the merit pay system and also before
the special rates programme became more widel~ applicable. With the introduction
of the merit pay system, which had no steps but only a range of salaries within
which merit increments were granted, comparable points in the respective United
Nations and the United States careers could no long~r. be measured in terms of
steps. By restricting the comparison to step 1 of each grade, the data on actual
salaries for each matching grade were based on a limited number of staff in both
civil services.

6B. The Commission noted that, under the merit pay plan, ~ine within-grade
increases at each grade level were replaced by annual increases based on its merit
pay "pool". That plan currently covered about 120,000 supervisors and managers in
grades 13-15 of the General Schedule, about SO per cent of whom vere in the
Washington, D.C. area. Only 358 employees covered by the merit pay plan were at
step 1 of their respective grades. The implications for the accuracy of the margin
comparison of ignoring actual salaries paid to such a large body of staff in the
Washington, D.C. area were obvious. Consequently, only a comparison based on
average net remuneration for each grade could properly reflect actual salaries paid
in the United States federal civil service. The Commission further noted .that it
was a widely accepted practice in compensation comparison studies to use average
salary data. In view of the above considerations, the Commission decided that
average salaries applicable at each grade for staff in the two civil services
should be used for net remuneration margin calculations.

69. In summary, the Commission wished to inform the General Assembly that it
agreed to the following:

tal Grade equivale~cies should .continue to be established using United
Nations common system jobs from the Professional and higher categories and the
United States federal civil service jobs in Washington, D.C.J
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(c) The cost-of-living differential between New York and Washington, D.e.
should not be taken into account in margin calculations;

(d) Only that part of bonuses and performance awards which formed part of the
base pay of the United States federal civil service employees should be taken into
account in margin calculations;

(b) Remuneration comparisons should be carried out on the basis of the net
remuneration of the two civil services in New York. As there was no differential
between the remuneration of United States federal civil service emo]ovees in New

i York and Washington, D.e., the remuneration amounts for united States federal civil
i service employees in Washington, D.C. should be used for those in New York;
~

I
I
~

!
~

(e) Average salaries applicable at each grade for staff in the two civil
services should be used for net remuneration margin calculations (see para. 73
below) •

(e) Relationship of the changes in the margin calculation methodoloav to the
level of the margin

70. In ita eleventh annual report, in response to a request of the General
Assembly, N ••• the Commission decided to recommend to the General Assembly a range
of 110 to 120 of the net remuneration margin, and considered that the mid-point of
around 115 would constitute a desirable level around which the net remuneration
maroin shOUld be maintained over a period of time". 81 At the same time, the- -
Commission had also N ••• decided to bring to the attention of the General Assembly
that the above recommendation, with regard to the desirable level and the range for
the net remuneration margin, related to the current methodology used for margin
ca1culations".!1 A concise description of that methodology was provided in
annex I to the Commission's eleventh annual report. The Commission noted that the
decisions made at its twenty-fourth session would result in significant changes in
the margin calculation methodology, the level of the margin and the margin range
itself.

71. The margin figures reported by the Commission to the General Assembly for the
period 1976-1985 formed the basis of the Commission's recommendations to the
Assembly in 1985 concerning the desirable range for the net remuneration margin.
As the Assembly had noted earlier, the cost-of··living differential between New Yor,
and Washington, D.e. had been taken into account in the margin figures reported to
the Assembly during the period 1976-1985. It will be further recalled that the
margin, including the cost-of-living differential, ranged from 109.3 to 121.3 and
that the average for the period was 115.8. This average was used as the mid-point
of the range and, allowing for approximately one class of post adjustment in either
direction, a range of 110-120 was arrived at and recommended to the Assembly. If
the cost-of-living differentiai had not been taken into account, the margin would
have ranged from 118.8 to 127.6 for the same period and the average for the period
1976-1985 would have been 123.7.

72. If the bonuses and perfOfmance awards paid to United States officials in the
SES had not been taken into account, the average margin excluding the
cost-of-living differential and bonuses and performance awards would have been
slightly higher.

73. The above-mentioned margin calculations were not based on average salaries but
On step 1. The Commission noted that the use of average salaries would have
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resulted in reducing the levels of the maroin) however, data were not ~""ilahle to
quantify the exact reductions for the prior period. Inasmuch as some of the iSRues
pertaining to the current United Nations/United States orade equivalency study, for
example, the effects on average salaries of the differen~es in the lenQths of
service on both si~e8, the use of square root for weightino purposes ~nd the
validity check, had not been resolved, the Commission was not in a po8ition at the
present time to determine the effects of the use of average salaries on the lrvel
of the margin. As indic~ted in paragraph 104 below, the Commission intends to
revert to these outstandi~g issues at ltd twenty-fifth session to be held in
March 1987. At that time, it wi 11 (lIs') conaider the question of the impact: oE the
latter element on the margin levels.

74. Upon com:?letion of some of the outstanding issues mentioned above, the
Commission will submit its further recommendations, as appropriate, to the General
Assembly at its forty-second session.

3. The margin based on a comparison of total compensation

75. The Commission considered the document submitted by its secretariat that dea!t
wilh a comparison of total compensation based on non-e~patriate elements of
remuneration applicable to United Nations staff from the ProfessIonal and higher
categories and to the United States federal civil service employees in comparable
positions. A number of previous decisions of the Commission with respect to
various aspects of total compensation comparisons ~ere recalled in the docllment.
On the basis of the decisions taken by the Commission to date concerning th~ total
compensation comparison methodology and using the cost-of-living differential
between Washington, D.C. and New York as at May 1986, a margin figure of 118.a,
calculated on the basis of non-expatriate elements of remuneration applic~ble on
both sides, was reported.

Viewa of the organizations

76. The Chairman of CCAQ expressed the view that the procedure used for taking
into account the Washington, D.C./New York cost-of-living differential in the
determination of the total compensation margin should be re~iewed, inter alia, by
carrying out the calculation on the basis of average rem,'neration at each grade.
He noted that the United States civil service retirement scheme (CSRS) for federal
civil service employees was currently under review and that a revised CSRS was soon
to go into effect. The organizations, therefore, proposed that the Commission
should revert to that issue once all details of the new CSRS became available.

Views of the staff representatives

77. The re~resentative of FICSA expressed appreciation to the Commission for
continuinq the comparison based on total compensation, despite certain difficulties
that had arisen, in p6rticular with Iegard to pension benefits on the Unite,' States
side. The Federatior nevertheless c~ntinued to oppose the Comrnission's decision to
eliminate the differen~e in career length from the compar~son that had bl'en
included ,in its previous findings. Reference was made tu the FICSA ploposals
concerning the methodology for the calculation of the margin based on net
remune:ratior" which should also be taken into account in the total compensation
comparison (i.e., use of average splaries instead of step 1 and change of the
reference period to cOincide with the cld:ndar yellr). FICSA alao recalled that it
ha~ consistently advocated the use of total compensation as the most appropriate
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met~od for measuring the margin. A precise method had become even more relevant
owinQ to the increasing concern of certain Member States about maintaining
relativities between the United States federal civil service and the United Nations
common system.

78. The Convenor of CCISUA noted that it was difficult at the current stage to
draw any concluslons from the results of the total compensation comparison beforp
the Commission inasmuch as the new CSRS applicable to United States federal civil
service employees had not been taken into account. H~ urged the Commission to
reconsider its decision to exclude from the r.omparisofl consiaeration the difference
in career lengths between the two ser.vi.<x'fJ, and expressed the view that average
remuner at ior. amounts appl icable 011 both sides should be used in future
comparisons. The Convenor of CCISUA was of the view that the only valid comparison
was that which was made on the basis of all elements of remuneration applicable on
both sides.

Discussion by the Commission

79. Some members of thp. Commission reaffirmed the technical validity and superior
merit of the concept of total compensation comparison over net remuneration
comparison. ~ccordingly, they supported the previous decisions made by the
Commission since 1976, re90rteCl to and endorsed by the Ceneral Assembly,
recommending that method of comparing the remuneration and benefits of the United
Nations and the United States civil service. They agreed with the procedure,
adopted by the Commission in 1981, to carry out that total compensation comparison
in two phases, first, on the basis of non-expatriate benefits, and second, on the
basis of including ~xpatriate benefits, on both sides. They noted that the
Assembly had authorized the first phase, but had not provided funds for the second
phase. Hence, they ~ere of the view that the Commission, having recommended total
compensation comparison to the Assembly so often in the past, would damage its own
credibility and competence if it wt!re to recommend its aban{.Jnment now, without any
overwhelming technical reasons.

80. Other members of the Commission expressed doubts concel{)ing the usefulness of
comparisons made on the basis of total compensation. These members were of the
view that total compensation compariso{)s required a tremendous amount of effort and
resources, while the usefulness of the results produced was limited at best. One
of the members pointed out that, if the results of a ,otal compensation comparison
indicated that an adjustment was called for, it would be difficult to decide which
element should be adjusted and how it should be made. In view of this, the
continued use of the total compensation comparison methodology to compare
remuneration packages, including elements other than net base salaries, should be
re-examined at the earliest opportunity.

81. Tl.e members mentioned in the foregoing paragraph, as well as other members,
were of the view that, should the Commission decide to continue with the
comparisons of total compensation, the procedures used for the quantification of
certain elements, for example, hours of work and annual leave, as well as the use
of the New York/Washington, D.C. cost-of-living differential in the determination
of the total compensation comparison margin, should be studied in greater detail.

82. The Commission recalled that, in its eleventh annual report, it had reviewed
differences in annual leave in the context of total compensation comparisons. At
that time, it reported thata ·With regard to calculations relating to sick leave,
holidays, annual leave and the differences in hours of work, the Commission's prioe
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consideration of those matters remained valid". 10/ Accordingly, it decided to
report the total compensation margin without taking into account the difference in
annual leave. Under an alternative calculation of annual leave, however, the
Commmission provided the General Assembly with an estimate of the effect of annual
leave differences on the margin. If such an alternative calculation were again
made, and if an additional holiday granted on the United States side since 1985
were taken into account, the margin would stand at 120.6.

Decisions of the Commission

83. The ICSC secretariat was requested by the Commission to prepare a document for
its twentv-fifth session which would enable it to undertake a comprehensive review
of the usefUlness of total compensation comparisons. If, on the basis of that
review, it should decide to continue to make comparisons on the basis of total
compensation, then it would be roost useful to re-examine the procedures for the
quantification of all elements, and specifically those referred to in paragraph 82
above. The secretariat was therefore also requested to provide a brief summary of
the quantification procedures in the document to be submitted to the Commission at
its twenty-fifth session.

84. In the meantime, the Commission decided to request the General Assembly to
take note of the margin of 118.8 calculated on the basis of the total compensation
comparison methodology previously reported to the Assembly.

4. Establishment of grade eauivalencies and comparison of
remuneration between the United States federal civil
service and the United Nations

8S. The Commission had before it a document and a note prepared by its secretariat
reporting on the results of the current grade equivalency study and remuneration
comparison between officials of the united States federal civil service and the
United Nations common system.

Views of the oraanizations

86. The Chairman of CCAQ considered that the sample chosen by the secretariat was
usable for the purpose of analysis, provided that the positions on the United
States side were in the Washington, D.C. area. united States Government positions
that were received but not requested for the sample should be excluded, although a
more detailed study might be needed before a final decision was taken. Since the
group of interpreters and translators was the third most highly popUlated group in
the United Nations system, OCAQ believed it should be included in the com~rison.
Unfortunately, statistical problems had made this difficult. CCAQ considered that
anomalous grading results should be excluded from the analysis in accordance with
normal statistical practice. As had been done in previous studies, grading results
for each united Nations level representing less than 5 per cent of the total number
of posit!ons and single gradings equivalent to a particular United Nations grade .
should be eliminated. In view of the data presented by the se(~retariat, CCAQ did
not deem it appropriate to include the job of representation, ~)-ordination and
liaison specialists. With regard to the inclusion or exclusion of the United
States GS-7 level, CCAQ felt strongly that the group should be (~xcluded since
apprOXimately 88 per cent of staff at that level was composed of clerical and
technical staff not equivalent to Professional staff. With regard to United States
Foreign'Service staff stationed at Washington, D.C., the view of the majority of
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CCAQ members was that, bearing in ml.nd the nature of the service, it should be
excluded. The organizations considered that the greatest possible use should be
made of available data. Remuneration data for the Commissioned Officer CorpB
concerning federal civil service doctors and United St~tes Senior Executive Service
levels should therefore be included. The same applied to adjustments intended to
reflect paymentd under the merit pay system. On several occasions the
organizations had advocated the idea of basing the remuneration comparison on
average salaries rather than on step 1 salaries for several technical reasons
clearly explained in various ICSC documents. CCAQ preferred the methodoloay
indicated in the main alternative as regards the use of average salaries.

87. CCAQ had taken note of the validity check conducted by classifiers of the
Uni ted States Office of Personnel Management (OPM). It was clear that the
confirmation r~te fell below that which would be accepted in terms of internal
compatibility tests. Bearing in mind, however, that there was no yardstick for
judging confirmation rates in that kind of situation, since it was the first time
such a check had been carried out, the organizations, therefore, did not believe
that any conclusions should be drawn concerning the validity of the equivalencv
study. The points raised both by the secretariat and by the OPM concernina lack of
familiarity with the Master Standard and insufficient time to narrow down
differences, should also be taken into rccount. At the Commission's twenty-third
session, organizations had stressed the importance of extending the sample to
include jobs representative of fl1nctions performed in specialized agencies. Those
so-called specialty jobs, on which a limited study had been conducted by the ICSC
secretariat, shOUld be included in the overall margin calculation, after
appropriate weighting. CCAQ did not object to the inclusion of Assistant
Secretary-General (ASG) and Under-Secretary-General (USG) positions in the study.
The establishment of grade equivalencies at those levels w~s not an impossibility,
indeed, approximate equivalencies had been established in a study conducted by the
ICSC secretariat in 1979, nlthough they had not been included in the margin
calculations, which had trtditionally been based on the career levels P-l to D-2.
The exercise was, however, a diffiCUlt one - a fact appreciated by the Commission
itself when, at its twenty-third session, it had requested its secretariat'to
cOllect information on those positions. The information assembled, which was
inconclusive, did not provide a sound basis for establishing equivalencies. One
possible approach would be to establish equ:valencies on the basis of
extrapolation. Finally, CCAQ was of the opi.nion that salaries in the remuneration
comparison should be weighted by the square root of the number of incumbents, which
waa the technique used at the time of the last equivalency study.

Views of staff representatives

88. The representative of FICSA nad some reservations in view of the disappOinting
results of ~he validity check. FICSA considered that a b~lance had to be struck
between the need for perfection and the need for completing the study, in view of
the definition of the margin range. FICSA stressed that interpreters and
translators should be excluded from the study, owing to the statistical problems
that had arisen and to the difference in the job content of those positions. FICSA
opposed the application of deficient Rtatistical methods to force a solution dt the
current stage. Posts outside washington, D.c., although comparable, and posts at
the GS-7 le~el should be excluded. Remuneration data, bonuses and performance
awards for particular pay systems should he included, since they formed an integral
part of the r:emu.1eration package of those pay systems. In view of their job
content and the nature of their assignments, Foreign Service positions in
Washington, D.C. were comparable to those of many staff in the united Nations
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system, especially those SUbject to frequent reassignments. FICSA supported the
UBe of average salaries for the comparison and the use of the square root system to
snlooth t~e resu! ts. FICSA appreciated the efforta to identify a series of
operational positions in the specialized agencies and supported their inclusion in
the study. The comparison of positions at the ASG and USG levels was not a
priority for FICSA.

89. The Convenor of CCISUA pointed out that the methodologies of the various
component elements of the remuneration comparison were interrelated, while
questions dealing with the modalities of the grade equivalency exercise were tied
to other issues. A consistent approach was needed. with respect to the job
classification aspects of the exercise, it was apparent that reliance on post
descr iptions alone was insuffic1el.t. The Convenor expressed concern at the
validity rating of 51.5 per cent and the fact that checking of validity came only
after the equivalency study was well under way. While it would have been
preferable to have resolved questions related to job comparison prior to proceeding
with the salary aspect of the study, that exercise nevertheless r~presented a
significant improvement over the 1978 study. With respect to the nine positions
reflecting posts outside Washington, D.C. he agreed with their exclusion only if
the compar1son were made between New York and Washington, D.C. He saw no reason to
exclude United States Foreign Service staff in Washington, D.C. who were performing
functions equivalent to the united States federal civil service but happened to be
paid according to a different pay schedule. He also saw no reason to exclude merit
pay bonuses. He agreed with the square root weighting used in the past to smooth
out the distortions in the sample. Most importantly, he urged the adoption of the
use of average remunerati~n at each grade, which he viewed as a methodologically
sound proposal, long overdue.

