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L~'l"l'ER 01" 'l'RANSMI'l"l'AL

12 August 191rJ

Sir,

I have the honour to transmit herewith the thirteenth annual report of the
International Civil Service Commission, prepared in accordance with article 17 of
its statute. It includes information on the implemontation of its reconunendations
and decisions by organizations 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 statute, 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 w.ys~lf of this opportunity to renew to ~ou, Sir, the assurances of my
highest consideration.

(Signed) Richard M. AKWEI
Chairma.'l of the

International Civil Service
Commission

His Excellency
Ml Javier Perez de Cuellar
Secretary-General of the United Nations
New York
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SUMMARY OF Rl~COMMENI>ATIONS 'l'HA'l' CALL F'OR DECISIONS BY THE GENERAL
ASSEMBLY Olt' '!'HE UNI'l'ED NA'fIONS ANI} 'l'nE I,EGISLATIVE ORGANS OF THE

OTHER PARTICIPATING ORGANIZA'l'ZONS

.paragraph
reference/
Ardcle ot:
ICSC statute

Paragraph 44
Articles 1,

9, 13, 14
and 17

Recommendations of the Group of High-level Intergovernmental Experts
to Review the Efficiency of the Administrative and Financial
Functioning of the United Nations

The Commission decided ~ 'th regard to recommendations 53 and 61:

(a) Ta recommend that the mandate of the Commission not be
mooified since its monitoring function was already clearly
cov~red by articles 1, 9, 13, 14 and 17 of its statute,

Article 10 (c) (b) To reiterate its earlier recommendations regarding the
education grant for post-secondary studies and tc recommend
that the existing entitlement not be changed,

Arti~le 10 ~c) (c) To recommend that the current annual leave entitlement of
30 days per annum not be changed.

Action by the Commission cCllcerning other recol1lmenda\~ions ef the
Group is indicated in paragraphs 45 and 46 of the report.

Professional and higher categories

Methodolvqy for the calculation of the net remuneration margin

Paragraph l:l3
Art icle 10 (b)

Pal'ag"aphs
119 and l2i1

Article 10 (I:'~

The Commission recommends that the present methodology for
calculatinn of the net remuneration margin, as modified in
subparagraphs 69 (a), (d) and (e) of its twelfth annual report,
should continue to be applied for the next three years, after
which it will be reviewed and reported on to the ~eneral Assembly
at its forty-~ifth session.

New staff assessment rates instead of consolidation of poot
,adjustment into base salary

The Commissio.. recommends to the General Assembly that it
should (a) maintain the current level of staff assessment for
staff members with a dependent spouse or a dependent child for
l'l,lt'poses of pensionable remunf:lration and pensionsJ and (b) approve
I~vised rates of staff assessment to be used in conjunction with
9ros~ base salaries and the gross amounts of separation payments
for staff at lhe dependency rate and for staff at the single rate.
The proposed rates of staff asseSsli,ent, base salary scale and scale
of separation payments are shown in annexes VI, VU and VIII. It
is propm;ed that these changes be introduced with effect from
1 Apr il 1988.
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Paragraphs
177 and 178

Article 10 (b)

Paragraph 197
Article 10 (b)

Post adjustment questions

!tudy of the possibility of eliminating post adjustment &t the
base, New York

The Commission recommends to the General Assombly that for
the time being, the post adjustment should be maintained ut
the base of the system, New York.

Conditions of serVlce in the field

In view of the adverse effects of currency fluctuations O~

the level of take-home payor staff at duty stations with low and
negative post adjustments, reSUlting in problems for th6
organizations of recruitment and retention of staff at thoso duty
stations, the Commission recommends the following modifications to
the post adjustment system as an interim measure for application to
such duty statiol1s situated outside Europe, the United States and
Canada:

(a) An index corresponding to the remuneration in New Yurk
adjusted downward by 15 per cent should be calculated. J.<'or
all field duty stations w:;'th a post adjustment indi.1x lower
than the adjusted New York index mentioned above, only
75 per cent of the difference between the adjusted New York
index and the actual post adjustment index of the duty station
should be applied. The post adjustment classifications of
the duty stations falling in the above catogory should
correspond to the modified post adjustment index,

(b) In the application of the above formula, an absolute lowest
limit of multiplier minus 5 she ~d be placed on the post
adjustment classifications;

(c) In the case of some field duty stations the post adjustment
classifications are substantially higher than that applLcable
at the base of the system, New York, and the ex~hange rates
are known to have remained constant in relation to the Unitfi~<l

States dollar for the last several years. In these cases it
is determined that the high post adjustm~nt classification is
primarily the result of the movement of the local consumer
price index. In thp.se duty stations on!y 80 per cent of the
difference between the actual post adjustment index of t' ..1
duty station and the post adju9tment index corresponding to
the remuneration in New York should be applied to detprmine a
modified post adjustment index. ·rhe post adjustment ii.dex
thus mod if ied should be used for the determination of the post
adjustment classification of duty stations falling in this
category. These duty stations should be reviewed by the lcse
secretariat on a case-by-case basis and specific
recommendations relating to those where post adjustlTlent
classification~ are prorosed to be reduced should be submitted
to the ICSC Chairman for his approval.
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Paragraph lS3
AL"ticle 10 (c)

Paragraph 19&

Paragraph
34~ (e)

Article 10 (b)

~cation ';lrant

'l'he Commission recommends to the General Assembly that the
existing education grant provisions for staff serving at locations
where educational facilities are not available or are deomed to be
inudequate be modified to enable them to claim reimbursement of
100 per cent of boarding costs up to $1,500 per year aB an amount
ad/H tional to the maximum grant of $4,500.

Rental subsidy thresholds

'rho Commission decided that, in the case of duty stat ions where the
post adjustment clar-sil ication corresponded to remuneration equal
to the remuneration in New Yotk les8 the 15 peL cent margin, the
actual rent-to-income ratio:;) without any adjustment ohould be used
effective 1 August 1987 as rental thresholds for tho detormination
of rental subsidies.

Implementation of recommendations and decisions of the Commission

Long-service step

The Commission reiterated its recol1ullendation to the United
Nations, ILO and WHO that one additional step be introduced
into the salary scales for long service at the levels P-l to P-S.

-xiii-



Paragraph
reference

132

SUMMARY 01" l)I!:CISIONS ANI) O'l'IIEH UECOMMENDA'l'IONS Oli' 'I'BE COMMISOION

Establishment of grade equivalencies and compari8~

remuneration between the United states fec1eral civil servico
and the United Nations

'l'1Ie Commisoion iloc idod:

(a) To use average Sonior Exocutive Sorvice oalaries in remuneration
comparisons,

(b) To keep under study the equivalency of Assistant
secretary-Goneral/~~dor-Secretary-Genorallevels,

(c) '1'0 excludo translator positions from remuneration comparisons;

(d) To note the more satlsfactory rate of agreement of the validity
check,

(0) To conclude the review of the effoct of career lengths on averaqo
salarios, noting the lack of data on which to baso an appropriate
eValuation;

(f) To use the square root weighting technique in the calculation of
the United States federal civil service salaries reprosenting the
United Nations common 9yStOl1l gralh~ averages.

Post adjustment questions

Reviow of the ('ental subHit'ly scheme for headquarters und
non-headquarters locations

162 'l'he Commission doc ided that:

(a) For determining rental subsidy thresholds at field duty stations,
all extreme rente should be excluded by using only those rents in
the interval defined as the average rent plus-or-minuB two
Bti.1ndard d·wiations. l"or the calculation of average rent i.n
determinins rental 6ubHldy thresholds at duty stations in Canada,
the (Jilt tE:: j ,1tates as well iHl at all headquarters and some of the
other duty t3tationn in l~urope, the rentFl of staff members who had
bH0n at the duty station for 108s than five years should be
excluded,

(b) In all locations, a maximum margin of 20 per cent should be
applied to rent-to-income ratios on a graduated scnle in order to
arrive ut rental subsidy thresholdsl

(c) At the duty stations in Canada, the United States as well an at
all headquarters and some of the other duty stations in F.urope,
the reimbursellwnt rates should be frozen clur ing the pf~r iad of Cl

freeze Oil Uw poul adjustment in New York. As lOll,! ilB tlw
current frc!o,,-p on the Nl~w York post ad,iust'ment ('onl- i IllIPS, the
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L'ate of reilllbuL'DOmont should be l'oinotatQ«1 as Ilt the date ot'
inlp.'.umentation of this recommendation (1 August 1987) at the
love; applicable Qithor when tho froe~e was applied
(1 Docember 1984) or when the offtciala concerned entered in
service, whichevor comes later. When the freeze ends in
Now York, the normal operation of the scheme should be resumed at
all duty stations affected and the level of reimbursement below
the reetored lovel should be applied for 12 months. Normal
phasing-out procedures should be applied thereafter. 'rhero
should bo no retroactive payments.

Revision of the methodologY for the calculation of the out-of-area
pr ice progression factor

165 llnd 14)6 '1lho Commission dec itled that the out-of-area pr ice progression factor,
calculated on a monthly basis with effect from 1 Reptember 1987,
should provisionally be based on a basket of cUl.rencies comprising
those includod in the European Currency Unit (ECU), t0gether with
those of Austria, Hong Konq, Japan, the Scandinavian countries,
Singapore, Switzerland, the United Kingdom and the United States.

Procedures to Ininimize the effects of currency fluctuations on
take-home pay

170 At it9 twenty-fifth session, the Commission decided that, in countries
where the remuneration cOL'rection fa-::tor (RC!.") was applicable and the
Uni ted States dollar had devalued in relation to the local currency by
20 per cent or more since the laGt place-to-place survey, the
following procedure Hhould be applied for a period of Bve months wi th
effect from 1 April 1987:

(a) An exchange rate result ing from a 20 per cent devaluation of the
Unitod States dollar. vis-a-vis the local currency since the last
place-ta-place survey should be calculatedJ

(I» Net take-home pay (net baRe salary plUS post adjustment less
pension contribution) in local currency corresponding to the post
adjustment classification (including the RC~') at the exchange
H\te in paragraph (0) abovo Ahol1] d bp det<Hminfld J

(c) If the United States dollar devalued below the rate aa descr~bed

in paragraph (a) a~)ve, then the post adjuutment classification
should be determined in such a way as t.o ensure that the
resulting net take-home pay in local currency did not fall below
the level as descl'ibed in paragraph (b) above.

173 At its twenty-sixth sessi,m the Commission decided that:

(a) 1'he out-of-area pr ice progression factor result ing from the
application of the procedure apl,roved by the Commission at its
twenty -sixth session should be used for the cal<..:'lldtiotl of the
Hel" tor all duty stations where the ReF' procedure applies;
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(b) The floor protection amounts establiahed in accordance with the
procedure approved by the Commission at its twenty-fifth session
should be re-calculated after taking into account the effects of
the revised out-of-area price progression factor proc~dure;

(c) A ceiling on the pay in countries where floor protection
procedures are applied should be determined by reference to the
rate of exchange resulting from 20 per cent revaluation of the
United States dollar vis-A-vis the local currency with respect to
the rate of exchange in effect at the time of the last
place-to-place survey;

(d) The revised RCF, the floor protection amounts and the ceiling
provisions referred to in Bubparagraphs (a) to (c) above should
be used for tl~ determination of post adjustment classifications
of duty stations affected as at 1 September 1987.

174 The Commission also decided to establish a small working group
compos'.!d of staff of the lCSC secretariat and the representatives of
organizations and staff to study the problems connected with the
separation of the effects of inflation and currency fluctuations in
the post adjustment system, which would report its findings to the
Commission in March 1988.

Conditions of service in the f.~

The assignment allowance

210 The Commission decided to raise the level of the assignment allowance
for staff members at P-l and P-2 levels to the same amounts currently
applicable to P-3 and p-4 staff assigned to duty Jtations in Europe,
Canada and the United States. The Commission aluo decided to increase
the assignment allowance to include a mobility incentive under
conditions specified in paragraph 210 of this report.

Classification of ~uty stations accordin~ to conditions of l~fe and
work

219 and 220 The Commission decided to establish new financial incentive lev~ls

with effect from 1 July 1987 for staff in the Professional and higher
categories serving at difficult duty stations as specified in
paragraph 219 of the report. The Commission also decided to approve
revisions to the system of classifying duty stations according to
conditions of life and work as indicated in paragraph 220.

Exceptional flnancial arrangements for staff serving at Beirut

224 The decisions of the Con,:rtission are reported in paragraph 224.

National Professional Officers

230-232 with regard to the job classification standard for the National
Professional Officers ,NPOs), the Commission decided:
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(a) 'fhat the Master Standard for the classification of Professional
pants was the appropriate standard for classifying NPO postsJ

(b) ri-hat proposals sl10uld be maJe by the organizations at the
Commission's twenty-eighth session on how to deal with the
overlap in functions of staff in the Extended ~eneral Service
Level (EGSL) and NPO categories.

The Commission approved the proposed survey methodology for NPO
including:

( a) The selection of survey ,iobs and employers;

(b) 'l'he adjustment for work-week differencesJ

(c) 'l'he use of weighting in data analysis on a gr~de-by-grade basisJ

(d) 'l'he analysis of non-pensionable allowances separately from those
for the General Service category.

It further approved the establishment of dependency allowances on the
same basis as the General Service category and agreed that overtime
and the language allowance should not be payable to NPOs.

Job classification

Implementation of the Master Standard (Tier I)

246 The Commission decided:

(a) To note the rate of implementation of the Master Standard and
confirmation of levels in UNDP, UNICEF and UNHCR and that no
further detailed statistics were needed from those organizations;

(b) To note the high confirmation rate of classified levels of posts
in FAD and that the implementation rate had ove~taken the
accumulated turnover rate and that no further detailed statistics
were required from that organization;

(c) To note the rate of i.mplementation of the Master Standard of
30 per cent and the high overall confirmation rate in WHO of
Professional level posts, inclUding project posts, and to request
WIIO to submit detailed statistics on further implementation in
1937 at the twenty-seventh session;

(0) To request the organizations to report in detail every three
years on the implementation of the Master Standard ~hen they
submit information on the implementation/consideration of the
Commission's reconunendations and decisions.
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Definitio~ of General Setvice work

251 The Commission decided:

(a) To promulgate a definition of General Service work and adopt the
two-step procedure for the determination of this level of work;

(b) To note that this procedure would be included in the rovised
version of the Common Classification of Occupational Groups.

Development of a job cl!ssification standard at Baghdad

254 The Commission decided:

(a) To delegate to its ~hairman the autholity t~ promulgate the job
classification standard for the General Service at the Baghdad
duty station and to approve the benchmark job descriptions;

(b) To request the org~nizations concerned to provide at the
twenty-seventh sesslen a progress report on the implementation of
the job classification standard.

Development of classification standards for the General Service at
Santiago

257 The Commission racalled its e~tlier considerations with regard to the
lack lof progress at Santj,ago and decided to note with regret the lack
of progress there and to request the united Nations to ensure the
submission of a ptogress report, including draft standards, at its
twenty-seventh session.

Common classification standard for the General Service At small and
medium-sized duty stationH

262 The Commission considered the document prepared by CCAQ and noted the
importance of the completio;1 of a conunon classif ication standard for
General Service posts in the majority of field duty stations.

The Comm~ssion decided:

(al To promUlgate, with imniediate effect, the point-~ating matrix
standard;

(b) To promUlgate, with imrolediate effect, the G-6 administrative
assistant benchmark;

(c) To delete from the b~nchnlark standards already proloulgated the
G-2 office equipment operator benchmark;

(d) To note that the organizations have developed a series of
inte!pretation tools to be applied in conjunction with the
standard and to agree that the maintenance of the common
classification standard should continue to be the responsibility
of the organizations;
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(e) '1'0 agree that the review of the relationship of the EGSL to the
common classification standard should be deferred until further
experience has been acquired in the application of the standurd,

(f) To take note of the procedures d~veloped by the organizations for
co-ordinating the implementation of the standard, and to request
the organizations to provide a progress report in this regard at
the twenty-ninth session including progress in the development of
a uniform grade structure, as well as on the relationship between
the standard and EGSL work.

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

26., '1'ho Commission dcc ided:

(a) To note that the results of the job classification of the General
Service and related categories in New York were being implemented
effective 1 January 1985,

(b) To reaffirm the need for benchmark job de~criptions,

(c) To repeat its request to the three organizations based in
New York to develop common benchmark job descriptions for the
General Service and related categories in New York for review at
its twenty-seventh session.

Implementation of the job classification standards for the General
~ervice and related categories at Vienna

272 '1'he Commission decided to promulgate three additional benchmarks. It
also took note of the progress made in the implementation of the
standards to date /lnd requested the Vienna-based organizations to
provide a further progress report at its twenty-eighth Re~sion.

Implementation of job classification standards at Addis Ababa

277 '1'he Conunission decided:

(a) To note the progress reports on the implementation of the common
grad ing standards at Addis Ababa;

(~) To urge those organizations that had not yet done so to implement
the common grading standards promulgated in 1985,

(c) To request the organizations concerned to report to the
Commission on the progress of implementation of the common
grading standards at its twenty-eighth session;

(d) To request the co-ordinating committee, through the United
Nations, to provide the final guidelines for implementation of
the conversion of the grade levels at Addis Abara to the
Commission fur information;
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(e) To reiterate its request, through the United Nations, that the
co-ordinating committee should develop further benchmark job
descriptions for the General Service and related categories at
Addis Ababa.

Recruitment poli~y

Equitable geographical distribution: further reports on unrepresented
and underrepresented countries

286 and 287 The Commisaion'R conclusions and recommendations are reco~ded in
paragraphs 286 and 287.

Progress made sirlce the twenty-fourth session in undertaking sp~
measures for the recruitment of women

296 Noting the limited progress in this area over the past year, the
Commission decided:

(a) To reaffirm the validity of its previous recommendationB~

(b) To keep the item on its work programme by conducting extensive
monitoring biennially on the basis of full progress report and,
in alternate years, on the basis of statistical data.

Performance appraisal and the rec29nition of merit

305 The Commission recommended that:

(a) The organi1.ationA Ahnuld take into account the 11 performal._c
appraisal principles and associated guidelines provided in
annex XV and that they should regularly appraise the performance
of all staff up to the D-1 levelf

(b) The organizat\ons should also take into account the principles
and associated guidelines concerning appropriate consequences for
different performance levels provided in annex XV~

(c) Where necessary, the organizations should actively set targets to
have their performance appraisal systems consistent with the
p(-form~nce appraisal principles and guidelines as soon as
reasonably possible, but in any event no later than 1 July 1992)

(d) The organizations should send their performance appraisal and
recognition of merit plans, systems and forms to the ICSC
secretar.iat for appropriate conSUltations.

Mobility of staff in the Professional and higher categories

323
Annexes

XVI and
XVII

The Commission decided to bring the i~formation on staff
reassignments in the common system to the attention of the
General Assembly and the legislative organs of the other
organizations.
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Implementation of the recommendations and decisions of the Commission

344 The Commission decided:

(a) To express appreciation for the executive heads for drawing· to
its attention action taken by their governing bodies~

(b) To request those organizations that had deviated in the
implementation of recommendations in respect of effective dates
to harmonize their practices in future with the other
organizations in accordance with the dates recommended;

(c) To request the United Nations to harmonize with other
organizations concerned the effective dates of implementation of
interim cost-of-living adjustments for the General Service
category at the same duty stations;

(d) To reiterate its r~commendationB in the area o( personnel
policies, particularly with respect to recruitment policy, and
request organizations to make every effort to implement them and,
when taking such action, to inform the ICSC secretariat in time
to enable it to report to the Commission at the session following
the date of approval by legislative organs of executive heads;

(e) To reiterate its recommendations ~o the United Nations, ILQ and
WHO, made in its tenth annual report on long-service steps, that
one additional step be introduced into the salary scales for long
service at the levels P-l to P-S, and to UNDP, UNESCO and WIPO on
linked grades, and to request these organizations to report to
the Commission on these issues at its twenty-seventh session;

(f) To request organizations that have not yet done so to send to the
Commission's secretariat copies of relevant resolutions,
decisions and reports on meetings of legislative bodies.

Review of rules 17, 30, ~ 33, 36 and 37 of the rules of procedure of
the Commission

354 Action taken by the Commission in its review of rules of procedure is
recorded in paragraph 354.
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Paragraeh
reference

86

162-164

170-173,
176

SUMMARY OF FINANCIAL IMPLICATIONS OF THE COMMISSION'S
RECOMMENDATIONS AND DECISIONS FOR THE UNITED NATIONS

AND PARTICIPATING ORGANIZATIONS

MethodologY for the calculation of the net remuneration margin

Approval of the recommended changes will result in the margin dropping
below 115 in fiscal year 1988 approximately five months earlier than
under current methodology. This will result in an expense of
$2.85 million, for 1988. Significantly lower additional expenses
beyond 1988 would be incurred. However, the exact amount cannot be
calculated at this stage.

Rental subsidies: field and headquarters duty stations

The cost to the organizations of these decisions was estimated at
$350,000 for 1988 to become cost neutral when the post adjustment
freeze is lifted.

Separation of the effects of inflation and currency fluctuations in
the post adju~tment system

The cost to the organizations of extending the application of
the RCF and applying the new out-of-area progression factor at a
20 per cent floor and cei1i.ng was estimated at $5.5 million per annum
at the exchange rates in effect in July 1987. Should the United

• States dollar strengthen SUfficiently in the near future in relation
to other currencies, these measures would result in savings to the
organizations.

Operational aspects of the post adjustment system

179 and 180 The financial implication of this decision was estimated at $250,000
per annum.

Survey of best prevailing conditions of service of the General Service
and related categories at Vienna

181 The financial implications of the Commission's recommendations for
common system organizations at Vienna based on its survey there amount
to $4 million per annum. Of these, the General Service category
accounts for $3,902,000, the Manual Worker category for $91,000 and
teachers for $7,000.

Conditions of service in the field

Duty stations with low or negative post adjustment~

197-199 Approval by the General Assembly of the recommendations was estimated
at $3.86 million per annum systemwide.
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210 am) 211 IncruaHin~~ t h~J level of this assignment allowanco and the"! introduction
of <.1 mobility factol, was estimated at a COl:it, of $1.24, $1.93, $3.:l4,
$4. 1>4 ilnd :u e,.22 million por annum respectively for the ",rears 1988,
19U9, 1990, 1991 and 1992 and subsequent years.

130<.1L'<1 ir!~L.£<~~~t:8 at selected dut.y stations

153 and 154 'l'his nf'ciBilm Willi estimated at a cost of $75,000 per annum to the
orydlli ~,;I ch)l\u.

l"inanc.l<l.l. inc...~nt:iv(H;: difficult dut.y stations

219 'rhe COP\: of the decisioll to J.'ais~ the financial incentive levels was
estillliltod at $1. 4 million per annum systomwide.

220 'l'hree rov i fj LOllS in the threshol( fOL" determining enti tlements had
addition.:!l financial implications of $2'1,000 per annum for the common
system.

'l'emporary f inancidl incent lve and bonus: Bldrut

224 The annual cost of the increast! :n temporary financial incentive and
bonus WilS estimated at $240,000.

The total financiul implicutions of the Commission's relevant
decib~on~; ilnd recollUllendations in 1987 for the United Nations commcn
system arc ~p(JL'oximately $19.8 million f01' 1988.

-xx i i i -



FOREWORD

The Commission wishes to draw attention to the numerOUD and complex iaaues it
was requeated to review in the course of the past yeur, which, in view of thoir
far-reaching implications for the United Nations ~nd other organizations of the
common system, required an espocially detailed report.
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ClIAP'l'ER X

ORGANI~ATIONAL MATTERS

A. Accoptanco of the statute

1. Article 1 of tho statute of the International Civil Servioe Commission (ICSC),
approved by the Goneral Assombly in ita resolution 3357 (XXIX) of 18 December 1974,
provideD that:

"'I'ho Commission shall perform i to functiono in reapect of the Uni ted
Nations and of thooo specialized agencies and other international
organi~ations which participate in the United Nations common system and which
accept the preoont statute ••• ".

2. Ouring the firot six years of tho Commission's existence, its statute was
acceptod by 11 of the organizations, which, together with the United Nations
itself, participated in the United Natiol'ld common aystem of salaries and
allowances. 1/ UNIDO, which became a specializod agency with effect from
1 January 1986, informed the Commission that it had also accepted the Commission's
statuto. Two other organizations, although not having formally accepted the
statute, have participatod fully in the Commission!s work. 1/

B. Membership

3. '1'lIe Genoral Asuembly, at its forty-first se60ion, appointed six new members
and reappointed two other members of the Commission to terms of office commencing
on 1 January 19lrl (doe! "ion 41/317 of 11 December 1986).

4. Consequontly, the membership of the Commioaion for 1987 ie as follows:

Mr. "ichard M. Akwei (Ghana) ,*** Chairman
Mr. Ivan l'£1vlovich Aboimov (Union 01' Soviot Socialist Republics) *
Mr. Genichi Akutani (Japan)**
Mr. Amjad A1i (Pakiolan)*
Mr. Michel Auch~re (France)**
r-ll: s. Claudia Cooley (Uni ted SttlteH of Amer ica) ..
Mrs. Turkia Uaddah (Mauritania)***
Mrs. Franccsca Yetunde Emanuel (Nignria)*
Mr. Karul Houska (Czechoslovakia)***
Mr. Antonio Fonseca Pimentol (Brazil)**
Mr. Andre Xavior Pirson (Belyium)***
Mr. Omar Birry (Egypt)*
Mr. Alexis Stephanou (Greece)**
Mr. Carlos ~. Vegega (Argentina) ,*** Vice-Chairman
Mr. M. A. Vell.cxU (India) *

*
**

***

'rerm of ofUce expires on 31 December 1988.

Term of office expires on 31 December 1989.

'l'erm of office expires on 31 December 1990.
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5. 'rho Commiosion hold two oooniona in 1907: tho twonty-fifth and twonty-fJixt:h,
both of whioh woro lwld ut Unitod Nutinno 11f![u]411llCl:Orn ill Now YOl:k, ft:om
9 to 27 March 1907 and from 6 to 24 July 1907, roepoctivoly.

6. At its tw~nty-fifth and twenty-sixth sessions, tho Commiooion oxaminod ioouos
that doe ivon from dociaiono and I:osolutiono of the (;onol'a1 Anoombly {l1J wall un (rom
ita own statuto. A lIumber of decisions and rosolutiono udoptod by tho Anoombly
that eequj rod action or consideration by tho Comminnioll • ~o n~p(H:to(l nn in tho
presont document.

D. Subsidiary bOd~

7. The Advisory Committoo on Iloat Adjustment Quoutionu (ACPAQ), l'Lltubliohod by
thl=l Commission in lQ"/6, hold ita twelfth DeBoion ut tho IntN'nut.ional Contra for
Advanced 'fochnical. find Vocatinna1 Tra ining (ICA'l'Vfl') of H.n at 'l'ur in from
5 to 12 May 1907. '[ t consistod of the following mombow: Ma:. Car.lon S. Vogoga
(Argentina), Vice-Chairman of the Commission and Chairman of the Committeej'
Mr. Huguoa Picilrd (1"rance), Ml'S. Carmen McJi'urlune (.lumuicll), Mr. fla\'J [iwoo lIock
(Singapore), Mr. Yuri Ivanov (Union of: Soviet SuCiClliBt Republic9); alld
Mr. Jeremiah P. Banda (zambi~).
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AC'l'ION 'l'AKEN IN REJIA'l'ION '1'0 Rl!:SOLU'l'IONS AND Dl!:CISIONS OF 'l'lIE
Gl!lNlmAL ASSEMBLY 1\'1' n'B l"OH'l'Y·'l·' I HS'l' SI!:SSION

B. '1'he Commi90ion took action in relation to reoolutiono and c1ecisiono eldoptcd by
the General Aooombly at i ta forty-fi[f;~t 0008ion arising from the twelfth annual
roport of tho Commiooion, as reported below, in reopect of the following maUprA:

Resolution 41/207 of 11 December 1986

The General Assembly approved, with effect fran 1 April 1987, for staff in the
Professional and higher catogories, the revised scale of staff assessment, the
revised base salary acule and the ocale of separation payments, as containeu
in annexeo I, X and XI to the twelfth annual report of tho Commission 11 and
consequently approved, with effect from 1 April 1987, the amendments to the
Staff RegUlations of the United Nationa, to replace, for staff in the
Professional and higher categories, the present scale of net and gross
salarieD and tho scale of staff aoseaoment. The Assembly also approved, with
effect from 1 January 1987, the introduction of the revised scale of staff
assessment for staff in the General Service and related categories, as ~ell as
the manner of application, inclUding the transitional arrangements, as
recommended by the ICSC in paragraphs 139 and 140 and annex XIII of its
report, 1/ and consequently approved I with effect flan 1 January 1987, the
amendments to the staff Regulations of t.he United Nations to replace the
present scale of staff assessment for staff in the General Service and related
c~tegories (see paras. 119-122 below).

Resolution 41/208 of 11 Docember 1986

1'he Commission took note of the resolution dealing, inter alia, with
pensionable remunoratiun for the Profeouional and higher categories.

Resolution 41/213 of 19 December 1986

Review of the efficiencv of the administrative and financial functioning of
the Unitod Nations (sec paras. 13-46 below).

9. Action taken by governing bodies of other oL'ganizatiol1l:J of the United Nations
conunon syutem subsequent to the forty-first session of the General. Assembly was
brought to the attention of the Commission at its twenty-fifth :Al\d twenty-sixth
sessions, in March and July 1987 respectively. ~rhis included a decision by the ILO
Governing Uody on pensions, two resolutions of the ITU Administrative Council on
conditions of service (one on pensions) and a summary of work of the Tenth WMO
Congress on conditions of service. These actions were reviewed by the Commission
in the course of its deliberations and were of assistance to it in arriving at
posi tions on the v,lt'ioos issues. They are reproduced in annexes I to II I of the
present rt~port.

Views of the organizations and the staff repHlBenlativel:J

10. The representative of ILO referred to the recent resolution of the ILO
Governing Body cited above. The situation in respect of pensi0ns was a principal
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reason that had led the ILO staff to go on strike on 26 February 1987. Tho ILO
Governing Body nad, moreover, noted certain aberrations caused by the fluctuations
of the dollar against other currencies.

11. The Presidb.lt of FICSA pointed out that the Fifth Committee of the General
Assembly, in discussing the draft resolution that the Assembly subsequently adopted
as resolution 41/208, had encountered problems due to the technical defects of the
scale of pensionable remuneration proposed by the Commission and the absence of
co-operation between the Commission and the Pension Board. As a result, a
compromise scale had been hastily worked out, based on no methodology whatsoever.
Because the Fifth Committee, in its haste, had omitted to takp into account sQveral
important points, in particular the fact that the reuuction of pensionable
remuneration entailed an unacceptable drop in compensation for service-incurred
injury, illness or death, the Commission and the Pension Board should examine the
matter without delay.

Conclusions of the Commission

12. The Commission took note of action by the General Assembly in respect of
personnel policies, such as the composition of the United Nations Secretariat and
the composition of its upper echelons, desirable ranges fot the geographical
distribution of staff in the Professional category and above and the improvement of
the status of women in the Secretariat (resolution 41/206 of 11 December 1986),
other personnel questions, including respect for the priVileges and immunities of
officials of the United Nations and the specialized agencies and related
organizations (resolution 41/205 of 11 December 1986), amendments to the Staff
Rules of the United Nations (decision 41/464 of 11 December 1986), questions
relating to the progra~ne bUdget for the biennium 1986-1987, incluJing Judgement
No. 370 of the United Nations Administrative Tribunal related to the suspension of
class 12 post adjustment in New York and implementation of the job classificatlon
of the General Service and related categories (resolution 41/209 of
11 December 1986), the office of Ombudsman and streamlining of appeals procedures
(decision 41/462 of 11 December 1986), the improvement of the status of women in
the Secretariat (decision 41/463 of 11 December 1986) and the programme budget of
the Commission (resolution 41/211 of 11 December 1986).

Recommendations of the Group of High-level Intergovernmental
Experts to Review the Efficiency of the Administrative and

Financial Functioning of the united Nations i/

13. The Commission had before it documentation prepared by its secretariat
recalling, inter alia, that by its resolution 40/237 of 18 December 1985, the
General Assembly decided to establish a group of high-level intergovernmental
experts to review the efficiency of the administrative and financial functioning of
the United Nations. By its resolution 41/213, aection I, paragraph 1 (c), the
Assembly decided, inter alia, that the Secretary-General should transmit to ICSC
those recommendations having direct impact on the United Naticns common system
(recommendations 53 and 61), with the request that i' should report to the Assembly
at it~ forty-second session, so as to enable the Assembly to make a final
decision. The General Assembly also stated that the expertise of the Commission
shOUld be availed of in dealing with some other recommendations over which the
Commission had a mandate to advise and make recommendations. In this regard, the
Fifth Committee of the General Assembly identified recommendations 42, 43, 45,
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48-50, 52, S!i, 57, 58 and 60 as relating to issues over which the Commission had a
mandate to make recl")mmendations to organizations (lirticles 14 and 15 of the ICSC
statute). In addition, the Icse secretariat drew the attention of the Commission
to five other recommendations of the Group of High-level Intergovernmental Experts
(4, 9, 46, 51 and 59), which, although not specifically referred to the Commission
by the Assembly, might be of interest to it. As requested cy the Commission, the
documents also contaIned a summary of all previous recommendations and decisions of
the Commission on other matters dealt with by th~ Group, together with
recommendations on those where further studl was required.

Viewu of the organizations and the staff repreBen,at~

14. The Chairman of CCAQ stated that the organizations shared the Commission's
view to the effect that there was no need to modify the mandate of the Commission
since its responsibilities for establishing personnel standards and monitoring
their implementation were clearly set out in the statute of the Commission. With
regard to the iSDue of post-secondary education (recommendation 61), he recalled
that it had been the subject of at least two reviews (ICSAB in 1966 and ICSC in
1978), both of which recommended that this entitlement should be maintained. He
noted that the education grant had become a major factor in acceptance of
employment and dny tampering with it could only hamper further the organizations'
efforts to recruit and retain high-calibre staff. ..u restated the position of ACC
that the existing education grant status should remain unchanged. As to the issue
of annual leave raised by reco~endation 61, it had been the subject of review by
four oodies (the Preparatory Committee (1946), the Flemming Committee (1949), the
Salary Review Committee (1956) and the Special Committee for the Review of the
United Nations Salary System (1971-1972»), all of which recommended that the
existing entitlements be kept unchanged. He referred to the clear trend towards an
increase in leave entitlements in national civil services. He restated the firm
position of ACC that the current annual leave entitl~ments should remain
unchanged. As to the other recommendations not explicitly referred to the
Commission by the Assembly, CCAQ was of the opinion that they were not relevant to
the common system, but more specifically to the United Nations. He recalled that
all positlons taken by CCAQ collectively or by individual organizations on each of
the subjects referred to remained valid. Lastly, he expressed strong ~eservations

about the reco~nendation that the Commission could specify issues on which there
might be flexible ad hoc arrangements, if this were to imply that in the absence of
such a recommendation no flexibility would be allowed.

15. 'rhe President of li'ICSA confined her statement to tt.ose recommendations that
concerned the staff of the common system. l"ICSA could not accept recommendation 61
since it was based on totally unsubstantiated reasoning. With regard to the
proposed reduction in annual leave from 30 to 20 days, FICSA supported the findings
of the lCSC secretariat. Over 90 per cent of Professional staff being expatriate,
the present entitlement to annual leave was by no means excessive in comparison
with that of national civil services. Owing to their multilingual activities, the
organizations had to roly on qualified General Ser.vice staff who, while locally
recruited, were expatriate in many cases. In view of acquired rights of servi.ny
staff, a differentiated annual leave system would have to be applied to staff
working side-by-side, which would create great problems. FICSA underlined that the
education grant for rost-secondary studies was an important element in attracting
and retaining expatriate staff. The proposed reductions in these two entitlements
would lead to extremely serious tensions among staff. Concerning
recommendations 45, 55 ano 57, FICSA expressed regret that not all organizations
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had implemented the Commission's recommendation on the granting of permanent
appointments. Recommendation SS, which aimed at limiting the proportion of staff
on fixed-term appointments, was directed against the abuse of secondment of their
nationals by some Member states and the practice of reserving posts for nationals
of certain countries. FICSA fully ~ubscribed to the application of this
recommendation. In supporting recommendation 57, FICSA considered that the
proportion of staff on permanent and fixed-term appointments should be left to each
organization to decide. FICSA approved recommendations 43, 48, 50 and 51 in so far
as they would base career developm~nt and promotion on raqui table and transparent
criteria. FICSA had reservatior.s with regarJ to the extension of the use of
competitive examinations for promotion from the General Service to the Professional
category to the organizations of the common system. In their present form,
competitive examinations constituted additional barriers to the career development
of General Service staff. Recommendation 46 on ~~~roving the status of women in
the international organizations was fUlly supported by FICSA. It was ~ssential to
institute regular monitoring of progress made. concernjng recommendation 52, on
the age of retirement, FICSA recalled that the extension of the mandatory age of
separation from sorvice was important in the internati~~al organizations, in view
of the relatively short career of many staff who entered the system at age 40 or
later. Recommendation 59 could not be endorsed by FICSA since the need for active
participation of staff representatives was recognized in the staff rules and
regulations of the organizations and the statute of leSC. The release of staff
representatives and support by organizations in providing secretarial assistance
and office facilities was necessitated by the statutory involvement of staff
representatives in certain of the organizations' activities. It was in accordance
with international labour instruments and the practice of many national civil·
services. The administration of justice (recommendation 60) in the United Nations
system left much to be desired, as demonstrated by recent judgements of the
Administrative Tribunal of ILO on post adjustment and pensionable remuneration,
which clearly showed that there was a legal vacuum for Ptaff of the specialized
agencies in respect of certain aspects of conditions of service.

16. The representative of CCISUA considered that many of the points of importance
regarding the recommendations had already been brought to the attention of the
Commission and it wished therefore to touch upon only two items, education grant
and leave entitlements. The cost of education at all levels had been spiralling
upward since the grant had last been considered. Therefore CCISUA not only
strongly supported the retention of tbe education grant for post-secondary
education, but also believed that there was ample evidence to warrant a
considerable increase in the level of the grant. In addition, CCISUA felt that
special consideration should be given to staff in duty stations where local
educational facilities were inadequate or even non-existent, with a view to
increasing the reimbursement of those who must send their children away to b03rding
schools, and to exte~ding the grant to locally recruited staff on the basis of
need. Regarding leave entitlements, CCISUA considered that leave currently
afforded to staff was by no means ex~essive. On the contrary, the leave benefits
of many national civil services were comparable, or in somp. cases superior, to
those provided by the common system organizations. CCISUA wish0d to note once
again that the vast majority of staff were expatriate throughout their careers.

17. The representative of the United Nations drew the attention of the Commission
to the report of the Secretary-General entitled "Reform and renewal in the United
Nations: progress report of the Secretary-General on the implementation of General
Assembly resolution ~1/2I3" (A/42/234 and Corr.I), which outlined the position
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being taken by the Secretary-Genoral with regard to the recollUllendations of the
Group of High-level Intergovernmental Experts. He noted that the advice given by
the Commission in the past had already t~en taken into account and assured the
Commission that any further recommendations would also be taken into consideration.

18. The representative of IFAD said that his organization was conforming to the
common system parameters. However, any further reductions in conditions of service
would make it difficult for IFAD to compete with the regional development banks for
the recruitment of staff. If reductiQls in highly visible conditions such as
annual leave and the education grant were made, IFAD would ~ave to consider
discussing with its governing body the possibility of moving away from the common
system. He pointed to the preliminary information provided by the lese secretariat
that the United Nations/United States total compensation margin for Rome was 79.9,
and he supported the Icse recommendation that "comparisons shoUld be made on an
overall basis, including expatriate elements".

19. The representative of UNlDO recalled that the Austrian federal legislation on
annual leave provided favourable leave entitlements comparable to the length of
leave provided by the United Nations. Furthermore, the Austrian federal
legislation provided for 13 public holidays, plus one day for members of specified
religious faiths, while the United Nations provided for 9 public holidays. Based
on these facts, any reduction in the length of annual leave in the United Nations
might result in an increase in salalies of the General Service and Manual worker
categories at Vienna. As for staff in the Professional and higher categories,
90 per cent of them in the common system were expatriates. It was therefore
essential for them to maintain close touch with their home countries and cultures.
Indeed, this was the reason why the staff regUlation stipulated that a minimum
period of the annual leave had to be spent in the home country as a prerequisite
for granting home leave. Furthermore, a great number of the Professional staff
were serving on fixed-term contracts, which meant that most of them were expected
to start a new career in their home countries and reintegrate their families in
their respective societies. The representative of UNIDO agreed with ACC's position
on the issues in question to the effect that no change should be made on either of
the two entitlements.

Discussion by the Commission

20. The Commission considered that recommendations 53 and 61 were the crucial ones
on which the Commission was required to report to the General Assembly. Some
members proposed that the other recommendations should be discussed when they arose
in the course of the work programme.

21. With regard to recommendation 53 dealing with monitoring the implementation of
personnel management standards, the Commission considered that there was no need to
modify the mandate of the Commission so that it could monitor implementation of
personnel standards by the 'Jnited Nations. Its responsibilities for establishing
personnel standards and monitoring the implementation of such standards by the
united Nations as well as other organizations of the common system were clearly set
out in its statute, in particular in article~ 1, 9, 13, 14 and 17. The Commission
did, nevertheless, express the hope that the Secretary-General would report
annually to the General Assembly not only on action taken hy the United Nations in
r~Bponse to recommendations and decisions of the Commission, but also in his
capacity as Chairman of ACC on action taken through Ace to promote harmonized and
co-ordinated action by all participating organizations in the common system
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regarding conditions of service pursuant to recent Assembly resolutions, including
resolutions 36/233 of 18 December 1981, 40/244 of 18 December 1985 and 41/207.

22. Concerning recommendation 61 on the total entitlements of staf~, the
Commission considered three methods for dealing with the matter. These could be
based, for example, on total compensation including expatriate elements, on
consideration of the individual entitlements, as had been done to date, or on
salaries and penuions alone. One member said that there could be other methods of
dealing with the issue. Two members of the Commission were of the view that the
conclusion of the Group regarding a decrease in the level of staff entitlements was
not without reason and pointed out that concern had been expressed not only by the
Group but by many Member States as well. However, most members felt that the Group
of High-level Intergovernmental Expe~ts had not given a basis or rationale for its
assertion in recommendation 61 that the total entitlements (salaries and other
conditions of service) of staff members had reached a level that gave reason for
serious concern and should be reduced. The Group's specific recommendations
concerning the elimination of the education grant for post-secondary studies and
the establishment of a four-week annual leave system for all staff members could
only be re9~rded as unsubstantiated and therefore subjective. Some members stated
that they would have been able to understand such comments being made about the
level of entitlements in the United Nations system before the freeze of the level
of remuneration through the post adjustment system in December 1984 pursuant to
resolution 39/27 of 30 November 1984 and the Commission's recommendations at its
twenty-fourth session to reduce the level of pensionable remuneration for staff in
the Professional and higher categories. In the latter connection, th~y noted that
the Assembly, in resolution 41/208, had, moreover, reduced the overall level of
pensionable remuneration for such categories of staff with effect from
1 April 1987. They wondered what would be achieved by further reductions in
entitlements apart from causing further unease among staff as, in their view, the
level of entitlements did not seem unduly high. In the circumstances, the claim by
the Group of High-level Intergovernmental Experts that the total entitlements of
staff members had reached a level that gave rise to serious concern and that the
level should be reduced did not a~pear to be valid.

23. The Commission noted that since 1946 the education grant had been paid for the
education of children, including post-secondary studies, up to age 21 in their home
country. In 1955, this had been extended to attend;~ce at local special national
schools and international schools. In 1971-1972 the United Nations Special
Committee for the Review of ~ile United Nations Salary System had recommended the
extension of the age-limit, the Commission subsequently had made similar
recommendations and in 1978 the General Assembly, in resolution 33/119 of
19 December 1978, approved use of the grant up to the end of the fourth year of
post-secondary studies or the award of the first recognized degree, whichever was
earlier, and its extension to the country or area of the duty station. In 1982,
the Commission had recommended, and the General Assembly had approved, in
resolution 37/126 of 17 December 1982, that nationals returning from another duty
station to their home country could receive the grant for the balance of the school
year. Other international organizations had similar provisions, while some
countries provided free or nearly free university tuition to qualifying nationals
or granted scholarships and tax relief or made other concessions that might not be
available to expatriate United Nations system staff. The Commission further noted
that the reaS0ns for providing assistance to internatibnally recruited staff
members in the post-secondar.y education of their children had not changed and that
the need had rather grown, since on average United Nations system staff in the
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Professional and higher categories and experts were recruited in mid-career and
about 90 per cent were expatriate, whereas at thu inception of the United Nations
system a lower percentage were expatriate. It also noted that over the years the
number of Member states had increased from 51 to over 150 and the number of duty
stat;,!ons, particularly in the field, had increased from just a few t.o flome 600 at
the present time.

24. The Commission reiterated its conclusion drawn in 1978 that r if the General
Assembly had decided SUbsequent to 1946 that post-secondary studies up to a certain
age-limit should be eligible for reimbursement under the education grant, it would
have to have very strong reasons for recommending now a change in that constant
policy. No such reasons had beeu advanced, on the contrary, in the light of the
general trend towards the expansion of post-secondary education, it would be
anomalous to adopt a position more restrictive than that of 30 years ago. In
reaching that con~lusion, the Commission did not overlook the fact that many
national Governments, including the one whose civil service was taken as the
comparator for salary ~urposes, did not provide assistance (other than travel
grants) for the post-·~econdary studiep of children of their expatriate staff.
However, the Commission was of the opinion that such comparisons must be made with
caution, particularly where post-secondary studies were concerned, because the
patterns of expatriation of such national officials and international civil
servants were often bignificantly different. A diplomat was transferred from
~ountry to country more regularly than most international civil servants and, from
time to time during his career, might serve for a period in his home country; his
or her children were likely thereby to maintain closer ties with the home country
than would children of international civil servants, who were often brought up
entirely outside their parents' country; and the diplomat's children were thus also
perhaps more likely as a matter of course to attend university in the home country.

25. In conn~ction with annual leave, it was noted that the argument regarding the
staff's expatriate status could be reasonably used only to justify the annual leave
granted to staff in the Pro f 1ssional and higher categories. Information provided
to the Commission showed that expatriate leave entitlements of other international
organizations and of a number of national civil services, including home leave and
local national public holidays, added up to more than 30 days per annum. Regarding
staff in the General Service category, their annual leave had to be justified on
other grounds, namely, best prevailing conditions of service. In this connection
the Commission noted that at a number of headquarters duty stations 30 days of
annual leave and 9 public holidays were comparable to similar benefits provided by
the best local employers, and in some cases even this package was less than what
was provided locally.

