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II{TRO'UCTION

1. The mandate given to the JoinL
Inspection Unit (,ffU) , together with the
fnternational- Civil- Service Cornrni ssion
(fcsC), ly the GeneraJ- Assembly in ibs
resolution 35/210 vas "to stud.y further
the subjects of the concepts of career,
tytrres of appointmente career developnenL
and. related questions and to report
separately thereon to the General
AssembJ-y at its thirty-sixth session".

2. Because of the short time available for preparing the two reports, it has not
been possibl-e Lo study in sufficient detail- the d.ifficult problems presented by the
mand.ate in order to reach final concl-us j.ons. 1/ The representatives of a number
cf organizations asked. whe.ther these reporNs lfrouta be consid.ered as concerning the
llnited. Nations alone or the United. Nations sysLem as a whol-e. The policy problems
r*quiring sfudy clearly concern a]-l- bhe organizations. fCSC could hardly comment
on 'bhe career eoncept or on types of appointment far a single organization, and.
JIU experienced the same difficulty. This being so, it would. have been d.esi::able
to ho1d. formal consultations leading to a statement of position by the
Administrative Conrnibtee on Co-ordination, which would have required far more time
than was avaiLabLe. Although preliminary r^rorking d,ocuments were circulated by
JIU in April and. May, the Consultative Committee on Administrative Questions vas
unable to make formal comments on them. The ICSC d.rafl report, prepared by the
ICSC secretariat, was transmitted to the inspectors a few days before the meeting,
on 15.Tu1y 19BJ-, at vhich the- Commission consid.ererl it. ]- bis/

3. In addition to the above proced"ural difficulties. there were substantive
probJ-ems. As r^rork proccedecl , iL becarne apparent that far more time would be
required. bo scrubinize problems concerning ti:e carcer coneept, bhe d.efinition and
application of occupational groups, the rel-ationship to recruitment and promotion
problems, the question of linked grades, and so on. The way in vhich these
problu=ms arise and their interrelationships are vier^red differently by the
representatives of ICSC and. those of JIU, respectively, 2/ vhile the views expressed
on this subject by the representatives of the organizations vere al-so extremely
diverse; although agreement eould. probably have been reached on some questions,
which are ind.icated. in this report, a more searching study of other quesbions
continues to be necessary.

U Annex f describes how the co-operation betveen ICSC and. JIU was organized.

"f_!!g-/ As stated. in annex I, the ICSC preliminary documents were transmitted"
to the Tnspectors in i4ay 1981.

2/ Annex II sets forth Lhe main recornmendations made by ICSC and. JIU in their
previous reporLs on personnel questions.

The d.ifficuLties currently encountered.
in deal.ing vith career questions, types
of appointment and the d"efinibion of
occupational groups d"emonstrate bhat it
is rrot simply a matter 61'solving
{:echnicaJ- problems but rabher t,hat a
clarification of all personnel questions
involving poJ.itical. choices, has become
r;sentiaJ..
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)+. fn those circumstancese it was agreed at the aeeting attended on 17 July by
bhe tr.ro Inspectors who wrote bhis report and the members of ICSC that the two
reports requested by resolution 35/2LO woul-d make no recommendations but i,iould
nerely inform the General Assembly of bhe respective views on bhe subjects under
stud.y and. seek from it, d.irectives to point Lhe way for subsequenb studies.

5 - Mnrpownr. f.he Tnspectors believe that an exercise in information and reffection/.
nf thiq trrn;r is all the more necessary because the issues involved are not simpLyvrr+! v., I,v 4v

technical on€s. What is required is a study of the approach to the personnel
sysbem as a vhole in the organizations of the United. l{ations family. Career
q..restions or Lypes of appointrnenb cannot be separated from bhe context of personnel
questions as a whole. I^tre shouJ.cl here like to cite some relevant comments by the
authors of an impoz'tant LTNITAR study prepared in 1978, vhose purpose vas in fact
to assist ICSC:

"".. career development policies cannot be considered in isola'bion. Effective
car€er development depends, inter aIia, upon effective manpower planning,
prograu:ning and budgeting, reciuitment and staff training. Reforms in the
career development area should. ideally then proceed in len4sm vith a varie-by
of personnel and other reforns". V

6, The definition of an over-aLf conception of bhe internationaL civil service
depend.s in the first instance on a politicat decision. The problems involved are
far boo veighty and the principles far too importanb for a decision to be baken
on them before the General- Assembly has hard an opportunity bo survey the problens
in their enLirety and bo express its opinion in full knor,tedge of the facts.

T. Consequently, the present report, vhile endeavouring to propose ansvlers on

bhe specifi.c points mentioned. in resol-ution 3r/2IA, will seeko above a1ln to set
forth options relating to the conception of the internabional- civil- service. It
wiLl try:

To nrovirle a global picLure of the current situabion and the absence of any

coherenL sysLem underlying it;

To explain subsequently the various possible systems on which the General
Asrsembly coul-d. base its choices.

3/ Docunent ICSC/R.L]2, para. 22; bhe principal author of this study is
Ifr. Norman A. Graham.

/ "..
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PART T

THE PRESENT SITUATTON OF THE TNTERNATTONAL C]VIL SERVICE; THE
ABSENCE OF A COHERENT SYSTEM

B' The present situation of the international civiL service is characterized by:
(a) An id'eological and politicaL d"ebate on the conception ibseLf of theinternational- civil service, which has been going on since the united. lTations wasfounded and has not yet r"esurbed" in a .reritable agreement;

(U) The absence of a coherenf systen for staff management anc. recruitment,which is having grave repercussions on the roorale of the staff and the effeetivenessof the secretariats;

(.) Constant and repeated efforts at reforms which to d.ate have yielded only
modest resuLts.

A. Tbe i4eoloeicat and poLiticg.L debate

ideological and political debate on
he eoncepbion of the international
ivil service has not yet resuJ.ted in a

itable agreement.

alone and' who must be recruited in such a way as to sccurc the highest stand.arclsof efficiencye competence and. integrity. \/ However, a nu:.ber of phencnena andpracfices d.emonstrate tbat the interpretaCion of these Articles is giving way todivergent vie-rs and attitud.es as regard^s the conditions in which the obJectivity

\/ Simifar or comparable articles exist in the constitutions of nost of theorganizations. The d.ecisions concerned. put an end to an earl,ier debate on themerits of two conflicting approaches to the international civil service; theserrere aired at the time of the creation of the League of llabions and were revived.
when the United Nations was established.. Sce in this connexion the citation of atc'xt by Sir Eric Drurnmond., First Secretary-General of the League of Nations, in
The rnternation , published by urvrrAr;-....:=ra--=--r-n J-9U0, p.
consisting of national d.elegations of the Menrbers of the League, the functions of
Secretary-General being limited to the co-ord.ination of the iervices pror"ided by
bhose national d.elegations in the Secretariat, and., on the other, an internationalcivil service in which men and. women of different nationalities would work
together in preparing and presenting to l{ernber States an obJective and conmon basisof d.iscussion.

9. This debate began when the United
Nations was founded and, with ups and.
downs, has continued ever si.nce. lt is
true that Arbicles 97, l-.OO and 101 of ttre
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and impartiality of the international civil service can be guaranteed. fn other
'words, the debaie, in which agreement has been reached on principles, continues
vith respect to bhe approach and method.s.

f0" One has only to look at the exactness with which the l4enber $tates established
the nethod of calculating "desirabLe ranges" for the United. Nations to see the
considerable inportance attached by each country bo its "representation" in the
Secretariat. This concern is by no means incompatible with observance of the
Staff Regulations, which state that "in the perfornance of their d.uties members
of the Secretariat sha].l neither seek nor accept instructions from any Goverrunent
or from any other authority external to the Organization" (regulation 1.3 of the
United. Nations Staff Regulabions) and that "they pledge thenselves to discharge
their functions and. bo regulate their conduct rrith bhe interests of the United.
Nations only in view" (regulation 1.f). A11 the same, the participation of its
nationals in the secretariats is an important political concern of each Government.
Moreovero the forms assumecL by competition in this area are such that the
Secretary-General hinself, in his report on bhe work of the Organization for 19?8,
saw fit to r,rite:

"... f must say that f am increasingly concerned at themounting pressures
from aJ-J- sides to secure Jobs, especially at senior 1eve1s in the
Secretariat At lower l.eveJ-s .., the intergovernmental conpetition for
posts is tending to become a severe ir.pedinent to the balanced and effective
development of the Secretariat" (A/33/L, XI).

11. The d.ebate on the types of contracts whj.ch shoul-d be used. for international
civil servants - a debate which has been in progress sinee the ineeption of the
Organization - aJ-so shows that some Governments tend to associate the objectivity
and impartiality of the international civil service with the granting of pernoanent

. contracts, whereas others el,aim that e", ;ointn-ents for a linited. term 1"ield. results
that are at least equal in this respect. This question wil.J- be discussed in
greater d.etail in paragraphs 50 to 60 below but is mentioned here as it is an
important element of the ideological and political. debate.

J,2. It must be added thab these different vievs regarri.ing the independence of the
internabional eivil service from al-J- pressures or instructions issuing from an
authority external to the Organization cannot be d.efined very easily, since
a number of Governments, representing every hue of the ideological and political
spectrum, demand controls to authorize the appointnent of their nationals to the
secretariats (clearance systen) and a few countries have considered. it not
incompatible wibh their concept of the international civil service to grant
additiona]- remuneration to their nationaf,s.

13. fn short, it seems evident that the aeceptance of the above-mentioned Articles
of the Charter d.oes not prevent Menber States from considering the secretariats
of the international organizations, and. the United. lTations Secretariat in
parbicular, as an area where braditional diplomacy is pursued ttby other meanstt.
In any event, the id.eological and. political debate on bhe concept of international
civil service has stil-l not been clarified sufficiently for the d.efinite political
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will bo construct a coherent personnel system to emerge. This d.ebate has beencomplicated recently, moreover, br the slrious aiverglncies, dealt w-ith in thisreport, between those who advocate an organization of the Secretariat based onoccupational grcups and those who think inat such organization should be effected.on the basis of job classification alone. 5/

Fortunately, there are
negotiation is now in

si.gns that a
sight.

1l+. Anid.st this confusion, howeveru
some more positive signs are d.iscernible.

thepastdecade""ff:.$:frl:"i"f3ff;lJ":*T;::i:.iH'"*
efforts, a harmonization of views is not out of the questicn. The progress referred.to concerns in particular the agreement that secretariats should. be conposed ofboth career staff and staff reeruited for J-inited. period.s. This agreement was
expressed' in a recent report of the rnternational Civi]. Service coi*i"=i"", !.7whieh states that rrall menbers agreed, that a core career staff was reguirea In tueinternational- civil servj"ce and that this core would. vary in size from oneorganization to another d.epend.ing upon each organizationls specific need.s'io the
Cornmission consid'ering it essential that the proportion ot plrnanent an4 otherstaff should' be d.eternined. tton an organization-ty-organization basis". r'or itspart' the General Asseurbly in resolution 35/2].0 recaJj.ed resolution fl+36 (Xfv;
"in which it reeoumended, inter a].iao that the Secretary-General-ts endeavours toincrease!henr,mberortneffiIatstaffappointed.tnfixed'-termcontraets
should' be continued. and encouraged.". other resolutions, however, (ztZe (nff) ana2241 ()o(r) in particular) 

"e"ogr,ired. the importance of permanent contracts forthe stability and efficiency of the Secretariat.

].5. Furthermo?e, as.regards the United. Nations, the General Assembly has adopted.
severaL resolutions (for ex"rnp].eo resolutions si/t\z ana 35/iibJ wrriirr definerecruitment method's in precise terms (creation of the competitive exam:ination for
movement from the General- service to the Professional categorye generalization ofcompetitive examinations for reeruitnent at Junior grad.es (p-r, i-z), system of
Job descriptions for recruitment at levels above P-3) whieh silnify the- d.esire totake the first step toward.s a coherent system. Lastly, the agreement by consensusat the thirty-fifth session of the Assenbly on the method for calculatine d.esirable
ranges unquestionably had the merit of clearing the politicaJ. clinate suiroundingpersonnel guestions and. of showing that a barmonization of views on an extremelydelicate subject was possible.

- Z/ This altogether crucial debate, on which the very quality of the Secretariat
depends, confronts an obstaele in the ideology which has enveloped the new Jobclassificabion techniques: accord.ing to one-school of thought, these "s yet itt-
defined. and techniquesn whose precision is extrenely debat"tfe, have an absolutevalue' Yeto they are used in the public authorities of only a few countries and
should not be accepted without question, even at the leve.3' of techniques.

6/ Report to the General- Assenbly at its thirty-fourth session, */!+/3O,paras. 2OI-207.
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B. Absence of a coherenb sysbern of personnel management and staff lgeruitmen!