Discusflion by the Commission

90. The Commission '10ted that job data were received on 514 out of 555 positions
for which data had been requested from ~5 united States Government agencies. Based
on those data, the Commission reviewed the detailS of the gcading exercise to
determine which data could be used for purposes of the remuneration comparison and
which were not usable because of the quality of the data received. The Commission
noted thet the secretariat had included 436 positions for analysis purposes and had
excluded nine positions outside Washington, D.C. and 18 positions that were not
specifically sampled, as well as a remaining group that was not usable.

91. The Commission considered certa in grad ing anoma lies incl uded in the
secretariat's analysiB and it noted that, at the time of the 1978 equivalency
stUdy, such anomalous gradings' ~en exclUded by eliminating positions in United
States grades representing less 1 5 per cent of the total number of positions
~quiv'alent to a perticular United Nations grade.

92. The Commission considered the jobs of representation, co-ordination and
liaison specialists and noted that thoRe jobs were included in a catch-all job
series covering a wide range of miscellaneous jobs in the United States federal
ciVil service. The Commis~ion expressed its concern about the difficulties of
including the jobs of translators and interpreters in the analysis and requested
its secretariat to continue to study possible equivalenciea for translator
pllsitions.

93. The Commission noted that, for the United States Senior Executive
Service (SES), a rank-in-perso~ system was applied with six different pay levels

-27-



not reflecting job content, whereas in the common system job content and grade
levels were directly related. The Commission also noted that the results of the
analysis, although demonstrating a certain progression in salary for equivalent D-l
and D-2 leve)s, had been reached at random and that in a subsequent survey the
reverse might be found. In order to maintain the existing distinction between D-l
and D-2 grades, the Commission requested its secretariat to study alternative
solutions or refinements to calculate the margin at 0-1 and D-2 levels, either by
extrapolating or taking the average SES pay level with some adjustment downward for
the 0-1 level ~nd upward for the 0-2 level.

94. The Commission also considered the study of equivalencies at the ASG and USG
levels carried out by its secretariat. It recognized that at those levels a
precise methodology was even more difficult to apply than in case of the SES
positions, and it noted that those positions were usually filled by political
appointees and that such appointments often required confirmation by the United
States Senate. In the common system, positions' at those levels were also filled by
appointees, nominated on the basis of general policy'considerations, while posts
were established by the legislative and governing bodies of organizations, rather
than by Classification. At those levels, the relationship between job content and
pay was also found to be elusive. The Commission believed that, on the basis of
the methodology used for the remuneration analysis, no direct equivalencies could
be established. It therefore requested its secretariat to study the ~~thods that
could be applied for comparison purposes.

95. The Commission noted the conclusion of the OPM classificat!on experts that
United States Government GS-7 professional and administrative positions appeared to
fall within the range of work covered by the P-l level of the common system in
terms of Tier 11 standards, although they recognized that there might be
OCCUPations where P-I level work exceeded that of the GS-7 level. The Commission,
by majority, concurred with the view of the OPM experts and determined that GS-7
level positions should be included in the equivalency analysis. Some members of
the Commission were of the opinion that there was no sound and technical basis to
include those positions, since less than 40 per cent of the posts that were sampled
at the GS-7 level were found to be of a professional nature and were primarily
developmental and since tnree prior equivalency studies had systematically excluded
such posts.

96. The Commission reviewed the data of the United States Fo~@ign Service in the
analysis. A majority considered that that category was not part of the national
civil service. It was pointed out that the 24 positic"n descriptions in the Foreign
Service received by the secretariat concerned five common system jobs in the
sample. Nineteen of the 24 positions concerned technical co-operation
administrators and economists, the most populated jobs in the common system. Some
members of the Commission were of the opinion that, in view of the similarity of
the jobs, those Foreign Service positions should ~ included.

97. The Commission considered the inclusion or exclusion of specialty jobs and
noted that they represented important jobs in some common system organizations and
should be included.

98. The results of a validity check carried out by OPM were reviewed. The
Commission noted the relatively low rate of agreement of 51.5 per cent with the
gradings determined by the common system classifiers and expressed its concern that
no higher rate of confirmation had been reached. The Commission further noted that
the assessment of its secretariat and the OPM officials was that, if it had been
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possible to spend more time on reviewing the individual differences in greater
depth, the confirmation rate could have been higher. While the Commission
appreciated the difficulty of persons experienced in only one of the two different
classification systems applying both with equal accuracy, it nevertheless was not
enthusiastic about that percentage and requested its secretariat to continue
consultations with OPM with a view to reaching a higher rate of agreement.

99. The Commission noted that, on the common system side, all positions in the
22 jobs world wide were included in the sample, while on the United States side
only jobs in the federal civil service in washington, D.e. were taken into account
and they represented approximately one sixth of the total number of comparable
positions throughout the united States federal civil service. All 22 common system
jobs included in the equivalency study sample were sufficiently represented in
washington, D.e., the only location that had sufficient numbers of positions'and
the variety of jobs required to obtain a statistically valid result. Some members
of the Commission expressed the wish to include additional positions outside
Washington, D.C., if it were found that certain jobs not included in the 22 jobs
were not sufficiently represented in that city, for instance, the cases of
specialty jobs and translators. The Commission further noted that the comparison
would be based on pay data in Washington, D.e. and New York only.

100. The question of reducing dominance of the largest populated groups of jobs in
the sample, namely, the technical co-operation administrators and economists, was
discussed in detail by the Commission while considering the need to reduce
dominance. Three possibilities were reviewed for weighting relevant united states
federal civil service salaries by the number of positions per job: (a) using the
actual dataJ (bi natural logarithm, and (c) square root. The Commission was
informed by its secr€tariat that the logarithm would reduce dominance to the
greatest extent, while the square root would leave th~ actual weight more intact.
Although the Commission did not object to using the square root, it requested its
secretariat to study the issue further and to report there.on to the Commission at
its twenty-fifth session.

lel. In considering the methods 6f calculation of United States federal civil
service ealaries, '~e Commission reaffirmed its decision in connection with the
methodology of calculating the margin to apply average salaries rather than step 1
of the grade. However, the Commission requested its secretariat to study the
possible influence on average salaries of the different lengths of career in the
United States federal civil service and in the common system and to report thereon
to the Commission at its twenty-fifth session.

102. The Commission reviewed the question as to whether to include bonuses and
perfor~ance awards paid in the united States federal civil service, which were not
part of base pay as defined by the united States Government. It also considered
and agreed to the inclusion of the additional physicians' comparability allowance.
Some members were concerned about extra pay for certain categories of staff being
averaged across all relevant United Nations staff, but noted that OCAQ had made a
co~~sciouschoice not to copy the United States system of special rates in that
respect.

103. With regard to merit pay awards, the Commission reiterated its decision to
exclude performance awards not included in base salaries. Thp. Commission
recognized that this would result in the inclusion of a certain portion of
performance awards in the analysis and the exclusion of another portion not
included in the United States definition of base pay.

-29-



Decisions bv the Commission..
104. The Commission agreed, for the time being:

(a) To use 436 positions for analysis purposes and exclude positions outside
Washington, D.C. and positions that were not specifically sampled;

(b) To exclude anomalous gradings by eliminating positions in United States
grades representing less than 5 per cent of the positions and single gradings
equivalent to a particular common system grade;

(c) To exclude the jobs of representation, co-ordination and liaison
specialists and interpreters and translators, but to request its secretariat to
study further the equivalencies of translator jobs and to report thereon to the
Commission at its twenty-fifth session;

(d) To include positions in the SES, but to request the secretariat of lCSC
to study further refinements for pay comparison with the 0-1 and D-2 levels and to
report thereon to the Commission at its twenty-fifth session;

(e) Tb exclude ASG/USG-level positions for the time being, but to request its
secretariat to study other methods of comparing positions at those levels, and to
report thereon to the Commission at its twenty-fifth session;

(f) To include GS-7 positions;

(g) To exclude all Foreign Service positions;

(h) To include specialty jobs;

(i) To note the results of the validity check by the United States Office of
Personnel Management and to request the secretariat of lCSC to continue
consultations with OPM in order to reach a higher rate of agreement, and to report
thereon to the Commission at its twenty~fifth session;

(j) To use positions in Washington, D.C., but to collect data on additional
positions outside that city if jobs were not sufficient~y represented;

(k) 'ra apply the square root in order to reduce dominance of highly populated
jobs, and to request its secretariat to study the issue further and to report
thereon to the Commission at its twenty-fifth session;

(1) To use average salaries and to reqn,!st its secretariat to study the
effect of different lengths of. career in the two services on those averages and to
,report thereon to tne Commission at its twenty-fifth session;
I

(m) To exclude bonuses and performance awards that were not part of base pay
as defined by the United States federal civil service, and to include additional
pay for physicians;

(n) 'ra exclude merit pay performance awards that were not included in base
salaries as defined by the United States federal civil service.

-30-



105. Since 1981, on the basl1 of Gen~rQ~ ASHeffibly decision 36/459 of
18 l'ecember 19(11, separatIon payments in respect of commuted annual leave,
repatriation grant, death grant and terminatIon indemnity for the Prafessional and
higher categories have been determined hy reference to gross salary adjusted l~

~)Vement8 of the weighted average of pc,st a~justments (WA~A), less staff
ansessmen. In 1984, by section IV of i~s resolution 39/69 of 13 December 1984,
th~ .1Issembly decided to consolidate 20 points of pclst al1justment int( base salary
~ffectlve 1 Januar. !985 an~, '~ conjunction with the ah~ve ~ction, decided tha~,

effective 1 Jamuuy 1985, separation payments for stdff in the Professional and
higher categories Ilould continue to be based on the 1981 scale, subject to the
approved adjustmGnt proced~re and the revised pcale of staff assessment for this
category of staff effective 1 January 1585. Since the modificadons in the sca)~

of separation t"ayments resulting from the .Jbove revision in tt'£> rates of stll!ff
aRsessment were minor. the amounts used for separation payments remained
essentially unchanged.

106.1 Ba'Jed on the approved ~djustment prC'C,Jllres !!Ind a 5 per cent movem"nt in the
1 January 1986 WAPA index over the base date of 1 September 1979, an increase in
the scale of separation paymentG i.Jecame due with effect from 1 April 1986.

107. At its L~enty-fourth ses.inn, the Commission W6S ~nformed of an exchange of
correspclodencf" between the Chait"man of ICJC and the SecretarY'-General of the United
Nations in ~is capacity as Chair.man of ACC_ The Chairman of ICSC requested the
views (,( :\.C on the question of an increas in the scale of separation payments in
the light r L,ce, alia, of the financial implications that would reRl.'lt from such an
increase for the Uni ted Nat ions as \-11 as for other organizations of the r:ommon
system and of thv legal "nd other polir:y considerations involv£d. Upon receipt of
the views of ACC, the Chairman intended to review the general issue of the
automatic adjustment to the scale of separatlon payments and consider an
appropriate course of ~ction. ACC was of the view that the key consideration was
Rthe ,.ed to comply with Legulgti~ls and rules currently in,force, unless and until
they are modified R and that, consequently, the scale ShOllld be i:..:rel'!:>ed by
S pef cent with effect from 1 April 1986.

108. The Commission alsu cutls~dered a note on Beparetion pllyments prepared by
FleSh, an e~chang~ of communications between the Executive Secretary Df ICSC and
the Uni ted Nat ions Legal Counsel on this subject, and a #urth/!r 110te by its
secretariat, including a proposal for a change in the WAPA adjustment mechanism.
After taking into account the views expresGed by ACC and the staLf representatives,
the Commisuion concluded that:1 reviset1 scale of separation payments should be
promulgal:ed with eff· '::t from .~ April 1986, which WJlS estimllte(l to lead to an
increase in separativo paymentR of some $' 6 million per annum sY8t~mwide. The
Chairman subsequently issued the revised scale, and the 1 January 1986 WAPA index
became th .. new base for futur~ calculations of the movement of WAPA.

Viewq of the or~lizat~ons

109. 'I'lIe Chairman of CCIlO expressed the satisfaction of the organizations over the
Chaf-man's announcement that he would promulgatt! the revised scale of separation
pejments effective 1 Apr II 1986. CCAQ, after exam'.ning an adjustment in the
pru~edure for computing WAPA proposed by its set,etariat at the request of the
Commission, proposed an ad1ust;.lent in the computation of WAPA so as to reflflct all
elem, tb enter ing into th.. determina tion o~ ~At'... , includ ing any freezt! in pc"::
ad)utltment resll"~·'~ from the ope.tation of the s~'stem wlthin p definfld ml'lrgin range,
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Views of the Rtatt ~e£resentdtiveR

110. The PI'f'sUlent of ~'ICSJ\ welcollled the Chairman's decision to promulgate the
revised scale of separatIon payments effective I 1\pril 1986. In view uf the short
time aVIt llab) p to study the propoBed (hanqes in the WAPA adjustment mechanit'lm
submitted by the secretart.lt of ICSC and CCAQ, FICSA wished to reflftrve' itn position
on tha t IHl~C t.

Ill. The Convenor of CCISUA expressed the view that the proposed changea in the
WAPA adjustment mechanism required further study. CCISUA, therefore, reserved its
pus i tt,m on the mat ter.

112. The Cvmmission noted that the Chairman had issued the revised scale of
separatinn J.,yments for the Prot:essional and higher ~ategories with effect from
1 April 19tJ6. 1'he Con,missio.1 ;)lso recognized that, while post adjustment in New
York had been frozen since 1 December 1~84 and action had been taken to bring post
adjustment Indices (PAIA) at other duty stationfl in line with New York, pay indkes
at some locations were higher thall the PAl. The existing w~ightpd average of post
adju8tmentE index (WAPA) ~djustment mechanism Old not take that factor into
consiaeration. The Commission witS of the view that th~ revised procedure
recommended by the sec"etariat with the alr.'!!ndments suggested by tht! organizati.on ..
would take fully inte l!Iccount any differenl"es between PAIs and pay indices at all
duty stations. One member of the Commission expressed his op~.:>sit1on to the
ma:ntenance of dn auton,atic adjustm('nt mech~n1sm for separlltion payments in a
situation wtoere thE: n~t re.muneration of serving staff members w,s fr"zen.

Decision by the ComRlibsion

113. The Commission, therefore, decided that, effective 1 January 1986, the curre,lt
base date for the calculation of WAPA, the adjustment mechanism should be modified
as follows)

(a) The WAPA index should be calculated based on the mulLlpliers in effect on
I January 1986 at all duty stations that had a total of 60 or more staff in the
Professional an) ~igher categories, or 35 or more such staff in a single
organization as at 31 ~cember 1985, using as weights the number of staff at each
duty stationJ

(b) Using the same duty stations and weights, a E'econd WAPA index should be
calculated based on the PAl at each duty stationJ

(c) The WA?A index to be used for the purpose of adjusting the scale of
separation payments should be the re-bastld index reflecting the ratio of ~he

PAl-based WhPA index to the mUltiplier-based WAPA indexJ

(d) The cOI:.putat ons shollld be based on the average WAPA .tndex for three
consecutive months, namely, June, JI'ly and Auquo:.t, ror any change in separlltion
iJltyments effect ive 1 October J and December, ,l::.nuary a:-.~ February for any "hallge
e~fective 1 April.

114. Based on the procedure described above, the WAPA index as at 1 January 1986
was 93 5. Future movements of WAPA should be me~sured against that bas". The

, Commission agreed that the next upward adjustment tu the scale of separation



payments would take place when the index reached a level of 105. However, a
downward adjustment to the scale would be made when the index registered a drop of
5 per cent as compared with 1 January !986, i.e., when it reached a level of 88.8.

