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LETTER OF TRANSMITTAL

25 neptemb~r 1979

I have the honour to transmit here,,,ith the fifth annual report of the
International Civil Service Conunission, prepared in accordance with article 17 of
the statute of the Commission '''hich the General Assembly approved by its
resolution 3357 (XXIX).

The main subject dealt with in this report - and that to which the largest
part of the Commissions IS ,,,ork has beeu devoted in 1979 - is the stud,y of
pensionable remuneration which was requested of the Commission. firstly by ACC and
subsequently by the General Assembly; As ,.ill be seen from chapter HI of the
report, although the Commission has made considerable proeress in this study. it
has not been able to recommend this year, as it had hopei, a comprehensive
solution to the ur~ent problems which call for attention~ it intends. ho,,,ever. to
contin'le its "-ark nex-t Jrear and to present to the General Assembly at its
thirty-fifth session such a solution. In the meantime, the Commission makes a
recorr~endation reFarding the existing mechanism for adjustment of pensionable
remuneration (paras. 85-88) and gives its views regarding interim measures
'mich it trusts will be proposed by the United Nations Joint Staff Pension Board
to prevent a further worsening of the situation of those staff members who retire
before a comprehensive solution can be put into effect (parao. 94-96).

In chapter IV .A.2 the Commission reports on the study. made at the request of
the Gfoneral JI.ssembly, of equivalencies of grade bet,,,een the United Nations common
system and the comparator national civil service at the level of D-2 and above, its
recoJ:!J!lendation \rill be found in paragraph 119.

Chapter V contains information on the further surveys made by the Commission
under article 12 of its statute ,,,ith a vie,. to recommending salary scales for the
General Service category in London and Montreal. as vTell as the surveys under ,-ray
in l~ew York and Rome and in preparation in Geneva. Action on the completed surveys
has been taken or is being taken by the organizations concernE"d, IMCO and ICAO.

l"otwithstanding the pressure of questions concerning remuneration. the
Commission has devoted maximum attention to the other, longer-term responsibilities
assigned to it under articles 13. 14 and 15 of its statute. Its work in these
areas is reported on in chapter VII. It has established a common classification of
occupational groups, as a first step tovTards establishing the job classification
standards called for by article 13 of the statute. Under article 14 it has

:~r. Ku.>"t 1;Tal.Oheir
Secret£rj-C~neral

United Naticns
Ne-.. York

-viii-

preparec
vrhich aJ
these rE
Genera.l
19 Dece

I
und, as
organs
and to

I
my high



prepared a number of reconunendations (chapter VII.B) rep.:ardinr; care(~r development
which are addressed to the participatinB organizations. It will be noted that
these recommendations touch upon the areas of personnel policy to which the
General Assembly referred in paragraph 1 of part II of its resolution 33/119 of
19 December 1978.

I shall be grateful if you will submit this report to the General Assembly
o.nd~ as provided by article 17 of the statute, also transmit it to the governinB
organs of the other participatinF, organizations, throuBh their executive heads,
and to the staff representatives.

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

Yours sincerely,

(Signed) Richard H. AKWEI
Acting Chairman of the

International Civil Service Commission

-ix-·
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CHAPTER I

ORGANIZATIONAL QUESTIONS

A. Acceptances of the statute

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

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

2. The Commission'~ statute had previously been accepted by 10 of the
organizations which, together with the United Nations itself, participate in the
United Nations common system of salaries and allowances. 1/ In 1979, a further
organization, the International Atomic Energy Agency (IAEA) notified the Secretary
General of its formal acceptance of the statute of the Commission, effective
1 January 1979, in accordance with a decision taken by the Board of Governors.
Another organization, the General Agreement on Tariffs and Trade, although not
having formally accepted the statute, continues to participate fully in the
Commission's work, as does also the International Fund for Agricultural Development
(IFAD), which was established as a specialized agency by General Assembly
resolution 32/107 of 15 December 1977, and invited, by resolution 32/102 of
13 December 1977, to "participate in the United Nations common system ••• and, in
particular, to accept the statute of the International Civil Service Commission li

• y

B. Membership

3. Following the appointments approved, on the recommendation of the Fifth
Committee, by the General Assembly, at the 88th plenary meeting of its thirty-third
session, on 19 December 1978, the membership of the International Civil Service
Commission in 1979 was as follows:

1/ International Labour Organisation, Food and Agriculture Organization of the
United Nations, United Nations Educational, Scientific and Cultural Organization,
International Civil Aviation Organization, World Health Organization, Universal
Postal Union, International Telecommunication Union, World Meteorological
Organization, Inter-Governmental Maritime Consultative Organization and World
Intellectual Property Organization.

Y See fourth annual report, Official Records of the General Assembly,
Thirty-third session? Supplement No. 30 (A/33/30), p~ras. 3-5, and A/33!30!Add.l.
Previous reports were as follows: first annual report, ibid., Thirtieth Session,
Supplement No. 30 (A/I0030); second annual report, ibid.:'T:hirtY-first Session,
Supplement No. 30 (A/31/30); third annual report, ibid., Thirty-second Session,
Supplement No. 30 (A/32/30). ----

-1-
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Mr. Richard M. Altwei (Ghana)*** Vice-Ch~i~ill~
Nr. .Amj ad Ali (Pakistan) *
Mr. Michael o. Ani (Nigeria)*
Mr. Anatoly Semenovich ChistYWtoV (Union of Soviet Socialist Republics)*
IIIr. Moulaye El Hassen (Mauritania)***
~w. Pascal Frochaux (Switzerland)***
Hr. Arthur H. M. Hillis (United Kingdom of Great Britain and Northern

Ireland)**
Mr. P. N. H~tsar (India)*
Mr. Jean de la Grandville (France)**
Mr. Akira Matsui (Japan)**
Mr. Ji~r Nosek (Czechoslovakia)***
Mr. Antonio Fonseca ~imentel (Brazil)**
Mrs. Ersa H. Poston (United States of America)**
Mr. RaUl A. Quijano (Argentina)**iC' Chairman
Mrs" lialima We.rzazi (Morocco)*

* Term of office expiring 31 December 1980.
** Term of office expiring 31 December 1981.

*** Term of office expiring 31 December 1982.

C. Chairman's resignation

4. The Commission was informed that, by letters dated 25 ~1ay and 2 July 1979
addressed to the Secretary-General of the United Nations, its chairman,
Mr. HaUl A. Quijano had resigned with effect from the end of the tenth session of
the Commission, to assume a post in the diplomatic service of his country.

5. The Commission noted that, in accordance with article 4 of the Commission's
statute, the Secretary-General, acting as Chairman of the Administrative Committee
on Co-ordination (ACC) and having duly consulted with Member States, the executive
heads of the other organizations and staff representatives, would present to the
thirty-fourth session of the General Assembly, for its consideration and decision,
the name of a candidate for appointment as Chairman. In accordance with article 5,
the incoming Chairman would hold office for the remainder of his predecessor's
term, that is, until 31 December 1982.

D. Sessions held by the Commission and questions examined

6. As in previous years, the Commission held two sessions in 1979: the ninth and
tenth, both held at United Nations Headquarters in New York, from 26 February to

• 16 March and from 13 to 31 August, respectively.

7. At t he beginning of the year, the Commission reviewed the over-all programme
of work for 1978-1979 which it had established at its seventh session, giving
priority to those questions on which the General Assembly had requested it to
report in 1979. At the same time, it maintained on its agenda several other
questions relating to the review of the salary system while a number of other
questions whicn had previously been scheduled for study in 1979 were of necessity
deferred until later years.

-2-
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8. Accordingly, the main questions dealt with by the Commission at its ninth and
tenth sessions were ~s follows:

(a) Under article 10 of the statute: and in response to requests of the
General Assembly and of ACC, a comprehensive examination of pensionable remuneration
and pension entitlements as elements of total remuneration;

(b) Under article 12 of the statute: surveys of best prevailing conditions
in London, Montreal, New York, Rome and Geneva, with a view' to recommending salary
scales for the General Service category in those duty stations and elaboration of
a general methodology;

(c) Under articles 13 and 14, questions pertaining to the long·-term functions
of the Commission: common definition of occupational groups and common job
classifica~ion standards; the career concept and career development;

(d) In the general area of salaries and allowances, under articles 10 and 11
of the statute: the questions relating to the "Noblemaire comparison" between
United Nations remuneration of the Professional and higher categories and that of
the national civil service taken as the comparator: evolution of the margin
between the levels of remuneration of the two services and effects of currency
instability; grading equivalencies for grades D-2 and above; and preliminary
consideration of the methodology to be used in identif,ying the highest-paid
national civil service.

9. Summaries of the work done by the Commission in 1979 on all these questions
and, where appropriate, its conclusions and recommendations will be found in the
following chapters of this report.

E. Subsidiary body

10. The Advisory Committee on Post Adjustment Questions (ACPAQ) established by the
Commission in 1976 pursuant to the authorization given by the General Assembly in
resolution 3418 A (XXX) was composed in 1979 of the following members:
Mr. Pascal Frochaux, member of ICSC, Chairman; Mr. Yuki Miura (Japan);
Mr. A. F. Revenko (Union of Soviet Socialist Republics); Mr. James A. de Souza
(Brazil); Nana Wereko Ampem II (Ghana); and Mr. Stephen Van Dyke Baer (United
States of America) who was appointed in 1979 for a term of four years in succession
to ¥.lr. Geoffrey H. Moore whose term had expired. The Committee's session for 1979
is to be held from 24 to 31 October at the headquarters of the International Labour
Office at Geneva; its results will be considered by the Commission at its
eleventh session.

-3-



CHAl"l'I':H 11

AC1l'II)N lll\'N 1l1:Cllal)N~~ tl'l\l\l~N llY 'I'm: m~NImJ\11 l\m~I!;rvIBLY

1\'1' 1'1\1 11'ULH'l'Y..nIIHD m~mnnN

11. The I;h~cisiQns tHkl.'1l l.W tlw Gcuol'ul Assclllbl~r ut its thirt.y-:,hird session on
m.atters concerning th~ tl1t~l'll{\.tionnl Civil Bel'vlc0 Commission, apart from that
relating t\.'! th(' appointllll>nt. of 1\K'lIlbm:'~1, ns nlrl1udy llll'ntioned in pnrugraph 3 above,
r~lated to: (a) the Comlllission's fOU1'toll nlmual report (cf. para. 2 above) '''hieh
,~as tht' s\lbj<ilct uf r08~)lntiI.)1l 33/11~) ml()pt,ed by the General Assembly on
19 De~e::ll-~r 1978, an the l'~COI\llll(md.t'l.ti()n (If t.he l~ifth Committee; :J! and
(b) budt:::etary and ~tdmiuistl'ativ~ matters.

A. Action arising from the fourth annual
report of the COll~ission

I'-evelo'C~ellt of a sin~le ullified interna,tional civil service

12. The C~ssion noted with satisfaction the concern manifested by the General
Lsse::.bl...Y in the ~reamble and section I of resolution 33/119 for the preservation
&"a str~thening or the cmmnon system, in particular its reaffirmation of the
objective w-nich it stated in adopting article 9 of the COllllllission' s statute,
~a:oely'O ';1the develo~ent of a single unified international civil service through
t:ce ap.Flication of COrr.n:oD personnel st,andards, methods and arrangements It. The
~~ssicn recognized that, in the chmlged conditions brought about by its coming
into ~i~. the processes by which decislons affecting the common system were
arri':lreli at were also undergoing change. It ~"ould continue to reflect on the ~'Thole

~at1ter ",'i1th a '\>-iew to ;,-o1'king out, in consultation ~"ith the various legislative
TDooies. tb-e ad!:ll.iIilistrations and the staff, the most effective way in which its
re=Q!:l!:lenliations and decisions could be put into effect in the common system.

~ai Lcr.,g-terr::. functions of the C01ll!Jlission

23. ':'.l:e C{;:i"r]ssion noted the hope expressed by the General Assembly in section II,
?a;roag.r-aph l oJf the resolution that the Co"lIlrission ,vould be liable to assume
];ro.;ressiY=>i1y its nmctions under a-'>"tic~.~:> 13 and 14 of its statute and make
progress .fun 2919 i~ its consideration of those aspects of personnel policy other
tta.n reJI:uLerati 0'1: z:::er:.tioned in paragraphs 309 to 329 of the report of the __
CCll!lIllissic31:. in ipar.tieular career development and those other aspects which !Jla§j
oc,c1a.'];'ied ;the ,C-ene:ra1L F.EssLbl.y's attention at its current session'l. The Commission
.r.07£i:. iCbart iJts rolLe required 'that it reconcile requests from particular
?rg£Lizations for action on specific problems as they affected those organizations
.d...;!: L;:;S over-ailiL respc.nsibilities to the common system and its plans for dealing

31 ~.:' '7cirt:v-'tb2rd Session. Annexes. agenda item 111, document A/33/495.

-4-

s
he;
t
(k



systematically with the matteJ~s entrusted to it under its statute. It would,
however, do its utmost in p1fJ.tminr; its fm-ther '\oTork under article:: 14 of the statute
to o.dvanct~ condderation of the points which ,-rere of special concern to the
General Anscmbly.

(b) Pensionable remuneration and pension entitlements as elements of
.~l remuneration

11 on
ho;t
, a.bove,
,,,hich

lenerlll
ration
the
,·,
1rough
The
coming
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le whole
9.tive
its

ITl.

ction II,

Ite
· other

· Lhaij
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deaJ.ing

'33/495.

11.,. r1'he General 1\[lsemb1y had approved in section II, parap:raph 3 of the
resolution "the Commission's intention to make, as a matter of priority, a
comprehensive eXQ~ination of the functioninF" methods of establishment and
a.djustment and appropriate level of pensionable remuneration, in particular with
0. view to prcparinr" in co-operation with the United Nations Joint Staff Pension
Board, proposals to be submitted to the General Assembly at its thirty-fourth
session for correctin~ anomalies in the United Nations pension system brou~ht about
by the current economic and monetary circumstances". The report submitted by the
Commission in response to this part of the resolution will be found in chapter III
below.

0uestions concerninp: remuneration of the Professional and higher cate~ories

(a) Review of the relationship between the levels of remuneration of the
United Nations common system and the comparator national civil service

15. The General Assembly had noted in section Ill, paragraph 1, of the
resolution "the information provided b:-t" the report of the International Civil
Service Commission on the evolution of the relationship between remuneration of
the Professional and higher categories of the United Nations common system and
the comparator national civil service and the Commission's conclusions on
safeguards existing against possible undue widening of the margin between the
levels of the remuneration of the two services resulting from the operation of
the post adjustment system". The Commission's report on the current status of
the margin will be found in paragraphs 98-103 below.

(b) Gradin~ equivalencies bet,-reen the United Nations common system and
the comparator national civil service

16. The Commission noted the approval by the Assembly in section Ill,
paragraph 2, of the resolution for the purposes of making salary comparisons
between the two services, of the table of grading equivalencies from P-l to D-l
recommended by the Commission, and its request that the Commission continue its
study "in order to determine the proper equivalent grades in the comparator system
for the United Nations grades of Director (D-2) and Assistant Secretary-General,
and to report its findings to the General Assembly at its thiI :,y-fourth sessionll

c

The General Assembly had further requested the Commission "to study the
feasibility of identifYing posts of equivalent functions and responsibilities for
the post of Under-Secretary-General", also reporting to the thirty-fourth session.
The Commission's report OIl this will be found in paragraphs 104-124 below.

(c) Salaries and allowances

17. The Commission took note of the General Assembly's actions in section IV
of the resolution regarding the recommendations contained in its report, as
follows.