15. It is therefore not unreasonable to suppose that bhe process of clarification
can be continued. and that views can be harmonized furLher by negotiation dealing,
in the first instance, with the proportion of permanent and" fixed-term staff,
especially at the United, Nations. (for the other orgartizations, moreover, the
General Assembly night esbablish guidelines and d.esirable criteria. ) But ttre
negotiations should al-so cover a more precise over-all approach to the
inbernabional civil service. A political agreement in bhis area is necessary. 7/

Ib is d.ifficul-t to coneeive, in any
case, how the pr*sent fack of coherent
pc.rsonnel rnanagemcnt and staff
recruitment systems ean be endured- much
longer,. in view of the lamentable effects
on bobh bhe morale of bhe staff and the
efficiency of the SecreLariat.

l-7. The current situation with respect to the personnel managenent nethods of
the internabionaJ- civil- service has been described on numerous occasions in the
reports submitLed. by JIU and. ICSC (see annex II). However, in most of the
instances an incomplebe account vas presented, in the conbext of proposals for the
reform of merely one component of the system. In this report, our aim is to
provide a comprehensive d.escription. The judgenent to be made on the over-aLl
situation is hardly favourable. In brief, there are, with a few exceptions,
neibher sound. recruitment nethods, nor equitable performance appraisaJ and
promotion sysbemse nor a career development system, nor rational criteria for the
use of existing types of contract, nor even recognized d.efinitions of the various
staff categories. The inconveniences of being without a eoherent system have an
impacL on aJ-J. the organizations, but, as one wouLd. expect, in varying degrees.

Recruitment

18. Recruitment method.s with respect to the junior grades are beginning to improve
at the Unibed Nations, thanks to the adoption of competitive examj.nations. Hovever,
progress irl this area has occurred at the United. Nations, to the exclusion of
virtually all the other organizations, and. there is sti1l a 1.ong way to go before
competitive selection becomes estabfished practice, with well-defined methods.
Moreover, recruibments at the Junior l-errel represent only about a third. of total
recruitmenfs each year at the United. Nations. AN other levels of the United
Nations Secretariat (p-3 and. above), and. at almost all J.eveJ-s of the secretariats
of the other organizations, the recruitment methods present no guarantee of
objeetivity.

This ntgobiation is all bhe more
n€cessary beeause the prtlscrnb absence of
a coherent personnel system is having
grave consequences.

7 / \;te would again quote the aubhors of the IIIIITAR st'udy on
(rCsC7n.l-12), who said on this subjecb: "The second. caveat is
political factors affect the operation of any personnel system.
rational career development policies ean be d'esigned., bub they
i.4rpacb if bhe poliLical wi1] to ensure their implementation is

career develoPment
that a varietY of

Coherent and
wil.]- have Little
laeking. "



-T*

L9. Generally speaking, recruibment tends to be restricted. to candidates who make
-themselves known ab the headquarters of the organizations. The fe-w recruitmentmissions sent to ind-ividuaL countries'account ior only a very few candidates.There is Little real competition and no systematic search ror tne best possible
candidat'es of every nationaliby is mad.e. on the contrary, in most cases, postsare soughb for cand.idates known in ad.vance - a system vhich leads to poli.tieaf
and' personal pressure aL all level-s. There are no objecLive methods for resisbingsuch pressure.

20: The quality of the cand.idates is normal.J-y appraised. on the basis ofuniversity degrees whose worth is often diffi;dt to assess and. on interviewsvhieh follow no d.efinite pattern, with very few cand.idabes being intervier,red for
+ach vacant post. Generally speaking, recruitments are for "pe-iti" posbs, no
account being taken of career prospects, although most of the eand.id.ates recruited.for a post are expected 'to make a career. Accordingly, no tests are used. to check
bhe mosL important qualities expected of an international civil servant, an6particularly (foq example at the United. Nations) rris ability to vrite and- analyse;his real- knowledge of the working languages, his notivabion and. his grasp ofthe objecbives of the Organization.

lerfo{nance appr

2L. There are at present no performance appraisal method.s whose objectivity is
reeognized.. TCSC is currently end.eavouring to improve the situation, but everyone
agrees that it is an extremely d.ifficult probJ.enn. The short-comings of present
nethods are not offset by the collecbive jud.genent of the appointment andpromotion cornmittees ab the bime the promotions are proposed.. The curyentstructure of these committees is sueh that their members may not know alr theofficials concerning whom lhey have to take decisions, although by sheer accidenlpersonal relations may exert a favourable or unfavourabl-e influence on such
decisions.

22. Furthermore, officiaJ-s have no guarantee of a normal careere as no ru1.e
exisbs on this subject. Fi.nall5 no promotion is possible unless there is a postavailable. This being so, at the United. Nationso for example, an official whosepromotion has been proposed nay vait for a very long tine before it naterializes(which leads in many cases !o bhe use of administrative subterfuges, such as therecLassification of an existing post or the creation of a new po"t).

23. No organization has begun to inplement the recommend.ations made by JIU
10 years ago in its 1971 report and. the more'recent recommendations of fCSC onthe organizabion of a sbaff consultation system on d.evelopment of bheir careers,
even though those reconrnend.aLions were convergent. To d.ate, no specific procedurefor planning and facilitating the rotabion of staff (letreen units or betweenduty stations) has been instituted and., wiLh a few exceptions, there are no
adequate systems for training staff during their careers. In short, career planning
has still to be organized. from scratch.
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Absence of an accepted. d.efini'bion of sbaff categories

24. One of the od.d.est features of present management mebhods is that, although
such terms as international Professional, national Professional, General Service
staffo consultants, are in every-day use, no exact d.efinition of bhese berms
has ever been proposed or discussed, far less accepted.. 8/ It is nevertheless to
be nob;-d. thaL:

The meaning generally given to these terms depends either on the J-eveJ- of
qualificaLions required bo carry oub the functions in question (a J'evel usualJ.y
d.efined by internal circul-ars, of ten couched in vague terms ) or to the d.uration or
conditions of performance of bhe functions;

Atbenpts have been mad.e 'to clarify the concept of "Professional work" (see
ICSC reporb in d.ocument A/3r/30, paras.259-262, where TCSC examines, on the basis
of proposals by CCAQ, method.s for d.istinguishing between Professional and General
Service leveL work. See also paras. 299-3l.0 and documenbs 1CSC/R.210 and
ICSC/R.2]:2 on ].oca]. or nalional Professional-s ).

2r, Bub some very serious anbiguities remain. fn parbicular, the definition of
utProfessional worktt proposeci in the above-mentioned. report can apply in some cases
bo work performed by General Service staff mercbers ful and bhe criteria proposed
bo d.isbinguish between international and. loeal Professionals are neibher
satisfactory lE nor read.ily applicable. A relevant quesbion is whether it is

9/ tn bhe Staff Regulalions of the United }Iabions, use of these terms is
confined. to annex I (to which there is a reference in regulation 3.1 and in rul-es
l-03.1-103.1+), where a distincbion is mad.e between FieLd. Service personnelo staff
membe,rs in the General Service catc'gory, nanuaI vorkers and J-ocally recruited
mission personnelo but no definition of these categories is provided anywhere.

9/ A narrabive descripLion of Professional- J-evel work is proposed in paragraph
26l. oT the report cibed; horvevero a foot-note sbates bhat: "The definition d.oes
not (and cannot) describe al]- aspects of a]-l Professional work. Parts of this
d.efinition may al-so apply bo some work within the General Service category. In
applying the definiLions for the purpose of disbinguishing between Professional and
General Service work it is recognized that jud.genent nrust be applied in assessing
vhebher or not the work involved in a given job conforms to the over-aLl d.efinition
rather than to one selective aspect of it. Ib shoul-d. always be borne in mind. thab
iL is not the leveJ. of educabion or training possessed by the incumbent that is
relevant, but rather the l-eveJ- of Eheoretical- knowled.ge required. to carry out the
work. tt

tO/ fne "limits and conditions" of the recruitment and use of nationaL
Prof6sionals as suggested by CCAQ and approved by ICSC (see A/35/3Oe para. 303) can
be summarized as follows: nationaL ProfessionaLs are recruited. to perform functions
coresponding to Professional J-evel work which require special knor,rledge and.
experience of the national sibuations; bhe use of such Professionals is jusbified. in
bh* context of bhe development efforts of a country; they are recruited locally and
cannot be recruited at a duty station outsid.e bheir own country; their compensation
is based- on bhe same principles as remuneration for other staff recruited Iocally
by Unibed Nations bod.ies. The Tnspectors find it surprising that these criteria
are applicable only in developing eountries.

/...
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possible to define a personnel sysLem (recruitn':ent, career, etc.) r,rithout knowingexaetly which type of staff is under discussion. rt seems obvious that .thi,s
omission must be remedied as soon as T:ossibl-e.

26' The absence of a methodology for the award. of the various types of contractis characterized. by the following phenomena:

(a) The number and the diversity of the types of contraet are considerableand tend. to create confusion. T)or:umc-ni rrlso lR ZBB, nt.n"""a iy tfr. fCSCsecretariat, lists ri #;;;""t";;;;";r-;;;:;r,t*"rrt used by the organizations;
(l) Even if the only distinction made is that between permanent contractsand fixed-term contracts (by reclassifying in these two groups all- existing t;pesof appointment), the resul-t is not a neat divid.ing-line betw"ur, """..r staff and.fixed'-term staff. The nain reason for this is that to a very gpeat extent fire6*term contracts are renewed- for periods equivalent to a career in an organization(see annex lfI);
(c) The differi-ng practices of the organizations as regard.s the respectiveproportions of permanent contracts and short-term contracts are vithout realsignificance or justification in these cireumstances. ft is not because oftechnical- reasons correspond.ing to real- needs that the organizations fo1low sucha variety of practices (see annex IV);
(a) Finally, criteria for granting the various types of contract either lackobjeetivity or are inexistent. At the united. Nationsr-io" example, account istaken of the ttrequirements of the secretariattt, the type of post, the qualifications

and characteristics of candidates at the tirne of recruitment and., perhaps mostimportant, nationality (in the case of the initial contract). Mo""orrur, persanentcontracts are not normally awarded. to persons who have been second.ed or personsover 50 years of age. Apart from the last-mentioned limitations relating to acandidatets personal characteristics, it can be stated. that the operation of thecriteria used leaves room for arbitrariness. rn these eircumstances, the methodsemployed d'o not, as would be desirable, reconcil-e the career guarantees r*hichevery staff mernber may legitimately claiar i,rith the need to create a climate ofind'ueement to work. Rules that make i.t possible to meet these requirements moresatisfactorily are therefore necessary.

2T ' Fina11y, the l-ack of consistency in the method.s used. is tantamount to theabsence of a personnel systen. The role played by arbitrary factors, chance and-political and. other infl_uence Iead.s to:

The demoralization of the staff, and

The calling into question of their efficiency and calibre.
Here, we would recall that in 1971 one of the authors of the present report wrotein his report on personnel problems in the united Nations (proressional category
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an<1 above); ''iicner.a.1. dissatisfaction, and real problerns r^rhich are not properly
solved but groli .l-l-sc from year to year: these seem to me to be tbe two essentia.l
features of the r:yesent situation vith regard to personnel qrresti.ons in the United
lilati.ons"" Ten years faLer, alas, this comment is sti1l apt.

f. - Tnndeorrenrr of the results of cuffent reforn.s

28. ilhil-e sone improvenents in methods
have undoubted.ly occurred during the
nocf -lfi rroerq intef a1ia, in the area Ofr !.*! v t i:--...---

recruitrnent to junior posts at the
United" Nations, they are Revertheless

very modest and their implementation is proving d.ifficult. The main proposals for
correction and reform mad.e b1r JIU and ICSC are summarized in a,nnex II . The
reailer can thus see for hirnself the sluggishness with which the main
recommendations approved. by the General Assembly have been inplemented" Resistance
to change is considerable in this area.

D. The need for an over-all- vier,r

29 " The rnagnitude of the problems posed
no doubt explainse moreover, the caution
with which the bod"ies responsible for
promoting reform.s have tackled. the
problem. lieither ICSC nor JIU have
hitherto consid.ered the possibility of
subroitting to the General Assembly a
comprehensive report covering the entire
range of personnel problemse or even one
which would. give a succinct overview of
them. It is essential to d.eal- with these
problems in "instalments" if one wishes
to make a proper and thorough examination

of each of them. That is why JfU, for example, began its work on personnel
rnatters in 1971 with a study that was as comprehensive as possible but was limited
to one organization (the United }Tations) and one category of personnel
(Professional category and above). After securing the General Assemblyrs
endorsement of the najority of its recommendations, it undertook the regular and
patient monitoring of their implementation (First, Second. and Third. reports on the
implementation of the personnel poliey reforms approved by the General Assembly
in 197h)" Other subsequent stud-ies of JIU on personnel problems dealt with the
General Services at Geneva, the strilee b:l staff at the Geneva Office and
recruitment problems in general throughout the syste'n. Having many other stud"ies
to make, JfU d.oes not have the resources to be able to allot more time in its
work programme to person"nel problems.

30. ICSC, for its part, has drawn up a work progra,rme spread over a nu-mber of
veA?s in order to d"ea-]- with qrrestions eoncerning articles t3 and l-\ of its
J vv"j v

statute. As required under its statute, it has tackled problems concerning the

Recorirnend.ations for reforms
nroduced. adequate results.

The approach l,rhereby nroblems have been
tackled in "instalmentstt has doubtless
been the only one possible ti1l now but
it presents too many dangers to be
employed much longer; it does not
enable the General Assembly and the
legislative bodj.es of the
organizations to have an over*al1
picture of the personnel system lrhich
is being d"eveloped.
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United. Nations faraily as a whol-e. The work prograrme of fCSC in annex XVI to
d"ocument A/3r/3O shows that it regards as completed its work on: career and-
non-career staff; career d.evelopment; and the interrelationship of eareer
d.evelopment and job classification, inchrd.ing the identification of career paths.
There remain for it to consider performance appraisal (tnirteenth session), some
training questions, interorganization exchange programmes, the refationship of
training to career development (ttrirteenth session) and the entire spectrum of
questions coneerning human resource planning, promotions and. recruitment (for
which the sched.uled" time of discussion has not been announced).