B. Matters relating to pgst adjustment

Report on the eleventh session of the Advisory Committee
on Post Adjustment Questions

115. At its twenty-fourth session, the Commission considered the report on the
eleventh session of its Advisory Committee on Post Adjustment Questions (ACPAQ).
The report contained an outline of the Committee's consideration of vari6us.issues
pertaining to the post adjustment system, e.go, cost-of-living methodology, the
problem of duty stations with low or negative post adjustment classifications, the
separation of the effects of inflation and currency fluctuations, the elimination
of post adjustment at the base, etc.

Views of the orQanizations

116. The Chairman of CCAQ expressed the view that the methodology for the conduct
of cost-of-living surveys needed to be streamlined and simplified at field duty
stations, and that the recommendations of ACPAQ struck the correct balance between
rapid responsiveness and the need for statistical accuracy. The organizations also
supported an early review of the rental subsidy scheme. The organizations
continued to favour the establishment of a floor at duty stations with low or
negative post adjustments, so that remuneration expressed in United States dollars
at duty stations other than New York would not be allowed to fall below an agreed
percentage of New York remuneration. If, however, the Commission remained opposed
to that approach, they would be prepared to endorse the measures recommended by
ACPAQ as a means of providing some relief to staff serving at field locations with
low or negative post adjustments. With respect to the issue of separating the
effects of inflation and currency. fluctuations, after an in~depth study of the
alternatives proposed by ACPAQ, CCAQ wished to propose as an interim solution a
variation of the proposal involving the application of a remuneration correction
factor (RCF) to the post adjustment multiplier so as to eliminate the regressive
effect built into the post adjustment system. Under the approach recommended by
CC~Q, in addition to out-of-area consumption expenditures, the pension contribution
element heretofore taken into account in the regressivity factor and the
non-consumption element of 5 per cent of net base salary recommended by ACPAQ under
another item would be treated as elements not subject to exchange rate variations.
CCAQ also suggested the use of multiplier points divided into quartiles fo~

application of the RCF.

Views of the staff representatives

117. The President of FICSA supported the recommendations of ACPAQ concerning the
methodology for cost-of-living surveys, but had diffiCUlty with the Committee's
proposals relating to the problems of duty stations with low or negative post
adjustments. As regards the effects of currency fluctuations on take-home pay,
FICSA pressed for an immediate solution to the problem.

118. The Convenor of CCISUA welcomed the proposals of ACPAQ on access to
cost-of~living survey data. with regard to the issue of duty stations with low or
negative post adjustments, CCISUA was prepared to accept the ACPAQ recommendation
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as an interim measure pending further study. In view of the practice of the
comparator civil service, however, CCISUA maintained that no neQative post
adjustment classifications should be applied. CClfUA strongly recommended a review
of the rental subsidy s-.:heme both in the field and at duty stations in F.urope and
North America. As regards the separation of inflation and currency fluctuations,
CCISUA welcomed the interim measures that haC' been proposed by CCAQ as a partial
solution to the problem.

Discussion and decisions by the Commission

Review of ..the cost-of-l ivinQ methodoloqy

119. The Commission noted that the ACPAQ recommendations on the methodoloQY for the
conduct of cost-of-livinQ surveys sought to achieve a balance between the need for
statistical accuracy and for simplicity in data collection and analysis procedures,
and to provide simplified methods that could be used quickly and effectively in
cases of high inflation and/or sub!~tantial devaluation of the local currency. The
Commission approv~d the ACPAQ recommendations on the item with nome modifications.
The full text of the changes made in the mp.thodology is reproduced as annex III to
the report of the Commission on the work of its twenty-fourth session. ll/

Access to survey data and the consultation process

120. The Commission approved with some changes the procedure recommendeJ by ACPAQ
relating to access to cost-of-living survey data and the consultation pr~~ass

between the secr~tariat of lcse and the organizations and staff. Details of the
approved procedure may be found in paragraphs 36 to 39 of the report of the
Commission on the work of its twenty-fourth session. l!I The Commission indicated
that its intent in approving the above procedure w~s to m~ke the survey process as
transparent as possible.

Duty stations witn extreme post adjustments

121. The Commision decided that pension contributions should be trellted 8S a
separate component of the post adjustment index (PAIl. The PAl would thus consist
of three separate elements I

(a) The in-area portion, updated by moveme~ts of local prices and exchange
rate (;:~"nge8J

(b) Th: 0ut-of-area portion, including out-of-area non-consumption
commitmer.ts, updated by the out-of-area pr:icf! proQression facton

(c) The pension contribution portion, to be expressed in United States
dollars and remain constant unless there is a change in the scale of pensionable
remuneration and/or the rate of pension contribution.

122. The r.ommis8ion decided to add to the out-of-area compone'lt, 1ndicllted in
paragraph 121 (b) above, an amount correspondinQ to 5 per cent of net base salary,
to account for out-of-area non-consumption expenditures.

123. Thl!' Commission noted that the separate treatment of the pension contribution
and the incl us10n of non-consumption commitmento in the Dut-of-aff'a index would
lead to an increasf> in PAIs for duty stat lonn with a very low post adjustment
classification amI a corl espondlng decrease at locations wi.th ~ very hiqh poNt
adjustment claRslficat1(.n.
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124. As regards the financial implication~ of this decision the Commission noted
that the immediate CO,lt to the organizatJ.ons was estimated at $200,000 per annum
system-wide but that, in the long run, the 80lution was expected to be
cost-neutral. This df'cision should be implemented with etfect from 1 JamJary 1987.

Separation of the effect8 of inflation and currency fluctuations in the post
adjustment system

125. The Commission noted that, owlnq to the regres8ivity built into the post
adju8tment sY8tem exchange rate fluctuations direc~ly affected take-home pay. It
further noted that two organizat10n8 IWIPO and UPU) had already taken stepe:
independently to remedy the situation, ~hile a third (GATT) was considering similar
action. In view of the foregoing, the Commi8sion concluded that a solution to this
long-standing problem must be found without delay. The Commi8sion therefore
decided to approve the procedure that had been recommended by the organizations,
establishing a remuneration correction facto! (RCF) wh~cebYl

(a) The ven8ion contribut.ion element heretofore taken into acr.ount in the
regressivity factor and, in addi~ion to out-of-area consumption expenditures, a
non-consumption element of ~ per cent of net ba8e sal~ry would be treftted as
components not subject to exchange rate variational

(b) The calculations would be related to the income of a P-4. step VI. with
dependants. i.e., the traditional mid-point used for computation purposes,

(c) Once an RCF was established, to make the eystem more responsive
multiplier point8 would be divided into fifths. i •••• 0.20 0.40, 0.60 and 0.80,
and the RCF applied accordingly, rounded in 8uch a way a8 to moderate both gains
and losses.

The Commission noted that the above procedure was similar to the measures it had
approved at its sixteenth .eedon, whi -m were reflected in its eighth repol~t to the
General Assembly. 1lI

126. The Commission decided that the ahov. procedur~ should be applied on an
interim basis with effect from 1 Septem~er 1986, and requested its secretariat to
monitor its implementation. The Commis. ion further decided that the procedure
should be used at the si~ he.~quarter8 locations other than New York, a8 well as In
European countries with fully cor~ertible currencie8 and in Japan. a8 these were
.11 countries where exchange rate8 had been subject to both upward and downward
movementl!. Finally, the Commission uque.t"d ACPAQ to continue its study of the
i8sue with a view to the development of a long-term universal solution.

127, As regards thp financial implication8 of the proposal, the Commission noted
that at the June 1986 exchange rate, the cost to the sY8tem of application of the
RCF over one year would be '1.6 million. It further noted that 8hould the United
States dollar. strengthen 8ufficiently in the future in re18tion to other
currencies, this measure would result in savings for t~e organization8,

Study of the posBibJlity of eliminating the poyt adJu8tment in New York

l2e. In response to the requ_et made by the Geleral AB8embly in its re.olution
40/244. section I, paragraph 4, th, Commi•• iun con~idered the i8sue of the poasible
eli~ination of the poet a1justment in New York. It requested ACPAQ to continue itB
8tudy of this matter.
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Doty st~tions with special measures

129. The Commtssion decided that at duty stations whe~e special measurpo had been
applied but where post-deva~uation inflation had been lower than anticl~ated, a
part of the benefi t provided by the special measures should be eE .. inated. Where
appropriate, mini-surveys should be used to de~ermine the excess post adju~tment.

The Commission further decided that the reduction should proceed dt the rate of 5
multiplier points per month, and be calculated as the lower ofl (a) the difference
between the notional index and the post adjustment index resul til1q from a
cost-of-living survey, less 5 multiplier points) or (b) the benefit provided under
the special measures, less 5 multiplier poi~ts. The Commission also decided that
two months' notice should be given to the organizations and staff concern~d before
application of those corrective meaaores.
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CHAPTER IV

CONIlI1'WNS OF SERVIn~ IN THE GENERAL SERVICI'; AND RF;I,ATED CA'J'I':(',oRmS

Remuneration of the General Servic~ and related cat~aories:-----
staff assessment

130. The curlent scale of staff assessment for staff in the General Service and
IC!lated categories was recommended to the General ASbembly hy the Commission in its
sixth annual report, ll/ and approved by the Assembly for implementation with
effect from 1 January 1981

111. At its twenty-second session (July 1985), the Commission considered the
mathodol(~y proposed by its secretariat for the determination of a revised scale of
staff assesRm"'nt. At its twenty-third sessiol"' (March 1986), the Commission
npproved, on a tentative basis, a scale of staff aasessment calculated on the haRiR
of that methodolo~y. At its twenty-fourth sessio" (July 1986), the Commission
examined additional information concerning the impact of the proposed rates of
staff aSSi'!9Snlent on gross I""l .... ries at selected duty stations. Two alternative
proposals from the secretariat seeking to limit the effects on grop.s salaries of
large salary increaseq and substantial devaluations or revaluatione of the local
currency y~s-a-vis the United States dollar, as well as recommendations for
transitional mellsures, were also examinel"l by the Commission.

132. The Chairman of CCJ2 informed the Commission that the recommended scale of
staff assessment was "lcceptable to the organizat~ons, since it reflected the
conclusionA of the tripartite working group on staff assessment, which ilad met in
.January 1986, aad thE" tentative decisions taken b.' the Commission at its
twenty-thirn session. As regards transitional measures, the organizations
preferred proce6ures identical to those approved by the General Assembly on the
occasion of the previous revision (.f the staff assessment scale in 198].

Views of the staff replesentatives

133. The President of FICSA stated that the proposed scale of staff aSBessm~nt

hlls~d on current tdX r !'!tes at selected duty stations was acceptable in that, while
re13ult.inq in reductiuns in pensionable remuneration for staff in the upper salary
ranges, it would yield higher levels of pensionable remuneration for those in the
lower brackets. FICSA requested the Co.11mission to examine the impact of the
recommended 8('1I1~ of staff ,ssessment on the pensionable remuneration and I"'et
pension henef its of GenPral Servi.:e staft in Montreal, in connection with the next
Genera] Service salary survey at that duty station. 'l'he President of FICSA added
that the adoptIon of tranA1t:ional measures identical to tt.ose approved by the
General AAAemh1y in 1981 was It pre-condi ti.::m for FICSA's acceptancl!' of the scale of
Hta n llfHlef1Sment before the Commission.

134. The Convenor of CCISUA expressed reservbtions regarding the effects of the
prop..Jsed ratpB ol staff 8ARessment on pensionahl P remuneration 8mounts for Genera'l
Sf'rvicf" ntaff. 'rhin notwithstamHna, in liaht ot the Commi8eion's decisiona at itll
twenty-third session, he strona1y uraed 8doption of the transitional measures
pr opoBed by the !'wcr e l.u i It t.
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Discussion by the Commission

135. At the request of one member of the Commission, information was provided on
the measures that had been adopted to deal with the effects of the previous change
in the scale of staff assessment on gross salaries for General Service staff in
Montreal. The Commission requested the secretariat to monitor the situation in
Montreal in consultation with the administration and staff of the International
Civil Aviation Organization (ICAO) and, should serious problems develop, to make
specific recommendations to the Commission with a view to overcoming those
difficulties.

136. One member of the Commission observed that the use of the individualized
arrangements described in the latter part of the transitional measures proposed by
the secretariat was likely to be cumbersome and did not appear to be cost effective.

137. The Commission noted that while the special measures referred to in the
secretariat document were intended to avoid wide fluctuations in gross salaries and
pensionable remuneration resulting from the reverse application of staff assessment
to net salaries, in reality the proposals made by the secretariat would not fUlly
meet that objective. The Commission therefore was of the view that the secretariat
should stUdy the matter further and make recommendations to the Commission in that
regard at its twenty-sixth session.

138. Under rule 33 of the Commission's rules of procedure, the secretariat
requested information from the organizations with regard to the budgetary
implications resulting from the application of the revised scale of staff
assessment. On the basis of the information provided by CCAQ, the Commission noted
that, while the suggested change in the rates of staff assessment would not result
in immediate bUdgetary increases or reductions, the increase in common staff costs
in the coming ,years would be somewhat smaller than would otherwise have been the
case. The organizations indicated that, in the long run, it could be envisaged
that the proposed revision in the rates of staff assessment would represent a
reduction in the contributions of the organizations to the united Nations Joint
Staff Pension Fund of approximately $500,000 per annum.

Recommendations of the Commission

139. The Commission agreed to recommend to the General Assembly that the scale of
staff assessment reproduced in annex XIII to the present report should be approved
for implementation with effect from 1 January 1987. The recommended scale would be
used for the determination of gross salaries at each duty station as of the date of
the first revision to the salary scales of staff in the General Service and related
categories.

140. The Commission further agreed to recommend to the General Assembly that it
should approve transitional measures whereby existing gross salaries, and therefore
rates of pensionable remuneration, would be maintained if the new rates of staff
assessment applied to the revised net salaries were to produce lower gross
salaries. The transitional arrangements would remain in effect until existing
gross salaries were overtaken as a result 6f subsequent revisions to the relevant
salary scale.
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CHAPTER V

CONDITIONS OF SERVICE APPLICABLE TO BOTH CATEGORIES

Mandatory age of separation from service

141. The ICSC sec,etariat presented a document in which it reported on a number of
considerations for review by the COllllllission whet it re-examined the age at which
staff have to retire (the mandatory age of separation fl ,m service is currently
age 60 for the United Nations and nearly all other organizations participating in
the work of lCBC). l!/ These inclUded considerations of the geographical
distribution of Professional staff in the organizations, the life expectancy and
health of staff, the efficiency of the staff and the effectiveness of the
secretariats, the question of whether it should be the prerogative of executive
heads or of individual staff members to decide whether to continue in service past
the age of 60, the career development of staff, the accumUlation of pension
benefits of new staff recruited alter 1 January 1983 compared with staff in service
before then, the actuarial implication for the UNJSPF and the financial
implications for the organizations.

Vidws of the organizations

142. The Chairman of QCAQ recalled that Pension Pund Regulations provided for the
retirement of staff 6t the age of 60 or even earlier, provided they had at least
five yeara' p~rticipation in the Pund. The age of ~ndatory separation from
ser'lice, which was determined by the staff regulations and rules of the
organizations and decided on by the governing bodies, was 60 in all organizationJ
except In PAO, where it was 62. CCAQ considered that the executive heads sh~uld

retain the right, in exceptional circumstances, to extend certain staff members
according to the needs of the or.ganizations. While the organization~ could agree
with the secretariat's views relating to life expectancy and related health
considerations, they did not find the arguments in favour of extending the
mandatory age or .eper.tion compelling. The actuarial situation of the Pen.ion
Fund and the ~ccumul.tion of benelit.s in the Fund were important elements, but
should not ~ot..rmine decisions concerning personnel policy. Hence, the existing
age of mandatory separatior from service was considered satisfactory by the
organizations.

143. The representative of UNDP said that, since UNDP recruited most of its staff
at youn9 ages at the P-I O! P-2 level, such staff were able to have a long career
with UNDP. Its active rotation policy also contributed to bringing new b~ood into
the organization. With respect to pr01ect staff, it was vitally important that the
best be recruited, irrespec~ive of age. Increasing the mandatory age of separation
would be particularly usefUl for General Service staff serving in the field, .s it
would permit mlllny of them to maintain their livelihood late in ] I fe when there were
no other options.