-5-
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HI.'ht:' ConulIission notcd tha.t, I~oinp: beyond its 0'010 proposal) which referred
on l~' t,') "children' 5 n110'''8nce'', the General Assembly ha.d decided the;!;, '"ith effect
froh .l .hmuary 1979, the amount of the dCl1endency nll~"'~~ (para. 1)Y8yab1f>
i.n ")l'al currency to staff in th~' Prot\'!ssiol1ul {lnd hir;her co:ter;odes /shou1d7 not
;.,., .~,~':;t1 than thl? Ioeo.l currtmcy eouivnlent of th~ dollar amount 01' tile allowance
nt the time it ,vas established or l:l.Gt. revised". It further noted that the
!\sst?mbl,Y', approvin/' in parugrn:ph 2 n rroposal 11y the Commission, had further
dN'idNi thnt "thu scale of termiw'l.tion indemnitios established by the
General Asstmb1;y ill its resolution 31/141 of 17 December 1976 be amended to
provide tha.t the indell1nity payable to a. sta.ff member holding a. fixed-term
appointment with less than six years' completed service /should7 not exceed three
months' pensionable remuneration less staff assessment It.- -

19. Regarding the proposed intrOduction of a ne,. entitlement, to be knmm as
the end-of-service ~rant (para. 3)3 th~ General Assembly, recognizing that
the key to the problem lay in a clearer definition of the relationship between
permanent and fixed-term service, had referred the proposal·back for further stu~y

by the Conuuission "in the context of its examination of the relationship between
career staff and fixed-term sta.ff in the common system" ,dth the request that the
Conullission should ensure "that such a gra.nt /should7 not become a form of
pre-pension plan", and malte recommendations to the-General Assembly not later
than at its thirty-fifth session. The Commission reports on the work done on
these aspects will be found in paragraphs 201-209 below.

20. On the repatriation Rrant (para. 4), the Commiss ion took note of the
modified form in which the General Assembly at its thirty-third session had
adopted the Commission's recommendation that repatriation grant in future should
not be paid to staff members ,,,ho, 0:0 separatb.g from their organization, remained
permanently in the country of their last duty station and so incurred no expenses
of relocation, and that payment to entitled staff members be made conditional
upon the presentation by the staff member "of evidence of actual relocation".
In compliance with the resolution it proceeded to establish the terms in which
the new provision should be implemented.

21. The Connnission first considered i.hat should be admitted as constHuting such
evidence. It had been suggested that exercise by. the staff member of hiS/her
entitlement to removal of hiS/her household goods (or, in the absence of such
entitlement, transport of personal effects) from the duty station cOUD:try should
constitute the principal evidence of relocation; some members, however, questioned
the validity of this as evidence, since the staff member mi$t send his/her
housebold F!:oods else'Wh~re but himself/herself remain in the duty station country.
The COIll!llissionaccordingly preferred an alternative formula, namely, provision of
documentary-evidence that the former staff member had taken up residence in
another countzy•.
22. The Collllllission observed that the requirement that evidence of actual
relocation be provided meant in any case that the grant could not be paid until
some timeai'ter the staf'f :member had been separated, which entailed some
administrati-ve inconvenience. However, it agreed that the ex-staff member's
€!ltitlement co1Jld not be left open indefinitely until such time, perhaps years
later, as he produced the necessary evidence. The consensus was that two years
'Would be an appropriate lilnit.
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23. Fina,lly, the Commission recalled that in its proposal to the General AGs8l11bly
it had foreseen the possibility that some special provision would be needed
rel~ardin(" staff members who ha,l an expectation of receivinr; the p.;rant under the
existine rule but would no lon~er be entitled to it under the new rule. The
Commission was informed that the ler;al advisers of several organizations had
studied the question and come to the conclusion that any entitlement already earned
by a staff member could not be affected retroactively by the chanp:inp; of the rule;
but the exercise of further entitlements accruin~ after the date of the chanr;e
would be SUbject to compliance with the new condition. That view was supported
by the jurisprudence of the United Nations Administrative Tribunal as quoted by
the Tribunal in paraBraph XVI of its judgement AT/DEC/237.

24. Some members questioned whether any acquired right could be said to exist to
payment of the repatriat~ongrant to a staff member who did not repatriate or
relocate himself. In their view, such acquired rights as might be deemed to
exist could only be in respect of persons who had retired afid could not accrue to
the benefit of existing employees whose rights must rest on a true interpretation
of the existing staff regulations rather than an administrative practice contrary
to the regulation which expressly related repatriation grant to those employees
whom the organizations had an obligation to repatriate. The Commission sought an
opinion from the Office of Le~al Affairs of the United Nations Secretariat, which
indicated that, in so far as the United Nations Organization itself was concerned,
there was no express or implied provision that only those who actually made use
of the travel entitlement should receive the grant; the relevant Staff Rules had
been reported to and noted by the General Assembly, which must accordingly have
deemed the rule to be consistent with the intent and purpose of the Regulations
which it had itself approved. On the basis of the advice received. the Commission
decided that the requirement of relocation should apply only to that part of a
staff member's entitlement which was earned after the date on which the rule was
changed.

25. Accordingly, the Commission adopted the following text which was duly
promulgated on 6 April 1979 under the symbol CIRC/GEN/39:

"The following modifications to the terms of entitlement to the repatriation
grant are established by the International Civil Service Commission in
pursuance of paragraph 4 of section IV of General Assembly resolution 33/119:

(a) W'ith effect from 1 July 1979 payment of the repatriation grant
shall be subject to the provision by the former staff member of evidence of
relocation away from the country of the last duty station;

C-o) Evidence of relocation shall be constituted by documentary evidence
that the former staff member has established residence in a country other than
that of the last duty station, such as a declaration by the immigration,
police, tax or other authorities of the country, by the senior United Nations
official in the country or by the former staff member's new employer;

(c) Payment of the grant may be claimed by the former staff member
within two years of the effective date of separaticn;

(d) Not.rithstanding paragraph (a) above, staff members already in
service before 1 July 1979 shall retain the entitlement to repatriation
grant proportionate to the years and months of service qualifying for the
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r;rant Hhich tlwy already had accrued at that date without the necessity
of production of evidence of relocation; the exercise of &1Y additional
entitlel:'i2nt accrued aftcr that date shall, hOiTever, be sub;]ect to the
cOlldi tiOllS s·:t Gut in parar:ro.phs (a) to (c) above. It

<~6. Thf: COIl'lilission noted that the i\ssembly had ap-proved (para. 5) its proposal
10fhich aimed at standardizing conditions as re~ards the death p,rant payable to the
survivinr spouse. dependent children or reco~nized secondary dependant of a staff
member \Yho died in service, b\.\.t in doin.,. so had excluded payment of the grant to a
secondary dependant.

27. The Commission noted the approval by the General Assembly (para. 7) of
its recommcndation rer;ardine: post-secondary studies. to the effect that "expenses
incurred by expatriate staff members' for the post-secondary studies of their
children in the country of the parent's duty station be eligible for reimbursement
under the education erant, .nth effect from the beginning of the academic year in
course on 1 January 1979", and the further approval (para. 8) of the
Commission's proposal that lIwhen, fGr the purpose of applying the scale of
reim~ursements approved for the education grant, the expenses incurred by a
staff member in a currency other than the United States dollar are converted into
dollars, the rate of exchange used shall be whichever is the higher of that which
was in force at that date when the existing scale of reimbursements came into effect
or that in force at that date when the reimbursement is made, the same rate being
used in converting the dollar amount of the reimbursement into the currency in
1>Thich it is to be paid". Likewise, it noted the approval by the Assembly that
the provision of the education grant should be extended to include the reimbursement
of the expenses incurred by staff members for the special education of their
disabled children upon the terms and conditions specified in the Commission's
report and in the annex to the resolution (para. 9)

28. The Commission noted that the General Assembly had gone farther than the
Commission in one respect, that of the upper limit of eligibility for the education
grant, deciding (para. 6) that the existing age limit for eligibility to the
education grant be replaced by the formula "up to the end of the fourth year of
post-secondary studies or the award of the first recognized degree, whichever
is the earlier". '!:!
29. The Commission complied with the General Assembly's request (para. 10)
that it reconsider its decision to permit extensions of the assignment allowance
for one period not exceeding two years after the normal limit of five years. It
observed that the measure it had taken was not a blanket extension of the period

4/ The attention of the Commission was drawn by one member to United Nations
Administrative Instruction No. ST/AI/181/Rev.5 dated 16 April 1979 issued by the
Assistant Secretary-General for Personnel Services, in which it had been stated,
inter alia; that "The grant will not normally be paid beyond the scholastic year
in 101hich the child reaches the age of 25 ••• ". That member wished the attention
of the General Assembly to be drawn to the apparent discrepancy between the
relevant provision of General Assembly resolution 33/119 of 7 December 1978
abolishing the age -limit principle and the terms of the Administrative Instruction
mentioned above.
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of entitlement to the allowance from five years to seven years. Firstly, it
was to apply only to staff in field duty stations. Fears had been expressed
by some representatives during the debate in the Fifth Committee of the
General Assembly that the measure would be a disincentive to staff mobility,
by malting it easier for staff to stay in the same duty station for seven years
rather than five. In so far as there was sometimes disinclination on the part
of staff members to be transferred from one duty station to another, that problem
arose mainly in headquarters duty stations (where the measure taken by the
Commission would not ~pply) and only very rarely in field duty stations.
Secondly, if a staff member in a field duty station did not wish to be moved
after five years, the organization. would be under no obligation to extend the
entitlement to assignment allowance. Thirdly, by limiting the maximum extension
to one period, not (exceeding two years, the duration of which must be defined at
the time the extension was granted, the Commission's intention was on the contrary
to contribute to staff mobility by exerting pressure on the organization to decide
on the reassisnment of the staff member within a reasonable period, in the much
more frequent circumstances where the staff member 1vished to be trans ferred but
the organization found it necessary to keep him at his duty station to finish a
task, or pending arrival of a successor, or until a new assignment could be found
for him. In all those cases, the ne1. rule would avoid, on the one hand, the
inequity which occurred when the organization instructed the staff member to remain
at his duty station but at the same time reduced his remuneration because he was
staying there; and, on the other hand, the anomaly that the organization, not
having paid for the removal of the staff member's household goods for five years,
might have to do so when he was nearing the end of his stay in the duty station.

30. Accordingly, the Commission decided to confirm its previous decision and,
in accordance .rith article 25 of its statute, approved the following text
together 1vith the decision regarding conditions of the installation grant which
it took in the same context at its eighth session, which was duly promulgated
on 6 April 1979 under symbol CIRC/GEN/39:

"A. Hith effect from 1 April 1979, the conditions of entitlement to thf
assignment allO'\oTance shall be modified to provide that when a staff member
servinB at a duty station outside Etrrope and North America who has been in
receipt of the assignment allowance is maintained at the same uuty station,
by the initiative of the organization, beyond a continuous duration of five
years, the organization may authorize extension of the period of entitlement
to the assignment allowance for a single finite period not exceeding two
years. Such extension shall be in lieu of entitlement to removal of
household goods to the duty station. No further extension may' be granted;

"B. With effect from 1 April 1979, the conditions of entitlement to the
installation grant shall be modified to provide (a) that the entitlement for
a staff member not accompanied by dependants at the duty station shalJ. be
30 days of daily subsistence allowance at the standard rate (the provis5.on
for exceptional extens ions being similarly uni fied at 90 days); (b) that the
lump sum. amount payable on~y in duty stations outside Europe and North America
be $300 for the staff member and for each dependant accompanying him or her
to the duty station, up to a total of four persons (including the staff
member) ."

31. In v:iew of the doubts which had been expressed, the Commission deci.ded to
keep unde::r review the consequences of the measure concerning assignment allowance
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and requested the organizations to provide information on the number, cost and
justification of extensions sranted beyond the normal five-year limit.

B. BUdgetary and administrative matters

Conditions of service and. compensation of the Chairman and Vice-Chairman of ICSC

32. The Commission noted the decision by the General Assembly (resolution 33/116
of 21 December 1978) regarding the "salarv, entitlements and other forms of
remuneration and conditions of service" of the two full-time Commissioners of ICSC.
It also noted that the Assembly had further decided that the annual compensation
of the Commissioners should "continue to be reviewed every four years or when
the United States consumer price index has risen by 10 ~er cent since the last
review, whichever comes first".
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CHAPTER IH

PENSIONABLE RENm1ERATION AND PENSION ENTITLET'1ENTS
AS ELErmNTS OF TOTAL REMUNERATION

~ntrog,uct ion

33. The General Assembly in its resolution 33/119 (sect. II, para. 3)
11 approved the Commission's intention to make, as a matter of priority, a
comprehensive exami.nation of the functioning, methods of establishment and
adjustment and appropriate level of pensionable remunel'ation, in particular
with a view to preparing, in co-operation with the United Nations Joint Staff
Pension Board, proposals to be submitted to the General Assembly at its
thirty-fourth session for correcting anomalies in the United Nations pension
system broue;ht about by the current economic and monetary cicumstances".

34. The Commission had stated its intention to make such a study in its fourth
annual report, 5/ where it had recorded its observation of the anomalous effects
produced on the-level of pensionable remuneration and on the relative value of
United Nations pensions in different countries by currency fluctuations, in
particular the devaluation of the United States dollar in relation to a number
of other currencies, and by rapid inflation in many countries. It reported that
pensionable remuneration of the Professional and higher categories (Which is
established on a uniform world-wide basis) had been increased by 25 per cent
between 1 January 1977 and 1 January 1979 through the working of the adjustment
mechanism instituted by General Assembly resolution 1561 (XV), whereby pensionable
remuneration is adjusted by reference to the movement of the vleip;hted Average
of Post Adjustments (WAPA). ~/ The Commission ex~~essed doubt whether that
mechanism, designed to reflect in pensionable remuneration changes in the average
world-wide level of salaries and cost of living, continued to be appropriate today
when the movement of WAPA was determined to an ovenThelming extent by the
depreciation of the dollar in relation to the Swiss franc and other currencies
which weighed heavily in the calculation of WAPA. The Commission therefore
declared its intention to give ure;ent attention to this problem.

5/ Official Records of the General Assembly, Thirty-third Session,
Supplement No. 30 (A/33/30), paras. 43-56.

6/ The ilWeighted Average of Post Adjustments" (HAPA) :r.-eflects the post
adjustment classifications of the headquarters dut~ stations and 43 other major
duty stations. It is weighted by the n~bers of staff in the Professional and
higher categories in the duty stations concerned (and so heavily influenced by
changes of post adjustment class in Geneva, New York, Paris, Rome and Vienna 1-Thich
together account for 59 per cent of the weighting). For the purpose of adjustment
of pensionable remuneration, in accordance with the mechanism established by
resolution 1561 (XV) (as subsequently amended), the index is read each year in
March and September. If it has moved by one or more multiples of 5 per cent in
relation to the level it held at the date when the level of salaries 1-TaS last
fixed by the General Assembly (i. e., at present, 1 January 1977), the cOl'responding
adjustment of pensionable remuneration takes effect in the follm.ing July or
January.

-11-

j

....'-;-=:~'::,..'!'!.,.IiJ!lIl.~-.



= -

35. Concurrently the Commission had been seized of a request from the
Administrative Committee on Co-ordination (ACC) that it r;ive the hifhest priority
Ilto a comprehensive examination of the level of 'Pensionable remuneration and the
way in ,~hich it is to be established". The concerns which had led ACC to make
this request, as summarized in a statement made to the Commission at its eir,hth
session by the Chairman of CCAQ, spran~ from the conviction of ma~y executive
heads that the system was not functionine equitably in present circumstances.
The Commission1s own study had brought out similar concerns: the inequalities
between the pension entitlements of staff members retirinB in different countries,
inequalities in the burden which a staff member's contribution to the Pension
Fund represented in relation to his income, the inadequacy of the mechanism for
adjustment of pensionable remuneration in present circumstances.

36. The Commission noted that its responsibility for finding a solution to the
problem derived from the fact t'1at both pensionabl'= remuneration and pension
entitlements themselves are essential conponents of the total package of
conditions of service of the staff, the adequacy of which determines the ability
of the organizations to recruit·and retain staff of the needed calibre and which
the Commission is chareed, by article 10 of its statute, to keep under review,
maldne recommendations as appro"Priate to the General ASl:\embly.

37. At the same time, the Commission recognized that the United Nations Joint
staff Pension Board (UNJSPB) also had statutory responsibilities for certain
aspects of the problem and that the action of the t"TO bodies should consequently
be co-ordinated. It described the plan it had dra,m up for its own study and
for co-ordination with the work of UNJSPB.

38. It was with that background that the General Assembly took the decision
contained in paragraph 3 of resolution 33/119 quoted above.

A. Action by the Commission in 1979

39. As recorded in paragraph 56 of its fourth annual report, the Commission had
already set up a working group of five of its members 1/ to pave the vay for the
Commission's own examination of the question at its ninth session. That "Torking
group met in December 1978 and again immediately before the Commission's ninth
session and presented a working document suggesting an outline for a systematic
study of the question.

40. At the ninth session the Commission also had before it documents submitted
by th0 Secretary ef UNJSPB providing descriptive and historical information
about the pension system and by the Secretary of CCAQ recalling in particular
the recent developments which had led to the present examination; a report from a
working group set up by UNJSPB; studies presented by two of the organizations,
ILO and ITU; and statements of the views of CCAQ and of FICSA. Further ,vor1dnt:
documents, including one by a member of the Commission, Mr. Pascal Frochaux, were
submitted during the discussion.