26. In reviewing recommendation 42, on the issue of harmonization of staff
regulations, the Commission noted that it had requested its secretariat to conduct
a study on the harmonization of staff regulations of organizations of the common
system and the continuation of this study was in~luded in its proposed work
programme for 1988-1989. While the Commission would therefore make recommenclations
on the development of common staff regulations to the orgunizations of the co~non

system, including the United N~tions, it understood that the United Nations would
co-ordinate its effort in this area with those of the Commission and its
secretar iat.

27. While considering recommendat-.ion 43, dealing with competi ti ve examinat ions,
the Commission noted that its previous recommendations in this area ~/ were
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certainly relevant to the United Nations. In addltlon, UI0 ClJmll1lS~llOn had made
recommendations on interviewinq technigues and the testing of t.he draft inq
abilities of candidates. It therefore considered that recon~endation 43 W~8 in
line with the Comrnission's previous recommendations in this field.

28. Regarding recommendation 45, on the issue of eligibili~y of staff for
permanent appointments, the Commission recalled that ita earlier recomm~ndatioo of
fivt. ~'ears !/ was made to cover the whole coll\lton system and was not intend~d as a
minimum requirement for a career appointlnent. It considered the period of three
yea~s to be applied by the United Nations to be an impl'Ovement.

29. w1 th l:eference to reCOilUnendat ion 48, on career developmE'nt wi thin occupat iOIl.11
groups, the Conanission recalled il'~ earlier recommendations in this area. 7/ On
var iou~ occusions the Corranission had emphasized the need for l\lobili t.y of Qtaf f ann
noted that career developnent shou 1d certainly Le implementN1 on as wille a basis as
possible and should, in fac t, not he 1. imi ted to occupat ional groups. Careel:s
should be developed by occupational and related groups in each organization and at
each duty staLion to facilitate horizontal as well as vortical mobility.

30. In connection with tecoltU'lIendation 49, on t.he issue of mobility, the Commission
observed that there ,,"as a general lack of mobi li t.y in the uni ten Nat ions system.
The Conanission emphasized the neC'~~sity of encouraq ing mobi lity ann Link ing it with
career deve lopment. It ....·as noted, however, tha t some orqani zations would always,
due to the nature of their programmes and the fact that. their location was confint!<l
to a single duty station, have limiten possibilities for mobility.

31. Regard ing recommendation 50, deal ing wi th per formance eva 1. uation, the
Corrmission reconunended that the organi zat. ions should take into accnunt t.he
framework of performance appraisal principles and the guirlelineu developed by i tB
secretar iat anr that they should regUlar 1'/ appra ise the pe r f'tlrm... nce of «J 1. st.a f f
members up to the 0-1 level. In addition, the Commission recommended that the
organi zat ions should make the if per formance appra iaa 1. systHms conHistent with tlu'
performance appraisal principles and guidelines no later than 1 .Tuly 1992. In thi:,
connect ion, the organi zat ions were requesten to send the i r per formance appra iSd 1
systems and forms to the ICSC secretariat for appropriate consultation~~.

32. While reviewing recommendation '12, concerning tlw 8trict applicalion of till'
mandatory age of separation from service, the Conunission roca lled t.hat on t.wo
previous occasions it had not recomrnenrled a change in the mandator.y aq(' and that it
had decided to keep the matter under study and to revert to thl.:~ ilHlue at a lOorf'
appropriate time.!/ The Commission reitetOaterl it.s view l:hut t1w mandatory aqfl of
separation from service should meanwhile be applied as str let Iy as possible.

33. Concerning recommendation 55, on the issue of geographica 1 distrilllltion, th«:.·
Convnission reiterated its view that. the ratio of permc,nent to fixed-t~Hm staff per
Member State was an issue for the legislative bodies of organizations to decide
upon based on the different needs of each organization. 2/ It recalled its earlipr
conclusion tha':. organizat ion6 had the flex ibili ty to determine rat ios of permanent
and fixed-term staff according to the parLicular neens of their pr:olJrammes.

34. with reference to rpcomrnendat~on ')7, regar.ding t.he ratio ot lwrmanent to
fixed-term' staff, the Commission expressed the same view as for recommer,c1atlnn 'i"
to the effect that it was for the legislative bodies of the organizations to rlecidf'
upon these matters ar,Cl that orqanizations had the flexihi 1 ity to P!;tablish such
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ratios on their own. In recalling ita previous eOllflidorat1on of' t.ne iSDue ,2/
r'.:.flected in recommendations 55 and 57, the Comm;.floion had not deor,led it
.lppropr iate tr> base its conclusions on national quota~l.

35. In considering recommendation 5U, VII tho subject of trllininy, tho CommisElion
rec; :,ed its earlier recommendations in this area, 10/ which ohould be used as
Cl Lines for the implemf:ntation of that recommendati.on by t:h(1 llnitod Nationo.

'16. Regard ing recommendation 60, deal in9 with tho system of adminiotration of
justice, the Commission was informed that the working group set up by the United
Nations to review the functioning of the organization's appellate and disciplinary
processes had already completed its work. '1'l.e Commission regretted thut its role
in this matter had been overtaken by events. It noted that, while the
Secretary-General wuuld :l0 doubt be reporting on his findIngs in respect of the
United Nations, the Commission had already decided to study this matter with regard
to the common system and to report to the forty-fourth session of the Gen~ral

As.,,,,:mbly.

37. Regarding rel,;ommendation 4, on the issue of met::tin<;l :>1' United Nations bodies
~t their [pqpective headquarter~ or at the invitulion of ~~v3tnments, it was
recalled that, according to article 1, paragraph 1, of the lCSC statute, the
Commission was established for the regulation and co-ordination of the conditions
of service of the whole Uni ted Nat ionn common system an,j /lot only for the Uni ted
Nations. As early ay l~15, the Commission had established rule 4 of its rules of
procedure, which the General ASfwmbly had taken note of and which laid down thc
principle that the Corrllission might me~t away from United NatiollG IIccldquarters at
the invitation of on~ of the purticipating oryanizHtions. Since 1975 the
Commission had met regulal'ly at ot,her duty stations in ordar to maintain
appropr iate links wi th other organizations in the conunon system. '!'he Commission
noted the discrepancy between rule 4 of its rules of procedure, which made it
possible for it to meet anywheno at the invitation of a participating agency, and
resolution 40/243 of 18 December 1985, which limited it to meeting either at the
Commission's headquarte['s, New York, or at the headquarters of a plAl.'ticipatinq
agency. '1'he Commission had frloquently expressed the vie"" that it was useful to
meet from time to time at a field duty station. 'l'he Conu1I1I:1Oioll felt that it had
the flexibility to proposc such a meetIn~, if appropriate, to th~ General Assembly.

38. Regal'din\j l'ecollUllendation 9, dealing with the subject of inter-agency
co-ordination and ad hoc arrangements, the necessity of streamlining inter-agency
co-ordination was £In objective in line wi th the Commission's efforts to maintain
and iluprove the common system in eliminat ing d iepar i tier;; in the condi Hons of
stlrvice of common systtlO1 staft 0 Every year, in consider ing the Commission's a,"lnual
['eport the Assembly had reca) led the c .,-ord inating role of the Commission and hHd
taken decisions on individual recommendi:.ltions of the Conunisf:.lo I that had
consequently affected actions of individual organizations and thereby promoted
inter-agency co-ordination on these matters. Under article 17 of its statute, the
Commission, 1ll0rl:lOVer, reported annually to the General AHsembly on the
impl.ementation of i,ts decisions ano recommendations by organizations, thereby
facilitating the work of the Assemhly and other legislative bodies in co-ordinating
the conditions of service of the staff of different organizations.

39. 'l'he Commission further noted +.:hat Ace, which consisted of eJCllcutive heads of
the Uni t~d Nat ions and related agenci~s, was cha it ed by the Secretary-General., who,
together with his representatives, participated actively in the d(~liberations of
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the General Assombly, which had primary legislative authority in tho co-ordination
of conditions of service among the Uni ted Nations and related 8genciofJ. 'l'he
Secl'et.ary-General was therefore in a unique position to promote inter-agoncy
co-ordination. Not only did the Secretary-General communicate recommendationo of
the Conunission and decisions of the AfJSembly to the executive heads 01: the othor
orgli ,i~ations pursuant to article 24 of: the Commission's statute, but he aloo led
the inter-o,gEmoy consultations on conditiono of. oorviee of staff, including problem
areao, following whidl he informed the Conunisoion and the ASfJembly of tho
colleotive views of ACC.

40. The Commission also observed that at the field lovel the dit'ferenceo in
treatment of staff by different organizations could range from minor adminiatrativo
details to major differences in the administration of benefits having oignific,.nt
financial implications. The important role of: the United Nations resident
co-ordinator in holping resolve such differences in consultation with the
headquartere of all organizations was emphasized, and the Dctive support of
organizations in thia regard was considered crucial. '1'he Iesc Chairman and
secr~tariat bad from time to time drawn such d iBcrepancies to th~ dttention of tho
organizations in c;CAQ, and improvements had been achieved through that body.

41. In reviewing recommendation 46, the Ccnuniosion recallod that it. had actively
pursued efforts to increaso t~e recruitment of women in the organization". In 19U5
it had adoptod a number of re ... vl1uuendationD aimed at improv in9 tho ovorall
proportion of women in the Profesaional and higher categoriea, in particular at
senior levels and in areas related to the mainstroam, subatar.Hve work of the
ol·ganizationo. 11/ l"ollowing thoso recolMltmdations, the GOl1era: Assombly had, at
ita fortiet.h seDDion, adopted resolution 40/2SU n of 18 December 1985, reitor:uting,
inter alia, its request to Membor state;; to .Ju~'port the efforts of tho
orgunizations of the common system to increase the pr~portion of women in the
Professional and highor categories. Tho Commisaion noted the limited progress in
th~ organizations and decided therefore to reaffirm the validity of its previous
recommondationa (lnd to continue to monitor l-'rogross on the otatuo of women in the
organizations on the basis of biennial progress rel-orts und in alte(nat.o yearn
statistical data from the organizations.

42. Regarding recommendation 51, on promotion policy, the Commisoion conclUded
that recol1U11endation 51 was in line with its previous l'ecolM'~ndations on promotio!l
policies. 12/ However:, reGerv~t1ons wore expressed concerning tho structur il"l9 of
appointmentand promotion bodiee "on tho busis of occupational groups". 'I'he
Commisoion <.;onaidered rather that a oingle body composed of members (rom u number
of occupational groups could ensure more consistency and fairness /dO that when
considering the appointment and promotion of staff within any given occupational
gLOUp they would, at the same time, ensure consistency with other occupational
groups.

43. While consider ing recornmendath)n 59, dealing with the role and functions of
the Staff Union of the United Nations, ill\! Commission noted that to date it held not
specifically addresved the issue of staff-manH,:..:ment relations. It 1;~'1

nevertheless done so implicitly through its r~cornmendations in rolateo aruas Ruch
as promotion policy and performance evaluation. With respect to • .Ie mo '1ali ties
concerning the role, functions and financing of staff unions, it found t~,<,t these
fell more within the purview of the individual organizations.
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Reconul~ondutionfl of the ~olllll\ibs:Lon

44. 'll he Commission decided in regard tu recommondationa 53 and 61.:

(11) '1'0 rocol1ullond lhat the manc.late of the ConunioAion should not bo modified
oinco !to l1lonitorir.g function was already clearly ('overed by articlofl 1,. 9, 13, 14
and 17 of ita statutoJ

(b) '110 reiterate ito earlier recollUllondlltiona regarding the education grant
for post-ooc')ndary fll:udies ill and to rp-commend that the existing entitlement not
he changod,

(c) To recommend that the current annual leave ontitlemont of 30 days
por annum should not be changed.

45. In respect of reconunendationH 42, 43, 45, 48-50, 52, 55, 57, 58 and GO, the
Commission decided:

(a) '1'0 advise t~le Secretary-General that it would study the isoue of the
luumonizatioll of staf:f regulations under the propooed work programme for 1980-1989
and that it undorotood that the Uni ted Nations would co-oL"dinute its efforts in
this areu with those of the Comllliaoion and i to Dllcretar :Lat (recollunendation 42) J

(b) '1'0 roiterate its previous recollunendations in tho aHla of competithe
oxalllinationo, intervio\'1ing techniques and testing of candidates 14/ and to advioo
that reconunendation 43 was in line with those recommendationsJ

(c) '110 welcome a minimum per h)d 0': three yeanl fOJ:' permanont aplx; intment in
tlHI unit!d Nations (recommendation 45) J

(d) 'l'o reiterate its previous recol1ll1londations on career development 15/ and
to rocollullend that this should not be limited to occupationul c3fOUpS, but should
include rolated groups us well (recommendation 48)J

(e) To emphasize the necQssity of encouraging mobility and linking it to
caroor devolopment (rocommendation 49) J

(f) '1'0 roconunond that the United Nations should ta'<~ into account the
fl"lllllUWOr k of peL' (ormance appraisal pr inc iples and quidelines adopt~d by tho
Commission ut its twenty-sixth Bosoion (rlilcolllmendation 50) J

(g) 'l'o roi terate its view that the mandatory age of seIJ,~ration from service
should meanwhile be applied as strictly as possible pending its expected l'eview of
tho subjecl (recommendation 52) J

(h) 'l'o reiterate its previous view that the issue of ratios of permanent to
fixed-term staff was an issue for the legislative bodies of organizations ..0 decide
ul~n on the basis of the different needs of each organization 16/
(recommendationu 55 and 57)J

(i) "0 reiterate ita previous recommendat:L0ns regarding tra ining, 17/ which
should be ul:Jed as guidelines for U\("~ implempntation of recommendation 58 by the
Uni ted Nations I
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(j) '1'0 emphaahe that it would study the quostion of the adminiatrati-:>n of
justice in the common system as included in its proposed work programme for
1988-1989 and that tl~e COJ'llJ1liasion would report on this matter to the General
Assembly at its forty-fourth aeasiou (recommondation 60).

46. With regard to recommendations 4, 9, 46, Sl and 59, the Commission decided:

(a) To note the discrepancy between rule 4 of its rules of procedure and
rasolution 40/243 and to express the view that it had the flexibility to proposo
holding a meeting at a non-headquarters duty station if appropriate
(reoommendation 4\,

(b) To emphasize that the enhancement of the common system should be actively
pULsued through ACC and CCAQ and, at the field level, with the assistance of the
resident co-orQir~tor os well as through the Commission itself (recommendation 9),

(c) To welcome recommendation 46, concerning the recruitment of women, which
was in line with the Commission's previous recommend&tions in this area,

(d) To note that r.:!commendation 51, on promotion policy, was in line with the
Commission's previous recommendatJ.ons in this area, 18/ 1'IJt to advise thl.t
appointment and promotion bodies should be composed of members from a number of
occupational groups,

(e) To note that the issue of the role, functions and financing of staff
unions fell more within the purview of the individual organizations
(recommendation 59).
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CIlJ\P'l'lW III

CONDI'l'IONH ()11' HJo:nVICb: 01" 'l'lIl~ PNOlo'l':SSlONJ\L AND IUGllEH CA'l'l~GOlUI!:B

A. Nomunm"utioll 01' the ProfeaB~ona.l and higher catclJoL"ies

1. I!lvolution of the margin between tite remuneration of the United
States fed9ral civil service and that of the United Nations
BYstom based o~-:. a compar ison of not remuneration

47. In accordance with the mand(1te given by tho General Assembly, the Cummisuion
continues to keep under review the relationship between the levels of not
romune,ation of the united Nationo and the United States federal civil service, thp
present comparator. Uy reaolutions 40/244 and 41/207, the Assembly requested tho
Commission to develop further thu methodology for calculating the margin based on
net remuneration (for details, see paras. S3 to 87 of the present report). The
present comparison hac) boen made, followin\} past practice, on the basis of the net
remuneration of the officials 01' the two ~lvil services with a dependent spouse but
no children and between the headquarters of the two systems, Le. ~ew York 1'01." the
United Nations common '~Y8telll and Washington, D.C., for tho United Sti.1h~s fedoral
civil service. Difference9 in cost of liVing ~etween the two cities were also
taken into account in the margin calculations. Grade equivalencies, as approvod by
tho Assembly in its rul'lolut ion 34/165 of 17 December 1979, were used for the
purposes of margin calculations. 'I'he caltmlations were averaged over t.he l2-month
per iad 1 October 1986 to 30 September 19lrl.

48. Suhseqllont to the provious report of the Commission to tho General Assembly,
the United States Tax Reform Act of 19B6 had been signed into law. That Act,
besides br in~J ing about fundamental changes in the United States federal system of
laxatinn, also had cortain implications for the margin calculation concerning the
netting down of United States federal civil service salaries used in the present
calculations. Two alternative margin calculations were considered. They were
based on the use of: (a) 1986 income tax rates and 1983 statistics for itemized
and standard deductions (latest data available) J or (b) 1988 income tax rates and
1988 estimates of itemized and standard deductions.

Views of the organizations and the staff representatives

49. The Chairman of CCAQ took note of the l'lIargin for the reference period
October 1986 to September 1987. He recalled the proposals of CCAQ at previous
sessions of the Commission that the reference period for margin calculations should
be changed to correspond to the calendar year, in order to coincide with the peri~)

covered by United States federal civil service salary increases, a proposal that
had met with some support from within the Commission. The organizations fa~oured

the use of 1988 income tax rates together with 1988 estimates of itemized and
standard deductions, since these were more than likely closer to reality than the
1983 statistics, which were out of date as they related to practices that existed
prior to the Tax Reform Act of 1986. The current level of the margin raised the
question of the operation of the post adjustment system within the approved margin
range. It was the expectation of ACC that appropriate and timely steps would be
taken to ensure that when the marg in dropped bele·w the mid-point of the range tne
freeze on post adjustment would be lifted and an additional class or partial class
would be granted to the staff stationed in New y,;. ~.
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50. The Prosident of FICSA took note of the margin and recalled the Federation's
proposal to use the calendar year as the referonce poriod. Concerning changes in
United Statos federal tax rates, she expressed supporc for the use of 1988 tax
rates and statistics, since they were the moat accurate for purposes of tho margin
calculations. In view of the freeze on post adjustment, which had be&n in effect
for three years, the margin h~d to be calculat~d with the utmost precision. The
Presldant of P'ICSA exp.essed dissatisfaction at the fact that she had to comment on
the ev~lution of tho margin without having received the document on the metho~ology

for ths margin calculations.

51. The representative of CCISUA took noto of tho level of the margin.

Conclusions of the Commission

52. The Commission decided to apply the 1988 income tax rates and the
corxesponding estimates of tax statistics for netting down United States federal
civil service salaries. It took note of the margin level of 116 for the period
1 OCtober 1986 to 30 September 1987 calculated on trie basis of the existing
methoaology. Details of the margin calculations are provided in annex IV to the
present report.

2. Methodology for the calculation of the net remuneration margin

53. General Assembly resolution 41/207, section I, reads as follows:

"The General Assembly,

"Notin9, that, as regards the broad principles for the determination of
the conditions of service of the staff, the role of the International Civil
Service Commission, under article 10 (!) of its statute, 1/ is to make
recommendations to the General Assembly,

"Recalling that by its r.esolution 40/244 of 18 December 1985, the
General Assembly approved the range of 110 to 120, with a desirable mid-point
of 115, for the net remuneration margin, on ·~e understancling that the margin
would be maintained at a level around the desirable mid-point of 115 over a
period of time, and considering that the margin range should be maintained for
some time,

"Noting that in its discussions in 19U6 on recommendations ultimately to
be placed before the General Assembly, the Commission, inter alia, agreed that
remuneration comparisons should be carried out on the basis of the net
remuneration of the two civil services in New York, and that the
cost-of-living differential between New York and Washington, D.C. should not
be taken into account in margin calculations, l/

1/ Resolution 3357 (XXIX), annex.

l/ See Official Records of t.hf! General Assembly, For.ty-first Session,
Supplement No. 30 (A/41/30 and Co~r.l and 2), paras. 69 (~) and 69 (£).
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"Noting also that in paragraph 70 of its repol·t, ]/ the Commission noted
that the decisions made at its twenty-fourth session would result in
significant changes in the margin caloulation methodo!OtJY, the level of the
margin and the margin range,

"Noting that the Commission, when repo.rUng on the lIIargin, has I'llways
taken into account the cout-of-living differential between Washington, D.C.,
and NO'., Yor k,

"Requosts the International Civil Service Commission to review, taking
into account the views expressed at the current session of the General
Assembly, ~/ the issues dealt with in paragraphs 69 (B) and (£) of ~~s

report, 1/ and to submit to the Assembly at its forty-second session its
recommendations on the methodology for calculating the margin baoed on net
remuneration".

1/ Official Records of the General Assembly, F'orty-f irst Session,
Supplement No. 30 (A/41/30 ",nd Corr.1 and 2).

~/ Ibid., F'orty-first Session, Fifth Committee, 23rd to 26th, 28th and
44th meetings and corrigendum.

54. In respons~ to the above request, the Commission undertook a review of the two
JSSU9S outlined under paragraphs 69 (b) and (c) of its annual report. The details
ot the Commission's deliberations are-outlined below.

Views of the organizations and the staff representatives

55. 'j'he Secretary-General of the Uni ted Nat ions informed the Commission that ACC
had held a special session on 21 June 1987 for the sole purpose of considering ways
and means of rel1l~.)dying the continuing deterioration in conditions of service of the
staff of the United Nations common systpm. Referring to the statement adopted by
ACC, which WIlS distributed to the Commission, the Secretary-General stated that the
emphatic tone of that statement reflected the collective convicl1ca of the
organizations. lie stated that ACC had taken an unequivocal position with regard to
the exclusion of the Washington/New York cost-of-living differential from the
margin calculations, adding that ACC was vigorously opposed to this exclusion as
there was absolutely no technical justification for it. He noted that this element
was used in the det€:rmi.nat:ion of the margin range for net emoluments recommended by
the Commission and accepted by the General Assembly. When the ASGembly was
provided wi th the Coml1l.\ssion' s recommp.ndation to exclude this elemfmt from margin
calculations, it requested thp Commission to review the matter. On behalf of ACC,
the Secretary-General expressed the hope that the Commission, in keeping with its
tradition of impartiality alld objectivity, would reach conclusions and make
recommendations that would be acceptable to all parties and would establish a solid
and unquestionable basis for the computation of the margin.

56. The Chairman of CCAQ ~aid that when the General Assembly had set the existing
margin range of 1J.0 to 120, with a desirable mid-point of 115, it had taken into
account a set of factory, one of which was the inclusion of the cost-of-living
differential between Washinyton, D.C., and New York. 'l'here was therefore no
jUBt1fh.:at ion lot changing that factor wi thout adjusting the margin range
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accordingly. CCAQ favoured the continued inclusion of the cost-of-living
differential factor 1n margin calculation and the retention of the existing margin
range for two fundamental reasons. First, the salary structure of Professional
staff of the common system was based on the principle of equivalency ~f purchasing
power between all duty stations, by reference to the base of the system, New York.
That principle implied that the comparison with the United States federal civil
service should be made with the base of the comparator, Washington, D.C. If the
cost-of-living comp&rison were made, not with the base of the comparator but with
a~other duty station, on the ground that salaries were the same in that duty
station as at the base, logic would dictate that the United Nations system should
also pay the same to its staff employed at the base of the comparator
(Washington, D.C.) and the base of the United Nations system (New York). In other
\~ords, the post adjustment in washington, D.e., should be the same as that in
New York. Such logic woulri introduce an inconsistency of its own as regards
purchasing power equalization. Second, the exclusion of the cost-of-living
differential factor would be inconsistent with the fact that grade equivalencies
were established in Washington, D.C., for the United States and in New York for the
United Nations. The Chairman of CCAQ added that a departure from a practice datinq
back several decades, which had already been the subject of review, would ha"f! to
be based on compelling technical arguments. In the view of CCAQ, neither had such
arguments been presented in the present case nor did they exist.

57. The President of FICSA noted that resolution 41/207 specifically requested the
Commission to examine two of its recommendations for changing the net remuneration
margin methodology. Wi th regard t.o the place at which the comparison should be
made, FrCSA could not understand how the Commission could reconcile the
establishment of grade equivalencies on the basis of a comparison with the federal
civil service in Washington, D.e., with the use of New York for the margin
calculations. The cost-of-living differential between Washington, D.C., and New
York had been an inherent feature of the methodology and should not be abandonftd
unless convincing technical reasons could be provided. That differential was also
an integral part of the United Nations salary system, which was based on the
principle of equality of purchasing power. If the Commission were to decirie to
elimina~e the cost-of-living differential between Washington, n.c., and New York,
then as a logical consequence certain major changes in the United Nations post
adjustment system would have to be madt:

(a) The post adjustment classification of washington, D.C., ,.,ouId have to be
raised to that of New York~

(b) No duty station could have Cl post adjustment lower than New York;

(c) Negative post adjustment would have to be abolished.

FICSA recalled that the General Assembly had not challenged other proposed changes
in the methodoloqy, such as the use of average salaries and the exclusion of
bonuses and awards paid in the United States civil service.

58. The representative of CCISUA noted that there was no valid technical basis for
the Commission's recommendations to base the net remuneration margin comparisons in
New York for both s~rvices and to eliminate the cost.-of-living differential. In
palticular, the representative stated that elimination of the cost-oi-living
ditferential constituted a departure from the principle of equalization of
purchasing power, which was the basis for the United Nationn system of
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remuneration. The representative requested the Commission to base its decisions on
technical considerations and not to be led exclusively by practices in the
comparacor civil servi(~e that might be based on national political considerations.

Dis~ussion by the Commission

(a) Introduction: purpose and context of review

59. The Chairman, in explaining the background, stated that the issue of the
cost-of-living d~fferential in the margin calculations first arose seriously in the
~ifth Committee during the fortieth session of the General Assembly, in 1985. At
that time, some delegations had maintained that the margin of United Nations
remuneration over that of the United States federal civil service was much higher
than that reported by the Commission because the Commission included the
cost-of-living differential between Washington, D.C., and New York in the
calculations reported. In their view, this had the effect of distorting the fact
that United Nat~ons remuneration was too high in relation to that of the comparator
civil servic~ and should, therefore, be reduced,. In view of this, the General
Assembly requested the Commission in its resolution 40/244 "to study the
possibility of calculating the margin ••• based on a comparison of net remuneration
for both services in New York ~nd to report thereon to the General Assembly at its
forty-first session". The original draft of that resolution would have requesled
the Commission "t.o stUdy the possibility of calculating the margin ••• based on a
comparison of not remuneration for both services in New York, thus eliminating the
rationale for a cost-of-living differential between Washington, D.C., and New
York". HoW( ver, in the interest of preserving a consensus, the phrase "thus
eliminating the rationale for a cost-of-living differential between
Washington, D.e., and New York" was omitted. Thi& was acceptable to those who
advocated the elimination of the cost-of-living differential.

60. The preambular paragraphs in resolution 41/207 gave an indication of some
major concerns of delegates. Firstly, the Assembly requested the Commission to
take into account the differences in the nature and functions of the international
civil service and the comparator civil service. Secondly, the Assembly reminded
the Commission that it had already approved the current margin range of 110 to 120
with the mid-point of 115 in its resolution 40/244 "on the understanding that the
margin would be maintained at a level around the desirable mid-point of 115 over a
period of time, and considering that the margin range should be maintained for some
time". Thirdly, the Assembly noted that the cost-of-living differential had always
been taken into account before. The conclusions of the Commission in
paragraphs 69 (b) and (c) of its twelfth annual report, 1/ did not, therefore,
appear to the General Assembly to meet ~he concerns enumerated above. Fourthly,
the Assembly reminded the Commission : "as regards the broad principles for the
determination of the conditions of serv ce of the staff, the role of the
International Civil Service Commission, under article 10 (~) of its Statute, is to
make recommendations to the General Assembly". Thus, by requesting the Commission
in the operative paragraph of section I of its resolution to submit
recommendations, it implied that it was not for the CommissiOil to take declsions on
such changes. Fifthly, the Assembly requested the Commission to take into account
the views expressed by delegations in the Fifth Committee.
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(b) General comments

61. Some members expressed the view that sufficient explanation t".ad not been
provid~d by the Commission to the General Assembly on the need for the changes it
had decided upon and their implications for staff entitlements and felt that the
Assembly might have thought that the Commission was seeking to reduce staff
entitlements. The Chairman explalned that all n9ceSSaty clarifications had been
provided to the Fifth Committee and that the summary records revealed clearly that
the problem for most delegates was that they were not convinced by the arguments
for the changes decided by the Commiss~on. It was also pointed out that the word
"revi.ew" was used in order to preserve the consensus of the resolution. Some
members did not interpret this "review" as requesting strongly held positions to be
changed. One member recalled that in 1984 when the General Assembly requested the
Commission to reconsider its decision on the increase in the New York post
adjustment the Commission had changed its po~ition. Another member noted that the
Assembly used the word "review" rather than "reconsider" in the current instance.
Therefore, these situations were distinctly different. Finally, the reember pointed
out that, regardless of whether the word "review" implied a desire Ol: request for a
different outcome, the Commission, as a group of experts, had a responsibility to
do what was appropriate. The Commission however agreed that, whatever the outcome,
it was essential to articulate fUlly to the Assembly an explanation of its decisioil
in an effort to enhance understanding of its position on this issue.

62. During the discussion the secretariat drew the Commission's attention to the
following facts: the League of Nations, following the Noblemaire principle, had
recognized that a comparison of the remuneration of the international civil service
and that of the comparator, at the time the United Kingdonl, should be based on real
net income on both sides. The League itself had, therefore, taken into
consideration the cost-of-living differential in its comparisons. It had carried
out the comparison on the basis of the headquarters of the League (Geneva) and that
of the comparator (London). These principles had been reaffirmed and implemented
consistently by every salary review body since then, as well as by ICSAB and th~

Commission. As late as 1974, ICSAB had noted the difficulties of making
comparisons of the remuneration of two services in New York since the
cost-of-living in New York was higher than that in Washington, D.C. ICSAB and
other salary review bodies had not based their recommendations regarding salaries
on the net remuneration comparisons alone and other factors had been taken into
account, e.g. the movement of real income.

63. One member considered that the review of the methodology should have preceded
the establishment of the margin range. Only ~fter the completion of that review
should the appropriate margin range between tile remuneration of the two systems
have been determined. In response, the secretariat recqlled that when the General
Assembly, at its thirty-ninth session, in 1984, requested the Commission to define
a range fo'r the net remuneration margin it had also mentioned that in the past the
margin had ranged from 9.3 to 18.2. These margin figures were based on the
methodology used by the Commission and accepted by the Assembly since 1976. It was
only after the Commission submitted its recommendations regarding the net
remuneration margin range that the Assembly in 1985 requested an examination of the
margin methodology.

64. The question was also discussed as to whether to maintain the previous
decisions of the Commission as outlined in paragraphs 69 (b) and (c) of its twelfth
annual report, or to adopt new conclusions. Some members ~. ted that, in
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accordance with the rules of procedure, the previous decisions of the Commission
remained valid until overturned by alternative conclusions adopted by a majority in
the Commission. Another view was expressed that the previous decisions had not
been accepted by the General Assembly and a review had been requested on completely
different terms by the Assembly, which was expected to result in recommendations.
A fresh determination should, therefore, be made as to what the Commission's
recommendations should be after this review, which would necessitate a new vote.

65. In an effort to reach consensus, one member proposed that two calculations
relating to the margin sho'Jld be reported: (a) an unadjusted margin based on the
actual difference between net remuneration of the United Nations and that of the
United States pr.ofessional staffJ and (b) an adjusted margin based on n~t

remuneration adjusted by the difference between the cost of living in
Washington, D.C., and New York. Some members, however, were of the view that
several margin calculations would confuse the General Assembly. Others suggested
that a margin based on a total compensation comparison inclUding expatriatp.
benefits should be submitted to the Assembly.

(c) Considerati~ )f substantive issues

66. In addressing the substantive issues relating to the request from the General
Assembly, two broad views emerged within the Commission: (a) one that favoured
maintaining the Commission's decisions as outlined in paragraphs 69 (b) and (c) of
its twelfth annual reportJ and (b) another that favoured maintaining the relevant
aspects of the current methodology.

(i) l\)ternative (a)

67. Some members of the Commission favoured the first alternative. 'l'hese members
based their views on the following consideratjons:

(a) Pay in the United Nations system was set ~t levels that, in accordance
with the Noblemaire principle, would permit the United Nations to recruit and
retain staff from all Member States, inclUding those Member States with the high~st

national civil service pay levels. In practice, this had meant that pay in the
United Nations was set by reference to the highest-paying Member state.
Implementation of this policy required answering two related but conceptually
separate questions:

(i) What i$ the difference between united Nations pay and pay for the
highest-paying (or "comparator") national civil service?

(ii) At what margin above the pay of the comparator civil service should
United Nations pay be set in order to attract the most highly qualifip.d
people from all Member States?

(b) The calculation of the artual margin by which United Nations pay exceede<
the pay of the comparator civil service (the United states) was basically a factua
matter that, within the framework of the particular calculation method chosen,
admitted of a technically "correct" Lnswer. The establishment of an appropriate
margin, was, on the other hand, a policy decision that might not readily admit of
anyone clear answer. The issue at hand was the calculation of the actual margin.
Whether that actual margin, once calculated, was deem~d to describe United Nations
pay that is too high 01 too low was irrelevant to the calCUlation itself.
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(c) The cur tent margin ·-lculati~n method involved two atep~, grado
equivalency determinations and pay comparisons.

68. The establishment of grade equiv~lencies, the first step in the IDargin
calculation process, was wost recentl}' d~scribed 1n document ICSC/23/~.4 of
21 January 1986:

(a) As described in paragraphs 15 and 16 of that document, the selection of
jt-,bs for inclu:~ion in the equiva':'ency study was based on the relative numbers of
st aff per forming par ticular jobs throughout the United Nat ions common system and
was not Umited to Ne" York. While m£HlY of tt"le staff in the identified jobs WOL"ked
at United Na.::ions IIpadquarlers in New York, many did not.

(b) JlJS on the United States side were chosen from among those jobs in the
United States civil service that wece located ill Washington, D.C., and this, on the
basis of job title, appeared to be similar to the statistically most important
United Nations jobs. The universe from ,,,hich Unit~d States jobs were choRen was
cur reni:.1y limited pr imar ily l.ut not exclusively to Wash.lngton, D.C., simpl~' because
it was ~dministr:atively convenier.t to do so. IdeallYr United states jobn would be
chosen from an employment universe of the entire united States civil ser:vice. In
view of the wide variety O~ United States jobs that wer:e found in Washington, D.C.,
and the fact that the United states employed a unifrrm job-grading system
nation-wide, a selection of Washington, D.C.-buse~ united Stateb jcb~ was an
adequate surrogate for th~ United States civil servlr..e as a whv.le. 'l'hus, it would
bl~ accunlte to descr ihe the current grade equivalenl1Y study as one that compared
th~ grade str.uctureR of the two systems, not a study that compar:ed a geographically
limited (and by implication peculiar) part of one system wit.h a geographically
limited part of the other.

69. The entire grade equivalency portion of the mar:gin calculation could be made
without reference to pdy rates in either the United Nations or the United States
system. Once the grade equivalency portion of the pr:ocess was completed, it
remained to compare r:ates of pay:

(a, Un! ted Nat ions pay rates wJ.~·e not '.dentical throughOtlt the wor 1d; they
varied from location to location in orde: to meet the objective of equal hing
purchasing power. Pay rates at all :ocat ions "lere, however, based on compar leons
with New York, Lp. the ?urchasins power of pay L: New York W<lS r.eplicat.ed in other
locations. '{'hus, united Nations pay rates in New York at. the base of the Rystem
were appropriately used in the comparison with United States rates.

(b) 'I'he (Jnt ted States pay structlHt:! was somewhat different from tl'ut of the
Un! ~' ..~. Nation;:!. 'l'here was a ~ingle pay table, called the Gener:al Schedule, that
applied thr()ughuut the <J0i,tiguous 48 states, inclUding both New '.ork and
Wa£;Il!ng.:()n, D.e. ~'or whj te-colLH positions. (cornpat'ahle to those in Unitnd Nations
grades P-l to 0-2) pay rates diJ not 1 ~late to a g·...ographical ]()( tion. (li:mployeer,
living outside the contiguous 48 States - Guam, Alaska, Puerto R1t::o, Hawaii and thf'
Virgin Islands - were e~igible for a cost-of-living allowance in addition to their
Genelal Schenule pay rates. The~e allowances were not part of base pay, and they
did I.ot affect other pay ent.itlements; for \~xample, r'llkwances were not. considered
in calculating pensions.) Since the United StateR did not have a hbaRe cityh for
pay purposen, it wus appropr iate to use the baRic p..... J tahle for the Unit0.(j Htates
jobs, that is, the rates of the General Schedule.
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'/0. 'l'lw General I\lJsomhl y hau uukod tho COmmiGS10n to review the c01'1:ectnl>sfl of
including the cOBt-o(-livillq ui1'foronc(~ bet.weon Wuahinqt.on and New York in the
mal'gin clllculnt.ion. '.I'hfl~'w ",ombenl boUovad ouch an inclunion wae incol'rect a 1\('

Bhould be eliminated. 'l'hlfJ concluui ')'1, howov(!l', dic1 not moan that ~ t was
inuPvropr iate for tho Uni tod Nat ions syntem to recoqnlzo ir.ternally the
cOl:lt-of-l iving dif{'(H:ontidl in the Bppliclltion 01' its pay system. Incleec't, there
was no nood for the lIni t(>d Natic nfJ pay system to parallel the United Statos pay
syHtom.

'11. 'rhe~>o mombol's rocoqnhed that the cost-of-living <liHel'entiill had been
included in the calculation of ".he margiu in the paot; however, since it was
technically inappropr iate, it should be removed from the calculation in the
fut.ure. 1\8 notp(] earliHr, tho margin calculation involved two separate bl~t

aequent iall y lil\k(~d ntopn:

(a) 'I'he first step, the entabUlAh:'!lent of gradt' equivalencies l>etwaen Uni ted
NatioJl& and Ullited States jobs, was not accurately desclibed as Cl comparison
between NQW York and Washington, D.e.: L'nited Nations jobs were selected from the
world-wide United Nations population, not jUflt thL. New York populationJ ancl United
States jobR, while Belected from WaAhington, D.l:., were actually Bunoqates for tlw
entire United Staton civil service populat.ion.

(b) In the 6t,cond step of the pay compar is'~'·n, New YOl'k pay rates were used 0/.

the l.!nitcd Nations sich) IWC'iluse New York iB the base of th{l united Nations pay
l:Jystem. Pay rates ctloBen [or eompar ison purposes on the united States side should
properly be the ratuR uRed at the t~se of the United States system. For the United
States, these rates were the rates cf ttlt' single General Schedule, whh!h appl1o~

throughout the Unite~ States, inclUding both New York and Washington, D.e.

72,. Based on the foregoing analysts, it nhould be apparent that adjuAting United
Stc>.tes salariefi by thf' New York/washington, D.e., cost-of-living difference was
unneceBsary and, indoe(), technically inapproplCi.'lte. A comparison of united Natio/l:..>
pay and United Statea pay that t'ook account of this eost.-o('-·living difference
lllilHltated the differences that actually exist:

(a) "Misstatpd", ilR used in this paragraph, was neutral in value. 'J'he
compar ioon prOCl;>fJS was intended to dener ibe what the diffe.:ence in Uni. ted Nat ions
anI) Unit~~d f1tatNl pay is, not wbat thE> difference should be.

(1)) 'I'h€' margin cillt':ulaticm by itself did not indicate whether United Nations
pAy is too hiqh or too ~ ". Hathel', th~ margin providen the factual basis on which
a po Hcy judqnlllent could be made about whtue pay ought to stand. I t was in the
nature of policy judqementA that. they could change from time to time.

13. 'rh£' lllelll~l'S favour illg the e)wlusion of the cost-or-living factor from the
margin calculation were unanimous in their: view that the inclusion was technically
inappro?riate. 1'hese memb~'8 held differil.g views on the implications of the
exclusion.

74. Some of these IrPllIbers emphasized that the decision to exclude the
eost-ot-livinq factor shoul.d not. havp the effect of prolonging the period of the
current freeze 011 New York sularips t.hut had bequn in August. 1984. It would becollll'
lIecessary to H!dpfi/H-' I'he lII<lrgill l'i\l\g~> as a f(!sult of t.he changes relating to the
l'.pt reil' IlI'rdlll)ll IlIdrqill 11I •. ~ .. hod(>l(xJY. '1'1H'~:a~ m('rnhpn~ noted UHt Hit' marqin ril/llJP
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rccol1Ullcndod by the Conunission to the General Assembly in 1905 was based on the
levols of the margin, including the coat-oC-living differential, for tho pedod
1976-1985. HaiJ the coat-of-living differential not boen taken into account, the
aver~ga margin for the period would have beon approximately 124. On that basis,
the margin range, cOl'responding to the margin methodology that excluded the
cost-of-Hving ,Hffercntial, would have been around 115 to 125, wi th a desirable
mid-point of 120. 'fheao mombers folt: that, if it werQ not the Commission's
intol\tion ~.o L'oduce staff entitlemonts, it would be logical to increase the margin
·ange. One membur considered that this should be a one-time rocommendatiun. After
~justing the margin range (115 to 12~) and the margin itself (a dooirable

mid-lloint of 120), the implementation of all the Commission's de.cisions, as
rf~r.tected in paragl'aph 69 of itl:l report, woulfi nave a favourable result for the
staff, hastening somewnat the next post adjustment increase for New York.

75. Some othel' membel's of this group hold the view that, whilo it Wl.18 not the
intention of the Commissioll to reduce entitlements, neH.her was it logical to
conclude that: the desirable margin must tlutomatically be redefined to •eflect a
single change in the calculation methodology. Several other changes in the
calculation of the mar.gin have occurred during the period 1976 to 1985, and further
changes, other than the coat-or-living change, are proposed (or the future. Most
of the past changes served to reduce the margin. For exaw!le, the calculation of
net remuneration received by United states civil servar.ts was modified by:

(a) Using proposed salaries for senior executives rather than actul.I amounts
received by them (this practice was in effect for 4 of the 10 years in the average);

(b) InclUding bonuses and speci1l performance awards received by senior
executives (current recommendations called for changing this);

(c) Changing the grade equivalencies of the p-s and higher levels;

(d) Changing the method for netting down taxes.

The proposal to change from use of the first step of the pay grade to use ~f the
actual average pay received would also serve to reduce the margin, according to the
Commission's report to the General Assembly ~t its fortieth session, this change
alone would reduce the margin by three points.

76. One member favouring the exclusion of the cost-of-living differential felt
nevertheless that expatriates newly assigned to New York should receive thiq
cost-of-living differential for the first one to two years because of the extra
costs they faced over. nationals of the comparator country, wit.h which they were not
adequat.!ly acquainted.

77. 'j'he members of the Commission whose views are outlin~d in paragraphs 67 to 75
above concluded that in calcUlating the actual difference the net remuneration of
the inte~national civil service in New York should be compaLed to th~ net
remuneration of the comparator system. It was not technically correct to include
the cost-of-living differential when calculating the actual difference in net
remuneration.
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(U) Alternativo (b)

.,ij. athat' mnmbers of tho COIlUlliHsiun favoured the latter of tho two alternatives
inuicated in paragraph 66 for the roaDonfl outlined below in paragraphs 79 and 80 •

.,9. 'l'hese mombers were of the view that the directive given by the General
Assembly in the operative paragral~ of section I of resolution 41/207, namely, to
l'eview, taking into ac'..:ount the views expressed at the forty-first session of the
Assembly, the iSfJUOU dealt with in paragraphs 69 (b, and (c) of its report to the
Assembly at that soooion, wan a direct result of the concern felt by many
delegations at that session that the proposals contained in those two paragraphs
were not consistent with the position ado~ted by the Commission on thosa and
rolated issues in thf' past. 'l'hese members felt that, as reported by the Commission
in its second annual report to the General Aasembly, .. the (:ompar ison between the
Unitod Statos Civil Service remuneration and that of the United Nations system
9hould be made between the headquarters of the two systems, that iA, Washington on
the one hand and Now York on tho other" 11/ for the following reasons:

(a) At its very inception, the Commission had decided that, in keeping with
the principle of reprosontativity, the remuneration compsrison should be limited to
national civil oervices eJrployirl9 signif icant numbers of staff at the relevant
leveLS. The statistics provided to the Commission clearly ahowed that in jobs
inclUded in the equivalency study on the comparator side, there were 57,662
incumbents in Washington, D.C., compared with 2,416 in New York.

(b) In its report to the General Assembly at its forty-first session, the
Commission had, in para~raph 69 (cl), stated that grade equivalencies 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. Therefore, if the grade equivalencies wero based on the United
States side on jobs in Washington, D.C., there was no reason why the remuneration
comparisoll should be on the basis of the remuneration of both services in
New York. 'l'he argument that the United States federal civil service jobs found in
Washingtoll, U.C., could be extrapolated t.o New York to enable the comparison to be
carried out in New York was difficult to accept since, in the first place, thoRO
jobs did not exist in New York, and secondly, tho extrapolation would not be
consistent with United States l,lOlicy, which took into account the cost-of-living
dUfet'ential in Borne parts of the United States, namely, Alaska, Guam, Hawaii,
Puerto Rico and the united States Virgin Islands, and not in others.

(c) '!'he principle of universality would require that, whichever country was
chosl~n as the comparator, the headquarters of the Government of that country lflust
be taken fot' compar lson purpoAes. Comparison could therefore be made only between
headquarters, in this case between Washington, D.C., for the United states federal
civil gervice and New York for the United Nations common system. Likewise, if
l"l'anc(-' or the li'ecieral Hepubl ic of Germany one day becomes the comparator country,
the compar b:lon would necessar ily have to be made between New York on one side and
Pariu or Bonn on the other.

IW. As a direct corollary to the posit.ion stilted in the preceding paragraphs,
theRe member~ were also of the view that the proposal contained in paragraph 69 (c)
of the Commission's report to the General Assembly at its forty-first session on
the exe lUI;io(l of the cost-·()f-liv ing dit farantial b(~tween New YOl'k and
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Washington, D.C., was also technicall~ ~nsound und, therefore, inapplicable for the
following additional reasons:

(a) For a comparison between the remuneration in two different locations to
bp meaningful, it was inescapable that the difference in the cost of living between
the two locations should be taken into account. Otherwise the resulta of the
margin comparison would be misleading and could have serious implications with
regard to cho rationale for maintaining a margin between the remuneration levels o(
the two services.

(b) It should be recalled that the Noblemaire formulf, applied by the League
of Nations even in 1920 approved a compar~son basad on net real income and
therefore included among its major elements the difference between the level of thp
c09t of living in London, the capital city of the best-paying country at that time,
and at Geneva, the headquarters of the League of Nations. This concept and
praotice have been implemented by all salary review bodies and ICSAB since then.