31. It vas probably difficult to proceeo otherwise, for the reasons given above.
The approaches adopted" by JIU and. ICSC clearly result from their d.iagnoses of the
existing situation and" the assumptions they derived therefrom concerning the types
of questions which deserve priority treatment and shoul-d. therefore be studied. first.
The d.iagnosi:s by JfU was described in its l-97I report and since then priority has
been accorded. i-ncontestabJ-y to questions concerning recruitment method.s, which
were considered. as having the most important bearing on the quality and. fr:ture of
the Secretariat " The ICSC d.iagnosis, d.iffered. markedly, since ICSC postponed until
a later stage the devel-opment of a recruitment policy (despite the co-operation
on this natter extended. to it by JfU since A97T). ]t considered. the issues relating
to job classification to be more important, and. subsequently it deal-t with career
development from the standpoint of staff relations and the organizations, but
without regard. to promotion problems. Tt explained. in various reports how it
perceived. the logic of that step.

32. But whatever the worth of the diagnoses thus established and the justifications
to be made for the ord.er in which steps were taken to study problems and seek
possible solutions, the fact remains that the ad.option of piecemeal reforms inttinstalmentsrr by the General Assernbly and the executive bodies of the various
organizations, without their being in a position to realize all the consequencese
often imFlicit, of the deeisions they take, presents some extremely serious d.angers.
Thus, the ad.option of the job cl-assification and grading standards leads by
degrees to a certain.type of staff career structure, then to certain promotion and"
recruitment methods and finally to some basic decisions on the tlrpes of staff who
will make up the secretariats in the future - a1l- before the l4ember States have
been provid"ed. with an overvier.r of the system gradually established. in this way.
A house is not built layer by layer unless the client has first received. a set of
plans and. d.esigns which enabl-e hiur to visualize the house vhen it is built. A
similar solution for constructing a personnel system must therefore be found.

33" The only sofution that seems capable
of averting the dangers just ind,icated,
an illustration of which * tantamount to
a warning signal - is providerl by the
divergent views on some problems that ha.ve
arisen between TCSC and JIU, is to decide
to attempt forthr,rith a comprehensive
presentation of the problems accompanied

by a list of the choices to be made in ord.er to identify a coherent personnel-
system for the international organizations. Such an exercise doubtless has

It is necessary to attempt forthwith a
hensive presentation of al-l- the

ems and to make choices that wil]-
lead. to the identification of the

ired. type of personnel system.
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linitations in the sense that it would not be possible to id.entify irnnediatel-yin detail all the types of solutions clesirable in all areas. On the other hand.,the attempt has become feasible nolr that the stud.ies aecumulatecl over the past
10 years have consicterably enlarged. awareness and understand.ing of the problemsin question and their interrelationships. The aim of part ff 6f tn. report,therefore, is to clraw up a l-ist of the technical choices which would be required.in order to define the main features of a viable system that is acceptable to all.After examining it, the General Assenbly will be in a better position to determine
whether it approves of the general pattern and the tine-frane of the work progranures
vhich are ind.ispensable if the d.esired system is to be rorked out in detail.
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PART II

T}IE OPTIONS PRESENTED BY VARIOUS SYSTEMS OF INTERNATTONAL
CTVIL SERVICE

Personnel systems in a few international organizations

3l+. In order to try to explain clearly
the points on which choices rmrst be
made in ord.er to be able to d.efine a
personnel system, we have conductecl a
rapid. survey of the systms existing in
international organizations outsid.e tbe
United. Nations family or, if within the
family, outside the common system. J.1/

A sumary aceount of the main eharacteristics of these systems is given in
annex V. As can be seen, the European international organizations ancl the Worlcl
Bank have what are essentially career systems, vhereas the Council for l'futua1
Economie Assistance has ad"opted. a system based. on secondments of national
offie ia1s.

35. On the nhole, the European organizations and the Wor1d. Bank show important
sinilarities. The tlifferences relate merely to the restrietions on recruitment at
al.l grad.e leveLs (95 pe" cent of base recruitment of yorng professionals at EEC, a
naJority of recruitments at starting grad.es or in the initial sbages of the working
life at the llorld Banko recruitment at al.l levels at OECD and the Council of
E\rrope), methods of aecess to the Professional category for staff mmbers in other
categories (aecess via competitive exaninations at ffiC, access via ecnpetitive
exeminations for external recruitment at the Council of Elrrope, access without a
competitive examination at OECD), whether a more or less precise Job classification
systen exists (no system at EEC, a rudimentary system at the Couneil of E\rrope' a
more complex system at OECD and. the World Bank). On the other hand., all rhese
organizations have a very high proportion of permanent contracts, ranging from
60 per cent at OECD to 95 per cent on average for the World. Bank ancl the European
Comunities (one of the EEC organs, the Council of Ministers, has as many as
99.2 per cent). They apply, either systmatically for almost all their staff
mq.bers (95 per cent at EEC) or for a large proportion of their recruitmento
eompetitive entry procedures at the Junior leve1 of the Professional category antl
fairly frequently for other eategories, too (translators, General Services or
equivalent). In general, they have career and prcnotion systems which guarantee

fV fne organizations surveyed. here kindly agreed to reply to our questions
ancl to send. us the documents required for an unilerstanding of their personnel
systems. Because of the linited. time availabl-e for the preparation of this
report, a thorough stud.y of these problems was not possible. However, in two
cases, OECD in Paris and EEC in Brussels, one of the fnspeetors conducted. a survey
on the spot.

The personnel systems of international-
organizations outsid.e the connon sysbm
show more eoherence and. logic than the
United. Nations personnel systems: the
career or non-eareer choices offered.
by the fo:mer are more clear-cut.
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that most of the staff members recruited at the junior l-evel will- have a ttnorma;_tt
career path, with, say, three or four pronotions. They d.emand. high-revelqualifications for.entry into the occupational groups that form the backbone of
each organization (econonists, jurists, poJ-itical aifairs specialists, etc.). tZ/
They all mahe exbensive use of the system of linked grades, and this iaeilitatfi
promotions from one l-evel to the nerb, especially in the initial stages of anofficialrs career.

35. Ttre personnel system of CMEA, concerni.ng which, rurfortunately, we were ableto obtain only seanty information, is radical-ly d.ifferent owing to the principleof intergovernmental composition on which it is based: officials are seconded fromtheir national administrations for a terrn of four years, which can normally be
reneved. once. They are recruited. on the basis of recomrnendations by member
States; the candidates proposed are interviewed. by the Secretary or the Deputy
Secretary of the Council, who verifies their qualifieations and" their knowled.le ofthe vorking language (nussian).

3?. It is thus apparent that each of the eareer systens and the secondment systemsof these international organizations has a coherence of its or,m. Some d.erivetheir strength from the trad.itions j.nherent in the core of staff members recruiteilat the starting grades, generalfy by competitive examination, and vho d.evote their
entire working life to the organization; others depend. on the experience acquired.
by national- officials who are already experienced. and who work for the
organization for l-imited periods. Since the personnel system of the organizationsof the United. Nations family must depend. on a balance between career staff
members and personnel recruited. for lin:ited period.s, it should d.erive its
coherence and strength from the combined. ad.vantages of the two systems; an awkward.
mixture of rul-es drawn from both systems r,loul-d" probably 1ead. to incoherence. It
therefore seems to us that the main choices that have to be mad.e in order to
establish a coherent personnel system concern:

l-. The career concept itself and., as a
that should. apply to career personnel and

2. The ratio to be established. between
types of contract to be used, for each of

corolIary, the differences of status
non-career personnel I

these two staff cateeories and the
them;

3. The d.efinition of the occupational groups and their relationship to
career paths and. recruitnent method.s.

Choices and. further stud.ies are cal-led for on a nunber of other questions: in
particular, promotion proced.ures and opportunities (including the question of grad.e
linking), proced.ures for monitoring grade structure in the light of prograilnces,
career development and. the definition of the rnain occupational categories.

g/ t+ special feature of the EEC organizations is that they have an
intermed.iate category between the ProfessionaL and General Service categories for
such functions as: adninistrative or technical assistant (bookkeepers,
progranners, etc. ).



fhe d.efinition of the career concept
for international eivil- servants is
the first and. most important choice to
be mad.e in defining a personnel
system. The d.efinition proposed. here
includes in particul-ar:

- the id.ea of job security;
the id.ea of equitable promotion

opportunities and an average rate
of ad.vancement I

the idea of partieipation in
d.efining the development of the
worki.ng J.ife;

and on the other

- the application of recruitmenr
method.s which enabl-e the
necessary qualifications to be
verified.;

- the use of occupational groups
as a stand.ard. career path.

_Lr_

First choice: the career concept and. its implicat-ions

38. The career eoncept is generally
d.efined" as the d.evelopment of a
personts professional activities in the
course of his working 1ife, sueh
d.evelopment generally being und.erstood.
as progressive, that is, inplying a
growth in the importance, value or
interest of his activities and in the
remuneration for such aetivities. The
rate of d.evelopment rnay vary consid.erably
accord.ing to the taLents of the
individ.ual , his l-uck or lack of luck u

the types of activity performed., and
so forth. A career is coneeivable
within a single occupation or even
within a single economic entity (public
authority or enterprise), or it nay be
built up by moving from one occupation
to another, from one enterprise or
authority to another, and so forth. The
career concept, which corresponds to a
personts phychological need., is
reflected at the enterprise level or at
the nationaf or international civil
service l-eve1 in regulatory and.

organizationaJ- systems d"esigned to reconcile individ.ual ambitions (in terns of
work or grad.e) with the interests of the organization.

39. These systems, which generally regulate the length of eontract, promotions,
performance evaluation method.s, postings, second"mentse etc., are based on widely
varying principles and methods. In the case of major public authorities or major
enterprises, it is possibl-e to distinguish:

FuIL career systems based. on recruitment at starting grad.es of young people
with certain types of theoretical qualifications who are offered contracts for
the d.uration of their working life with a guarantee of promotion; and

Mixed. career systems in which recruitments at all grade level-s are combined
with a fairly high turnover of staff (between the organization and the outsid.e).

)+0. However, wherever an official spend.s a substantial number of years with an
organization (for example, more than 1O years, regard.fess of his age at entry),
the term ttcareertt means:

(a) Job security (right to benefits in the event of ternination);
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(l) A system that enabfes the vast majority of staff to ad.vance at a knoran
average pace and to reach a minimum grade and remuneration l-evel by the end
of their eareers;

(") Method.s ensuring a d.egree of equity in the assessment of oceupational
skills;

(a) Normally, in-service training opportunities and, possibly, opportunities
for changes of post or rotation;

(e) In some cases, vhich are becoming increasingly frequent, the right of
staff to participate in d.etermining how their careers vill- be shaped; and

(f) Entitlement to a retirement pension.

l+f. In return for these ad.vantages, the career concept inplies that the recruitment
method.s applied to career staff should. guarantee that such staff do ind.eed. possess
al-l the qualities required. to make a career. This means that they must be d"esigned
to verify, generalfy by means of tests or written or oral. examinations, that the
eandidates possess on the whole the qualifications required. in order to serve the
organization efficiently in all the posts they are likely to occupy as they
acquire experience. Consequently, such methods must necessarily be more specific
and more sophisticated than those applied. to staff recruited for a single post and
a linited period..

)+2. This means that, as a general ruIe, the career concept is inseparable from the
coneept of a profession. The knowl-ed"ge, qualifications and qualities demancled at
the beginning of a career must be clearly d-efined in the light of al.l the posts
making up the standard career path proposed to the individual - in other word.s o the
occupational group to which he viLl^ belong. In most cases, the qualifications
denand.ed. for the exercise of a recognized profession, especially in the modern
world, are "polyvalenttt. Knowfedge of a naruow speciality is not enough. Finally,
the rul-es applying to these officials should. specify the perfornance requirements
to which a guarantee of continued. employment is subject and how verification
(possibly periodic) wilL be effected..

In the case of international civil
servants, the career concept implies a
cfear d.istinction between career staff
and. non-eareer staff (particularly as
regard.s types of contract and methods
of recruitment ).

43. This approach to the career concept
signifies that, in the case of
international civil servants, a clear-
cut d.istinction must be made between
career staff and" non-career staff. For
al-l existing staff categories
( international Professionals, project

personnel, national Professionals, General Service staff, etc. .."):

Differences in the status of such staff must be clearly defined with regard
to, inter al-ia, types of contract and recruitment conditions;
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The proportions of these tvo types of staff must be clearly established. in
the case of each category.

l+4, Career staff should" enjoy the ad.vantages listed in paragraph )+O above and.
should. be subject to the cond.itions d.escribed- in paragraph l+1; this implies that:

After a probationary period" of a d.uration to be d.etermined, they shoultt
receive a permanent contract;

They shoul-d. be informed" at the time of their appointment - since they are
career staff - of existing promotion and" career opportunities (average rate of
ad.vancement, minimr:m grad.es norrnally reached. at the end of a career, etc.);

Ind.eed., all measures should" be taken to make it possibl-e to grant such
ad.vantages to this type of staff: by naintaining coherent pyramids of grades for
each occupational group" by limiting the number of outside recruitments at levels
other than the initial- grad.es so as not to jeopardize ad.vancement opportunities,
and so forth;

Steps should be taken to guarantee a reasonable d.egree of equity in the
assessment of professional qualities, training opportunities, partieipation in
career d.evelopment and. entitl_ement to a retirement pension;

0n the other hand., the qualifications of such staff should have been verified
in the light of the type of career offeretL to them by objectj.ve and precise
method.s (conpetitive examinations, vritten and. oral- tests, etc.);

The occupational groups for which they are recruj.ted. and. within whieh they
are to make a career should be cl_earl_y d.efined.; and.