41. At the close of the ninth session the Commission analysed the various
proposals and.suggestions which had been made to it and identified two different

7/ ~1r. Arthur Hillis, Hr. Ji¥r Nosek and Mrs. Halima Warzazi, together
with the Chairman and Vice-Chairman.
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approaches. Reaffirmine the necessity that an acceutable and ,.rell-\vorked out
propos~l be recommended to the General Assembly at its thirty-fourth session and
that the co-opera.t ion of UNJSP13 in the stucJ.v continue to be SO'lv-::'lt, it caller1 for
detailed studies of the effects a.ml illlplications of these different anproaclles ~

includinc; their cost (both budp;etar,r and actuarial) and re-established its
\forking erouT.l (Hr. Pascal Frochaux replacing f1rs. lIalillla Uarzazi). The vorIdl1~

~roup was entrusted with revievin~ the results of the studies and preparing a
report on them on behalf of the Commission, so that it could be nresented to the
meeting of UNJSPB to be held in July (i.e. before the date of the Commission's
tenth session). The; Commission thus hoped to ha.ve available to it at its tenth
session both the report of its 1Torkinl3 I!roup and the view's, comments or
recommendations thereon of UNJSPB, so that it would be in a position to finalize
its recommendation to the General Assembly.

42. The Commission's \·rorking group met at Vienna (by the kind invitation of the
Director-General of IAEA) from 5 to 8 June. It met jointly on t\·ro occasions \-rith
a worIcine group of UNJSPB which \·ras present at Vienna at the same time and so was
able to inform UNJSPB of the course beinG taken by its work and to take into
account in t~e final text of its report some of the preliminary views expressed
by members of the UNJSPB \ForIcine group. The report was further presented, on
behalf of the Commission, by Hr. Pascal Frochaux to a meeting of the Standing
Committee of UNJSPB at Geneva on 12 and 13 June: and it was presented to UJlTJSPB
at its twenty-fifth session in 11anila from 9 to 20 July 1979.

43. At its tenth session (New York, 13-31 August 1979) the Cornnission consequently
had before it the report of its own workin~ 5rouP (sup~lemented hy further studies
jYJade on some points by the secretariat at the request of the \o!Qrkinf; p.:roup); a
report from UNJSPB containing a summary of its debates and transmitting various
working documents \Vhich it had considered but containing no ar,reed conclusion or
recommendation; statements by Hr. Mario Hajoli, representative of UNJSPB and by
the Secretary of UNJSPB; and statements of vie\·rs by CCAQ and FICSA and by the
representatives of various executive heads.

44. After having heard the vie\·rs of all concerned and deliberated in executive
meeting, the Commission adopted the following report for presentation to the
General Assembly at tis thirty···fourth session, to the legislative organs of the
other participating organizations and to the staff representatives, in accordance
\Vith article 17 of the statute.

B. FindinF,s of the Commission

1. The nature of the Commission is j.nquiry

45. At the outset of its consideration at its ninth session, the Commission
agreed that its role should be to make a thorough examination of the problem,
review'ing the assumptions on which the existing arrangements were based, evaluating
possible alternatives and, as it had done in other similar studies, seeIdng to
satisfy itself as to the rationale of the system. It was clear that ACC, liNJSPB
and the General Assembly, in making a sharp distinction between the meas~rES

regarding adjustment of pensions approved in 1978 and the further study a\Taited
from the Commission, had shared that view of the Commission's role. That did not
mean that the outcome of the Commission's study should necessarily be proposals for
radical changes; but such proposals should not be ruled out prima facie. However,
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l16. The 'ITorldne; group proposed the follmTine; frame'l'fork for the Commission's studJr :
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Rationale, objectives and characteristics of the United
Nations pension scheme

2.

(b) The Commission should therefore conoider first 'I~lat kind of pension
should be provided by the United Nations pension scheme and only thereafter
consider hrnv pensionable remuneration sho~ld be arranged in order to provide such
a pension;

the Conmlission \'Tould have to tal~e as its startinf, point the fact of the existence
of a Pension Fund with lUore than 40,000 participants, assets of over a billion
dollars and obli~ations coverin~ a span of at least three ~enerations of past and
present participants.

(e) The pensionable remuneration used as a basis for determining the amount
of contributions need not be the same as that on which the initial level of
pensions ivas based, provided that it produced sufficient revenue to meet the
pension fund's obligations and that the burde~ of contributions \'Tas distributed
equitably;

(a) Pensionbable remuneration 'I,ras not; an end in itself, but a means to an
end, i. e., the provision of an appronriate pension;

(c) The l,)roblem 'Ivhich had brought about the present examination, after
nearly 30 years of satisfactory \'Torkine of the pension system, 'Ivas one of inequity.
That inequity had been brought about by currency fluctuations, in particular the
decline in value of the United States dollar, and by inflation; it had been
aggravated by the'lvorking, in these changed conditions, of the mechanism for
adjustment of pensionable remuneration instituted by General Assembly
resolution 1561 (XV), which had produced marked over-compensation for inflation
in S~le places while under-compensating for the declining value of the dollar
and inflation in others;

(d) The existing systen based on avaeraging could not assure a sufficient
degree of equity ir, preseT G circumstances; unless some other means of maintaining
a uniform world-wide level of pensionable remuneration could be found, the
Ccrmnission would have to e~lore the possibility of ensurin~ equitable treatment
through a selective method of determining pensionable remuneration taking into
account cost of living in each country of retirement and focusing on the effective
value of the per.sion rather than its nominal value,

(f) T'liO further problems 'Iiere noted: the extent to which and ho'li to deal
with uneven impact of varying national income taxes on pensions 'Iihich would
overvise be equal; and the application to the G~neral Service category of any
solution iihich might be found to deal satisfactorily with the proble..l1ls of the
Professional and higher categories.

41. After hearing the VieiiS of the i-Torking group of UNJSPB as 'I-Tell as those of
FICSA~ ITtJ, the ILO and GATT (Which are summarized in annex II) the Commission
reviewed the reationale, objectives and characteristics of the United Nations
pension scheme. It reaffirmed the various reasons 'I'Thich had led the United
Nations system to establish its 01m pension scheme, rather than relying on
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national schemes to provide post-service coverage for its staff mmnbers, i.e.
the need to ensure that the equitable treatment of all staff members lTas not
vitiated by differences bet,~een various national pension schemes as re~ards

both contributions and b~npfits; the necessity of maintaininr the link, implicit
in most pension systems, bet"Teen employment and pension, bet,·reen income durine
employment and pension benefits; the effect on the exclusively international
character of the obligations of staff members if they depended on national
authorities for their pension; the social responsibility of the United nations
as an employer.

48. A nt<mber of special considerations ,~hich apply to the pension scheme of an
international orf,anization but not to those of national civil services were noted:
differences in the typical ages of entry and retirefuent and the span of service;
lack of interchangeability between international and national pensions; the
~cclusion of. many international civil servants from national social security
benefits on account of their expatriate service; the more varied patterns of
retirement found among those who had spent their active life as expatriates.
The international pension must be made available in such a Wa'~l that a staff
member retiring to his own home country is not penalized thereby, for example,
because of the cost of living there or because his pension must be ~aid in a
currency other than that in which the resources of the Fund are held; that is a
minimum obligation, independent of whatever conditions the scheme may offer to
pensioners choosing to live in any other country. Finally, an international
pension scheme must provide protection not only against inflation, as national
pension schemes do, but also against currency exchane;e fluctuations.

49, The Commission noted that there were various conceptions of the nature of
the pension; for example, that it is a form of deferred earnings, that it is an
insurance against" certain risks, or that it has characteristics of a social
security scheme. The Commission concluded that the United Nations pension scheme
is indeed each of these, but more than all of them, as was noted by the 1960
Pension Review Group (,~hich in para. 11 of its report §j noted, for example,
that while it is essentially a pension scheme in \~hich the benefits should be
more or less proportional to the period of contributory service, there are
special circumstances, in particular the predominantly expatriate character of
the international ser.ice which make it necessary to incorporate in the pension
scheme some features more typical of a social security scheme - for example, the
fact that many international civil servants are not eligible for social security
from any other source).

50. In the Commission's view, the central purpose which is common to these
different conceptions is to ensure to the staff member when he retires (or
becomes disabled or to his survivors if he dies) the maintenance of a proportion
of the income he received while in service. ~lliat that proportion shall be is
determined in part by the general level of benefits which it is deemed appro»riate
or feasible for the Fund to provide (which is dealt with in a later paragraph),
in part by the employee's length of service and, in certain cases, his age in
relation to the standard age of retirement. The benefit is established as a
proportion of the remuneration attained by the staff member during the last years
of his active service. It is not calculated on the basis of the E.II:.ount ccntributed

81 Official Records of the General Assembly, Fifteenth Session, Annexes,
agenda item 63, document A/4427.
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to the Fund by him or on his behalf. That is abundantly clear as ree;ards the
insurance."type benefits, such as disability and survivors benefits., it m~w at
first siGht aIlpear to be less so 1'Tith respect to retirel'lent l)enefits because they
~lso reflect the element of reward for long service but it becomes clear, if one
considers tha.t t1'!'O staff members uith equal lengths of service, having had equal
pensionable remuneration in the last three years of service 1'1'ill receive equal
pensions - despite the fact that one ma.,y have been contributing for many years
at the level of his final three ye8xs w'hile the other may onl~r have reached that
level in the last three years and have contributed nreviously on a much 101'Ter
level. 1111ile obviously there must be a correlation bet1'Teen the Fund t s resources
and its outgoinGs, the nature of the Fund clearly is not to refund to each
rartici!\unt in proportion to uhat he has paid in. It is rather to fl;ive each
participant the means to maintain a nattern of livinC; proportional to that he
had attained in his last years of -service; its concern is 1'!lth the level of
income 1n1ich the participant has attained at the time of retirement, part of which
level it sets out to replace for him.

51. That criterion, of the income re~lacement value of the pension, is seen by
the Commission as crucial and has been applied by it in jUdBing the adequacy of
various alternative solutions.

52. Concerning the questions vn1ether the level of United Nations pensions (for
the Professional and hic;her categories) should be established by reference to a
s incle cO~'lparator or. for example, by referenc e to the level of pensions provided
by the staff member's mm Government, the Commis s ion 1'ms of the vievT that the
homoc;eneity of the international civil service and the principle of equitable
treatment of all its staff members dictated the use of a single comparator. The
COIDnlission found unacceptable the notion that the ~ltimate test of the adequacy
of a United Nations pension when converted into the local currency of any
country should be its relationship to national rensions in th~t country; that
conception would be in conflict with the reasons which led the Commission to
believe that it w'as necessary for the United Nations system to have its mm
pension scheme (see para. 47 above).

53. The remuneration of the Professional and hic;her cate~ories of the United
Nations common system is governed by the Noblemaire principle. T~e basic
concept underlying that principle is the equitable remuneration of staff members
regardless of their nationality or ~lace of duty. The ~oblemaire ~rinci~le sets
out to make this possible by relating remuneration to that of the highest-paid
national civil service. From the ber;inning of its 1·rork the CO!llIllission has
recognized that in comparing remuneration it is no lonc;er possible to take into
account only net remuneration; benefits of all kinds, including pension, are
nmradays of such im!1ortance that they must be included, in a comparison of
;;total compensation!l; and, 1-rith the endorsement of the General Assembly, the
Commission is moving tQ\oTards making the regular I1Noblemaire comparison" in these
terms. That being so, it follows that the level of pension must be established
as a part of the comparison of United !Jations total compensation 1vlth that of the
national civil service chosen as comparator. Better conditions offered by any
other country in respect of one element only, e. g. , higher cash remuneration in
one country, better housing allQ\orance in another, better pensions in a third,
then become irrelevant. provided that the total package of any of these countries
is not in aggregate better than that found in the comparator country.

-16-

"I

54
en
hi
in
in
th
un
be
up

55
Ha
Al
ne
ha:
di
con

56.
to
per
haf
con
of
prc
as
Not
Civ
bee
dif
Uni
mol'
(bu
Ser
oth
for
of
acc
add
To
to
the
Uni
how
t1fO
Con!

-
vol

par



I:.he
at

se they
if one
equal

qual
:lars
i that
I'rer
ources

54. The application of the Noblemaire principle adopted by the Commission and
endorsed by the General Assembly', limiting the point of reference to a sine:le
highest-paid national civil service and stipUlating that the comparison be made
in terms of total compensation, thus inevitably supersedes the broader
interpretation reflected in an earlier pronouncement of the General Assembly,
that lithe Fund should continue to provide benefits comparable to those available
under the best national civil service schemes". 91 Rather, it should provide
benefits which, talten together with all other elements of compensation, make
up a total package comparable to that of the highest-paid national civil service.

Thirty-third Session, Supplement No. 30 (A/33/30),
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55. This does not mean, hmrever, that each indivicl.uf:l.l element of the United
Nations package must duplicate that of the comparator country's package.
Allowance must be made for differences in the functions, characteristics and
needs of the two services; a number of such differences relating to pensions
have laready been pointed out by the Cow~ission. 101 l{hat is necessary is that
differences in respect of particUlar bene~its which might affect the over-all
comparison of compensation should be identified and be capable of being justified.

9 (A/9009 and Corr.2),

The ~eneral level of income replacement3.

2! Ibid., Twenty-eighth Session, Supplement No.
vol. II, para. 3.

101 See ibid.,
paras-.-106-l1~

56. As to what should be the proportion of income which the Fund should undertalce
to maintain in general (as distinct from the particular level determined for each
pensioner on the basis of his length of service and age), it follows from what
has been said above that, for the Commission, seen in the context of total
compensation comparison ,nth the highest-paid national civil service, this level
of income replacement must be judged by reference to the corresponding level
provided by the United States Civil Service pension schemf~ (as long, of course,
as the United States continues to be the comparator for the purposes of the
Noblemaire principle). A detailed study of the provisions of the United States
Civil Service pension scheme has been made (see annex In). As had previously
been observed by the Commission, there are a number of significant and explicable
differences between the conditions provided by this scheme and that of the
United Nations. In some respects the United Nations scheme's conditions are
more favourable, e. g., higher rate of accumulation in early years of service
(but which, it may be noted, is identical ",rith that of the United States Foreign
Service), surviving spouse's benefit without reduction of retirement benefit; in
others, the United States scheme is more favourable, e.g., more liberal conditions
for early retirement and for obtaining disability benefits, hic;her maximum rate
of pension made possible by the greater number of years of permissible
accumulation, the absence of a mandatory age of retirement and the possibility of
adding on credit for unused sick leave above the normal maximum level of nension.
To evaluate precisely the impact of these various features on the benefit value
to the participants as a whole requires complicated actuarial calculations of
the kind performed by HeYritt Associates in t'he comparison of United States and
United Nations benefits which they made for the Commission in 1978. In general,
however, it may be said that, having due regard to the differences bet'veen the
two services, their pension schemes are comparable within the context of the
comparison of the total compensation of the t,vo services.
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57. The income replacement rates provided by the Unitecl States Civil Service
pension scheme at different levels of income after 25, 30 and 35 years of
contributory service are shown in annex Ill, appendices 2, 3 and 4 and are related
to the established equivalent grades of the United Nations Professional and higher
cateGories. Here (and throughout this report) income replacement rates are
expressed in the form Ilgross (pre-tax) pension to net (after-tax) remuneration ll

•

This form of cOl,lpurison, '''hich may appear anomalous, has been used because of
certain characteristics of the United Nations salary system which complicate the
cOlnparison of the United Nations ratio of post-retirement income to pre-retirement
income ,dth that of the United States. Here only the United States civil servant
concerned, one could compare either gross to gross or net to net, assuming that
the taxes paid on salary and on pension would be roughly the same. But as the
comparison has to be made with the United Nations system, it would not be
accurate to compare total gross remuneration "rith gross pension, because
United Hations total remuneration includes post adjustment w'hich is a net amount;
r;rossing up the total of net salary and post adjustment by the scale of staff
assessment would give an artificial result because the progressivity of the
United Nations staff assessment s.cale is different from that of the United States
tu.." scale. On the other hand, to compare total net remuneration to net pension
'"mIld involve an assumption as to the scale of tax which would be applied to the
pension. It woull' not be the scale of staff assessment, since this is a
theoretical form of ta.."ation "'hich differs from any national tax scale to which
the pensioner would be subjected~ neither could it be assumed that it would be
the United States scale of income tax since the taxes actually paid by United
Pations pensioners in countries throughout the 'vorld vary greatly, some beinp.;
less than United States taxes (some indeed payir.g no tax at all) but many being
si~nificantly hiGher than United States taxes. ~le only solution then is to use
United Nations net income and United Nations gross pensions and to compare them
with the corresponding United States elements. Other definitions of income
replacement are possible; for example, it would theoretically be possible to
calculate net pension in each individual case by deducting the taxes payable in
the pensioner's country of residence. ~nlat is iBportant is that the same
convention, once adopted~ be applied throughout, as it is in the present report.