(c) When it was agreed more than la years ago that Washington, D.C., should
be used as the bads for purposes of the Noblemaire formula calculationa, inasmuch
as Washington, D.C., had the largest concentration of United States federal civil
servants, it was clearly stated that such an approach would have the effect of
appl~in9 a New York/Washington, D.C.-cost-of-living differential factor to the
United States civil service salaries in determining the remuneration appropriate
for. New York. In practice, ever since lS76, the margin definition adopted by the
Commission had always been based on net real remuneration and theref.ore had taken
in,o acoount the cost-of-living differential between New York and Washington, D.C.,
and that aspect of the methodology had never been contested in the General
Assembly. This is consistent with economic theory and practice, which require that
compariaon of cost and pay between cities should always take into account factor~

such as taxation and cost of living in order to arrive at the comparison in real
terms. Hence the traditional United Nations practice of comparing the net real
remunerations and, therefore, taking the cost-of-living differential into
consideration.

(d) At its fortieth session in 1985, \.ne General /\ssembly approved a range of
110 to 120, with a desirable mid-point of 115, for the margin, with the full
knowledge that it took into account the cost-of-living differential between New
York and Washington, D.C. To exclude the cost-of-living differential from margin
cl.tlculations would inescapably mean changing the level of the margin and the margill
range (110-115-120) already approved by the Assembly. However, that would be
contrary to resolution 41/207, which stated that the marqin range was apPl'ovUU "Oil

the understanding that the margin would be maintained at a level around the
desirable mid-point of 115 over a period of time, and considering that the marqin
range should be maintained for some tillle".

(a) The only justification provided for excluding the cost-or-living
difforantial between New York and Washington, D.C., was the fact that for purely
domer-t lc reasons there was no different ial between the remuneration of the Uni tcd
states federal civil service between New York and Washington, D.C. Even this
general policy of the united States regarding thf.! same pay in the continental
united States was not uniform, since Alaska was part of the continental United
States and the cost-of-living differential is taken inlo accouat in Leflpect of that
State. Other States were similarly treated in breach of that pay policy, as was
illdicated earlier. h'urtherlllore, that .ln~Ulllent POI:H:,d SOlll(' dif"icultil~H b('CdWlf! it
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overiooked the very important factor, clearly stated in the preamble lo resolution
41/207, that account nhould be taken of the differences in the nature and functionu
of the international civil servico and of the comparator civil service. A very
important differonce between the two systems was that in the United Nations common
system remuneratiml was based on the principle of the equivalency of purchasing
power, as was obvious from the differ ing post adjustment indices for New York and
Washington, D.C., whereas the cOlllparator country generall'l worked on the basis of
equal pay in the continentdl United States. Since the p~st adjustment system was
fundamental to the United Nations salary system, its basic principle, i.e. that of
equalization of purclmsing power, should be taken into account in all decisions
relating to the remuneration package as it applied to United Nations staff in the
Professional and highet categories. To exclude the cost-of-living differential in
the United Nations/United States margin calculations would impose the United States
pay methodology on the United Nations system, which was irrel~vant in the context
of the Noblemaire principle, which did not state how the comparisons ~hould be
car ded out. 'I'he- JJnit.ei1 Nations ,llethodology conformed to its basic system and to
universal economic procedures.

(f) 'l'here was a general acceptance of the pr inciple that the Uni ted Nations
system should not be a carbon copy of the United states system. It was even more
important that specific aspects of the comparator civil service should not be taken
into account on a select ive basis in determining t~le level of remuneration of the
United Nations staff. Just as the comparator setvice did not differentiate between
the remuneration of its civil servants assigned to work in the continental United
States (except Alaska), salarie~ were also not reduced below the base level even if
the cost of living at a place either within the country or outside it was lower
than that at Washington, D.C. As for: the United Nations system, not only were
remuneration amounts that were subst.IU'ltially lower than those applicable in
New York, the base of the system, 1'ai1 at several duty stations, but ir:' several
instances deductions in terms of nE'gative post adjustments were made fro.'ll base
salaries. If one aspect of the cOlnpblrator civil service, i.e. concerning O()

differentiation in salaries irrespe(~t'j.ve or: the place of assignment within the
continental United States (except Alaska), was introduced as an element of the
United Nations system, then the other aspect, Le. that regarding no r.egative
adjustments to saldries at the base, should equally be taken into account. If only
sOllle elements of the compar.'ator civi' ser'/l(";<e and not othel"S were taken into
account on a selective basis, the CommiEwion PQuld be open to criticism from the
orgai',izations, from staff, ac well as fI:'OIlI the General Assembly and legislative
bodies of other organizat.ions of the comm.:,n syutem.

81. l·'or the reasons explained above, those members of the COTlulliasion whose views
are Outlined in paragraphs 79 and 80 ahow! [(~c('mmended thatl

(a) ']'h~! comparison of the net remunrHation Bhould continue to be based on
Now York \for the United Nations) And Washington, D.e. (for the comp!lrat.or),

(b) 1'ho cost-of-living differentiell betwe(:n New York Bnd Washirlgton, D.C.,
should continu(-! to be taken into account. in accordance with the cur:rent practice.

82. !"inally, it should l~,~ noted t.hat for the majot'ity of the Commission's nmmberfl
the adoption of the 1Il('thodo1.oqy bUA(\d on par:agl'aph 69 of itB twelfth annual report
waD not intonded to al feel tldvers(~ly tho lovel of remuneration of the international
civil f.l(H'vice at tlw bafH~ of the OyBt(1111 ut tlwt tim(). B(~v(!ral otlwrs thought that
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the foregoing statement waa inappropr iatl9 since the margin mot' ,)dolof'jy should be
approached purely on technical gruunds.

(d) Recommendation

83. In the light of the foregoing examination, taking into account the preamble of
resulution 41/207 and the fact that the methodology for pensionable remuneration
for the Professional and higher categories, which had a link with net remuneration,
was expected to be reviewed in three years in accordance with resolution 41/208,
the Commission, in accordance with its rules of procedure, recommends that the
present n9t remuneration margin calCUlation methodology, as modified in
paragraphs 69 (a), (d) and (e) of its twelfth annual report, should continue to be
applied for the next three years, after which it wC'~ld be reviewed and reportod on
to the Genernl Assembly at its forty-fifth session_ The Commission would therefore
report annualLY to the General Assembly (a) on the actual difference between the
net remuneration of the United Nations and the comparator civil service, ann (b) on
the margin as calculated at present and as modified above.

84. Four members objected to that feature of the recommendation relating to the
implementation of paragraphs 69 (a), (d) and (0) since t'ese aspects of the margin
calculation methodology were inextricablo from (b) and (c). For example, the
decision relating to the place of the survey would have an impact on the
calculation of average salaries. These members favoured postponement of
recommendations on all compononts of the margin calculation methodol~V, rather
than on selected sdeces that would upset the balance represented by the combination
of recommendationu.

(e) Implications of the Conunissior' TJ recommendation

85. On the 001:18 of the above methodology the Commission would operate the post
adjustment system within the margin range gO as to ensure that the dverage level of
the margin for the l2-mont~ period would be as close to th~ desirable mid-point oC
115 as possible. Immediately following a change in the United states federl1 civil
service salaries, if any, as at 1 January of a given year, a new class of post
adjustment, if dUf, would be granted to New York provided that the reSUlting level
of rlt~t remuneration of Uniled Nations officials when compared with that of thp.
United states f~deral civil service employees r.asulted in ;, margin around 115 for
the entire marqin period. However, if the immediate implementation of a new claau
of post adjustment in New York resulted in an average margin higher than the
desirable mid-point, then the granting of that class of post adjustment would be
deferred to a later rlate. Under cnes& circumstances the level of the margin for
the period between 1 Octobel' and the date of implelnentation of the new class of.'
post adjustment in New York would b'! lower than the desirablp mid-point of 115.
The level o~ the w,rgin for the rest of the margin period, i.e. f~om the date of
implementation of the new class of post adjuatmont to the ~.md of tht! margin period,
would be higher than the desirable mid-point. The averago level of the ~a:gin for
the entire l2-rnonth period, however, would be OB close to 115 as possibl".
purchasing power of all other duty st~tions would be equalized at all tlmuB wi~h

that of New York within the framework of the post adjustment system.

86. 'l'he Commission in.. i tea the General ASbembly to note that, on the bas in of the
current level of the margin (se~ para. 52 anove), the proposed increuse effective
1 January 1988 for the united States federal civil service employoes and the chang2
in the margin methodology as outlined und"r paragraph 69 (e) of the CommiAsion'n
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twoltth annual report., tlle margin would drop to a lovel below 11S in 1988. In
fact, it i8 anticipated that on the basis of the above considerations the margin as
at 1 January 1988 would fall to a level below 112. The granting of the next post
udjustment class in New York would result in an average increase in remuneration of
Bailie 3.1 per ceni:. for the United Nations staff from the Professhmal and higher
cat~90rieo. Consequently, if the next class of pOAt adjustment was granted in New
York as at, that oate, then the margin would once again reach a level of around 115,
which wao the objective underlying the General Assembly's approval of the margin
range and the procedure for the operation flf the post adjustment system within that
rango. Had average oalaries not been taken into account in the calculation of the
United Natiuns/united States net remuneration margin, the hext class of post
adjustmunt would have become applicable in New York on approximately 1 June 1988.
'l'he effect of the modHication to the methodology entailing the use of average
llulur:ie:.:l, tl.erefore, was to advanc~ the granting of the next class of post
c.\t1jUf.;l:lII()llt in New York by some five months. The granting of the next class of post
iiujuuLment in £,.ome of the other duty atations wou1a also be advanced by a number of
months varying between one and five. 'I'h'=! financial implications resulting from the
advancing of the post adjustment class to be granted to New YOll: and some of the
other duty stRtions would amount to some $2.85 million in 1988. While some
financial impli\.:Qtions, although significantly lower than the amount mentioned
above, would continue for some time beyond 1988, the exact aloount could not be
calculated at this time. as such calculations would depend on the level of the
increase granted to the united States federal civil service employees in 1989 and
beyond and the relutive levels of inflation betweon New York al,d other duty
stations beyond 1988.

137. At the request of two members addiUonal intormation regarding the level of
remuneration in New YorK und some of the other major headquarters duty stations is
provided in annex V.

3. ~f)mparison of total compensat.,ion between the United States
fetl~ral civil service and the United Nations system

613. At i to twenty-fifth eellsion, the Commission initially reviewed a number of
iuoues L'eleVlihlt to the continued use of the total compensation methodology in the
context of comparisuns of remuneration of officials of the united Nations common
oyHtolll aud the United States federal civil service. Although the Commission had
1:l<.:llUdull~d ouch a review as part of its work progl'anune, t:-te need for such a review
wan rninforced by the request of the General Assembly, J.n ita resolution 41/207, to
"examine tho tutal (mtitlementa (aular ios and other conditions of service) of both
set'vict's with a view to uetecmining the fetlsibility anu usefulness of a comparison
anti to rupot't tht'roun tu the Gonoral AS13embly at it,s forty-second sesflion tl

•

89. AIHo, by itu reHolution 41/213, the General Assembly requested the
iiol:rl!lary-(jeweral tu transmit to thc.~ Conunissiun for its review those
l"(-'CUIlUllonuationa of the Group of lli9h-l~vel Intergovernmental Experts having a
d i t<~ct: impact upon t1u~ common system. I n the context of the total compensat ion
tII(~thwloloqy, recommend~tion 61 of the Group of High-level Intergovernmental Experts
wall c,j' (-'articular relevancfo', since it alated that:

'''l'hp total ondt:.lemellts (salaL iea and other conuitiond of service) of staff
1I\(!IIll>(Hll hi.lvC L'eached a level which givl:lo tllaOun fOl' uerioull concern and it
uhould be l'~uuced. In particular, the eliminution of the education grant for
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post-secondary studies and the establishment of a four-week annual leave
system for all staff members should be considered for prompt
implementation." 20/

90. In order to .espond to the General Assembly, the Commission requested its
secretariat to undertake a comprehensive total compenration compar.ison by including
leave, work-hour elements and the new pension scheme provisions of both civil
services and, particularlYr by including expatriate uenefits on both sides.

Views of the organhatiulls and the staff representatives

91. The Chairman of CCAQ noted that the Commission was requested by the General
Ausembly t" report on the feasibility and usefu~ness of a total compensation
cc~parison and that the Commission was studyin~ the question from the point of: vi~w

of d comparison including expatriate benefits. After careful examination of the
study, CCAQ concluded that a tolal compensation comparison, including
non-e~patriate ~s well as expatriate benefits, was perfectly feasible. lie noted,
how~ver, that additional information was needed and th~t certain elements entering
)nto the comparisr on both sides requireJ better definition.

92. CCAQ had always claimed that a total compel'lsation compar ison was an
indispensable complement to the existing methodolog1' of net remuneration
comparisons. The Chairman of CCAQ further noted that ACC had emphasized that the
Commission should agree to apply a more re3lietic basi~ for comparing Uniten
~ations/United States salaries, through a comparitJon on the basis of all benefits
on both sides, inclUding expatriate benefits. Organizations considered that this
was the only correct way to takE! into account the fact that 90 per cent of their
Professional staff are expatriate and that more than 55 per cent of them live in
non-headquarters duty stations. CCAQ had n::rver suggested that the comparison
shOUld be made with foreign s~rvice officials of the comparator but rather that the
compensation of Professional staff should be compared to that of similar staff in
the ~omparQtor civil service, which has about 39,000 staff members stationod abroad.

93. CCAQ recommended that the Commis~ion should report to the General Assembly
that, not only was a total compensation comparison feasible, but it would serve the
purpose of improving considerably the comparison betwee:'l the Unitecl Nations anr'l the
comparator. He shared the view of the ICSC secretariat that it was doubtful
whelher the Group of IIk'~-level Intergovernmental. F~Kperts would have reached 'Che
conclusionR outlined in their recommendation 61 if Lt had had access to the results
of a to~al compensation comparison made on the l~sis of a technically sound and
Wo, ll-documented methodology. He recommended that the Commi sion should request its
secretariat to complete the total compensation comparison, the main elements of
which have already been aasl 'nbled, by the twenty-seventh session. He offered to
make available additional information on the common system work-force to which CCAQ
had access and whicl1 was required by the comparison.

94. The organizations could not agree with ttle view that it was unreasonable Lo

make comparisons betwe~n per.manent international civil servants and expatriate
staff of the comparator post~d abroad for ahort periods of time. In this regard it
was pointed out thl.lt in the firBt 1n6tarl(~\"} not all Rtaff working for the
international civil sfrvice were career ~t~ff. Many staff Members worked for th0
international organi7at ions on ftxf>cl-tprm cont.racts for reaflonably ahort per i(x)u of
time <lnd in fact some, particular ly Hll'~ project personnel, wnre on ahort-t-errll
dUfdqnmentf> of IHUS than five y"ilrn. Mon! importantly, howevl!r, such COl1lpilr .;I)Jln
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were both valid and technically justifiable inasmuch as the comparisons were not
intended to be carried out between individuals but on the ba13is of comparable jobs
dnd the total package of salaries and benefits applicable to those performing
identical duties in the two civil services. Consequently, the question of the
length of service was not really relevant- in the conte) \_ of total compensation
comparisons since the sum total of salaries and other benefits applicable to a
selected standard population in the United Nations uystem were being compared with
the total salaries-and-benefits package for the same standard population in the
comparator civil service.

95. The President of FICSA recalled that, while FICSA had always believed that
total compensation inclUding expatriate benefits constituted the only meaningful
oasis fa 1:' \:ompar ison, it had never underestimated the difficult· es involved in such
an approach. ShH expressed the view that the problems had now ..0 a very large
extent been resolved and she s\.-:Jyested that the Commission should be able to inform
the General Assembly that the comparison of total compensation was both feasible
and useful. She noted that ut every duty station for which the comparison had been
made; with the exception of New York, compensation in the co~non system compared
unfavourably with that of the comparator, thereby indicating that the complaints
made by executive heads concernin~ r:ecruitment and retention difficulties were
valid. 'l'he system could 110 longer compete wi th bilateral aid progranunes and
multinational companies in attracting the best econow.Fts, financial experts and
other specialists. If PICSA was concern~d a~0ut ttlis, it was not primarily out of
self-intereRt 1..>ut frolll a belief that the United Nations system must be able to
provide to the international community services 01 the highest quality. '1'he total
compensatic,n compdrisoll was alt>O Useful in the context of headquarters duty
stations at which tht:! vast majority of officiall:l Were exputriate, just as in the
field. 'l'he secretadat's report providt)d the Commission with the means to refute
the allegations made by the Group of High-level Intergovernmental Experts about the
level of remuneration in the United Nations. It was also the basis upon which the
Commission could I:ake meulmres to make the system once again (:ompetitive enough to
attract and retain staff of the highest calibre.

96. '1'he repH'sentat, ive of CCISUA expl'ess~-!d the view that total compensation
compal'iflons, iJ.(.:l~ding expatriate uenelits, were both feanible and necessary. He
theu~fore oup~rtet~ the study undertaken and uwaitt~d tilt' final results with qreat
interest.

Diucul:llilion by the Coltunisl:.>iun

97. 'l'he Conunifw.ion notod that thn total compensat, ion margin based on
non-t'xpatr iate benet:! tR Blood at 113.". It furthel' noted that th is marq in included
the effect of the chanqes in the benefit forlllula applic:abln to the United Nations
COJlUlIOII uyst:t~m ulat t hirnd on or after 1 January 19U] and the effect of the
Wiluhinyt'.oll/Nl!w York cust-of-living diHerentic.ll au it applied only to the salary
component of Lhe tutul cOmptHHlutiun package. I':xcepl for these two mod it ications
thiB totul Gomponolltion margin was conoistent with those reported previously to the
Genpral AusQmbly.

9ij. In Llddl'tHWing the iSlilul~ of the feauil>ility and l\sl!fuln~f1u of total
compmwutiun C()hllll.U'iflon~, the Commiuslun'g diul~ulHllunB reflected two main points of
view. Uno view wall thill. tuta 1 cOl1lpelwatiun cOlllpar l'!O/HJ w('re r)ot only UBI.'ful but
also neceuuary in viQW of requtJl'Its by thl.' ANuembly, U\l~ 1.1h~Ht 01' which a6kvd the
COlllmifwion not only i:o "0XiHllilll' tIll' tot;,,1 entHl.'rnf'nt~; (Htllarien and other
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conditions of service) of both services" (resolution 41/207) but ~lso to review
recommendation 61 made by the Group of High-level Intergovernmental Experts in the
context of "total entitlements" and urging the elimination of the education grant
for post-secondary educati~n and the establishment of a four-week annual leave
system. Therefore, {f the Commission were to fail to include expatriate benefits
in its total compensation comparisons it would in effect disreqa~d both requests of
the General ASbambly outlined abrve. Members holding this view considered the
inclusion of expatriate benefits ~n the total compensation r.0« arison to be a
logical extension of the existing methodology. These members did not agree with
the view that the inclusion of expatriate benefits of the comparator would result
in accounting for expatriation twice. They stressp.d that e~patriate benefits and
the element of expatriation within the overall margin were two entirely separate
issues. ~s regards the view expressed by nome members of the Commission that total
compen." cition compar isons, pnrticular ly those includ ing expatriate benefi ts, were
inapVroa.'k iate in view of the differences in the two civil services, these members
agreed wi~h the views expresseJ by the organizations in paragraph 94 above. 'rhey
considered that the differences in the nature of the two civil services were not a
valid basis for not carrying out total compenr tion comparisons since it is
entitlements and equivalent joba and not individuals and thd.r careers that are the
basis for total compensation comparisons •. They favoured the inclusion of
expatriate benefits in the conte~t of continuing total compensation studies and
considered the Assembly's previous reserve in approving the inclusion of expatriate
benefits in total compensation comparisons to be due largely to cost estimates
previously provided to the Assembly by the Commission on the item. It was noted
that those cost estimat~s were no longer valid in view of the secretariat's current
proposals, which anticipated modest costs based on simplified evaluation procedures
as opposed to the sophisticated evaluation techniques previously envisioned.
Furthermore, they were of the view that the Assembly had never indicated that total
compensation comparisons wern unnecessary and should be discontinued. This view
held that it was useful to have some measure of an overall total compensation
comparison for policy guidance and information purposes and that, if such Cl measure
were to be relevant to the international civil service, then expatriate benefits
should be included. In this connection they noted that the Commission itself had
been using a total compensation approach to carry out General Service salary
surveys since its inception and that the World Bank, the Canadian Government and
the private sector also used the total compensation methodology extensively,
proving that the methodology was both useful and feasible. These members stressed
that only with periodic total compensation comparisons, including expatriate
benefits, could the General Assembly gauge what the real position of the
international civil service was in relation to that of the comparator civil
service. Since non-expatriate benefits accounted for only approximately
70 per cent of the total remuneration packages (including expatriate benefits)
applicable on both sides, the e~clusion of expatriate benefits would provide the
Ailsernbly with only a I'm"tial picture of the compar ison accord ing to the Noblemaire
principle.

99. The opposing view held that the methodology was not very useful, noting
numerous technical difficulties and the high level of expenditure needed to produce
reSUlts, the application of which would be subject to numerous unresolvdble
difficulties. Members holding this view noted that the technical problems
associated with comparisons of one element alone - net remuneration - were
significant and growing. Since similar problems would inevitably develop with each
element added in a total compensation approach, the imprecision aaaociated wilt)
each element would accumulate to unacceptable proportionu in a total meauuremcnt.
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One of these members considered, however, that total compensation comparison,
including ~xpatriate benefits, was useful as it would give a rough and approximate
indicator of overall entitlements for both services at periodic intervals. Another
member noted that comparisons ha~ already been made on net remuneration and
pensions and that margins had been agreed upon for those elemencs. Since those two
elements constituted approximately 90 per cent of the total entitlement package
exclUding expatriate benefits for the United Nations, general conclusions could be
reached about the remaining la per cent without resorting to costly and technically
flawed measurem&nt devices. Some members holding this view suggested that the
current total compensation comparisons based on non-expatriate benefits should
continue to be m~de. These members, however, did not wish to extend the
methodology to expatriate benefits, noting that the General Assembly, by not
allocating the resources necessary for the extension of comparisons to expatriate
benefits, had decided to exclude expatriate benefits in total compensation
comparisons. In coming to their conclusions, they focused on the difficulty of
making technically accurate net remunera~ian comparisons without introducing a
range of extremely difficult issues related to total compensation comparisons.
Furthermore, the experience of the current comparator in its own total compensation
comparisons, which were being reviewed after sevsral years of effort, should also
be borne in mind. Some of these members noted that the inclusion of expatriate
benefits in the comparison would necessitate a review of the role of the margin
since at least a part of the rationale for the margin related to expatriate
status. They also emphasized the basic conceptual flaw in comparing particular
benefits provided to United States national civil servants when they were assigned
abr0ad for temporar; periods with general benefits provided to permanent united
Ni'ltiOI1S :?;:ofession~J. staff. Some of these members considered that the margin
between the compacator and the international civil service had been established
essentially to dccount for the expatriation factor. The post ~djustment system
ensured that at all nuty stations this margin, as well as the inclusion of the
expatriation benefits of the comparator, wOllld result in ac~ou"lting for
expatr~atlon twice, in favour of th' comparator ser~ice. The co~parison between
permanent international eivil servants and comp~rator expatriate staff posted
abroad for short periods of time was not reasonable since it did not account for
the full careers of staff with the associated advantages and disadvantages. Such B

compar:~on would be con~esten. 11 was further noted that international civil
servants benefited from the margin, i.e. the expatriate benefits, during tteir fuU
careers. In comparison, the comparator's expatriate staff benefited from this
elemert onl~ while serving away from their home countries.

100. One member pointed out that in addition to the basic flaw of including
expatriat~ benefits the analysis provided by the secret~riat was illustrative of
the variety and volume of difficulties llnd deficiencies aSRocia',~d with ~~visillq an
accurate methodology. For example, the figure on ,!"le united States ';lde for sick
leave was overstated since it represented an JIver age for all employe,'s rather than
for ~rofe38ional staff) the analysis of the 27 duty stations cov~red less than
. per cent of United States national civil servants posted abroad ann tn one third
"f the duty stations there were no United Stateg nat ional civil servant5~ <lo\ld
mlternity leave was omitted from the analysis on the United Nations side 0! t~~

equation.

101, In this cont.ext some memberH pointed out that the initial total compensation
compar ison, illc lud ing expat r iate bene fi ts, covered duty st.at ions wi th approximately
70 per cent of Uni ted Nat'i',1nB common system Professiona 1 staff. I t was also not,ed
that further improvementH relating to the cnll~ction of more prpcise data for
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certain ben~[its such as maternity ledve and sick leave WClC intended to bP
introduced in future comparisons. tn this regard the detailed explanations
provided by the secretariat had been found satisfactory.

Conclusions of the Ccmmission

102. The Commission had carried out total compensation comparisons based on
non-expatriate benefits since 1981 and reported those results to the General
Assembly. In this regard the Commission had recommended comparison methodologies
to the Assembly in connection with net r~muneration and pensions. The Assembly had
followed the Commissionts work in this area with interest and had requested the
Commission to report annually on the results of these comparisons.

103. Some members were of the view that only a total compensation comparison
including expmtriate benefits would enable the Assembly to make an overall
comparison of the total entitlements of the staff of the United Nations co~n
syste~ and that of the comparator service. They concluded, therefore, that such a
total compensation comparison including expatriate benefits was not only feasible
and useful but necessary, and could be carried out at a low cost.

104. Noting numerous conceptual and technical complexities and the high level of
expenditure needed to produce even marginal results, some members of the Commission
concluded that the total compensation methodology was of very limited usefulness
and definitely should not include expatriate benefits. They pointed out that the
technical problems associated with comparisons of a single element, net
remuneration, were substantial, and were growing. since similar problems were
evident with each el~ment added in a total compensation approach, the imprecisions
associated with each element mUltiplied and accumulated to unacceptable levels in a
total measurement. These flaws were further exacerbated when expatriate benefits
were included, since this approach involved situations in the United States system
that had no appropriate basis for comparison in the international civil service.
Therefore, it would be unwise and unproductive to pursue a costly methodology that
yielded distorted, unreliable technical measurements and inflated expectations.

4. Consolidation of post adjustment into base salary

105. At the Commissionts twenty-fifth session, the representative of the United
Nations requested that an item on the consolidation of post adjustment into base
salary for staff in the Professional and higher categories should be placed on the
agenda for the Commission's twenty-sixth session. In a follow-up written
communication, the United Nations explained that its request had been prompted by a
projected deficit in the United Nations Tax Equalization Fund by the e.ld of 1987.
which was expected to reach approximately $14 million by 1991 if no action were
taken by the Commission and subsequently by the General Assembly. The expected
shortfall was attributed to the introduction of the new rates of staff assessment
for the Professional and higher categories as well as for the General Service and
related categories effective 1 April and 1 January 1981 respectively. Almost all
of the projected deficit was expected to relate to the United States portion of the
Fund, since 99.9 per cent of total tax reimbursements made by the United Nations
pertained to taxes levied by the United States on the United Nations emoluments of
United States nationals o~ residents. If no meaSures were taken to replenish the
resources of the Fund, the projected deficit would ~ charged to the regular budget
of the United Nations, thus becoming a'charge against all Member States, including
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those that did not tax their nationals working for the United Nations. The united
Nations therefore raquested the consolidation of at least 20 points of lost
adjustment into net base salary, effective 1 January 1988. Current estimates
indicated that such a move would bring a positive balance in the Tax Equalization
fund by 1991.

106. At its twenty-s •. xth session, along with the consolidation of 20 points of post
adjustment proposed by the United ~;ations, the Commission considered an alternative
suggested by its secretariat that would deal with the projected imbalance in the
Tax Equalizulion Fund without resorting to consolidation. This alternative would
consist of establishing a special scale of staff assessment for the Professional
and higher categories that would be used solely for the determination of gloss base
salaries. The existing sc~le of staff assessment effective 1 April 1987 would
remain applicable for all other purposes.

Views of the organizations and t~e staff repre3entatives

107. The Chairman of CCAQ informed the Commission thdt most organizations were
strongly opposed to the proposed consolidation of 20 points of post adjustment into
base oalary in view of the significant increase in the number of duty stations with
a negative post adjustment classifi(~ation that would result from such action.
Approximately half of the total number of duty stations would have a negative post
adjustment classlfication following the proposed consolidation. Although most
organizations would prefer to maintain the status quo, they would nevertheless be
prepared to examine an alternative along the lines of that suggested by the ICSC
secretariat. The United Nations would also be willing to consider such an
approach. The organizations wer& of the view, !lowever, that the consequences of
such a solution would require careful study. Of particular concern were the
compatibility of the proposal with the staff regulations of the orqanizations and
its potential impact on the definition of separation payments and compensation for
oervice-incurred injury or illness. The question of wh@ther two separate scales
were indiYpensable also required stUdy. The organizations therefore proposed that
a small working group consisting of representatives of the administrations, the
staff r~presentatives and the ICSC secretariat should undertake such a review in
the course of the current session, to en~ble the Commission to arrive at a
decision. The objective of the working group would be to develop a workable
alt~rnativf! to conpolidation, using the proposal of the ICSC secretariat as the
basis fOl discussIon"

108. The representative of FICSA pointed out that the United Nations was the only
organization facing the difficulty of havin~ to replenish a t3X equalization fund
through income from staff assessment. FICSA expressed re~ret that the United
States continued to refuse to exempt itb nationals working in the international
organizations from income tax, thus creating addition~l work and problems as a
result of tax reimbursements. At th~ s~me tim~, the _tnited States questioned the
cost-effectiveness of United Nations oper~tion8 and criticized the complexities of
the United Nations salary system. FICSA rec~lled that the current staff acsessment
rates, which were based on average tax rates at the seven headquarters duty
stations, had come into effect on 1 April 1987. A revision of those staff
assess~ent rates to suit the purpose of the Tax Equalization Fund would be totally
arbitrary and add to the instability of the salary ayr-tern. On the other hand, the
proposed consolidation of 20 index points woulo result in a negative post
adjustment classification for a large number of additional duty stations. For over
25 per cent of Professional staff in the system, deductions would be made from base
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8al~ries. Unless an appropriate Dolution were found for staff at duty stations
with a negative post adjustment, FICSA could not aqree to consolidation. FICSA
could also not support the prcposed alternative tr consolidation, which would
consist of establishing a separate scale of staff assessment for purposes of the
Tax Equalization Fund. This would increase the number of salary scales in use to
five, which was not in the interest of stability and transparency. FICSA would
nevertheless be willing to partir'~ate in the working group proposed by CCAQ.
FICSA reserved its position on the creation of a new scale of staff assessment for
purposes of the Tax Equalization Fund.

109. The representative of CCISUA also expressed re&diness to participate in the
working group proposed by CCAQ. CCISUA wished to point out, however, that had all
Member States of the United Nations .ign~1 the Convention on Privileges and
Immunities, this problem would not be arising today. CCISUA believed that, under
the circumstances, the ~st solution was to follow the example of the comparator
and abolish negative post adjustment classifications. He proposed following the
example of the comparator itself and abolishing any negative post adjustment in the
appropriate cases.

Discussion by the Commission

110. The Commission agreed to the creation of the working group proposed by CCAQ.
It was subsequently informed that, after reviewing the principal issues involved,
the working group had ar.rived at a modified version of the alternative to
consolidation put forward by the ICSC secretariat. The Commission took note of the
view of the United Nations that the adoption of the measure pro~sed by the working
group would have ar~ impact on the resources of the Tax Equali~ation Fund similar to
that of consolidation. The Commission also noted that FICSA had reserved its
position on the creation of a new scale of staff assessment for purposes of the Tax
Equalization Fun~. Due to the short time available FICSA had not been able to
study the implications of the proposed scale for other elements of the system, nor
to examine whether the establishment of a new pcale for this purpose was compatible
with the staff rules and regulations of the COrMlO,l system organizations. The
Commission further noted that CCISUA had supported the proposal put forth by the
working group.

111. The Commission noted that, based on June 1987 post adjustment classifications,
consolidation would place duty stations in an additional 48 countries or areas in
negative post adjuril.rnvnt classes, raising the total to 81. A total of
approximately 5,100 staff members would have post adjustment deductions mad~ from
base salary, as opposed to some 1,850 under current post adjustment
classifications. The Commission a180 recalled that consolidation had significant
cost implications. The last consolidation, which took place on 1 January 1985,
incu~red a one-time cost ~f $250,000 ~ue to rounding, and a recurring cost of some
$240,000 pe"r year for a I,riad of two to three years due to differences in the
treatment of post adjustment additions and deductions from base salary.

112. Turning to the proposal submitted by the working group, the Commission noted
that this alternative would consist of developing a revised scale of staff
assessment for use in conjunction with gross base salaries as well as the gross
amounts of separation payments. This revised scale would be set sufficiently hi~h

to replenish the r~'ourc~s 0f the Tax Equalization Fund. As was the case under the
current scale of staff assessment, there would be two sets of rates for this
purpose, one for staff paid at the dependency rate and another for staff paid at
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the single rate. The existing rates of assessment for staff with a primary
dependant would remain in effect for purposes of pensionable remuneration and
pensions. The two sets of assessment rates for use in conjurlction with gr08s base
salaries and the gross amounts of separation payments as well &s the rates of
assessment for purposes of pensionable remuneration and pensions would be shown
together in ft three-column scale of staff assessment.

113. On this basis, and using the existing stdff assessment income brackets, a
revised scale ol staff assessment at the dependency and single rate for use in
conjunction with gross base salaries and the gross al~unts of separation payments
was developed. The proposed scale of staff assessment at the dependency rate was
arrived at in such a way as to generate the required revenue for the Tax
Equalization Fund without producing gross salary levels in excess of the present
levels of pensionable remuneration. It was felt that gross salarie£ should not be
higher than pensionable remuneration for any category of staff. To this end, the
current assessment rates for staff with a primary dependant were increased by
25 per cent for the lowest bracket and by a gradually decreasing percentage for the
remaining brackets. The result was rounded to the neprest whole number.

114. Proposed gros8 base salaries were calculated by means of the reverse
application to existing net base salaries at the dependency rate of the proposed
rates of assessment for use in conjunction with gross base saleries and the gross
amounts of separation pay"-ants. On this basis, proposed rates of assessment for
staff without a primary depend!nt were devised in puch a way as to close the gap,
to the extenc possible, between the proposed gross base salaries and existing net
base salaries at the single rate. Proposed r.ut base salaries at the single rate
were then calculated by applying to the proposed ~ross salaries the revised staff
assessment rates at the single rate to be used in conjuncticn with gross base
salaries and the gross amounts of separation payments.

115. A similar procedure was used to arrive at proposed gross and het amounts of
separation payments, as follows:

(a) Prop0sed gross amounts of separation payments were cal~u1ated by means of
the reverse application to tile existing net amou~.i:s of separation payments at the
dependency rdte of the revised scale of staff assessment at the dependency rate for
use in conjunction with gross base salaries and the gross o~~nts of separation
payments,

(b) Proposed net amounts of sepa~ation payments at the slngle rate were
calculated by applying to the above proposed gross amounts of separation payments
the proposed scale of ~taff assess~ent at the single rate for use in conjunction
with gr08s base salaries and the gross amounts of separation rayments.

116. The Commission noted that tho alternative developed by the working group would
have no impact on post adjustment classifications and would, therefore, not place
any additional duty stations in a negative class of post adjustment. The proposed
mfasure would have no impact on other elements of the remuneration system, except
for minor losses and gains in net base salary and ne, amounts of separation
payments for staff paid at the sin9le rate. These minor losses and gains would
result frcm the change that would be required in the acale of staff assessment at
the single rate. The amounts involved would be $10 or under per annum per staff
member in most cases and $20 per annum at most. These losp~s an~ gail\8 tended to
balance each other out and the financial implications of the proposed measure were
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, therefore expectArl to be negligible. The adoption of the proposal put forward by
the working group would require the revision of the staff regulations and/or rules
of the organizations 0 "he common system, but such revisions were of a routine
nature.

117. Some members of the Commission expressed concern lest the increase in gross
base salarids and gross amounts of separation payments that would result from the
adoption of the working group's proposal be misunderBtood in certain circles as a
real increase in take-home pay for United Nations staff members. They felt that
thi9 would be particularly undesirable in the present climate. They also voiced
their concern over the possible impact of the change on other elements of
remuneration, inclUding pressures that ~ight develop for the use of the new rates
of staff assessment for purposes other than det~rmining gross b~se salaries and t~6

gross amounts of separation p~yments. They also expre£sed the view that the
existence of several different g,oss salary scales for dif~e{ent purposes would be
unfortunate in that it would unduly complicate the system.

118. It was noted, however, that cons0lidation would also lead to an increase in
grosq salary and that thdre were already several gross salary ~cales in effect, a
gros ; base salary scale, a scale of pensionable remuneration and a scale of gross
amounts of separation payments. It was noted furthermore that, in view of the
critical situation of the ~ax Equalization Fund, urgent action was required.

Recommendations of the Commission

119. In the light of the above considerations, the Commission concluded that the
proposal put forward by the working group would be the least disruptive under the
present circum~tances. It therefore decided to recommond to the General Assembly
that it should (a) maintain the current scale of staff asseSShlent for s~~ff members
with a depondent spouse or a dependent child for purposes of pensionable
remunerati~n and pensions, and (b) approve revised r~tes of staff ~ssessment to ~e

u~ed in conjunction with gross base salaries and the gross amounts of separation
payments, with one set of rates applying to staff members wit""' a dependent Apouse
or a dependent child and another set of raten for staff ~dmbers with neither a
dependent spouse nor a dependent child.

120. The proposed rates of staff assessment at the dependency and single rates for
use in conjunction with gross base salaries and the gr088 amounts of separation
payments, along with the rates for purposes of pensionable remunerati0~ and
pensions effective 1 A~ril 1987, are shown in annex VI. The proposed base salary
scal~ and scale of sepdration paymonts showing gr08s and net amounts at the
dependency and single rates are shown in annexes VII and VIII. To ~lve the
organizations sufficient time to make the necessary changes in cheir staff rules
and/or regUlations, the Commissi.on recommended that the proposed changes in the
scale of staff assessment, as well as the consequent changes in the base salary
scalA and in the scale of arnour.ts of separation payments, should be introduced with
effect from 1 April 1988.

121. In making this recommendation the Commission emphasized that the sole
objective of the proposed change was to increase the revenues of the Tax
Equalization Fund. The proposed measure would invol.ve no change in current net
base salaries at the dependency rates nor in the current net amounts of separation
payments at the dependency rates and only minor changes in current net base
salaries and net amounts of separation payments at the single rate. The cost
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implications were expected to lw neqligible. In view of the concerna expressed by
several members of the Commi88io~, it further recommended that the application of
the proposed measure should be closely monitored to en8ure that it had no
unexpected consequences.

122. The Commission recalled that in its Bevent~ annual report it had Wau9gested
that the Assembly might wish to renew its request to Member States that (had) not
done so to take appropriate action to exempt their nationals from income taxation,
which could lead to the abolition of the Tax Equalization Fundw• 21/ The General
Assembly had made a request to this effect in paragraph 5 of its resolution 39/27.
Thus far, however, there had continued to be a need for the Tax Equalization Pund.
Un~er the circumstances and in view of the current difficulties faced by the Tax
Equalization Fund, ~he Commission had d~cided to make the present recommeniation on
~hich it had reservations, but which it considered less disruptive than
consolidation. Therefore, in the 1igh~ of its views in the matter and of the
statements made by the organizations and the staff repres~ntatives, the Commission
strongly appealed to the General ASgembly to take the necessary action to avoid a
recurrence in the future of e present difficulties of the Tax Equalization Fund.

5. Establishment of irade equivalencies and compariB~

remuneration between the united States fedelal civil
service and the United Nations

123. At ita twenty-fourth session, the Commission had identified a number or issues
related to th~ current grade equi~'alency st~dy for which it had requested further
information. That information was provided at the twenty-fifth se88ion for he
Commission's review on the following issues:

Ca) Senior Executive Service (SES) pay comparisons,

(b) Assistant Secretary-General (ASG) and under-Secretary-General (USG) grade
oquivlllenciesJ

(c) Grade equivalencies of translator positlonsJ

(d) Results of further consultations for checking the validity of the
comparison,

(e) The ~ffect of different lengths of career in the two services on average
salaries proposed to be used in comparisonsJ

(f) The use of weighting t~chniques in the comparison process.

Views of th~ganizations and the staff representatives

124. The Chairman of CCAQ, while noting the inherent difficulty of inclUding in the
comparison jobs based on a "rank-in-person" approach, saw "~ technical
justification for udng an average of SES grades in the remuneratioll comparison
process. The Commission should use the salary levels ot actual SEa posJ.tions,
which, under normal circumntances, would yield a valid comparison. With regard to
ASG/USG positions, further investigations by the ICSC secretariat had confirmed
that ASG and USG positions in the common system were not really comparable to
apparently similar positions in the comparator's administration. A variety of
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factors had led to that cunclusion: <'I a fennC'.lS in organizational atruuture and
scope of tasks, the lim.l.ted size of the sample, the difficulties presented by
comparing jobs based on a rank-in-person approach, and the influence of politic~l

factors at those levels. Those factors demonstrated conclusively that ASG and USG
positions must continue to be determined by extrapolation. Translator positions,
OCAQ noted, shOUld be excluded from the grade equivalency study, since further
attempts to find a sufficient number of comparable United States positions had
proved unsllcce8sful. CCAQ also noted that, following further testing of the MaRter
Standard by classifiers of. the United States Office of Personnel Management, a rate
of confirmation of 75.8 per cen~ I ad been reached. CCAQ, rt~alling that a
confirmation rate of 75 per cent would be acceptable to the Commission, conside~ed

this to be satisfactory. On the issue of the effect of career length on average
remuneration, CCAQ was of the view that, provided the information supplied on
average remunetation was not biased by career length, there was no need to consider
career length in more detail for the purpose of comparing net relnuneration.
Lastly, on the question of weighting techniques, CCAQ reconfirmed its preference
for the square root weighting formula.

125. The representative of FICSA expressed appreciation for the completion of
studies on outstanding issues, which had permitted the Commission to reflect the
results of the equivalency study in the margin calculations. with regard to
questions that were still open, FICSA favoured the use of actual SES positions for
salary comparisons, noting that one of the major problems in this comparison had
resulted from tho artificial compression of the scale on the United Statos side.
FICSA considered that the inclusion of ASG and USG equivalencies was not a
priority. The findings of the ICSC secretariat confirmed the position of FICSA
that translator positions could not be incluaed in the comparison because of the
very real differences in job content in the two services. The representative of
FICSA expressed the view that differences in career length would be more
appropriately taken into account in the total compensation study, where they had
been reflected originally. .'ICSA reiterated its disappointment that the Commission
had decided to eliminate that aspect in the total compensation comparison.
Differences in career lengths could not be dealt with by reviewing the
organizations' policies that determined career progression. Lastly, to be
consistent with the 1978 comparison, the square root formula shoul.d be used in the
weighting scheme.

Discussion by the Commission

126. Commission members appreciated the fact that, as the SES represented a
rank-in-person classification system, this created difficulties in comparing
relevant remuneration levels of united Nations/United States officials in
equivalent positions. They also agreed that the use of average salaries for the
entirE' range of SES pay levels should be uoed for comparison pr. ,'loses, since it
would have the desirable effect of reducing fluctuations in gran ...g patterns from
one grade eqUivalency study to the next one.

127. The Commission realized that there were significant difficulties in coming to
any conclusions about the equivalency of positions at the ASG/USG levels.
Nevertheless, it decided to keep the matter under study.

128. Recognizing the difforences in job content of equivalent translator postA and
the lack of a meaningful number of United st~tes federal civil service translator
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positions, all but one member considered that translators should not be included in
the comparison process.

129. With legacd to the results of consultations between the ICSC secretariat and
officials of the United States Office of Personnel Management on the validity check
of the grading exercise. the Commission was pleased that a more satisfactory rate
of agreement between the classifiers in both services had been achieved as a result
of the flut~er consu1tat ions.

130. The Commission note,1 the secretariat' s effort to obta in relevant
length-of-service data fer comparator jobs included in the study for purposes of
assessing the effect of le~gth of service on average salary calculations. It
further noted that the comparator's personnel data systems did not contain such
information.

1?1. In addressing the issue of weighting techniques to be used in calculating
average salaries, it noted its decision in the 1978 grade equivalency study to use
the square root weighting technique to reduce the dominance of jobs with
significant numbers of incumbents.

Conclusions of the Commission

1l2. Tbe Con mission decided:

(a) To use average SES salaries in remuneration comparisons,

(b) To keep under study the equivalency of ASG/USG levels,

(c) 'fa exclude tranalato! positions from remuneration compar 1sona,

(d) To note the more satisfactory rate of agreement of the validity check,

(e) To conclude the review of the effect of career lengths on average
salaries, noting the lack of dat~ on which to base an appropriate evaluation,

(f) To use the square C00t weighting technique in the calculation of the
United States federal civil service salaries representing the (Jnited Nationo common
system grade averages.

6. Supplementary payments

133. At lts twenty-sixth session, the Commission reviewed a document and a note
prepared by its secretariat as well as a note presented by ~ICSA on the iSBue of
supplementary payments. This issue was raised by FICSA at the twenty-fifth
s9ssion, and the Conunission had requested its secretariat to co.l~ect for itR
consideration further information on the nature of and specifi(: reasons for ~uch

1-'dyments.

Views of the orqanh!tions and the staff representatives

134. The Ch,) i l"lIh)n of CCAQ stated that the quest io ',8 of supp lementary payment:; dl\d

mandatory deductions from salaries had already been examined hy the C()mmi~Rion on
previ.ollB occanions. Hf> aaid that the executive heads continued to he concernpd hy
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these pra~t.lcHs, WhlCh undfHmlIH!<i thf! i.ndependl'ncf· 111 th.~ Il1t,·rn.lt \<111011 ('lVll

service. The founders of the Uni ted Nat ions system cart« inly never thought that
such deviations would occur or intended thpm to do BO. He observed that the
primary responsibility for their removdl remained with the Member StateR concerne~.

but CCAQ welcomed all initiatives to this end. CCAQ would foUm. with great
interest the progress of the responsas to the Commission's correspondence.

135. The President of FleSA recalled that FleSA had requested Icse to deal with
supplementary payments since an increasing number of lJnderrepresented Member States
had found it necessary to make such payments to attract their nationals to serve in
the international organi~ations. The same Member States de~lared that the level of
~ntitlements in the common system was too high. The practice had been growing in
view of the loss attractive conditions of employment in the United Nations system.
The need for supplementary payments proved that the Noblemaire principle was no
longer respected. In its note FleSA had prov!ded information on three Member
States that had official texts on these payments. In addition, FICSA had heard
that other Member States, such as Canada, Franc~ and some Nordic countries, made
certain paymentF, mainly te staff in New York. FICSA was extremely concern~d Rbout
those practices, which underw"ned the independence and integrity of the
international civil service. Tho solution was not only to cOl\demn M~mber States
that mad~ supplementary payments but also to bring the remuneration package at all
duty stations to such a level tnat it would attract nationals of all countries.
FIeSA was equally concerned about the practice of some Member States of imposing
deductionH on th~ salaries of their nationals working in United Nations system
organizations. Unfortunately, it had not been possible for FICSA to obtain
official texts on the subject.