144. The representative of WHO aaid that WHO Bupported raising the mandatory age of
~epar~tion to 62, but would only do so if it were to become a con~n system
approllch.

145. The representative of lLO 8aid 'that, while lLO Bupportftd 11 liberal policy of
extensions at the diacretion of the ~x.cutive head, it did not 8upport rai.ing the
mandatory ag~ of separation. Raising the mandatory age would be counter-productive
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to geographical distribution, have a negative impact on car~er development and
rotation and would prevent organizations from taking the necessi'ry steps to cope
with the current financial crises.

146. The representative of the United Nations generally agreed with the argumen1s
presented by ILO for not raising the n,andatory age of separation. He added that it
would also make it more difficult to deal with the question of abolition of posts,
should such a measure become necessary in the light of the present financial
cr isis. He also noted th"O: the General Assembly had limited the flexibil ity of the
Secretary-General to grant extensions beyond age 60 to a maximum of ~ix montha.

Views of the staff representatives

147. The General Secretary of FICSA gave 9('ner81 support to the recommendations
contained in the document prepared by the secretariat of IeSe, with the following
clarificationss in~reasing the mandatory age of separation from service to
62 Veers should in no w~y prejudice the statutory retirement age of 60 and the
possibiJ\ty ut early retirement at ~ge 55) moreover, the choice to remain in
service oeyond age 60 sho~ld be up to the s~atf member concerned. This would not
expose the staff to undesirable personnel practices that often resulted in
inequaBty C'f treatment. The solution proposed by FICSA was in fact applied in FAO
to the aatiyfaction of all parties concerned.

148. The Convenor of CCISUA stated that the Committee had in the past supported the
package of measures recommended by UNJSPB to address the actuarial situation of the
Fund, inclUding the extension of the mandatory age of separation to 62. This
posi tion ms taken on the understanding that it was wi thout prejUdice to the right
of staff to retire at age 60 or to take early retirement at 55. Any decision
should be the prerogative of the staff member and not strictly be at the discretion
of the administrat~on.

149. The representative of FAFICS recalled that retired staff currently numbered
Borne 18,000 peopl., many of whom depended solely on their pensions for their
livelihood and were therefore vitallY concerned by quest~r.1'Is ':hat affected the.
financial situation of the Fund. FAFICS attached particUlat importance to the
twofold impact on the actuarial situation of raising the mandatory aqe to 62.
First, staff would make contributions for two more years to the Fund and, as
beneficiaries, the period of time dur ing which they would be drawi.ng benefits from
the Fund would be reduced by two years. Extending the mandatory retirement age by
two years would have the effect of restoring som~ paci' between ataff recruited
after 1 January 1983, when reductions In the rate of accumulation of benefits took
effect, and their predecessors. Thi'3 would respond in some measure to the General
AS8embly's concern regarding inequalities that might ~xist between pensioners who
retired at different dates. "'AFICS also drew the Comnoission's attention to a
growing trend in many parts of the world to maintain perllo'ls, as a matter of sOcied
policy, in active sel"vice a8 long as ·they were able to make a useful contribution.
This trend had arisen in part liS a result of the improved health ~nd longevity of
the staff and also of the need to safeguard er improve the actuarial and financial
position of the 80ciai .ecurity and retirement schemes. Those issues had been
di~cussed at some length at the World Assembly on Aging in 1982. FAFICS therefore
welcomed the recommendation to extend the mandatory age of retirement from 60
to 62, w~lile maintaining the statutory right of staff to retire at 1i0 with full
':>enefits.
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Views of the Pension BOard

150. The Secretary of UNJSPB recalled that the Pension Board supported the
extension of the age of man~atory separation from 60 to 62 and that it had so
requested in its reports to the General Assembly since the thirty-seventh session.
The Fund's consulting actuary estimated that the actuarial benefit to the Fund
would be of the order of 0.46 per cent of total pensionable remuneration. The
saving was not higher because it was not expected that nIl staff would choose to
stay on until age 62. The option would be more attractive to staff with less than
20 years of contributory service. Staff with 25 years of service or more would bp
unlikely to stay on. He recalled that the Pension Review Group of 1959-19~O ha~

advocate~ that stdff members with expertise who had been recruited late in life
should be retained beyond age 60 so that the organizations could continue to
benefit from their experience. He further recalled that in 1960 the life
expectancy of United Nations staff at age 60 was 19.677 years, while in 1984 a
person at age 60 had a life expectancy of 22.508 years, 2.8 years higher than in
1960. This, coupled with the fact that many staff would hav~ less than 20 years of
contributory service, meant that a large number of staff would draw henefits for
more years than they had contributed.

Discussion by the Commission

151. Some members of the Cvmmission supported raising the mandatory age of
sep~ration from service from 60 to 62 because, in their view, age 60 was by no
means the maximum age for productivity, however, they also felt that this was not
the appropriate time to do so. Other members did not support raising the mandatory
age of separation from service because, in their view, this would adversely affect
geographical distribution of staff, career development opportunities for staff and
the possibility of attracting new blood into the organizations. Several members
also fplt that it was not appropriate to consider the question of the mandatory age
of separation from service without, at the same time, considering the question of
the stdtutory aQe of retirement. In view of a subsequent statement made i.y the
Secretary of UNjSPB that the question of the st~tutory age of retirement fell
within the mandate of the Pen8ion Board, one member proposed that the 'wo question
wou'.d be worth examining concurrently at an appropriate thnp. by the competent
bOdies.

Conclllsians of~ Commission

15~. The Commission decided to defer further consideration of th. question of the
~'ndatory age of separation from service until a more appropriate time.
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CHAPTER VI

CONDITIONS OF SERVICE IN THE FIELD

A. Recent developments

153. rhe Commission reviewed documents received from CCAQ, FICSA, CCISlIA and its
own l.iecret1!lriat on the determin.!ltion of benefits of staff in the Professional ilnd
higher categories in the field, the assignment allowance and classificlltiol. of duty
I!ltations according to conditions of I ifp and work. It noted that CCJ\Q woul i he
reviewing the assiamnent allow!lnce in the context of its study on mohil ity of
staff, the results of which would be referred to the Commission in 19R7, and that a
tripartite working group consistina of r"ppresentatives of CCAQ, the staff an,l its
C'wn Recretariat, would also be reporting back to it in 1997 followina itl': review of
the classification of the d'lty stations I !;cheme. The Commission, therefo~"e,

decided to take up those mlltters again in 1987 in the light of those reports and
further documentation provided by its own secretariat.

B. National Professional Offil:ers

154. At its twenty-third session, the Commission reviewed the usp of the National
Professional Officer (NPO) category by UNICEF, UNDP and the United Nations. In its
review, the Commission considered current NPO pay rates, the career, grades and
structure of this category, other conditions of service and the relationship of
this category to other categories of staff.

Views of the organizations

155. The Chairman of CCAQ recalled that the Commission had never conr.iderpo the
issue in the context of the uniform lIcross-the-board use of NPOs by all
organizations. While some organizations found the use of NPOs to be an effective
tool, others did not fi.nd them appropriate to their progra",lmes for a variety of
reasous. The experience of tae organizations concerned w:;s that the ICSC Master
Standard was generally well suited to the grading of NPO posts. The oraanizations
did not, however, consider that the employment of NPOs should he encouraaed or
institutionalized on a common system basis.

156. The representative of UNICEF presented a paper on the deve}oprr,ent of NPOs in
UNICEF over the past 25 years. As at February 1986, UNICEF employed 357 such
officers at 102 different duty stationo, which repreHented 28 per cent of all
UNICEF Professional staff and approximately 75 per r.ent of a]l NPOs in the United
Nations system. UNICEF provided information on the academic qualifi~ations of its
N~s (apprOXimately 80 to 90 per cent had at least a first university degree) and
the clasnification of such posts, inclUding its current application of the ICSC
Mltster Stlllndard, and als,) indicated the progression of a limited number of NPOa to
the international Professional categor~ eDch year.

157. The representative of UNDP referred to the use- of 130 NPOs in tJtlDP in
100 countries, all of them developing countries. NPOfl worked locally only in their
home country and provided continuity at the Professional ~evel in UNDP tield
offices while the international staff rotated. UNDP hoped to p~ss on the
responsibility of projects to local Governments and therefore considered the
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NPO category to be of a transitional nature. UNDP had found the use of the ICSC
Ma~ter St~ndard appropriate for grading NPO posts and was ·~yinq salaries in
accordance with best prevailing local conditions. Toget~ '~ith other
organizations, UNDP was studying the development of an 8 1 {ate salary
methodology.

158. Tre representative of the United Nations provided statisticc on the use by the
United Nations of NPOa (17 at the end of 1985). The representative of UNHCR, on
the other hand, stated that while UNHCR was not currently using NPOs, it had
identified some posts for which NPOs could be used.

159. The representative of Wf.~ pointed out that WHO, which worked closely with
UNICEF, did not use NPOs because of its regional structure. WHO technical advice,
in particular on health questions, to ministries of health was nevertheless ably
complementdd by logistical support from UNICEF, including the use of NPOa.

Views of the staff representatives

160. ~he Vice-President of FICSA stated that, in those organizations where the NPO
scheme worked well, where the goals of organizations were being met and where the
entitlements of NPOs wer. not oo~promised, the scheme should continue. Moreover,
organizations that, for their own reasons, wished to introduce the scheme, should
be able to do so.

161. The Convenor of CCISUA noted that the functioning of the NPO scheme had given
rise to certain anomalies and unresolve~ problems that warranted detailed study.
CCISUA urged the Commission toeatablish a suitable grading and salary methodology
that would not merely be an extrapolation from General Service scales and that
would bear comparison with the scale for the remuneration of international
Professional staff, less the expatriation element, while being adjusted for local
market conditions f~r comparable services. If relocated away from the duty station
of recruitment, NPOs shOUld be eligible for benefits enjoyed by Professional staff.

Discu8sion by the Commissi~

162. The Commission noted that NPOs had made a significant ~~ntribution to
technical co-operation programmes in developing countries. It was ot the view that
the or~anizations might wish to use this category of staft on a limited basis in
aorne developed countries also, for example, in United Nations information centres
when knowledge of a local language and cultures was indispensable. Concern was
nevertheless expressed at the rapid increase in the number of NPOs since 1980, when
the Commission had agreed to the us. of the category under specified conditions.
The Commission also considered that NPOs should not ~~ encouraged to believe that
they were a prime source for recruitment into the international Professional
category, which they were not, as that could giV4 rise to unnecessary
misunderstandinqs, nor did they feel that the Commission should urge Governments to
consider the use of NPOs for development purposes, as that was a matter for the
Governments themselves and should be taken up, as the situation demanded, at the
country level.

163. The Commission noted the rapid expansion of the NPO category by UNICEF. SO.e
members expressed conc~rn that the expansion had not really complied with the
conditions the Commission had specifi.. in 1980 for the limited use of the
category. They also wiohed to caution organizations against too liberal a use of
the category.
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Decisions of the Commission

164. The Commission recognized the need for NPOs in some development programm~s and
projects. The Comm~sion also recognized the evolution of that group of &taff ~R

necessary, but reiterated the limited conditions it had specified in 1980. l2I It
also considered that the cate~ory could be used in non-h~edquarters duty stations
where there were United ~ations information Centres. In particular, the
organizations concerned should develop a draft job classification standard and
cla.sification structure, a. well as a salary 8urvey methodoloqy, for con8ideration
by the Commission at its twenty-fifth session. In that connection, it noted that
it had been envisaged earlier that a supplement could be prepared for the general
methodology for 8alary surveys of the General Service and related categories.
Proposals should also be made by the organization8 a8 to how to d,al with the
overlap in function. of staff in the Bxtended General. Service Level (EGSL) and NPO
categorie., who were paid differently.
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CHAPTER VII

ACTION TAKEN BY THE COMMISSION UNDER ARTICLE 13 OF ITS S1ATUTE

A. Implementation of job classification_of the General Service
and related cateQories in New York

165. At its twenty-third session (March 1986), the Commission conside'·ed a document
prepared by its secretariat and notes prepared by the United Nations and by the
United Nations Staff Union on the implementation of job classification of the
General Service and related categori~s in New York. The note by the secretariat
provided an historic overview of the development of the standards and a study of
the implementation promulgat~d in 1~a2 and 1983, including suggestions for
observations to be made by the Commission as requested by General Assembly decision
40/466 of 18 December 1985. The Commission was informed, in particular, that
UNICEF had implemented the results of the job classification of the General Service
and related Lategories in November 1985, and that the Governing Council of UNDP had I

decided, at its session in February 1986, to implement the r.esults of the exercise
with effect from 1 January 1986, with tile proviso that that date should be
reconsidered when the united Nations decided on the implementation of its
classification results.

Views of the organizations

16fi. The representative'f the United Natiolls stated that ti1e point of view
presented in the document prepared by the secretar:at of lese was not ~hared by his
organi7ation. He introduced the note prep~red by the united Nations, reflecting
its views on the subj et and comments on the secretariat's dGcument. The United
Nations considered that an extensive review of the po~ts, on which different views
existed, had been conducted, but that indeed the Conference Officer posts had
caused a problem. That was, however, a problem inherent in ~Je standard. A review
of the relevant benchmar~s and the standard, which might have to be referred back
to the Commission, should therefore be undertaken. The United Nations was ready to
co-operate in developing further benchmarks, as requested b' the Commission at its
twenty-second session.

Views of the staff representatives

167. The President of thp. Staff Union of the United Nations in New York, when
introducing the report of the Staff Union, expressed the de-.p concern of the staff
in New York over any further delay in implementing the classification results. He
proposed that the classification results approved by the Secretary-General be
implemented as soon as the Advisory Committee on Administrative and Budgetary
Questions (ACABQ) had given its approval and tha~ the car0er development plan be
introduced, that the United Nations be urged to initiate the appeals procedure and
to set a timetable, and that ~he three 0~9anizations be requested to consult on the
application of the standards and rp-port to the Commission on efforts to ensure
consiatency, including a definitive set of guidel nes and benchmark jobs.

168. The representative of ~ICSA expressed his support for the statement made hy
the President of the United Nations Staff Union.
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Observations by the ~ommission

169. The Commission noted that th~ first five levels of the recommended seven-l~vel

salary scale had been implemented in 1984, first by the United Nations and
subsequently by UNDP and UNICEF, with no regard to the seven-level classification
structure approved by the Commission and used as a basis for th~ salary survey,
disregarding the advice previo ly communicated by the Chairman to the United
Nations as the lead agency, thus setting aside th~ relationship between General
Service salaries and job content.

170. As UNICEF and UNDP had now implemented the classification ~f their posts in
the General Service and related categories in accordance with the Commission's
earlier recommendations, the Commission trusted that measures would be taken as
soon as possible to expedite the completion of the classification exercise in the
United Nations. In that connection, it appreciated the concern of United Nations
staff that all remaining issues be resolved promptly.

171. The Commission noted the delays in completing the exercis~ in the United
Nations. It reco~nized that the results of recourses could affect the final
numbers of upgradings, downgradings and confirmation of classification decisions in
the United Nations. In the circumstances, the Commission noted that the United
Nations had not been able to provide sufficient inforffiation or rationales on its
claAsification decisionb for the Commission's secretariat to analyse for
consideration by the Commission. The Commission also noted that the Chairman of
the Classification Review Group (CRG) had not agreed to provide clarifications to
the ICSC secretariat and its consultant on the work of CRG, despite repeated
~~questB, a position which was endorsed by the United Nations.

l7~. As the Commission was concerned with the situation, which could adversely
affect staff morale in the United Nations, it made the following observationsl

(a) It was suggested that the Secretary-General fix early, realistic
deadlines for receipt and consideration of appeals by departments against the
upgrading of any posts btZore implementation, as it would ~e inappropriate if staff
were first upgraded and subsequently downgraded, a result that could be later
contested by staff concerned in view of their acquired rights)

(b) It was expected that the Secretary-General would sub~equently implement
the reclassifications recommended for the Security Service and trades and crafts
categories and for those General Service posts that had been classified identically
by the United Nations Classification Section, CRG and the Joint Advisory Committee
(JAC) and approved by him)

(c) The Commission considered that some 900 remaining General Ser'~ice posts,
including Conference Services-related P06ts, that had not been classified
identically by the parties concerned should be reviewed further with the assistance
of independent professional classification specialists. As detailed information
was now available on the work of the CRG, it waa expected that the further review
could be ~arried out within ~ few months, for ex~mple on the basis of a selected
sample of the problem jobs, including Conference Ser~ices-related posts. The
Commission hoped that this question could be settled as soon as possible, since it
had already taken four years and affected a large number of staff)

(d) With regard to the establishment of the link between Public Information
Assistants and the General Service category, on which a proposal had been received
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hy the Commission during its twenty-third session, the Commission delegated that
matter to itB Chairman for decision prior to its twenty-tGurth session.