The conditions on which they may transfer from one oceupational group to
another shoul-d. be cl-early established.: the level-s of add.itional- qualifications
required and. the in-service training requirements that wilJ. make such transfer
possible should. be ind.icated..

t+l . On the other hand., as regard-s staff who are not expeeted to make a career,
that is to say r,rho are recruited, for a fixed. term onl-y and in most cases for a
single post:

Throughout their service in the organization, they shoul-d, of course, be
subject to the saJne pronotion proced.ures as staff with permanent appointments and
should enjoy the same professional- benefits: in@ alia, training opportunities
and. entitlement to a pension when service extenFTiF? given length of time;

On the other hand., they shoul-d be recruited on contraets l'rhich cannot be
renewed once a certain period has elapsed or contraets which can be rener,red only
after a certain length of absence or period of leave aray from the
organization;
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The cond.itions of their recruitment should be d.efined. far more fJ-exibly and.
should. refer solely to their acad"emic qualifications and evid.ence of professi-onal
experience. L3/

second" choice: d.etermination of the proportion of career staff and
non-career staff

)+6. A technical method for d.eternining
permanent functions and non-pernanent
functions was proposed in a d.ocument
prepared. by the secretariat of the
fnternational- Civil- Service Cornrnission
(rCSC/n.2BB). This document states that
such functions coul-d be d.istinguished. by
cJ-assifying occupational groups in two
categories according to whether the
functions were normally e?continuingtt or
"non-continuingtt. Thus, administrative

specialists, llbrarians " jurists, translators and interpreters would belong to the
first category, while economists, statisticians, artists, architects, social
scientists, and so forth, r+ouId. belong to the second.

)+7. Moreover, and. perhaps most important of all- (see fCSC/R.I7O, paras. 6-ff),
aecount should. be taken of the tytrle of functions in order to d.etermine their
continuing character. For example, in all the occupational groups, all functions
of supervision, control and inspection of technical co-operation project staff,
policy fornulation functj.ons, regulatory functions, administrative and financial
support functions, and so forth, should be considered. as continuing. The
d.ocument reeognizes that this nethod. could. provi-de only a broad. indication of the
proportion of continuing to non-continuing functions or Jobs. The authors of the
present report think that the method woufd heJ-p to d.etermine general patterns
and ord.ers of magnitud.e but that no technical method. could provid,e an exact
d.etern-lnation of continuing functions as opposed. to those that are non-continuing,
sti1l l-ess an exact d.etermination of the proportion of career staff to fixed-tern
staff. l-4l

l-3/ These conditions shoul-d. not, of course, precl-ude the possibility that
junior staff menbers recruited. by conpetitive examination may opt for the status
of fixed.-term staff, especially when they wish to benefit from the al-ternating
secondment system referred to in para. 54 below.

!+/ fn the report on the application of the principle.of equitable
g.ogr;ti icat distrltution to Uniied Nations personnel (.rrulnsp/81/10) , .

Inspectors Bryntsev, Sawe and Sibahi have recomrrencled (reconmendation No. 3) tfrat
in the flture the majority of staff members in posts subject to geographical
d.istribution shoul-d have fixed.-term appointments. The authors of the present
report are not expressing any opinion on the relative proportions of the two types
of appointment I a determination on this subject is for Member States alone to
make.

/...

The second. choice ind"ispensabfe for
the juxbaposition of a veritable
career system and. a system in which
staff are employed. for fixed. terms
concerns the establishment of the
proportion of these two categories
of staff. The deternination of this
proportion must be the resul-t of a
political negotiation.
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l+8. In fact" it is not possibl-e to d.etermine by a purely technical method the
desirable rel-ative proportions of career staff and fixed.-term staff. fhe
eonsid.erations to be taken into account pertain essentially to the d.egree of
continuity that it is d.eemed. d,esirable to naintain, either in purely
adninistrative services or in the imptementation of the major programmes in the
substantive d.epartments, and. to the bal-ance which it would. be appropriate to
establish (and. which can vary from occupational group to occupationaf group)
between staff with long-standing experience of the organization and staff who can
bring from the outside new vision, experience or approaches. Such assessments
can be very subjective and very variable accord.ing to the culture or political or
personal preferences of those naking them"

l+9". The decisior-r on the proportion shoul-d. therefqre be a prirrarify pofitical
deci.sion, not only because the technical methods available are too imprecise, but
al-so because it is obviously quite feasibl-e and- even in some cases d.esirabl-e to
have continuing functions performed by fixed.-term staff or a fortiori by staff
recruited. on al-ternating second.ment contracts. NegotiationsGeen ltember
States are therefore necessary to take a d.ecision of this kind.: as far as the
United. Nations is concerned, such negotiations could be assisted by a report of
the Secretary-General ind.icating what ranges of proportions he envisages for the
main occupational groups in the Secretariat.

50. Docr:ment ICSC/R.2BB states that the d"etermination of the proportion of career
staff to non-career staff should. be nad.e on an organization-by-organizati.on
basis. The Inspectors have no objection to this suggestion but believe that;

The principles and methods to be applied for the d.etermination of the
relative proportions should be the same for all organizations and that accordingly
they shoul-d be approved. first by the Genera"l_ Assembly;

As far as policy guidance regarding the choices to be nad.e is concerned", the
General- Assembly should also be able to make recornmend-ations to al-l the
organizations.

The types of contract should be
reviewed.: an upper Limit should. be
set on fixed-term contracts and
arrangements for al-ternating
secondments should. be establ-ished."

5l-" If the ain is to make a real
d.istinction betveen career staff and.
non-career staff on the basis of the type
of contract, which is not the case at
present (see para. 26 above), it is
essential to take steps to ensure that
fixed.-term contracts can no lonser

continue to be granted. beyond. a certain tine period. \r/ It would. therefore seem
logical to request the General- Assembly to establish a linit of this kind.. Such
an approach shoul-d" clarify the present situationl hovever, the proced.ures and
cond.itions for granting permanent contracts must be specified.. fhe follor,ring
system night be contemplated."

D/ On this poi.nt, the conelusions of document ICSC/R.2BB are sinilar to the
eonclusions in this report.

/"..
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52, For career staff, the only contracts used vould be permanent ones. However,
these would be granted. only after a probationary period. on a fixed.-term ecntract.
In other word.s, a].l new staff members would first of al-l- be offered a fixed-term
appointment; the length of the probationary period. would vary according to the
method. of recruitment and the assessment of the personrs perforrnance. Thus, the
standard. practice would. be to offer staff members recruited by competitive
exanination a tr,ro-year fixed.-term appointment, after which( except where
performance is poor) they vou]d. be avarded. pernanent contracts. In the case ofstaff members who had been recruited. on the basis of academic and. professional
qualifications for a specific post and who wished. to become career staff members
the cond.itions for converting their fixed.-term appointments into'oermanent
appointnents woul-d. comprise :

A probationary period of up to five years in length;

Tha naarri rarrre trsr1uraglll€Dt that they must pass written and oral tests to show that they
possess the necessary qualities for pursuing a career in a given occupation.

53. As regard.s non-career staff members, the fixed.-term contracts offered. to
them, which coul-d be of variabl-e length, from one y€ar to a naximum of four
years' coulcl not be renewed. beyond a given period.. Document ICSC/R.288 proposes
that this period. should be five years, which seems reasonable. However, in
d.etermining such a period account shou]-d be taken of two consid.erations:

The contracts of staff members second.ed by their national civil services
shouLd. be allolred to exceed five years, if necessary (in ttris case, it might be
consid.ered that a period of B to 10 years woul_d be more reasonabl_e);

The fact that permanent contraets cannot be award.ed to persons reeruited.
after the age of 5O should be mad.e compatible vith this restriction: a person
who is recruited. when he is 5O shoul-d. be able to hold a fixed.-term appointment
until the age of retirement" that is to say for l_O years.

5\. Fina11y, it should be agreed. that, as a genera.l rule, staff members who
l-eave an organization at the end of the maximr.m period. all-owed for a fixed.-term
appointment should not be d.ebarued. for ever from returning to the organization.
Another period- shoul-d be set, for example, three years, after whieh the person
concerned. could present himself as a cand.id.ate for a new post if he so desires.
A measure of this kind. would, moreover, al1ow arrangements to be r,rorked. out that
right interest a number of countries, especially in so far as the secondment of
their officials for a fixed. term of service in the organization is concerned.
Jru proposed. an arrangement of this kind in its 197f report on personnel
problems in the Unibed Nations (JIU/REP/TI/1, recommend.ation No. 13o and-
chap. VII, paras. l+30 ana l+3t), where it suggested" that a system of "alternating
secondments" shoul-d. be d.evised. in ord.er to enable staff members to suspend their
service with the United Nations for period.s of up to five years in ord.er to
resume employment in their national civil service, such suspension to be
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permitted, on].y after five consecutive yearst serviee with the United. Irlations. f6/
*Other amangements are possible, sueh as treating the time spent outsid.e the
organization as special l-eave vithout pay, I7/ A special study should be mad.e of
the system to be applied to project personnd; they are generally award"ed. fixed-
term contracts (rqhich are and shoul-d. remain renewable without linitations). Projeet
personnel night also receive permanent appoj"ntments on a more systenatic basis
than is the case at present and. on specific cond.itions yet to be determined..

,5. The problem of the criteria to
be applied in award.ing a certain type
of contract for a speci.fie job should
be fairly easy to sol-ve if the
proposals in the preced.ing paragraphs
are approved.. In fact, specific
criteria are needed. only for the

award. of permanent appointments. Such criteria night be the following:

(a) On the one hande no pernanent appointment should be granted. once the
maximum nr:mber resulting from the proportion set by the General Assembly of
career staff to non-career staff has been reached.;

(n) On the other hand, the eriteria rel-ating to personal characteristics
shoul-d. cover, in so far as permanent appointments are concerned.:

(i) the cond.itions specified. in paragraph 51 above, that is to say, the
candidate must ta,ke either a competitive examination or v-ritten and
oral tests and. serve a probationary period. of from two to five
years;

(ii) age reqrrirements: the rule whereby no permanent appointment can be
award.ed. when a person is over !O years of age woul-d be maintained.;

(iii) the requirement that the person concerned shoul-d not belong to
another career system: no permanent appointment should be granted.
to staff seconded. from a national civil service or university, etc.

15/ ttSecondment agreements" coul-d. be negotiated. by the heads of the
organizations with interested. Governments so as to id.entify more precisely hov
such alternating secondment operations might be organized (in particular, fist of
national services concerned, number of officials and. pace of operations).
Agreements of this kind. night al-so be contemplated. with some universities or najor
research institutes.

g/ Ct. para. 37 and recommendation ITo. )+ of document JIU/REP/8UIO on the
application of the principle of equitable geographical distribution to the United
Nations Secretariat.

For the award. of permanent appointments,
the criteria relating to personal
characteristics slroul-d take into account
recruitment cond.itions, qualifications,
age and secondment.



The third. important choiee rel_ates to
the d.efinition of occupational_ groups
and their relationship to career paths
and recruitnent method.s. This choiee
concerns the 1evel of qualifications
and professionaJ-ism rrhich are d.esired.
in the secretariats. Tn this
respect, the need. to distinguish
between staff with mu1tiple skills as
well as high-Ievel qualifications in
a specific field and special-ized.
staff is an essentiaJ- consideration.

-22-

D. Third. choice: d.efinition of occupational- groups

,6. fhe concept of a profession or
occupation is a simple one which in many
field.s is accepted. and und.erstood"
without any difficulty. Everyone
recognizes that in ord.er to be a d.octor,
architect, professor of rnathematics r
lawyer, chemical engineer or veterinary
surgeon, a person must have acquired.,
often after long and ard.uous stud.ies,
specific aead.emic qualifications -
normally broad, i.e. in many different
disciplines - and obtained recognition
of those stud.ies in the form of a d.egree
or success in a comnetitive

examination. These basic requirements d.o not mean, of course, that in order to beproficient it is not useful to have praetical experience, which can only be
acquired. by exercising the profession for a certain period.. At a different 1eve1,
the same is true of manual skil-ls, whether we are speaking of a carpentero a
gardener or a skilled. technician in a given area: in such cases, the l-evel- of
general baekground. cuJ.tr:re and the breadth of occupational knowledge are more
l-imited. and normally an apprenticeship replaces part of the theoretical- ed.ucation
or training.