136. The represcp' " '.ive of CCIStJA was extremely concerned that, in open violation
of Uni ted Natiml/J Staff Regulation 1. 6, cer ta in Member States aWl:lrded supplementa r :

payments to their nationals employed in the common system. This practice
compromi3ed the independence of the international civil service and created
distortions and inequities in the conditions of work. While proving that
remuneration was inadequate, it was all t:he more difficult to countenance, as 90me
of the Membpr Slates concerned were the very ones who harl advocated a reduction of
slaff entitlements.

137. Regarding the correspondencE' between the ICSC Chairman and execut.ive heads of
the organizations, the representative of ICAO stated it would be impossible to
.:>bta in meaningfUl informat ion from staff members. Although leAO had made some
extra efforts by approaching senior staff members, no additional information had
been provided, and the lCAO representative wondered what use could be made of S\lch
information. He agreed with FICSA that the solution would not be to condemn Lh~

Governments involved but rather to point out the inconsistency in their position
when they opposed improvements in conditions of service and even pushed for
reductions in staff entitlements. In ICAO'S view, the fact that three major
contributors fount) it necessary to make supplementary payments (proviclecl tl still
did) was sufficient indication to make a case for an increase in salaries.

138. with re~ard to the information req,ested by the Iesc Chairman on staff
provided on loan by Govf:rnments, WHO mentioned that it had only supplied dat.a
referr:ing to reimbursable loan agreements as requested, but that it also had a
~omparable number of staff on the basis of non-reimbursable loans.
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Discussion by the Commission

139. The Chairman explained that in 1981 when the Commission had considered thin
issue, he had written only to the three Member States that had legal arrangements
for su~plementary or equalization payments to their nationals during or after
employment in the United Nations system. This time he had re~uested information
from 155 Member States whose nationals served in the common system organizations,
as well a6 from heads of organizations.

140. The Commission was informed that ~~ Member StaLes had replied at the time this
item was being discussed. One country lIad responded that it currently had no
nationals on the staff of the organizationsl 31 Member States had replied that they
did not make suppleme~~ary payments and three had referred the matter to their
capitals. The United States of America had indicated that it continued its policy
of not making supplementa~v payments during the employment of U. ited States civil
servants by common system organizations but that it continued to make equalization
payments on the return of staff to government service after they had left the
common system or9aniz~tions, as was previously reported to the Commission in 1981.
It did not address the question of American nation~ls seconded on reimbursable or
non-reimbursable loan. Canada had indicated that, while as a gellerel policy it did
not provide supplementary pa~ents to its nationals serving in United Nations
organizations, it was providing financial and administrative assistance for housing
and related services to two senior officia~s on similar terms as was provided to
senior foreign servi~e officials. The Federal Republic of Germany had replied that
the Government ~xamined the arrangements for supplementary payments each year anew
in the light of changing pay structures in the Federal RepUblic of Germany and in
international organizations as well as currency fluctuations and the divergent
development of living costs. It was furthermore of the opinion that these
administrative measures were consistent with the wording, spirit, interpretation
and practice of the Charter and staff regulations and were not related to the
discharge of the responsibility of lhe United Nations staff members from the
Federal Republic of GeLmany. Most countries had indicated that they did not make
deductions from the pay of their nationals while employed by organizations of the
United Nations system. Some Member States had not addressed thi~ question, and
most lJermanent representatives had not replied to the question of reimbursabl e and
non-rEimbursable loans. Copies of the Chairman's letters to executive heads and
permanent representatives ar6 reproduced in annexes IX to XI to this re~rt,

toqether with a list in annex XII of Member State& who had replied as well as those
that had not.

141. The Ccmmission was also informed that 12 of the organizations had responded at
the time of the discudsion of this item (see annex XIII for further details). It
was noted li, H j he Uni ted Nations would l'eply soon to a number of specific
questions thaL ~~ce raised at ~ mo~ting with the Executive Secretary in May 1987.
~ile Commission noted the inform~,l consultations held by the secr~tariat wi th a
number of permanent ~i6rions to the United Nations in New York and the fact that a
few other Member states ,apart from the Federal Rp~ublic of Germany, Japan and the
United States of America, which had legal arrangements), provided assistance, in
the form of ac,.~omrnodation, to some of the ir nationals, Lspecially those at senior
levels, on an individual basis. The secretariat had also been informed of other
Governmente that were providing supplementary payments to officials seconded from
their Governments and had cought more specific information from France, Italy and
other Governments in this connection.
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142. The Commission noted with concern the growing number of countries providing
assistance to some of their nationals on an individual basis and the significar.c
numbers of staff on r.imbursable and non-reimbursable bases in some of the
organizations. It noted also t~at only two replios on these matters ha~ so far
been received from the Mqmber States involved.

143. Ono member of the Commission explained that the United States Government had
introdu'.::ed the system of equalization payments in 1958 as an incentive for fedEh'al
civil s~rvants to take up temporary assignments in international organizations.
Such allowances were paid in very limited instances, and no payments were made to
staff while employed by international organiz.tions. To be eligible fo~ an
equalization allowance an individual had to be a United states lIational c::\ 11
servant who had accepted employment with thb United Nations for a temporary period
and then had returned to the united States national civil service. About JUO utaff
members were on secondment in this way, of which only a minority qualified for
these pa~~ents on return. It was also noted that hundreds of international civil
servants from the United States were not eligible for these payments since they
neither came from nor returned to employment with the United States national civil
service.

144. The Chair"~n of CCAQ stated in reply to the Commission's concerns that to
deliver their programmes executive heade sometimes had to revert to solutions such
as reimbursable and non-reimbursable loans in order to be able to attr~ct the
required calibre of specialists. The representative of UNIDO indicated that his
organization also had difficulty in attracting high-calibre staff with industrial
experience from the United States, Japan, France and certain other countries. In
the field the situation was similar and his organization resorted to reimbuLsable
loan and non-reimbursable loan agreements to hire experts, it would not otherwise
be possible to meet the expectations of developing countries. He indicated that a
formal response to the Chairman's letter would be forthcoming.

l~S. The representatives of FICSA observed in respe 4 to comments made by mem~rs

of the Commission that FICSA also attached a great aeal of importan~e to the
independence of the international civil service. In searching for solutiona, FICSA
considered that an increase of remuneration would solve the problem.

Decisions of the Commission

14&. The Commission took note of the vari~Js clarifications provided. It
considered that, since most of the Member States and the organizati~ns had not y~t

supplied the requested information, every effort should be made to obtain this.
The Commission decided therefore to pursue the matter with ~ view to studying it at
its twenty-sevent~ session and re~orting further to the General Assembly in 198ij.
It wished, however, to inform the Assembly already at this stage of its concerns in
two areas: (a) the growing practice of countries to provide assistance to their
nationals on an individu~l basis while employed in ~ e United Nations syst~m, which
was in conflict with staff regulation ~.6 of the united Nations and corresponding
staff rules, stating that no staff member shall accept any honour, decorat~on,

favour, gift or remuneration from any GovernmentJ and (b) the use of reimbursable
and non-reimbursable loan agreements whereby staff were made available to
organizations on national (expatriate) conditions of service and the co~t of which
was either reimbursed or not to Member Stat~s. It also wished to recall to the
A~8embly the recommendatiolls it had mllde in its sixth, seventh and eiq',th annual
r~ports, in which it requested the General Assembly to take appropriate measures to
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remedy the situation and in which it recommended calling to the attention of Member
Stales that the practice of supplementary payments was unnecessary, inappropriate
and undesirable and, moreover, inconsistent with the provisions of the Staff
Requlations. These recommendations applied to all types of supplementary payments,
present and future. The Commission recalled in particulat resolution 37/126,
section 11, paragraph 2, in which the attention of Member States was drawn to the
fact that the p=actice of supplementary payments or deductions was inconsistent
with th& rrovisi~ls of the Staff Regulations of the United Nations and, therefore,
inappl'opr i J~,e.

7. Education grant

147. Consideration of this item had initially been scheduled tor the Commi&sion's
twenty-fourth session, but had been deferred first to its twenty~fifth session and
nubsequently to the twenty-sixth session. The Commission based its review on two
documents submitted by CCAQ, one prepared for the twenty-fourth session and
concerning the SCope, purpose and level of the grant, and the other providing an
updated basis for a review of the level of the grant based on oata on education
expenditure for the 198~/86 school year. On this bdsis, CCAQ recommended an
increase in allowable costs from the present level of $6,000 to $8,000, thereby
raising the maximum gr~nt from the present $4,500 to $G,Oao. Th@ organizations
also recommended that the maximum allowable costs for dis~bled children should
similarly be increased to $8,000, the existing rule of 100 per cent reimburaemp.nt
re~ainlng unchanged, that staff serving at locations where educational facilities
were not available or were deemed inadequate should be entitled to claim
reimbursement of boarding costs of up to $1,500 per year as an amount additional to
the maximum grant of $6,000, and that the existing currency floor provisions should
be ma inta ined. CCAQ further reconvnended that the above measures should be
applicable as from the school ye~r in progress on 1 January 1988.

Yiews of the organizations and the staff representatives

148. In his introduction of the document, the Chairman of CCAQ drew the
COl1lTlission's attention to the substantial. increase sinct! the last reviow of the
level of the grant, in 1983, in staff members' expenditure and in tuition fees at
schools commonly attended by children of United Nations system staff mpmbersJ over
17 per cent of staff had been exceeding the maximum alloWllble reimbursllhle amount
of $6,000 per year in 198~-1986. In terms of tuiti~' fees alone, i.e. nisreqardinq
othe. allowable costa, increases in local cur rency terms ranqed from 17 per cent at
Geneva to 85 per cent at Rome and 87 per cent in Par is. Aecause of present
exchange rates, the increase 1n education r:osts at all heanqllart~rs locations other
than New York and Montreal would be much higher if expressed in United StateR
dollars rather than in local currency. 'I'here was therefore ample justification for
an incl:ease in the level of the grant. tinder current proviBions, staff who were
obliqed to educate their children away from the duty station due to the
unavailability or inadequacy of educllt ional faci lities sometimes received
propor~ionately less, in the way of reimbursement of their educational expenditure,
than those with children who attended educational institution~ at or near t.hp duty
station. This was because the amount allowed for boardinq waR included in th~

overall limit. CCAQ considered that this anomaly neroed to be redl"f'R1\en for staff
membprs serving at duty stations with inadequate educational facilities. Thp
ob) {~t ive of the reconrnenoat ion of thf> orqani zat ions regard lng thfl CUT rf'ncy floor
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provisions was to ensure that staff members at all duty stations were treated
equitably.

149. The General Secretary of FICSA expressed support for the main conclusions
reached by CCAQ, while at the same time recalling the Federation's long-standing
policy that the education grant should be payable to all staff as a social
benefit. He noted that, while salaries had remained frozen, there had been a steep
rise in education costs. The increase in the grant proposed by CCAQ was in ~ICSA's

view indispensable and, indeed, overdue. with reg,.rd to the currency floo.':
provisions, FICSA suggested that the use of the 36-month average exchan~e r~te

projected to 1 January 1988 would be a more equitable formula, as it produced
increases in the t.otal currency maximum more in line with the increases observed in
the various countries. FICSA strongly supported CCAQ's proposal regarding the
8epa~ate reimbursement of boarding costs in the case of staff serving at locations
where educational facilities were not av~ilable or inadequate. Such a measure
would make it easier: for officials with child"en to accept assignment at a number
of isolated field duty stations.

150. The representative of CCISUA underlined the sharp increase in education costs
that had taken place since the last review of the level of the grant. The
available information provided ample justification for a significant increase in
the grant. CCISUA agreed that special consideration should be giv~n to staff at
duty stations with inadequate or non-existent educational facilities and supported
CCAQ's recommendation in this regarcl. In addition, CCISUA believed that the grant
should be extended to locally recruited staff on the basis of need.

Discussion by the Commission

151. The Comm 4ssion carefully revlewed the information before it regarding the
significant increase that had taken place since the last review in staff members'
expenditure on education and in tuition fees at schools commonly attended by staff
members' children. The Commission also noteri that there had been no increase in
the level of the grant since 1983. Based on the statistics provi~ad, the
Commlssion consider:-d that there would be justification for a revision of the level
of the grant. In its review of this item, however, the Commission found it
necessary to bear in mind decisions and recommen<l~t:ions in other ... reas and their
financial implications.

152. Some members of the Commission were of th~ view that, in the light ~f the data
presented, this issue should be given priority consideration. They believed that,
notwithstanding present ':>I\straints, the recommendation for an increase in the
level of the grant was in order. Unanimous SlJppOCt was expressed for an
improvement in the reimbursement provisions fOl staff serving at locations where
educational facilities were unavailable or deemed inadequate. While favouring a
recommendation for the benefit of staff serving at duty stations with poor
educatton~l facilities, some members were of the view that a small increase in the
level of the grant should be recommended at the same time. This would ensure that
staff at all duty stations were provided with some measure of relief. Because of
the current financial difficulties facing the United Nations system, however, most
members of the Commission preferred to defer a recommendation on the overall level
of the grant until 1988, rather than propose a partial increase at this time.
Several members of the Commission called for this issue to be given priority
consideration at its next review.
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151. 'l'hf! Commiasiol~ (lecUlec't to defer conrditf>rat.ion of thp. overall lfwel of th..
qtftnt. and related provisions to it H .luly 19tH. Be<w!nn. ltoweVf>r, it c'tflciitpcl to
rftcommend to the GE'neral Assembly that. the existing education grant provisions for
staff serving at locations where educational facilities were not available or were
deemed to be inadequate should be modified as from the school year in progress on
1 January 1988 to enable them to claim reimbursement of 100 per cent of boarding
coata up to $1,500 per year aa an amount anditional to the maximum grant of
$4,500.

154. The annual cost of this recommendation was estimated at $7~,OOO pAr annum
system-wide.

B. Matters relating to post adjustment

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

155. At its twenty-sixth session, the Commission considered the full report of the
twelfth session of its Advisory Committee on Post Adjustment Questions (ACPAQ).
The report dealt with various issues un post adjustment. Among the issues
considered were cost-of-living methodology, the rental subsidy scheme for both
headquarters and field duty stations, the separation of the effects ot inflation
and currency fluctuations, the elimination of post adjuBtment at the base, the
out-ot-area price progression factor and mUltiple exchange rates.

156. In introducing the report, the Chairman ot ACPAQ eXl>lained the recommendations
of the Committee and reiterated that the post adjustment system did work well in
the environment in which it Ilad been established, Le. with financial stability and
fixed exchange rates. The shift towards floating currencies and the instability of
the financial markets prevented a permanent and universal solution to a problem
that affected all aspects of the remuner.tion package. He explained that basic
salaries, post adiustment and other allowances were clr,sely interrelated and that
it was not feasible to deal with the P08t adjustment in isolation from the other
components. In the mean time, ACPAQ Gugyested a solution that could be implemented
indefinitely, although it was not universal.

Views of the organizations and the staff representatives

157. The Chairman of CCAQ referred to the view expressed by Ace that the search for
a ufliversally acceptable solution to the problem of the impact of currency
fluctuations on post adjustment should be puraued as a matter of urgency. The
organizations supported ACPAQ's recomrnen~ation for the use in the calculation ot
the out-of-area index of a basket of curlencies, which would better reflect the
expenditure patterns of expatriate s:aff members pending the study of its impact at
selected duty stations. He also supported recommendations regarding the
determination of rental SUbsidy thresholds and endorsed proposals regarding the
adjustment of the periods of reimbursement at h~ad4uarter8 duty stations to
corr.pensate for the ef.::ectR of the post arli\lstment freeze, following a review or thl'
administrat~ve implications of the proposed measures. CCAQ welcomed the proposalR
to improve the responsivenAss of the special measures for high inflation and the
continuous and steady devaluation of the local currency. The Chairman of CCAQ

-47-



noted that the organizations were firmly against the elimination of post adjustment
at the base, which would place a larue number of duty stations in a situation of
negative post adjustment and could only compound the operational and managerial
problems currently confronting the executive heads.

158. The President of FICSA expressed the Federation's disappointment over ACPAQ s
reluctance to contemplate lasting solut.ions to the problems ot the post adjustment
system at the present time. FICSA wished to be closely involved in the proposed
working group on the separ~tion of the effects of inflation and currency
fluctuation on post adjustment. She noted that ACPAQ had itself indicated that the
operation of the post adjustment system was made difficult by the definition of the
margin and the freeze. She supported the Committee's recommendations on
out-ot-area expenditures. Concerning the New York survey, FICSA express~d its
reservations about the method used to deal with housing expenditure and tor this
reason could not commit itself to accepting the results of the place-to-place
comparison. FICSA requQsted that the Commission make the floor and ceiling
symmetrical within the current RCF system. FICSA restated its opposition to the
elimination of post adjustment in New York.

159. The repr~sentative of CCISUA drew the Commission's attention to the question
of the RCF and the upcoming round of place-to-place surveys, two issues that he
considered highly interrelated. This relationship raised the central question of
knowing what exchange rate and, consequently, what level of take-home pay th9
Commission was prepared to accept and ~efend. Concerning the former, he noted
that, while the RCF recog~ized the prublem posed by the decrease in take-home pay
due to the decline in the value of th~t dollar relative to the local currency at a
given survey date, the implementation of the scheme was arbitrary. On the one
hand, the lower limit at which the RCF was trigger.ed was b~sed on an appreciation
of 20 per cent or more of local curtency, on the other, the upper limit was set 6t
the exchange rate prevailing at the time of the last survey. This, he stated, was
not a balanced approach. It was imperative to develop a scheme that. would [·emove
uncertainty, stabilize the system and enable staff in tt~ Professional and higher
categories to undertake normal, long-term planning. He noted t.hat each time a
survey ~as conducted the result was a decreaso in take-home pay_ Therefore, the
staff, having accumulated losses for the past 13 years, were opposed to any new
round of surveys unti~ the &ffects of inflation and currency fluctuations were
separated out in the post adjustment system. C~ISUA supported the r~commendation

proposed for the rental sl,bsidy scheme and opposed the eliminaHon of the post
adjustment at tne ba~e.

1. Review of the cost-ot-living survey methodology

Conclusions of t~!nmiBBion

160. The Commission a~)proved several recommendations that had been made by ACPAQ on
methodological changes. The revised methodology incorporating these changes
dealing with education coats, domestic service and housing costs, measurement of
out-of-area non-cons~mption expenJitures and automobile purchases will be used to
carry out future cost-of-'living surveys.
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2. Review of the rental subsidy scheme for headquarters
and non-headquarters locat~

Discussion by the Commission

161. The Commission noted that, during the period of a free~e on remunera~ion

levels, a regressive forwula on rental subsidy reimburaement levels at headquarters
locations had meant 10s8 of take-home pay to newcomers whose rents were
substantially higher than the average rent ~aken into account in the det~rmination

of the post adjustment. At field duty stationE, extremely h~gh rents had resulted
in the inflating of threshold levels.

Conclusions of the Commission

162. Th. Commission therefore decided that:

(a) For determining rental subsidy thresholds at field duty stations, all
extreme r.ents should be excluded by using only those rents in the interval defined
as the average rent plus or minus two standard deviations. For the calculation of
aver&ge rent in determining rental subsidy thresholds at ~uty stations in Canada,
the United States, as well as at all headquarters and some of the other duty
stations in Europe, 22/ the rents of staff members who ha~ been at the duty station
for less than five years should b~ excluded)

(b) In all locations, a maximum margin of 20 per cent should be applied to
rent-ta-income ratios on a graduated scale in order to arrive at rental iubsidy
t.hresholdsJ

(c) At the duty stations in Canada, the United States, as well as at all
headquarterA and some of the other duty stations in Europe, 22/ the reimbursement
rates should be fro~en during the period of a freeze on the post: adjustment in
New York. As long as the current freeze on th~ ~ew York fast adjustment continues,
the rate of reimbursement shOUld be reinstated as at the date of implementation of
this recommendation (1 August 1987) dt the level applicable either whon the freeze
was applied (1 December 1984) or when the officials concerned elltered in service,
whichev8[ comes later. When the freeze endR in New York, the normal operation of
the scheme should be resumed at all duty stations ~f{ected and the level of
reimbursement below the restored lev,.l. should be llpplied for 12 months. Normal
phasing-out procedures should be appliea thereafter. There should be no
rotroactive payments.

163. The above decisions would becom~ effective 8S at ] August 1987.

164. 'rhe CnmllliuRion noted that thf' financial impl ir:Btiona of the above decis ions
woulcl be $3'10,000 for the n~xt .. 2 months und that there -..IOuld bt' no financial
impL ieat iOlw HwrC'aftpr.
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3. Effects at inflation and currency fluctuations on the
post adjustment s~~~

(a) Revision of the methodology Cor the calculation of the out-at-area price
progression factor

Conclusions ot the Commission

165. The Commission decided that the out-at-area price progression factor should be
calculated on a monthly basis. The progression factor should provisionally be
based on a ~asket of currenciea comprising those included in the European Currency
Unit (ECU), together with th~66 of Austria, Honq Kong, Japan, the Scandinavian
~ountries, Singapore, Switzerland, the United Kingdom and the United States.

166. The Commission requested ita gecretariat to carry out a epecial survey of
out-of-area expenditure, both ~onsumption and non-consumption, in order to enable
the Commission to adopt appropriate indicators for updating consumption
expenditures and non-consumption cO~ffiitments. In the mean timo, the out-of-area
progression factor, as revi~ed, should be applied for updating out-of-area
consumption and non-co~sumption ex~enditures on a triHl basis for one year. The
Commission decided that the implementation date for the new out-of-area factor
would be 1 September 1987.

(b) Procedures to min imize the effects of ~ur fency fluctuations on take-home pay

Discussion by the Commission at ~S!-~w~nty-fifth session

167. The Comrt.ission recalled ha conclusion at its twenty-fourth sesaion that a
resolution of this long-Rtanding problem was urg~nt. It noted that the problem was
due to the regressivity in the amounts of post adiustment per index point and to
the out-of-area component, which was calculated on the basis of a basket of
convertible and non-convertible currencies. Fluctuations in net take-home pay in
local currency terms occurred when post adjustment classit.icatioP9 were revised for
changes in the exchange rate of the local currency vis-a-v~ the United states
dollar, reSUlting in considerable instability in the level uf take-home pay in
local currency terms. Earliar decisi.ons of the CommiABion concerning thil:1 matter
were reported to the Uenera1 AUl:lllmbly in the Cornrnission'H twelfth annual report. ~3/

168. At itl; twenty-fifth sesslLll, the COlOmission not~d that the pr<x:edure entililinq
the application of the RCF had produced desirable rNlUltR in moHt instanCefq
however, in a sma 11 number of count.r ieB, because of the cont inueo •.lOci Biqni f ieant
devaluation of the United States dcllar yiu-it-vin local cunencieH, BomEl probhlms
still remained.

~)iscu8sion by tlw CornmiH:..don at ~ tS tw«:'nty-Bixth He8sion

169. At its twenty-sixth HRsBiun, the ~ommi8Hion examined thF requeHt from the
organizations to apply Hoor prl)tp.ction measures in countries where the United
States dollar had devalued viR-~-vi8 the local currencies by 10 per cent and t()
dpply the fJilmC 10 per cent ceilinq f.)r the determination of a ceilinq on pay in
,:ountriI1l:) when· tllll dllll.ar had olppr'·!<:idtt~d by mOle thc..lll 10 (It!r t;(~llt with ref;pect. h)

the rate ot exchanqe in ettect.lt the timl! ut" the lilBt plolce--t.o-place Burvey. 'l'he
Commisl::lion was howlIv(H of the view that its approval of t.h(~ reviRed l)rocedure for
the calculat.ion of tht! Ollt-of -arf~a pr ic(-! prlxlI eS~lion factor r(,'commended by ACPAQ
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~nd the use of the resulting cut-of-area price progre~sion factor in the
calculation of RCF and fl(~r protection amounts would result in further relief for
Btaff at duty 8tat~ons where the RCF and floor protection measures were currently
being applied. It therefore could not agree to the floor protectiQn at 10 ver cent
devaluation of the United States dollar aa proposed by the organbations.

Conclusions of the Commission at its twenty-fifth session

170. At its twenty-fiftn session, the Commission decided that, in countries where
the RCF was applicabl~ and the United States dollar had devalued in relation to the
local currency by 20 per cent or more since the last place-to-place survey, the
following procedure should be applied for a period of five months with eff~ct from
1 Apr 11 1987:

(a) An exchange rate r~sulting trom a 20 per cent ~e"aluation of the 1~lIited

States dollar vis-~-vis the local currency since the last place-to-plac~ surv~y

should be calculated,

(b) Net take"home pay (net base salary plus post adjustment less pension
contribution) in local currency correoponding to the post adjustment cla.sification
(inclUding the RCF) at the exchange rate in (a) above should be determined,

(c) If the United States dollar d.valued below the rate described in
paragraph (a) above, then the post adjustment classification should be determined
in such a way as to enDure that the resulting net tak~-home pay in local currency
did not fall below the level as described in (b) above.

171. The Commission also dec •.ded that, for the countries falling in the above
group, net take-home p~y in local currency corresponding to the P08~ adjustment
classification at the exchange rate applicable at the time of the last
place-to-place survey should be determined. Should the United Stat.s dollar
revalue durin9 the period of the application of the ad hoc measure and reach a
level above the exchange r~te applicable at the ti~e of the last place-to-place
survey, the net take-home pay should not be allowed to rise above the level
determined at the survey exchange rate.

172. The Commission specified that the decisions outlined above should be applied
with effect from 1 April 1987 until the end nf August 19&7 by all participating
organizations and at all duty stA,ions affected. It also reiter~ted that the
decisions takpn at ita twenty-fourth session regarding the RCF should be applied by
all organizations of the common aystem, inclUding those that had not yet done 80.

Conclusions of the C0rt~ission at its twenty-sixth session

17:1. At ita twenty-aixth oe8f1ion, the CommiA8ion decided that I

(a) The out-(}f-ar~a tJr ice progression factor reault 1n9 from th~ application
of the procedure approved by the Commission at itu twenty-sixth aessi~~ should be
used for the calculation of the RCF for all duty stations where the RCf procedure
appliesJ

(h) 1'h., floor protection .,mounts estahlished in accordance with t.ht' procedure
apprOV(H) by the Commission at itA twenty-fifth ne88ioll should be re-calcUlated
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after taking into account the effects of the revised out-of-area price progression
factor procedure,

(c) A ceiling on the pay in countries where floor protection procedures are
applied should be determined by reference to the rate of exchange resulting from
20 per cent revaluation ot the united States dollar vis-~·vis the local currency
with respect to the rate of exchange in effect at the time-of the last
place-to-place survey,

(d) Tha revised RCF, the floor protection amounts and the ceiling provisions
referred to in subparagraphs (a) to (c) above should be used for the detecmination
of post adjustment classifications of duty stations affected as at 1 September 1981.

174. At ita twenty-sixth session, the Commission decided that a small wcrking group
composed of staff of the ICSC socrAtariat and the representatives of organizations
and staff should be established to study the problems connected with the separation
of the effects of inflation and currency fluctuations in the post adjustment
system. The Commission noted that several proposed methods/solutions for dealing
with the p Jblem had been submitted to ACPAQ and the Commission itself. These and
other possible solutions that the working group itself might develop should be
evaluated in tarms of their technical soundneSS and practical implications. At the
same time the group should also invostigate the feasibility of a long-term and a
generally a~plicable solution. The findings of the working group should be
submitted to the Commission at its twenty-seventh session to be held in
March 1988. On the basis of the report trom the working group and additional
information, as reqUired, the Commission would revert to this matter at its
July 1988 session with a view to arriving at a long-term solution. The decisions
of the Commission outlined under paragraph 173 above should r.emain applicable until
the Commission reviews this matter at its July 1988 session.

175. 'l'Wo members of the Commission wel'e of the view that the mandate of the working
group as outlined under paragraph 114 above was too broad and that the composition
of the working group was not balanced.

116. The financial implicalLons of the decisions taken by the Commlsmion at its
twenty-fifth and twenty-sixth sessions regarding the RCF, the floor protection
procedure and the use of the revised out-of-area price progression factor for the
determination of RCF and floor protection amounts would amount to $5.5 million
per annum at the exchange rateD in effect in July 1987.

4. Study of the possibility of eliminating the post
adjustment at the base, New York

Discussion by the Commission

177. In response to the request made by the General Assembly in resolution 40/244,
section I, paragraph 4, the Commission cnnsidered the issue of the possible
elimination of vast adjustment in New York. The Commission examined the results of
the detaj.led study carried out by ACPAQ in thib regard and noted tha~ ,he small
number of advantages resulting from the elimination of the post adjustment at the
base would be far outweighed by a large number of disadvantages. The Commission
noled that the request of the Assembly to study the possibility of eliminating post
adjustment in New York was made at a time when the Assembly was concerned about the

-52-



level or tho margin. A range for the margin had since been established and a
procedure was in place that enabled the Commission to operate the pc>st adjustment
system within that defined margin range. As the Assembly had noted, the procedure
used by the Commission for tho operation of the post adjustment system within the
margin range had produced the desirable results. Consequently, the elimination of
the post adjustment at the base, which was prompted by the Assembly's concern as
outlined above, would not appear to be warranted at this time.

Recommendation of the Commission

178. The Commission therefore recommended to the General Assembly that, for the
time being, the post adjustment should be maintained at the base of the systam,
New York.

5. Review of the operational aspects of the post
adjustment system

Discussion and conclusions of the Commission

179. The Commission approved for implementation effective 1 August 1987 the
recommendations of ACPAQ on the special measures foe high ~nflation and for
continuous and steady devaluation, which were intended to harmoni7.e the curront
methodology and strfl.:tlliline tile procedures currently applied.

180. The Commission noted that the financial implication of the above decision wiLL
be $250,000 per annum.
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CHAPTER IV

REMUNERATION OF THE GENERAL SERVICE AND RELATED CATEGORIES

Survey of best prevailing conditions of service at Vienna

181. As part of its responsibilities under article 12 of its statute, the
Commission conducted a survey of best prevailing conditions of service for the
General Service and related categories at Vienna. These are found in a document
prepared by its secretariat (ICSC/26/R.8) and a note prepared by the administration
of UNlDO for the twenty-sixth session of the Commission (ICSC/26/CRP.9). The
resulting salary scales recommended to the executive heads of the Vienna-based
organizations are reproduced in annex XIV to the present report. The financial
implications of these recommendations amount to approximately $4 million per annum.
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C~P~RV

CONDITIONS OF SERVICE IN THE FIELD

A. General considerations

182. At its twenty-sixth session, the Commission examined documentation regarding
conditions of service in the field of the Professional and higher categories
submitted by its secretariat. A brief summary of the action taken by the
Commission since its early days with regard to the conditions of service in the
field was also provided. The Commission was informed that, in spite of these
improvements in the overall remuneration package for field staff introduced by the
Commission over the years, the administrations of the organizations with staff in
the field were experiencing serious problems in the recruitment and retention of
staff, especially in recent months.

183. A summary of the representations received by the secretariat of the Commission
both from administrations of organizations and from field representatives and field
~taff regarding the levels of post adjustment applicable at a large number of field
duty stations were brought to the attention of the Commission. It was pointed out
that, as the post adjustment was the most significant variable element of the
remuneration package, in many instances the overall remuneration package at duty
stations with low or negative post adjustment classifications was considered by the
administrations and staff to be inadequate. The Commission was also informed that,
on the basis of the preliminary findings of the secretariat, the remuneration
package applicable to United Nations officials from the Professional and higher
categories in the field did not compare favourably with that offered by the
comparator civil serVice, the united States federal civil service, to its employees
stationed abroad. In this regard, it was noted that the secretariat had carried
out its comparisons on the basis of what would have been paid for jobs similar to
those performed in the United Nations system and that the comparisons in no way had
taken into account the benefits to the United states foreign service personnel.
The Commission was informed that, on the basis of the information provided to the
secretariat, it appeared that the remuneration packages of some of the other
bilateral aid programmes as well as other international organizations also appeared
to be SUbstantially more favourable than that offered by the United Nations
system. Specific instances regarding recruitment and retention difficulties at
different duty stations were brought to the attention of the Commission by way of
examples. Proposals for short- and long-term solutions to the problems currently
faced by the organizations were outlined by the secretariat.

Views of the organizations and the staff representatives

184. During the courSe of the Commission's consideration of this matter, the
Associate Administrator of UNDP addressed the Commission. At the outset, he stated
that his remarks did not reflect solely the needs and sentiment of one
organization. He assured the Commission that, while he was speaking as the
representative of UNDP, his remarks were shared by all organizations of the common
system that have a stake in the work of the united Nations common system in the
developing countries. He added that, while the Commission had done a lot over the
years for the improvement of conditions of service in the field, much remained to
be done. A very serious state of affairs existed in the field and the
orqanizations were facing a situation of crisis proportions that was threatening to

-55-



negate the positive efforts of the Commission and, indeed, to undormine the vital
work of all United Nations organizations in the field. As thIs matter was of
serious concern to the executive heads, it had figured prominently in the June 1987
special session of ACC. It was in the light of the difficulties faced by the
organizations that ACC and the Secretary-General had placed particular emphasis on
the conditioos of service in the field.

185. The Associate Administrator of UNDP referred to the important man~~te

entrusted to the United Nations family of organizations by member G0vernments.
This requl{Qd that attention should be paid to t~Q problems of foce shortages, the
outbreak of new diseases, the chronic prot:-lems of wldespread unemployment and a
debt crisis of unpre~edented proportions, to name but a few. He added that the
United Nations systAm was facing these challenges on ~ daily basis with
imagination, boldness and effectiveness. The United Nations organizations bad been
and must remain at the cutting edge of developm6nt. The organi~ations were
current17 in danger of not being able to recruit and retain talented dnd motivated
men and women who were needed to carry out the mandates of the Member states. In
this r~gard, he informed the Commission of a sucvey recently carried out by UNDP
and provided summaries of the information gathered from this survey. 'l'hltse resultg
had convinced UNUP that the organizations could not re~lis~ically hope to run a
successful. progranune 1f there was no significant reversal ill the situation of the
remuneration of the staff and experts at the field locations. Specifically, the
information collected by UNDP indicated that organizations were facing a seri0us
loss of experienued technical 8nsistt,nce personnel to competing agencies outside
the United Nations common system. Chronic delays in project implemt.nt~t~on were
one of the most serious consequences of the current difficulty, deterioration of
quality expertise being another. In some instances, it had become essentiRl for
organizations to resort to the use of remuneration arrangements outside the notmal
United Nations salary structuLe, thereby Ultimately resulting in much higher costs
to the organizations. Among the staff in the field there was a general feElling of
abandonment in their plight by the international system, and of being cornered into
a dead end in which no one listened to their problems or to their advice. All of
the above-r.,.:mtioned prohlems had resulted in a severe decline in the morale of thn
staff in the field.

186. Referring to the question of mobility, the Associate Administ.rator of UNDP
stated that, while mobility was not an essential element for some organizatlons, it
was the life-blood of others, such as UNDP. In this regard he noted that the
Commission had received specific proposals from the organizations regarding the
incorporation of a mobility element into the assignment allowance, and he expressed
the hope that this tJubstantial hut reasonable improveme:lt w0uJd receivl: t.he
Commis8 ion t s approva 1.

187. The Chairman of CCAQ warmly welcomed the positive and constrlJctiv.~ appro/.lch
taken by the ICSC secretariat to some of the more pressing problems faced by sttlff
serving in the field. CCAQ was in favour of efforts to obtain additional
information about the condi tions of employment of fared by other employera enCJag~d

i~ similar development activities as part of the comprehensive study suggested by
the secletariat. Thr orqanizations, however, would prefer to await the conclusions
to be drawn from the total compensation comparisons inclUding expatriate benr.fitA.
While the proposal of the ICSC secretariat concerning relief to be provided to duty
!'itat ions wi th low and negat iv:'! post adjustment. claslilif icalions through tht' post
adjustment f.ystem had been welcomed, the organizations hact submitted t.hf·ir own
lllterllat i ve proposal R fOl" ttlf' Commission t n conaiderat ion. Concern inq ltif'
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modifications suggested by the secretariat with regard to the rental subsidy
schema, eCAQ endotsed the use of actual tent-to-income ratios as rental subsidy
thresholds in locations with a post adjustment index below 122. CCAQ, however,
expressed aome concern wit~ regard to the elimination of rental d~ductions at the
same locallonu. Concerrling the secretariat's suggestion to raise from 75 to
100 per cent the education grant reimbursement level for the parents of children in
des ignated duty stations where no schooling facilities exist, the organizations
could not support this proposal. Concerning the reimbursement of boarding expenses
not covered within the basic limit of $6,000 up to a maximum of $1,50U relating to
education grant at the same duty station, the organizations had made similar
proposals to the Commission.

188. The President of FleSA recalled that the principle of purchasing power parity
and the system of post adjustments had been established at a time wh~n the economic
8ituation was much more stable than was now the case. She added thdt the
field-oriented organizations and those with large regional offices were having
problems recruiting, transferring and retaining staff in the field. FICSA entir~ly

agreed that international officials wrre not motivated purely by financial
considerati0na, but it had to be recognized that their counterparts in other
agencies showed the same humanitarian ideais. Consequently, the common system had
to offer competitive salaries if it was to attract the best staff. FICSA supported
the proposals of the secr.etariat regardinq relief to be provided to staff members
at duty stations with v~ry low or negative post adjustment classifications as well
as the recommendhtions concerning the rental subsidy scheme for the duty stations
fal Hng in the above category. The proposals regarding thf! educat ion grant and the
reimbursement of boarding cost expenses were also welcome by FIc..°!\.

11:19. 'l'he representative of eCISUA stressed the urgency of approvil'lg the proposed
interim post adjustment relief measures and in Lhie regard preferred the simpler
scheme of the leSe lIecretar tat. CCISU.\ also endorsed the proposal of the
organizations and l"lCSA for increasinq the assignment allowance in order tu reduce
the disincentive to serve in the field. It was noted that staff in many duty
stations have been experiencing L demoralizing absolute decline in take-home pay
and a relativo deterioration of the conditions of service vis-~-vis other
international orqanizationa and bilateral aid programmes. eelSUA also endorsed the
recommended improvement in the education grant package at duty stations where no
schex>ling facilities were available but WAS of the view that the implementation of
t:lll~ proposed chanqes in the rental suhsidy scheme should be further examined. The
r~pre8entative of CCISUA 6upported the comprehennive study regarding the conditions
of flervice in thf~ fiolo aa long as this WllR not qoinq to delay in Any way the
implemr.ntation of thp. emerqt>ncy rf"l ief mel\flUrp.A.

190. In it.s ('oflHicleultion of the 4eneral ilflpectR of conditions of service at field
dut.y Bt.~t.ionR, thp. Comlllisuion not..d the C()(\C~l'n ~xpresF.lf'd by tht> Secretary-General
un l)(o~holll o( ACC. 'l'tw Conunissiofl agreed in general with the executive heads that
tht, urqan i Zilt iooH of the common syat«~m IhiVe to compete on the open market to f \nd
thp HPf~cl"li:it akillA the~ nef>d in mL1ny diherent fields. l"rom the information
pll\ced bt!fore the CommiBsion by the Af.!-lociate Administrator of UNDP, it b"came
clt~iH t.o t.h(1 C',lmmiRBicn that '\t least in sorne instances the current remuneration
nyHt.mn f"t'Hllltn in "n oVt>rl,11 remlllltHl\tion packaqe that. m.,y not be sufficiently
(:ulllp('tidVt~ t.u It1crl.lit l\I\1t rp.t~in Ht.nfr of t.hf> rt'quLrp.d cl\l1brf" for service in tt.f"
I h' Ill. ('PIII'Pl/ln t'Xlll'I':;:1Pd hy thl' f')(PI'ul iVf! tWc'ldn Ill" tl't' orqllnizllt.iona with
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headquarters in Switzerland with large technicftl co-operation and/or humanitarian
proqramn.s to the Chairman and the Vice-Chairman of the Commission also bore
tostimony to the fact that in specific instances some immediate action on the part
of the Commission and the General Asoembly was essential.

191. On the basis of the information before it, the Commission noted that in a
lar98 majority of instances the difficulties faced by the organizations with
respect to recruitment, retention and transfer of staff could be traced to the
relationship of the overall remuneration package of United Nations officials at th~

duty stations in question to the corresponding packageE applicable at some of the
major headquarters locations, 8.9. New York and Geneva. The Commission further
noted that, at duty stations where the overall remuneration package waR
si9niflcantly lower than that applicable in New York or Gftneva, a greater number of
problems were faced by the organizations. As the post adjustment continued to b~

the most si9nificant variable element of the United Nations system of remuneration
as it applied to the Staff from the Professiollal and higher categories, it could be
l."Oncluded that a greatel' number of difficulties were faced by the organizations and
staff where the post adjustment classifications were significantly lower than that
applicable at the base of the system. The Commission therefore conclude~ that it
must concentrate its efforts on making specific recommendations to the General
Assembly vis-A-vis duty stations where very low or negative post adjustment
classifications currently apply.

192. As regards the speci ; measures to be recommended to thp General Assembly,
the Commission considered vari~u8 alternatives. A view was expressed that as, in
general, housing was the most significant element of the overall expenditure
incurred by staff members, the best way to address the si tU8tion would thtHefore hp
to compensate fully and 61rectly for the housing element. However, it was also
noted that, concurrent with such action, unless the housing element were taken out
of the post adjustment system, staff at some duty stations would receive a
significantly better benefit than those at others. Consequently, llnlehs an
in-depth study of the post adjustment system to determine the effects of the
exclusion of housing from the post adjustment system was lInd+Htaken, flome tmoma!outi
situations could arise. As it would be some time beforf' the results of Huch tl

stUdy were S'ubmltted to the Commission for its consideration, the Commir.~ion

concluded that it could not pursue this alternative at the present time. An
alternative view was also expressed that singling out only the housinq elem~nt as
indicative of the general problem for all duty stations was unrealistic Aince the
problems of field stations were of a diverse nature. Other elements, for instance,
out of area commitments of staff at some of th~ low post adjustment duty stations,
might be significantly more important than the housing element. Given these ba~lic

facts, a solution in the context of the post adjustment system would off,.r m()r(~

equitable pOBsibilitieA to staff in such duty ~tllti()nR. It nevIHt.hp.lf>fH1 requestl·d
its Recretariat to consider thil'l poHsibility <It th{\ earliN\t: oppo('t'lIllity (In!l
present the result.s of its findings to the Commi!Jsion as part <1(. th<, cOmprp.hl~nHI'JI~

study relating to the con1itions of service in the field that. the Commission had
agreed to undertake (see para. 195 below).

193. Tht· Commission also considered the possihility of recommendinq a Rpecial
allowance to be paid to stllff members at duty stations where low .'Ino neqat i ve pOHt

adjustments currently apply. In this reqard it waR HllqqeRh->d thtlt thf'l amollnt I),

the a) lowance wou ld vary in accordance wi th the cl if ference b,: t'o.een ttll~ np.t:
remuneration applicable at a qiven duty flt.!'ltion in relat ion to t.hilt ill' thf' hcJ~H~ or
the sYl:ltem; the qn'ater thf> diff(HfmCe l.Jp,:wP(ln HIP t'wn, till' h iqtll'r t h.. "mount Id
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the special allowance. The Commission concluded, however, that the creation of yet
another allowance that would vaty according to the post adjustment claasification
of a given.duty station could result in introducing further complexities into an
already complex system and might also result in some administrative dLfficulties.
The Commission was therefore of the view that this alternative alao r·tquired
further study. It accordingly requested its secretariat to study thi~ propos~l

further.

194. The Commission noted that the results of the above-ment~one~ studiea would ,ot
be available ~or the Commission's consideration for at lea.t one year. Since
serious difficulties were currently faced by the organizations and staff at some of
the field duty stations, it was essential that some sort of interim action pending
the consideration of the results of the proposea studies should be taken. In this
regard the Commission would have preferred not to introduce further modifications
to the post adjustment system. However, it noted that, in specific instances where
genuine difficulties were encountered as a result of very high inflation or
continuous and steady devaluation and/or abrupt and substantial devaluations of
local currency, as well as in instances where the devaluation of the dollar had
resulted in substantial losses in take-home pay, particularly i r some of the duty
stations in Europe, the Commission had resorted to modifications to the post
adjustment system. It therefore agreed that, as an interim measure, and panding
the outcome of its proposed further studies, it would make specific recommenrltions
to the General Assembly whereby sorne relief would be provided to staff at the duty
stations falling within the above-mentioned category. The Commission wished,
however, to emphasize that its recommendations to the General Assembly concerning
the modifications to the post adjustment system as outlined in paragraph 197 below
were to be applied as an interim measure and only in the case of a specific group
of countries outside Europe and North America. Furthermore, it had to be stressed
that the Conunission's recommendations, if approved by the Assembly, should not j,e
used as a basis for proposing similar mocHfications in the case of dlAty stations 1n
Europe and North America. It must also be borne in mind that at this stage the
Commission was not recommending a long-term fundamental change to the post
adjustment system and that its recommendations as outlined below, if approved by
the Assembly, should not be considered a basis for acquired rights by staff.

195. Having agr.eed to make some reconunendations to the General Assembly with a view
to providing interim relief to staff at duty stations having low and negative post
adjustment classification , the Commission turned its attention to finding
long-term solutions to the problem at hand. In this regard it decided to request
its secretariat to undertake a comprehensive study of conditions of service in the
field and submit th" results of that study to the Commission at: its twenty-e ighth
session. On the basis of the information to be provided by the secretariat, the
Commission would make spectfic recommendations to the General Assembly regarding
long-term policy on remuneration issues for staff assigned to field duty stations.
The Commission also requested its secretariat to study the specific problems faced
by the organizations with respect to recruitment and retention of staff for
technical co-operation and humanitarian a8~istance pr~rammes. As part of this
comprehensive study various alternatives for modifications to the current system of
salaries, allowances and benefits as it applies to united Nations officials from
the Professional and higher categories in the field should also be explored. The
Commission further requested its secretariat to submit to the Commission at its
twenty-seventh sesBion an J.nterim proqrt'BH report outlining the scope of the study.
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196. One mem~er of the Commission expressed strong objections ~oncernin9 the
decisions on amending negative and extremely low post adju~tment classifications
and their considerable financial implications. In his view the evidence and
calculations . resented in connection with this problem dirt not ptovide convincing
drguments that could support the need for taking any drastic measures prior to a
complete study of conditions of service in the field next year. p'urthermore, In
his opinion the proposed measures did in fact undermine the basic pr inciple of
equivalence of purchasing power ~1thin the post adjustment system. Such
significant measures should only be considered in the context of a complete review
of the post adjustment system that should form part of a general r~view of the
whole system of salaries and allowances of the common system.