58. It has also been objected that in this way, United states taxes are taken
into account (in netting do,v.n United States Civil Service gross salary to net)
but that all other taxes which the pensioner will pay on his pension have been
dismissed as irrelevant, by using only the gross amount of pensions. All members
of the Commission recognize that the ultimate purcha~ing power of a former staff
member's pension is affected by the amount of tax "'hich he is required to pay
on his pension in the country in "'hich he has chosen to reside. Neither the
organizations nor the staff have suggested that the Governments of ~lember States
should be expected to exempt United rJations pensions from tax; many members of
the Commission feel that there are strong reasons ",hy former international civil
Sf'rvants, once they have returned to normal citizenship, ought not to be treated
p.ny differently from their fellow" citizens. One member of the Commission 'Yras of
the opinion that further study 'YTaS required of the vTay in "'hich the varying
incidence aT national income taxes on Unitei Nations pensions might be offset
by measures taken internally (e.g. , in determining the level of a pension or by
some kind of tax levy similar to staff assessment or tax equalization fund) or
measures which Governments or participants might be asked to talce; in the meantime
that member consldered that the Tailure to solve the tax quesiton cast doubt on "
the concept oT income replacement and so on the concept of equality of purchasing
pmrer of pensions in dif'f'erent countries. Other members considered that the
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ultimate inequality of pensions resultine; from varying levels of income tax
levied on them could not be invoked as an objection to any proposal for reform
which the Con~ission might contemplate, since it applied equally to the existing
system and all1ays had done so. The member ,.ho held the vie,. stated above
considered, however, that the fact that the existing system did not deal with the
tax problem either "1as irrelevant since the existinr.; system did not set out to
achieve equality of purchasing power.

59. It will be noted that th~ income replacement rate is not a constant percentage
at all income levels or grades; it increases from the lower levels to the higher,
e.g., the United States rate after 30 years' contributory service rises from
66 per cent at grade GS-9 to 77 per cent at grade GS-16. The same is true of
the existing United Nations system. This is to offset the incidence of
progressively higher rates of tax as the amount of the pension increases.

4. Anomalies of the existing system

60. Before proceeding to examine possible alternatives to the existing system,
the Commission believes it worth while to recall once again what are the anomalies
,.hich the General Assembly has invited it to correct, a~d which it had already
described summarily in paragraphs 43 to 52 of its fcurth annual report. They
are illustrated in annex IV.

61. Annex IV, figure A, shm.s the present pattern of pensionable remuneration:
at each grade a single uniform dollar amount, applicable at all duty stations
throughout the world irrespective of differences in cost of living or the
exchange value of the United States dollar in local currency.

62. It has, of course, long been recognized that for the actual remuneration
of staff members such a uniform nominal approach would not be acceptable. In
order to maintain equality of remuneration of staff members serving in different
countries, account must be taken of cost of living differences and exchange rate
variations; hence the post adjustment system, introduced in 1956, ,'rhich seeks to
ensure as nearly as possible equality of purchasing power of the remuneration,
by adding to the uniform base srlary or subtracting from it amounts corresponding
to the number of index points by ,.hich the cost of living at each duty station,
converted into dollars, is greater or less than that at the base of the system.

63. Figure B of annex IV sho,.s the differing number of dollars which have to
be paid at duty stations at different levels of cost of living (expressed in
dollars) in order to maintain this equality of purchasing power. Between the
lowest I:ost adjustment class (20 index points below the base 100) and the highest
now existing in a major duty station (Geneva, 132 points above the base), the
range is from $13,000 to $34,000 at grade P-l or from $30,000 to $75,000 at 
grade D-2. In other words, to provide a given purchasing pm.er or standard of
living, about t,.o and a half times as many dollars are required in a country at
the highest level of post adjustment us in one at the lowest level.

64. Figure C of annex IV shows the relationship at different post adjustment
index levels beti.een the total net remuneration (salary plus post adjustment)
gross salary (net salary lllus the amount of staff assessment) and pensionaple
remuneration (notionally the same as gross salary but, by the working of the
adjustment mechanism established by General Assembly resolution 1561 (XV), at
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present 25 per cent above it). It \'Till he seen that, at the base 100, e;ross
salary und pensionable remuneration are both greater than net remuneration, ao
they are normally in a national salary system; but at inC!.ex point 188, the line
of total net remuneration crosses that of 'Pensionable remuneration so that at
all places with post adjustment indexes hi~her than 188 the uniform level of
pensionable remuneration is less than net remuneration, and a pension set as a
eiven proportion of pensionable remuneration represents a Imrer proportion of
net rehRlneration. this is the reverse of what is normally found, ~ensions being
as a rule SUbject to tax: for example, a United States Civil Service pension
vrhich is set at 60 per cent of pensionable remuneration represents approximately
74 per cent of net (after tax) remuneration (at e~uivalent of p-4/V) ;-but at nost
adjustment index 232, a United Nations pension set at 60 per cent of pensionable
remuneration represents only 48 per cent of net (after tax) remuneration.

Effects on benefits

65. nle Commission already in its fourth annual report, ~ualified the effects
of this state of affairs on the value of pension benefits as anomalous~ h~v

anomalous they are is shown by figures D ~nd E of annex IV. III Taking the
example of P-3/XIII (which is roughly the mid-point of the Professional category
and close to p-4/v) it will be seen from figure E that the constant dollar value
of the pension ($25,560) represents approximately 115 per cent of total net
remuneration at index level 85 (the present level of Colombo, Sri Lanka),
80 per cent at index 141 (New York), 50 per cent at index 232 (Geneva). This
means that a staff member who retires and remains in his last duty station will
receive as pension those percentages of the net remuneration he was receivinf>
just before retirement; in other words, they will be his rate of income
replacement. For the staff member in the lryrest-cost country, his pension will
be 15 per cent higher than his net remuneration in service "'i-TaS; for the staff
member in the highest-cost country, his pension will be 50 per cent lower than
his net remuneration in service, although both pensions represent 60 per cent
of pensionable remuneration (and both will normally be SUbject to income tax),

66. Similarly, for staff members "'iVho, ,-rherever they ,-rere serving, return on
retirement to their home country, these percentages represent the relationship
of the pension they will receive to the income which would be proportional, in
the place of their retirement, to that which-they had in their last duty station
(that is, the elvel of real income "'iVhich it is the aim of the salary system to
ensure as nearly possible equally in all duty stations). Thus the staff member
from Sri Lanka who returns there on retirement will receive a pension 15 per cent
higher than the income "'i·rhich would enable him to maintain in Sri Lanl-;:a a standard
of living e~uivalent to that "'iVhich he had in his last duty station, ,-rherever it
was, whereas the pension of the staff member of Swiss nationality who retires in
his home country will correspond to only 50 per cent of that amount (in both
cases subject to vrhatever tax they have to pay). These rates of income re?lacement
are to be set against that of 75 per cent provided by the civil service pension

III The pensions used in the figures of annex IV are those applicable today,
i.e. ,with pensionable remuneration at 125 per cent of gross salary. The
pensionable remuneration of the last year of service has been used, rather than
the average of the best three of the last five years; but similarly, the net
remuneration used for comparison is a spot amount not reflecting changes in step
or in class of post adjustment which vTOuld inevitably have occurred in any
three-year period.
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Effect of measures introduced on 1 January 1979

Effects on contributions

68. The relationship which the staff member's contribution to the Pension Fund
bears to his income follows the inverse pattern: at a uniform 7 per cent of the
uniform pensionable remuneration, this c~ntribution represents for a p-4/v in a
duty station at the lowest level of post adjustment 14 per cent of net remuneration;
but for a p-4/v in a duty station at a high level of post adjustment, it represents
less than 6 per cent of net remuneration, as shown by the table at annex IV, F.

scheme of the comparator country at eguivalent income levels and lengths of
service. In terms of income replacement, the relationship of the pension to the
staff member's remuneration at his last duty station is meaningless (unless he
happens to have retired in that last dutv station), just as is its relationship
to an average world-wide level; th~ significant rate of income replacement is that
which provides at the place of retirement th~ appropriate proportion of the
standard of living vhich the staff member had attained in the last duty station
and 1vhich, at the same grade and step, is notionally eQualized throughout the
world.

67. The anomalies and ineQuities which the Commission finds in the present
system are made strikin~ly evident by figure E of annex IV: the anomaly that in
certain circumstances the income replacement value of the pension can be over
100 per cent while in others it is less than 50 per cent; the inequity between
the income replacement values of their (otherwise eauivalent) pensions to staff
members of different nationalities each retiring to their ovn country. The salary
system goes to considerable pains to avoid any differentiation in the remuneration
of staff members on the basis of their nationality or of pay levels in their
respective countries (Noblemaire principle); it is difficult then to justifY to
a retired staff member of, say, Guinean, Japanese, Uga.'ldan or Sviss nationality
that the pension provided to him by that same salary system has an income
replacement value of less than half that provided to colleagues of other more
fortunate nationalities. The inequity is compounded by the fact that it is not
merelY a freak occurrence affecting a few staff members; staff members in the
Professional and higher categories who are nationals of coul'ltrier 1vhere the
income replacement value of the pension falls belovr the 75 per cent level of the
comparator country constitute nearly half of the total Professional category;
and, as will be seen from the table at appendix 7 of annex V which lists
the post adjustment classes in effect in the different countries, the countries
affected include far more developing countries than developed countries. It
cannot be emphasized too strongly that the problem is not one in which developed
countries are to be found on one side and developing countries on the other;
countries of both categories are to be found in equal proportions both among
those where pensions are today favoured and among those where they are depressed.
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69. Since the above comparisons have been made in dollar terms, they do not shmr
the effect of the measures introduced by the General Assembly from I JanuQ~y 1979
on the recommendation of illTJSPB, vrhich concern the rate of exchange used for the
conversion of the initial pension into local currency. The effect of these
measures is thus determined not only by the level of post adjustment of a given
country but also by the evolution over the past 36 months of the exchange rate of
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Ht> currency in relation to th,,. dollar. Consequentl"\, it ,~,mnot be illustrated
in tlk ;Jame form as the other fi,'T,ures. Instead, the tablt. o:t annex IV, G ShellS
the intitil.'l value in local 0.urrency in each of the headql)~:rters countries of'
the retirement pension of 11 staff member (p-4/v after 30 years' contributory
service) retirinr. on 1 January 1978 (the floor value ensured by the new
measures); 1 July 1978 (chan~e in pensionable remuneration) 1 Jan~ary 1979
(further change in pensionable remuneration and entry into effect of the
3G';'lOnth currency rat e averacinG: me a.sure ); and 1 January and 1 Julv of each year
through 1982. For the purpose of this proj ection , it is assumed thnt pensionable
reT:lunern.tion remains at its present level, as do also the exchange rates.
(Obviously, it is not to be expected that the cost of living or exchange rates
will remain constant for the next three years, but their movements are
unpredictable; in order to ShOll "the effect of the pr,"'gressive incorporation into
final averaGe remuneration of the present level of pensioneble remuneration as
well as the averaging of exchanBe rates over an elapsed period, it is necessary
to assume that they remain constant.)

70. It will be seen that final av~ra~e remuneration in dollars continues to
increase up to 1 January 1982, until the July 1978 and January 1979 increases
in the level of pensionable remuneration of 15 per cent and 10 per cent
respectively will have been fully taken into account in the final averap,e
renuneration (avera6e of best 36 months out of last 60 months). The value
of the initial pension in dollars in the United States thus increases by
30 per cent from 1 January 1978 to 1 J'uly 1982. In each of the other countries
this increasine amount of final average remuneration is mUltiplied by the average
of the exchange rates for the previous 36 months which by 1982 reflect fully
the current low levels of the dollar against the other currencies. Consequently
with the exception of Canada (where the local currency has depreciated against
the United States dollar durine the reference period), the rate of pr06ression of
the initial value of the pension in local currency lags behind the rate of
progression in the United States. In Switzerland it would fall below the level
of 1 Jan'..lary 1978, were it not protected by the':floor H provision at that
r:J.inimum level. This is shmm by the graph at annex IV, H which plots the initial
values of these ~ensions in the headquarters countries in relation to the base
1 January 1978 = 100. -
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71. It may be concluderi that the measure intr.oduced on 1 January 1979 on the
recommendation of UNJSPB is, as the Board itself described it, a palliative;
it provides a partial cushion against even greater losses which vTould otherwise
be suffered in countries against whose currency the dollar might continue to
decline. Only in those countries whose currency depreciates against the dollar
will the pensioner be better off than he is in the United States; in all other
countries (including all the headquarters countreis except Canada), the initial
yalue of the pension in local currency will drop back still further in relation
to the v~lue in dollars. Disregarding possible changes in post adjustment in
the same 1<ray as it has been assumed that the exchange rates will remain constant,
if it can be said that a pension which in the United States at the present time
has an income replacement value of 80 per cent vTill have by July 1982 an income
r·eplace.lJlent value of 80 x 130.1 + 110.9 = 94 per cent, then the same pension
1-1hich in 8vitzerland at present has an income replacement value of 50 per cent
will bave by July 1982, 50 x 100 + 100 (because of the operation of the floor) 
that is to say. it will have 1vorsened relatively by a further la per cent.
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73. As stated earlier, at the end of its ninth session the Cormnission identified
in the various suggestions which had been laid before it two basic and opposin~

appraoches:

75. Alternati:ve I (Uniform pensionable remuneration plus a f'floor l' ) w'as
outlined in the report of the UNJSPB .rorking group considered by the Commission
at its ninth session. It would maintain a single world-wide level of pensionable
remuneration which wculd be adjusted periodically by the movement of either
United States Civil Service gross salaries or the United States Consumer price
Index. Initial pensions would be calculated as at present on the basis of final

Alternative solutions5.

72. Certain of those whose vievTs 1',ere heard by the COmrrlission have objected
that. it has not been demonstrated that 1V'hat the Commission has described in the
above paragraphs as anomalies constitute proof of any inadequacy of the :pensions
at present provided. The COlmnission has already f,iven its reasons for not being
able to accept the argument that the resulting pension, however inadequate it
miGht seem to be by other standards, is still adequate by the standards of
national civil service pensions in the pensioner's home country; this approach
is v/holly incompatible w'ith the Noblemaire principle and with the concept of a
homogeneous international civil service. The whole salary system is built on the
foundation of equal treatment of all staff members, irrespective of nationality;
and in the vievT of the Commission that same principle must consequently apply
also to pensions.

(a) The one, which would recognize that, in present economic and monetary
circumstances, a uniform global level of pensionable remuneration (and hence,
subject to minor alleviations, of pension), arrived at by a system of averaging,
can no longer give acceptable results and so would replace the concept of
equality through equal nominal amounts in dollars by equalit;y of real value of the
pension in relation to living costs in the place of retirement, achieving this by
making use of the system, i.e., the post adjustment system, by which the
organizations already achieve a similar result as ree;ards the remuneration of
serving staff;

(b) The other, which, questioning the necessity of reforming the system by
abandoning the concept of a universal pensionable remuneration and pension and
doubting the wisdom of lf .lldng pensions to the post adjustment system 1'Tould
therefore maintain a single pensionable remuneration, adjusted by relation to
movements in the comparator country, with provision for maintenance of a
predetermined minimum level of pension when the pension ~roduced by this system
would be deemed inadequate in relation to local circumstances.