173. SUbsequently, after review of the information submitted to the CommisRion on
Public Information Assistants, the Chairman recommended to the S~cretary-General

that he continue to apply the separate ~alary scales of this group of staff and
make another effort to find outside. job matches at the time of the next salary
survey in view of doubts about the applicability of the General Service
classification standard to these posts.

B. Development of classification standards for the General Service
at Baghdad and Sa~tia90

174. At its twenty-third session (March 1986), the Commission considered a
pro~ress report on the development of classification standards for the General
Service at Baghdad and santiago.

Views of the organization~

175. The representative of the United Nations regretted that complete information
had not been available at an ~arlier date and hoped t~at interim reports on both
e,[ercises would be ava ilable for submission to the Commission "t its twenty-fourth
session.

Views of toe staff representatives

176. The President of FICSA was satisfied by the staff participation in the
exercise in santiago and hoped that staff in Baghdad would also pertic pate fully
in the development of classification standa~ds.

117. The Convenor of CCISUA expressed, on behalf of the staff of the Economic and
Soc1~l Commission for western ABia (ESCWA), Baghdad, their satisfaction with the
progr&S8 thus far achieved in the development of a classification standard and
related procedures, while expressing the hope that the 8chedul.~ of l%rk would
proceed in a more timely fa~hion.

Discussion by the Commission

178. The Commission noted the lack of progress with respect to Baghdad and
regretted that the information on the actual progress made h~d reached it 80 late
that it had not been possible to take it into account before JiScu8sion of the item.

l)nclusions of the Commission

179. The COlomission~

(a) Noted the slow progress made in Baghdad.

(b) Noted that in santiago the Joint Inter-Agency Committee was adhering to
the relevant guidelines and criteria established by the Commission.

(c) Reiterated its request to th~ united Nations that it arrange for the
timely submission of draft standard~ for Santiago and Baghdad, together with
interim reports on their development.
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(d) Noted that full reports on the job classification exercise in SantiaQo
and Baghdad would be submitted to the Commission for consideration at its
twenty-fifth session in February/March 1987.

C. Development o~ classification standards for the General Service
in small- ana medium-sized field duty stations

180. At its twenty-third session, the Commission considered benchmark job
descriptions proposed for the General Service in small- and medium-sized field duty
stations. These were presented to the Commission for consideration and
promulgation on the understanding that they would be regarded as an initial phase
of promulgation of classification standards for the General Service staff in such
duty etations.

Views of the organizations

181. The Chairman 0f CCAQ pointed out that additional benchmarks might be developed
later as appropriate. Since not all jobs could be ~overed, the organizations had
decided to develop a support standard to supplement the benchmarks in such cases ae
composite or mixed jobs and one-of-a-kind jobs occurring in only one organizaL_on.

Views of the staff representatives

182. The President of FICSA supported the promulgation, with iMmediate effect, of
the benchmar~ standards and considered that, in due course, additional benchmarks
should be developed.

183. The Convenor of CCISUA recalled his Committee's previou9 support for the
exercise and urged th~t the further work required in developing the standards
should be completed.

Decisions of the Commission

184. The Commission decided'

(a) To promulgate, with immediate effect, the benchmark standards developed
for the General Service in small- and med~lIm-sized field offices,

(b) TO note that the organizations were working on the deve10pment of a
support (master) standard that would be used to complement the bonchmarks in those
cases where they did not provide adequate coverage,

(c) To invite the organizations to inform the Commission, on a regular basis,
of progress made regarding the development of a uniform grade structure ~t all duty
stations concerned and to submit to i~ g~idelines on transitional measures for the
implementation of a uniform grade structure at d..~y stations with a different grBde
structure,

(d) To invite the organizations to report to it on the relationship of
National Professional Officers and the Extended General Service Level to the
benchmark standards,
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(e) 1'0 request the organizations to submit to the CommisRion for prom\llolltlon
such additional benchmarks as might be required)

(f) To request the organizations to keep the Commission informed of mattl.
related to the implementation and maintenance of the system.

D. Development of classification standards for the General Service
and related cateaories at Vienna

185. In July 1986, the Commission considered the final report ot the vienna-hased
organizatiolls on the development 01 job classification standards for the General
Service and related categories at Vienna, which also included 22 benchmark jOb
descriptions and classification standardd submitted to the Commission for
promulgation.

Views of the organizations

186. The representative of the International Atomic Energy Agency (IAEA) recalled
the various processes that had led to the d~velopment of the standard. statinq that
the Vienna-based organizations had conducted a thorough and complete exercise in
accordance ~ith the ICSC criteria on job classification. He emphasized that the
new standards had been developed on the basic premise that the reSUlts should not
deviate substantially from the classifications and gradings under the current
system, that the \lumber and types of posts were adequately represented in the new
standard and that there had been thorough testing and sampling. The representative
cited the decision taken by the. Commission at its twenty-second session that no
overall reclassification exercise would be required provided that it could be shown
that th~ confirmation rate of the new standards against thosft previously in use
exceeded 85 per cent. In vie~ of the results of both the validity and the
reliability tests, '"hich showed confirmation rates of 84 and 83 per cent
respectively, he reiterated the request of the Vienna-based organizations that the
standards be promulgated an~ that no further separate classlfication exercis~ be
required.

187. The representative of the united Nationa Ind~~trial Development Organization
(UNlOO) concurred that no additional overall clllssification exercise would be
required prior to the next salary survey.

Views of the staff representatives

188. The repr~sentative of the st~ff of UNIDO, speaking on behalf of the staff of
IAEA and the ',oited Nations Reli~!f and Works Agency for Palestine Refugees in the
Near East (UNRWA), considered that common job classific~tion standards would ensure
that equivalent work was equally remunerated. The co-operation between staff and
administration in the development of the standards had taken place in an atmosphere
of mutual trust and respect. However, since the application of standard factors
required considerable jUdgement, appropriate appeal systems would be required in
order to ensure the correct application of the stand&rds. The L ~ff representative
nev~rtheless pointed out that, while the benchmark jobs provided a solid foundation
fur the standards, amendments to the benchmarks would have to be made for use in
the nex~ salary survey 1n the light of the job match requirements for the survey as
had been done in the previous survey.
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Di.cussion by the Commis~ion

189. In di.8cu8sing the proposed standards, the members of the Commission devoted
particular attention to the number of grade levels and the use of level G-B by the
organizations, which they feared would set a precedent for other duty stations. It
waB confirmed that only seven actudl grade levels were used, beginning at level M-J
(Manual Worker 3), which was the equivalent ~f G-2. Some members therefore
.xpr••••d concern that :.he numbering of the level q in Vienna from G-2 to G-8 might
lead to misunderstandings at other duty stations where the grade structure ran from
lev.l G-I to G-7, and r~q\lested the Vienna-hased organizations to st Jy the
po.sibility of renumbering the grade levels at some appropriate future time. One
member of the Commission expressed concern at the use of the job claRsification
ayst.m to accommodate the realities of l~al market situations.

Decisions of the Commission

190. The Commission decided,

(a) To promulgate the common classification standards for the General Service
and r.elated categori~8 at Viennu}

(bl To request the Vienna-base~ organizations to develop some additional
b.nchmark job descriptions for posts at the G-8 level)

(c) That no separate further classification exercise was required prior to
the focthco.ing salary survey, which had been schedul~d for late 1987}

(d) To req~est the Vienna-based or~anizations to report to the Commission at
its twentY-'_J,xth session 011 the ihlplementation of the new standards}

(.) To recommend' ~ne Vienna-based organhations thAt they study the
~sibility of harmoniz~n9 in the future the grade lev~IB into a G-I to G-7 grade
structur. as in other headquartel~ duty stations.
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CHAPTER VI II

~CTION TAKEN BY THE COMMISSION UNDE~ ARTICLE 14 OF ITS STATU~E

A. Recruitment policy

1. Use of rosterA

191. ~n March 1986, the Commission consi~ere~ a stu~y that examined featureo of the
roster system, inclu~ing its function, criteria for inclusion and how rosters were
maintained and updated. The study also surveyed thp. experience of organizations
with respect to their roster systems, as well as the obstacles to effective
roster-building.

Views of the organizations

192. The Chairman ot CCAO state~ that, while the Committee agreed with most of the
recommendations, most rrganizations would not consider i useful to establish a
link between their individual roater codes and the Common Classification of
OCcupational Groups (CCOG), as they did not find the Co(~ relevant to their needs.
The organizations also found problematical the recommendation regarding recording
an applicant'. willingness to serve at a particular duty station, since it might
prftjudice opportunities at a later date.

Views of the staff representatives

193. The Pre.i~ent of F':CSA expre.sed the ataff's concern that only the most
qualified candidates ahould be recruited from outsi~e the organizations to fill
vacant poata. FICSA supported the ICSC .ecretariat's recommendations and
considered that the ~ommission ahould encourage the organizations to seek sources
for roster candidates. In partic1,lo1r, the number of women on the rosters should be
increase~. Information on the candidate'_ s~x should be inc1uded, especially for
rostere of field experts. Purth~rmnr., 8ta,~ of all nationaliti~8, inclUding those
from over-represented countries, sh~uld figure on rosters in order to comply with
the reqUirements of Article 101 of tt.e Charter of the United Nations that
candidates should mPet the highest standards, geographical distribution being of
secondary importance.

194. The Com'enor of CCISUA said that the ICSC document represented an important
step in evolving a more comprehensive approach to human resources planning, and
that CCISUA endorsed all the recommendations in the study. CCISUA would, however,
have liked to have seen greater reference to the use of rosters for internal as
well as e""~'r,al candidates as part of a comprehensive career dev~lopment plan.
Following Cl' :,Lternal search, rosters could be used effectively to achieve a better
I)eagraphical and gender distribution through the recruitment of targeted groups.

Discussion by the Com~ission

195. Some members of the Commission were in favour of general recruitment missions,
rather than those specifically related to roster-building, and one member expressed
the view that recruitment missions should onll' be mounted when there were
identified vacancies to fill. Certain other members suggested that the Commission
should clecide agains~ the mountil\g of missions solely for the purpose of
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rOBter-buildinq. Members 81Ro 80reed with CCAQ req8rdinq the in8pproprioteneas of
the recommend8tion c811 ino for 8pplicants to indicate whetl,er there were 8ny duty
stations where they would be unwilling to serve. It emerged during the discussion
that UPU, IAEA and ITU did not keep str ict reCl"uitment rusters because of their
practice of recruiting candid8tes nominated only by tec:lnic81 administrations or
ministries. Some members expressed concern about that practice and suggested that
the Commission should consider the issue with a view to formulating appropriat~

recommendations to the orqanizations concerned, after obtaining full details from
those organizations.

Recommendations of the Commissio~

196. The Commission agreedl

(al To request the organizations, with a Vie\"l to improved human resources
planning and inter-agency compatibility, to estab] ish a link between th~ COOG and
their individu~l roster codes by making cross references tD the CCOG,

(bl To request the organizations to consider adding to their personal hbtory
forms a question where applicants for specific posts could signify consent to being
rostered for general consideration as well as to having their applicat~ons shared
with other organizations,

(cl To recommend to the organizations that rigorous screening should precede
the rostering of candidates ~o that only candidates who fully met all recruitment
requirements were included in their rosters,

(dl To recommend to the organizations that had not already done s~ that they
~hould re-examine their roster systems with a view to maintaining rosters ~hat ~ere

realistic in size, manageable in terms of access and cost-effective,

(el To recommend to the organizations that they should each integrate their
internal roster systems to .the extent possible Aa that coding and software
programmes for searches were compatible within the same oganization,

(f) TO recommend to the organizations that they should encourage managers in
substantive departments to eliminate departmental rosterS and contribute valuable
candidates to the main roster,

(gl TO recommend that managers should have more direct access to the main
organization roster and that, if necessary, training or briefing in the use of
rosters should be offered f~r that purpose,

(h) TO foster inter-agency co-operation by encouraging the or9ani~~tions to
exchange data on a regular basis, either byl

(il Forwarding to other organizations the names of candidates who might not
be suitable for one particular organization, but might be of intpr~st to
other organizations,

(111 Recommending that, for both common and "difficult" fields of work,
organizations should permit acce8S to each others' computerized rosters
and, in organizations where rosters were not computerized, establish a
regular programme of exchanging information with other organizati,::mB,
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(i) To recommend that, when carrying out recrui~vent missions, the
organizations should interview candidates for existing and anticipated vacancies.

2. Eauitable aeoaraDhical distribution.

197. In March 1986, the Commission had before it a document prepared by the
secretariat of leSC that summarized existing policies and practices in the
organizations with respect to equitable geographical distribution. The secretariat
did not consider it appropriate to enter into reflections On the validity of
established criteria and what co~lstituted desirable ranges for member States in
organizations, but endeavoured instead to present certain conclusions with respect
to recruitment measures, particularly for unrepresented member-States. An analysis
of the barriers to the achievement of geographical distribution and of problems of
over-representation was also provided.

Views of the oraanizations

198. The Chairman of CCAQ stated that the organizations found the document on
equitable geographical distribution both interesting and informative. With regard
to the recommendations, the organizations did not consider that the problem of
non-representation of member States could best be solved by pooling their resources
and developing a concerted inter-agency prospection programme, as such measures
might not be appropriate to all unrepresented member States. According to CCAQ,
general publicity, as advocated by the ICSC secretariat, generated many
applications to which responses had to be provided, but rarely produced viable
candidates. Recruitment missions might be useful in large countries with many
candidates who could be interviewed, but in other countries these missions were not
likely to be more useful than general publicity. Interns, fellows, junior
professional officers and associate experts were all used in appropriate cases, but
did not necessarily lend themselves for the purpose sU9gested of identifying and
preparing candidates from unrepresented countries. The idea of initiating
secondments for nationals of countries with limited cadres of qualified personnel
would not, moreover, be consistent with the policies of some organizations.

Views of the staff representatives

199. The President of FICSA stated that, while the international civil service
gained much strength from geographical distribution, undue emphasis on the
requirement often blocked the recruitment of qualified staff; in fact, it had been
mentioned by organizations as a reason for the low number of women at the policy
and decision-making levels. FlCSA noted with interest the findings of the. lcse
secretariat that organizations within the United Nations system found it difficult
to recruit staff from certain countries, since United Nations salaries did not
compare favourably with the remuneration levels that nationals of those countries
COuld expect when working abroad for their Governments or the private sector. The
problem was particularly severe at duty stations with low or negative post
adjustments, a problem which called for urgent solution by the Commission. At a
time of financial stringency, only the most cost-effective recommendations of the
ICSC secretariat should be endorsed. At tile same time, sight should not be lost of
the fact that, in order to recruit staff meeting the highest standards, salaries
and pensions of the united Nations must be competitive.
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200. The Convenor of CCISUA expressed his thanks to the secretariat for its
analysis, which was extremely useful, as well as the Committee's full support for
the recommendations contained in the doc~ment. Stronger measures, however, might
be necessary if the organizations were to make successful progress in locating and
recruiting qualified candidates among unrepresented or under-represented countries,
and in particular in meeting the targets for improving the number of women
candidates. Inter-agency co-operation could be cost-effective and also reduce
reliance on governmental designees to fill posts. An issue that was not addressed,
and to which CCISUA would be opposed, was the earmarking of specific posts for
certain nationalities, since that might not result in selection of the most highly
qualified candidates and might actively prevent candidates from having a broader
spectrum of jobs from which to apply.