Recommendations of the Commission

197. The Commission recommended to the General Assembly that effec~ive

1 January 1988:

(a) An index corresponding to the remuneration in New York adjusted downward
by 15 per cent should be calculated. For all field duty stations with a post
adjustment index lower than the adjusted New York index nentioned above, only
75 per cent of the difference between the adjusted New York index and the actual
post adjustment index of the duty station should be applied. The post adjustment
classitications of the duty stations falling in the above category should
~orrespond to the modified post adjustment index,

(b) In the application of the above formula, an absolute lowest limit of
multiplier minus 5 should be placed on the post adjustment clas~ifications,

(c) In the case of some fielc duty stations the post adjustment
classifications were substantially higher than that applicable at the base of the
system, New York, and the exchange rates were known to have remained constant in
relation to the United States dollar for the last several years. In thftse cases it
was determined that the high post adjustment classification was primarily the
result of the movement of. the local consumer price index. In these duty stations
only eo per cent of the difference between the actual post adjustment index of the
duty station and the post adjustment index corresponding to the remuneration in
New York should be applied to determine a modified post adjustment index. The post
adjustment index thUD modified should be used for the determination of the post
adjustment classification of duty stations falling in this category. These riuty
stations should be reviewed by the Iesc secretal'iat on a case-by-case basis ftnd
specific recommendations relating to those where post adjustment classifications
were proposed to be reduced should be submitted to the ICSC Chairman for his
approval.

Conclupions of the Commission

198. At the present time, within the framework of the rental subsidy scheme, there
were two disincentives that worked against the acquisition of expensive housing
only because rental subsidies were available. In the first instance the averaye
rent-to-income ratios at all dut~' stations were increased by a regressive malgin
formula to arrive at the rental subsidy thresholds. A further disincentive was
introduced by reimbursing only 80 per cent of the diLference between the actual
rent and the threshold rent calculated using the rental subsidy thresholds. with a
view to providing relief to staff members at duty stfttions where low post
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adjuetment classifications applied, and where staff members pa~d substantially
hiqher rates than the avecage rent taken into account in the post adjustment, the
Commission decided that, in the case of duty stations wh.re the poat adjustment
classification corresponded to ramuneration equal to the remuneration in New York
lesR the 15 per cent margin, the actual rent-to-income ratios with~ut any
adjustment should be used effective 1 August 1987 as rental thresholds for the
determination of rental sUbsidies. This action on the part of the Commission would
remove one of the disincentives mentiondd above and consequently result in higher
subsidies to those paying rents that '~re sub.tantially hi9t~r than the average
rent taken into account in the post adjustment system. This action on the part of
the Commission would not result in any financial implications.

199. The Commission noted that its recommendatlons regarding modification to the
post adjustment system as outlined in paragraph 197 above would result in financial
implications amounting to sorne '3.86 million per annum.

B. Assignment allowance

200. In response to a request of FICSA, the Commission considered the matter of the
ausignment allowance foe the staff frOM the Prof~q8i~nal and higher categories. In
order to enable the Commission to undertake an in-depth examination of this matter,
documents were submitted by both CCAQ and FICSA for the Commission's consideration.

Views of the organizations and the Btaf! representatives

201. The Chairman of CCAQ presented the organizations' proposals regarding a
modification of the assignment allowance to incorpcrate an element to compensate
for mobility. At the outset it was recalled that the original purpose of the
assiqnment allowance, which was to enable staff to obtain furniture or furnished
accommodation in lieu of household removal, was expanded in 1974 to include an
element for sc:srvice in the field. The organizations described ill their document
how the mobility requirements of the system have developed in recent decades,
without, however, such requirements being reflected in the remuneration package of
the United Nations common system. The organizations recognized the need to
compensate specifically for the disruptions and material losses resulting from
frequent and regular reassignments. They were of the view that the time had come
to recognize mobility as a necessary feature of servic, with some common system
organizations a~d to compensate for this factor accordingly.

202. 'rhe organizations did not propose an adjustment in the amount of the existing
llBsiqnment allowance, although they were convinced that a cas~ could be made for an
increDBe in t.he present levels of assignment allowance, which had remained
unchDnqed aince 1983. This was because the organizations attached higher priority
to the incorporation of the mobility element. CCAU, however, proposed a structural
change in the assignment allowance whereby the existing three-tier structure
(P-l/P-2, P-l/P-4, P-5 and above) would be replaced by the same two-tier structure
(P-l/P-4, P-5 and above) as is applied at duty stations outside Europe and North
America. A major change proposed by CCAO pertained to the introduction of a
mohilit.y element. that would be added to the basic level of the allowance. The
conditions linked to the payment of the mobility element were explained in detail
by the Chairman of CCAQ. At field duty stations the organizations proposed an
amount (plating to mobility elements for staff with dependants at $4,200, while for
t!lww without primltry dependants the amount proposed was $2,100. At duty Btatio"s
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in Europe and North America the mobility amounts proposed were $2,100 and $1,050 at
the dependency and 8ingle levels respectively. The organizations further proposerl
that the amounts of the assi9~ment allowanc~, inc1.uding the mobility element,
should be reviewed by the Commission every three years.

203. The Chairman of CCAQ 8stiroated that the cost of the mobility element and th~

change in the structure of the basic level of the allowance would amount to Bome
'7.82 million per year for the United Nations system. However, mindful of the
financial implications of their proposal and in order to limit the impact on the
organizations in 1988, CCAQ propo8&d tr~nsitional measures to phasing the enhanced
~evel of the as&ignment allowance in 1988 and subsequent yeara.

204. The representative of FICS~ recalled that the last review of the assignment
allowance dated back to 1983 and that eve~ the increase at that time had not
restored the purchasing power of the allowanctl to its original If'''e!. The presont
amounts of the allowance were no longer $ufficient to meet their twofold p"rpose,
i.e. to compensate for the arldilional cost arising from non-removal of household
effects and to constitute an incentive for service in the field. The united
Nations salary system had been conceived in conditions of a larg&ly expatriate but
non-mobile service. The expansion of technical cc-operation activities had
resulted in a growing number of highly mobile staff. At present no adequate
compensation, let alone incentive, existed for mobility, in particular for staff
who moved to duty station& that were less favourable as regards the conditions of
life and work than those of previous assignments.

205. FICSA's proposals on the assignment allowance were threofold. First17, the
eXisting differentiation by grade should be abolish6d since it was unnecesDary and
did not meet the purpose of. the .'lllowance. Secondly, in view of the need to
improve entitlements ror service in the field, th~ allowance should be increased in
duty stations outside Europe and North America to twice the amount payable there.
Thirdly, to create a true incentive to mobilJty the assignment allowance containing
the mobility element should be increased by 100 per cent. The modalities of the
FICSA proposals differed somewhat from those submitted bi CCAQ, while aiming at the
samo purpose. FICSA was of the view that the pha~ing-in approach proposed by CCAQ,
which made ~ distinction between staff reassigned before and after l January 1988,
was not equitable and would most certainly create problems of ndministration.

206. The representative of CCISUA endorsed the proposals made by FICSA with respect
to the basic level of the assignment allownnce as well as the enhanced levels
including the mobility element.

Discussion by the Commission

207. The Commission noted that, while both the CCAQ and FICSA proposals had one
COnur.on element, Le. that of the recoqnition of mobility, in a matter of det.lil
their proposals differed conBid~rably. CCAQ, on the one hand, while recognizing
the need for an increase in the basic levels of the assignment allowance, had not
proposed such an increase and had agreed to put iTlOre emphaRis on mobility.
FICSA's proposal, on the other hand, not only called for the recognition of the
mobility element but also requested increases in the basic levels of the
a I.lowance. 'rhe Commission <1180 noted that the li'IC~A proposal wou Id reRU It in
Bigni ficantly higher flnanci.ll lmpl ici,\i.ons in cun,par iRon to that made by the
orl/i\!llzations.
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~08. Following an examination of the information hafor.· it concerning the
QRAiqnment allowanc~ I\a well as the additional information provided by the
"rganizationfl for the Commisaion's mobility study (see paras. 310 to 323 below) an....
ll~ study relating to general considerations of the conditions of service in the
field (see paras. 1H2 to 199 above), the Commission was of the \iew that th~

highest priority should he ansigned to providing adequate levels of incentives so
dH to enhance the mobility of staff to duty stations in the field. As the
informilt ion prov ided by the organiz .... t ions as we 11 as by the Conrnission' 8 own
secretariat had laid greater emphasis on the problems currently faced by the
organizations with rospect to the recruitment and retention and the assignment of
staff to posts in the fi~ld, th9 Commission was of the view that a substantial
incent ive RhouM he provided through a hight'r level of assignment alllY;rlance to
include a mobility element for !'\taff in the fit"ld on reassignment. However, it
(~uld not find any JUHt ificat ion, at 1f'l:lst at thE> presAnt time, for the payment of
the increased level of the asstenrnent allowanCE> including the mobility element for
reassignment to headquarters duty stations in Europe anrl North America. In fact,
the Commission was of the viuw that thf!re should be a t:ignificant difference
between the levels of assignment allowance for staff members at duty stations in
~urope and North America and those at other field duty statlona. It neverthelesS
~qreed to the addition of a ~)bility incentive to the assignment allowance for
Professional staff serving in technical co-operation and humanitarian programmes in
duty stat. ion 11 outside headquarteCl:, in gurope at the discretion of executive heads.
The Commission recogni zed that, while some organ izat ions adher ing to a rout ine
policy of rotation among their staff members could, in some instances, face
cl if ficulties in ass iqn Ing the ir staff to headquarteHI locations from the field,
such problems were of a consi(Jerdbly less serio\JA nature than those experienced by
the organizations when staff were to he recruited or reassigned to field posts. It
also recognized that the reassignment, ret.ention and recruitment of field staff
would be better served th rough the granting of the mobi li ty incent ive to staff on
their second assignment to the field.

:l09. 'l'hc COlllTllsslon noted that the "'iald Service cateqory waR by nature a mobile
service and that staff were compensated throuyh comparison with the lInited States
1"ore ign Ser vice. The posl1ibl~ consi derat ion of the award of the mobi11 ty incent ive
or other allowances fO:l[ the Field Servict> cat.egory would be more appropr lately
reviewed after the COlmIlsui()n had completed its rf'view of thf~ remunerat.ion of the
Field Service category.

Conclusions of the Conmiol:Jion

;no. The ConvniBsion decided that:

(a) For utaf! ment>enl at P-l cH)() P-2 It1vels llBl:Iiqnl'd to duty stations in
Europe, the United Rtat:f"1:l a 1111 Canada, the basic amounts of assignment allowance
would be raised to $1,42~ and $1,800 for staff without dependants and with
depelldunta reBpect. ively. Consequently, the same amounts of ass ignment allowance
would become applicable to all staff members ill grad{!s P-l to P-4 assigned to duty
~tation8 in Europe, the united states and Canada)

(Il) /\t duty atations oUlside Europf~, tht! United StateB and Canada, the levels
of asnlqnment all{~clnCe arnoUntH would be inc[(~LUlf'd to tilt> follclWing leve.lB for
!:iLlf!" membt!rt.. meetin!} t.ht~ requirelnenbl outlilled lIndl.'l parllqrclph (c) belCM:
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Dependency rate
Single rate

P-l to P-4

$
7 200
4 500

P-5 and above

$
7 800
4 950

(c) The eligibility criteria with respect to the assignment allowance for
staff members a~si~ned to duty Dtations in Europe, the Unite~ States and Canada
would continue to remain the same as had been defined by the Commission earlier.
With respect to staff assigned to field duty stations, the entitlement to an
assignment allowance enhanced by a mobility element would be based on the following
principlesl

(i) Staff members in the Professional and higher categories eligible for the
assignment allowance who were serving at their initial duty station or
who had been assign~d to a second or subsequent duty ~tation but who had
less than five years of uninterrupted service with the system would
receive the basic level of assignment allowanceJ

(ii) Staff members in the Professional and higher categories eligible for the
assignment allowance who were serving at their second or subsequent duty
station and who had five or more years of uninterrupted service with the
United Nations common system would receive a level of the assignment
allowance that incorporates a mobility element for a fixed period of up
to four years for each assignment. The period of entitlement could be
extended for another year if the organization decided that the staff
member concerned must, due to the exigencies of the service, remain for
another year at the duty station. If a staff member at a particular
field duty station ceased to qualify for the mobility level, he/she would
revert to the basic level of assignment allowance for the remaining
period of eligibility at that duty station up to a maximum of two yearsJ

(d) In exceptional circumstances, the above system of two levels of
assignment allowance could be extended to staff serving in technical co-operation
and humanitarian programmes in field duty stations in Europe, provided sufficient
documentary evidence establishing the need for such extension were provided to
execut i ve heads J

(e) The implementation date for the changes outlined above with respect to
the system of assignment allowance would be 1 January 1988. The transitional
measures outl ined below would be uaed for the purposes of phasing in the enhanced
level of the assignment allowance includ ing the mobi li ty element:

(i) From 1 January 1988, all staff with five or more years of uninterrupted
service in the United Nations common system who were working at their
third or subsequent duty station would be eligih1e for the assignment
allowance at the mobility level with immediate effect, provided t.h(·y had
less than four years of service at their present duty stationJ

(ii) All other staff members who moved to their second or third duty station
after 1 January 1988 would be eligible for the assignment allowance at
the mobility level from the date of their change in duty station if they
had ~t that time five years of uninterrupted service in the common
system, or from the date of completion of five years of uninterrupt(l(~

ser vice, if 1ater.
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211. The Commisaion noted that the financial implications of the revised system of
assignment allowance i""lemented in accordance with the phasing-in procedurea
outlined in paragraph 210 (0) above would amount to $1.24, 1.93, 3.24, 4.54 and
5.22 million per annum respectively for the years 1988, 1989, 1990, 1991 and 1992
and subsequent years.

C. Report of the working group of the Consultative Committee
on Administrative Questions, staff representatives and
the Commission's secretariat

212. At the twenty-fourth session, proposals were presented to the Commission
concerning the system of classifying field duty stations according to conditiont of
life and work. The Commission requested the tripartite working group on the
classificatio' of duty stations acoording to conditions of life and work, composed
of representatives of CCAQ, the staff and the lese secretariat, to review the
proposals and to make recommendations thereon at its twenty-fifth session.

213. The working group met in OCtober!November 1986 and again in February 1987.
The proposals of the working group inclUded, inter alia, changes in the level of
the financial incentive, education grant trav~l, refinements in the questionnaire,
changes in the thresholds that determine entitlements, the provision of
entitlements to staff encountering temporary housing shortages and the elimination
of the requirement that duty stations must be reviewed every three yebrA. In
a~~ition to the proposals to the Commission, the working group also recommended
that CCAQ should consider eliminating restrictions concerning eliqibility for
additional freight entitl~ments and that the conditions for time oft tor medical
check-ups should be liberallzed. The working group aLso reconvnended several
administrative ch4nges to the management of the scheme.

Views of the organizations and the etaff representatives

214. The Chairman of CCAQ suid that, altllough staff serving at difficult: duty
stations appreciated the efforts that had been made to improve their conditions of
work and life, the incentives provided for service at thoRe locations remained at a
~de8t level. CCAQ suppntted the tripartite workinq group's proposal for an
increase in the financial incent ive. Whi le the proposed amounts appeared
significant, the increases, which ranged from $75 to $200 per month, were not
overly generous. Moreover, for the first time a methodology was being proposed
that would establish a set of rules for future increases. Concerning the proposalR
to remove rer;trictions on additional ('ducational grant travel, CCAQ was sympathetic
to the vi ew that one ent i tlement should not cance L out another. It proposed,
however, a more limited form of the working group's proposal, Le. that staff
serVing in l2-month duty atat ions that also qualifi ed for adoi t ional educat ion
grant travel be granted the entitlement every second year. CCAQ endoraed the
proposed revhlions to the questionnaire and the proposals for changes in the
th res holds for cer ta in ent i tlernents. I t also supported the propona 1 for a system
that would respond to temporary housing ahortages for newcomers wi thout qenerat:ng
a hardship entitlement for all staff at the duty station. The proposal would
tighten a loophole in the 6ch~me. After review, C~AQ had approvPd the
recol1111endation by the working <Jrnllp to el irnlnate the requirement: that. a duty
station must be l·diqihte for l2-mont.h home leave before it wOlll<i be conaidered for
additional frl-'i<jht entittl~ment. Finally, CCAQ had decided t.o ~,r.ll\t timf.! off for
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medical cheek-ups, in cunJllnction not only with hume If.!av~ but ,)lso wltl. iH\nual
leave.

215. The representative of FICSA reported that serious problems in recruiting and
retaining highly qualified otaf f by corrmon Rystem organizat ions, part.icular ly 4'or
hardship duty stations, had produced delays in programme implementation. Thes~

problems were due partly to slow reactions by the united Nations system to changing
needs and to the fact that competing bilateral and other programmes offered better
conditions. The representative from FICSA stated that the present level of
l~ •. ancial incentive, which alOOunted :0 $12 pe~ day for the most difflclIlt duty
stations, was totally insufficient. Account should be taken of t.he fact that, at
nUl;\}' hB.rdship duty stat ions wi th low or negat ive poat adjustmen\.jI net salilry was up
to 50 per cent lower th~n at headquarters. While the propor~d increases in the
inc~ntive would enable the United Nations system to offer more oompetitiv&
conditions of service than at t °esant, they would still be below those of other
development assistance programmes. FICSA also supported the propospd revisions i~

the questionnaire to ascertain the degree of hardship at the duty stati 1S
concerned. A staff repr.esentative from UNDP called in by FIC~A testifi~J, on the
basis of his own field experience, concerning the r.eal-life problems commonly
encountered by staff at hardship duty stations. Finally, FICSA reiterated the need
for recognition and just ,ew~rds for staff facing daily difficulties that impedprl
t.heir developffient efforts.

216. The Conveno[ of 0CISUA stated that CClSUA strongly supported an increase in
the financial incentives to $7,200. Regarding the lB-month home leave cycle,
CCISUA supported the position of greater flexibility in the use of the elltitl 'm(~nt,

since so many staff had found it difficult to utilize it fully. CCISUA also
supported the;, inprovemellts in the condition!! of service in the field, namely, that
education grant travel should be permitted in the same year ac home leave travel
and that an additional freight entitlement should be given to staff at isolated
duty stations who did not rece ive the l.?-month home leave enti t:lement. Because
field servilJ was such a vital component of United Nations programmes, CC1SUA
regretted that it had not been pogsible to strengthen the system of incentives.
Finally, CCISUA drew the Comnission' s at tent ion to the fact tl.at many of tre
problems at field duty stations were aggravated by negat ive post adjustment and
urged the CommLssion to take this fully into acoount in its deliberations.

Discussion by the Comnission

217. Conmission members, noting that it had been three years since the financial
incentive levels had been reviewed, raised a number of detailed questior-' and
revi ewed alternat ive methodolog i es for determiBing financial incent ive Ip'/e la. It
was recogniz~d that it was necessary to keep the methodology foe determining
appropriate financial incentive levels aa simple 8S possible and it was agreed to
express th~l in terms of months of salary. However, the system for 1ranting
increaseD to the financial incentive levels must not become automatiC.

218. During the discussion, memb~rs noted that insufficient justifications had bf'pn
provided for a change to be made in the entitlement for additional education qrdnt
travel as proposed by the working group or as modified by CCAQ. It was noted thdt
the proposed changes in the thresholds for determining certa in ent i tlements would
only cost some $27,000 per year system-wide. with regard to the proposal
concerning staff who had tenq:>Ordry housing problems, the Commission was of th£'
opinio~ that it would be more appropriate to provide entitlements '0 tho5u
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experiencing hardship and not provide them to those who were not experiencing
hardship. Members noted, ~o""ftver, that the proposal would t).liminate an exist ing
loophole that cur rently enabled all Ataf f at a duty station to benefit from the
I:ardship ex~r ienced by a few. In discussing the proposal tc' eliminate the
requ~,ernent that duty stations must submit questionnaires every three years,
rl'en.oers stressed the inportance of obtaining periodically up-to-date and reliable
~nformation concerning changes in conditions at duty stations. Many of th& fectors
that affected condit\ons of life and work were volatile and could change
significantly in a relatively short period of time. Many m~mbers stated that it
would be difficult for the secretariat, from its vantage point in New York, to have
knowledge of changes wit~lOut the benefit of the det~iled information includ'id ir
the que9tionnaires. The new questionnaire w~s found to be an improvement over the
previous version.

Conclusiuns of the ~ommissio~

219. The Commission de~idedz

(a) To ertablish the following new financial 'centive levels (equivalent to
t'110 mont.ls I lIet salary at the P-4, step VI level, £\ 'he base in New York) with
effect from 1 July 1987:

Without dependants With dependants

$ $

Finanrial incent iva
Level I 2 7f)(J 5 400

Financial incentive
Level II 3 600 ., 200

The f ina ncia 1 implications \If the meas ure were e &t imat.ed at $1. 4 11'11 llion for the
conmon system.

(b) To review the levels of the financial incentives whenever there was s
change in net salaly at the base in New York,

(c) To reta in the cur rent reste ictions on addi Honal educat iNl grant
enti tlemel"ts,

(d) To retain the existing requirement that duty stations teceiving
entitlements would be re\·tewed every three years, or sooner if 80 decided I')y t)(~

lCSe secretariat or reqJes.e1 by staff at the duty station.

220. The Commission also decided:

(a) To appro\1e the changes recommended by the WO! king group in respect of ttw
questionnaire,

(b) T(J approve the threft proposed revisions to the thresholds for determininq
enti tlements, with eat imated f inanc1a 1 implications of $27,000 a year for the
COl\1tlon system)
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(c) To approve the reco"",endllt1on of the working group to provide accelerated
home leave entitlements f~r staff experiencing temporaty housing shortaqan on the
understanding t.hat the entitlement would be limited strictly to thona staff unable
to find permanent housing and that there would be 8trict m<mttorinq ftnd
certification by the United Nations resident co-ordin~tor of such caaeaJ

(d) To review again the system for providing .ccelerftt~d home entitlements
indicated in (c) above in two years' time on the bftsis of expeL~erro with the
operation of tha~ scheme.

D. Exce~tlonal financial arrangements for staff serving at Beirut

221. The Co"",ission tlxamined a note by CCAQ proposing an increase in the financial
incentive from $550 per month to '1,100 per month with effect from 1 April 1987 for
all international stdff whose duty station was Beirut and to increase the bonllO
paid to locally recruited staff required to report to work at Beirut from
20 per c"nt to 30 per cent. The basis for these proposals was the continuinCJ
deterioration in the security situation at Beirut, particUlarly in the prececHnq
taw months, al:d the consequent difficl.llt'y in assigning stl\ff to that location. An
oral preaentation on this matter was made by the repreaentative of the United
NationA, as Secuuty Co-ordinator for the cOII'.mon system, on behalf of CCAQ.

Views of the staff repreB~'tative~

222. 'l'he President of FICSA expresMd the Federation's aod.,darity with t.hf' "taU ot
the United Nations .!Jystem serving at Beirut under extre",~ly trying and danqernllll
conditions. In giving full support to the propoof>d incr9ase in the finnncial
ar rangementR, FICSA stressed that the in"l"'tllse should not be seen as 6 "promi urn"
for risk and certa inly not as the only F.Iolut ion to the prohlem. FICSA had a lrpl.Icly
taken steps to raise the mattor of the SElcurit·y of the staff in other forllmn.

Di~cu88ion by the Commis9ion

223. Members of the Comnission exprossed their ~ppreci8tion of thf:' work of th.'
staff stationed at Beirut and recognized the nEHlc'A to provide a lev(ll of ineent ivp
that took into account the dtingerous socur i ty oi luat ion. 'rho CommiuAion noted UlIlI
other services were coml"onsating their etaff for RorvinCJ under c1l1nqorouR conciH!onll
at Beirut, inclucH"lg the comparator, which paid ita atl1. f a oupplt,ment of
50 pet cent of their not base pay. A doublinq of' the exi<Jtinq finnncilll in('{'nt !V4'
for United Nations aystem staff, thQrofore, did not appear out of 11,w wit:h !'tll'

conditions at Beirut.

Concluaiono of the Commission

~24. T~~ Commission decided:

(a) To increaae the temp()rary financial incent ive for inttHnl.lt innlt lly
recrlliteo staff stationed at Beirut from $550 per month to $1,10'~ pt'r month (which
would be pro-rated for ataf f on tE'mporary Ilosignmenta to Bp. irut.), . ~ th ('I' f(l(' t: ,. rom
1 April 198'7J
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(b) To increase the bonus paid to locally recruited staff who were required
to report to work at Beirut from 20 to 30 per cent of their base salary with effect
from 1 April 1987;

(c) To request its Chairman to review the situation at Beirut every six
months, or sooner, if appropriate, and to decide, under delegated authority from
the Commission, in the light of that review, whether payment of the temporary
financial incentive should be continued.

The financial implications of the measures included in (a) and (b) were estimated
at $0.24 million a year.

E. National Professional Officers

225. The Commission had before it a document prepared by the United Nations, UNDP,
UNICEF and UNHCR with regard to a job classification standard and the salary survey
methodology for the NPO category, as well as an addendum in which statistics were
prOVided by CCAQ on the emplqyment of NPOs by those organizations.

Views of the organizations and the staff representatives

226. The representative of the United Nations recalled that the United Nations,
UNDP and UNHCR had initiated the implementation of the NPO category in their
organizations after the Commission had promUlgated the Master Standard for the
classification of Professional level work and that these organizations had applied
the Master Standard in the classification of all NPO posts. UNICEF, which had had
its own classification system for the grading of international Professional level
posts since 1978, applied the same criteria in classifying international
Professional posts, project posts and NPO posts. Following the promulgation of the
Master Standard in 1980, UNICEF tested its compatibility with its own system~ In
1984 UNICEF decided to apply the Master Standard gradually, and thereafter ha~

classified all requests for classification action for both international and N~~

posts in accordance with the ~~ster Standard. As a result, some 60 per cent of all
NPO posts had been classified under the Master standard. The United Nations
representative also stressed that two important elements of the NPO category,
namely the knoWledge of the local language and the absence of the requirement for
international working experience, could both be adequately addressed by the Master
Standard, which the four organizations considered the appropriate standard to use.
It was further noted that there was currently no classification system for staff in
the EGSL, but that the organizations wished to review this issue at a time when
more experience had been gained in the application of the classification standard
for General Service in the small and medium-sized duty stations, which the
Commission was expected to promUlgate at the current session.

227. The representative of UNDP introduced the section of the document dealing with
the salary survey methodology. He noted that the survey methodology currently
applicable to locally recruited staff at non-headquarters duty stations was
relevant largely for determining the conditions of service of NPOs. He directed
the Commission's attention, however, to two features of the proposed methodology:
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(a) Stardard 8u~vey job doscriptionB bjilfu,d on the M"IPter UtMKlartl would bo
used irrespective of to,ho duty I3tat!nn and, In the job matching oXUrCiRft, emphasil:i
would be p.1ac"d on to,ho level of ronponsibility of the positiQ'\ d:J opposod to job
functions,

(b) Survey e~loyer8 w.:»uld be speo1fioQll~ 8I.tlec: l;ed tor thJs cat,eqory "f
staff, and 88paratlt ana lyett9 ot nan-cash quant ified beneti ta woulJ be ~nducted

wi th separattt nonR'penaionabl e co~nent8 o8hol1s~led, if ftvptopr hte.

He proposed that neh.her overtime nor tue la'!'lgualJe allowance ehould blt applicable
to NPOs and that dependency allowances and the inlerim adjustment pr~.e88 should be
the B.a A. for the Genes'al Service' eategory.

228. 'rhe rop":esentativee of FIQ;" and CCISUA took note of the documenls.

Oiscu8!!2!L-~~ommia8ion

229. Tht\ Conmission udtirmed itR rocc.quit1on of the n.,ed for NPOa 'mder Bpec1t,~.ed

conditions but o)',pk'asaed RQ'IIft «..'Oncern about' the incr:easlng nUfI,bvr of st.afT in ~bi8

cat89or'y and the t~':pectatlon thAt thin oAtegory of staff, which hed bEten recruited
for specific ~urpo88', might expect to bR appointed at th~ !nt.rn.tl~al

Professional level. The ConmitJoion W4\U informev that 8tafl ~,n ~hiR category wccp
not 8ubject to l'eaasignmtlnt aod that there was no comnHnt'\lJlt on the part '.Jf tha
or9anizatlonM, nor wre thf1r~ expectations on t~t pal"t of th... staff, that an
appoinU1lont mi9ht eventually lead '0 l\l\ aos!.gl'\lllent at, tta. t"temationa~

Professional levol. W1 th regato to the proronod BUrVtfY me t.hodoh"ilY, th$ Commis sion
notod the appll~ability of t~ existing non-hftadquarterH survey methodology for
General Service staff. One member oxpres8Gd concern about the 8~1~<tion of s~,vey

empl.oyers, which he suggested should consider the l"e1Gtive conditions of service of
national civil s"rvice staff.

ConcluaionB of the Commission

230. Wi th regard to the job CldssiUcation at.undard for thE) NPOs, the COlml1as10n
decirieda

(a) That the Master Standard for the claaalftcation of Professional posta was
the appropriate standard for clasflifyinq NPO post'~'J

(b) That proposals should be made by the organizations clt the CommiBoion IS

twenty-eighth aA~sion on how to deal with the overlap 1n func~ionB of staff in the
EGSL ~rd NPO categor 1&0.

231. The Conmisdon approved the proposed survey methodology for NPOs, incllJdingz

(a) 'rh8 select", ion of sur vey j obR and employcHB J

(b) Th8 adjustment for work-week differences,

(c) The use of weighting in data analysis on a grade-by-grade basis,

(d) 'fht, anlllysis of non-pensionable all()wal1~t:!fJ separately from those for the
General Service category.
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2.Li!. Jt further d.VPlllVtld thu tfl:itdblishment of dependency allowances on the same
ba8is .R the Oenerhl Service category and agreed that overtime and the language
allowance should not be payable to NPOs.

F. ~ Service category

233. At itR twe~ty-fifth session, the Commission considered a ~ote prepared by its
secretariat a~i G report of the United NationR Secretariat on the development of
the Field Service dl.t"sification standard and benchmark job descriptions. The.e
document.s hold tAen defer red for consideration from the COJmlission' s twenty-fourth
se8sion. The COl'llllission was also informed by its secretariat that FAO, which
applied some of the Field Service pay scales for a few functions, had developed an
ddditional banchrnark job description for Administrative Clerk, level PS-5, for
internal use. This benchma~k was also made available to the Commission
8ep/uately. At the twenty-sixth session, the matter was reviewed ag,dn on the
bas\s of further clarifications provided by the United Nations at the request of
the Commission.

Views of the organizations and the staff re~resentatives

234. The representative ef the united Nations recalled that this was one of the
i terns that the S4cretary··General had singled out for co"",ent. The Field Service
waa peculi ar to the Uni ted Nations and its peace-keeping functions, and the
Secretary-General considered their conditions of service his personal
responsibility. In convllenting on the document of the ICSC secretariat, the United
Nat ions representat ive qut'st ioned whether the second sentence of art icle 13 of the
ICSC statute would ever be applicable if it were not applied in the case of the
Field Service. The Commission's advice was requested in that the United Nations
wanted these stdndards to ~ consistent with the standards that the Commission had
already established or might ~~tablish in the future. With regard to the more
technical points raised by the ICSC secretariat on which the advice of the
Corrm1ssil)n would a Iso be we lcomed, the United Nations representative explained that
the t,rm "recruitment-level" jobs and posts denoted the l~vel at which staff were
recru i teci and at which the~' Lema ined for some years as the Uni ted N~tion8 recru Hed
only well-trained and experienced staff for the Pield Service. H. al~o mentioned
that in the case of the Field Service it would be i"1>ractical \.0 ptovide
percentages of confirmations, upgradings and downgradings, not only because no
classification systprn was currently being applied and the grading8 were partly
based on a rank-in-person approach, but also becauBe the incumbents of nearly all
the posts had changed in the mean time. One practical result of the development of
the standards had already be~n the adjuatment of the system of assignments so that
the level of the post to which a staff member was reassigned was given more weight
in the reassignment procesA. As to the representativity of the benchmark jobs and
the relationship between those posts and thft Common Classification of Occupational
Groups (CCOG), a table showing their repr~sentativity and their relationship to the
CCOG was provided to the Corrmission. The United Nations agreed that a benchmark
job description for drivers at the F-l level would be appropriate, although no ouch
post existed at the timb. A benchmark job description would also be prepared tor
procurement assistant8. The United Nations representative said that the
Secr~tary··General had made his position clear regarding promulgation or advice) the
implement~tion had been held up pending the completion of the New York General
Service exerc)se, but ~he united Nation~ hoped to be able to report on it in time
for the twenty-seventh session. At the twpr.' "··sixth session he stated that .:his
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issue had been fully discussed at the previous session and, with reference to the
clarific~tions requested by the Commission, he indicated that the United Nat!ons
had not been able to reply specifically since h~ was not aware of what was
discussed in closed session. The United Nations representative said that the
Secretary-General would consider the Commission's advice and was ready to amend the
stand~rd to take into account any oommtnt the Con~is8ion wished to make.

235. CCISUA supported the posit~on that tho Field Service category should continue
to remain a oeparate category. Bocause of the nature of the work, the
representativo of OCISUA stressed that the only way in which to obt~in consistent
results was to view the point-factor standards in conjunction with benchmark job
descriptions. CCISUA supported the introduction of the post descr iption of dr iver
to the list of benchmarks.

Discussion by the Commission

236. In addressing the item, the Commission focused on the qupstion of whether to
promUlgate the standard or to give advice. The question was linked to the issue of
w~ether fields of work tn the Field Service category were common to those in other
organizations. It was noted that the Secretary-General had already approved the
standard and haJ submitted it to the Commission for adVice, since he ~onsidered

that the Field Service was peculiar to the United Nations and that the standard
~pplied to a field of work not common to other organizatirnls. The Commission
recalled that at its twenty-third session it had been informed by the organizations
that the use of the Field Service pay scales by other organizations was being
phased out. It was made clear that FAO continued to apply those scales, that UNDP
paid about 50 to 60 staff members on that basis and that UNHCR was using Field
Service pay scales for some of its staff. The Commission considered, therefore,
that this matter was a common system issue. The Commission was also informed that
other organizations applied different solutions for sending internationally
recruited General Service staff to field duty stations if qualified staff could not
be recruited locally.

237. The ConmiBsion expressed its concern about the d if ferences in pay that might
occur at one duty station for Iilimilar duties. One common system staf f member miqht
be paid at the Field Service level while others might be pajd at the General
Service or Professional levels. The Comm i8sion reviewed ilCJa in the informat ion on
Field Service pay levels, comparing them witl. the United States l"orei~Jn Servicfl
levels and the scales for the Professional category at different duty at-at. ionA,
which it had received earlier, at the twenty-third sOBBion.

238. In consider ing such de ta, the Commission was con~erned about the apparent
anomalies in conditions of pay at some duty stations. It was also critical of the
fact that other organizations applied the Field Service scales. If f'iald Service
was purely a Uni ted Nat ions category, then those sea les should only be useci by the
united Nations for the Field Service and not by the oth~r organizations. If,
however, the ottwr organizat ions cont inued to use the Bca lea, then it became a
common system issue.

239. Although FAO and UNDP stated that they found the standard acceptable, the
Comminsion found that there had been insuf ficient co-ord ination in the development
of the standard bt:tween those organizat .lons and the Uni ted Nat ionn deapi te the
Comm ission' 8 ear lier request that rlw United Nations Secre tar! at co-ord !nate with
the other organizations concerned. ft 1:'1so noted that the ICSC secretariat. had not
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been involveo in that development and that certain suggeRtiona made by the ICSC
secretariat had not been included in the standard because the Secretary-General had
already approved it.

240. At the rGqueat of the CommiBsion, the Chairman informed the Secretary-General
of the reservations co~cerning the remuneration arrangements for the Field Service
c~tegory and the elaboration of job cla.sification atandarda for that category. In
particular, the Secretary-Generales attention was drawn to the use of the
re~lneration levels and job standards by other organizations of the United Nations
common system and the fact that neither they nor the ICSC secretariat had been
associated in their development, although the United Nations had subsequently
provided some information to the interested parties. The Chairman also invited the
Secretary-Gelleral to clar ify his views on the role of the Commission and its
secretariat in the circumstances in providing post facto the advice he had
requested on standards that he had already approved. Members questioned the role
of the Commission in promulgating or providing advice on a standard that h~d

already been approved and in which its secretariat had had insufficient
involvement. The Commission found the subsequent reRponse of the United Nations to
ita request for clarifications had not been sufficiently comprehensive and
cone! uded that a study shou ld be made by its secretariat of what the basis for the
salary system should be, taking into considerat ion the job classif icat ion
standards. The study shouht be co-ordinated with the organizations using the Field
S~rvice s6lary scales.

Conclusions of the Commission

241. The Commission notet.1 that as several organizations wete applying the l"ield
;;ervice job classification standards and r"itnluneration system, the f'ie Ld Service
categoly applied to the common system.

242. Th, C0mmission therefore requested its secretar~at:

(a) To undertake a study in order to establish an appropriate basis f~r th~

establishment of the Field Service flalary scales and allowanc(HlJ

(b) To take into considerat ion the job classif icat ion stanaards developed by
the United Nations for the purpose of that study and to maK':. ~,Jcommendations for
amend inq tht! standards if appropr late)

(c) '1'0 co-ord illate the study with the Ullited Nclt ion8 and the other
organizations applying the Field Service scales.
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CHAP'l'l'a~ VI

ACTION TAKEN BY 'rilE COMMISSION UNDf:R l\RTICLl~ 1] m' l'l'S s'rATu'n:

A. Implementation of the Master Standard (Tier I)

243. The Commission reviewed reports on the implementation of the Master Stanoar~

by organizdtions prepared by itA secretariat on tho h~ais of dotailed statistics
submitted by FAO, UNDP, UNICF.F, WHO and UNHCR.

Views of the organizations and the staff representatives

244. The Chairman of CCAQ noted with satisfaction that the Master Standard had hoon
implemented throughout the common system and that the ahove-mentioned detailed
statistics completed the information suhmitted by orqanizations on implementation
as requested by the Commission. He expressed agreement with the recommendation
that the organizations be requested to report on the implementation of the Master
Standard in detail every three yearA in con1unction with the provision of
information on the implementation of ICSC recommendations and decioion8.

245. FICSA and CCISUA took note of the proposed decisionR of the Commission.

Conclusions of the Commission

246. The Commission decided:

(a) To note the rate of implementation ot the Master Stanrldrd and
confirmation of levels in UNDP, UNICEI<' and lJNUCR and that no further detailed
statistics were needed from those orqanizatiolls,

(b) To note the high confirmation rate of clafHlififJrl lflvnls of pORtn ir. "'An
and that the implementation rate had overtaken the aCGumulai:en turnover rate /lnd
that no further ~etai1ed statistics were required from that organization,

(c) To note the ratt! of implementation of thfJ Mdr.tl,r St.andarc) of -40 pl'r CI~nt

and the high overall confirmation ratA in WHO of PrOfatHlional l,!vel poBts,
includinq project poets, and to requeat WHO to submit detailed statist ic~ on
further implementation in 1987 at the twenty-seventh neAsion,

(d) To request the orqanizationR to report in notai 1 every three yeRnl on thf'
implement.ation of the Master Standard when t.hey submit informl'lt ion on the
implementation/consideration of the Commission's r~commendatinno and cieciRionn.

B. Defini~ion of General Servke.-:Jlork

247. At its twenty-sixth BNJBinn, the C()mmi::i~.ii()n rpvivwl!d U11~ followillq d"finitioll
of General Service work developed by its secretariat in clOflf~ connlllt.ation with t1w
CCAQ Sub-Committee on Job Classification (SCJC):

"General Service work in procedural, opera"-lonal llr technicil1 in n.,tllrp
and supports the execution of the proqrammlHi of the orqilni'l.utioll. It rflnq('~;

from r.:dmple, rO'Jtine or repetitive dutier; ba~wr1 on followinq df!tai II-'d
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ins~[uctions to varied and comple~ assignments requirinq identification and
consideration of alternative courses of action haBed on extensive and in-depth
practical kno\\ Ledge of a specific BubjUllt area. 'l'he assignments are generally
performed on a continuing basis. The knowledqe of the Aub1ect field and
higher-level skills are generally developed through lonq oKperience and
familiarity with applicable procedures, regulations and precedents or projects
of the organization in a narrow technical field or in an administrative
support activity."

The Commissioll was requested to promulgate the detinit ion to be used as a step in
the methodology for disttnguishing between Professional and General Service work.
If promulgated, the definition and the procedure to be followed would be included
in the revised version of the CCor., which was submitted to the Commission at the
same session for information.

Views of the organizations and the staff representativey

248. The C~airman of CCAQ recalled that the ~efinition of General Service work had
been developed in close conSUltation with SCJC and that CCAQ had subsequently
endorsed the proposed definition.

249. The representatives of FICSA and CCISUA took not~ of the secretariat's note
but stated they were not in agreement with the general principle of the distinction
between the two categories.

2~O. The 'epresentativo of ILO, in his capacity 8S Chairman of SCJC, stated that
the proposed definition would be a very useful addition to the methodology of
distinguishing between Professional and General Service work. Orgftnizations would
be able to determine more clearly the classification of borderline vosts •

Conclusi~ns of the Commission

251. After some clarifications by itn secretariat, the Commission decided,

(a) To promulgate the definition of General Service work and adopt the
two-step procedure for the determination of this level of. work,

(b) To note that this procedure would be included in the revised version of
the CCOG.

C. Development of a j01 lassification standard at Baghdad

252. At its twenty-fifth session, the Commission reviewed 8 draft job
classification standard for staff in the General Service cateqnry at Baghdad and
requested that benchmark job descriptions ahould be develop~d to supplement the
standard.

Views of the united NationA

2"1. At the twenty-sixth s8ssion, the rE/presentative of t.he United Nations
indicated that the benchmark iob descriptions would not be available until late
Allqust 1907 and requested that the Commis9 ion shou 10 OQ leqate author! ty to its
Chairman to approve the henchmark joh deBcription!-l.
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Discussion and conclusions of the Commission

254. The Commission decided.

(a) To delegate to its Chairman the authority to promulgate the job
classification standard for the General Service at the Baghdad duty station and to
approve the benchmark job desc4iptions,

(b) To request the organizations concerned to provide at the twenty-seventh
session a progress report on the im~lementation of the job classification standard.

D. Development of classification standards for the
General Service at Santiago

255. At its twenty-fifth session, the Comn.ission considered a report on progres8 in
the development of classification standards for the General Service at Santi~Jo.

Views of the United Nations

256. The representative of the United Nations shared the Commi9sion's concern at
the lack of progress at Santiago and reaffirmed that the United Nations would make
every effort to revitalize the project at that dut~· station.

Discussion and conclusions of the Commission

257. The Commission recalled its earlier considerationr. with regard to the lack of
progress at Santiago and decided to note with regret the lack of proqress at
Santiago and to request the United Nations to ensure the submission of a progress
report, including draft st~ndards, at its twenty-seventh session.

E. Common classification standard for the General Service
at small and medium-sizec't dllty stations

258. At its twenty-sixth session, the Commission reviewed a support standard for
the General Service in small and medium-sized duty stations.

Views of the organizations and the staff representalive~

259. The Chairman of CCAQ noted that the common classification standards consisted
of the benchmark standards, which were prolRulgated by the Commission at its
twenty-third session, and the support standard. Thfq point-rating matrix 9tandard
was, in effect, a slightly revised version of the standard already promulqated by
the Commission for the Addis Ababa duty station. It had been modified rlurinq t~e

testing of that standard at Baghdad in order to accommodate the characteriatics of
work in small and medium-sized duty stations. He further proposed thn cleleti.on of
the G-2 office equipment operator and the addition of a G-6 admini8tr~~ive

assistant benchmark. In addition, the orqanizations had developed a serieR of
interpretation tools for use in conjunction with the standard, includ inq ql1 ide lines
for the application of the standard, a glossary of terms anc't qeneric qrada level
definitions.
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260. The representatives of ~ICSA and CCISUA took note of the document Bubmitted by
the Commission's secretariat.

Discussion and conclusions by the Co"~isBion

261. The Commission considered the document prepared by CCAQ and noted the
importance of the completion of a common classitication standard for General
Service posts in the majority of field duty stationn.

262. The Commission decided.

(8) To promulgate, with immediate effect, the point-ratin~ matrix standard,

(b) To promulgate, with immediate effect, the G-6 ndministrative assistant
benchmark,

(c) To delete from the benchmark standards already promulgated the G-2 office
equipment operator benchmark,

(d) To nl that the organizations have developed a series of interpretation
tools to be applied in conjunction with the standard and to agree that the
maintenance of the common classification standard should continue to be the
responsibility of the organizations,

(e) To agree that the review of the relationship of the EG~L to the common
classification standard should be deferred until further experience has been
acquired in the application of the standard,

(f) To take note of the procedureo developed by the orqnnizationo for
co-ordinating the implementation of the standard, and to request the organizatio~n

to provide a progress report in this regard at the twenty-ninth seBsto~ includinq
progress in the development of a uniform grade st,ucture, an wall &B nn the
relationship between the standard and EGSL work.

F. Implementation of the job classification of the Gener~l

Service and related categorieR in New York

263. At itA twenty-fifth Ression, the CommiRsion considered a note prepared by itu
secretariat providinq the latest information receivr.d from the !Jnited Nat lOM on
the implementation of the job classification of the General Service and r~l~t~d

categories in New York.

Views of the United Nations

264. The representative of the United NationA reported that the implement~tion of
the initial exercise had taken pl~rp in March lq87 and he r~f~rred to the an~ex to
the note of the ICSC secretariat, showinq a tahle with the qradeA and levels of nIl
ponts in the General Service and related cateqor if'R at Un itpd Nat ions HeadquIHt.'Hf1
listed according to the CCOG.
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Views of the staff representati~!!

~6S. The Convenor of CCT"~A drew the Comm*ssion's nttentivn to the problem
concf'lrning the lin!{ between \:hf' Public Inforrnation Assiutants and the General
Service classific~tion standard.

Discussion by the COlnmiAsion

266. At it~ twenty-sixth session, the Chairman reported to the Commission that
consultations had taken place with the vnited N~tion9, which had subsequently
decided to continue to mait.cain the Public Information Assistants as a separate
category of staff in view of their special recruitment requirements and to
introduce a stru~ture with three clearly recognizabl~ levels. This a~proach had
been 81 reed to by the departments and offices concerned as well as the staff
repres "Itatives.

Conclusions o~ the Commi~sion

267. The Commission decided:

(a) To note that the lesults of the iob classification of the General Service
and t~lated categories in New York were being implemente<l effective 1 Jilnuary 1985,

(b) To reaffirm the need for benchmark ~ lb descriptions,

(c) To cepeat ~ts request to th"! three ot'.janizatior.s bal:ied in New 'lork to
develop r.:ommon benchmark job de'Scri})tions for the General Serv ice lll"d related
ca~eqories in ~ew York for review at its twenty-seventh session.