74. As requested by the Commission, these approaches were elaborated and analysen
by the working group in the report which it prepared for the tenth session and
which was also communicated to the Pension Board. From a much larger number of
variants which were considered, two variants of each approach were retained,
alternatives I and 11 corresponding to the approach described under (b) in the
preceding paragraph; and alternatives III and IV, based on the selective approach
described under (a). These alternatives are desribed in greater detail and
their advantages and disadvantages analysed in annex V. Their effects are
illustrated comparatively in appendix 6 of that annex.
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Views expressed to the Commission regarding these alternatives

76. Alternative II (Unif0rm pensionable remuneration Hith "floor" and "ceiline;")
is a variant of the first. It also retains a uniform universal level of
pensionable remuneration for the detenuination of benefits; this would be
established as tIll'! a.T.lount of total net remuneration in Ne,'T York ~ reduced by the
proportion of the United Nations/United States mare;in a~d grossed up by the scale
of staff assessment. The 'floor" Drovision for benefits Hould be similar to that
of alternDtive I; but in addition :'ceilir.t2:s" ..ould be established to lii'it the
value of initial pensions to between 90 and 100 per cent of total net remuneration.
Pensionable remune~ation fur contribution purposes would Qe modulated so as to
alleviate extreme differences in the ratio between the staff member's contribution
and ~otal net remuneration.

n.verfl.t;e remuneration. ItovTever ~ 'There the resultine: nensions w'ere deemed to be
inadequate (the test of f:Ldequ8cy beinc; in terms of the value of the nension
ccltlTlarec1 to toal net remuneration of a serving staff member in the country of
r8tireI'lent), they 'Tonld be protected by a "floor;;. It ,vas sUF,:<:,ested that the
. floor" for a nension after 30 years I service could be set at 55 per cent of
total n'lt relllUneration for erades P-l throu[':h P-3, 60 per cent for grades
p-4 and P-5, 65 per cent for D-l and above.

78. The views expressed by the Pension Board' on these proposals will no doubt
be summarized in the Board's own report; as stated above, the Board did not reach
any aereed position and decided to resume its consideration of the matter after
the close of the Commission's tenth session. Divided views were also expressed
Ilt the tenth session by the representatives of the executive heads and by the
staff representatives. The conflicting positions, each held with complete
conviction by its proponents, may be summarized as follows:

77. Alternatives In ar..d DJ (Differentiated pensionable remuneration) ,-TOuld
replace the uniform vrorld-,vide level of pensionable remuneration l'y differentiated
amounts established selectively to take into account differing costs of livinr,
(expressed in dollar terms) in differiur, duty stations and places of retirement.
The basic level of income replacement Hould be determined by rr-<'erence to that
provided by Unitea States Civil Service pensions~ and that level would be
reproduced elsewhere throueh a formula relating pensionable remuneration to
total net remuneration. Contributions ,oTQuld be based on the level of pensionable
remuneration applicable at the duty station and benefits on that applicable in
the country of retirement. Alternative III ,VQuld ensure complete ma.thematical
equity of income replacement at all levels of post adjustment, whereas
alternative IV by takinr, into account only a ~ercentage of post adjustment ,"ould
provide an income replacement rate ~n1ich would decline slirhtly as the class of
post adjustment increased.

(a) Those who see no need for a fundamental reform of the pension scheme,
who contest the soundness of the approach follmved in alternatives III and IV
for a nuw~er of reasons of principJ. as well as technical and administrative
reasons (most of which are examined in paragraphs 59-64 of the extract from the
\forking eroup' s report reproduced at annex V) and consequently \fould favour
retaining the "universalist fl approach regarding the establishment of pensionable
remuneration and jnstituting a corrective to protect the local currency value of.
pensions in high-cost countries which fall below a certain level in relation to
the net income of staff members serving in those countries;
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(b) Those whose goal is that the pre-tax income represented by the pension
should have as nearly as possible a constant income replacement value and who would
therefore favour a differentiated, selective level of pensionable remuneration at
different levels of post adjustment~ for both contribution and benefit purposesj

( c ) Those 'vho endorse the principle of alternatives HI and IV but would wish
to have more details of the ,vorldng and implications of those alternatives before
committing themselves.

6. Conclusions of the Commission

79. The Commission, conscious of the obligations flowing from article 6 of its
statute, is anxious to play a special role in dealing with this matter. It has
also been entrusted by the United Nations and by the legislative bodies of the
other participating organizations with special responsibilities for the maintenance
and strengthening of the common system. It is its task to rise above divisions
bet1Veen groups of staff members or t~tween organizations and to recommend to the
General Assembly the solution which will be in the broadest long-term interest of
all the organizations of the common system, of the Governments and of the staff.
Moreover, it has been specifically requested by the General Assembly to make such
a recommendation at the thirty-fourth session.

80. To its regret, the Commission is unable to do so. Given its concern for
pensionable remuneration and pension entitlements as part of the over-all system
of remuneration,. it is convinced that the ultimate solution must be based on the
principle of equitable treatment of all staff members and of all pensioners.
Vithout precluding consideration of any further solutions which may still be
proposed, most members' preference would therefore go to a formula based on the
approach illustrated in alternatives III and IV: others would reserve their
judgement at this stage. If the Commission is unable to make a concrete
recommendation in that sense at the present time it is for two reasons.

81. Firstly, the sharp divisions which persist among the organizations and staff
make it desirable that before any proposal be submitted for approval it have
been fully elaborated and ample time given for all concerned to have studied it
carefully in the hope that they may be able to accept it. In' the short space of
one year that has not been possible.

82. Secondly, the Commission recognizes that much of the supporting material which
would be necessary before such a proposal could be adopted by the General Assembly
has not been prepared and could not be prepared by the Commission. This includes
technical questions of changes which would be required in Pension Fund regulations
and procedures (e.g., on such matters as the way in 1Vhich one-third lump sum
payments or withdrawal settlements would be calculated, or the compatibility of
the proposed arrangements with the;'dual-track tl system for adjustI!:€nt of pensions) •
These are technical questions within the purvie1V of the Pension Board, which has
however not yet provided answers to them.

83. In the same vein, the Commission, conscious of the terms of the third preambular j
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paragraph of G~n~ral Assembly resolution 33/120, 12/ could not submit a
recommendation to the Generol Assembly unlees it was able to report fully on its
financial implications, both budgetary for the contributions of Member States and
actuarial for the resources of the Fund. The budgetary implications present little
problem and the Commission has calculated them; none of the variants proposed would
affect the level of contributions to the Pension Fund by more than the amount which
would result automatically from the continuation of the present system, some indeed
resulting in savings compared with the maintenance of the WAPA adjustment system.
The Commission can say then that the budgetary implications of any of the proposals
it might have considered making would not be significant, thus satisfying the
stipulation of resolution 33/120 quoted above. As regards the actuarial
implications, however, these can only be worked out by actuaries and preferably by
the Fund'S own ac~uaries who are already familiar with the situation of the Fund.
The Commission regrets to say that up to the close of its tenth session the
Commission had been unable to obtain from the Pension Fund any estimate, even
tentative, of the actuarial implications of the various alternatives which it was
studying. If only fo~' that reason it is prevented from recommending a long-term
solution this year.

84. The Commission therefore has no alternative but to continue in 1980 to search
for a solution along the lines it has indicated in paragraph 80 above. This it
intends to do in co-operation with the Pension Board with a view to the elaboration
of a long-term solution to enter into effect no later than January 1981.

7. The WAPA adjustment system

85. In the meantime the question arises what should be done about the mechanism
for periodic adjustments of pensionable remuneration by the movement of WAPA,
instituted by General Assembly resolution 1561 (XV). The Commission has pointed
out the anomalies produced in present circumstances by this method of making
world-wide, across-the-board adjustments based on an average movement: pensionable
remuneration in some countries has increased much more than would be justified by
inflation or changes in currency equivalencies in those countries, 13/ while in
other countries even the 25 per cent increase which occurred betwee;-l January 1977
and 1 July 1979 has not sufficed to maintain the value of pensionable remuneration.
It can already be stated that the level which will be reached by the WAPA index in
September 1979 will justify, under the existing arrangements, a further 5 per cent

12/ This paragraph reads as follows: "no change in the pension adjustment
system should entail an increase in the present or future liabilities of Member
states" •

13/ Including the comparator country, where CPI increased by 18.7 per cent
between 1 January 1977 and 1 July 1979 while pensionable remuneration increased by
25 per cent. In August 1979, however, there were indications that the rate of
inflation in the United States might soon exceed the rate of rise of WAPA, unless
the evolution of the exchange rate should accelerate the moveme~t of WAPA, as it
has since 1975.
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increase in pensionable remuneration on 1 January 1980. 14/ The cost to Member
States of their share of the resulting increases in contributions to the Pension
Fund would be of the order of $7.5 million. The increase in pensionable
remuneration would further exaggerate the already-existing anomalies: the
excessive proportion of a staff member's net income devoted to his pension
contribution in low-post adjustment countries; the unwarranted increase in pension
benefits exceeding the extent of inflation in countries below the level of WAPA.

86. The Commission is therefore of the vpinion that, provided the condition set
out in the following paragraph is met, the General Assembly should decide to fr~eze

the operation of the mechanism for adjustment of pensionable remuneration
instituted by its resolution 1561 (XV) pending the adoption of a long-term solution.

87. However, the Commission could not recommend the freezin6 of the WAPA
adjustment system - that is, the freezing of pensionable remuneration at its 1979
level - withQut being assured that that measure will not be prejudicial to those
who are already disadvantaged by the inequitable working of the present system.
They are those whose pensionable remuneration has already fallen in value fer below
the income replacement level deemed normal by the Commission and below that
prevailing at the base of the system in New York. The WAPA adjustments based on
average measurements have not sufficed to maintain the lev(l of pensionable
remuneration and pensions in these circumstances; for those ;~ho take their
retirement in 1980, the withholding of the adjustments of 5 per cent and perhaps
10 per cent which would otherwise have come due would result in a further
aggravation of the loss in value of their initial pensions.

88. The Commission therefore considers it indispensable that, concurrently with
the freezing of the vlAPA adjustment system, an appropriate interim measure should
be enacted to prevent the pensions in question from falling below a predetermined
minimum level. Sach a measure is necessary not only to protect the category of
staff members concerned against further inequitable treatment but also to preserve
the cohesion of.the common.system. The Commission cannot ignore.- nor can the
General Assembly - the implications for the common system of the indications given
by some of the organizations - in some cases by resolutions adopted by th~

Governments in the legislative organs of those organizations - that unless action
is taken to correct the anomalies of the present pension system, they would feel
obliged to take action outside the common system. It is to be hoped that those
organizations will continue to show patience if suitable interim measures are
adopted While the search for a long-term solution continues.

14/ Note by the secretariat of ICSC: When the post adjustment classification
for September became known, after the close of the Commission's tenth session, it
was found that WAPA had reached 134.75. By the normal processes of rounding-up
applied throughout the post adjustment system and applied on previous occasions to
the readings of WAPA, this is equated to 135, so that the second further increase
of 5 per cent referred to in the Commission's report also becomes due from
1 January 1980. If the mechanism of resolution 1561 (XV) is allowed to continue
to function, pensionable remuneration will then be set from 1 January 1980 at
135 per cent of gross salary. The additional cost to Member States of their share
of the increase in contributions to the Pension Fund (14 per cent of the higher
level of pensionable remuneration) for the full 12-munth period is estimated at
approximately $10 million.
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8. Interim mearnlre

:\". As to ,.hat t.h(~ interim mensure should be the COllunission has noted that,
i\H~t)ftU' :\8 it ,rould talw the form of nn nd.1ustment of the initial pensions
('",)nc01.'n(hl and \Oould not modify the \nw in \Ohich pensionable remuneration is
\'stablir,hed.. it \rould fall \Oithin the competence of the Pension Board. The
Comraissh'n further noted that the BOl-u'd had instructed its Secretary ato stUdy the
l'\"'ssil.'ility ()f interim m(~nsures intended to deal ,dth at least some manifestations
vt' the :',nvm:\~ ies refel:'reti to in the General Assembly resolution on an interim
basis". It \OM informed by the Secretary of UNJSPB of the lines along which he
W(\$ 'ol'",'rkinc: in prepnrine: the interim measure \vhich the Board had aslted him to
l'rep:n-\'.

,)t'\. Accor-iinf1; to the information given to the COllunission:

"'1'he l'l"op...)sed interim measures are intended to ensure that the local
cUl'rency 8nlcunt of a periodic benefit payment conunencing on the separation of
n participant in 1080 shall not be less than the amount wr.ich \vould have been
pt\vablc if. tluring the period used to calculate his final average remuneration
thE-l'e iol'..."Iuld have been used instead the net remuneration in local currency.
including post adjustment~ of a participant with an identical salary
classificatiol'l. in the country of retirement. As such, the interim measures
would app~" sole~v to pal"ticipants who, imn~diately before separation or
death, were in the Professional category or above.

"The excess, if any, of the pension amount so calculated over the amount
which would otherwise ~.ave been applicable under the present system of pension
adjustment would be paid as an interim supplement on a monthly basis from the
date the pension becomes payable until the end of 1980, pending the submission
of agreed proposals for more comprehensive action by next year's General
Assembly. Such proposals to become effective from 1981 onward would have to
determine the level of subsequent payments for all past and future pensioners,
including those who separated in 1980. ti

91. It was further explained by the Secretary of UNJSPB that:

I~or a given staff member, benefits from the Joint Staff Pension Fund,
1.hich are based on a participant I s pensionable remuneration averaged over the
36 calendar months of highest pensionable remuneration within the last five
~'ears of his contributory service, will represent different percentages of
final average net remuneration at each level of post adjustment index. Annex I
to the report on the second meeting of the Working Group of the UNJSPB
illustrates the amounts of pension payable after 30 years of service
(i. e., 60 -per cent of pensionable remuneration) and expresses them in terms
oi' percentage of i'inal average net remuneration (i. e., 3-year average of net
salary plus post adjustment) at different dates for different countries and
for different levels of grade classification . It will be seen from the tables
contained in that annex that, on 1 January 1979, 60 per cent of final average
remuneration represented less than 60 per C(~t of final average net
remuneration in the following countries of retirement for some or all grades
of sala.ry classification ~
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I 60 per cent pension as percentage of net remuneration in:
1'1

Grade/Step Austria France Switzerland

P-l/X 53.8 53.4 46.4

.l.dy the P-2/XI 56.1 55.7 48.4

~utions P-3/XIII 58.8 58.4 50.7
tm P-4/XII 61.2 60.8 52.9
1 he
~o P-5/X 64.2 63.7 55.5

D-l/VII 65.7 65.3 57.0

D-2/IV 67.3 66.8 58.3
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liThe proposed int.erim measures described above would provide a m1n1mum
pension of Go per cent uf final average net remuneration after 30 years of
service. They would thus benefit the participants at the lowest professional
classification to a greater degree than those at the higher grades. rt

92. As regards the applicability and modalities of the proposed interim measures?
the statement of the Secretary of UNJSPB gave the following indications:

liThe proposed interim measures would apply to the new periodic benefits
to become payable in 1980 to participants separating in that year who, at the
time of separation, were in the Professional category or above. The measures
would not affect any of the lumP-S1Dn benefits, including withdrawal settlements
and lump-sum commutations.

liOn the basis of the present levels of net and pensionable remuneration,
it is expected that the proposed measures would apply at the following levels
of post adjustment classes:

Grade Steps Classes of Post Adjustment

P-l I-VI 10 and above
i'und, P-l VII-X 11 and aboverer the
five P-2 I-VI 11 and above
of P-2 VII-XI 12 and above
Annex I

P-3 I-VI 12 and above

P-3 VII-XIII 13 and above;erms
)f net p-4 I-V 13 and above
land p-4 VI-XI 14 and above
! tables
Lverage p-4 XII 15 and above

P-5 I-Ill 14 and above
~rades

P-5 IV-IX 15 and above

P-5 X 16 and above

D-1 I-Ill 15 and above
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""lhn~" in :, t'~'tlntl'~' \",h~t'e 17 classes of post atl.1ustment are in effect,
t11<"- It'\'~,l "\UTellt'~· V,'l1sh'n \~0\lld be increased by the follmving supplements:

\~t~!g, ~itep

1'··1 VI

1'.• 4 V

j~,·l TII
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fn~culati0n of interim supplement

"':Ihe interim measures for 1980 1Vould operate as follm~s: the pensions
woula first 0e calculated in accordance 1Vith the Regulations and the present
syst(m, of pension ad.,iust.ment; thus, both a dollar pension and a local currency
pension would ~e determined for eact new pensioner. In the case of a pensioner
from the l''rofessional category or above ,.ho furnishes proof of residence in the
CO'Ultry of retirement - the same type of proof now required if he wishes to
benefit from the full scope of the present adjustment system including the
pTovision for a guaranteed minimum in local currency - a ne1V final average
remuneration in local currency would be calculated on the basis of the scales
of net sslary and of post adjup~ent 1Vhich were in effect in that country
during the : .;-month period over which the participant's final average
remuneration was determined.