57. The situation with respect to adninistrative activities has until- now been
nore obscure, or at least so it seems, for two reasons:

(a) The first is that administration, especially at the highest levelsn
depends at least as much on talent, natural intelligence, organizational
ability and. even conmon sense as on specialized technical knowledge. Howevero
what is true of a few outstand.ing personalities or even a few organizationalttgeniusestt cannot serve as a basis for recruj.tment and training method.s to be
applied to the thousands of persons who wifl nake up the administrative
staffs. The id.ea that administration is an art, although partly true, must
not be alIowed to become an excuse for l-axity and. med.iocrity;

(t) The second. is that staff in the Professional category must in the vast
majority of cases have broad. knowled.ge in a variety of areas" even when
performing d-uties that appear highly speeialized.. rn the najority of
national or international civil services, Professional status is generally
accord.ed. to two categories of staff:

(i) Those with broad. knowledge ("polyvalent") uut possessing a high-
l-evel- qualification in a specific discipline, and

(ii) Those who are specialized and perform a few linited d.uties.
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58. Polyvalent staff in the Professional category must have a high level- of basic
knowled.ge in a number of areas and usually have more specific and ad.vanced.
knowled.ge in one d.iscipline. Thus one find"s:

In non-technical- ministries, departments or services, staff with a combination
of degrees in Iaw, economics, the social sciences, public ad.n:inistration and
finance, history of the political sciences, and^ so forth, sometimes with a higher
l-evel- of competence in one of the d.isciplines listed. (tt "y may or rnay not have
taken competitive examinations consisting of papers in most of the d"isciplines
mentioned. and cul-tura1 background. tests d.esigned to verify the d.rafting and.
reasoning abilities of the cand.idates);

In technical- ministries, departments or services (ind.ustries, publie vorks,
tel-ecornmunications, etc. ) , staff with ad"vanced knowledge of a combination of
subjects in a specific technieal discipline (for example, chemical engineers,
pharmacj.sts, d.oetors, civil engineers, teleconmunications engineers, etc. ) and.
broad. knowledge in administrationo economics and finanee, together with the same
d.rafting and reasoning abilities as are found in the preceding categories.

59. Official-s possessing polyvalent knor,rledge at an ad.vanced J-evel form the
backbone of both nationa] and international civil services. It should. be add.ed
that from the beginning until the niddle of their careers they normal1-y worlc in
the d.ivision for which their main special-ization fits them, even though, in order
to acquire experience, they may be assigned. for limited. period.s to other
d.ivisions or d.epartments; once they have become heads of section or service, it
is often consid.ered. that their polyvalent knowledge together with their
admj.nistrative experience qualifies them to change divisions and to occupy
managerial posts in al-most any sector of the administration.

50, Specialized- offi.cials, who are al-so m.embers of the Professional category,
belong in general to two groups:

The group of adninistrative specialists: accountants, auditors, computer
experts, translators and. interpreters, specialists in given areas: evaluation,
job classification, etc. Rightly or wrongly, such specialists are not normally
required. to have the same levef of general cul-ture or broad education as
polyvalent officials. Accord.ingly, their career prospects are generally linited.
to the conterb of their specialities (except, of cor:rse, in cases where they have
acqu:lred. on their own additional knowled.ge of the type and. fevel- possessed by the
polyvalent official-s) and the grade l-evels which they can reach by the end of
their career are normally not very high;

The group of technical or scientific specialists: the administrative
services required for special or technical- assigrunents the services of speeialists
working in the area of their specialities - industrial physicians, architects,
engineers specialized. in a given technical area - or in research or field. proJect
teams, experts of every kind. practising their speciality: economists or Jurists,
statisticians or veterinary surgeons, and. so forth. The entire spectnm of
professional occupations may thus be utilized inasmuch as these officials in
general practise or teach their own occupations and perform few, if any,
administrative taslcs .

/...



Ttre term ttoccupational groupstt is
und.erstood. d.ifferently by JIU and
ICSC. For JIU, the definition of
occupational groups in the
organizations must depend. essentially
on the basic clualifications required.
at entry: the groups thus d.efined.
represent stand.ard. career paths. The
conditions for transfer from one sro
to another must be precisely
established.
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6t. In short, an ttoceupationtt in administrative activities corresponils to
various types of job and varying J.evels and. combinations of qualifications
d.epend.ing on whether the pred.ominant el-ements are a broad. ed.ucation and an
adninistrative job or, on the contrary, a given speciality and a technieal Job.

62. The establishment of a list of
occupational groups for the United
Nations (and. the other organizations) has
been reconmended on numerous oceasions by
the J-oint fnspection Unit" The General
Assenbly requested in a number of
resol-utions that occupational groups
should be established.. For its part,
fCSC usecl the term "occupational
groups" in its third. annual report
(t/Ez/lo, para. 2I9). It recognized the
urgent need for a courmon elassification
of occupational groups which eoulcl be

applied throughout the cornmon system as a necessary prerequisite to the
development of improved. systems in other areas, such as personnel statistics. The
main aim, it seems, lras to classify in the same categories the jobs of staff in
all the organizations; such a cl-assification was presented as a useful basis for
subsequent career d"evelopment, manpower planning, recruitnent and training; one
of the key ideas of the exercise seemed to be to encor:rage interagency
co-operation in all these areas.

63. These studies resulted in a u'g1oba1 schema of occupational groupingst', rnrhich
appeared. in document ICSC/R.13Ir of 2 June 19?8, and in a series of definitions of
each of the occupations so id.entified in document ICSC/R.187 of 29 Ju]-y 1979. The
exercise covered. all staff employed. by the international organizations: members
of the Professional- and General- Service categories and experts" It led to a
classification comprising four l-evels :

The ttoccupational group" (".g. scientific, technical, professional,
administrative and. related. occupations );

The trfa"uify" (e.g. architects, engineers (and. related teehnicians));

The 'rfiel-d of work" (e.g. civil engineers);

The ttoccupationt' or ttspeciality" (".g. sanitary engineers);

however, no definitj.on of these four concepts vas provided., and. there was no
explanation of the use they night be put to in personnel administration"

6l+. This being sor the term "occupational groups" as used by ICSC has quite a
d.ifferent meaning from that given to it by JIU. For ICSC' it appears to be a
statistical method. using a tist of posts or occupations and regrouping those
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occupations at d'ifferent level-s regard.less of whether the occupations themselvesor the various l-evels of regrouping have any connexion with thl qualifieationsrequired for those occupations or levels or with the career paths that nay resultfrom them"

6j. Jru, on
group" which

the
is

other hand., has proposed a definition of the term roecupational
as follows:

65.

"An occupational group is a series of occupations which are sufficientlysinil-ar, in particular with regard. to basic acad.emic and. proiessionatqualifieations, for possibilities of transfer or promotion between the postsnaking up the group to exist for holcters of the posts congerned. "

Ttris d.efinition means that:

Ihe groups themsel-ves can be d.efined. on the basis of the clualifications
required. to belong to then;

The definition of the types and levels of qualifications nust preced.e thedefinition of the group and not the other *ay around" (Just as, for exanple, thequalifications required to be a medical d.octor or an architect d.efine Uefongingto those professions );

The qualifications required must in most cases be broad. so that the staff
admitted to an occupational group can serve during their careers in all the postsof the group and at all level-s, as they acquire experience. TLrus, for example,
an adn'inistrative generalist must have suffieiently varied qualifications to
serve as a budget officer, a personnel officere a recruitnent offieer or anadninistrator in Conference Serviees. An infornation officer must havesufficiently varied qualifications to perform the functions of a writero a raclioor teLevision specialist, a press liaison officer or the head of an informationcentre. It is the extent to which polyvalence is required. at entry whieh
governs the inclusion of occupations in a given group.

6t, A number of speciaLities can al-so be identified by the types of knowledge
required. at entry: thus, for exanple, accountants, 

"ndito"s ti conputer
specialists are not normally required to possess very ad.vanced knonled.ge in
several d'isciplines. 0n the other hand., their knowled.ge of the speciatity must
be at a high level: each of the specialities must therefore constitute in itself
a nore linited occupational group in terms of the variety of possible functions
and., hence, career d.evelopment opportunities.

59t Fina11y, since the qualifications define the types of posts vhich may befilled, the concept of "occupational groups" nust in fact be equivalent to trratof rrstand.ard. career path". The question rt.ttu" it is possibld for a staff
member to leave this path and to enter another occupational group must receive avery specific reply: that is to say, the cond.itioni fol transfer between
occupational groups must Ue subjeet to ru]. course, takeintoaccountthefactthatiffivefromahigh1ytechniea1groupto
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a less technical- group than vice versa. For example, one can readily inagine
that an economist, iurist or information special-ist wouId be able to transfer
from his group to the group of administration specialists without being obliged.
to acquire consid.erable fi:rther knowledge" In such a case, in ord.er for the
transfer from one group to ancther to be feasibl-e, it would be sufficient for the
rules to provide for an in-service training systein (l,rith training cond.ucted inside
or outsi-d.e the organization), possibly consisting of training schemes d.esigned.
to acquaint mernbers of the aforementioned. groups with programming and. bud.geting
method.s, personnel problems and administrative matters in general.

6g. Hor,rever, far more rigorous cond-itions (for example, the acquisition ofqnanifin rrnirra-oity d.iplomas) nust be laid. down before one could contemplate the
transfer of a transfator" an interpreter, a computer specialist or an accountant
for example, to the same group of administrative specialists or a technical-
group, such as that composed. of jurists" In preparing rules of this kind, the
general aim should. be to avoid. a situation in which a post raight be filIed" by a
staff member who l-acked basic qualifications at an appropriate level for entry
into the occupational group to which the post belongs. lrlhereas some of the
necessary qualifications can be acqu-ired through in-service training, others
depend. on an appropriate unive:rsity background_.

70. The rules shoul-d give partieular attention to posts at the level of Director
or head. of section. Clearly, some high-level posts can be occupied. onJ-y by
persons vho are well versed in a given speciality (economic services should. be
headed by econonists, legal services by jurists, etc.), while others ean
certainly be fil-led, by persons with a really sound general cul-ture, a knor,rled.ge
of the organization and the mastery of a d.ifferent speciality. This is true of
the majority of purely administrative services.

71. The occupational group method-, if interpreted in this way, can provide a
basis both for improving recruitment methods and. career d-evelopment and. for
guaranteeing greater professionalism in the Secretariat. Clearly, therefore, the
choice between this method. and the method whereby recruitment and career
d.evelopment is organized. on the basj-s of each individ.ual post i.s crucial to the
determination of the type of Secretariat that is desired.

E. Other matters requiring choices and further studies

72. If the three fund.amental choices
just deseribed. could be mad.e by the
General Assembly and the legislative
bodies in all the organizations, the main
features of a coherent personnel- system
wouLd be d.etermined.. The eeneral 'oace

at which such a system could be constructed and the over-alI plan for it woultt be
known. It would then be necessary, of course, to ind.icate sofutions for the
problems outlined in the following paragraphs.

Once the three fund-amental- choices
outlined above have been mad.e, a
number of decisions wilJ- be required-
on certain problems.
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Career develo establishment of career traini and rotation

73. As regard.s career developmento JIU
and ICSC have nad.e a number of
recommend.ations " the nain points of
which are sunmarized. in annex II. On
the question of career d.evelopment andstaff participation in the establishment of their "career plans", the above-

mentioned. recomrnendations of ICSC and JIU are remarkably sinilar. Regard.less of
the terminologSr employed - assignment planning and ind.ivid.ual standard. career
plans for JIU, career d.evelopment programme for fCSC - the content of the
reconmendations, aimed. at organizing an integrated. career plan system through
exchanges of infornation between staff and the organization, is virtua].ly the same
exeept for a ferr d.etail_s of implementation.

7\. However, although the recommend.ations of JIU are more than l-O years oId and.
those of ICSC were mad.e about two years ago, there seems to have been nosignifieant attempt to inplement these recommend.ations, either at the United.
Nations or in the special-ized. agencies. The General Assembly nay wish the
secretariats of the organizations to explain why this is so.

75, As regard.s the d.evelopment of traininiactivities, JIU and. ICSC al-so hold.
essentially the same views. The type of in-serviee.training required has stillto be d.efined. far more precisely and the training system must be integrated. into
career planning. This wil-I require some further study but should. not present
major d.ifficulties (see annex rr, para. 1)). The same appears to be true ofrotation' coneerning which the Assembly has already enpressed. an opinion in its
resolution 33/143, but which has still to be integrated. into career planning.

Performance appraisal methods

Performance appraisal method.s are
currently und.er study by ICSC. An
"occupational grouptt approach could."
in the opinion of JIU, help to sol_ve
the d.ifficult problems invol_ved.

76. Efforts by ICSC to devise a better
performance appraisal system (see
para. 2l above) are stil-l- und.er r,ray.
Annex If, paragraph 11, summarizes the
main proposals made in this respect.
These end.eavours, which concern an
extremely difficul-t area, d.eserve

encouragement, and the fnspectors would be particularly interested. in exanining
the nethod of cl-assifying staff members in four quartiles whieh ICSC advocates.
The only add.itional remarlc to be mad.e on the system und.er stud.y is that operation
of the system could. be improved. considerably if account is taken of a
recommendation nade by JIU in 1971 concerning the replacement of the Appointnent
and Promotion Coronittee at the United. Nations by Training and. Career Planning
Qsnm'ilts6s, which woul-d be established. at the Level of each major occupationalgroup. Such a measure would mean that staff were jud.ged by a group of persons
who would know them individ.ually and would be more famil-iar with their
occupational problems" This is of crucial importance, particularly in the larger
organizations.

/...