G. Implementation ef the job classification standard~ for
1,e General Service and related categories at Vienna

268. At its twenty-fifth session, in March 1987, ~he Commission cons\dared the
imple~entation of the job classification standards, including a propo8~1 foe three
additional benchmark job descri~tions at the G-8 lavel, as well as confirmation
rates of salary survey benchma~~. job ~escriptions by using the common grading
stand~rd8. At its twenty-sixth se~dion, the Commission review~d a report on
further proG::eSs made in the ir,;plementation of these standardo.

Views of the organizations and the staff repres~ntativea

269. 'l,le .epresentative of UNlOO recall~d the decision of the Commission that no
overall r.lassification exercise was required in view of the high c'onfirmCltirm rate
0f the new standarda against tho~e previously in use at the Vienna duty station.
AC"cordinqly, when the new standarde had come into effect in UNIDO and IAF:A, in
August 1986 £\nd January lQR7 respectively, classification action had been
c.ollcentrated primarily on vacant and new pos<-s a.1d on postf. that. had not h<!en
claBsifi~d previously.

l70. The United Nations stated that it was in the pr()cess of estahlishing a
dele'l8tion of authority for clasoifyillg posts _m which a future review of all pontH
at the Unit~d l~ationB Office at Vienna aqainAt the promulqal:t'!d standare1s wou·id b,~

based.
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271. The rt}prf'!ltmtative o· the stdi ( of t.Iw Vienna-hr.\!;NI OlnJ\nl ~.1t inni- took (lotp nt
the documonts prepared by the IC~1<' fwcrpt it. I at .

Conclusions of the Commission

272. The Commission decided to l_omulgate the three additional benchmarks. It also
took note of the prC~(eSB made in the implementation of the 8tandar~8 to date and
requested t.ho Vier.na··based orqilnizations to provide a further progress (apart at
its twenty-eighth session.

H. Ir.:plementation of job (Olass if icat:ion standardn at Addi s Abat.!,

271. The Commission reviewed pCOljrt!SB reportH received from several o::,ganizations
()l~ the implementation of the :\oh classificat.ion standards of the General ~erviGe

~nd related catego~i~5 at hd~is AhRba.

y~of ~he organlzations and the staff representatives

274. The replespntative of the United Nations stated that the classification review
of .'111 jobs at ECA should be compieted 1n early August and that the United Nations
had notified the organizations of its intent to conduct a salary ~urvey in early
autumn. Hp noted that a co-ordinatinq committee had been established to
co-ordinate the activities of all orga~izati0ns with staff at the duty station for
the implementation of the job classification exercise ~nd to develop further
benchmark jobs afl had bean requevted by the Commission.

1.7~. The re~reHentative of FICSA took note of the plogress reports. The
representative of CCISUA noted the disappointment of the ataff at Addis Ababa over
the fact that, hecause of the non-implementation of the standard classification, no
survey of General Service staff salaries had been conducted recontly.

DiSCUSSion and conclusions of the Commission

276. The Commission considel ~·d the progress reported in the implementation of the
joh classification standards for the Addis Ababa duty station. It noted th~t the
majority of organizat ions expected to have thei r c lass if ieat ion act ion completed in
the early autumn, at which time the United Nat.ions intulded to ~ondl1ct a salary
survey. It expressed concern that at least one 0rqanization had not yet
implemented the stannards that were promulgated by the Commission in 1985 and
requested the 'Jnited Nations to <..:o-ordinate with FAO anC'J any oth"!c organization
concerned on this mat·~r.

277. The Commission decided:

{a) To not~ the progress reports on the implementation of the (~ommon qradinq
~tandardB at Addis Ababa,

(h) To urge those vrqanizations that had not yet done 80 to implement the
<:omrn~n qrading standards promulgated in 1981),

(c) To request the organizations concerned to re~)rt to the Commission on th~

proqresB of implementation of the common grading standards at its twenty-eighth
Re~8ion,



(d) To request the c()-ord inat lng committee, through tho United Nationa, to
provid~ th~ final guidellneQ for impLementation of the conversion of the grade
level." at. AdJ ~,a AbAba to tho Commiallion for information,

(e) To rei.terL\te ita request, through the Unitod Nat.1ona, that the
co-nrdinatin9 comm~ttee ahould ~evelop further benchm~rk job deocriptiono for the
Genera 1 Servico nnd rolatfrd catagorlea at Addis Ababa.
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CHAPTER VU

ACTION TAJ<EN DY THE COMMIRSION UNDER ARTICLE 14 OF ITS STATUTE

A. Recruitment ..E?1...i.£l

1. Equitable geoqra~ical diBtributionr further reports on
~repre8ented and underropresented countr i08

278. The Commis8ion considered tho question of equitable qeographical distribution
in the context of recruitment policy at ita twenty-third and twenty-fifth
80R8ion8. The Commission had before it datll on unrepresonted, under represented and
overreprosented countries, particularly as they applied to the five largest
orqanizationQ of the common system, th\l tlnit.ed NaHonn, lLO, FAO, UNESCO and WHO,
and provided the basis tor its recommendations on improving recruitment sources
from unreproaonted and und~rrepresented countries.

Views of the ...2.~qanizatiolHl and the staff reprolllentativlltB

279. The Chairman of CChO reminded p~rticipAntB that qeographical distribution waR
d subject of qrpltt pol iHcal inter.' .: to governinq bodie., where the organizations t

policioB on the matter were defined. While the orqanizQt!ons favoured closer
co-operation in the recruitment area, this wa, not an auspicious time for
recruitmont in general. The organizations would however endeavour, to the extent
feOHihh, to co-operate and luu,\at each other in thoir efforts to Gchi.va equitable
qeoqraphical diatrihut ion. Finally, CCAO ftxpr@A!'lftd it" appreciation for the useful
rClftHance mat@[iAl found in the tAbl@" anne)(.~ to the Rflcret.ar lat I n document.

2flO. Tho rflprQs'lntativ@ of tho United Nat'.1ono inflH"me<' the Commioaion thal, in view
of th9 ntnH rflduct iOIlA rocommondQd by the Group of tUgh-lftvf.t]. Interqovernmental
Export" to Roviuw tho Efficiency of the Administrative and Financial Functioning of
the United Nat.ions, lowttr ranqo,", would be int.roducM in tho SAcretariat. Whlll!t it
WIIB 'lot Yf>t docided whothfH tho haRe figure for pontA suh-Inct. to qctoqraphical
diAtrihution wuuld ha r~duced by 10 PtH cont or k'-y lC) por cent, the roduction woulc1
howcvor incrAa"" to A certaIn d~gree the number of ovorrQprnnnnted Stetn" nnd
docrea8~ thu numbnr of undorreprftAontf)d cnuntri6R.

2H1. 'rh ... rppronnntativo of UNF.~CO 4911ured the Commi!luion t.hat, dtHlpitfl HUt

con~ic1nrllti()nfl relllted le) lanqunqo pORta put forward in tho document tmtitlod
"Gnoqrnphicn 1 cH9tr ihut ion of thn Iltaff t\nc'i l"OViRion of the quota Byntom" presented
to thfl f:lCftCutivo BOliret of tJNF.HCO nt. itA one hundrod nnd twonty-fifth f)(""lIlon, it
Willl not t.hp current wu,h of thfl niructor-Gonf'ral of lINF.HCO nor of the m"1or1ty of
membtH Htatf~n t.O includtl 1nnqulIqe pORtn.

2112. 'l'lw rf'pff·lI'~nt.,tlvf' of Io'H'SA ulcallt'll tho "'fH'lf·["lit.iOI\'H p<lRitl.ol\ th.,t., whlln
qeoqraphicll} <1lutrihut.ion wan nn inhfHPnt f.,llture of th" international cl.vil
nl'rv:I~I", it Ilhuuld not h~ thf' parllmount. eonflidfHlltion 1n the rpcruitmont of st..aff.
1'hf'r~tort" f'l('SI\ COlllll not f1upport th~ int.erprnt.lltion . !v(,!1l by thp Commif.1nion in
lqR6 t.hnt qf!oqraphklll diRt.rHll.tl.on WtHI hy no means twcondary. "rocent .1udq.,ment.
of thf' flllmlnifitr.,t1.vp Trihuni\l of the "nitpll N!ttl.Ol\fl (A'I'/m~C;:n()), in f.,ct,
cnl\firmf'c\ thl,t qt'Oqnlphic.,} IlJRtrihut.lon et,mt' I'IPcnnd. FICHA rpqluHltt1et that the
Comminninn nhou}c'! rp-pxamin,. t1H' qllf'Atl'>n of nupplflml'rltary pllym(,ntll hy cprt4in
Mf'mbf-r :it/,t"!l thc\t Wf'r,1 ","onq ttw 1I1Hlt-r r"prt'~f'ntf'(l '1nt ~nnn to provill" i,n illl~f"nt.iv(l
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for service in the United Nations arstem. Those payments were a clear indicdtion
of the inadequacy of the our rent remuneration package, which put a seriouo strain
on geographical balance.

Discussion by thft comrnis81o~

283. In response to the representative of FICSA, who had stressed that in the
recruitment of staff geographical diatribution was not the principal criterion, thQ
view was expressed that, while standards of effioiency, competenoe and integrity
were a sine qua no~ in the recruitment of staff, geographical distribution Wbd an
extremely important element in that it imparted to che organizations their
universality.

284. One member was of the view that the system of ranges establlshed by the five
largest organizations te~ded to obscure the real situation with regard to
geographical distribution, and proposed a new formula for the calculation of
geographical posts, which would avoid wide deviations from the mid-point of the
ranges. The same member was perturbed by the possibility that UNESCO might includ~

language posts among those posts sJbject to geographical distribution, whiGh would
put some countries at a disadvant.age. Another member concurred on the latter
point. The majority was of the view that the Commission had no mandate to
establish desirable ranges for the organizations, as they were already the SUbject
of extensive debate in the legislative bodies of the individual organizations.

285. Several members referred to the point raised by FICSA regarding countries
where remuneration levels were so high that supplementary payments had to he
provided to their nationals working in United Nations agencies, and requested
further information on the nature of, and specific reasons, for such payments. Thp
CommiAsion requested its secretariat to collect such information for its
consicleration at the twenty-sixth session.

Conclusions and recommendations of the Commission

286. The Commission concluded that,

(a) The criteria used to define equitable geographical distribution could be
established by the larqer organizations of the common syatcm, but for the smaller
organizationI' such cHatribution nhould be set in ar:cordancp with their: incHvidual
programmes and mandates,

(b) The majority of unrepresented countries tended to fall into several main
categories, new r,tates, small island States, oil-producing States, mainly in the
Middle East, hilt lllBO ell3ewhere, and countr i(~n dnfined aa leant dnw'lofmd.

287. The Commission recommtHluucl that the orgilllizdtiO/ll-\ Hhould (mqilqtl in clO:IIH

co-operation t.o devplop 11 concert.ed prollpection prO<lramme for un[f!prooented
countripll that would consint of the followinq steps:

(a) 'L'he launching of a publicity campaign to present current ~()mmon system
employment opportunitlf:l6 and stress at the Ram~ tirnn the onqoing nLlture of the
rfH.:ruilll\unt pro<Jrdmme to potential candid,ltefll

(I)) Boaring in mind the rttcruitment conutt'ainlH f,.iCed uy BeVU1.:.ll of the
orq,lnizationl1, to tht~ extnnt pOAsibl,., the orqanizinq of' illt.er-aqenc:y l"f~crllit.m~nt
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missions to unrepre8ented countries or regions to survey the recruitment ~ ~tential

of a given country and to identify candidates, particularly young people wh~ could
be further prepared f.or international service. The missions would be based on
vacancies projected for the medium term and composed of r~cruitment specialistsl

(c) The creation of internships and fellowshipA that would provide on-the-job
training and experience for promising, but not yet fully qualified, young
candidates,

(d) Encouraging organizations that did not already have such 8chemes to
establish Junior Professional Officer, associate expert and youth programmes for
young professionals,

(e) Arrang~ments for the recruitment of Professional st'lff on a secondment
basis for countries that could not spare their trained cadres to international
organizations for more than a fe' years ~t a time.

288. The Commission also rec')mmended that organizations that had not already done
80 should consider giving priority in their recruitment efforts to unrepresented
and under represented countries along the lines established by the United Nations
and WHO.

2. PrC9ress made since the twenty-fourth session in undertaking
special measures for the r~cruitment of women

289. At its twenty-sixth session, the Commission continued its consideration of
this matter, which it had first taken up at its twenty-second session. On the
basis of an interim report prepared by its secretariat, the Commission exsmined a
range of data related to the recruitment and promotion of women in the
organizations of the common system for the years 1985 and 1986. The secreta(iatls
document noted that most organizations were still recruiting men at higher rate~

than ~omen and that for women this recruitment tanded to take plac. below the P-4
level. With respect to promotion, on which data had not previously been available,
while the rate for women compared favou~ably with that of men, in this area as well
promotion took place for the most par' bftlow the P-4 levftl.

~iewR of the organizations an~ the staff rftpresentatives

290. CCAQ noted the statistical inf0rmation contained in the document, adding that
the organizations attached great importftoce to this subject. It was a standing
item on the ACC work programme. CCAQ had been actively following up the
recommendations of the inter-agency meeting convened by it last year on measures to
increase the recruitment of women to both core and project posts in the United
Nations system. CCAQ would be presenting to ACC next year a report 0n rneasures to
enhance the inter-organizational mohility of women. CCAQ was in accord with the
secretariatls proposal to present fuJt progress ,eports on the subject every two
years, with reports based on statistical data submitted in alternate years. While
~tatiRtic3 did not tell the whole story, they did serve as an indicator and a
reminder to the orqanlzat i 0ns of where they stood and what needed to be done if
they were to meet the qoala they harl set thomselves. CCAQ cautioned against
superficial analysis of theee ~at~. A full analYRis, of the type 80 competently
presented by the ICSC necretariat. at th& twenty-fourth BeH8ion, would require a
dincUAnlon of the typ,'n of pontn for wt.t.ch t.he ot'qani7.~t.ion8 werP. recruitinq, the
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percentage of women applicants and other highly pertinent lactor~. CCAQ reaffirmed
its commitment to this subject and looked forward to reverting to it in the coming
year when it would have the opportunity of revie~ing a full progress report.

291. The President of FICSA noted that, were it not for the inclusion of linguistic
posts not subject to geographical distribution where women were strongly
represented, the statistics presertad in the ICSC document would be far worse than
they were. It was to be regretted that project personnel were not included,
particularly as it was now recognized that much greater attention had to be paid to
th& role of women in economic development. While some organizations were making
efforts to increase the participation of women, others were dragging their feet.
Given the recruitment freeze being applied in some organizations, the only way to
achieve progress was to give preference to wo~ n for promotion whenever their
experienc~ and qualifioations were comparable to thos~ of male candidates.

292. The representati.ve of CCISUA, recognizing the essentially statistical nature
of the ICSC document, hoped n~~ only that the Commission would docide to devote
regularly a full, detailed report on progress made towards improving the stalus of
women in the organization of the common system, but that it would also actively
promote the implementation of the recommendations L had made at previous
sessions. In spite of their dryness, the s~atistics provided proved eloquently
that an enormous effort remained to be m~de to correct inequities and redreo~

imbalances of long standing in the areas of the recruitment and promotion of ''1omen.

Oiscussion by the CommiRsion

293. The Commission engaged 1., I comprehensive discussion of the topic. The
Atatistics presented in the ICSC peper demonstrated that the organizations were
still not ~urs~ing this matter vigorously enough. It was suggested that
appointm~nt and pro~otion bodies should be more equitably conM:ituted, thus
confirming a reeommen~ation made at the twenty-second session. Several members of
the Commission expressed the view that the ICSC secretariat should serve dS a model
for the system and expressed the hope that the pollet.es recommended re~arding

fairness in recruitment and promotion w~re being applied internally as well. In
this t~qard the Ch8ir~an confirmed that this applied both to the JQcretariat ~nd to
th~ Commi~8ion. It was proposed that the ICSC secretr:iat should be included tn
future stati9tical reports.

294. Some concer~ was voiced over the propoDal made by tho Steering Committee for
~he Improvement of the Status of Women in the Secretariat to the effect that
accelera,ed promotions should be considered for deserving women in the United
Nations who might not have attained the required seniority. While this
recommendati( I t:as made on behalf of only one organizat.ion, it was exp16ine~ that
in many organizations women had not had a fair share s~nce it :oo~ them longer than
men to move from one level to the next, this prompted the aforementio~ed

recommendation, which represented an attempt to correct past anomal~eB.

295. The Commldsion noted the intention of CCAQ to m~ke a study bnd report next
year on inter-orqanizational mobility, thio study would also attempt to identify
th~ reaaona for W~dt it perceivod aa women's lack of mobility. In this re~ard aome
members of the CommiBs 10n \lere concerned at the 8sAiqnment di fficult lea faced by
coupleR who wore both employed, by the Bame or by different common system
organizations.
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Conclusions of the Commis~

296. The Commission decided, on the basis of the secretariat's data, and noting the
limited progrc~8 made in this area over the past yearl

(a) To reaffirm the validity of its previous recommendations,

(b) To keep the item on its work programme by conducting extensive monitoring
biennially on the basis of full progress reports and, in alternate years, on the
basis of statistical data.

B. PerformAnce appraisal and the recognition of merit

297. The Commission conslaered a ~ocument prepared by its secretariat proposing a
set of pr indples and guidelines for perforf'l\ance appraisal and con81derations that
should guide recognition of merit. These principl.s together with the specific
guidelines are provided in annex XV to the present report.

Views at the organizations and the staff representatives

298. ~he Chairman of CCAQ agreed with the statement in the secretariat's document
that "it is important that organizations should rotain the maximum possible
flexibility to establish ftnd operate performance appraisal systems most closely
related to th~ir needs". The fact that the performance appraisal form proposed t.Jy
the Commiosion in 1981 did not meet the needs of organizations was evidence th.lt
such appraisal ~ystems did not lend themselves to uniform presentation an~ us~

throughout the common system. The experience gained with the form propo8~d in 1981
should be taken into account, and CCAQ suggested that final and detailed
implementation aspects, incluning Bome or those mentioned in the guidelin~s, should
he left to organizations, includin~ the drafti~g of forms. The organiz~tions

agreed wit.l the general approach reflect€ld in the 10 perfol:mance ap~ra~,·.IAl

principlas e"en if several of those principles, mainly principles V, VI and VII,
were conceived il\ a spirit of "management by objective", which might rh1s. problems
of understanding, and even implementation, in a multi-cultural environment such as
the United Nations sy::ltem. CCAO wishe:! to point out that the determh.:ation of
hsks and performance appraisal were the reoponsibility of management'. While
agreeing with principlv XI, concerning appropriate consequences for different
performance levels, the asoociated guidelines concerning implementatLon s~ould he
left to organizations. The organizations agreed to Ret tarqet9 in or..1er to make
t.heir perl:ormance apprdisal systems consbtent with tile performallce appraisal
principles hy July 1992. They also agreod to Rend thuir perfor~4nce appraisal and
recognition (1f merit plans, systems and forme t.O the ICSC secretariat for
information, but a review (ao recommended in tno socretartat document) for
conAistency with the recommended prlnciplfts and quidelines p"ior tn implementation
hy the ICSC Decretar iilt would in fr inqe thi~ prtHoqat i veA of the exel:'.lt i ve heads.

2QQ. The reprosentat ive of FICSA reqrE'tted t.hat the socrfttl.tr iat' & document cHc'j not
,.~tahUBh " 11 nk between per formance appraisal and human resources pl3nn ll1g, career
dtwt'lopment and staff traininq. This link was of particular importance at a time
when many orqani~ationn were r~cinq financial difficullieo. lt waR a180 a valuahle
tooL in achievinq qr.,ater1oh natisfaction. The document had over-emphasized t.he
rol~ of RUp4!rvisorR in performance &ppra1lull and not placed Ifnouqh atreRA on the
.. nn,~nt ial rnlp. of th" ntatf t.hflm9ftlvofl. Applopriato r~COllr8~ procedureA throuqh a
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joint staff-managoment machinery must be available to staff to rebut performance
appraisals. To protect staff against the abuse of sanctions, there should be full
staff participation at the orqanizational level in the establishment of criteria to
be met before any sanction could be invoked. FICSA pointed out that the
secret.ariat's r~ference to the availability of funds to grant step increments and
extensions of oontracts was out of place in the context of performance appraisal.
FICSA proposed that, before formulating guidelines on performance 4ppraisal
addressed to the organizationA, the secretariat's document should be reviewed.
FICSA submitted its position on performance appraisal in writing and emphasized the
following I th~ settinq of programme, managem~nt and training obje~tives should be
part of the appraisal exercisa. The objectives of performance apl,Jrainal included
improving the staff member's performance, providing a basis for administrative
decisiona, promoting careel goals and identifying training needs. Performance
appraisal was an important tool for identifying the individual's potential for
~ransfer to another post, either in ~he same ~areer path or to anoth~r occupational
group, with a view to career uevelopment an~ job ~ati9faction.

300. The representative ef CCISUA was particularly concerned about the proposals to
exclude complair' 3 regardinq performancd ratings from r~buttal or q~ievance

procadures. Tc radicate a procedure that staff coneiderea vital to equitable and
accurate performance evaluations and to repla~e it with a simple review of the
rating by the second-level supervisor alone would be a significant step backwar~n

in the evoluticn of d~e process.

Discussion by th~ Commission

31ll. The Commission reaffitmecl the impcrtance of perfl)rmance appraisal aa a tool
that could help to improve cOI~unication between supervisors and staff and that,
when used appropriately, could lead to i~~Lovements in the performance of staff and
the efficienoy and effectivanes6 of common system organizations. It was important
that staff members should receivo periodic appraisals of their performance.

302. Memners underlined that, when the performance of staif warranted improvement,
staff should receive the ne~eBsary training, whether in structured form through
traininq courses and seminarn or on~the-1ob counselling and guidance. Similarly,
staff for whom the devolopment of further ekillo woul~ benefit t~e orqanizat~on9 as
woll as themselves should r~weive tl1f> necessary further encouraqement throllqh
traintng. Hum.in re!lOllrces d~volopment and plar.ninq depended Cln career development
and training. While some organh:.ationA may not I ....ve found it appropriatH to
inclutl(1 detailed coveraqe of car~er development and training in p~rformance

appraisal, ~ll three aspects of personnel management were lnextricubly linked.

303. With respect to rabu tale, the Commission concluded th~t it was important to
have an independent person or reviaw qroup to whom staff members coul~ appoal when
their performance ratinq9 were leun than satiHfactory. 'l'hiR Rhoul<i be in ad~ition

to the right of cebuttal in instances when Alaff members believeli themRPlvRA to h~

dincriminatod against or when tho proper procodllreo had n,-,~ h'wn l'olh-,wNi in
carryinCJ out. the perfoflnance apprl'1islll proceBR. The difficulty of a third perOCJl1
or qrOl:p appraisLnq a staff hlember with whose perform4nc~ thoy were not V'ary
familiar was nevertholess also rec(~~l~od.

104. The CommilHlion notod t.hat the exiaUnq pf.·rt'orrnance appr.,i~lal form pr~~rnlllqi'lt.lld

by the Commission in 1981 had not. twen found llueflll by the orqanlzlltiolln i1:. I

st.andarrl for ,,,U orqani7.ati.onn nnd thdt. i.t. wl\n no 100".'[ under coo:\io"r.1ti I. 'I'twy
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noted that. the lC~C titH.:retd[ ldt intandtai to davttlop a new performance appraisal
form as part of the paper that would be prp.Ronted to the Conmission at its
twenty-f'iqhth sesaion and that would relate performanoe appraisal to human resourCf'
~lanninq. The CommiRsion emphasized that the propo: ld model form would serve only
as an example of an acceptable form, which orqanizutionB could either adopt or
adapt to fit their own Rituations, or they could develop another form on their own
in i ti a t i ve •

Recommendations of the Commission

305. The Commission recommended that:

(a) The orq~nizationR should take into account the 11 ?erformanoe appraisal
principles and aRBociated q'lidelinee provided in paraqraphs 1 to 28 of annex XV to
the present r~port and that they should regularly appraise the performance of all
staff members at le~st up to and includinq staff at the 0-1 level,

(h) The orqanization~ should also take into account the principles and
llssochted guidelines concerning appropriate consequenoes for different performancl'
levels provided in 3nnex XV to the present report,

(c) Where necessary, the organizations shou4o actively set tarqets to have
their perfor~ance appraisal RyJtemR cons~8tent with the performance appraisal
principles and quidelinp,r. as soon as reasonably possible, but in any event no later
than 1 .July 1992;

(0) -rh .. orqanizations 9hould Rend their performanoe appraisal and recognitillll
of merit plans, systems ancl forms to the lese sccletariat for ap~ropriate

connu 1 t~t". ion~.

C. Training policy, evaluation of training

306. The C~mmiRsion had h~forp. it a d'~lIment on the evaluation of traininq deferred
fr()~ it" t...,;.·nty-fourth np.n!'lion. The document presrnted Aome qeneral considerllt~()nb

and outlilled fc,ur hanic approachPR to evalUllt.ion, (a) reaction, (b) learninq,
(e) ltpplklttion or implp.mentation, and (cl) impact, and pointed out that
n'~lpon"1"'1 1 i ty for thp. fir At two typeR rp.At~l wi t.h the trainer and for th,.
rfOlnaininq two wit.h thf' manager. J\U.!'lched tc the document wan a queationnaire
·:jeveloped by the secretariat on the evaluation of trainir.g, which had been
formulated ill conAultat ion w1th the orqanizations of the common system and was
circulated tn them for reply. At the time of the 8eB~ion most, althouqh not all,
of ttw nrqllni:r.lltionn had providpd illformation to t.he resc 8tWr~t"riat.•

la7. Th" ('ha i rmall of CCJ\O expressed the 4qreemont of the nrqan i zat ion8 wi th the
qeneral considerationfl of the document ..s wrll as with the four basic approachP.t1 I ()

"valllation out lined therein. The organizations a' 00 conf lrmed the reflections
r~ll1ted to thQ iDrlUe of tho l~vllluat.ion of train~nq. The Chairman of rCAO pointt~et

nut th"t t'lCf'C\l1 lv~ t.~o'ld!\ lI"d l\ probl~m with rPRppct to tr"i"inq in that. thoy
hPIIf'Vl'lt In It ,llld ':lIpportf'l' it, hut I'tll"t ttw .1(;.Htionl1l finftnci.,l rotJOUrcl'A nf'pd",i
10 d('vI'lo!> tl.dnillq pro(lrl1l1lmf"!l fllrttwr cOllld not b!' mild.. I1vl'ill"hlp at a time WhPll
qnvI'rnil\t) hndll'll WfOl'f' 0llpOnf"I' to ,1ny hlldqf"tltl'Y qro..... th. Alloc"tioll of th,' ""m,'
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budget allotments biennium after biennium was tantamount to a reduction, ain"e cost
increases could not be completely compensated for.

308. FICSA welcomed the document produced by the secretariat and supporterl itR
recommendations. At the same time, it felt bound to point out that, in many of the
organizations of the common system, training remained extreme!.)' inadequate. While
legislation tn numerous countries required that at least 1 per cent of payroll
should be devoted to staff training, Borne organizations w~;:" klpending aB little an
one quarter of that amount. It was FICSAts impression that not much had actually
~~en done to assebS traini~~ needs, given the absence of resources to satisfy thene
needs. This was unfortunate, since as a result low budg~t priority continued to be
given to training. In fact, training had an e~en more important role to play in
times t"~ crisis, since in order to implement their programmes the orqanizations
were- obliged to make the best possible use of their limited staff reSOUrCfHJ.

Concl~qion of the Commissio,

309. In view of the importa~ce of staff tr~'~ing, the Commission regretted that
this topic had been deferred and progress 1n t.his area h~d therefore been held up.
The Commission requested its secrotariat to pursue consultations at the regional
meetings of the CCAQ Sub-Col1\1dttee on Staff Training to be held in the autumn of
1987 as well as at the session of the entire Sub-Committee to be held in the spring
of 1988. Depe:lding upon the outcome of those deliberations, the Commission would
be in a position to consider the training evaluation model ftt its twenty-eighth
se9sion.

D. Mobility of staff in the Professional and higher categories

310. By resolutions 40/244 and 41/207, th~ General Assembly reQU9ste~ the IeRe to
"undertake ~ study of the mobility of ProfeaA1onal staff in the lInitt'}d Nations
common system, includinq the frequency and average length of t.hei r lH1S ignm<'lntfl <It.
different duty stations".

311. The Commission's consideration of this item was baaed upon a documont propared
by CCAQ that contained details of the mobility of stftff serving in 19 common syntem
organizations and programmes for thG period 1980-198S.

Viewe of the organizations and the at~ff representatives

312. The Chairman of CCAQ introduced the document, which was based on data
collected from a number of common system organizations and programmeR covering th.,
yeara 1980 to 1985. He stressed that, while a certain amount of ntatiAti~a1 data
was presented in thp annexes, the document went beyond a mere nt.at. iat k.,l
preRentation to cover aspects of rotation roquiretnOnt9, policy and prllcticp,
reassignment and rotation patterns both within and het.ween organizationo, t.he n",'d
::or and experience with rotation and reafJsignmnnt pol1cifHJ, ohntac:1on to
reaosignment and mobHity, and measures that could be taken at tho common nyHtom
level to onhance them. The CCAQ Chairman noted that thA dfttll did not: corrOflponet
precisely to the information r.oqueated by the General AAnemh1y. In particular,
information on average length of lIARiqnment at It qivon location waR not. ',"'lAy to
collect anc1 coulc1 not be ohtllined from orqani7.ationn on a syBtRmfttic hllAin. tlf'
point.ed out that tho compllrator foroign oervicfl, which CCAQ roqutHlted hl provld'·
otatiQtical dllttl on reasRlqnmenl, rooponetecl that thin would he an aWt>AOml' tlUlk /HId
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was able to provide only general information on its reassignment policy. Despite
certain gaps and the lack of perfact correlatinn among the organizations reporting
on different aspects of mobility, CCAQ believed th~t the information given provided
a statistically valid overview of reassl~nment ratterns in the United Nations
system.

313. While on the whole the organization's mobility requirements had considerably
increased since its early days, this was not the case in all organizations.
Depending on the nature of programmes and activities, mobility might be a vital
requirement, a desirable feature or of no direct operational relevance at all in a
given organization. Patterns of employmunt in the international civil service were
different from those of any national foreign 3ervice. An organization's
operational requirements for mobility derived directly from its legislative
mandate. An organization whose activities were oriented primarily to the field,
Ruch as UNICEF, UNHCR or UNDP, would logically post the major ity of its staff in
the field. An organization that had only one office, such as IFAD or GATT, would
not need and, indeed, could not move its staff from one location to another. Other
organizations, such as the United Nations and WHO, had regional structures in
addition to headquarters and field offices. Once an organization's structure had
developed in response to its mandated activities, that structure determined the
degree to which the staff of that agency was mobile. The diversity of mandate an~

structure set the stage for a variety of policies, practices and attitudes towards
staff rotation.

314. At present, six orgadzations and programmes had formalized rotation plans or
policies. However, the e~istence of a rotation policy did not in and of itself
quarantee mobility. The degree of mobility within an organization was influenced
by the operational ne~d to move its staff from one location to another, the
distribution of staff among different locations and the number of posts SUbject to
rotation. The number of inter-organhational staff movements during the period
'980-1985 was small i approximately 0.5 pe~ cent of Profespional staff, and had not
increased significantly nince ~he matter was reviewed by the Commission several
years ago due to a number of factors described in th~ report. While the prospects
for increa~ed inter-organizational mobility appeared slight under present
circumstance~, organiz1tions ugreed to ~omply with the provisions ot the
Inter-Organization Agreement on the Transfer, Secondment and Loan of Staff, whic~

were designed to facilitate such movements. A degree of staff mobility was alwars
an advantage anu ~as a particular asset for staff working in an international
setting. Howe'rer, staff mobi lity could not be an end it, itself. Since
organizations' requirements for mobility varied so widply, consideration of the
common system aq a monolithic entity was clearly meaningless ~;a this context.

315. An examination of experience with reassignment and :otation pollcies and
practices led tn the conclusion that there were currently three distinct types of
disincentive to mobility in the United Nationa syste~J material disadvantages,
carepr development constraintR and problems related to family life. CCAQ concluded
that there were three categories of action that could and should be taken at the
common system level to encour~ge and compensate for mobility. They were measures
to facilitate the resettling procecs, measures to improve the compensation package
and joint efforts to improve local conditions. The organizations had already moved
to address the problem by presentinq the Commission at its current session with a
RFecific proposal for the adcHtion of a mobility element to the assignment
allowance. CCAQ would examine what other measures could be taken to encourage
mooi 1 ity morf> aclpquately in both mr1terial and non-material terms.
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316. CCAQ stressed the need to distinguish between mobility and expatriation. 'l'ht'
staff of the United Nations system were as expatriate as they had ever been, with
90 per cent of staff in the Professional and higher categories serving outside
their home country at any given time. Some United Nations staff had "never served
in their home country in the course of their career. The difference was that they
had become more mobile. Lcpatriation carried with it its own difficulties,
irrespective of the length of stay away from the home country, these were
compensated through the expatriate element in the marqin. The system needed to
compensate for mobility.

317. The representative of FICSA welcomed the excellent and comprehensive report.
FICSA accepted the conclusions expressed by CCAQ concerning mobility. FICSA
believed that mobility should be rewarded and enhanced through appropriate
provisions in the remuneration package. As a first step, the assignment allowancp
should contain an incentive for mobility.

318. The representative of CCISUA associated hinl~elf with the statements of CCAQ
and FICSA.

Disoussion by the Commission

319. The Commission welcomed the report, which provided a siqnificant amount of
useful information about the mobility of common syst"cm staff. Statistics showinq
the number of reassignments for the years 1980 to 1985 for common systern
organizations are provided in annex XVI. The length of service in years at the
staff member's present duty station is shown in annex XVII. The Commission also
noted the conclusions expressed in the document, which were reiterated by the
Chairman of CCAQ in his statement (see para. 316 above).

320. Members noted that there were several different types of mobility. Mobility
could occur within an organization from headquarters to and from regional offices
and other field locations, between different regional offices and between differp.nt
field offices. There could also be inter-organizational mobility. The Commission
was struck by the wide variances in mobi11ty between organizations. While the
Inter-Organizdtion Agreement referred to in paragraph 314 concerning transfer,
secondment or loan of staff among the organizations applying the United Nations
common system of salaries and allowances c,id exist, it was designed more to
regulate than to promote mobil~.ty. It W8S app~~ent that more inter-organizational
mobility was desirable and could be encouraged in the interest of the orqanizations
and staff. Even within a given organi.zation there were some staff who were quite
mobile and others who seemed never to move.

321. The Commission aqreed that there had not been sufficient mobility of staff
from headquarters to field locations. tn this respo:!ct the Commission declcied to
approve a new mobility element in the aSRignment allowance. Mp.mbers neverthele~;i

pointed out that there were administrative and other measures to promote mobility
to which all organizations should have recourse besides financial incentives. Tt
was, however, anpreciated that mobility was also dependent to some extent on the
programme objectives of the organization concerned.

322. The Commission concluded that there was a need to review further document..lt ion
on mobility with a view to identifying more epecH ically the prohlems ds!'>ociat:(~d

with mobili ty and determining what further policy opti.ons might bp. requ i reci.
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Decisiona of the Commission

323. The Commiasion decided to bring the information on staff reassignments in the
common system to the attention of the General Assembly and to tha legislative
organs of other organizations. In view of the importance of mobility within and
between organizations and the difficulties highlighted by the organizations in this
regard, the Commission requested its se~retariat to analyse these problems further
for consideration at its twenty-seventh session.
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CHAPTER VIII

ACTION TAKEN BY THE CO~ISSION UNDER ARTICLE 15 OF ITS STATUTE

Common staff regulations

324. The ~ommission considered the question of common staff regulations at its
twenty-fifth session, in March 1987, when it approved a preliminary work programme
and agreed that the subst&nce of staff regulations and rules should be rendered as
uniform as possible. TO this end CCAQ agreed to provide the Commission with an
updated comparative analysis of the conditions of service as reflected in the ataff
rules and regUlations of the organizations.

325. At its twenty-sixth setision (July 1987), the Commission had before it a
document by its secretariat that examined the first three regulations of
article 111 of the United Nations Staff RegUlations, salaries and related
allowanoes, the education grant and staff assessment, and identified areas where
divergencies existed.

Views of the or~anizat\ons and the staff representatives

326. The Chairman of CCAQ said that the points raised in the ICSC secretariat's
document had been revlewedv In this connection, he assured the Commission that the
organizations were g~nuinely interested in the harmonization of their practices and
made considerable efforts on an ongoing basis to ensure consistency and uniformity
of practice. Since m~ny of the matters raised involved points of detailed
personnel and financial administration, having to do with the day-to-day
application of entitlements, CCAQ preferred to have time to consult with the
persons who actually administered these entitlements before commenting on the
feasibility of the proposals by the ICSC secretariat. He therefore requested CCAQ
to return to the paper at the twenty-seventh session in March 1988, at which time
it would have a full response to all the detailed p~lnt9 raised in the document.

327. The representative of FICSA expressed regret that, owing to the late receipt
of the document, it had not been possible to research the points raised, on the
basis of the staff rules and regulations of FICSA's member organizations. FICSA
would also need tc consult its members on the feasibility of any changes. FICSA
therefore endorsed the proposal to discuss the item further at the next session.

Discussion by the ~ommission

328. The Commission regretted that CCAQ had c~ce again proposed postponement of
this matter. Many members of the Commission considered that this was an example of
the organizations' relative lack of interest in areas where remuneration was not
involved. The Commission was of the opinion, given the constraints posed by CCAQ,
tha~ it should, in line with resolution 40/250 of 18 December 1985, address this
matter expeditiously and attempt to advance as much as possible in this area.
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Conclusion of the Commission

329. The Commission decided to note CCAO's rflquest to postpone the itam until the
twenty-seventh session. It voioed its ooncern at the CCAO position dnd request&d
CCAQ to come forward by its next session with substantive recommendations based on
the secretariat's proposals and its own views of action required to further
harmonize staff regulations at the inter-organizational level.
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ACTION TAKEN

CHAPTER IX

THE COMMISSION UNDER ARTICLE 17 OF ITS STATUTE

Implementation of the recommendations and
decisions of the Commission

330. At its twenty-sixth seesion, the Commission considered a document on the
implomentation of its recommendations and decisions prop~sed by ita secretariat.
As decided at its twenty-fourth session, the secretariat was request.ad to report
annually on implementation by the organi7.ations, as required by the statute. For
their part the organizations woul~ submit detailed information only every three
years, while still drawing the Commiasion's attention to important unresolved
issues in the mean time, in particular in the area of personnel policies. Since
the secretariat had been requested to report in a general sense, it had requested
the organizations to send relevant documents submitted to their governing bodies
rather than eliciting information in d~tail by questionnaire as was done on
previnus occasions. It had received relevant documents from ILQ, FAO, ICAO, WHO,
UPU a:-d IMO, while implementation by the United Nations had already been reviewed
at ~he twenty-fifth session under t~e item dealing with resolutions and decisions
of the General Assembly. Other information was also available from WHO and WIPO.

331. Subsequent to the submission of the secretariat's paper, UNESCO had provided
relevant documents presented to its Executive Board that showed that it had
implemente~ the new scales of pensionable remuneration, staff assessment,
separation payment and the RCF. Staff assessment for the General Service category
would be implem~nted later in 1987 when the salaries were reviewed. The UNESCO
documents also indicated that it had submitted and ~ould continue to submit the
Commission'a annual report to its Executive Board. UNESCO had also drawn the
attention of its Executive Board in particular to the Commission's recommendation~

on recruitment policy and performance appraisal and the recognition of merit. A
communication was also received from WMO regarding a resolution of its governing
body of special interest to the Commission. UPU had provi~dd information that it
had abandoned its policy of long-service steps in 1986 anj was now in line with the
relevant recommendation of the Commission.

Views of the organizations and the staff representatives

332. The Chairman of CCAQ stated that organizations could agree with the ~i9t of
the first recommendation, i.e. in f~ture, they would harmonize their practices with
the other organizations in accordance with the dates recommended. T..e
organizations wished to point out, however, that several of them were bound by
their regulations to obtain the agreement of their governinq body before
implementing the recommendattons of the Commission. He recalled that it was with
this in mind that the Commission had agreed to propose 1 April as the
implementation date for its latest recommendation on pensionable remuneration, in
order to make it possible for appropriate implementation measures to be decided
upon by the different governing bodies. It was therefore suqgested that the
implementation dates should be recommended by the Commission after conSUltation
with the organizations concerned. The Chairman of CCAQ had been requested by WIPO
to inform the Commission that, contrary to what was stated in the document, it had
been applying the RCF effective 1 Septemb~r 1986, in accordance with the
Commission's decision. He further stated that recommendation (h), which reiterated
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previous recommendations in the area of personnel policy and r~quested

organizations to keep the CommIssion's secretariat informed on action taken on such
recommendations by governing bodies, was certainly acceptable to CCAQ. He noted
that the third recommendation was addressed to specific organizations. Lastly, tho
organizations would certainly continue to send the ICSC secretariat copies of
relevant resolutions, decisions and reports on meeti~gs of their legislative bodies.

331. The Commission's attention was 1l1so drawn to the following decision of the WMO
Executive Council on the implementation of the Commission's recommendations and
decisions:

"t2.3 The Executive Council also took note of the need expressed by the
Commission for its representatives to participate in selected meetings of the
se9sion of the Council and requested the SecretarY'-General to make suitable
arrangements lo that effect in consultation with the Commissiol. ... (Geneva,
June 1987)

·l34. The representative of WHO s t~d that the executive head of WHO had submitted
d proposal to its Executive Board in November 19~5 for a change in its policy of
long-service steps in accordance with the Commission's recommendations concerned.
It was proposed, however, to wait for ttae decision of the General Assembly on this
matte,;. On 8 January 1986, this item was again before the Executive Board of WHO,
and it was informed that the Assembly had not accepted the Commission's
recommendation, so that the Director-General considered this no longer to be a
conunon syst~m issue and decided to withdraw his proposal.

335. The rElpresentative of ILO stated that it had introduced its policy of
long-service steps in 1980 before the Commiss on addressed this issue. It had
submitted the Commission's recommendation of ~ne long-service step to its Governing
Body, but the existing sYstem of a maximum of two long-service or merit steps was
not considered to be excessive and the Commission's proposal was not endorsed.

336. The representative of UNESCO indicated that his organization did not resort to
a generalized usage of linked grades but did apply it to the P-l!p-2 level. UNESCO
would give serious consideration to the Commission's recommendation on this issue
again.

137. The representative of FICSA observed that the difficulties experienced by lLO
and other organizations in respect of the qcale of separation payments underlined
the need for the Commission to ensure that i~8 recommondations to the General
Assembly did not violate legal principles. As rega:ds the long-service step for
General Service staff, it was FICSA's understanding that at least one organization
(I~EA) had still not implemented this measure. It was surprising that the
Commission had simply noted the failul"e of the United Nations to implement the
recommended General Service salary scales. The staff, for their part, had taken
the matter to the United Nations Administrative Tribunal.

338. The representative of CCISUA, after noting the postponement by Bome
orqanizations of the im~lementation of the recommendations and decisions of the
cununission f deplored the fact that recommendatiom~ unfavourable to the staff were
ufH)i.llly promptly implemented while beneficial ones were delayed. He pointed out
the varying delays at the United Nations on the implementation of intp.rim
adjustments for General Service salaries and stressed that this category faced
furt.her deprivation of it.s rights. He recalled also that. the United N.'1tions
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Professional staff had been deprived of lts due for several months with respect to
the application of the ReF.

339. In response to CCISUA's statement, the representative of the United Nations
regretted that it had ha~ to delay the implementation of interim adjustments to the
General Service salaries and RCF, but state1 that the Secretary-General had had to
do this because of the financial crisis.

Discussion by the Commissio~

340. The Commission considered the presentation grouped under the relevant articles
of its statute to be very helpful and the information fairly detailed. Reference
was made to recommendation 53 of the Group of High-level Intergovernmental Experts
to Review the Efficiency of the Administrative and Financial Functioning of the
United Nations, which required that the Commission's annual reports on
implementation of its recommendations and decisions should be as complete as
possible. It was also noted that a number of items, mainly in the field of
personnel policies, would be dealt with sepBrately in other parts of the annual
report, these would include the following: "Implementation of the Master
Standard", "Progress made since the twenty-fourth session in undertaking special
measures for the recruitment of women", and "Performance appraisal and the
recognition of merit". The Commission was informed that UNHCR applied the staff
regulations and rules of the United Nations, so that no separate action was
necessary on its part.

341. Apart from slight differences in dates of implementation and delays in
implementation, although with retroactive effect, caused by the timing of meetings
of legislative organs, the se~tions of the resolution of the General Assembly
pertaining to recommendations of che Commission under article 10 of its statute
were implemented consistently throughout the common system. With regard to the
decisions of the Commission under article 11 of its statute, the Commission noted
that WIPO and FAO were still deviating in their implementatior. of the RCF. The
Director-Genetal of WIPO had, however, informed the Commission that he would bring
the Commission's decisions on the effect of currency fluctuations on take-home pay
to the attention of the governing bodies of WIPO in September 1987.

342. The recommendations of the Commission under artiCle 12 of its statute
concerning the General Service salary scales at hgadquarters duty stations were
normally implemented consistently by the organizations. The United Nations had,
however, delayed the implementation of interim cost-of-living adjustments because
of the financial crisis. The Commission considered that the United Nations should
make every effort to harmonize the effective dates of implementation with the other
organizations at duty stations concerned. It was noted that the Commission's
deciBic:ls ,on job classification standards were generally impleme.• ,"ed by the
organizations. The implementation of the Commission's recommendal ons on personnel
policies under article 14 of its statute was somewhat disappointing. The
Commission noted with satisfaction the considerable efforts WHO had made to improve
the recruitment and status of women in that organization.

343. Some unresolved issues, such as long-service steps in ILO and WHO as well as
linked grades in UNDP, UNESCO and WIPO, were brought to the attention of the
Commission. The Chairman of CCAQ stated that, at the time the Commission had made
its re~orrmendations on personnel policies such as human resources plannillg, some
organizations had expressed reservations. Recommendations were not strictly
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binding in contrast to decisions of the Commission and were therefore implemented
to u lesser extent by t.he organizations. The reprenentative of ILO stated that ILO
fUlly accepted the humara resourcos planning principles but it could only implement
them when il possession of a fully integrated computerized personnel system, the
installation of which had been deferred by its Governing Body for bUdgetary reaBons.