Discussion bv the Commission

201. The Commission exchanged views on a number of questions suggested by the study
prepared by the secretariat of ICSC and questioned what appeared to be the
interchangeable use of the terms "unrepresented" and "under-represented" in certain
parts of that document. The secretariat pointed out that where data had been
provided from the organizations on under-representation, it was transmitted, and
that consistent information had not, in fact, been provided. The secretariat
reaffirmed that it referred only to facts reported by the organizations.

202. Some members of the Commission pointed out that, while efficiency, competence
and integrity were indeed important factors in the recruitment of staff,
geographical balance was by no means secondary, since it was that aspect that
characterized the United Nations system. Some members noted from the secretariat's
document that organizations were experiencing difficulties in recruiting staff from
some of the major contributor countries whose nationals received a higher
remuneration when working abroad for their own Governments or in the private sector
than they did in the United Nations system. Others noted, however, that
remuneration was not the sole factor contributing to such recruitment
difficulties. It was also pointed out that the principles of the Charter of the
United Nations calling for the highest standards of integrity contradicted the
notion that pecuniary reward should be the primary motivation for employment with
the united Nations.

Decision of the Commission

203. The Commission considered that, while it did not have a mandate to determine
desirable ranges for the organizations, it wished, before deciding on final
recomm~ndations, to receive further information on under-represented and
unrepresented countries in the united Nations system. It therefore requested its
secretariat to gather such data from the organizations and to report thereon, with
appropriate recommendations, to the Commission at its twenty-fifth session.

3. Report on pr09ress made since the twenty-second session of the
Commission in undertakinQ Special measures for the recruitment
of women

204. In July 1986, the Commission considered a document and note submitted by its
secretariat on progress made since the twenty-second session of the Commission in
undertaking special measures for the recruitment of wome~. The organizations were
requested to report.with respect to a series of recommendations on this
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subject made by the Commission at its twenty-second nessian.
contained a form suitable for monitorinq purposes to he used
for future report ing on the subject.

Views of the or~zations

The document
hy the orQ8nizations

205. The Chairman of CCAQ rep(H ted on a meeting of senior recruitment officers to
discuss common prospection procedures and approaches. Th is meet ing was organ !zed
by CCAQ at the request of ACC and was held at Geneva in May 1986. The meeting paid
particular attention to the ways in which the organizations identified women
candidates, co-operation in the exchange of rostel data on women, means of
developing additional recruitment sources lInd strengtheninQ existing sources,
evaluation of publiCity campaigns and rer,uitment literature r,r target gro1lps,
measures to increase the number of women project personnel, obstacles to the
pJacement of women candidates, review and possible revision of recruitment
standards and appointment guidelines and administrative inducements and sanctions
to overcome obstacles. The meetinq proved useful in a number of ways, not least of
which wau the opportunity it afforded recruitment officers to lPeet with each other
(some for the firat time) and establish a working relationship. The organizations
noted broad consistency between the recommendations made at the CCAQ recruitment
meeting and those contained in the secretariat document. CCAQ further noted, with
respect to the ICSC recommendation regarding the establishment of targets ~~d

sub-targets that, while only one organization accepted the idea of sub-targets,
.~st organizations would have no difficulty in accepting the idea of targets on an
orga~i~ation-wide basis. with reBpect to the form proposed for monitoring purposes
and the recommendation that CCAQ report separately on women staff in all categori~s

of its annual personnel statistics, CCAQ suggested that the question be left for
discussion between the secr~tariats of CCAQ and I~SC •

Views of the staff representatives

106. The President of FICSA ex~ressed the appreciation of th, staff for the
Commission's leading and encouraging role in efforts to increase the number of
PrOfessional women in the internAtional o.ganizations. In order to achieve
progress, the situation must be kept under continuous review. Organizations should
therefore continue monitoring progress and report to the C )mmission at i~s

twenty-sixth session. The General Assembly's recommendatL s offered concrete
means to achieve equal participation of women in the work of the orQanizations,
some of which had already taken active follow-up action. However, efforts had to
be increased in the smaller, mora technical organizations to search for qualified
women candidates. Also, much remained to be done to obtain attitudinal changes.
FICSA underlined the need to set target& for the achievemAnt of goals und to
measure progress. FICSA also str'!ssed the need to estllbl ,lh a staff/management
body ~o set goals, develop timetables, formulate action prOQr~mme9 and monitor
progress in all organizations.

207. The Convenor of L~ISUA recaLled the Co-ordinating Committee's ~revious request
that the issue be retained on thl~ ICSC agenda as a standing item. He also
requested that career developn'ent of women servinq in the organizations be included
because recrui tment could not be viewed in i ,0Iolt1on. CCI'iUA wel comed the
recommendations that concrete targets should he set and eff~ctive monitor~'lg

mechan isms should be establ fshed, as well as those concern irlQ the need for more
tra ininq, especially for managers, on· the issue of con<::t>rn relate(~ to the work of
women in the organizlltions. CCISUA regretted, howevpr, t h,lt 1i tt, It> lltteption had
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h"en pllid to the conditionf\ of service of women once recruited or to the problems
of women in the General Service category. LllIatly, CCISUA requeet.ed thlllt the work
of the secretakiat be expanded to include the issue mentioned above and that it
remain as a standing item on the ICSC agenda.

Discussion by the Commission

208. The Commission noted the continuing importance of this issue ard expressed its
satisfaction that the subject w~s being given increasingly serious consideration by
the organizations of the common system. In noting the effects of the current
recruitment freeze in the United Nations, which was an across-th~-board policy, the
Commission expressed the hope that where exceptions to the freeze could be made.
women would be selected. The Commission also noted an exchange between the
President of FICSA and the Secretary of the UNJSPB, in which it was confirmed that
there had been no women applicants from inside or outside the United Nations system
for the post of Secretary of UNJSPB. Two members of the Commission raised
questions regarding representation by recruitment pelBonnel covering regular
programme posts at the forthcoming ~ational Recruitment Services (NRS) meeting in
OCtober 1986. It was explained that the NRS meeting was held on a biennial basis
and might therefore provide an opportunity for recruitment officers to establish
contacts and further develop recruitment sources.

Recommendations of the Commission

209. Having noted the views expressed above, the Commission agreed to recommend
thats

(a) At the forthcoming National Recruitment Services meeting in October, th~

oraanizations should arrange for their representation not only by r~crlli tment
officers for technical assistance posts but also by senior recruitment personnel
covering regular programme posts (this might also be reflected in ~he agenda))

(b) The organizations should actively continue their ef(orts to Improve the
p~rticipation of women by reaffirming commitment at the highest levels to the goal
of increasing both the numbers. Professional women 8S well 8S their preaence in
senior decision-making and policy-level postS)

(c) The organizations that have already set tllrgets should reassess them in
the light of progress achieved and, If necessary, introduce sub-tarqets for
individual units to facilitate monitorin~) and that those organizat{ons that h~ve

not established targets shOUld do so,

(d) The organizations that have particular difficulty in recruiting and
increasing the number of women on their staff should waivq procedural criterlll, liS

appropriate, along the lines of the lI~tion proposed by the Director-General of
\liHO, .,!!/

(e) Those organization") that reported that they were constrained by their:
size or the highly specialized nature of their mandate from carrying out the
recommendlltions, but nevertheless continued to recruit and promote personnel,
should make special efforts to improve the participation of \«omen, liS described in
9ubparagraph (b) above,
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(f) The organizations should institutionalize a monitoring function tomeasure progress and report, using as a model the form prepared by the ICSCsecretariat, at regular intervals to the appropriate body identified for thatpurpose;

(g) CCAQ should report separately on women staff in all categories of itsannual personnel statistics so that this information would be accessible to allorganizations for monitoring purposes and would become part of the permanent recordon this question;

(h) The organizations should report to the Commission at its twenty-sixthsession on further progress achieved, with respect both to the recommendations madein 1985 and the above recommendations.

B. Performance appraisal and recognition of merit

210. The Commission considered a report by its secretariat on a number of aspectsof performance appraisal and recognition of merit, as well as on the discussions ofa tripartite working group convened by lCSC in April 1986. Existing performanceappraisal systems and common areas of agreement among the organizations onimprovements to be considered were reviewed. The document also described twodifferent performance appraisal systems being considered by some organizations.

Views of the oroanizations

211. The Chairman of CCAQ reported the satisfaction of the organizations with theresults of the ~orking group. CCAQ would have liked the secretariat's document tohave placed more emphasis on the problem of th~ lack of credibility of performanceappraisal in general. The reason organizations had not used the performanceappraisal form recommended by the Commission at its thirteenth session was that theapproach did not deal with all the preoccupations of the organizations and touchedon other aspects concerning which they had hesitations. While endorsing theconclusions outlined in the document, the organizations expressed reservations overthe statement that performance appraisal was on the whole designed, implemented andmanaged by the personnel officers without the sufficient involvement of linemanagers. While the organizations did not wish to see the development of acomprehensive set of policies and guidelines as proposed by the secretariat, theywould welcome the establishment of general principles by the Commission aboutperformance appraisal. With respect to the recommendations, CCAQ was able tosupport a proposal to study the issue of recognition of merit, but was notgenerally supportive of the other recommendations. The organizations expressedreservations about the timing of further actions undertaken by the Commission onthis SUbject.

212. The representative of the United Nations Educational, Scientific and CulturalOrganization (UNESCO) said that, for certain personnel actions, most organizationstook into account performance appraisals. Indeed, the staff rules and regulationsof many organizations referred to the satisfactory performance of staff memberswhen cqnsidering such actions as salary increments, extensions of contracts,promotions, etc. Termination was usually based on poor performance and was subjectto the appeals systems of the organizations. The question was rather Whether
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supervisors and managers could lake perf,~:cmance reports at face value and, because
of the current lack of credihility of performance reports, it appeared that only
naive super'lisors relied on them. As a cons~quence, UNESCO intended to try, on a
two-yelH experilllental has is, the approach to ~erform8..ce appraisal descrihed in
paragraphs 'I t" 14 of the document of the flecretarlat that was hefore the
Commission.

213. The representative of WHO pointed out that from 1978 to 1981 WHO abolished
more than 300 posts. In doing 60, WHO hCld lIsed reduction-in-force procedures that
inVOlved a competition for retention amQng staff members. For staff members w\th
equivalent qualifications and seniority, performance appraisal reports were the
decisive element in the competition. While prior to 1978 performance appraisal had
not been viewed as a major element on which ~n assessment could be made in WHO, it
had become more relevant as a consequenre of the reductions. In an organization
like WHO, where most posts were filled on the basis of fixed-term contracts,
credible performance reports were essencial for renewals, particularly durinQ the
period of the first two-year contract of a staff member.

Views of the staff representatives

214. The representative of FICSA suppor.ted the conclusions of the ICSC working
group on the need for the commitment of Renior management to obtain effective and
valid results in performance appraisal. "nother itnpnrtallt element was the
participation of the staff concerned, which could only be obtained if they were
aware of the impact of performance appraisal o~ career development and training and
recognition of merit. The system applied should be transparent and simple in order
to avoid complex procedures and appeals. F!CSA supported the list of items
identified by the secretariat for further study. The Commission should work out
principles and guidelines for performance evaluation, linked to career development
and recognition of merit. This would greatly enhance the motivation and efficiency
of the staff.

215. The Convenor of CCISUA expressed s~tisfaction with the spirit of dialogue and
consultation that had been initiated on the subject. Performance appraisal systems
co~ld not be developed in a vacuum, but must be seen within a context of systematic
career development planning, which at present did not exist. The objective of the
exercise should be limited to providing gUidelines fOr performance appraisal and to
providing suggestions for training of Munagers in performance appraisal. with
respect to recognition of merit, CC Isur. recalled that it had initiated a proposal
for recognition of merit some time ago and had asked the Commission to direct the
secretariat to take up the matter. This matter should be given pri~rity in the
secr~tariat's work programme.

Discussion by the Commission

2l6c The Commission noted that performance appraisal was both a difficu~t and
important process that assumed particular significance in times of financial
constraints. It was necess~ry to ensure that the best staff were rewarded and that
appropriate actions were taken against unsatisfactory staff. The Commission noted
the need for the active involvement in and commitment of top management to
performance appraisal and confirmed the re6ponsibility of top management for its
correct application.
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Decisions of the Commission

217. The Commission reaffirmed the general principles and objectiv~s of performance
appraisal as identified by the Commission in its sixth 11/ and seventh ~/ annual
reports and decided to request its secretariats

(a) Tb develop a broad framework of principles, providing orqanizations with
general objectives and guidance for performance appraisal, for consideration by the
Commission at its twenty-sixth session)

(b) Tb identify ponsequences for staff of different levels of performance,
including appropriate recognition of merit, to provide guidance fo. staff to
improve performance and to recommend sanctions for unsatisfactory performance, for
review by the Commission at its twenty-sixth session,

(c) Tb examine the application of performance appraisal within the broader
context of human resources planning in order to ensurp that the talen g of staff
were best used and developed to enable the organizations to carry out their
~ndates efficiently and effectively and to submit a report thereon to the
Commission for consideration at its twenty-eighth session.
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CHAPTER IX

ACTION TAKEN BY THE COMMISSION UNDER ARTICLE 17 OF ITS STATUTE

Implementation/consideration of th- Commission's recommendations
and decisions

218. The Commission had before it a detailed summary of recent action taken by
0r~anizations of the common system in response to Lhe decision' and recommendationa
of the Commission made in its tenth annual report. The do~ument also provided
updated information about actions taken by organizations that had previoualy been
unable Lo implement fUlly earlier decisions and recommendations of the Commission.
The secretariat proposed that the Commission take ~p article 15 of its statute on
the development of common staff regulations.

Views of the organizations

219. The Chairman of CCAQ r~called earlier statements to the effect that th~ entire
proc.ss of monitoring compliance wi~h the Commission's recommendations and
decisions need not be an annual exercir,e. In some of the smaller organizations,
completing comprehensive questionnaires such as the one circulated by the
secretariat was an extremely heavy burden. However. sho~ld the Commission wish to
~nitor implementation on an annual basis, some consideration might be given to
diViding items into categories, some of which would be reported annually, wt.ile
othera could be reported every two, or possibly every three, years. For items
where a straight yes/no anawer could be given, a Checklist should be drawn up.
CCAQ did not consider the Commission's responsibilities under articl~ 15 of its
statute a very high priority, the Chairman sU9gested in that regard that the first
step should be an updating by the or.ganiEations of the comparative ~tudy of .taff
requl~tions undertaken by CCAO in 1978. As to the need for representatives ot the
C~ission to participate in the meetings of the governing bodies of common system
organizations whenev~r decisions and recomDendations of the Commission were
considered, CCAQ noted that in some organi~at:ons such matters were dealt with
briefly. Should the Commission decide to adopt the proposal, the organizations
would bring it to the attention of their legislative bodies.

220. The representative of UPU considered that paragraph 11 of the document
pre~red by the secretariat was inaccurate in statinq that UPU action to implement
a system of co~pensating its staff for currency losses had been done without
consultation. The representative pointed out that the problem had been presented
to ICSC as long ago as 1979 when correspondence was exchanged between the Chairmar.
of the ILSC and UPU on the matter, and yet the matter had remained unreBOlve~.

221. The representative of ILO said that his organization had begu~ on 1 April 1986
to apply the new higher rates for separation payments that had llot yet ~een

proaulgated. ILO was obliqed by its requlations to modify the r,Jtes based on
chanqes in the weighted average of post adjustments t"aex - regardless of whether
the Caa.ission promulgated new rates. In this OC,lnection, the representative of
MHO stated that WMO had not implemented new =ates, b~t hoped that the new rates
would be promulgated as soon as posGibl~.
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Views of the staff ~epreDentatives

222. The representative of FICSA reservecl FICSA' ,; position on the substance of tile

document, pending study of the information prov lcled by the membership of ~·ICSI\.

FICSA regretted the organizations' reluctance to implement the Commission's
recommendation, endorsed by the General Assembly, to determine a desirable
proportion of career and fixed-term staff and the granting of career appointments.
Efforts should be increased to implement the Commission's recommendations in thp
areas of human resource planning, career development and traininQ. Time and effort
spent by the Comn.ission in those areas did not appear effective. A study on
harmonizing staff regulations in the United Nations system was not a priority for
the Commission and would be of benefit only if it were not oriented towards
applying the lowest common denominator on a system-wide basis. The oraantzations
should be able to retain the necessary flexibility within the overall framework of
the systen.. FICSA requested the Commission to study, in 1981, the problems of the
UNRWA area staff at Vienna, who, although being international civil servants, did
not benefit from the common system conditions of service applicable to other United
Nations staff at Vienna.