The recornmoend.ations of fCSC and. JIU
on career d.evelopment are sinil_ar.
However, they await implementation.
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Procedwes for assuring promotion opportunities

77. lihile the career concept, as we

have stated. in paragraphs 38 to h5 above,
implies that norrnal promotion
opportunities should be provided both
for staff members recruited for career
purposes onee they have been offered a
permanent contraet and for staff
members recruited. on fixed-term
contracts who spend. sufficient time
working for the organization, it is
d.esirable that steps should be taken to
ensure that such optrnrtunities are

effective. This means that all recruitment of candid.ates from outside the
Organizaticn shoufd be regulated. at all grade levels by proced.r:res. 18/ It is
true that the current United Nations practiee of first of atl seeking cantticlates
for any new vacancy within the Organization is unquestionably advantageous to
serving staff members. However, procedures of the kind. suggested could have a
negative impact on both equitable geographical- d.istribution and the recruitment
of more highly qualified. staff. It therefore seems to us preferable to regulate
practice in this area by setting percentage ceilings on the m:mber of offieials
at each grade levef who will be recruited outsicle the Organization each year.
Such a ""ifite is already fixett at TO per eent tor P-1/P-2 posts (since
30 per cent of these posts are reserved for promotion by competitive examination
from the Genera.l Service category) ; the percentage should d.ecrease consid.erably
at the P-3 grade and above so as to naintain internal promotion possibilities at
a reasonable Ievel.

?8. Once this type of regulation has been established, the use of grade linking
(which is wid.espread. in most national civil services, especially diplonatic
services, anil in several of the international organizations d.escribed in annex V)
shoultl, in our opinion" be encouraged. (annex VI reproduces an excerpt from
Working Paper llo. 1 on grade linking, which was sent by the Inspectors to the
members of ICSC and to the personnel directors of the organizations in May 1!81).

79. The fixing of percentages to linit the nr:mber of outside recruitments should
be extended wherever possible to the D-1 and D-2 fevels. It wiIL be recalled.
that a recornmendation was formulated in report JIU/REP/?I/T advocating that a
proportion of D-L and D-2 posts at the United Nations should be reserved for
members of the Secretariat with some seniority in the international civil

18/ On this point, the authors of the present report do not endorse the
inter!-retation given to Art. 101, para. 3, of the Charter and the provisions of
the Staff Rules by the Inspectors who prepared report JIU/REP/81/10 on equitable
geographical d.istribution in recoumendation No. 5, since the latter imply that'
contrary to current United. Nations practice, candid"ates for vacancies shoulcl
consistently and systenatically be selected on a eompetitive basis from among

both internal and external candidates. 
/...

Promotion methods in a satisfaetory
career system should include:

Setting linits for external
recruitment at the ]-evels above the
junior grade, including management
Ievels;

Use of linlted. grades;

Ttre broadest possible recruitment
to posts at the junior grade.
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service: a high proportion for D-l posts (70 per cent was proposed) and a slightly
lower proporbion for D-2 posts (for exampler 60 per cent). The actual setting of
percentages for all grade levefs could be exam:ined. in subsequent stutlies.

80. It is essential to take action with respect to the curent trentl toward.s a
reduction in the number of P-l-/P-2 posts" There are now very few P-1 posts, while
the number of P-2 posts is also showing signs of tlwintll-ing to a dangerously 1ow
l-evel. When new posts are created, there is a distinet preferenee for posts at the
P-3 level and above, even though the justifications presented are not always
convincing. TLre pretext advanced. is that experienced officials who are
inmediately operational are required.. I{oreover, this faeilitates promotions in a
rigid post classification system. Measures should be taken to reverse this
dangerous trend, which und.ermines rational career development and goes against the
financial interests of the organizations. A system for monitoring the grade
structure, as described. in paragraphs 81, 82 and 83 Uelow, would be a useful tool
in this respeet.

Definition of staff categories

81. In ord.er to d.eal with the problem of
d.efining the proportion of career staff and.
non-career staff antl of establishing
detailed regulations applicable to them, it
is necessary ti prepare as sccn as possible
an aeceptcd d.tfiniticn of st.aff eategories:
international Professionals, project

personnel, national Professionals, General Service staff, and so forth (see
para. 24 above). Identifying and explaining alternative acceptable tlefinitions
wou1d warrant a special report. We will not therefore put forward. in this report a
clefinition for approval by the General Assembly but will merely observe that:

The stuclies required before a d.ecision can be taken in 'bhis area sboultl be
conducted. as soon as possible, for the reasons Just given;

The criteria to be used in naking a distinction between these categories
shoul-d. be:

(a) The nature of the qualifications required",

(U) The cond.itions on which these qualifications woulcl be tested. or appraised,

(c) The staff regulations applying to these categories and, in particular,
their obligations as regards assignment and rotation.

82. For example, we believe that the only rational basis for distinguishing
between a Professional ancl a General Servj.ce staff member, or between a national
ProfessionaL and an international Professional" must be:

A precise clefinition of staff
categories based on the l-evels
qualification required. and the
regulations applicable to them
become indispensable.

of

has

/...
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1,he nature of the qualifications required with respect to occupational skill-s
and linguistie knor,rledge for entering the category concernedl

Obligations as regards assignment and rotation.

In order to prepare d.etaj.led d.efini.tions, the exact qualifications and types of
obligations required. of the individ.ual categories would have to be determined.

Definition of g3ad-e structure based on prograrmes+

|Tn

job
for

offset the present short-comings of
classification methods, a system
monitoring grade structure based-

progralnmes should be establ-ished.

83. A last question for vhich a
solution shoul-d be found. in the near
future concerns the defini-tion of grade
structure based on progranmes. The
present job classification methods do
not provid.e an answer to this important

question. The verification of classifications on a post-by-post basis d.oes not
provide an opportuni.ty for reviewing the grad.e structure of a service as a whole.
ih. p"e".nt classification methods, in effect, merely ttphotograph" the cxisting
situation, which is the result of d.efinitions of struetures and hi"erarchies made

historically by chiefs of service who have succeeded each other at the head of an
administrative unit. These methods 1ead. simply to changes in some d.etails,
u.ithout any re-exanlnation of whether al-l the job descriptions of a service
genuinely correspond, to the best possible structure for perforning a given task or
attaining the goals set.

B\. ICSC has begun to consider this natter. Doc'.rment ICSC/R.2BB studies the
relationship of the prograrnning and budgetary process to job classification and
conclud"es, inter alia, that "planning unitsttshould. be established. to propose
corrective aciions for problems of organization structure and. job d.esign" The

Inspectors agree that this function of reviewing and criticizing the
organizational structure of the main administrative units should be undertaken on a
systenatic basis. 19/ The proced.ures whereby norns could be defined and real
monitoring of the proposals of chiefs of service established have yet to be
examined" in greater d.etail-. At the United Nations, for example, it night be possible
for this task to be undertaken by a group of experienced staff members, seleeted by
the Secretary-Generaf and receiving technicaf support from the Ad.ministrative
Management Service and the planning and programming service.

F. Sr::mary of choices before the Genera,f Assembly

85. The following table contains the main options regarding which we believe that
the General Assembly should be able to take a decision or issue directives for
studies both to the United. Nations Secretariat and. to ICSC and JIU'

19/ Recommendation No. 13 of the JIU report on the setting of priorities ancl

the identification of obsolete activities in the United Nations (see paras. Bl-85
of docunent A/36/17l- of 10 April 19BI) deals with this very question.

/...
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Fi_rst main cho_ice

The career coneept and the resultins
d,i_f,ferenees in the_ reg.lrlation to b,e

ca"eer
staff

Does_ tlre_ ca_reer concept include?

l-. - The idea of job security,

- Ttrat of equitable promotion
opportunities and. an average rate of
ad.vancement,

- That of participation in
deternining how the professional- life
will develop, and., on the other hand.:

- Application of recru-itment
methods d.esigned. to verify the
necess a15r qualific ations,

- The use of occupational groups
as standard. career paths. (para. 38)

2. Should a d.istinction be made between
career staff and non-career staff with
respect to types of contract and.
recruitment nethods? (paras . h3, l+l+ , h5 )

II. Second. main choice

types of eontrac! to be used. for each

3. Should the determination of the
respective proportions of these two
categories of staff be negotiated. arnong
member States, with assistance from
Secretariat stud.ies? (paras. t+5 g!*g,eg)

Or should. the d.ecision on this subject
be left to the head.s of the
secretariats ?

fhis
d.efinition

Distinction
necessaly

Politieal
decision
following
negotiations
arnong member
States

Deterrn:ining the res
of the two ca es of staff and. the

Options

A definition
concerning only
career d.evelopment
methods and not
promotion and
recruitment
cond.itions

Distinction not
necessary

Technical decision
to be mad.e by the
heads of the
secretariats



-32-

List of ouest-ions I-eading to oplions

l+. Should. the General AssemblY
establish principles fcr the
classificaticn of these tvo ce"tegories
for the Unitecl Nations systen as a whole'
learring the governing bod.i.es of the
inctividual organizations to decid'e on
the proportions? (Para. l+9)

5. Should an upper linit be imposed on

the period for which fixerl-term contraets
may be used? (.Ana now long would this
perioa te:) (paras" 53 antt 5l+)

6. Shou1d measures be taken with
respect to alternating secondments or
rotation contracts? (Para. 5l+)

T. Shoultt the criteria for the awarcl
of permanent contracts according to
proportions d.etermined. take into
accormt:

- Recruitment conditions and'

levels of qualifications

- Age (under 50 years)

Ttre fact that a Person does
not belong to a career system (nati.onal
civil service or university, etc. )

III. fhircl main ehoice

Defilition of occupalionaI groupg
and their relationshiP to caree?

8. Should the definition of occupational
groups be concerned. mainly with the
basic qualifications required. for entry
into such groups? (paras. 65-7r)

9. Should. oceupational groups serve
standard career paths, it being
und.erstoott that the requirements for
movement from one group to another will
be governetl by detailed rules ?

(paras. 55-7L)

Options

Decisions of
the General
Assembly on
principles

Upper limit
d.esired.

New measures

Acceptance of
these criteria

Principles and
methods to be left
to the governing
body of each
organization

The present
system should be
retained

The present
system should be
retained

Other possible
eriteria

Occupational
groups
concerned witb
basic
qualifications

Occupational
groups used as
stand.ard.
eareer paths

Occupational
groups
unconnected. with
recruitment
requirements

Oceupational
groups
unconnectecL with
the career
system
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IV. Olher problemF to be considered.

P_e-rforlnape-e,apprai s aJ sy_st_ems :

10. In order to be more equitable,
should. such systems operate in the
framevork of occupational groups?
(para. T6)

Organization of promotion
9

l-1 . In ord.er to provid.e a reasonable
career framework for Professional
staff, is it essential-:
(") To develop junior-l-evel
recruitment to the maximum clegree
compatible with the need.s of the
organization? (para. B0)

(U) To set percentage limits on
external recruitment at leveLs above
the junior grade? (paras. TT and 79)

(c) To use grade linking? (para. ?B
and annex VI )

Grade structure and d.efinition of
posts b-asg-d on prograrymes:

12. fn order to offset the short-
comings of present job classification
methods, is it d.esirabl-e to establish
a system of rules anci monitoring of
their application for the purpose of
defining the grad.e structure required
for the implementation of a given
programme? (paras. 83 an<i 8)+)

Performance
appraisal
systems in the
framework of
occupational
groups

Development of
junior-1eve1
recruitment

Setting of
percentages
that linit
external-
recruitment at
some grad.e
1evels

Grad.e linking,
especially at
the start of
the career

Definition of
the grad.e
strueture
subject to
rules and
monitoring

Present system
or system
proposed by ICSC
outsid.e the frame-
work of
oceupational
groups

Present system:
leading to a
reduction in the
nurnber of junior
posts

Present system,
i.e. erbernal
recruitment at
all grad.e 1evels,
with or without
preferenee being
given to serving
staff members

IIo grade linking

Present system:
job classification
ttphotographstt the
existing
structure, merely
changing details
of it



List of _questions leading to options

Definiticn of main staff catesories:

13. Is it or is it not urgent to have
precise d.efinitions of the various
categories? (para. 81)

1l+. Shoul-d they be based. mainly on
levels of qualifications required. and
the regulations applicable to the
categories? (para. BZ)

- j'+-

Options

Urgent Not urgent

Proposed.
criteria

Other criteria

wou--l-d. be particul-arl-y timely if they

id.ea that negotiation among l'{ember States
career staff to fixed.-term staff is

CONCLUSIO}T

85. For the reasons explained at the beginning, this report d.oes not concl-ude with
a list of reconmendations, as is the practice of the Joint Inspection Unit. Its
main purpose is to provide the General Assenrbly with information. Hor,rever, the
work which has yet to be d.one in ord.er to be abfe to take decisions concerning the
definition of a true personnel system for the organizations and the United Nations
farnily would be consid.erably facititated. if the General Assernbly, on the basis of
the information available to it, wou1d. provide precise directives and guid.elines
on the main features of the personnel system which it l.roul-d fike to see developed.