£2nclusions and recommendations of the Commission

344. The Commission decid~d:

(a) To express appr~ciation to the executive heads for drawing to ita
attention action taken by their governing bodies;

(b) To request those organizations that had deviated in the implo~ntation of
recommendations in respect of effective dates to harmonize their practices in
future with the other organizations in accordance with the datea recommended;

(c) To request the Unjted Nntions to harmonize with other organizations
concerned the effective dates of implementation of interim cost-of-living
adjustments for the General Service category at the same duty BtationSI

(d) To reiterdte its recommendations in the area of personnel policies,
particularly with re6pect to recruitment policy, and to request organizations to
make every effort to implement them and, when taking such action, to inform the
Iese secretariat in time to enable it to report to the Commission at the session
fOllowing the date of approval by legislative organs of executive heads;

(e) To reiterate its recommendations to the United Nations, ILO and WHO on
long-service steps, that one additional stop be introduced into the salary scalos
for long servicp. at the levels P-l to P-S, 24/ and to UNDP, UNESCO and WIPO on
linked grades made in its eighth annual report £2/ and request these organizations
to report to the eommi~sion on these issues at its twenty-seventh session;

(f) To request organizations that have not yet done so to 8cn~ to the lesc
secrctariA~ copies of relevant r~solutions, declsions and reports or meetings of
legislative ~odies.
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CHAPTER X

ACTION TAKEN BY THE COMMISSION UNDER ARTICLE 18 OF ITS STATUTE

Security and independence of the international civil service

345. At its twenty-sixth session, the Commission had before it a note, prepared by
CCISUA, that addressed the problem of the arbitrary arrest and detention of united
Nations staff members at duty stations around ~he world and contained proposals as
to how organizations should react in such cases.

Views of the organizations and the staff representatives

346. The Chairman of CCAQ recalled that this was a subject to which the executive
heads attached the utmost importance. It was an issue, moreover, that was under
permanent surveillance by the General Assembly in accordance with the procedures
established by resolution 36/232 of 18 December 1981. The Commission might
therefore wish to reflect as to whether it wanted to tackle this subject, which
went beyond the question of the security of staff and touched on matters concerning
the relations of organizations with Member States. ACC and the executive heads had
repeatedly emphasized that it was absolutely essential for the Convention on
Privileges and Immunities of the United Nations to be respected. Many of the
matters raised in the CCISUA paper were under active review and would be further
studied at the forthcoming inter-agency meeting on security matters.

347. FICSA was just as concerned about defending the security and independence of
international civil servants as it was about other conditions of service. By
virtue of article 10 (a) of its statute, the Commission should make recommendations
on this subject to the General Assembly and report on the most flagrant violations
of these principles. As a body of independent experts, the Commission was in a
good position to remind Member States of their responsibilities. It might also
make recommendations to the organizations regarding measures to be taken against
Member States that violated their legal obligations. FICSA for its part had
recently asked ACC to suspend the recruitment of Romanian nationals until such time
as Mr. Liviu Bota was permitted to return to his post as an international civil
servant. FICSA was also very concerned about the family of Mr. Eugene Soloviev, a
staff member from UNESCO. It was regrettable that the United Nations, in spite of
its great efforts to protect human rights, was sometimes impotent to protect those
of its own officials.

348. The representative of CCISUA stated that she was convinced that the Commission
could play an important role in promoting a systematic and co--ordinated effort to
ensure that staff members throughout the common system received the full protection
of international law. CCISUA's concerns in this area had been presented in detail
in its document, but CCISUA wished to reiterate two points of particular concern.
One was the need for a comprehensiva, standardized format for maintaining and
transmitting information on cases of illegal detention and violation of staff
members' rights. The other was the need for an institutionalized response that was
firm, swift and well publicized, so that each Member state could be more a~~are that
gross violations of the rights of international civil servants '~uld provoke
certain consequences from all common system agencies operating at that duty
station. She stated further that when staff members went on mission or on leave
near the end of a contractual period, they were particularly vulnerable to
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violat ions of the type d iscuaaed ubove. If they wore detained, the ir contractR
could lapse, culling into question their statua as international civil aervunts. A
uniform policy should be articulated to provide for the automatic extension of u
staff mAmber' s contract as long as a case of questionable ar rest, detention Of

disappedrance was pending. CCISUA's views on this matter should not, however, be
construed as a criticism of the work of the existing conunittees dealing with this
problem.

Discussion by the Commission

349. The Commission noted the action already taken by the General Assembly and the
initiatives I~ndertaken by the Secretary-General and other executive heads to set tle
difficult cases. Several members of the Commission drew attention to the fact that
the independence and security of the int.ernational civil service was very important
but also involved highly se.,sitive and complex issues. It waa nUl.ed that this
issue fell within the jurisdiction of the Commission but had not bee~ addrest~d by
it before. However, before any conclusions could be drawn the necess~ry data
shOUld be collected and the facts carefully studied. Some members of the
Commission expressed doubt and scepticism regarding any practical action the
Commi~sion might envisage. One member considered that the Commission's review
should focus more on t.he moral dimension rather than on practical actions that
might be difficult to conceive and implement in the context of the sovereignty of
Member States. The Commission emphasized t:,e fact that any paper prepared uy the
secretariat on this Subject ~hould be based on carefully checked evidence and
facts. Its secretariat should closely consult on these matters with organizations
concerned and the United Nations Office of Legal AffAirs.

Decisions of the CommiEs~on

350. The Commission decided to request its secretariat to carry out a study of the
seGurity and independence of the international civil service and to report to it at
its twenty-eighth session.
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CHAPTER XI

ACTION TAKEN UNDER ARTICLE 29 OF ITS STATUTE

Review of rules 17, 30, 32, 33, 36 and 37 of
the rules of procedure of the Commission

351. The COIl'll\1ssion considered a dC'",ument prepared by its secretariat on the re\'i1lw
of rules 17, 30, 32, 33, 36 and 37 of its rules of procedure. This review was
called for following Unit~d Nations Administrative Tribunal Judg~ment No. J70
(AT/DEC/370) concerning the suspension of thp class 12 post adjustment index in
New York as at 1 December 1984 and the question of a general or ad hoc time-limit.
which haC arisen in connection with the implementation of the remune:ation
correction factor by the United Nations in 1986. These issues involved the
annotations to rules 32 and 33 respectively. In this connection, the ICSC
secretariat reviewed all rules with annotations and submitted amendments to these
rules and annotations to the Commission for its consideration.

Views of the or~anizations ana the staff representatives

352. CCAQ had no problems with the proposals made by the ICSC secretariat in the
~CSC document concerning rules 17, 30, 32, 36 and 37. Concerning rule 33,
paragraph 1, CCAQ agreed that the interpretat ion contained in the annotat ion should
be incorporated in the rule itself. If the views of the executive heads were
sought on the financial and administrative implications of a substantive
determination, the time-limit for the receipt of responses concerning each such
request should be determined after due consideration of the amount of additional
work that would be required by the organization concerned. CCAQ suggested that the
additional sentence read: "Each such request shall specify an appropriate
time-limit for the receipt of responses" - in other w~rds, that the word
"appropriate" be added. Since CCISUA had met, for t ..d past few years, the criteria
for staff participation set by the Commission in 1983, CCAQ agreed that reference
should be made to it in the appropriate rllles.

Discussion by the Commission

353. Concerning rule 32, members of the Commission questioned why the Commission
had decided, when it drew up its statute, not to utilize, for the time being, the
prOVision regarding voting without a meeting. It was understood that the reason
for that annotation was that the Commission would normally take decisions by
consensus after an interchange of views among all participants whereas voting by
communication woul~ make that impossible. The Chairman clarified that rule 32
should be used with caution and recalled that it had been applied only on three
occasions. When it had been used in connection with ~he suspension of c1~3s 12
post adjustment index in New York, the procedure had not been strictly fo11c~ed 
an element that was important in the deliberations of the United Nations
Administrative Tribunal. Regarding the annotation to rule 37, the Commission noted
that the second part of the last sentence could be deleted since the Commission was
empowered to amend its rules of procedure under rule 39. The secretariat confirm~d

that the amendments to rules 5, 6, 8, 22, 36 and 37 to reflect the participation of
CCISUA would place CCISUA en the same footing as FICSA under rule 3", ruagraph 1.
Following the suggestion of CCAQ, the Conunission decided to include the notion of
an appropriate time-limit in the last sentence of rule 33.
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Conclusjons of the Commission

354. The Commission decided:

(a) To maintain rule 17 and its annotation as they stood.

(b) To retain the principle of eight affirmative votes under rule 30,
paragraph 2, arnJ to oolete the annotation to rule 30,

(c) To d&lets the annotation to rule 32J

(d) To apply an arJpropriate time-U"lit in each future case and to include
reference to that in rule 33, while deleting the annotation to th~t ruleJ

(e) To amend rules S, 6, 8, 22, 36 and 37 to reflect the participation of
CClSUA and to amend the annotations to rules 36 and 37 by removing the references
to review or revision in the light of exper ien,:e.

355. The Commission's revised rules of procedure would be issued together with its
statute under the symbol lCSC/l/Rev.l.

Nut-es

1/ lLD, FAO, UNESCO, lCAO, WHO, UPU, ITU, WMO, IMCO (now IMO), WlPO and IAEA.

l/ GATT and IFAD.

1/ Offici.al Records of the General Assembly, Forty-first Session, Supplement
~3~ (A/4l/30 and Corr.l and 2).

1/ Ibid., SueFlcment No. 4~ (A/4l/49).

2/ !.bid., f'ortieth seFlsion, Supplement No. 30 (A/40/30 and Corr.l),
para. 263, and ihid., ~hirty:ninth Session, Supplement No. 30 (A/39/30 and Corr.l
and 2), paras. 219 and 220.

!/ Ibid., Thirty-suventh Session, Supplement No. 30 (A/37/30), annex 1,
appendix 11, paras. 61-67.

2/ ~., para. 17, and ibid., Fortieth Session, Supplement No. 30 (A/40/30
and Corr.l), parLls. 239 and 240 •

.!y J.bid., l<'orty-firHt Session, Supele!!'ent No. 30 (A/41/30 and Corr.l and 2),
pa ra 8 • 150- 15 2 •

~/ Ibid., Thir.ty-seventh Session, Supplement N~30 (A/37/30), annex I,
~ppendix li:-para. 67.

lQ/ Ibid., paras. 102-107, and ibid., Thirty-ninth Session, Supplement No. 30
(.-1./39/30 antl Con.1 and 2), para. 226.

11/ Ibid., Fortieth Session, SUEPlernent-. No. 30 (A/40/30 and Correl) ,
panl H-.-24 5- 247.
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12/ ~., Thirty-ninth Session, Supplement No. 30 (A/39/30 and Corr.l
and '2f, paras. 222 and 223.

Q/ .!E.!.!!., Thirty-first Session, Supplement No. 30 (A/31/30 and .Add.l) ,
paras. 279-293, ~., Thirty-third Session, Supplement No. 30 (A/33/30 and Add.l),
paras. 224-234, ~., Thirtr:seventh Session, Supplement No. 30 (A/37/30),
paras. 197 and 198, and ~., Fortieth Session, Supplement No. 30 (A/40/30 and
Cor r .1), para. 191.

!!/ ~., para. 263, and ~., Thirty-ninth Session, Supplement No. 30
(A/39/30 and Corr.l ; nd 2}, paras. 215 and 218.

11/ ~., Thirty-seventh Session, Supplement No. 30 (A/37/30), annex I,
appendix 11, para. 17, and ibid., Fortieth Session, Supplement No. 30 (A/40/30 and
Corr.l), paras. 239 and 240.

!!/ ~., Thirty-seventh Session, Supplement No. 30 (A/37/30), annex I,
appendix 11, para. 67.

17/ ~., paras. 102-107, and ~., Thirty-ninth Session, Supplement No. 30
(A/39/30 and Corr.l and 2), para. 226.

18/ ~., paras. 222 and 223.

19/ .lli.2. , Thi rty- fi rst Session, Supplement No. 30 (A/31/30 and Add.1),
para. 167.

20/ .lli.2. Forty-first Sessior. , Supplement No. 49 (A/41/49), chap. IV,
sect. C.

21/ ~., Thi rty-six th Session, Supplement No. 30 (A/36/30 and Corr.1),
para. 256.

~/ These duty stations include Albania, Austria, Belgium, Bulgaria,.
Czechoslovakia, Denmark, France, the Federal Republic of Germany, Greece, Hungary,
Iceland, Italy, the Netherlands, Poland, Portugal, Romania, Spain, Sweden,
Switzerland, the USSR, the United Kingdom and Yugoslavia.

23/ Official Records c.f the General Assembly, Forty-first Session, Supplement
No. 30 (A/41/30 and Corr.l and 2), paras. 125-127.

24/ ~., Supplement No. 3u (A/39/30 and Corr.1 and 2), paras. 188-198, and
ibid., Fortieth Session, Supplement No. 30 (A/40/30 and Corr.1), paras. 165 and 166.

25/ ~., Thirty-seventh Session, Supplement No. 30 (A/37/30), annex I,
appendix I1, paras. 26-36.
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ANNEX I

Decioi~~ of the ILO Governing Body at i~s 235th session
(~eneva, March 1987)1 Staff pensions

Tho Governing aod~,

Concerned at the situatial that has devel~)ed regarding the pension systems of
ILO staff;

Draws the attention of the United Nations General Assembly, the International
civil Service Commission and other competent bodies to the constitucional
responsibiUtyof thp ILO regarding social questions in general, and social
security in particular, wit~ respect to all workers throughout the world, not
excluding internatialal civil servants,

Requests that the technical competence of the International Labour Office and
0t the coneti tuenta of the I nternationa 1 Labour Organiqation, includ ing employe ':'s'
and workers' organizations, be taken into account and utilized.
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ANNEX 11

Resolutions of the Administrative Council of ITU
(Geneva, June 1987)

A. Resolution 9631 united Joint Staff Pension FundI Study of
measures requir.ed for the adjustment of pensions

The Administrative Council,

Considering the objectives previouoly established by the ITU Staff Pension
Committee contained in the report submitted by the Administrative Council to the
Plenipotentiary Conference (Nairobi, 1982) concerning the level of pensions,

Noting that, despite the concern it expressed in 1985 in Resolution
No. 937 (CA40) concerning decisions of the General Assembly which entailed a
significant red~ction in pension benefits, further unfavourable decisions were
taken at the fo~ty-first session of the united Nations General Assembly,

Noting also that, in its Resolution No. 932, the fortieth session of the
Administrative Council drew the attention of the United Nations General Assembly,
the United Nations Joint Staff Pension Eoard and the International Civil Service
Commission to its anxiety regarding the level of benefits and the future uf the
Fund,

Noting further that the report by the Secretary-Gen~ral (Document CA42/6634),
requested by Administrative Council Resolution No. 956 (CA41), reports:

(a) A further deterioration in the benefits of the UNJSPF which will affect
the level of pensions for staff in the Professional catego:y and above as a result
of the decisions taken by the forty-first session of the united Nations General
Assembly;

(b) The grave concern of the staff in these same categories as a result of
the continuing depreciation of the dollar which ',;111 be affecting Uni("'ln staff
members retir ing in the ne~~ t few years J.n countr ies wi th strong cur rencies in
relation to the United Statp-s currency,

~~ the Secretary-General to study and submit to the forty-third session
of the Administrative Council proposals for appropriate action to be taken by the
Council in accordance with Resolution No. 61 of the Plenipotentiary Conference
(Nairobi, 1982) having regard to evolution in the common system.

B. Resolution 971: Conditions of service

The Admini strat i"e Counci~,

HaVing noted the decisions adopted by the United Nations General Assembly at
its forty-fir~t session on conditions of service in the united Nations common
system as well as the requests for further studies which the IC~C was to conduct,
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naving noted further the reports thereon by the Secretary-Genoral and the
address by the Chahman of the ITU Staff Council and in particular the uncertainty
felt by Professional staff as a result of the decline in the value of net
remuneration in recent years and the deterioration of pension benefits,

Concerned by the situation for the functioning of the Union and in particular
by n~nagoment difficulties due to the number of promature retir~ment8 of senior key
statf members as a consuquence of the continued erosion of their pension benefits,

ReCognizing the noed to maintain the level of remuneration sJfficient to
~ttract, recruit and retain qualified staff in conformity with No. 104 of the
International Telecommunication Convention and conscious of the need to continue to
contain administrative and persrnlnel costs,

Considering that the success of the Union and the achievement of ita goals
depend to a significant oxtent on the staff and thoir motivation,

Reaffirming that sound personnel management policies require a system in which
levels of remuneration do not fluctuate significantly and in an unpredictable
manner, in which increased responsibilities, upon promotion, ate recompensed and in
which lrn,ger service is duly reflected in pension benefits,

Roof! irming also the Union IS partic ipaf;ion in the United Nations cORlllon system,

Invitee Members of the ITU to draw thr attention of tho representatives of
their respective Governments in the United Nations General Assembly to the
deterioration of the conditions of service in Geneva in order that decisions of
that Assembly take due account of the genuine needs of tho staff in agencies
outside Uow Yot kJ

Inatru~ the Seoretary-General to continue to otudy this probl~m, to proposo
steps which could protect tho Union's interest in offoring Ur.lon staff conditions
of service appropriate to effectively ~oeting the obj~~tivea of the Union as
envisagod in the Convention and corresponding to their legitimate expectations and
to the sorvices rendered, and to take action in the competent bodiAs of the United
Nations cOJl1flon system, nwnely the ICSC and the UHJSPl" in order that remedial steps
to the present situation ore found and put into force as early as possiblo,

F'urther instruc ta tho Secretary-Goneral to repor:t to the Council at its next
session on this matter and on the progre;HI achieved.
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ANNEX 111

Summary of work of the Te~th World Meteorologioal Congress,
Conditions of_~ervi~e In the common system

(Geneva, May 1987)

g.4.12. Congress considere~ it important that stdff had been accorded the
opportunity to present their viewe to Congress and expressed its appreciation and
recognition for their continui~9 devot1on, and pointed out that the succees of the
Organization and aohievement of its goals depend to a signifioant extent on the
staff and thair satisfactory trea~ment.

g.4.13. Congress expresse~ lts conoern at the distress and uncertainty
ourrently being felt by Profe~8ional staff as a result of the deoline in the value
of net remuneration in reoent ~Qars and reoognized the importance of ensuring that
the WHO is able to offer stable levels of remuneration and an adequate pension
ache.. 8wLficient to recruit and maintain adequately qualified staff.

g.4.l4. While aoknowledging the need to contain administrative and personnel
costs and reaffirming its oommitment to the United Nations common system, Congress
expressed the view that the terms of employment in the common system should take
into account the genuine needs of staff in agencies outside New York.

9.4.15. Congress requested the Secretary-General of WMO to draw the attention
of the approp'date bodied of the ·COnll\CJn system to theee views and to continue his
involvement with the organs of the common system with a view to meeting the
objectives noted in paragraphs 9.4.12, 9.4.13 and g.4.14 above.
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ANNEX V

Information regarding the level of remuneration in New York
and other major headquarters duty stations

1. Two members were of the view that in the context of the Commission's
consideration of the net remuneration margin methodology, information regarding the
levels of remuneration (net base salary plus or minus post adjustment, as
appropriate) at selected grade levels for New York and some of the major
headquarters duty stations should be provided to the General Assembly. In this
regard they were of the view that the following information would be useful to the
General Assembly:

TABLE 1. NET REMUNERATION OF UNITED NATIONS OFFICIALS IN NEW YORK,
GENEVA, PARIS, ROME AND VIENNA AT SELECTED GRADES

(In United States dollars)

Grade Salary !I New York Geneva Paris Rome Vienna
(for 1988) as at 1 July 1987

P-l/VI Base salary 21 047 21 047 21 047 21 047 21 047
Post adjustment 8 955 20 969 11 455 8 880 14 179

Total 30 002 42 016 32 502 29 927 35 226

P-4/VI Base salary 36 602 36 602 36 602 36 602 36 602
Post adjustment 15 265 35 145 19 526 15 138 24 170

Total 51 867 72 347 56 128 51 740 60 772

0-2/1 Base salary 49 406 49 406 49 406 49 406 49 406
Post adjustment 19 527 45 725 24 978 19 364 30 918

Total 68 933 95 131 74 384 68 770 80 324

USG Base salary 64 535 64 535 64 535 64 535 64 535
Post adjustment 25 545 59 818 32 676 25 332 40 446

Total 90 080 124 353 97 211 89 867 104 981

~/ Net base salary and post adjustment for staff members with a primary
dependant.

2. In table 1 above the net remuneration amounts shown under the column for New
York would be.those that would be paid following the granting of the next class of
post adjustment in New York in 1988. The net remuneration amounts shown under
columns for Geneva, Paris, Rome and Vienna are those that were applicable as at
1 July 1987. On the basis of the information currently on hand the next post
adjustment class would most likely becClIIIe applicable some time in 1988 in Rome and
Paris. However, no increase in post adjustment for Geneva and Vienna was
antici~ted for 1988, irrespective of whether the current methodology was used for
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the determination of the United States/United Nations net rellluneration margin or
whether the revised methodology, as recommended by the Commission in paragraph 83
of the report, was used following its approval by the Gene~al Assembly.

3. Several other members, on the other hand, were of the view that providing the
information in table 1 above to the General Assembly in the context of the net
remuneration margin calculation methodology would be unnecessary, inappropriate ar~)

mislead ing for the reasons outlined below.

4. Un! t,'d Nat iona/Uni ted States net remunerat ion margin calculations were caL'riod
out on tt,~ basis of the current methodology approved by the General Assembly, by
cOl1'paring net remuneration amounts of United Nations officials at various grades in
New York with those applicable to United States federal civil service employeos ilt
comparable grades in Washington, D.C. Providing comparable net remuneratial
amounts for other duty stations had never been part of this methodology.
Consequently, if information with respect to the net remuneration of United Natials
officials was to be provided to the General Assembly then it would suffice to show
these amounts only for officials assigned to New York. Inasmuch aa this
information was a lreaCIy sutJ'nitted to the General Assembly each year as part of tho
Commission's report on the evolution of the margin (see annex IV), there was no
reason to repeat the information once again.

s. If information with regard to the net remuneration applicab~e to United
Nations officials was to be shown then it should not be shown selectively for only
four or five duty stationu. All duty stations, including those where the net
remuneration of United Nations officials was lower than that applicable at the base
of the system, New York, should also be included. As at July 1987 there wero UOIIIO

120 such duty stations.

6. The basic purpose of the post adjustment system was to equalize the pucchaointj
power of remuneration amounts applicable in New York and all other duty statiollfl.
General~y, it met this goal reasonably well. In this process of equalization of
tlurchasing power the relat ive rate of inflation between New York and tho <] iven duty
station was one of the elements that is taken into account. However, the rate of
exchange of the country vis-A-vis the United States dollar, which was an equally
iJlllOrtant element, was also taken into account. Consequently, the amounts in
United States dollar terms required to be paid as net remuneration in a given
COuntry would vary considerably depending on the rate of exchange applica~lo at a
given point in time. The JU.1.1 1987 net remuneration amounts shown for Geneva,
l'ar is, Rome and Vienna in table 1 show the amounts in Uni ted states dollar9
required as at the rates of exchange applicable in JUly 1987 in the four COUlltr:ioU

in quest ion. Had the Uni ted States dollar been stronger, the dollar amountu
required to equalize purchasing power in these four countries would have lx'lOIl

substant ially lower. On the other hand, if the Uni ted States dollar weakoned
further, the amounts required in dollar terms would increase Bub9tantial1y. 'l'hio
point can be illustrated by r.eferring to the information in table 2, which l:lllowu
net remuneration amounts in United States dollars applicable in New Yor k, (;enpvil
am Vienna as at 1 July 1985, 1986 and 1987.
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7. I n vi ew of the cur ['ont freeze on the post adjustment in New Yor k ami the need
to equalize purchasing powea: between New YorK, on the one hand, and Genev" and
Vienna un the other, incrl~aues due to inflat ion had not been granted in these two
duty stations since th/~ fl'eoze was applied in New York. Consequently, the changes
in the net remunerat ion alllounts in dollars in these two duty stations between
December 1984 (the dat·e of the application of the freeze i.1 New York) and July 1987
had been the result of CUI roncy fluctuations. In view of the continl'. d weakening
of the United States dolJ.llr in ,Tuly 1985 and July 1987 it had been essential to
increafle the net remunarut. ion alOOunta in Uni ted Stat~s dollars in order to ensure
that the local cur relley amounts paid to the staf f members at these two duty
stations remained unchlln~l"d, grCJs90 modo. As a matter of fact, in view of the
weakening of the dollar ()lElr the last two years an.3 the built-in regressivity of
the post adjustment systl,~n, the net remunera' ·.~a amounts in local cur rency rec~ivQd

by United Nations officialn at these two duty stations had gone down considerably
since July 1985. This phenomenon can also t~ observed from the information
provided in table 2.

8. In view of these conuidel:ations, these members were of the view that to
provide net remuneratioll amounts in United States dollars at the tour duty stations
besides New Yorl~ listed under table 1 at the lute of exchange applicable in
.:JUly 1987 would create the erroneous impression that staff members at these duty
stallons rece ived remunorat ion that was SUbl:ltant ially higher than that applicable
in New Yor k. On the other hand, if similar information using the ute of exchange
in ~ffect ~s at July 1985 had be~n provided it could very well have created a
contrary, but neverthelf!ss equally er roneous, impression that the remuneration of
United Natioos officials at these duty shtion13 was substantially lower t.han that
of their counterparts working in New York.

9. FUither, if a complete picture of the entirp. situation were to be provided to
the General Assembly along wi th the net remulleration amounts applicable to Un! ted
Nat ions officials in either some or all duty stations, simi lar amounts applicable
to United States federal civil service employees in the same locations should also
be provided. Such an approach would put the matter in proper perspcwtive inasmuch
aa not only the relat ive levels of remuneration applicable in the United Nations
system at New York, the base of the United Nations system, and other duty stations
would be provided but the cor respond ing amounts applicab1{~ to unitecl States federa 1
civil service eJll>loyees in washington, D.C., tho base of the United States fed<'ral
civil service, and other duty stations would also be made availuble. This approach
is reflected in table 3.
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TABLE 3. COMP,.I\ISON OF UNITED STATES/UNITED WATIONS NET
REMUNERATION AT SELECTED HEADOUAR'l'EaB DUTY
STATIONS BASED ON GRADE P-4/VI (UNITED NATIONS)
AND GS 14/6 (tNITED STATES) AS AT 1 APRIL 1987

(In united states dollars)

I
United States United Nations Marain (b/a) I- I

(a) (b) (c) I
I
I

Genova 77 418 12 .347 0.93 I
I

Paris 66 408 56 128 0.85 I
I

Ran" 61 038 51 140 0.85 I
I

Vienna 65 373 60 772 0.93 I
I

10. As noted in table 3, the net remuneration of United Nations off~cial~ (net
base salary plus post adjustment) was lower than that applicable to United States
officials in equivalent positions (consisting of net base salary, post allowance
and housing allowance) at each of these duty stations. In these duty statiGns the
margin is in faYOur of United States officials by 7 per cent at Geneva and Vienna
and by 15 per cent in Par is and Rome. This shows very clearly tt.e inadequacy of
the present net remuneration comparison and demonstrates that only when all duty
stations are taken into account, can a true comparison be made.

-112-



rt
..
'i
~i
.:
;X

V
I

S
ta

ff
a
s
s
e
s
s
=
e
~
t

ra
te

s
fo

r
tn

e
P

:o
fe

ss
io

r.
a
l

an
d

e
ig

h
e
:
e
a
t
e
s
o
r
~
e
s

S
ta

ff
a
ss

e
ss

=
e
r.

t
ra

te
s

u
se

d
~
n

c
o

n
ju

r£
ti

o
r.

w
it

h
g

ro
ss

c
a
se

s
a
la

ri
e
s

ar
.d

th
e

g
ro

ss
a
=

o
u

n
ts

o
f

se
p

a
ra

ti
c
r.

p
a
~
r
.
t
s

T
o
~
a
~

a
s
s
e
s
s
a
~
l
e
p
a
y
=
e
~
t
s

(
G
r
.
:
~
e
G
S
~
a
~
e
5

d
o

:l
a
rs

;

3
ta

ff
a
3
s
e
s
s
=
e
~
t

ra
te

s
fo

r
p

u
r?

Q
se

s
o

f
p
e
~
s
:
o
n
a
o
l
e

r
e
=
u
n
e
r
a
t
i
o
~

a
n

d
p
e
~
S
l
O
r
.
S

(e
ff

e
c
ti

v
e

1
A

p
rl

l
1

9
8

/1
(%

.

S
~
a
f
f
~
~
:

sp
o

u
se

e
r

a
(
e
t
t
e
~
~
i
v
e

w
it

r.
a

d
e
p

e
r.

a
e
n

t
d
e
p
e
~
d
e
n
t

e
n

li
d

1
A

pr
il

1
9

8
0

.
(%

;

S
ta

ff
c
e
~
:

w
it

r.
n

e
it

r.
e
r

a
d
e
p
e
~
d
e
r
.
t

s
p
o
~
s
e

n
e
r

a
d

ep
er

.d
er

.t
e
::

il
ri

(e
ff

e
c
ti

v
e

1
A

p
ri

l
~
~
B
S
;

{%
;

F
lr

s
t

i:
5

00
0

p
e
r

y
e
a
r

~
e
x
t

$
5

D
O

e
p

e
r

y
e
a
r

~
e
x
t

$
S

00
0

p
e
r

y
e
a
r

~
e
x
t

$5
DO

G
p

e
r

y
e
a
r

S
e
x

t
$
~

DO
G

p
e
r

y
e
a
r

~
x
t

$
:
~

GG
G

p
e
r

y
e
a
r

N
ex

t
$

1
0

o
o

e
p

e
r

y
e
a
:

~ ~

S
e
x

t
$

1
0

oo
e

p
e
r

y
e
a
r

N
ex

t
5

:5
0

0
0

p
e
:

y
e
a
r

S
e
x
~

$
2

0
00

0
p

e
r

y
e
a
r

R
e
o
a
:
~
l
r
.
g
a
s
s
e
s
s
a
~
l
e
p
a
~
e
r
.
t
s

Io
.e

2
5

.0

2
6

.0

3
0

.0

3
2

.0

3
4

.0

.i
c
.O

3
8

.0

4
0

.0

4
2

.0

4
4

.0

1
3

.0
1

8
.0

3
1

.0
3
~
.
6

3
4

.0
3

8
.9

3
7

.0
4

2
.2

3
9

.0
4

4
.2

H
.G

4
6

.b

4
3

.0
4

8
.7

4
5

.0
5

0
.£

4
6

.0
5

1
.5

4
7

.0
5

0
;.

3

4
8

.0
5

9
.2



~
i
I
~
l

S
a
la

ry
s
c
a
~
e
s

fo
r

th
e

P
r
o
f
e
s
s
~
o
n
a
l

a
n

d
~
~
g
h
e
r
c
a
t
e
q
o
r
~
e
s
S
D
O
W
~
n
;
a
n
D
u
a
~

g
ro

ss
s
a
1
a
r
~
e
s

a
n

d
D

et
e
-
,
~
~
v
a
l
e
r
.
t
s

la
ft

e
r
a
p
p
l
~
c
a
t
~
o
n

o
f

s
ta

ff
a
s
s
e
~
t

ra
te

s
u

se
<

:
~
n

c
o
n
J
a
n
c
t
~
o
r
.

w
it

h
g

ro
ss

o
a

s
e

s
a
la

ri
e
s

a
n

d
tD

e
g

ro
ss
~
t
s

o
t

se
p

a
ra

ti
o

n
p

a
y

:o
e
n

tS
j

(I
n

;J
Q

it
e
o

::
;U

te
s

o
o

ll
a
rs

/

(£
tf

e
c
ti

v
e

i
A
p
r
~
~

1
9

8
8

/

i.
e

v
e

':
'

u
n
d
e
r
-
$
e
c
r
e
t
a
r
y
-
G
e
~
~
r
a
:

~
S
G
G
r
~
s

1
0

5
~
~
~

N
et

~
0

4
5
~
5

~
t

:$
5

d
2

io

~
l

1
1

:
l"

J
v

S
t

e
p

s

V
I

V
li

V
ll

l
IX

x
X

I
~
.. ..~~

.
L
~
l
.
i

A
s
s
~
s
t
a
"
c

A
..;

;o
;

G
r:

>
ss

I
i
e
~

:J
N

eo
::

S

:
>
e
c
r
~
t
a
r
y
-
G
e
n
e
r
a
:

9
5

l"
C

5
9

2
';

3
53

8
9

:

O
~
r
e
c
t
o
r

0
-2

:
~
=
O
S
-
i

IO
et

D
S

e
tS

7
6

6
i7

4
9

40
/\

45
37

0

70
5
9
~

5;
)

4
4

1
4

0
3

.J
8

dC
~
4
:
'

5
1

4
0

;
..

.
,H

7

0
2

5
5

"
5

2
s
;
~

41
S

1
5

5

P
rl

:l
C

ip
al

;)
-;

.
G
r
~
s

N
e
tD

Ii
e
tS

O
ff

lc
e
r 6

5
4

:'
4

0

f-
,:

jd

40
':"

0
3

"

,,
7

5
ll

"
4

4
45

.s
4

0
9

3
0

0
9

3
1

e
..

5
.0

2
..

1
dO

"

7
1

.
.
L
4
~

4
b

4
1


4

2
,
,
~
.

7
"

,,
;0

4
7

3
9

3
4.

s
57

1

7
4

7
,,

9
41

S
3

5
4

4
4

43
4

7
0

4
:'

7
4

1
2

0
7

4
S

2
i"

....
~
n
~
o
:
:

0
ff

lc
e
r

?
-
~

"'
ro

ss
li

e:
.

~

li
e
t

,:;

F
u

s
t

O
ft

lC
e:

P
-4

G
r=

s
N
e
~
r
:
.

!l
e
t

,:;

.;
e

co
n

d
O

ff
lc

e
r

P
-3

"
'r

o
ss

li
e
t

:-
li

e
t

.s

5
8

C
7"

,

31
2

""
3

;,
2
~
~

4e
:l

3
6

3
~

6C
S

.3
;;'

2
.;

"

37
l
,
,
~

2
i
2
~
4

2.
5

4
7

.,

5'
1

~
c
7

40
~
i
L

j
;

C
,)

:'

4
7

b
4

7
B

4
lJ

i
31

0(
;3

.so
",

)3
2

0
O

b7
.£

':
':'

7
0

6
1

..
~
_

4
0

9
i2

3
7

7-
0"

..
9

';
0

.

3
4

"
I.

,
31

.
j"

'e

.3
9

7"
,;.

2
6

8
2

",

2"
,

o
S

"

6
2

4
3

4
:

0
8

3
8

U

5
0

4
0

,
3

5
u
~
"

3
2

4
4

"

4
1

J
r

~
9

55
",

,,
7

S
':

3

6
3

0
5

"
4"

4
n

h
1

5
1

5
:
d
~

3
5

iS
3C

,
H

Id
'"

4
",

.>
J.

>

.>
0

30
<:

1

"
0

~
...

5

6
:'

2
6

0
4

J
2

4
4

3
~

8
4

4

:'
J

24
9

3
0

6
0
~

3.
>

8
7

7

.Q
j

o
J5

.s
i

0
-

2i
!

90
(;

0
0

iu
S

4
4

C
2

1

4(
,,;

''''.t
.

S
4

:'.
;0

4

3
.

3
6

"
J"

50
7

4
..

~
"
,
j

3
i

6
4

,)

L
.
~

5
7

J

61
>

1
3

S
4

4
7

,,
3

4
1

2
3

:'

55
>

,1
70

3
"

1.
>

7
35

>
2

S
7

4t
>

2
1

i
3

:l
S
~
'
;

3
0

.l
h

6
9

5
7

5
4

S
5

7
1

4
1

9
3

4

5
7

44
.>

~
9

U
.sS

~I
:l
"

4
7

4
H

3.
>

2
7

"
3

0
tl

8
6

7
1

,)
0

0
4

6
.>

40
4

:t
0

2
5

:'
8

9
2

9
3
~

7
0

1
J6

7.
1.

6

4
li

oi
l..

.
3

3
,,5

.>

3
1

4
~
"

6'
"

3
6

1
4

0
S4

l1
'

37
4l

.>

4!
f

3
4

0
3

i
j'

;;
.1

.0
8

6.
1

7
.
Q
~

4
1

30
11

3
8

1
0

.

so
9

ll
...

3
5

31
C

i
3

2
7
~
4

:"'.
.c

,.;
,.0

.>
5

':t
o,

3.
>

j,_
A
s
s
<
:
x
:
~
a
t
e

?
-
~

'i
ro

ss
li

e
t

:;;
li

e
t.

.5

):
fi

c
e
= 2

"
5

b
2

2
6
~
S

2.
:.

2
0

2

3
e

0
':

':
2

3
3

2
3

2'
:"

a
5

f

31
0

0
,

2
';

,
,
6
~

22
4

.;

3
.l

.~
.:

..

2.
.

"l
e

2
3

0
3

:'

3,
;

id
5

2
5

2
5

"
2

3
6

,,
7

3
4

8
4

..

2
5

~
J
3

2
4

2
1

6

3S
9.

s7
2.

.
5

S
J

2.
.;

~
l
'
"
}
5

37
0

""
1

7
':'

93
2

5
3

d
5

38
1

1
0

2
7

is.
QO

2
5

9
7

0

3
9

.ll
5>

2
8

4
0

7
2

6
5

:'
0

.Q
O
2
~

2
9

1
2

4
2

7
1

3
2

A
s
s
ls

t"
,n

t
P

-.
.

,,
::

>
5

5
li

e
t!

:
li

e
t

S

O
ff

lc
e
r 2

2 17 16

1
7
~

9
'0

0
9
~

2
j

.1
10

le
S5

7
1

7
4

7
4

2
4

';
i.

l!
f

11
1

1
6

0
,,

;

2
4

j9
j

1
9

0
0

.
1

8
0

2
.

2
:'

,
,
~
c

20
4

2
4

...
7

:
j
;

2
0

9
7

"
2

1
0

4
7

1
~

7
0
~

2
7

1"
:;

;
,,

1
6

d
';

2
u

3:
'.s

2i
S

9
:'

0
2

2
2

8
9

2
0

~
O
I
O

2
9

8S
13

~
2

8
8

3
2
~

4
5

3

3
0

0
3

"

23
'S

o
2

1
~
7
9

D
•

R
a
te

a
p
p
l
~
c
a
o
:
e

to
s
ta

ff
E

ea
O

er
s
w
~
t
~

a
d
e
~
,
a
e
r
.
t

sp
o

u
se

o
r
~
~
l
d
.

S
•

R
a
te

a
p
p
i
~
c
a
.
o
i
e

to
s
ta

ff
_

c
s

v
~
t
r
.

r>
O

d
e
p

e
n

a
e
r.

t
sp

o
..

se
o

r
c.

"l
lc

i.



H
H
H
:>

:J."•

III
III
()
>,

"

III

tl
III

"VI

\\
"",::.1

"H

>:l
<0
01
.~

..,.,
"!.!'..
~...
"
~..,,.,
~

III

11,

41..,
VI

H

"">4

..,
"104

,.,
H
~

"...~

.,.,

"

.,
~I

.~

, -0 ."
• I ~, In 1\

1\' ")" '"
~ "'f' .. p r·
," ,~ -0 In
l~ •.,

I;.,

H
<\I

~
'I)
I
I.
~I

.~ t~
:J :J

.,
<\I
u
4' . 1.1\ n
,'·u I .}
(~ ,,. '0,,',
I of 'll ..,
:...." ,,, u.

M
41

"~
,I)

1ft oD C.,J
I~' (') 10'\
,,", ~ 0

N N 0

<0 '" ...

D 'j) f-
It\ M (:I
' ..... M ·i

.") •. ~ I"
ro In ...

.{ ("t\ ...g
") l) .J,)

I""'\N .-t

1)«) '0
r'" ,n •

". I n
.\ Ll ~

.., .'"" l'\I

0'" ,n,...... ..,.

11) (1 (I)

o ~ I'

g ,~? .~ .~
~I

" ......:: ,',

.... "''''"'<'ll'!
~.,. ~

o " n
f~ .. '4'

:0 11\ .,
(r\,... r-..., .~ .......

"'IQ"........

,..... "" ').... .,,'"In .. i ...,

..... I~' ,..,
1- .. q

N ,n.n
•.« <0 -0
r'~ ~ '"

,of .1\ ·t)
p .'l) 'J}

<.0 .... to
11 ,n . ,...., ..., ",

1'\",\ t"••
f~" '0 1)o .-4 .D

1- of' I)

'0 ~ .,

I- -".f
-'" I· tl
··f ., I ~

'1\ •..., '"
-D ., ,..,

"<IJ
')..,....
'1
., tA n Cl)
III III

~',~~"
.I·f

(~ A

11'.

0 .....
'-1 I""i 1""1
\0 ~-t ~

Q \I):...., ..

r~ In ··f

"' .. '".. '"" t ..

'1\ 11\ ,

D'" ..

" III

I ....,

o ~ 'r

,n :0 ..
n,... "'4
. ..., b'''\

u ...... )
·0 " 'r

(l 0\ to'
.-4 0\ .-"
:0",,,,

,r M .,..., .. '"

• I .}\ 'lop
o l".l .-.
<7\~"'"

• ~ • t 1"1

'4l 0' ~

l) "-l .-1
.., .. 1
.1l'1) If'

)'l I·
Q ~ .'1)

.., .n·"
u '~l '0

,-' •." f-·

l ..., "
"'.) .,
.Il (l )

1- " {l.n ."\ ,.,

"~,
U
.<..
~ U) n'f}
() III

o I' 1 1

\..I ,-, Cl' 11'o t') ..~ ..":..
,: ·1\

'" I'll 1\.

ro ,p If\
('f\:J\ ,""
'l) N "~

(1\ r) r..
tt\ -.""

I .,.., ,~

,~ .-{ .a
, 0 . ~

-, 1"'1 "

~r I· .,
,n,." .-"\

or 1'1
:t) 1(\ ~
".,. ., r....

."" '" t"f"\In M M

" n 0
~ .0 '"

,,'\ t" ')

d I{\ ....

\f'. ~f""

'r .' I ,"'(\ ,) 0'
c..... <7\ ('ol

,r I··n
., ,.', n
1\ ( II

1-.. f'l1·
t ... 'u 11
'il M'f'I

l" .".)
or ,"" ,.\

I .,).f'\
.Il i.\ ~\

•••1' ."4

·0 '01 I)

or "l j"

"~,
"..

'4( 11) c\ 'I)
'H If)

() cl 1I "
,. 11 1\1

at .') .... ~
,q
,. ~t

•• I
tit 1\.

. till"'"

'" M ....'

·0 r·t ll.
If\ ca CI\,.... ,.., ,n
., tt, N
,n M M

In N ''1
, .... q ......",,,,,,
,'7\'" •....,

'" M t~

n ,,,.-t
C) 0\ .,

"'''''''
a)Md.. "''''

(J\ I{\ "
.. \(\ ri\
.-4,/'1 N

." N I')

"'''''''

., (~ ."
" ..... ()

or I "f
..., \ ,'I
,().f '"

f'W),.-( n')

... '" "

.., .~I 1"

1'\ -0 In
(." ..." '"
t'" I)''()'O, Mo N

," I'll"I.' (, .n
.~ o.u In

·.1\1'

~ ('" ""
."...., .".n .p ~1\.t' '0 U

h n (l
,<""\ ..... --I

,'\ t;t ,""
., ,..., "l
'D •. -( N

., ro .(.l

f" I"""

'"1' .,\ I-
·t l"I .fl
•..., .·l 'll

,. I' 1(\

••, 1\1 ,'-I

"<IJ

~..
...., VI () H)
() III

() p p

~~ .'-'; .~ .~
"
II
.\1 I

'1) '"

,....dtO

"'''''''H1 r-i "i

n (l\ r-·
..,NN

co N In
~ .. n
"''''..0
a1Q)",
"'<'ll'<

N1'tN
In d ...
,...., tl'I r,
<0 ...... ID
Pl<'lN

-, -n (1\

.-'J\ ~ 'to'
t:) -.D l'
(l ·0 0'

'I .......

." In or
If) to .....
<1\ t""l ,-..

''-J ., "1

t"\ N .......

'I) .) ,

f) ." III., e' If'

.f t"l l'

.",..'" If\
t'~ -, ."

'l .....' 1
,., M ,'I

".\1
lJ.......
n
4.1 tIJ f) If)
11 III
,., 0 I' 11

H'~;·~~
III ·oJ
,q I
..t. o.

'" ,1\...0l'\I ,.... to
Qt.no

~"'<'l
"'<'l<'l

0,.,...,
,... (7\ 11\
~",,,,

ON ..-4
..... N .....

o"'~
N i1\ "
._~ ,..., 0

<7\ N·...
........... ' ...

'" ~-( .--4
f" (")..o
,-4 I) .,

t. '1"
1- I~

,4.( 1)

, .• ·-1 ~

"'.-'" ·4

, ••1,) .4
«'l "'r • ~
.--4 In ."""
." .-;) .",
l'l '" ,,.

:'1\ 0 0
.CI ·1'· ...
...... '"' f

.\ T) I ~

....... " .(

.-., ., \'

·f) "- .....
...., I) 1

.", ·n I'
l~ .-{ • I...'11.....'n

aJ 11) n ")
f ~ III
." l1 p ,J
I' " .\1 "I
lfI t'l 1'. J-.
,q ,

.'~ ri.

·u
.1-.g

"...
III
,J
III

,)....,
.~
.)
<\I

~..
ll,
11,
ou
~,

"I~

.)

...,

;;

.,
«

'",IIII
"...
....,
~
~,
a.
Il,
III.,
"."
'I)



ANNEX IX

Letter 'ated 11 May 1987 from the Chairman of the Commission to
the executive heads of the organizations of the united Nations

system on the question of supplementary payments

I am writing to you on the issue of supplementary payments by certain Member
States to their nationals while employed by a common system organization.
Following comments made by FICSA at its twenty-fifth session (Murch 19H7), the
Commission requested its secretariat to collect information on supplementary
payments for its consideration at the twenty-sixth session.

In this connection, directors of personnel and administration of oarticipating
organizations have already been requested by the ICSC secretariat, on
30 April 1987, to provide information on supplementary payments made by any
Government or other party outside the administration of ~our organization to staff
in your organization, whether this be a periodic cash supplement, assistance with
rent, transportation or in any other form. However, some inltial responses by some
organizations to the Executive Secretary have indicated that no such information
was readily available.

This matter was reviewed by the Commission in 1980, 1981 and 1982 and was
recorded in its sixth, seventh and eighth annual reports (A/35/30, paras. 115-123,
A/36/30, paras. 85-94 and annexes V and VI. and A/37/30, paras. 119-124). Tha
General Assembly's action was reflected in r&solutions 36/233, section Ill,
paragraph 2 (f), and 37/126, section 11, paragraph 2. In those reports, it was
noted that the United States of America, the Federal Republic of Germany and Japan
had arrangements for supplementary payments to their nationals working for United
Nations system organizations.