223. The Convenor of CCISUA considered the monitoring role of the Commission an
extremely important aspect ot its work in order to ensure consistency and adequate
follow-up ~y the o:qanizations of the common system.

Discussion by the Commission

224. Several members of the Commission reiterated the importance of the
Commission's monitoring role. While they agreed with CCAQ that it was probably not
necessary to report on every single item at every session of the Commission, it was
also important that the Commission shOUld not have to rely on chance to find out
what organizations were doing to implement important common system issues. In tbat
res ect, several members supported representation by the Commission at meetings of
the legislative bodies of organizations in those instances when it was invited by
the legiSlative body, when funds were available and when thftre were strong
indications that the CommiRsion's presence was necessary.

Decisio~s of the Commission

225. The Commission re~ffirmed the \mportance of monitoring the implemen~ation by
organizations of its decisions and recommendations Gnd decided,

(a) To assume its function8 under article 15 of its statute and to r@quest
its secretariat to conduct a study on the harmonization of staff rp.gulations of
organizations of the common system and to pruvide a preliminary rel~rt thereon to
the Commission at its twenty-sixth session}

(b) To emphasize to the organizations the need for its representatives to
participate in selected meetings of the governing bodies of common system
organizations whenever decisions and recommendations of the Commission were placed
before them for consideration, particu"arly in ins~ance8 when the working papers
did not adequately explain the views of the Commisl ,n and the importance and
rationale for the decision or recommendation}
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(c) To propose to the Director-General of the World Intellectual Property
Organization (WIPO), which had not been represented at the current session of the
Commission when it had discussed the effects of currency fluctuations on take-home
pay of professional staff in local currency, that he request the governing bodies
of WlPO to review this question at their forthcoming session in September 1986 and
to invi te the Commissior. to be represented at that session;

(d) To request its secretariat to report on implementation by the
organizations annually, as r~uired by the Statute, but with the organizations
~ubmitting detailed information only every three years, while still drawing the
Commiesion's attention to important unresolved issues in the meantime, in
particular, in personnel policies.

Notes

11 International Labour Organisation, Food and AgricUlture Organization of
the United Nations, United Nations Educational, Scientific and Cultural
Organization, International Civil Aviation Organiz~tion, World Health Organization,
Universal Postal Union, International Telecommunication Union, World Meteorological
Organization, Inter-Governmental Maritime Consultative Organization (now
International Maritime Organization), World Intellectual Property Organization and
International Atomic Energy Agency. .

1I General Agreement on Tariffs and Trade and International Fund for
AgriCUltural Development.

11 Official Records of the General Assembly, Fortieth Session, Supplement
No. 30 (A/40/30 and Corr.l).

!I Ibid., paras. 17-42.

21 Ibid., Thirty-ninth Session, SUpplement No. 30 (A/39/30 and
Corr.l and 2), para. 47.

§I Ibid., Fortieth Session, Supplement No. 30, (A/40/30 and Corr.l), annex I.

7/ Ibid., Thirty-first Session, SUDplement No. 30 (A/31/30), para. 167.

!I Ibid., Fortieth Session, Supplement No. 30 (A/40/30 and Corr.l),
para. 117.

y Ibid., para. 118.

~. Ibid., pa:a. 65.

!!I ICSC/24/R.22. (lCSC/R. series documents are available for consultation
through the lesc secretariat.)

12/ Ibid., Thirty-seventh Session, ,Supplement No. 30 (A/37/30), para. 146.

111 Ibid., Thirty-fifth Session, Supplement No. 30 (A/35/30 and Corr.l
and 2), paras. 83-85.
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NO~ (continued)

.!!I Tht'! !Pun,t" I:ory age of set>l'rlltion from servicf> in the Food and Agriculture
Or''JlInizlltion of th(! tin! ted Nations is 62.

l2I ICSC/R.2U€, and Official Records of the General Assvrnbly, Thirty-fifth
S888ion, Suppl!~I~.'L..t!2L..l~ (A/35/30 and Core.l an,t 2), pants. 299-310.

W Memorllnd'lm dated 23 May 1986, frol\l the Director-General of the
World Health orqllnization to the Directors and Programme Manager~ on Participation
and Enlployment of 'ilk>men in woo.

!11 ~ia~. Records of the General Assembly, Thirty-fifth Session,
Supplement No._lQ (A/35/30 and Core.l and 2), paras. 266-281 •

.!!I See ICSC/267, paras. 172-187 and annex VII, and Official Records of the
General Assemb.!.Y..t..,:rhirty-sixth Sel's",""" Supplement No. 30 (1./36/30 and Corr.l),
paras. 217-226 and annex X.
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ANNEX I

Proposed scale of staff assessment for the Professional and higher categories

(Effective 1 April 1987)



ANNEX 11

Illustration of the application of the procedure recommenderl by the
~ommissron for the determination of pensionable remuneration of

Unit~d Nations officinls in qrades P-l to D-2

1. The total remuneration of a P-4, step I, staff member in New York is $44,938.

2. Of the remuneration amount, 96 per cent corresponds to $43,141.

3. Of the $43,141, 46.25 per cent corresponds to '19,953.

4. It is assumed that the net ~ension of a P-4, step I, staff member after
25 years of service would be $19,953, and the corresponding gross pension amount
after the application of staff assessment rates ahown in annex I would be '23,754.

5. The amount of pensionable remuneration required to produce a gr088 pension
benefit of $23,754 after 25 year a of contributory 8ervice i~ S5l,359.

Notel A P-4, 8tep I, remuneration level is u8ed in this example for
illustrative purposes only, it being understood that a ataff member would not
receive that remuneration amount for the entire three-year period that would be
used to calculate the final average remuneration (FAR).
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ANNEX III

Proposed scale of pensionable remuneration for the Professional ali';:~ higher categor ies

(United States dollars)

(Effective 1 April 1987)

S t e p s
JAvel

I IX III IV V VI VII VIII IX X Xl XII XIII

USG/ASG 97 507

0-2 82 073 84 136 86 208 88 308

0-1 71 318 73 094 74 826 76 618 78 402 80 193 81 924

P-S 63 688 65 117 66 533 67 922 69 370 70 729 72 170 73 579 74 993 76 395
I

'" P-4 51 359 52 797 54 243 SS 692 57 235 58 603 59 967 61 333 62 765 64 312 65 821 67 2900\
I

P-3 41 709 43 081 44 432 45 743 47 123 48 524 49 943 51 323 52 553 S3 748 55 004 56 232 57 527

P-2 33 554 34 718 3S 830 36 970 38 1.12 39 250 40 39S 41 506 42 648 43 813 44 965

P-l 26 459 27 369 28 284 29 186 30 097 31 007 31 950 32 881 33 918 34 932



ANNEX IV

Pension benefits of United Nations and United Statea officials

(United States dollars)

Pension benefits that would be earned by United Nations officials at the end
ot 20, 25, 30 and 35 (maximum) years of serVice, using the benefit accumulation
formula for those who joined the system on or after I January 1983, are shown under
part A. Pension benefits of United Nations officials, calculated usin~ the benefit
accumulation formula, for those who joined the system prior to 1 January 1983, are
shown under part B. Only one benefit accumUlation f.ormula appJies in the case of
United States federal civil service employees. The benefit accumulation formula
for United States federal civil servic~ employees and that for !lnited Nations
officials who joined the system on or aft~r 1 J~nuary 1983 are identical for up to
35 years of contributory service. Pension benefits of United States federal civil
service officials calculated at the end of 20, 25, 30 and 3S years of service along
with the maximum pension benefits that would be earned are shown under part C. In
all cases pension benefits have been calculated on the basis of the current levels
of pen~ionable remun~ration at the top step of each grade.

A. For United Nations officials (usina new benefit
accumulation formula)

Pensionable 20 years 25 years 30 years 35 years
Grade Remuneration (36.25') (46.25'1- (56.25'~ (66.25')

P-l 37 400 13 557 17 '297 21 037 24 777

P-2 47 900 17 364 22 154 26 944 31 734,

P-3 62 200 22 547 28 767 34 987 41 207

P-4 70 900 25 701 32 791 39 881 46 971

P-5 83 900 30 414 38 804 47 194 55 584

0-1 87 900 31 864 40 654 49 444 58 234

0-2 92 400 33 495 42 735 51 975 61 215

ASG 103 900 37 664 48 054 58 444 62 340 !/
USG 115 700 41 941 53 511 65 081 69 420 !I
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A. For United Nations officials (usinq old benefit
accumulation formula)

Grade

P-l

P-2

1'-3

P-4

P-5

0-1

D-2

ASG

USG

Pensionable
Remuneration

37 400

4'7 900

62 200

70 900

83 900

87 900

92 400

103 900

ll5 700

20 years
(40%)

14 960

19 160

24 880

28 360

33 560

35 160

36 960

41 560

46 280

25 years

--12.Q!L.

18 700

23 950

31 100

35 450

41 950

43 950

46 200

51 950

57 850

30 years
(60%)

22 440

28 740

37 320

42 540

50 340

52 740

55 440

62 340

69 420

35 years
(65%)

24 310

31 135

40 430

46 085

54 535

57 135

60 060

62 340 ~/

69 420 ~./

C. For United states officials

GS-9

GS-IO

GS-ll

GS-12

GS-13

GS-14

GS-15

GS-16

GS-17

GS-18

SES-l

SES-2

SES-3

SES-4

SES-S

SES-6

Pensionable
Remuneration

28 347

31 211

34 292

41 105

48 876

57 759

67 940

68 700

68 700

68 700

61 296

63 764

66 232

68 700

70 500

72 300

20 years
(36.25%)

10 276

11 314

12 431

14 901

17 718

20 938

24 628

24 904

24 904

24 904

22 2!O

23 114

24 009

24 904

25 556

26 209

2S years
(46.25%)

13 110

14 435

15 860

19 011

22 605

26 714

31 422

31 774

31 774

31 774

28 149

29 491

30 632

31 774

32 606

33 439

30 years
(56.25%)

15 945

17 556

19 289

23 122

27 499

32 489

38 216

38 644

38 644

38 644

34 479

35 867

37 255

38 644

39 656

40 6 I

35 years
(66.25\)

18 780

20 677

22 718

27 232

32 380

38 265

45 010

45 514

45 514

45 514

40 609

42 244

43 879

45 514

46 706

47 899

Maximum
(80%1

22 678

24 969

27 434

32 884

39 100

46 207

54 352

54 960

54 96(}

54 960

49 037

51 011

52 986

54 960

56 400

57 840

!I In accordance with General Assembly resolution 40/245 of
18 December .985, annex.
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"mmx v

Com~arisons of United Nation.tynited State. pension benefits.
United Nations peneion. expressed a. a percentage of United

:natea peneions

In part A 01.' thia annex, penaion benefite of U"ited Nations officials who
joined the system on or after 1 January 1983 are compared with those of the United
Stat•• federal civil aervice emploYQea. In part a, the results of the comparisons
of peneion benefits of United Nation. officiala who joined the system prior to
1 January 1983 with those of United Stat.e federal civil service employees are
provided. All comparieons are in ter•• ot United Nations pension benefits at
grades P-1 through 0-2, expressed ae percentagee of penaion benefits of United
Statea federal civil service employeea in comparable grades. Grade equivalencies
used by the Commiae1on in carryillCJ out net remu.leration margin comparisons have
been llsed.

A. saaed on the new benefit accumUlation formula for the
United Nations

~ 20 yean 25 yeara 30 year. 35 years Maximum

(Percenta ,.• ,

P-l 132 132 132 132 no
P-2 130 130 130 130 108
P-3 137 137 137 137 114
P-4 129 129 129 129 107
p-s 124 124 124 124 102
0-1 130 130 130 130 107
0-2 133 133 133 133 110

B. sa.ed on the old benefit accullUlatlon formula for
the United Nation.

~ 20 yean 25 yean 30 yeat! 35 years !'taximurn

(t»ercentage)

P-1 146 143 141 130 101
P-2 143 139 139 127 106
P-3 151 147 146 135 III
P-4 143 140 138 127 105
P-S 136 134 132 121 100
0-1 152 140 138 127 105
0-2 141 144 142 131 108
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ANNEX VI

Comp~son of gros8 pensions for United Nations and Uuited St~
6fficials expressed as a percentaae of net remuneration

GroRs pension benefits expressed as percentages of net cemuneration for united
Nations grades P-l through 0-2 and the United States federal civil service grades
GS-9 through GS-18 and SES-l through SRS-6 ~re shown in this annex. Ideally, these
comparisons should be carried out on the basiS of gross pensions as percentages of
gross remuneration or net pensions as perce~tages of net remuneration amocnts.
However, for reasons outlined in the Commission's fifth annual report to the
General Assembly, !I all calculations are carried out on the basis of gross pension
benefits expressed as percentages or net remuneration.

A. For United Nations officials

(a) Using new benefit accumulation
formula

P-l
P-2
P-3
P-4
P-5
IJ-l
0-2

20 25 30 35
years years year~ years

(Percentage)

41.9 53.5 65.0 76.6
43.3 55.2 67.1 79.1
45.6 58.1 70.7 83.3
45.4 58.0 70.5 83.0
48.3 61.6 74.9 88.2
47.7 60.9 74.0 87.2
47.1 60.0 73.0 86.0

(b) Usina old benefit accumulation
formula

20 25 30 35
years ye,.;:: .. years years

(Percentage)

46.2 57.8 69 .. 3 75.1
47.7 59.7 71.6 77.6
50.3 62.8 75.4 81.7
50.1 62.7 75.2 81.5
53.3 66.6 79.9 86.6
52.6 65.9 79.0 85.5
51.9 64.9 77.9 84.4

!I Offic1al recurds of the General Assembly, Thirty-fourth Session,
Supplement No. 30, iA/34/30), para. 57.
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B. For United States federal civil service employees

Grade 20 years 25 years 30 years 35 years Max imum

(Percentaael

GS-9 42.5 54.2 65.9 77.6 93.7
GS-I0 42.8 54.6 66.5 78.3 94.5
GS-l1 43.2 55.1 67.0 78.9 95.3
GS-12 43.8 55.9 68.0 80.1 96.7
GS-13 44.4 56.6 68.9 81.1 97.9
GS-14 46.5 59.3 72.1 84.9 102.6
GS-15 47.0 60.0 73.0 85.9 103.8
GS-16 47.1 60.1 73.1 86.1 104.0
GS-17 47.1 60.1 73.1 86.1 104.0
GS-18 47.1 60.1 73.1 86.1 104.0
SES-1 45.2 57.6 70.1 82.6 99.7
SES-2 45.3 57.8 70.3 82.8 99.9
SES-3 45.6 58.2 70.8 83.3 100.6
SES-4 45.9 58.6 71.3 83.9 101.4
SES-5 46.1 58.9 7:\ .6 84.3 101.8
SES-6 46.3 59.1 71.9 84.7 102.2
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ANNEX VII

Comparison of pensionable remuneration amounts as at 1 January 1987

(United States dollars)

Pensionable remuneration amounts at the top step of each qrade from the scale
recommended in annex III are shown in part A. In part B, gross salaries
(pensionable remuneration) at the top step of each grade of United States federal
civil service employees, which would be in effect from 1 January 1987, are shown.
PensionablE' remuneration amounts for United Nations officials in qra(]es P-l throuqh
D-2 expressed as percentages of the pensionable, remuneration amounts for United
States federal civil service employees in comparable arades as ~ 1 April 1987 are
shown in part C. A weighted averaqe ratio of 118 is obtained on the basis of the
ratios applicable at grades P-l throuah 0-2.