"That new final average remuneration would then be used to ~alculate the
participant I s minimum pension in local currency, using his period of
contributory service and the accumulation rate provided under the Regulations.
Any excess of' such amount over the local currency pension calculated in
accordance l·rit'l the system of pension adjustment would be added as a supplem61"t
to the period:i:: pension payments to be made in 1980.

I1The interim supplement cOlIlJluted in accordance with paragraph 16 above
would he subject to the same adjustments in 1980 as the local currency pension
of' the participant as determined under the system of pension adjustments
u:i:r.hol1t an)- :further reference to the levels of net remuneration and post
adjustment in the country of retirement. tl

93. The Secretar,:,- of UI'iJSPB inf'ormed the Commission that the Fund's Consulting
Actua,,~- prcnrisional'l.y estina:ted that the cost to the Fund of the additional benefits
vmen it woulii have to provide in 1980 under this scheme would be of the order of
$500,000, which extra outlay he considered the Fund could absorb.
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94. 'fhe C01T.mission finds tlmt sucn an interim m~usure would in general sa.tisfy the
objectives which it considers essential. It sup;gests that the fixin~~ of the
"floor" at the level "'"here u pension of 60 per cent of pensionable remuneration
,yould be exactly equivalent to 60 per cent of net remuneration migh t be
reconsidered~" bearine; in mind that the pension would normally be suo,;ect to
taxation, its final value would therefore be less than 60 per cent of the staff
member's pre-retirement net income and, considering this to be the minimum
acceptable level; some members of the Commission believed that the floor should be
set slightly higher, so that it ,yould preserve a minimum value of the pension at
65 or 66 per cent of net remuneration. Such a level would still be such that it
would not prejudice the SUbsequent adoption of a permanent solution, being lower
than the levels foreseen in either of the alternatives III and IV.

95. Similarly, the Commission suggests that lest the financing from the resources
of the 11'und of the proposed supplementary payments should be seen as a problem, for
1980 or for subsequent years, it should simultaneously be de-::ided,. again as an
interim measure, that wherever the level of pensionable remmleration of a staff
member falls belOiY the level of total net remuneration, the contributions paid by
the organization and by the staff member should be based on Lotal net remuneration.
The Pension Fund will thus be assured of additional resources both to meet the cost
of the interim measure proposed for 1980 and in anticipation of additional
commitments possibly resulting from any long-term solution to be adopted
subsequently (should such a solution entail additional commitments, which is not
at all certain).

96. Since the UNJSPB will be considering this interim proposal at its resumed
session in September, after the Corr~ission has adopted the present report, the
Commission cannot foresee what action the UNJSPB will take. It does however
express its firm hope that the Board will recommend to the General Assembly an
interim measure similar to - and not less satisfactory than - that now envisaged
and that the General Assembly will adopt it as an indispensable corollary to the
freezing, recommended by the Commission, of the costly and ineffective WAPA
adjustment system. The Commission has authorized its Chairman to present an
addendum to this report, should that appear necessary in the light of the
deliberations of UNJEPB in September.

9. The General Service category

97. It has been noted that the Commission's consideration of the problem of
pensionable remuneration has been concentrated almost exclusively on the
Professional and higher categories. The reason for this was that the problems
which had led to the Commission's being asked to take up the study as a matter of
urgency relate specifically to the internationally-recruited, expatriate
Professional ~nd higher category staff. 15/ The Commission has sought to find
first a solution to this most pressing problem. That it is aware of problems
concerning the method of establishment of pensionable remuneration of the General
Service category, it made abundantly clear in paragraphs 281 to 296 of its fourth
annual report. It had hoped - and still does hope - that when it can recommend

15/ Some of them consequently do concern also non-locally recruited,
expatriate, General Service staff members.
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0. long-t.urn solution for the Pr.ofessional category, that solution will provide a
h,,':v I\G to how the problem of the General Service category should be solved, bearing
in mind that. t.h(~ t,,,o co.tegories are treated ,,,ithout distinc'bion by the Regulations
"r th':.' Pension Fund, the only diffel'ence lying in the way in which their
pens1.onnble remunet'ntion is established, Concern has been expressed that by
I~om'~~ntrntinf( first. on the search for a solution to the problems of the
rl~fussiono.l category, the Comnission would neglect the General Service category
and plac0 it in an unfavourable solution, Some have therefore urged that the two
cate1,:ories be dealt ,.rith simultaneously and in parallel; others have feared that
doin~ so miGht result in worsening the conditions of the General Service category
in some duty stations where their situation with respect to pensionable
remuneration is at present relatively favourable, To these two contradictory
concerns the Commission can only give an assurance that it is well aware of the
problems concerning pensionable remuneration and pension entitlements of General
Service staff members in different duty stations (includi.ng non-locally recruited
staff) and will do its utmost in 1980 to find a solution for them which will be
compatible with that found for the Professional category and, above all, equitable.
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CHAPTER IV

CONDITIONS OF SERVICE OF THE PROFESSIONAL AND HIGHER CATEGORIES

A. Comp~riscn to be rr.ade in application of the
Noblemaire principle

1. Evolution of the margin between the remuneration
of the Uniten TTations common system and that of
the comparator national civil service

98. The Commission has continued, in execution of the mandate entrusted to it by
the Gener~l A~sembly, to keep the relationship between the levels of remuneration
of the compara'or civil service, &.t present that of the United States of America,
and the United .~ations common system under continual review and has examine~ a
report on the evolution of this relationship at each of its sessions.

99. Because of the pressure of othp.r business in 1979, the Commission has not
been able to progress in the development of a method for comp~rison of total
compens~tion, to which it referred In paragraphs 93 to 104 of its fourth annual
report. However, the study mentioned at that time as being made by the United
States Government has now been completed and the Commission plans to see in 1980
to what extent the methodology developed there can be adapted to international
comparisons.

100" The comparison therefore continues to be made on the basis previously
approved by thl~ General Assembly, namely, the net remuneration of officials of the
two services having a dependent spouse but no children and between the
headquarters of the two systems, Le. Washington, D.C., for the United States
Civil Service, and New York for the United Nations common system, with due
allowance for the difference in cost of living between the two cities. The margin
is expressed as the weighted average of the ratios found at the several matching
grades, averaged over a 12-month period from 1 October of each year to 30 September
of the following year.

101. On that basis and using the grading equivalencies from P-l to D-l and from
GS-9 to GS-16 as approved by the General Assembly at its thirty-third session (see
paras. 105-108 below), the average margin for the 12-month period from
1 October 1978 to 30 September 1979 was as shown in the following table.

102. The comparable figures for the preceding period, October 1977' to
September 1978, were as follows:

(a) .Average ratio of net remuneration at matching grades:

(b) Cost of living ratio New York/Washington:

118.8

108.1'

(c) Average ratio, adjusted for cost of living differential: 109.3
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(and
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P-5 = GS-14 \.ith a ,.eir:ht of 100

and D-l =GS-l() \.ith a. "eight of 100

106. Althou~h the stud..v had included an analysis of D-2 level jobs, the COlU1llssion
reserved its position as regards the equivalency for the D-2 grade. The
pl.,...ints-factor system u~ed in the study had been designed to cover the range of
~'~ies P-l to D-2. No jobs graded higher than D-2 had been evaluated. Thus "hile
it had been possible to determine the highest point level of the D-2 jobs
evaluated~ it had not been possible to determine the low'est point level of jobs
graded higher than D-2. Since the upper limit of the D-2 point range in the
evaluation instrument had not been established "ith the benefit of this additional
check, the Commission considered that the results that had been obtained "ere not
conclusive as regards the equivalent U~ited States Civil Service grade levels for
the D-2 grade. Accordingly, the Commission concluded that a further study airr.ed
at establishing the equivalency for grade D-2 should. be mdertaken in the future.

107. As regards the assistant secretaxy-general (ASG) and under-secretary-general
(USG) and equivalent levels (assistant director-general and deputy
director-general), the Commission reported to the General Assen"-oly the reasons
which had led it to decide that these levels not be included in the study:

" 'Vhile similar jobs at the D-2 and Im.er levels could be found in rr.any
of the organizations of the United Nations common system, jobs at this level
were usually uni<l.'ue, which made comparisons difficult within the comrr.on
system and even more difficult with a comparator civil service. The
differences in functions bet"een the international civil service and a
national civil service increased at the higher grade~ but became most marked
at those two levels. While the D-2 grade ,"as in effect the top of the career
service and a level at ,.hieh comparison on the basis of job e'valuation
'Lechniques could still be made, grades above thiit level were influenced r 
political considerations and by the standing of the in~ividual to be
appointed. Many of the persons appointed at those levels came from the
higher levels of their national civil service and served in the international
orgaaization on a fixed-term basis for only a few years. When evaluc:.ting the
remuneration offered them, they thus tended to make comparisons with senior
civil servants OJ.~ their own country~ posted in the same duty station, rather
than witn the United States Civil Service. In any case, the salaries
establisl>ed for 'those levels could not be dissociated from that of the
Secretary-General of the United Nations.

"One lIl€lIlber of' the Commission conte..'lded that at least at the assistant
secretary-general level positions in the common system could be compared to
Eicilar positions in the United States Government. Most members, however,
cansiaered that salaries at that level could not be established by the type
of direct comparison nade for other grades in application of the Noblemaire
principle but that account must also be taken of all the other special factors
rel'':va:ut at, the very highest levels. It was for these reasons that no attempt
hatt bQen lllade to establish precise equivalencies between the assistant
secretary-general and under-secretary-general grades and grades of' the United
States Civil Service. 1l 19/
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108. The General Assembly, in its resolution 33/119. approved the grading
equivalencies recommended by the Commission o:t grades P··l to D-l inclusive.
HOIfcver, in suction Ill, paragraph 2, of that resolution. it requested the
the GOlTiIPission:

.; to continue its study of ~rade €.·quivalenclE:'s betire-en the United ]'Jations
common system &1d the comparator national civil service in order to determine
the proper equivalent grades in the comparator system for the United Nations
erades of D-2 and assistant secretary-general, and to report its findings to
the General Assembly at its thirty-fourth session."

In paragraph 3, it further requested that the Commission:

" study the feasibility of identifying posts of equivalent functions and
responsibilities for the post of Under-Secretary-General and to report to the
General Assembly at its thirty-fourth session."

Getting up of the study by the Commission

109. At its ninth session, the Commission examined on the basis of a document
prepared by the Secretariat a series of alternative approaches to the carrying out
of grade equivalency studies at each of the D-2, ASG and USG levels.

L

110. The representative of CCRQ affirmed the organizations' commitment to
co-operate in the study although they were not convinced it would lead to useful
results. The organizations shared the views expressed by the Commission in the
paragraphs of its fourth anrual report quoted above regarding the difficulties
involved in determining equivalencies for jobs at the ASG and USG levels. They
noted that those. higher grades did not form :I;:al't of the normal career structure and
appointments at them were only made on a fixed-term basi6. In the case of the
smaller orsanizations, the highest levels of the United Nations grades corresponded
to that of the executive head. The recruitment procedures for grades D-2 and
above differed from those for lower grades in that individuals were selected not
only for their competence but also taking into account political considerations.
Although a certain logic had been introduced over the years in the salary scales
of these levels, the salary structures could not be said to "be based entirely upon
the same considerations which governed the lower level grades.

111. The Commission recognized again the difficulties involved in carrying out
grade equivalency studies at these higher levels. In addition, it noted that
recent r.hanges in the remuneration system of the comparator civil service would
fill'ther co~rl icate the task; for example, the United States Government had
acknowledg .hat the correlation of pay to job content in those higher level
positions w~1ch became part of the new Senior Executive Service (SES) would be of
the order of only 0.7. Other practical difficulties while doubtless not
insurmountable could be expected to arise. The Commission noted with satisfaction
the statement by one of its members to the effect that she had been reassured thUG
maximum assistance would be given by the United States authorities in carI'ying
out the survey, in particular as rega::"ds the provision of the requisite job

Irs descriptions. Since the General Assembly had requested the Commission to make a
lpt study of the D-2 and ASG grades and considering that the difficulties invo].ved in

a study of the USG grade were not markedly q.ifferent from those of the ASG, it
ld was decided that the study should be attempted at all three levels.
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11~, The Comission 'l'eco@.ized that althour;h the grading of jobs at the higher
levels 'W'ithil\ both se'l'\l1.ces \vas based less upon job content than at the 10\~e:l:'

le\~l$. job content ne~ertheless remained the most n~asurable of the elements
aft"e~tin{l: {l:'l"adil'lg, Given 'the diffe'l"ence in the nature of jobs between the United
$t.a'tcs C::' '\til $el'vice and the United Nations conUllon system, the points-factor
e'\"8luatiOl'l. 'lIlethod remained. the most ef:fectivc of the job classification approaches
in t.bat it ~3.S the best suited for comparinB jobs 'Iotithin heterogeneous OCCU1;)ational
~oups and co~risil~ ~'ied combinations of tasks. The Commission decided
t.herefo'l"e that the points-factor evaluation method - the same approach as was used
during the 1>'rcvi<.ms equl.'va.lel'lcy study - would be applied to all three grades.
This ~t.bod w~uld be adjth~ted however to take into account the effects of the
establisblnent. of t.he Senior E>"'ecutive Service on the remuneration of some of the
1'.JnitedStat.es Civil Service jobs to be compared. The Commission further decided
to re-engage the same ccns~ltrolts ~ho ha.d been used fbr the 1977-1978 grade
equivalency study.

(d)

(e)
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114. At its tenth session the Commission examined the reprot of the consultants
(-which is :reproduced as annex VI to the present report). The consultants had
recomnended equivalents for grades D-2, ASG and USG as follows:

115. ::I.'i:re cQD.5ultautsconsidered that the degree of validity of the equivalency
de"'"..er.cined :for grade 1)-2, based on a larger sampling ·of jobs, was now comparable
...,pthat o:f the el1uiJlaJ.ents determined in the 1978 study for grades P-l to D-l.
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Ifm.wver th<.W cons.id(~red that the equivalencies for the ASG Grade and, tl"' a greater
d01\rl~e) for the UGG t~rade, should be re~arded as approxim~ltions. 'l'his 'vas due J j.u
port, to t.he difficulty of coverine: fully by the points-factor system special
rwn··,joh ('outont aspects involved in these hieher-level positions. Sor!'l~ such
special aSl'ect~1 identified by thE:' consultants in certain of the United States
Civil St'l'vi<.'t> posts surveyed ",ere:

(a) 'rhe incumbent's "representativeness" of key or special interest groups;

(b) The incumbent is a supporter of the pOlicies of the Administration and
has the confidence of the President and Cabinet in carrying out those
policies;

(c) The incumbent is nationally or internationally reno\Yl1ed in scientific,
academic or other fields;

(d) The need to bring in officials with high-level managerial skills rather
than specialized technical skills;

(e) The incumbent is called upon to act as a mediator or negotiator in
sensitive matters (political and diplomatic) or to act as advisor
or co-ordinator of activities which do not directly fall under hiS/her
JurisdictiGn.

116. Moreover, even though an attempt had been made to revise the points-factor
system in order to make it more applicable to ASG and USG grades, the system had
not produced distinctions in jobs at these levels in which the consultants had
had the same confidence as for grades D-2 and below. Furthermore, jobs at these
top levels had not been found to be strictly graded according to job content,
within either the common system or the lnited States Civil Service and therefore
had tended to reflect a lesser degree of consistency across department, agency and
organization lines.

Views I.' the Consultative Committee on Administrative Questions

117. The Consultative Committee considered that the fiudings of the study
represented a good basis for determining the degree to which functions and
responsibilities of these higher-level positions could be equated between the two
services. The organizations noted, however, the difficulties which the consultants
had encountered in evaluating the job content of the senior positions compared and
the qualifications required of their incumbents; they therefore accepted the
conclusions of the consultants that the equivalency of grade D-2 was of comparable
validity to that found iD. the previous study for grades P-l to D-l, while the
equivalencies for the ASG grade and even more so for the USG gra.de should be
regarded only as approximations. It had been CCAQ is view that because of their
particular characteristics the most senior posts in the organizations were not
susceptible to easy comparative evaluations through the use of job classification
methods. The consultants' study made it clear that this was also true of the
senior positions in the United States Civil Service. Therefore the findings of the
study led the organizations to the conclusion that the equivalency of the D-2
grade could, if the Commission considered it desirable~ be used for the purpose of
the regular salary comparisons. The approximations as regards the equivalency of
the ASG or USG levels, on the other hand, should be used separately for such
legislative action as might be necessary in reviewing the remuneration of officials
at those levels.