It has been brought to my attention informally that other Governments, in
addition to the three Member States mentioned above, might assist their nationals
either on an individual basis or as a more general practice. I am, therefore,
writing to you to draw your attention to the Commission's serious concern about
such payments with the request that information be elicited on an individual basis
by questionnaire or other appropriate means from staff in the Professional and
higher categories including senior staff se~~nded from Governments.

In previous reviews of supplementary payments, the opposite situation was a180
raised, namely deductions made from the remuneration of staff by some Governments.
Although this puts a different complexion on the matter, it has a bearing on the
issue of the independence of the international civil service. I should, therefore,
be gratefUl if you could inform us of any arranqements made between your
organization and any Governments in this regard and also if you would find out
whether any of your staff have such commitments regarding deductions with their
Governments.

At the Commission's twenty-fifth session, it was also mentioned that, in th~

case of one organization, some Member States were currently providing staff on the
basis of reimbursable loans because the organization war not able to meet the
levels of remuneration of staff from certain government orgAnizations while working
abroad. I would appreciate very much if you could also provide statistics on the
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numbers of star f on re imburaable loans and idont ify the govornment organizat ion
concerned.

I wuuld be grateful if thls information could be received by the Conuniflsion'R
secretariat bofore the Commission's twonty-sixth session.

(Signori) Richard M. ARWEI
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ANNEX X

Letter dated 26 May 1987 ftom the Chairman of the Commission to
the Permanent Representatives of Member States to the United
Nations in New York other than the Federal Republic of Germany,
Japan and the UnIted states of America on the question of

supplementary payments

I have the honour to refer to the currer~ review by the International Civil
Service Commission of supplementary payments made to same staff of the United
Nations and other organizations of the common system. At its twenty-fifth session,
in March 1987, the Commission requested its secretariat to collect information on
supplementary payments provided by Member otateb ~~ their nationals who serve as
staff of the United Nations common system, for consiaeration at its tweilty-sixth
session, in July 1987. I should, thetefo~e, be grateful to receive any information
on such supplementary payments by your Government, if applicable, whether this be a
periodic cash supplement, assistance with rent, transpor.tation or in any other form.

It will be rocalled that this matter was reviewed earlier by the Commission in
1980, 1981 and 1982 as recorded in its sixth, seventh and eighth annual reports
'A/35/30, paras. 115-123, A/36/30, paras. 85-94 and annexes V and VI, and A/37/30,
~~aras. 119-l~4). Moreover, action take~ by the General Assembly on the
Commission's reports in this regard was refler.ted in resolutions 36/233,
section Ill, paragraph 2 (f), and 37/126, section 11, paragraph 2.

In previous reviews of suppl.9mentary payments, the reverso practice was also
raised, namely deductions made from the remuneration of staff by some Governments.
I should, therefore, be grateflJl if you ~~uld inform me of any such arrangements
made by your Government with organizations or individual ataff members employed by
common system organizations, if applicablo.

It has also been mentioned that some Member States are currently providing
staff on the basis of reimbursable or non-reimbursable loans because the
organization was not able to pay the equivalent levels of remuneration of staff
from certain government organizations while working abroad. It would, therefore,
be appreciated if you could also inform me whether your Government or any of its
agencies has such arrangements with United Nations system organizations, and if so,
between which governmental organizations and which United Nations system
organizations.

I should be most grateful if you could arrange for this information to be
provided to me by the end of June 1987.

(Si~ned) Richard M. AKWEI
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1.f1ttOl: dated 26 Mav 19H7 from the Chairman of ttw Commi:;~Ji()n t ()... ~ -.~_•. ~.~.. _::.&.-~ •.~ ~_ ..~_~.. _._" ¥ •• _ ~_.... ._ ~._ ~_._ ' N_' __~'"._ ••_

.t:~:..!)~manont RoprOHontat iveu of ttw y()tlNlll_~~)1ie .~~~~~~~,
,Japall and the United Rtatos of America to the United Nations on

the question of a~plementary payment~

J havH the honoul t.o refer to the current reviow by the International Civil
Sorvic.~f) COllulliuoion of lJupp.1umentary payments made tu lJomo stilff of the t1nit"f!
Nations and othor organizatioou of the common uystem. AI- it.!:! tW(Hlty-fifth tWBuion,
in March 19H1, the Corrrnission requested ita secretar iat to collect informat ion Oil

supplomentary payments provided by Member Statos to thoir nationals who nerve nn
stal' f of: tho Uni ted Nat ions common uystem for Gonniderllt ion at i t.r. t.wenty-aixt"h
UOUOiOIl, in July 1967.

It. will bu tl;lcoJll(l(l that thiu matter waD reviewed oarl ier by the CommiuBion in
P)OO, 19tH and 19H2 £la rocorded in ita sixth, oeventh and eighth ilnnllal reports
(1\/3VIO, piUUU. 1l'-12]~ A/36/30, paras. H5-94 and annexeu V and VIJ dlld A/3'7/30,
para".ll9-124). Moreover, action taken by the General Assembly on the
COlll1lioBion's reporto in thiB regard was reflected in resolutions 36/233,
section Ill, paragraph 2 (f), and 37/126, section 11, paraCll'aph 2.

In thill connection I should be grateful if you could inform me whether t.1)(>
rolevant tll"rangelTlents are still in forc{~ in rospect of your Govornmnnt and whotl)!'l
any IllnondmontH or new arrangements have been made since 19H1. In particular I
WOllll1 vpry much appreciate receivinq copi()(j of thp Cllrrnnt tmetA of HllCh
ill'r ..wgemunt9 appl ied by your Govornment.

It hlS also been mentioned that sane Member stat.es are currE'ntly providing
Ataff on the haRis of re imbursable or n()n-n-~ imburaable loans because the
orgllnizatilm was not abln to pay the equivalent levels of remllneration of staff
from eartH i n govornment m"ganizations while wor king abroad. It wnu ld, therefoH',
bo IlppL'eciated if you could also inform me whether your Government or ilny of i t(.j
aqnncies has such arrangementB with United Nation9 Hy9tem orqanlzationR, and i.f flO,

be tweon which governmenta 1 organi zalions and wh ich United Nat ionR syBtem
orgun izat lotHl.

1 Bhoulrl be mout griltei'ul if YOIl could ar range for thiH l.nl'ormat ion to be!
provid~d to me by the end of June 19~7.

(8i9neci) Richard M. AKWEI
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ANNEX XII

Supplementary payments

A. Responses received from Member States by 20 July 1987
to th~ ICSC Chairman's letter dated 26 May 1987

Supplementary Reimbursable or
Member State payments Deductions non-reimbursable loans

Argentina no no

Australia no no

Bahamas no no no

Brazil no no

Canada two cases no

Canoros no no

Democratic Kanpuchea no no

Denmark no no Associate experts and
Junior Professional
Officers

Ethiopia no no

Fiji no no no

Gel:rnany, Federal Republic of no no

Guyana no no

Haiti no no

Hungary no no

Iceland no no

Indonesia no no no

Italy referred to
capital

Jamaica no no no

Madagascar no no
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Supplementary Re imbunlahlo or
Member State payments Deductions non-reimburoabl~ launn

Malawi referred to
capital

Mauri tania no

New Zealand no no

Nigeria no no

Phi lippines no no no

Poland no

Portugal no no

Qatar no staff
members

Rwanda no

Saint Lucia no

Sier ra Leone no no

Singapore no no

Somalia no no no

Sweden no no no

Uganda referred to
capi tal

United Republic of Tanzania no no

United States of America yes no
(on return to
federal civil
service) !,f

Venezuela no no

Yugoslavia no no
_._'--_~L.________"'_

~/ Referred to as "equalization payments".
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B. The following countries had not replied to the Chairman's lett~r hy
uly 1987:

Afghanistan, Algeria, Angola, Antigua and Barbuda, Austria, Bangladesh,
Barbados, Belgium, Belize, Benin, Bhutan, Bolivia, Botswana, Bulgaria, Burkina
Faso, Burma, Burundi, 6yelorussian Soviet Socialist Republic, C"lmeroun, Cape
Verde, Central African Republic, Chad, Chile, China, Colombia, Congo, Costa
Rica. Cote d'Ivoire, Cuba, Cyprus, Czechoslovakia, Democratic Yemen, Diihouti,
Oaninica, oanintcan Republic, Ecuador, Egypt .. El Salvador, Equatorial Guinea,
Finland, France, Gaborl, Gambia, German Democratic Republic, Ghe",a, Greece,
Grenada, Guatemala, Guinea, GuineA-Bissau, Honduras, India, Iran (Islamic
Republic of), Iraq, Ireland, Isral~l, Japan, Jordan, Kenya, Kuotlait 1

Lao People's Democratic Republic, Lebanon, Lesotho, Liberia, LibYdll Al(.ib
Jamah it i ya, Luxembourg, Malaysia. Ma l.i, Ma Ita, Maur it ius, Mplt ico, M0ngo Ha,
Morocco, Mozambique, Nepal, Netherlands, Nicaragua, Niqer, Norway, Onnn,
~akistan, Panama, Papua New Guinea, Paraguay, Peru, Rumania, Saint Kitts And
Nevis, Saint Vincent and the Grenadines, Samoa, Sac Tome and Princip(~, f •.::l:JCH
Arabia, Seneqal, Seychelles, Sierra Leone, Solomon Islands, South Africa,
Spain, Sri Lanka~ Sudan, Suriname, Swaziland, Switzerland (Permanent
Observer), Syr ian Arab ReF-ubI k, 'I'ha iland, Togo, Tr inidad and Tobago, '1'unisi,l,
Turkey, Ukrainian soviet Socialist RepUblic, Union of Soviet Socialist
Republics, United Arab Emirates, United Kingdom uf Gr~at RI ita!n and horthern
Ireland, Uruguay, Viet Nam, Yemen, zaire, Zambia and Zimbabwe.
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ANNEX XII I

Supplementary paymenta

A. RCGponsos ruC'~ ived 1 rom organizatiOiIB. ~to the
ICSC ChaIrman's letter dated 11 May 1987

Olqanization

UNICEF

UNRWA

I.iNHca

i"AO

mmsco

WHO

ICAO

tJPU

WIPO

IF'AD

UNlDO

I AEA

Supplementary
payments

yes

offic~al data
not available

ne information
available

intends lo carry
out internal
sl'rvey

offi.cial data
not ,",va ilable

ofricial data
not available

intendB to
car l'Y out
internal ourvey

no information
ava il ilb It'

no information
ava ilable

01 ,oi .::ial data
not ava il~\,)le

of ficia 1 dnta
not I.wa i lable

Deductionu

yea

no

no

no

official data
not ava llable

official. data
not ava ilable

no

Reimbursablo or
non-reimburaable lnanE

no

yes

yoa

no

no

yes

B. The following orqanizationB did not reply to the Chairman'H It't".(~r:

lIni ted Nut iorHi
UNDP
1 'I'<.'
11,0

.- 121-

{'l'U

WHO
IMO
GA'l-l'
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GradClu I 11 111 IV V VI V11 VIll Xl

3
4
!i
6
7
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ANNEX XV

Plinciplea a~) guidelines for performance appraisdl
an~ the recognition of merit

Principle I. Prior to selecting or devol$ing a performance appraisa) system, ~
objectivea the organization has for performance appraisal should be
formulated

1. While performance appraisal is a tool for inproving or maximizing performance,
organizationo may use performanco appraisal administratively in different wayA to
o1chi eve this end, such as to determinu whether staf f sho\~ld rece ive wi thin-grade
step incrementa or be retained at the end of probationary or fixed-term contrftcts,
to determine who wnong a group of otaff members should receive merit increases in
salary or who will be retained during a reduction in force.

2. Information from performance appra isals is uaefu 1 in hlak ing decisions about
care~r ~eveloprnent or promotion but it lS not sUfficient to make judgements about
whom to promote. Information is also needed about a staff member's potential to
succoed in circumstances that require somewhat different skills.

Principle 11. Performance appraisal must be modo important and meaningful t',)
supervisors

3. Regardless of how well a performance appraioal system is deaigned, if it does
not have the support of top lnanagoment, superviaoro will neglect perf~rm4nce

appraisals in favour of "valued" work. Developing staff regulations l1l.d ruleli
r~9a~dir9 performance apprai~als is one way of institutionalizing performance
appraiaals 800 of engendering a modicum of support. However, this ia not enough.
'rho performance appraisals of supervisors at'ould take into account. the degree to
which thoy carry out the ir performance appra iaal responoibi lities. As with other
important parts of lA Gupervisor'o job, there must be positive consequences for
doing a good job of appra ising performance and ne9at ive consequences for dojng a
poor job.

Pr inciple Ill. The performance appra iaal syatem i including forms and procedures,
.should be as simple as possible and consi,etent with the use(B) to
be served

4. It iH possible to conutruct elaborate and lengthy performance appraisal forms
and proceduroA that require flupt~rviBors and sometimes staff members t.O spend long
hours trying to comply with them. Such forms tend to be eelf-~efeating since they
invariably ond up doing nothing well, are over ly confusing and engonder host! lily
towarda the whole performance £lppra i8al system. 'l'he part icipat ion of the
Buperviuo[U who will be responsible for implement ing the procedures and filling in
tho formn in defining and wurking out procedures :1nd formu that meet their needs is
one way of uUGuring the relevance, import&nce and utility of the system. Whatever
forma and procedures "re docided upon ahould be tested pr ior to full-scale
implementation.



Principle IV. The perfcrmanoe appraisal sXEltelR(s) should be fully transparent to
all concerned, i.e. to supervisors and staff members, this means
]!Lat sup9rvisors and staff must fully understand the purposes of
performance appre i~al aa w(' 1.1 ae. the pr~l~res and forms that are
losed-

5. The ~re of performance appraisal is clear communication between staff and
supervisors about what is ~xpected from staff memberA on the job. If the reaaona,
procedures and basis for apPL8isin9 performance are known to all, and if the
performAnce apptaisal relates to the tasks on which the organization's
effectiveness depends, then the performance appraisal system will be a powerfu'.
management too' for increaslr,g efficiency and effectiveness. In addition to
grounding the performance appra isal ,lystem in regulat ioras and rules, it would also
be helpfUl to develop administrative issuances explaining the purpose(s) ot
~rformbnce ~ppraisal, the procedures and forms to be used in appraising
performance a~ showing the linkage between performance and appropriate
(,')Ilsequences.

6. Tt-e process of identifying appropriate ta~ks and performance expectations,
monitoring performance, counselling staff and id~ntifying and assisting staff to
lnprove performance does not always come naturally to staff members, w~o are often
selected or promoted more for their technical knowledgl than for their su~ervlsory

or managerial ability. It is important that supervisors should have sufficient
information, guidance and, where necessary, appropriate tr~ining to fulfil their
perform~nce appraisal responsibilities.

Principle V. The performance appraisal system should be structured to provide
clear cOlTlllunic"Uon between staff and super:viaors about expected arad
actual performance

7. To achieve maximum potenHal for performance inprovernent it is important for
the supervisor and the staff m~mber to meet to discuss the staff member's
performance. There should be a meeting between the supervisor and the staff member
at the beginning of Lhe appraisal period to identify the activities the staff
member io expected to carry out, the relat ive iq>ortance/pr iod ty of Elach acHvi ty,
and what ia expected in car ry ing out each task, one or more meet ing8 dur ing the
cycle to discuss progress in completing the tasks, steps that the staff member
could take to improve performance and any changes in priorities or tasks that
should be considered, and one meeting at the end to discuss the performance rating
and the new tasks and standards.

8. Therefore, the appraisal cycle itself should consist of the following
activitiesl

(a) Identification of the tasks and expectations by the supervisor)

(b) Communication of the tasks and expectations to the staff member,

(c) Performance by the staff member of tt.~ tasks, moni tor ing of performance
by the supervisor and discussions with the staff member about the performance,

(d) Revish.." of tasks on the appraisal form to reflect new assignments, tasks
or priorities as necessarYJ
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(0) Hatlnq by the nUpOrV1IJOr and discusaion 0(' the ratingo with the
uubordinate, who may add written cornrnenta,

(C) Revi ow of the rat lng, normally .)y the second-lovel Duper viaoq

(9) l~ntry of the ()('rfOrIl1MIC{' report into the staff 11lember' I:l perfloonel fi le,

(h) Appl'Opl'htc cOJlfloquonCtHl of difforing lovolA of performance,

(1) Repetition of t~o proceAs.

Principle VI. '1'0 the extent p<?Elfdble, objcct.!ve, porformance-based work taokf.l
important to the efficient and effective operation of the
or9anizatlon should provide the basis for the appraisals

9. 'rhe duties or tasks for apPl'aiaal ohould consiut of the staff membor,'s
principal dUtiOB dUi: illg the poriod covered by the appraisal. Basically what II

porformance appraisal system requires is setting out what staff are expected to do,
telling them at the end of the appra ieal per i od how thE'y d id and using the
informution for the purpl~''J(>!.l the syst.em wan doaignod to oel've.

10. 'rhere arc:' neveral different sources of information upon which managors can
draw when identifying t.he more important dution 01' tDskG of their staff memborA.
One obvi OUB source is the Bta ff membe r 's job doscr ipt ion. I f the job deacript iOIl
was written 101Jny ytHU9 ago, or if activitier. and pl'ioritiea of the organization
have shifted, uwent planninq and/or budget documont9 may be more useful than joo
descriptions in identify ing thp. important tusks. Of course, the staff member
should also be conaulted about the actual duties carried out. Duties that are
included ill a job de Iler j,pt ion hut that the nluf f IlItHnber is flOt expected to ear 1y
out dur ing th(~ applll iABl IW1'ioo uhould ~dmply be ignored for thh F'ul'poae. Whi lL·
thp. tauk9 indudt'd ill the st.aff mt.'mber's perforlllunco apPl'aiAal will probably b(~

writtt:H1 ut Il difft'lont level of specificity than thooe in the job dOflcription,
t.ht!ro should L)() II lIigh de<fl't'I~ of reltltiollohip lX'lwlH'/I ttw two. If not, tho job
desel ipt ilin ahould be rowr i tten.

ll. In uppraisinq performance it. ia ifl1>0rtant to koep to duties or t~HlkB (/JOIllt'

Cull the9l~ porforlllilllC:e objectives, factors or elempnts) that the staff. 1II('mber iu
expected to cany I)Ut. C,ne should be taken to avoid basing ratings on traith i.ll\d
at.tltudeu, which can only incl'u,lOe the BUbjectivity of the appraisals and miqht
lead some ataff memberB to [lee both the tJuperviDor and the ratings as arbitrary and
unfair. 'l'his does not mean that the supervisor must avoid phrases such as "self
starter", "shows initilltive" 01' "perseveres" when deocribinq the staff meml>or'H
performance. '1'0 rt,duee c1aill\9 of being arbitt'luy or HUbjoctive a supel'viuOl' who
lI!\P!j IHICh Rtiltt'IlINltll Il!lould dil'PCtly link thH fltatl:'lIIcntB to ";r>f'clt le t<Hikll
HUppOL'tlld with the specific instances uf perfol'ltlance that al~ UI\: liUblH [Ol lilt'

iHll;lert ion. 'l'hesl.' typeu of BtatlHnentH have ooen found to be most appropr iate undCl
qeneral cOl111ll;'nts in Uw ,wr forma nee appt'il iua 1 form/report..

12. 'rhe responsibil ity (or. :ietermining appr:opr iate wor k tasks root.! wi th
management and should not normally be the subject of negot iation wi th staff
hoW!;!ver, thin dol'S not'. preclude involving flti.ltf in lllf' pr0Ct~SS to th~ extent
pract.iealJle. In qC'llelul, !It'dl f jllv~)lveml~nt in tt\l' whole perfOrmc.HIL·(~ apprahwl
P1UCI:!H8 !;holl.d b(~ llllcourdq( d.
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13. When identifying the duties to include in an appraisal it may be helpful to
ask several questions. would the work of the unit/organization be adversely
affected if t~e duty/task were not carried out (or is there a requirement such aR a
regulation, rule or request by the governing body to carry out the task)? Either
by itself or in combination wi th (\ set of ot"er duties/tasks would non";performance
be con~idered important dnough to take same type or 6jministrative action against
the Ataff member (i.e. withholding of within-grade increments, transfer,
non-renewal of contract, etc.)? Does the task take a significant amount of th6
staff member's time?

Principlo VII. The standards of performance and priorities or weights for each
duty or task should be establiohed by th~ supervisor and
communicated to the staff member before the staff member begins the
work

14. It is not enough simply to identify the tasks for which the staff member is
responsible. It is equally important to establish rRasonable expectations or
standards of performance for each of the defined tasks. The standards may relate
to how the work is carried out as well as to expected outcomes of the work.
Typica 1 mea~ures may incl ude the time liness of car ry ing out or completing a ta sk,
quality and/or quantity of the work produced, how accurate and completo the work is
oc other observable behaviours or outcomes. A list of basic questions to ask when
developing the standards is provided below.

(a) What is it that the staff member must do in carrying out the task, what
procedures must be followed, who must be contacted, who must be involved, and what
techniques must be employed, if any, for the staff members to be considered to have
performed successfully? If a product is involved, such as a written document of
some kind, then what has to be included in it, what must it look like or what
outcome must be achieved in order for the staff member to be considered to have
been successful?

(b) CAn a typical staff member at the same level as the staff member who will
be doing the work perform at or prod'lce an output at the expected level with a
reasonable amount of effort? (While management has the right to specify standards
of performance, Htaff should be conSUlted in the process, after all, they are tho
experts on the job and they are likely to try hard.! to attain the desired
performance if they havp. a ha~l in determining apPlopriate levelR.)

(c) Can information about whether the staff member has attained the ~xpected

behaviour/outcome be obtained without constructing costly or lengthy procedures?

(d) Is it necessary to obtain information about the performance of staff
members over a range of performance levels, as, for example, if decisions must be
made about the amounts of mer i t pay to award to different et.a ff members? If BO, it
is important that each level of performance be defined so it. is clear when Rtaff
members are performing at it.

15. The staff member must also know the priority of each of the tasks. For
example, if there are one or two tasks that are so important and critical that they
should take precedence over other tasks, the ~taff member must know that.
Otherwise he or she may spend much of the ,lppl'aisal period workinq on trlf1kS of
~.esser inportance.
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Principle VIII. Thoro must be provision for at least throe levels of performance,
with moro levels necessary depending on the objectives of the
appra inal

16. At a minimum the performance appraisal oystom must provide for determination
of three levela of performance, one level mcceed ing satisfactory perfc)rmance,
satiutae,;tory performance, /lnd one level below satisfactory porformance on each
major tank to bo included in the staff member's perfcrmanco appraisal. While three
levelu may have beon conoidered sufficient by thoso organizations that use the
"'ppra iIJa1s only to determine whether to provide a wi thin-grado salary increment or
to renew Cl contract, these are very limited objectives of appraisal, and a broader
scope of performance appra iaal wi th differentiation of several levels of
performance if) desirable.

17. Organ1zationa that plan to providl.! rewards to staff who exceed expectations,
as woll as thoDe that may be prepar ing for reductions in force, wU 1 need several
cl ist inctions above l:latisfac tory to ident ify those who are very good and clearly
somewhat above the level expected of everyone and the trUly superior performers.
While it io not neceosary to deHlw every perform'll'lce level, it is important that
ovary other loval be clear ly defined so that each staff member's performance can be
placed on the scale. l"or example, if there are three performance levels, the
middle perfol'ml1;,\cP level must be cJp,arly defined. Rating someone at the highest
level would then indicate that the sluff' member has exceeded the defined level,
whilo u l'ating at tho lowest would indicate failure to reach the defined level. If
thore \.Ire Hvf.~ levelu then at least two levels, the second from the lowest and the
second from tho top, must be l~efincd BO that accurate determinations of wherf> a
l:llaff membcr'u performance fits or. the scale can be made.

Principle IX. '\'he timing of performance appraisala should be consistent with the
uso(s) to which the information will be put

18. 'rho timing and duration of appraisal cycles should be guided by the purposes
to be !:Iarvacl ao well as the activities to be carried out. l"or example, if the
informlllior, iu to be used to determino whether to renew a contract, then the rating
uhould ba obtainpd as close us possible to the contract renewal dote. If the
performance ruting io primarily concerned with how the staff mem:...er completos a
largo pt'o:)(JCl thell obviouuly the rat ing should come at the end of that proj<.'ct.
OrCJllnizatit>ll9 may also be reqUired by t.heir regulations or rules to provic.le yearly
lwr ftH'ma nee l'ilt ings ml a baniB for mak ing dnterminat ions about wi thin-grade sal.ary
incrolllontu.

Pd.ncipl(! X. 'l'herl! should be an automatic process for review and approval of
E,erformance ratings but p-arformunco ratings per Be should not
normally 1,)0 rQbuttabl(~ or Bubj(1'Ct to grie..tance~l

19. P(~rf01'lllilnCp ratinqs E.Q1'~ ar(' a management, prerogative. If ataff are
~wl'llll t:t(~d to H'but ot" Hllllmi l gr i(:'vanc(~s about; every rat ing, l'egal'dl(WB of the level
of perfm'ltli.lnCO, the whole prOC(!!H:l t~ould bp,cclITlP mired in fOfllldl legalistic processes.

20. In .111 innliHlcPB there Hhoulc1 be a procoao of review of appra ieals that
(a) 01fl'u: llll opportunity (nr tht~ staff member's views to be heard in instances in
which Uw Blaff m(~mlx~r IJelinvcB till' 6Upt~rvitH)r han not accurately defined the
performiHlcP of t.hl' Ht.al I' lllelllbfH', <.llld (ll) provideu for l'xamination by a higher-level
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authority of the consistency and accuracy of the supervisor's ratings. The review
process should consist of the following two steps:

(a) Firstly, if the supervisor and the staff member cannot reacb agreement
about the level of the staff member's perform8nce after discussing the appraisal,
the staff member should be allowed to make wr itten corrments about the rat ing and/m
the process used to obtain the rating directly on the performance appraisal ratinn
form,

(b) Secondly, a second-level revie~/er (normally the second-level supervisor)
should review the rating to ensure that the rater has provided specific examples oJ

work supporting the ratings and that the staff member's comments or signature are
included on the form(s). Where appropriate, the second-level supervisor should
hold discussions with the supervisor and/or staf f member and the rat ings and
cOI'III'lents should be revised prior to a final rating. Once a rating is confirmed by
the se~ond-level reviewer it should be considered final and should be entered into
the staff member's personnel file, subject to one of the three exceptions discusspd
below.

21. There are three instances in which rebuttals or grievances concerning the
performance appraisal should be permitted. The first is in cases where the
performance is rated as less than satisfactory and atter the second-level review
the staff member does not agree with the rating. In such cases the staff member
should have recourse to a third level of review, for example by an independent
person, an agency ombUdsman or a performance review board. The second is in caseH
of alleged discrimination. In such cases the formal grievance or rebuttal (using,
if possible, the existing organizational grievance procedures) should be based
solely on the basis of discrimination. Only if discrimination is found should the
actual rating be reconsidered. The third exception is in cases where agency
performance appraisal regUlations, rules or procedures have allegedly not been
followed. Of oou~9a, staff always have recourse to file form~l appeals against
administrative decisions taken based upon the performance rath.gs.

Principle XI. There must be consequences for different levels of performance th~t

are known to both ~upervis()rs and staff

22. Performance appraisal should not be undertaken in a vacuum. While the core of
performance appra isal is clear communicat ion between staff a.nd super visors, there
must be known different consequences for staff who perform differently.

23. In general, staff whose performance falls below expectations should have a
follow-up conversation with the supervisor that includes discussion of how the
staff member can improve ~ rformance. If the deficiencies in performance are not
corrected, then sanctions shouLd follow. Sanctions should normally not be the
first step for staff performi''lg below expectations. The first step should be fUl
the supervisor to discuss the performance with the staff member and to have tile
staff member attempt to improve thp. performance. In soml' instanceR poor
performance can be directly attributed to lack of knowledge or skill in carrying
out the acttvi ty, which would require providing the staf f member with on-the-job or
formal training. Only if the performance does not improve should sanctions be
applied. While there may be times when the performance ~s so critical lhdt Hu're
is no choice but to take action as soon as tile poOl perfornldnce in deleLt-toll, th\~!>l'

times should be telatively rare.

-13J-



24. Staff' who moet exp(.'Ctationa would, givorl other factors, receive contract
renewals and within-grade salary i~creloontn when due. Occasionally there will be
staff whose performance exceeds oxpectations, and their performance should be
rocognized and rewarded. Recognition should be based solely on merit, it should
normally be visible and it ~Ihould occur promptly. If recognition is not based upon
merit, if staff who do not deserve special recognition are none the less recognized
and if staff deserving of special recognition are not recognized, the credibility
of the system wi 11 be undermined.

25. 'l'he nllmbt:r uoo type of consequences of performance should match th~~ number of
levels of performance that are distinguished by the performance appraisal system.
for example, if the performance appraisal system distinguishes between three levels
of performance, i.e. exceeds acceptable, acceptable and unacceptable, then there
should be three levels of consequences, a.q. one or more rewards for exceeding the
acceptable p(Hformance level, one or more for meeting expectatiol~S, and one or more
sanctions. If there are three possible levels of performance but only two possible
consequences, slIpervisors will only feel obliged tC' distinguish two levels of
performance and staff will quickly learn to gear thai,r performance either towards
or away from the performance level s for which there are outcomes.

26. The actuul rewards and sanctionn av~ilable to each organization depend on many
factors, including the budget situation, existing regulations and rules, the number
of permanent positions and career promotion possibilities that are available,
traininq opportunities, etc. Consequently, it is not appropriate to ostablish
hard-and-fast rules across organizat ions regard ing sanctions and rewards for
different levels of performance. It is recommended, however, that organizations
should make the maximum use of performance recognition and reward as tools for
organizational improvement.

27. While performance appra lsal is separate from career development, there should
be a relationBhi~ between career development and the p~~formancc of staff.

20. It is recommenued that appropriate action should be taken by organizations to
doal with different levels of performance. Actions that should be <.:onsidered arc
proviued below for performance that hl acceptable, exceeds acceptable a"d is
unac(.~eptable:

(a) Por acceptable performance:

(1) Job retention. 'l'he permanent staff member should keep hiu/her job~

~ontract9 for staff members on fixed-term or similar contracts should be
renewed in instances where th,; a cont inuing need for the post and
monl)y to fund it iD available~

(ii) Witllin-grade salary increments. 'l'he Ht<.!ff member should teceive
within-grade salary increments on timl~~

(i i i) ~onversion of appointment. The star f member becomes eli~lible for
consideration for conversion of appointment from fixpd-term to permanent,
consistent wi th the ConuniBsion' s previous reconunendat ions and resolut ion
37/126, after five years' go~i service, ~lsed on fully satisfactory
dppraiHa18~
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(iv) Other consideratio~. The staff member may be considered for promotion,
voluntary reassignments and for training for purposes of career
development, .

(b) For performance that exceeds acceptable:

(i) Verbal and written recognition. Staff members who have performed above
expectations on some parts of their jobs while performing at expectations
on the other parts should be recognized. At the very least the
supervisor should verbally praise the staff member for the performance.
At an appropriate time the supervisor should mention the performance to
the second-level supervisor in the presence of the staff member.
Appreciation in writing should also be recorded, when appropriate, by the
supervisor of the staff member, with copies sent to heads of department
and, when meriting this, to the head of the organization, with a copy
placed in the staff member's personnel f.ile,

(ii) Special training gpportunities. Staff who have demonstrated superior
performance may receive special training to help them assume higher-level
responsibilities. Such training shows the staff member that he/she is a
valued employee and helps the organization develop its human resources.
Of course, unless the organization can provide such opportunities to all
staff reaching a particular performance level, the decision on who to
send to training would have to be based on additional objective criteria
(other than sinply the cur rent performance, such as, for example, number
of years of service, number of times superior performance has been
denonstrated, etc.) to guard against non-competitive and discriminatory
decisions,

(iii) Priority consideration tor reassignments. Organizations sometimes have
desirable, short-term or even longer-term openings that can appropriately
be filled by internal reassignment. Staff who have demonstrated good
performance should receive extra consideration for such assignments,
particularly if they provide experience Ueneficial to their career.
Organizations that rotate staff to different duty stations and/or to
different jobs might allow staff extra time in those assignments/duty
stations that staff consider more desirableJ

(iv) Cash awards. These may be considered for staff whos& performance over. a
single appraisal period on all the important elements of the job exceeds
expectations. Organizations may except.onally grant a cash award to a
staff member who exceeds expectations on one or a few tasks that are
particularly critical while performing at the expected level on the other
elements of the job. Cash awards allow a one-time performance to be
given a single reward that has no permanent costs. Organiz~tions that
cannot provide more permanent rewards for sustained performance exceeding
expectations, such as accelerated within-grade salary increments, may
wish to usp. repeated cash awards to achieve the same purpose,

(v) Extra credit for administrative decisions. Staff whose performance
exceeds expectations may be given extr~redit for purposes of certain
administrative decisions. Examples of appropriate types of extra credit
include giving a staff member a certain number of months' credit (for
example, an extra half-month for everyone month act ly worked) towards
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(vi)

(vii)

(viii)

( c)

( i)

( 11)

eligiblHty for promotion or towards meeting time-in-grade requirements
for othctl' posts at a higher grade. A similar credit could be applied
towardB t:imP-in-service requirements for conversion from fixed-term to
permanent appointments. Organizations that must reduce staff resources
thro~lh termination of contracts may wish to provide extra protection for
the top ~rformers in the form of extra years' service credit when
considvring whose contracts must be terminated,

Accelerated within-grade increments. The advantage of accelerated
within-grade increases, as well as the disadvantage, is that they are
permanent. The staff member continues to receive the benefits for years
after the performance that elicited the reward, regardless of the future
level of performance. This type of award is most appropriate for
sust,ained performance at a high level, particularly over several years,

Sabbaticals. Many staff who perform above expectations over many years
Oft;an do so by minimizing the tilDe away from their dutie~, reducing their
vacations anll 0t taking advantage of training opportunities. It may be
in the intere~ of the organization occasionally to send such staff on
mi,llsiona that, while not directly related to their current jobs, will
h~lp prepare them for future assignments or will enhance their
fJ:l'oouct ivity and help to spread goodwill for tha organh:ation. Such
It/iasions should be clearly seen as rewards for high performance J

Cert ificates. Staff members who have performed above expectations on all
parts of their jobs ShO~lld receive a somewhat higher level of
recognition. At the end of a career or at an important stage of the
staff member's career certificates of recognitit~ and appreciation
approved by the agency head and noted on the staff member's personnel
folder are one means of recogni zing staf f for performance that eXCt·ads
expected levelsJ

For unacceptable performance:

Performance improvement plan/training. As pointed out in paragraph 23
above, normally when a staff member's performance falls below expect~~

levels the first step st:ould be to try and help him or her to br ing .le

performance up to acceptable levels. A useful procedure here is for the
supervisor to develop a performance improvement plan of what the staff
member should try doing differently in order to improve and to discuos
the plan wi th the staff member. 'rhis may include on-the-job or formal
training as appropriateJ

Letter of reprimand or censu~. While many different instances of poor
performance may tri.gger letters of reprimand or censure, two specific
instances come iJ1l1\ediately to mind. One is when the poor performance is
really non-performance or refunal to perform on one or more taoks that
were pointed out to the staff member as being of p~rticular importance.
A second instar'oe l.B when the poOl per forman(:~e is noted dUl lng the
appraisal cycle, a performance inprovement plan is drawn up for the staff
member to improve the oerformance and the staff member doen not carry (Jut
the plan. '..:he letter of repr il1\l!lnd or censure should be placed .in the
staff member' ,. porso"lnel file. 'rho letter could be removabl~ f'Curn the
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lIersonnel fUe if the s·,.:f member demonstrates acceptable pedormanca
over the next tw~ appraisal nycles)

(iii) Reassignment. In rare instance~, for a variety of reasons. a Bteff
member may simply not bq able to carry out taak$ that have been
assigned. When this is found to be the case the organization may
reassign the staff member to other duties at thl; same grade level that
th~ staff mamber can carry out satisfactorily. This step should be
attempte~ only when, after sufficient opportunity has been given to the
staff me~r to delnonstrate acceptable performance, it is clear that the
staff melllber will not be able to perforr!l as required. The fact that the
staff l18mber C"lnnot do a particular tY!>8 of work shou11 be notf'd on the
pers~r '91 file 90 that such assignments ~an be avoided in the future)

(iv) Delay ~ithholding within-grade salary incremon~. Organitations may
withhold or delay the next within-grade salary increment of a staff
member whose performance at the ena of an appraisal period is lower than
expected. For mot ivatlonal purposes, delay ing the within-grade increment
for the first instance of ~oor performance, pending satisfactory
perfo:mance during a specified period of timo, is normally a better
course of action than withholding it altogether. Withholding should
normally be reserved for instances of repeate~ non-performance or for
s~vere cas~s of poor performanceJ

(v) ~notion. When performance on critical tasks or on several less cr.ttical
tasks becomec unsatisfactory, it may become necessary to assign
lower-level duties and to demote the staff member to a lower gradeJ

(vi) Termination. When a staff member is in the initial year of appointment
and performanne is less than expected, the organization may wish to
terminate t~le employment at the end of the first appraisal period. A
staff member who already has been given one or more new contracts should
normally rec:eiv.a ar. extension of cont-ract for a period not exceeding a
full, normal performance appraisal cycle to improve prior to te~minating

~n~loyment. Regardless of th~ contractual status of the staff member, if
performance is below requh'ed leve:':'s for two consecutive apprt'isaJ
periods or ~or two out of thr~d years, c~nsideration should be ~iven to
terminat lng enplo~..ment.
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ANNJl:X XVI

Rt.lcuJsignnum ta ..!)f "6ta ff in the _~l'ofessiOJ!.L'l and h1.gher oategor ies from 1980
to 1985 by org~nization (inol~~lnq inter-organization rnovemen~s)

'ruole A. N 2aasignmonts during 1980

HQ Non-ltJ Non-HQ IIQ to HQ
to to to (inter-organization

non-HQ HQ non-HQ only) Total

Un! ted Nut ion 0 ,!/ 74 67 88 229 (20) ~/

UNDP .~/ 1 E/ 3 10 14 (1) !!/
UNIl:EF' 13 19 82 5 119

UNI~CR ,e/ 23 21 30 74

UNRWA 1 4 5

11,0 !!o/ 7 10 1~ 36

f'AQ 33 59 229 3:l1

UNESCO ~ 8 n.a. 10 :l7

lCAO :..!
,.

16 j ~'6:J

WHO 1/ 9 18 159 186 (4) 5!/
U'AD 5 5

WK>

lMO

WIPO 2 2

lTU 2 2

L'IOC 1 1 1 3

'fotal in :..!.l2 6:i9 26 1 049 (25)

Eo/ Includes UNIOO •

.!:?/ Excludc~ eXpel"ts (mDP figurer:> include UNFPA).

E/ UNF'PA only; UNDP figures for 1980 not availat-le •

.21 Fi';,ures in brackets denote inter-organi zat ion movementB that were not
broken dw., according ':"0 type and could therefore not he indicated in the
c1(>propr iate column.

':!../ Excl udes ICA'rV'l'.

f/ E)(: lldt'n PAIHI.
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Table B. !!~Bsignments during 1981

HQ Non-HQ Non-HQ HQ to HQ
to to to (inter-organization

non-HQ HQ non-HQ only) Total--
l 'Hed Nations !,/ 60 61 103 224 (21) 9/
~DP .!V 30 27 58 11S

lffilC,U' 14 9 74 2 99

UNHCR !!/ 16 17 39 72

UNRWA 3 2 4 9

100 V 6 7 14 27

FAO 36 42 195 273

UNESCO 10 12 n.a. 3 2S

lCAO 4 6 2S S 40

WHO !/ 8 12 136 156 (5) £/
IFAD 1 1

WHO 2 2

Il«>

WIPO

lTU 2 2

ITC 1 2 1 4

Total 188 200 651 le, 1 049 (26)--
~/ Includes UNlDO •

.!V Excludes experts (~DP figures include UNFPA).

9/ Figures in brackets denote inter-organization movements that were not
broken down according to type and could therofore not be indicated in the
appropr1ate column.

2/ Excludes lCATVT.

!./ Excludes P/HO.
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T~b1e c. Reassignment8 rluring 1982

HQ Non-HQ Non-HU IIQ to HQ
to to to (inter-organization

non-HQ HQ non-HQ only) Total

United Nationa !,/ 10 38 100 208 (16) si
UNDP W 41 21 15 143 (13) £./
UNICEF' 13 16 10 99

UNflCR ,2/ 31 29 45 105

UNRWA 1 3 4

11.0 ~/ 5 15 9 29

Io'AO 42 56 202 300

UNESCO 11 12 n.a. 4 27

lCAO 4 4 15 6 29

WIIO !!./ 2 14 130 146 (2) £./

I~'AD 2 7 9

WMO 3 3 6

100

WIPQ 1 1

I1'U 2 2

I'.l'C 1 1

Total 222 218 649 20 1 109 ( 31)

!/ Includes UNlDO.

!V Excludes experts (~DP figures include UNFPA).

cl Figures in brackets denote inter-organization movements that were not
broken down according to type and could therefore not be indicated in the
appropriate column.

gl Excludes ICATVT.

£1 Excludes PAHO.
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Table D. Reaa.' igrunents during 19fU

HQ Non-HQ Non-HQ HQ to HQ
to to to (inter-organization

non-HQ HQ non-HQ only) Total

United Nations !I 49 36 65 150 (15) si
UHDP ~ 28 21 94 149 (8) p/
UNICEF 14 16 11 101

UNHCR W 36 31 49 116

UNRWA 4 1 3 14

IWy 8 5 25 38

FM 31 65 167 269

UNESCO 5 11 n.a. 1 17

ICAO 2 1 17 1 21

WHO!! 6 19 103 128 (4) 2/
IFAD 4 4

WJ«) 2 2

Ill>

WIPO

ITU 2 2

IT<::

Total 189 218 598 6 1 011 (27)

!I Includes UNIOO.

BI Excludes experts (UNDP figures include UNFPA).

£I Figures in brackets denote inter-organization movements that were not
broken down according to type and could therefore not be indicated in the
appropriate column.

SI Excludes ICATVT.

!I Excludes PAHO.
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Table E. Reuso ignmento dur iog 1984

HQ Non-HQ Non-HQ HQ to HQ
to to to (inter-organization

non-HQ HQ non-HQ only) Total

United Nations ~I 51 35 69 155 (13) S./
UNDP ,21 24 29 96 149 ( 12) si
UN ICE1" 18 11 88 :a7
UNHCR .2/ 31 28 41 100

UNRWA 4 4 8 2 18

lID ,21 2 10 16 28

FAO 29 42 213 284

UNESCO 8 4 n.a. 1 13

ICAO 2 S S 2 14

WHO !ol 3 7 98 108

I FAD 1 1

WMO 2 2

IMO 1 1

WIPO

lTU 1 2 3

ITe 1 1

Total 1"13 177 638 6 994 (25)

!I Includes UNIDO.

!Y ~xc1udno experts (ltmp figures include UNI·~PA).

cl F'iguros in brackets denote intcr-orgllnization movements that WN'O not
broke"" down accord ing to type and could therefore not be ind icated in the
appropriate column.

~I Excludes lCATV1'.

51/ Excludes PAIIO.
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Table F. Reassignments during 1985

HQ Non-HQ Non-HQ HQ to HQ
to to to (inter-organization

non-HQ HQ non-HQ only) Total

United Nations ~I 42 23 4S 110 (14) si
UNDP !V 28 4S 86 159 (8) s/
UNICEF 16 21 129 1 167

UNHCR .e; 39 39 52 130

UNRWA 8 10 2 20

Iu:> ~ 7 12 34 53

FAO 25 4.'" 166 236

UNESCO 6 8 n.a. 3 17

ICAO 5 5 8 4 22

WHO !I 6 14 77 97 (2) si
IFAD 1 1

WMO 2 2

11«> 1 1

WIPO 3 3

I'l'U 3 2 2 7

ITC

Total 65 226 603 11 1 ('25 (24)

!I Includes L'NIDO.

!V Excludes experts (UNDP figures include UNFPA).

B! Fi.gures in brackets donote inter-organization movement-.B that were not
broken down according to type and could therefor~ not be indicated in the
appropriate colu~n.

21 Excludes lCATV'l'.

~I Exclu~es PAHO.
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'l'ablo G. 'l'ota1 roassigMlonta uf staff in t.he Profossional an'!. higher
categories by organization during the period 1980-1985

1. 'l'atal numbers of staff

1980 1981 1982 1983 1984 1985

United Nationo 249 245 224 165 168 124

UNDP !I 15 115 156 1!)7 161 167

UNICJll" 119 99 99 l01 117 167

UNHCR ~/ 74 72 105 116 100 130

UNRWA 5 9 4 14 18 20

Ill) ,2/ 36 27 29 38 28 53

FAO 321 27 '3 300 269 2e4 236

UNESCO 27 25 27 17 13 17

ICAO 26 40 29 21 14 22

WHO El 190 161 148 132 108 99

U'AD 5 1 9 4 1 1

WHO 2 6 2 2 2

lMO 1 1

WIPQ 2 1 3

lTU 2 2 2 2 3 7

I'!'C 3 4 1. 1-- .-
Total 1 074 1 075 1 140 1 038 1 019 1 049

-- --
!I Excludeo experts (UNDI> Hguro9 include UNl~PA).

.el Excludes lCATVl'.

E/ Excludes PAUO.
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2. ReaBsi9r~ent r~tes (as a percentaie of ~.
~ofessiona1 staff in each organizati~)

United Nations 1V
UNDP ,El
UNICEF

UNHCR .El
UNRWA

ILO si
FAC

ICAO

WHO 2/
':FAD

WMO

IMO

WIPQ

ITU

ITC

1980

4.3

1.3

19.8

18.9

6.9

2.4

9.0

4.1

12.!>

8.2

2.3

0.4

2.0

1981

3.9

9.5

14.2

16.5

11.8

1.8

7.8

6.0

10.2

1.4

0.95

0.4

2.6

1982

3.6

13.3

13.5

22.3

5.2

2.1

9.1

4.2

9.5

12.8

3.0

, .
.... J

0.4

0.7

1983

')..7

14.8

10.0

23.4

17.9

2.9

8.3

3.2

8.7

5.4

1.0

0.5

19.84

3.0

13.1

10.3

18.5

22.0

2.2

9.8

2.3

7.4

1.3

1.0

0.8

0.7

0.7

1985

2.4 !/

15.2 !/

20.4 !I

32.0 !/

23.5 ~/

3.Q ~/

7.J

3.9

6.5

3.6

1.1

0.9

3.1

1.6

!/ Includes UNIOO •

.El Excludes project staff (tNDP figures irlc1ude UNFPA).

£/ Excludes lCATVT.

~/ Excludes PAliO.

~I Based on figures provided hy orc.lilnizat· tann that: do not corrN1pond to CCAQ
statistics.
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