87. The main points on which d.irectives
cou1d. be issued. forthwith concerneil-:

(a) Acceptance or _rejection of the
on the deterrnination of the proportion of
possible and desirable and, if appropriate, the method to be used for such
negotiation;

(t) Acceptanee or rejection of the id.ea that an over-al] -vfet q! pSqs_on4gl

nroblems is ind.ispensable if the General Assemb is to be abl-e to make choices I
i? this id.ea is acceptable, the establishment of d.irectives and. a time-tab1e for
the subnission of studies by the secretariats of the United Nations and the
agencies and. by fCSC and. by JIU on the subject;

(c) Any guid.ance that can be given forthwith concerning the three main
choices whose elements have been described in this report (career concept,
proportion of career staff to fixed.-term staff and types of contract, relationship
between occupational- groups, career paths ancl- recruitment methods), together with
guid.ance on any other points referred. to in the preceding table concerning wtrich
the GeneraL. Assembly eonsid.ers that it is sufficiently well informed to express
an opinion forthvith"
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ANNEX T

Co-operation between the Joint lnspection Unit and the
fnternational Civil- Service Conmission in the drafting
of the two reports requested. by,the General Assembly in

resolution 351210

1. Meeting of an Inspector and fCSC on 10 March l9B1

One of the Inspectors attend"ed. the meeting held. in New York on 10 March 1981
and introd.uced an analysis of the issues whieh he feLt required. study. He stressed.,
in particular, that:

The similar views held by ICSC and JIU on many points and the potential
complementary role of the two bodies with respect to collection of basic d.ata and.
implenentation of reconmend.ations should be d.eveloped.;

For that purpose, it was necessary to clear up any nisunderstandings which
night have arisen on certain points, in particular with respect to:

the precise d.efinition of the various categories of staff (internationally-
recruited. professionals, loeaIly-recruited. professionals, GeneraL Service
staff, etc. ) n

the concept of occupational groups,

- the question of grade linking,

- the criteria to be adoptecl in d.efining various tlpes of appointment,

- rha onnllssfion of the principle of grad.ing jobs rather than people;

Finally, more generally speaking, it was necessary to provid.e the General
Assembly with the over-a1l viev of personnel problems which it was currently
Iacking.

FolJ.owing an exchange of views on the agend.a of items to be consid.ered.,
agreement was reached. on a list of points to be covered. in the two reports.

2. Co-operation in drafting the two reports

During the period. March-May 19Bl-, it vas possible to hold. several working
meetings attend.ed. by the two representatives of the Commissionrs secretariat
responsibl-e for d.rafting the ICSC report and by one of the Inspectors. Exchanges
of views took p1ace, in particular on those points which appeared to cause
difficulties.
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3. JIU ancl ICSC working papers

JIU: Three working papers were drafted. by one of the Inspectors and sent
to ev6l$ member of ICSC individually, as well as to personnel directors of the
organizations of the cornmon system:

(f ) llorking paper No. 1 of ? April-

(2) trnlorking paper No. 2 of 29 May
occupational groupst' .

(3) l^lorking paper No. 3 of 23 June

1981 on "Grad.e linking",

1981 on "Career d.evelopment and

19Bl- on "fYpes of appointment';.

Cornments on those papers have been received from personnel directors of
several organizations. No comments have been received. from members of the
Cornmission.

ICSC: For their part, the representatives of the ICSC secretariat sent the
Inspectors passages from the Commissionrs draft report in May 1981.

l+. I4eeti of the two Ins ctors who drafted. the JIU r and. ICSC on
-al-t) ano l-

The two Inspectors attend.ed, two formal meetings of the Conmission, one on the
afternoon of 16 July and the other on the morning of IJ Ju1y. There was a
cliscussion on the various chapters of the tlraft prepared by the Cornnissionts
secretariat; participants included a representative of the Comnissionfs secretariat,
representatives of CCAQ and of numerous organizations, a representative of FICSA,

anil the two Inspectors. They had before them clocument ICSC/R.288 (d.raft report
preparecl by the Cornmissionts secretariat) and a conference room paper
(fCSC/fh/CRP.5) whieh contained the three above-mentioned JIU working papers
(in al]. the official languages of the Commission).

Finallyo a closed meeting of members of the Conmission and the two Inspectors
was held on the afternoon of 17 July. As there vas not enough time to d.iscuss
matters of substanceo it was merely decided. that the two reports should. not contain
any final recornmend.ation to the General Assembly this year, antl that next year
efforts woul.d be mad.e to find" the necessary time for a substantive discussion
between the Inspectors and all members of fCSC.
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AIIND( III
t"tgth of "u"ti""- o-f -gt"f{.r.rb."" in th" prof."riorr"f 

".t"go"yholcling fixed-tem contracls

Less than
! years

5to10
years

10 to 15
years

L5 to 20
years

20 to 25
years

More than
2J years

United

UNDP

I]NHCR

UNTCEF

UNRI{A

ffio
FAO

IJNESCO

WHO

ICAO

UPU

ITU

WMO

IMCO

IAEA

GATT

Nations 78.5%

T9.t+

9\.0
89. r
8r.>

73.9

76.r
5r+.9

l+3.3

8r. o

100.0

62.>

65.'
5h. 3

6s.t+

Bt. r

$.0%
10.9

3.0

9.3
]-2.5

l.9.6

21.1

27.5

27.2

9.5
0

27.5

d+.6

\0. o
20.l+

5.\

)+.)+f'

).o
3.0
o.B

0

\.l+

2.r
tl+.7

13.7

5.Y

0

10.0
t+.9

c, .f

11.r_

h.3

o.6%

r.5
0

0

0

o.T
nq
'lo

9.r
1.1
0

0

0

0

q'r

2.L

v. J1o

u.o

0

0.8

0

0.7
o.2
nq

1.1
n

0

t,n+.Y

0

n

0

0.2%

1.3

0

0

0

o.7
0

0.5

3.2

3.4

0

0

0

0

0

2.r

Souree: Table on page BT or the UNTTAR study referred. to in the foot-note toparagraph 9 of this report. Data compiled by rcsc (probably for r9T5).

This table clearly shows that a consid.erable number of staff menbers sueceedin naking a career in their respective orga.nizations by means of a succession offixed-term contracts. rt ean be seen that in four organizations (IAEA, rru, wgo
ancl UNESCO) i.t is entirely possible to fol1ow a career for period.s exceeding
l-5 years by means of fixed.-term contraets. Ttre IAEA figures are particulariy
striking, with fixeit-term eontracts for more than BO per cent of the total numberof Professional posts in 19?5 (see annex IV). T?ris nuans that a large nrmber of
IAEA staff members can look forwarcl to a career extend.ing over 10 or 1! years onthe basis of fixed-term contracts.

The table unfortr:nately fails to show what happens to hol6ers of fixeg-term
contracts trhen such contracts are no longer renewecl, and what proportion of them
have their contracts converted. to career contracts.
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ANNEX TV

Pereentage movement of fixed-term appointments
1965-1980*

(Staff members in the Professional category)

UNESCC

IIHO

ICAO

I^IIP0
ILO

UN

U}IDP

FAO
ITU

1q.r\ GATT

x This table has been drawn up on the basis of the table on page 83 of
the stucly entitlecl "fhe International Civil Service; Changing Role ancl Conceptstt,
publishecl by UNITAR in f980. Ttre d.ata have been uptlated for 1980 on the basis
of the annual CCAQ statistics (acclrg8r/pm/fu, tabl-e l+, p. 12).
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ANNEX VT

Grade linking

(Excerpt from "hrorking paper No. 1", datecl 7 May 1981, submitterL
by the Joint Inspection Unit to the nembers of the fnternational
Civil Service Conrnission)

1'l

A. Grade linking and its role in career d.evelopment

5. Grade linking means d.efining Jobs spanning two grades so that the staff
members concerned can be promoted. afber a certain nr:mber of years from one grade
to another (for example, Jobs defined as P-2/P-3 or P-J/P-I+, etc.). The sa,me
functions can thus be perforrned. by a staff member who has acquirecl accuruulated
experience on the Job. The purpose of the institution is thus to enable some
staff members to remain in the same job, for example, B to 10 years, with
possibilities for promotion while performing the same functions.

6. Grade linking enabl-es a Job ctassification system based. on the principle of
"rank in the jobr? to be mad.e compatibl-e with rational eareer d.evelopment in an
organization. A Job classification system applying relatively precise methocls of
calcul-ation sueh as that reconmencled by ICSC through its "Master Stanclard" might
make career d.evelopment very diffier:lt, if applied- too rigidly. The Conmission
itself reeognized. the existence of this difficulty in its report to the thirty-
fourth session (A/!+/lO) when it explained that "3ob classifieation can lead in
particular instances to results which nay inped.e career d.evelopment" (para. 225)
and that "the d"etermination of career paths among Jobs .. . d.oes not imply any
guaranteed. movement of ind.ividuals along those paths" (para. 222).

7. Career development in a too rigidly applied. Job classification system night
resemble the well-knoun game of musical chairsu where the players must rush to any
empty seat in ord.er not to be losers. Sueh a system owes more to chance than to
organization, since it is not possible to foresee vhich posts will become vaeant,
and. it might, moreover, lead to too frequent job changeso making it impossible
for an administrative unit to retain for a reasonable period. the serviees of a
staff member who has acquired. valuable e:qoerience on the Job.

B. Career d.evelopment shoulcl, u::questionably, in some cases eneourage the
rc',tation of staff nembers between d.ifferent administrative ru:its but this rotation
must be organized. accord.ing to the requirements of the d.epartments and. the
training requirements of staff members and not to an automatie impetus applying
indiscriminately to all types of functions and. all posts. The rotation plans
must vary aeeord.ing to the types of occupations. There are occupations where it is
vilal_Lo be eble to retain the same staff members in the same joUL for-1Q_Jserg,
for example, and where it is therefore d.esirable to be able to grant them promotion
tyithout their being obl-iged to change jobs.
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I have no intention of giving here a complete l-ist of eases of this kind,
but a few examples may be given. They concern, essentially, functions in which
the specific experience acqui-red. in a clepartment may be util-ized" in the same job
for periocls exceed.ing the average term for promotion from one grad.e to another.
This happens chiefly in grad.es to which young persons vith good. theoretical-
knowled.ge, a suitable acad.emic background and. even some professional experience,
but.not specific p{ofessional- expelience of the functions which they have to
perform, are reeruited.. It is clearJ.y desirabl-e, when after one or two yeais
they normally reach their ful1 performance capacity in these functions, having
acquired. knowledge and experience of the problems of the branch in question in the
framework of an international organization, to be able to continue to use them for
several more years in the same job and. to be abl-e to promote them at the time vhen
they d.eserve it, without vaiting for a hypothetical vacancy in the same d.epartment
at the next highest grad.e. The specifie professional experience of the officers
responsibl-e for wcod. problems in the Economic Commission for Europe or of the
officers responsible for problems relating to invisibles or maritime navigation
in IJNCTAD can hardly be acquired. outsid.e the d.epartments which deal with those
questions. It is a compl-ex whole which inclutles, inter alia, a knowled.ge of the
approaches of international organizations to those problems, various d.etails of
national policies in the field und.er consid.eration and stud"ies by various
d.elegations on those problems. The najority of P-3 (or P-h) posts in most of the
substantive d.epartments require specific professional experience of this kind.,
whether the incrrmbents are Research Officers, Economic Affairs Officers, Social
Affairs Offieers, Political Affairs officers or fnd.ustrial Development Officers.
In purely administrative occupations, it is equally true that the fi.rnctions of
Bud.get officers, Recruitment officers or Personnel Officers require experience of
the same kind. if they are to be performed. with real effieieney.

10. Special requirements of a simil-ar nature may al-so exist in the case of
higher grad.es wherever it seems desirable to retain a staff member in the same job
for period.s in excess of the normal- waiting-period. for promotion to a higher grade.
P-3/P-h or p-l+/p-! posts might thus in certain eases, but less frequently than
in the case of posts at the beginning of a career, solve the problems raised. by.
this type of situation.

11. To sum up' generally speaking, the concept of l-inked grad.es seems Justified.
by the nged. to provid.e in career paths for the possibil-ity of retaining some staff

average term, for promotion from one gracle to another.

B. Conpatibility of grade linking with positions already adopted bv ICSC

12. ICSCTs atloption of a position in favour of Job classification on the basis
of the rank-in-the-job principle is by no means incompatible with the grad.e
linking method. f! is up to the head.s of service concerned." who are competent
in thg Tethods to be used to execute their work programmes, and not foi tlie
_classifiers, to draw up Job descriptions vhich correspond to what they Ju4ge l[q
be their personnel need.s. Every frea
certain caseso to retain staff members in the same functions for period.s exceeding
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the average for transition from one grade to another ean thus draw up job
d.escriptions requiring a minimr:n of theoretical knowledge and a specific leve1 of
professional- experience inereasing progressively with the experience reguired in
the job itself. It does not seem to me that the principles of Job classification
contain an element that is absolutely opposed to this d.egree of flexibility.

13. More generally, it would be sufficient to stipulate that a Job clefined ancl
cl,assified according to the Conmissionts Master Stand.ard.s as P-3 eouJ-<l be filletl
at P-2 "for recruitment requirementsrt. This method. woulcl thus be the
generalization of a practice which is already very wid.espread. and. is regard.ed.
as quite normal and. acceptable, namely, appointment and payment of a P-2 level
staff member against a P-3 post or a P-3 level staff member against a P-l+ post,
etc.

1l+. To sum up, the system of grade linking, far fYom being inconpatible with
the rank-in-the-job principle, seems, on the eontrary, to provide the degree of
flexibility ind.ispensable for making the interest of the organizations compatible
vith the no:ma1 career development of the staffo and., in fact, it introduces into
the classification system the advantages of the rank-in-person method. without
having the drawbacks of that method..