-39-



Gom~l us ions (\ f' the COlllmission Recc

119. I

120.
was si
a nei"
the e
effect
(SES)
Levels

122. T
States
of the
from t
this w
questi
compari
Conuniss
resulte
in the
provide

-40-

E.III under-Secretary for International Affairs and Commodity Programs
(Department of Agriculture)

- 'Under-Secretary of Labor, Deputy to Secretary of Labor (Dept. of
Labor)

E. IT - Director ~ International Communications Agency

- Administrator~ Environmental Protection Agency.

11'). 'I\h0 Ct'll:missi. on noted tha.t the consultnnts' report. had been prepared accordinc;
t" the methodoloCY ',hich it. had previously approved. It also recalled the
di rriculties involved in carrying O\\'t. grade equivalency studies a.t these higher
leveh, "hieh it had pointed out in its last annual report and noted the further
difficulties encountered by the consultants. The Commission concurred with
tht~ vieivs ~~f the consultants that the equivalencies for the ASG and USG grades
C('Uld only bo taken as approximations. As tn "hether the resultc nf the study
shotud be included in the pe~iodic calctuation of the marein, the Con~ission

observed that because of the fe'" staff in these grades they would carry only a
slralh~r il1'oight.inr: in the over-all comparison, so that the effect of their
inclusion or exclusion ',ould in any event be negligible. Notir.F, l:Ci,-ever, that
the D-2 ~rade had been included in the previous equivalency study but had not been
reconll1~nded for u~e in calculatinro the marein because of doubts about the precision
of the equivalency and that a more precise equivalency had resulted from the
present study, the Commission considered that the equivalency at the D-2 grade
should be included together i"ith those at grades P-l to D-l i1> {v.Lure calcula\.ions
of the margin. 'ri"o melUl)ers felt that the report of the COUJIUission should have
included data on the salaries paid in the two services to employees at the ASG
and USG levels and their equivalents. 20/

20/ Note by the Acting Chairman: The data referred to are as follows. The
total-net remuneration of an Assistant Secretary-General in New York in
August 1979 with dependent spouse was $52,893. The net (after-tax) remuneration
of the corresponding United states Civil Service grades, on the basis of the
approximate equivalencies indicated above, using the published salary scales and
disregarding SES pay rates, was $37,613. The ratio of United Nations (New York)
to United States (Washington) was thus 140.6 : 100. The corresponding figures at
the Under-Secretary-General level were: United Nations $57,628; United States
$38,452~ ratio 149.9 : 100.

SOIre examples of jobs at the comparable United States levels are:

E.V - Assistant Secretary for Personnel Administration (Department of Health,
Education and \velfare)

- Assistant Director for Biological, Behavioural and Social Sciences
(National Science Foundation)

E.IV - Assistant Secretary of International Affairs (Department of state)

- Assistant Secretary of Administration (Department of State)

- Assistant Administrator for Africa (U. S. Agency for International
Development)
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119. The Commission accordingly recommends that the General Assembly:

(a) Approve the grading equivalency

D 2 - (GS-17 with a weight of 67
- - (GS-18/E-V with a weight of 33

to be used tocether with the previously established equivalencies at
grades P-l to D-l in comparing United states and United Nations
remuneration;

(b) Note, subject to the reservations stated above, the approximate
equivalencies obtained for the ASG and USG levels.

3. Effects of the establishment of the Senior Executive
Service in the United States Civil Service on
the calc'llation of the margin

120. The Commission noted that as a result of the Civil Service Reform Act, which
was signed into law by the President Gf the United States on 13 October 1978,
a new system for the remuneration of incumbents of management positions within
the executive branch of the United States Government had been established
effective 13 July 1979. Under the provisions of the Senior Executive Service
(SES) incumbents of general schedule positions GS-15 through 18 and Executive
Levels V and IV meeting certain eligibility requirements could elect to enter the
service and be paid according to one of six new (Executive Level) salary rates
to be determined. by management. The transition from General Schedule grades to
the Executive Service salary rates had meant ectual salary increases for the
incumbents of those positions at GS-15 and GS-16 whose salariE3 had been affected
by the Congressionally-imposed ceiling of $47,500.

121. The Commission considered it necessary therefore to take into account the
effects of SES on the calculation of the margin in respect of the equivaleni;s
already established for grades P-l to D-l. The Commission noted that only grades
P-5 and D-l were affected as the incumbents of the positions in the General
Schedule grades found equivalent to grades p-4 and below were not eligible to
enter SES. It further noted that since SES came into effect on 13 July 1979 its
implementation would only affect the current margin for two and a half n:onths
out of the 12-month period of October 1978 to September 1979.

122. The Commission considered the question whether the salary rates of the United
States Civil Service grades to be used in calculating the margin should be those
of the officially ~ublished salary scales or those of the salary rates resul~ing

from the temporary ceiling imposed by the United States Congress. It noted that
this was the first occasion on which it had been required to consider this
question as before the implementation of SES the United States grades used for
comparison purposes were unaffected by the Congressionally-imposed ceiling. The
Commission decided that the published salary scales should be used, because they
resulted from the normal process of job analysis and comparison with salaries paid
in the market-place for work or equivalent value and responsibility and thus
provided a scale of compensation which differentiated between positions with
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different levels of responsibility. They were the rates of pay established by t' e
comparator country under normal salary administration principles. In addition,
the Comndssion also felt that it was questionable whether the United Nations'
salary system should fluctuate according to domestic political considerations of
the comparator country, particularly having regard to the temporary nature of the
current salary ceiling.

123. The effect of the introduction of SES on the over-all marp,in for the
current 12-month period would be to reduce the weighted average ratio of net
remuneration from 120.6 (as sho,m in paragraph 101 above) to 120.3 and the ratio
adjusted for New York/Washington cost-of-living differential from 113.9 to 113.6.

124. The Commission intends therefore to take into account in future calculations
of the margin the effect of the introduction of SES in the United States Civil
Service, on the basis of the officially published salary rates for the matching
United States Civil Service grades. It will also take into account the effect
of additional remuneration in the form of performance a'Tards that will re granted
in f~t~e years as part of the genior Executive Service scheme.

4. Preliminary guidelines to methodology for identi fying
the highest paid national civil service

125. In its second annual report. the Commission had recorded its consensus that
for purposes of applying the Noblen:aire principle flthere was no evidence currently
which would justify a conclusion that the federal civil service of the United
States of America, which for the past 30 years had been taken as the guide in
establishing the level of United Nations remuneration, should no longer be used
for that purpose. It agreed that the question should be kept under
revi evT ••• ". 21/

126. Since then, doubts had continued to be expressed, both in the Commission's
debates and in those of the Fifth Committee of the General Assembly, as to whether
the Federal Civil Service of the United States was indeed still the highest paying
national civil service, and so should continue to be used as comparator for
determining the salary levels of the Profess~onal and higher categories of the
United Nations system.

127. At the Commission's ninth session, the President of FICSA stated the
Federation's view that United Nations salaries were no longer competitive and
advanced as proof, on the one hand, recruitment difficulties experienced by the
organizations, as illustrated by the increasing rarity of recruitment at the P-l
and P-2 grades, and, on the other hand, the fact that some Member States found it

. necessary to offer to their nationals serving in international organizations
supplements to their United Nations remuneration.

123. ~he Commission asked for further information on this latter point and at its
tenth session was given details of legal provisions enacted by 'three Hember States,
the Federal Republic of Germany, Japan and the United States of An:erica (see
annex VII). It made a preliminary study of this inforn:ation in relation to the

so
und
to

130
on
gui
tha
num
and
wit
com
ben
hav
Co
the
be
timJ
inc]

131
art·
sta
n:ont
him
subs
the

132.
in t
last
of P

Lsrwre:m=m

21/ !bid., Thirty-first Session, Supplement No. 30 (A/31/30), para. 131. ~
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adequacy or otherwise of present levels of United Nations remuneration and to the
obligations of Member States and staff members. Noting that there were important
differences between the measures adopted by the three countries and considering
that other Member States might be following similar practices, the Commission
decided to keep the matter under review.

129. At its ninth session, the Commission had also reaffirmed its commitment to
make a study to verif,y whether the United States Federal Civil Service was indeed
still the highest-paid national civil service. It reiterated its intention to do
so at the earliest feasible time and, observing that the survey would be a major
undertwting of considerable methodological complexity, requested its secretariat
to begin to study the methodology forthwith.

130. The Commission began consideration of such a methodology at its tenth session
on the basis of a note presented by its secretariat. It endorsed the basic
guidelines which it had put forward in paragraph 131 of its second annual re~ort

that the comparison should be limited to national services employing significant
numbers of staff at the relevant levels and having established grading patterns
and conditions of remuneration and benefits; and that studies should be pursued
with a view to arriving at a methodology permitting comparison of "total
compensation", inclUding such elements as pension, insurance and other monetary
benefits. Having heard the views of the organizations and of the staff and
having identified a number of the methodological problems likely to arise, the
Commission decided to continue its study of the matter at its next session on
the basis of revised proposals. It noted again that the study would necessarily
be complex in design and entail collection of a considerable amount of data; its
timing would have to be co-ordinated with the Commission's other commitments,
including the establishment of a methodology for total compensation comparison.

B. Operation of the post adjustment system

131. The Commission has continued to perform the function entrusted to it under
article 11 (c) of the Statute, of establishing llthe classification of duty
stations for the purpose of applying post adjustments ll

• This is done by way of
monthly circulars issued by the Chairman acting under the allthority delegated to
him by the Commission. (Similar circulars announce changes in the rates of daily
subsistence allowances, established by the Commission under subparagraph (b) of
the same article.)

132. Annex VIII shows graphically the movement of post adjustment classifications
in the headquarters duty stations from 1 January 1977 (when the salary scale was
last n:odified) up to the present, as well as the movement of the Weighted Average
of Post Adjustments (WAPA).
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CHAPTER V

CONDITIONS OF SERVICE OF THE GEl~ERAL SERVICE CATEGORY

A. Action by the Commission under article 12 of its statute

Introduction

133. The Commission recalled in its fourth annual report 22/ that~ in view of the
General Assembly1s re~uest in paragraph 5 of section III of its resolution 32/200
that the Commission advance to 1980 its next survey in Geneva and judging it
desirable that before making a second survey in Geneva it should complete surveys
in the other head~uarters duty stations so as to draw whatever conclusions might be
possible from them regarding the general ~rinciples of methodology for such surveys,
it had agreed upon an accelerated time-i',able by which it 1'Tould carry out all the
remaining surveys before 1980.

134. As "nIl be seen from the following sections~ the Commission has indeed
completed surveys in London and Montreal~ has carried out the data collection for a
survey in New York and is far advanced in preparation for the survey in Rome, the
data collection phase of which will be concluded before the end of 1979 and the
results examined by the Commission, together with those of the New York survey, at
its eleventh session in February-March 1980. With the first survey in Geneva and
that previously carried out in Paris, and bearing in mind that a survey was carried
out in Vienna by the International Atomic Energy Agency in co-operation with the
United Nations before the Agency accepted the Commission's statute (cf. paragraph 2
above), the first round of head~uarters duty stations will be completed by
March 1980. In the meantime, as is recorded below, the Commission has begun
preparations for the second Geneva survey, in consultation with the administrations
and staff of the Geneva-based organizations, so as to avoid the difficulty
experienced on the previous occasion due to the shortness of the time available for
the survey.

135. It cannot be overlooked, however~ that this extremely heavy concentration of
salary surveys in one year has placed a considerable strain both on the time of the
Commission itself and on the resc'urces of its small secretariat. Fortunately, it
should be possible in future to space the surveys out more evenly, otherwise
consideration would have to be given to different procedures for dealing with them
(a proposal has been made by one member that in due course the Commission might
consider entrusting the making of such surveys to a subsidiary Qudy) and to
augmented secretariat resources.

136. Partly because of the amount of time devoted to actual surveys, the COlllI:lission
has been able to make little progress in attempting to draw up a general methodology

22 Ibid., Thirty-third Session, Supulement No. 30 (A/33/30), paras.,298~30l.
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therefore have to be continued in 1980 and in the meantime the second Geneva survey
will also have to be made according to an ad hoc methodolorY, albeit one enriched
and refined by the experience the Cowmission has acquired, since it left Geneva in
1977, of surveys in five other headquarters cities.

1. Salary sc~les of staff in the General Service category in London

137. As the Commission informed the General Assembly in its fourth annual report, 23/
it had decided that the third survey it would carry out under paragraph 1 of
article 12 of its statute would be in London. In accordance with guidelines
established by the Commission at the eighth session, the survey was made by
preselection of a group of 22 presumed best employers from various sectors of
activity, including the public service, the list of ~fhich was established in
consultation with the representatives of the Secretary-,General and of the staff of
mco and appr'oved by the chairman of the Commission.

138. The data collection was carried out in the latter part of 1978 by a team
composed of one member desigr.ated by the Secretary-General of IMCO, one menilier
designated by the Staff Committee of IMCO and one member of the secretariat of the
Comm;"lsion who acted as team leader. In its examination of the data, presented at
the ninth session, the Commission gave full opportunity to the representatives of the
Secretary-General and of the staff of Ir1CO to express their views. It recorded its
appreciation for the co-operation and assistance it received from both parties in
doing so.

139. Out of the 22 employers contacted, 8 declined to participate. The conclusions
reached by the Commission were therefore based on the data provided by the
14 employers retained for the final analysis; together they employed a total of
nearly 13,000 office employees as compared to about 150 staff members in the Genera.l
Service category at IMCO.

140. Seven jobs, covering grades G-4 to G-7 of the IMCO scale, were retained in the
final analysis. Together, they represented 52 per cent of the I~~O work~force in
the General Service category. All 14 employers surveyed provided data for two of
the jobs and the great majority provided data for the remaining five jobs. The
Commission was therefore satisfied that the jobs surveyed were representative of the
corresponding IMCO work-force and that comparable data had been obtained from a
sufficient number of the employers surveyed•

141. The Commission determined for each job the external matching point at the
75th percentile of the average total net remuneration paid by each outside employer
for that job, due weight then being given to the number of IMCO staff employed in
each of the jobs for converting the data into matching salaries for each of the
IMCO grades covered by the survey. Account was also taken of the differences '-found
to exist between the conditions of employment other than salaries available to IMCO
staff and those offered to outside employees. The internal matching point at which
the outside salaries were equated to the IMCO scale was step 5, '6-f each grade, or
slightly below the mid-point. In agreement with the represe~tatives of the
Secretary-General and of the staff of IMCO, the Commission, in constructing the

23/ Ibid., para. 299.



salary scale around the salary figures obtained by the sur'Vey, corrected as far as
possible some defects of the existing scale. Using as a starting point the actual
salary obtained for the central most populated grade G-5, at step 5. a scale was
constructed~ reprodl1ced as annex IX to the present report, which the Commission
recommended as reflecting adequately the best prevailing conditions and salaries in
London as at 1 January 1979. By comparison with the scale which had been in force
in IMCO since 1 January 1978, the recommended scale represented an increase at all
grades, these increases ranging in descending order from bottom to top of the scale
from 18.8 per cent at step I of grade G-2 to 11.6 per cent at step I of grade G-8.
The over·"all weighted average increase for the scale as a whole ";Tas 15.4 per cent.

142. In evaluating this average increase. it should be borne in mind that during the
same 12-·month period the United Kingdom Index of Average Earnings I.Tent up in gross
terms by 13.3 per cent which corresponds to about 12 per cent in net terms. Thus,
the average net increase of 15.4 per cent resulting from the Commission's
recommendations was only 3.4 points greater. The Commission was confident that
this slight improvement in the salaries of the General Service category was due
essentially to the fact that the method it adopted on this occasion reflected best
prevailing conditions of employment in London more accurately than the method
formerly applied.

143. The Commission further decided that the United Kingdom General Index of Retail
Prices should be used as an indicator of the time at and extent to which salaries
should be adjusted between surveys. The Index would be read every month and net
salaries would be increased as of the first day of the month following that when the
Index had reached or overtaken a level 5 per cent above its level at the time of
the previous salary increase; to take account of the effect of taxation, the increase
in net salaries should correspond to 90 per cent of the movement of the Index. The
Commission also invited the Secretary-General of IMCO to keep a close check on the
movement of the United Kingdom Average Earnings Index and to inform the Commission
if it should exceed or lag behind the movement of the Index of Retail Prices by a
margin large enough to justify consideration by the Commission of possible corrective
action.