A. Pensionable remuneration amounts at top stP.p of each arade for
United Nations officials usina scale shown in annex III

Pensionable
remuneration

SUS

Pf'nsionable
~ remuneration

SUS

Grade
Pensionable
remuneration Grade

SUS

Pensionable
remune[l~tion

SUS

P-l
P-2

34 932
44 965

P-3
P-4

57 527
67 290

P-'i

D-l
76 395
81 924

D-2 88 308

B. Gross salaries (pensionable remuneration) at top step of eac~

9rade of united States federal civil service employees as at
1 January 1987

Gross Gross Gross GrO"<1

~ salary Grade 2,alary Grade salary Grade sal,cy

SUS SUS $US SUS

GS-9 29 197 GS-13 50 342 GS-17 70 761 SES-3 68 219
GS-IO 32 147 GS-14 59 492 GS-18 70 761 SES-4 70 761
GS-ll 35 321 GS-15 69 978 SES-l 63 135 SES-5 72 615
GS-12 42 338 GS-16 70 761 SES-2 65 677 SES-6 ./ ,~ 469

C. Comparison of prOposed scale of pensionable remuneration
for United Nations officials with that for United States
federal civil service employees

~ Ratio Grade Ratio Grade Ratio Grade Ratio

% % % %

P -1 120 P-3 123 P-5 109 0-2 l24
P-2 118 P-4 119 0-1 117

Weighted average ratio. 118

-72-



ANNEX VIII

Pension benefits of United Nations and United States officials
using scales of pensionable remuneration a. at I January 1987

(All calculations at the top step of each grade on both sides)

(United StateS dollars)

A. Pension benefits of United Nations officials u8i~~
benefit accumulation formula

Pensionable 20 years 25 years 30 yeus 35 years
~ remuneration (36.25.) (46.25') (56.25') ~25'1

P-l 34 932 12 663 16 156 19 649 23 142

P-2 44 965 16 300 20 796 25 293 29 789

P-3 57 5'-7 20 954 26 606 32 359 38 112

P-4 67 290 24 393 31 122 37 851 44 580

P-5 76 395 27 693 35 333 42 972 50 612

0-1 81 924 29 697 37 890 46 082 54 275

0-2 88 308 32 012 40 842 49 673 58 504

B. Pension benefits of Un~ted Nations offic1alB usiM.. old
benefit accumulation formula

Pensionable 20 years 25 yean 30 years 35 years
~ relllunenti~ (40t) (50') (60\) (65\)

P-l 34 932 13 973 17 466 20 959 22 706

P-2 44 965 17 986 ~2 483 26 979 29 227

P-3 57 527 23 011 28 764 34 516 37 393

P~4 67 290 26 916 33 645 AO 374 43 739

1'-5 16 395 30 558 38 198 45 837 49 651

0-1 81 924 32 770 40 962 49 154 53 251

0-2 88 308 35 323 44 154 52 985 51 400
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c. Pe~Bion ben~fit5 of United States federal civil
service employees

GS-9

GS-10

GS-Il

GS-12

GS-13

GS-14

GS-IS

GS-16

GS-17

GS-18

S£S-l

SES-2

SES-3

8£S-4

SES-S

SES-6

Pensionable
remunpration

29 197

32 147

35 321

42 338

50 342

S9 492

69 978

70 761

"l0 761

70 761

63 135

65 677

68 219

70 761

72 615

74 469

20 years
(36.25' l

10 584

11 653

12 804

15 348

18 249

21 566

25 367

25 651

25 651

25 651

22 886

23 808

24 729

25 651

26 323

26 995

25 "ears
.1 46 • 25')

13 504

]4 868

16 336

19 581

23 283

27 515

32 365

32 1'J.7

32 727

32 727

29 200

30 376

31 551

32 727

33 584

34 442

30 years
(56.25')

16 423

18 083

19 868

23 8'5

28 317

33 464

39 363

39 803

39 803

39 803

35 513

36 943

38 373

39 803

40 846

.u 889

35 years
(66.25')

19 343

21 2~7

23 400

28 049

33 352

39 413

46 360

.6 P'/9

46 879

46 879

41 827

43 135

45 195

46 879

48 107

49 336

Maximum

.....1!Q!l-

23 358

25 71ll

28 257

33 870

40 274

47 594

55 98l

56 609

56 609

56 609

50 406

52 54~

54 575

56 609

58 092

59 !'75

o. Comparisons of pension benefits ot United Nations officials
as s~own in A and B above with those of United S~
federal civil service emp10xees ~s shown in C

(United Nations pensionR expressed as a percentage of
united States pensions)

New benefiL formuia Old ~nefit formula
----------------

Gree
20 25

years years
30 35

years years MaxhClum
20 25

years years
30 35

years years ....aximum

(Percentage) (Percflntl!lq. j

P-l

P-2

P-3

P-4

P-5

0-1

0-2

120

118

123

119

109

117

124

120

118

l:l3

119

109

117

124

120

118

123

119

109

117

124

120

118

123

119

109

117

124

99

105

102

9~

91

97

102
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132

131

136

13:l

121

129

136

129 128

128 126

133 131

129 127

118 117

1H 125

134 132

117

116

121

117

J 07

115

121

97

10)

100

94

89

95

100



ANNEX IX

~...E!!!slons as percentages of net remuneration for Un1t~d Nations
~officials using_the prOposed scale of pensionable remuneration

,",rC'. pensioils of Unl.ted Nations official s, cah;ulat~ usinQ t.he proposed
penBi0n~b~e remuneration scal~, ~xpres8ed as percentaQes of net remuneration are
Bh~'n in this annex. Similar comparisons for United states federal civil service
employees hav" not been carri~'·l out. It is assumed that percentaQes of Qross
pensions to net remuneraLion for the United ~tateB federal civil service employees
5S shown under part B of csnnex VI would, 9,08S0 mod~, continue to remain in effect.

Grade

P-l

P-2

P-3

P-4

P-5

D-l

D-2

New benefit formula Old benefit formula

20 25 30 35 20 25 ]0 35
years years ~e~ years years years years ~~

(Percentage) (PercentaQe)

39.1 49.9 60.7 71. ') 43.2 54.0 64.8 70.2

40.6 51.8 63.0 74.2 14.8 1)6.0 67.2 72.8

42.1 53.8 65.4 77.0 46.5 58.1 69.7 75.6

43.1 55.0 66.9 78.8 47.6 59.5 71.4 77.3

44.0 56.1 68.2 80.3 48.S 60.6 72.8 78.8

44.5 56 69.0 dl.3 49.1 ' .3 73.6 79.7

4~.O 57." 69.8 82.2 49.6 oL..O 74.4 80.6
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ANNEX X

Salary scales for the Professional and higher categories showing annual gross salaries
ana net equivalents after application of staff assessment

(Effective 1 April 1987)

S t e p s

Level I II III IV V VI VII VIII IX X XI XII XIII

under-Secretary-General
USG GROSS 94 802

NBT D 64 535
NBT S 59 290

Assistant Secretary-General
ASG GROSS 85 609

NBT O' 5!i1 203
NBT S 53 887

Director
0-2 GROSS 69 093 70 819 12 561 74 336

NBT D 49 406 50 Ul 51 487 52 552
NBT S 45 376 46 2!i17 47 228 48 175

Principal Officer
0-1 GROSS 59 373 60 972 62 551 64 140 65 739 67 340 68 895

I HB'l'D U 461 44 453 45 432 46 417 47 393 48 354 49 287
-'I ~S 4;:' 039 40 934 41 819 42 708 43 585 44 440 45 2'}0
er'

senior Officer
P-5 GROSS 52 718 54 003 55 261 56 511 57 778 59 023 60 276 61 521 62 775 64 016

NBT D 39 290 40 112 40 912 41 687 42 472 43 244 4.4 021 U 793 45 571 46 340
NBT S 36 282 37 019 37 736 38 436 39 146 39 843 40 545 41 242 41944 42 639

Pint Officer
P-4 GROSS 42 356 43 575 44 795 46 0311 47 3J.3 48 518 49 718 50 918 52 178 53 455 54 686 ~5 901

NBT D 32 605 33 409 34 215 35 014 35 830 36 602 37 369 38 137 38 944 39 761 40 549 41 3011
NBT S 30 282 31 009 31 738 32 455 33 185 33 876 34 563 35 251 3!l 973 3b 705 37 410 38 095

second Officer
P-3 GROSS 34 329 35 480 36 625 37 736 38 877 40 040 41 202 42 340 43 377 44 398 45 4411 4b 500 47 573

NBT D 27 294 28 067 28 822 29 556 30 309 31 C!77 31 843 32 594 33 279 33 953 34 637 35 310 35 997
NET S 25 475 26 177 26 860 27 523 28 205 28 899 29 593 30 272 30 1$91 31 501 n 117 32719 H 334

Associate Officer
P-2 GROSS 27 608 28 533 29 451 30 382 31 337 32 284 33 239 34 181 35 136 36 117 37 082

NBT D 22 675 23 323 23 965 24 610 25 259 25 903 26 553 27 193 27 840 28 487 29 124
NBT S 21 259 21 853 22 443 23 031 23 623 24 209 24 800 25 383 25 971 26 557 27 133

Assistant Officer
P-l GROSS 20 953 21 816 22 690 23 542 24 408 25 282 26 192 27 056 27 905 28 725

NET 0 17 936 18 557 19 187 19 800 20 424 21 047 21 684 22 289 22 883 23 458
NBT S 16 906 17 477 18 056 18 620 19 193 19 76b 20 350 20 905 21 450 21 976

o • Rate applicable to staff members with a dependent spouse or child.

S • Rate applicable to staff members with no dependent spouse or Chlld.



ANNEX XI

Separation pay!!nts (commutation of annual leave, repatriation grant, ceath grant and terminatlon inaemnlties)

Gross and net amounts - Professional and higher catesorles

(United States dollars)

(Effective 1 April 1981)

5 t e p s

Level I II III IV V VI VII VIII IX X XI XII XIII

Under-SecretarY-General
USG GROSS 93 919

NET D 64 058
NET S 51 896

Assistant Secretary-General
ASG GROSS 85043

NET D 58 875
NET S 53 616

Director
0-2 GROSS 68 851 70 555 72 310 74 093

NET D 49 261 50 283 51 336 52 406
NET S 45 246 46 156 41 094 48 046

, Principal Officer
-.l 0-1 GROSS 58 909 60 537 62 153 63 166 65 403 61 041 6tt 625i" NET 0 43 114 44 183 45 185 46 185 41 192 48 175 49 125

NET S 39 77'1 40 691 41 5!16 42 499 43 405 44 280 45 12&

Senior Officer
P-5 GROSS 52 270 53 570 54 837 56 0'15 51 359 58 621 5'1 883 III 14J. &2 411 &3 667

NET D 39 003 39 835 40 646 41 429 42 213 42 999 43 718 44 558 45 345 46 124
NET S 36 026 36 711 31 4'17 38 203 311 '111 39 621 40 3014 41 02~ 4.1. 140 42 444

Pint Officer
P-4 G!l.OSS 42 287 43 513 44 671 415 860 47 059 48 282 49 454 50 6013 51 853 53 085 54 Ola7 55 461

NET D 32 560 33 369 34 137 341 901 35 6611 36 451 31 201 31 949 38 736 3!1 525 40 294 4J. 036
NET S 30 2410 30 972 31 667 32 353 33 0410 33 741 34 412 35 082 35 187 36 493 31 181 37 11411

~

second Officer
P-3 G1l.OS8 34 460 35 515 36 686 37 806 38 951 40 075 41 184 42 280 43 318 44 no 45 300 46 2911 47 321

NET 0 27 383 28 130 28 863 29 602 30 362 31 100 31 832 32 555 33 240 33 ;~95 34 542 35 18.1. 35 836
NET 8 25 556 26 233 26 897 21 565 28 252 28920 29 5112 30 236 30 856 31 4148 32 032 32 604 33 UO

Associete officer
P-2 G1l.OS8 27 758 28 690 29 628 30 569 31 492 32 4123 33 376 34 322 35 256 36 200 37 137

NBT 0 22 781 23 4133 24 090 24 737 25 365 25 998 26 646 27 289 27 919 28 542 29 16.1.
NET 8 21 356 21 954 22 556 23 147 23 119 24 295 24 885 25 470 26 0413 26 606 27 16&

Assietent Officer
P-l GROSS 21 143 22 009 22 an 23 112 24 580 25 461 26 358 21 0108 28 061 28-892

NET D 18 073 18'697 19 318 19 923 20 548 21 173 21 901 22 396 22 '193 23 575
NET 8 17 032 17 605 18 176 18 732 U 307 19 881 20 b7 21 003 2.l. 550 22 084

o • Rate applicable to staff ~r8 with a dependent spouse or chi1a.

8 • _te applicable to staff ..lIIbera with no depenaent spoIIae or chlld.



AJlIIIa XI ~

~-n of net r~r..t1.CX1 of United "ti.oaa offlci&la l.D Mew Yo:;&. And UDlt..ed St.aLeS offlC1.&l.a
in ti:&abiD9ton DeC. at step 1 of ..ch qreD.e

(OC~< 1985-Sep~r 1986;

(Il&r'lUl as at June 1986)

unit.ed liationa, !Iiew Yorl.

Grade Met reaunerat10l'l. y

H;l 2. 805

P2/1 3~ 281

P3/1 37 653

--
PVl U 938

I....
'"I

P5/1 53 9U

W1 59 .U

02/1 66 898

Un1.t.ea SUte5, ...abu"itor1, D.C.

:"ajmi ratlO adJust:.e... ~lliDt..s for
!let. i'ea1Deration "'19Dted for coat of llV1.09 CAl.CU.Ut.liXl of

Grade per 'lr.oe ~ ~lghtli net. r~r&t.lOQ {L,;.,:" tlaa.b.l.DgtoD. • j.OC) ovetL.-l. rat-lO E/

(is 9/1 9 130 100 19 130 1.24.1 3.:'

GS illl 22 660 62 2. 20. 123.& ~4 .l
GS 12/1 26 737 38

GS 1211 26 737 .5 29 380 122.6 23.3
GS 13/1 31 5... 55

GS 13/1 31 :.2 33 H 830 123.5 27.1
GS lVl 36 .50 67

GS 15/1 .2 393 92
S&S 2 51 OH H 260 119 •• 21.8
S&S , 5. 220 8

GS 16/1 H 760 6
S&S 1 49 185 13 53 U8 106.8 7.8
SBS • ,. 22~ 75
SBS 5 55 39. 6

-
GS 17/1 SI 52 871 7
GS 18/1 ~ 52 871 9
SBS • 5. 220 50 ,. .62 117.5 2.9
S&S 5 55 3,. 29
SBS 6 56 508 5

coat-of-livi.ng catloO lie.. Yoriti"'-ahlDg'toI'l, D.C.:
Weighted average ratlo, adJ~teG for coct-of-l1.Vlngl

104.5
120.9 ,aarglDi

!I' I.ncllJldes peat acijuat-.ent of 12 .:>ntAs at class 7/+2 (avltl"ller 43).

B/ aaaed on publ1.&bed aalary rates effectlve 1 January 1985 {lxll.W2lJ1g bonuses ana opeelal aw.ra where appllCAble).

El These wights correspond to toe :.eltea .... tlOClS~ ayaee. staff l.r graoes P-':' to ~2, l.rK:li.<.&l~'!, aerv1.I19 at 5eaoq:.a.rt.ers and
established offices Aa at 31 ~r 1985 •

.Y r..~.it.e-d:'~ tbe celling on tne rat.es of OaS.lC ?aY unoer the Genera4. SCheau.l.e.



ANNEX XI TT

Proposed scale of staff 8ADessment for th~

General Service dnd related cateaories

Staff assessments
GrosE: 8~~_ _By incoroe hr~ckC"t Cumulo!1 t i ve-----Bracket Cllmu la t i ve peW"centage Amount Amount Percentaae

First 2 000 2 000 11 220 220 11

Next 2 000 4 000 ]4 280 500 12.5

2 000 6 000 17 HO 840 14.0

2 000 8 000 20 400 240 ]5.5

4 000 12 000 22 880 2 120 17.7

4 000 16 000 24 960 3 080 19.3

4 000 20 000 26 1 040 4 l '0 20.6

6 000 26 000 28 680 5 800 22.3

6 000 32 000 30 800 7 600 23.8

6 000 38 000 32 920 9 520 25.1

6 000 46 000 34 2 041) 11 560 2!'.1

Over 46 000 36

86-22684 5089-90e (El -79-
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