C. Grad,e linking and financial management

J-5. Grade linking makes it possible, if certain cond.itions are respected., to
improve the financial management of the organizations. In the present system of
job classification, the necessity of finding a vacancy at the next highest leve1
before a promotion that has been approved. in prineipl-e by the appointment and
promotion eornmittees of the various organizations ean take effect leacls, in
numerous cases, head.s of ciepartments to propose post reclassifications on the most
diverse pretercts or the creation of nev posts at senior levels in ord.er to make
the prom-tion of henomena oceur so frequently that
they result in a permanent inflationary effect on the grade pyra.rnicl of the
organizations.

J-6" These phenomena are often d.ue to legitimate consid.erations. The system of
Job classificatj.on does not enable the ineurnbent of a post to be promoted easily
at the time when he should normally receive a promotion, particularly in the
sometimes narrow frarnework of posts available in a particular administrative
r:nit. It is thus normal for a head of department, who wishes to retain a staff
member who is useful or even ind.ispensable to the proper execution of a progranne,
to seek a vay out of this blocked situation. It is, howevero regrettable that the
only possible solutions should be reclassification of a post on an acl hoc imaginary
pretext or the creation of a new post.

The system of post linking, on the contrary, offers a solution to this kind.
situation and cou1d. thus make it possible to red.uce'the inflationary effect on
grade pyramid.. However, one basic cond.ition must be respected: the linkecl

17"
of
the
posts must aLvays be filled at the lower of the two grad.es..
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18. However, this condition is easy to fu1fi1. ft is sufficient to establisha rule that, when the incr:mbent of one of the P-2/P-3, p-3/p-l+ or other linkedposts leaves that post for any reason (transfer, retirement, d.eath, etc.l, 
-ir*-"""

be replacecl only by a staff member entering at the l-evel- of the starting grade,i.e. P-2 in the case of a p-Z/p-3 post, p-g in the case ot a p47p:[ p."t,-;;:"the only perrnissible exception being that of the transfer to the post eoncerned.of a staff member already at the higher grad.e. rt is an essential- cond.ition forensuring the proper firnctioning of the nachinery (what"rr." r"y te the drawbacksfor d'epartments in the unlikely cases of simultaneous d.epartures of too manyineumbents of posts of this kind in the same administrative unit)
L9" rn the event that, following convergent reconmenclations on the subjeet by
rCSC and JIU, the organizations adopt or develop the system of linked grades, itshould be u:rderstood. that these posts can only ie developed by linking a l-owergrad"e to the post grad-e currently existing in the organizations. This woul-d mean,for example, that if an organization d.ecided, to ""."i" ne* p-ilp-3 grades, thisgoulti only be done by transforming existing P-l grad.es (not p-2 e"rIu") ""a "o o"(p-:/p-\ in the case of the transformation or p-[;;;J;-;t".1 ro' all the grades
und'er consid.eration. These decisions wou1d., moreover, 1ead. to savings in thJirnmediate future, since all the new incumbents of these posts woul-d. be reeruitedat the next lowest grade.

(...)
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T..rr'es nf nnngintment

(iJxcerpt from "ilorking paper llo. 3', d.ated 8 June lg8f , submitted.
hv t,he .Tn-inf r6<noar-r'nn TTnr'F r ^ the members O1 the International

i-ri I lcrvice Corurission)

/\\.../

'Ihe (. ". ) concept of fixed"-term contracts (.. " ) covers a range of
administrative realities, and r's not devoid" cf ambiguity" The same term is
applicl to genuine; fixed-ternr contracts (vherc the person concerneC knows at
ihe tinre of signature that his contract will not be renewed) and "spurious"
:'rxe)C-*tern contracts (where thc person concernedr may consirler it more or less
cer-r,ain that his contract iuifl be regularly rcrLc-,red-).

ll
\.oo /

At the legal l-evel-, only slight d-ifferences nolr exist between the tvo
situations with respect to the system of indemnities (cf. United Nations Staff
Rr-.]-es 109,3 and IO9.)+, and. Staff Regularions, annex TfI). On the other hand, lhe
nsvcholosical situation of the staff member differs d,epending on whether he is
assrrrerl of a nerrnanent contract (vhen no real penatty can be imposed on him if he
fails f,o lerfor- his d.uties satisfactorily) or whether he is in d-anger of finding
his career at an end on the expir:r of his current contract.

-.lorcover, the criteria at present in ir.se for the Lranting of permanent or
f,ixecr*term contracts are not subject to very precise rules and take little account
of the .iuality of work, competence or devotion to duty of the staff members
concef'ne(1.

ln the United l{ations, for examp}e) accolrnt. is taken of the "need.s of the
(o-r;'l-arinr' +he type of Doste the qualifications and characteristics of canclidates9 err

al:he time ol recruirment ands perllll5 nost iuportant, nationality (i: ihe case
of the initiai contract)" In ad.ditjon) lermanent contracts are, in prineiple,
i-,ot ;rlanted ''t.,o l)ersons vho have heen seconded or to persons over )0 years of age.v

Apart frorr the latter lin,itati,:ns rel-ating, to the personal characteristics
o-r''i:iie staff neribe::. ttre cp,erati{rn of the criieria rlsed" actuallt. lea're some roor0
f',-r .,:' iii s c rel";:i on .

.In these cit'cumsta,oces, ihe metllDds rtse,l dr: nct * a,il v.culd tre desirable --

succeecl ir:. t:.i:,ri:,'r.-,.i:.rr,q the r:a:'cer Ei:ia,j:t.tntees'L.h:r,1, any s-i,aff rne:nbt--l'rnay legitimately
r-1 a,irr''iith Ni:.,t i:ti,:*d tc c:'ee,+;e a. c-l-i.nate o-l'inducement 1,,: r"ork. A ciefinition of
:u.Les Lia;i; t,.oul,d- irr:lp to meet ihe;,,? n,erlri r..cre effectiv*ly is ihelefore required"

{..")
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The Joint Inspection Unit shares the view of the fnternational Civi"l Service
Co'rrri qsion f.hp'i. i n nrinr,inl e - i+ -'^ ^^-^-"Lr ^ +^ a.sree on the fact tha.t the staffVV!-]JI--D.|l UIIqV 9 fIf IJI IltUIVf I I IU AD PVDDIUfg Uv ue)a

of the international organizations in the United Nations system should" includ.e a
nav-Faj- nrn^nr+jOn of Career staff, the remainder being reCruited- On the basiS of
fixed*term contracts for limited period.s. It is, on the other hand, tnore dif'ficult:

* to defj.ne the criteria on the basis of uhich the propcrtions between the
;rro categol:ies of staff should be established, and, above all ,

- to define for lhese tr+o categories, but narticul-arly for career staff,
ttre type of staff to be covered. by thern.

/\\.""/

'L ahe legal poir:t oi vierrr" the main differences bet'nreen the permaltent
:ont;':,lts and the contracts of l-imit,ed d.uration (rener,rabl-e) at present in use are
as {'oll-or,rs :

.- The holcler of a permanent contract may not be d.isrr,issed- without the pa1'rnent
oI an indemnity whic]r, in the TJnited Nations (Staff Regulations, regulation
9"3 (b), and, annex Ifi), amor.mts to a nunber of months of salary approximately
cqual bo the l,umber cl Jeers of service (with a ceiling of 12 mortthsr salary for
1) or more years cf s.r'vice).

* The holder of a fixed*term contract has no entitlement to any indemnity
j"f his contract j"s itot renel^/ed at the end. of the prescribed" period." He is obviously
entitl-ed to an inclemnity if his eontract is terminated. in the course of its
n.ri'r".r,.F fn the case of holders of this type o1'contract having less than
fi.ve years' serr',l ce- this indemnity is calculated. on the basis of one weekrs
j:'rlary 1cr month of unca:rpleted, service. After five years' service, the method.

' cf calc:;l-ation is very riinilar to tha[ for the termination ind.emnity for holders
of pe rnanen'b coniracts.

?}:is clear-1y shor;s that there is no real d"ifference betveen permamnent contracts
anrl- fixed--tern con'uracts once the }atter have been renewed- beyond a period of five

/\\.^./
'Jhe ao.vantages and disadvanLages of the various types of contracL are afso

rriewed' differeni-l]' depencting on the general idea of what the international civil
service should be. The d.ivergent, ideotcgical positions in this respect, particul.arl-y
as loetveen tle sa:ial":.st countries and the Inlestern ccuntries, are well- known. Thi.s
clccs no'. near: f krirt +rl:e !)ositions on the subject r"-ould be irreconcil-abte if they
\rere ,.:) :irconc tr-e sirbject of ne.qotiatio:t among llember States concerning the
d,esi;:abie rabics between the various types of contract.

'l-he technical points to be taken into consid.eration in such negotiations rnrorrld

appear to be:
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(a) Arguments in favour of a substantiaf proportion of contracts of
-en rri nel v'l i-ni ted. d.uration :

,. 'Ihe need- to recruit, for limited period.s, staff members Vith detailed
}rnou'l edrre of the most modern techniques irr certain fields e or specialists -,^rhose

services cannot be usetl again for other pro$rammes;

- The need for changes in progranroes ? in.rolving the termination of staff"

-. Respect for geogranhical- distribution quotas (reducing the nroportion
of staff members from over-represented, countries ) :

(l) Arguments in favour of a certain proportion of secondment contracts
r^rhich rr.t'c nore or less t,he sarne as the iechnical arg-uments in fav;ur of cr-'ntracts
of genuinely limitecl duration, with the aclditional- argument as to the advantage
of being able to train in the various national authorities ? or in institutions
or universities, staff mernbers with a good lcnowledge of the United, lTations
--.-.r-an +1"..a ronitirnrino rot:t-igps betveen national civil services and theD.y)uqU]9 urtuD l aLrrJ-ucu1116 l qf,aur

internat j onal organizations :

(c) Arguments in favor.rr of a substantial proportion of permanent contracts:

-: Career guarantees and. guarantees for the rational development of the
careers of the staff members;

ComLreter'rce j particuJ-arly witn respecL
and its system cn the part of staff members in
forming the backbone of the Secretariat.

to knovledge of the United- lTations
the various tlrofessional groups

The other arguments generally used - that permanent contracts are the only
iTrrrrzni.Aoe of the indc.tlenclr-ner. of tire international clvil service or, on the
Aro.r urlvuu, vr vLre rr!vuy

ott "" trand-, that contracts of liroited duration are the only contracts comprising
any incL.ucenent to vork on '';lie irr:.r''t, of intcrnatlonal civil selve.nts -- a,rc 

'. 
Les }"'hicl-'

.re orlen to a. nolitical interpretation and on rrhose validity this note tahes no
position; in this note an attempt has been made merely to shorr the relative nature
nf thr.se arorrmenls Lrithin the over*all technical context.

(."")

The deterrnination of desirable proportions betr,reen the various types of
contract cannot be effected. arbitrariiy; it must be basecL on a so'Jnd technical
anall,rsjs of actual need-s, bd in the final- analysis it r,rill be the resuft of
nntii.ir-at neroti:tion refrer.tinc the viIl oi- Tlernber llates. In other words, nopv!r u

nrrrp'trr ter'hni cal rnsnh-inerv .,F.n establish a strict clefinition of the desirable
I' uf u!J

pronortions and the scope for negotiation is fairly broad.. The i;uportant
consiclerations in this area lrould appear to be the follor'ring"

The technica,l determination of the d.esirable proportions should be effected-
fnr en.h 6.p11n2fr'nna1 dy^rrn ^--in rnrr crrcnt for each faain lype o:1'occupationa]avI u@ulI vuLu rsuIUlIAf 6rvU}J9 vr rrr srrJ
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grou-p. The ayguroents in favour of a career sta,ff tiiffer, for example" d-epend-ing

on lrhether the group concerns translators, administrative generalistso
qt.o1. i srt.i ci rrq r ibr;:ri a.rrs or T c,.'11 olficer: 

"D(/qurr +"r.)

In ttre clase of each of these gl:cups., attention shoul-d be paid- to the
arguments cf their members and of the responsible heaos of department or division
in each crganizgLion in favour of career staff or 5;qcenll-ed- staff for the purposes
of the 'best possible operation of the services concerned-. Tt could, hovever,
be visua.lized" that" in -i,he case of sta.tisticians. for example, it should be possible
to ma.lie :t'a,irly broa.cl use c..l seconcl-litent contracts ruith ihe nai--ional statistical
offices or services, per"hatls nore easily than in the case of translators. \'lith
respect io adrni.nistrative gener;lists, the r-.roportions betrnreen the fot-rr categories
of ccntract couid aisc -P::o1,la.b1y make much nore allovance than at present for
second"ment ccntrac|s j f' secondment agreements vere concluded -nrith a number of
na,rional authorities a.nd, in particula.r, their varicus rainistries (ministries of
finance, cirril service rninistries, lublic institutes cf administratir,-e stud-ies,
financial* controf bodies, aucliting bod-ies, etc " ) "

In ord-er to reach d.ecisions for r;he establishment of proportions, technical
studies leacling to proposal-s for each occupa.r;ional group should be req-uested- from
the secretariat of each organizatlon, Tn the lig1rt of such proposals, negotiations
leading to final decj.sions coul-d, be undertaiien anong iiember States"