144. In compliance with its mandate under article 11 (b) of its statute, the
Commission also considered the level of dependency allowances payable to staff in
the General Service category in London. Having examined the amounts of family
allowances payable under the United Kingdom social security system and the tax
abatements allowed on account of dependants, the Commission recommended a scale of
family allowances to be established, also with effect from 1 January 1979. By
comparison with the existing scale, the recommended scale represented an increase,
in pounds per annum, from 173 to 180 for the spouse allowance, from 130 to 246 for
the children's allowance in the case of married employees (and from 303 to 531 in
the case of single, divorced or widowed employees) and from 147 to 246 for each
additional dependent child. There was no increase in respect of secondary
dependants. These big increases in the rates of family allowances reflect
substantial improvements in family benefits in the United Kingdom. particularly
under the social security system, since the family allowances were last revised
by IMCO.

145. The findings, conclusions and recommendations of the Commission were set out
in detail in a report presented to the Secretary-General of IMCO. This report was
transmitted by the Secretary-General of IMCO to the Council of the organization
which approved the Commission's recommendations and authorized their implementation
with effect from 1 January 1979.
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2. .Salary scales of staff in the General Service cateP-\.Jry in Montreal 

146. The fourth survey carried out by the Commission under paragraph 1 of article 12 
of its statute was in Montreal. At the request of the Cow~ission~ acting under 
article 27 of its statute, the Secretary-General of ICAO accepted responsibility~ 
on the Commission's behalf~ for the fact-finding phase of the collection of data from 
outside employers. 

147. The data collection was carried out in the early months of 1979 and the data
 
were presented to the Commission at its tenth session. In its examination of the
 
data, the Commission gave full opportunity to the representatives of the Secretary

General and those of the staff of ICAO to express their views. It noted with
 
appreciation the spirit of co-operation and frankness which was displayed by both
 
parties in doing so.
 

l48. The conclusions reached by the Commission were based on data provided by 
22 employers pre-selected with the agreement of the Secretary-General and of the 
staff of ICAO as being among the best employers on the Montreal market. They were 
drawn from various sectors of the economy~ including the pUblic sector, and together 
employed a total of nearly 30,000 office workers, i. e. ~ about 74 times the ICAO 
'Nork-force in the General Service category. Subsequently, it was decided to retain 
only 20 of the 22 surveyed employers for the final analysis. 

l49. The previous ICAO practice of surveying a wide range of jobs was followed~ and 
32 jobs representing 79 per cent of the total General Service staff of ICAO were 
covered. In line with the practice followed by the Commission in previous surveys, 
the criteria applied for the selection of jobs to be retained for the final 
analysis were that of representativity of ICAO jobs and comparability with jobs in 
the outside market. Eight jobs were thus retained for final analysis, covering 
seven out of the nine ICAO grades. Some 232 ICAO staff members out of a total of 
405 in the General Service category (or 57.3 per cent of the total population in 
that category) were employed in these jobs. The size of the corresponding work-force 
of the outside employees was approximately 12,000. 

l50. In considering various alternative methods of processing and interpreting the 
data on salaries obtained outside ~ the Commission took account of the fact that in 
previous surveys conducted by ICAO in Montreal the method consistently followed 
vvas that of averaging the salaries paid by the six employers identified as being 
the best over-all. The Commission considered, however, that the choice of six 
employers~ not more nor less~ was an arbitrary one and as such could not be 
retained as a method. It further believed that ICAO competitiveness in the local 
labour market was not sufficiently secured by a method which relied on the ranking 
of' a restricted group of best employers in over-all terms, irrespective of their 
relative r anki.ng for each job. It therefore adopted a method of interpretation of 
the results which consisted in averagi ng , for each job, the salaries of all those 
employers whose salaries were above the average for that job. In determining these 
salaries, due account was taken of the benefits available to outside employees as 
compared to those available to ICAO staff. The scale was constructed on the basis 
of graduated internal matching points: at grade G-3, step 4; at grade-4, step If. 5; 
ai". grade G·-5 ~ step 4. 5 ~ at grade G-6~ step 5; and at grade G-5, step 5. 

l51. On the basis of its findings and conclusions, the Commission recommended a 
salary scale reproduced as annex X to the present report, which, in its op i ni.on , 
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reflected adeCj,uately the best prevailing conditions in Montreal at 1 April 1979,
the date on which the annual revision of the ICAD salary scale was due and did occur.
By comparison 1dth the scale 101hich vas in force at that date in ICAD, the
recommended scale represented salary increases at all grades~ these increases
ranging in descending order f:l"om bottom to top of the scale ~ from 5.3 per cent at
step 4 of grade G-·l to 2.6 per cent at the sP..!lle step of grade G-9. The io1eighted
average of the increases in salary for the scale as a 1·rhole 101a3 approximately
4 per cent.

152. The Con~ission also approved a system of adjustments of salaries between
surveys whereby salaries would be adjusted once a year on the first of April on the
basis of the combined movements of the index of Montreal salaries for the preceding
12-month period, as reported (i) by the Quebec Industrial Relations Institute and
(ii) by Statistics Canada for the finance, insurance and real estate sectors (all
employees) in the ~IDntreal urban area. 'Furthermore~ should the latter index increase
by at least 5 per cent before the month of A~ril~ ICAD salaries would be increased
accordingly as of the first day of the sub3eCj,uent month. This index would be
re-based to 100 in April of every year.

153. In compliance with its mandate under article 11 (b) of its statute~ the
Commission also considered the level of dependency allowances payable to staff in
the General Service category in Montreal. Having considered the amounts of family
allowances already paid to ICAD staff by Federal and Provincial social security and
the tax exemptions allowed on account of dependants~ the Commission adopted a
methodology for the determination of family benefits and recommended a revised scale
of family benefits to be introduced con~urrently vith the revised scales of
salaries.

154. The findings, conclusions and recommendations of the Commission were set out
in detail in a report presented to the Secretary-General of ICAD. It is understood
that the Secretary-General will transmit this report to the Council of ICAD~ together
w~th whatever comments he may wish to make on it. In compliance with article 17 of
its statute~ the Commission will include in its next annual report information on
the action taken on its recommendations.

3. Salary scales of staff in the General Service, Hanual Horkers
and Security Service categories in New York

155. At its ninth session, the Commission took decisions regarding the methodology
of the survey to be made under article 12 ~ paragraph 1, in Nevr York ~ the fifth such
survey to be made by the Commission. After hearing the representatives of the
Secretary-General and of the staffs of the United Nations and of UNDP, the
Commission decided that the survey should cover the three categories: General
Service~ Manual Workers and Security Service. It should be made by preselection
of a group of presumed best employers, between 30 and 40 for the General Service
category and eight each for the other t1VO categories. Lists of employers drawn up
after consultation vith the administrations and the staff were approved. General
directives were given as regards the jobs to be surveyed but final approval of the
lists as well as of the job descriptions was delegated to the chairman. The
Commission emphasized the importance of precise and understandable job descriptions,
particularly considering that this was the first survey conducted by the United
Nations system for the, General Service category in. New York and that its scope
would be more comprehensive than those of earlier surveys for the other two
categories. The Commission expressed its concern that the organizations in New York
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did not have a job classification system for their locally-recruited categories and
that there existed no established and tested formal job descriptions, which meant
tha~ the descriptions had to be drafted for the first time specifically for the
purposes of the survey.

156. The Commission further decided that the collection of data should be performed
by three survey teams each composed of one member designated by the administrations,
one by the staff representatives and one from the Commission's secretariat, the
latter acting as team leader. It estaolished a time-table which it hoped would
enable the results to be ready in time for consideration at its tenth session,
while noting the risk of delays resulting from difficulties in the critical stage of
preparation of job descriptions. It recognized that the calendar it had established
left very little time for carrying out the necessary work but nevertheless requested
that every effort be made to enable it to complete the study at its tenth session.

157. At its tenth session the Commission had before it reports on the data which had
been collected; but, owing to delays of the kind anticipated in the preparation of
adequate job desl'lriptions and the consequent late start of the data collection,
those documents had been distributed only after the start of the session. The
representative of the Secretary-General and that of the staff of the United Nations
(the latter speaking also on behalf of the staff of ~IDP) stated that in the T.ime
available they had not been able to give to these documents the thorough
consideration which the subject-matter required. Furthermore, and perhaps more
importantly, because of time constraints no prior consultations had taken place
before the preparation of these documents between the secretariat of the Commission
and the representatives of the administrations and of the staff. They pointed out
that, contrary to the practice which had been followed on the occasion of previous
surveys conducted by the Commission, the representatives of the administrations and
of the staff had thus not had the opportunity to obtain clarifications concerning
the contents of the documents to be presented to the Commission or to have their
views reflected therein. They felt that on such an important matter the Commission
should be cautious not to take ha~~ty decisions under the pressure of time and without
the benefit of the views expressed, in full knowledge of all the facts, by the
parties concerned. v1hile the representative of the Secretary-General indicated his
readiness to proceed with the consideration of the doc1went in the hope that certain
conclusions might nevertheless be reacped, the representative of the staff stated
that he 'vas not prepared to make any comment beyond his introductory statement.

159. It sa" no possibility of dealing vrith the matter before its next regular
session, either through a working group of its members or through a special session,
and so decided to resume consideration of the item and make ~ecommendations

regarding it at its eleventh session in February-March 1980 on the basis of such
adcHtional documentation as might be necessary, to be prepared by its secretariat
after consultations with the representatives of the administrations and of the
staff of the United Nations and UNDP. However, should it be found absolutely
necessary, the Commission was prepared to reconvene in special session if requested
to do so by the General Assembly.

158. In these circumstances, the Commission, conscious of its statutory obligations
and constant policy not to take decisions or make recommendations on such important
issues as the one under consideration without having given full opportunity to all
parties concerned to express their views, decided that it had no option but to
postpone consideration of the matter.I,,
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160. Meanwhile, the Commission recommended that any further adjustment of' salaries as
might become due should be granted and be, for the time beine, calculated on the
basis of the existing practice pending consideration of the matter in February
March 198,:).

4. ~~ary _~~nles of staff in the General Service cRtegOr~. in Rome

161. At its ninth session the Commission, after hearing the views expressed by the
representatives of the Director-General and of the General Service staff of FAO
jointly with those of IFAD, established guidelines for a survey of best prevailing
conditions to be carried out in Rome in October-November 1979. It decided that the
survey should be made by preselection of a group of presumed best employers; the
list should be dra1m up by the representatives of the Director-·General and of the
staff for the approval of the chairman of the Commission and should include as many
as possible of the employers surveyed in 1974. The aim should be to obtain
information from about 25 employers. The jobs to be surveyed (approximately 21), the
job descriptions and the questionnaire should be based on the experience of the 19'74
survey. The data collection should be performed by three survey teams composed in
the same way as those for the London and New York surveys.

162. The representatives of the Director-General and of the staff of IFAn having
urged that the Commission should if possible establish in advance the methodology
to be used in interpreting the survey data, the Commission considered at its tenth
session proposals for such a methodology based on that applied in 1974 and approved
it in principle, on the understanding that certain aspects might be revised at the
eleventh session when the Commission had the data before it.

5. Salary scales of staff in the General Service categorY in Geneva

163. At its ninth session the Commission had noted that, in view of the request that
it complete the next survey of best prevailing conditions of employment in Geneva
in 1980, it would be desirable for it to begin consideration of question of method
at the tenth session in order to leave ample time for all preparations to be made
and the data collection completed before the twelfth session.

164. Accordingly, at its tenth session it heard the views of the"representatives of
the administrations and of the staffs of the seven organizations ha~ing their
headquarters or major offices in Geneva. It noted' with satisfaction the readiness
to co-operate in the second Geneva survey manifested by all parties and took a
number of decisions recorded in detail in the report on the work of the tenth "
session. In particular it decided that the survey should be made of a sample of
employers selected, on the basis of a preliminary inquiry, as being representative
of the best employers in Geneva; the preliminary inquiry should cover all, or the
largest feasible number, of relevant employers in Geneva. While employers, to be
deemed relevant, should normally have at least 50 office employees, enterprises
with iess than 50 (but not less than 20) office employees might be included if it
could be shovm that they were representative of the branch of economic activity in
Geneva to which they belong. Preliminary inquiries should also be made with a view
to establishing the extent of differentiation in the Geneva labour market in the
remuneration of men and women for work of equal value.

165. The Commission reaffirmed its responsibility for the survey and its intention
to supervise carefully all stages of its conduct, at the same time ensuring full
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consultation with the representatives of the administration and staff. It will
participate in the operations of the survey through its secretariat and, if
appropriate~ through members designated for that purpose; it reserves the possibility
to appoint a working party of its members to resolve on its behalf outstanding
problems should that appear necessary. The Commission expects to receive at its
eleventh session joint proposals from the administrations and the staff for the
data-collection phase of the survey. If it does so~ it expects to be able to
complete the survey at its t,·relfth session. It ,·Till consider at its eleventh
session the methodology to be followed in analysing and interpretin~ the dat~.

B. Procedure for determination and adjustmerrc of dependency allowances of
the General Service category

166. Dependency allowances (for spouse, children and secondary dependants) for the
General Service category are established by reference to local conditions and have
normally been determined by the authority which is responsible for determining
General Service salary levels in each locality. When the Commission made its first
survey of best prevailing local conditions in Geneva in 1976 it also indi~ated the
appropriate rates for spouse allowance and children's allowance in Geneva. 24/
Likewise the Commission had included in its reports on the Paris and London sucr-veys
sections setting rates for dependency allowances in those duty stations. The
question was then raised whether the rates~ having been set by the Commission could
be adjusted only by the Commission, yrhich ,.ould apparently mean that they would be
adjusted only once every four or five years when salary surveys were carried out.
In at least two of the headquarters duty stations surveyed, the rate of increase
in corresponding outside allowances had been so fast that a four-year wait before
adjusting the inside rates would be inequitable.

167. Since the power to determine these allowances had been given to the Commission,
strictly speaking they could not be fixed or adjusted by any other authority.
However, such a strict interpretation would lead to practical difficulties of
two orders:

(a) For those duty stations where the Commission does not conduct salary
surveys (i.e., at present, all except the seven headquarters duty stations), it
did not have the necessary data to enable it to determine dependency allowances;
and even if the data were provided by the organizations responsible for salary
surveys in those duty stations, it might be questioned whether the Commission could
effectively make decisions about allowances in some 140 duty stations;

(b) Even in the headquarters duty stations ~ if the Commission could determine
the rates of the allowances when it conducted surveys and recommended salarie~~ it
might be questioned whether it could effectively deal with interim adjustments in
these duty stations without having to find time for the question at each of its
sessions.

168. After hearing the view·s of the representatives of the organizations and of
FICSA, and having had a full discussion, the Commission agreed at its tenth session

24/ Cf. ibid., Thirty-second Session, Supplement No. 30 (A/32/30),
paras-.-189-l9~
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that, until such time as it would have an opportunity, when it made its planned
study of conditions of service of s~aff of the General Service category in duty
stations away from headquB.rters, to review the general pattern of rates of
dependency allowances, it would resolve the difficulty and at the same time avoid
the risk of a challenge that dependency allowance rates in any duty station had not
been legally fixed because ICSC had not fixed them, if it exercised its
responsibility in this respect under article 11 by establishing the methods
according to 1'1hich these allowances should be determined. It would then entrust
to the organizations concerned the responsibility for fixing and adjusting the
actual rates of the allowances in duty stations other than headquarters duty
stations and for adjusting them in headquarters duty stations. The said
organizations would continue to apply the methodology they had been applying up to
the present time (taking into account ess~ntially tax reductions and social
security payments granted in respect pf dependants) until the Commission had had
an opportunity to review the criteria within the framework of the above-mentioned
review.

-52-

i,
i
t

i;

:

,

,

i

!



planned
in duty
of

dme avoid
Gion had not

:'lods
n entrust
ing the
duty

d
lying up to
ci.al
n had had
-mentioned

ij
I
i\

!
ii
il
11
'I

I

Ij
'\
..1

I
I
!
i
i

lj
\{
I
I

i
I

:1
Ij

I!
1

t~·
I

CHAPTER VI

CONDITIONS OF SERVICE IN THE FIELD

A. Criteria for the classification of duty stations
accordinp, to adverse livinp. and workinr conditions

169. From its earliest report the Commission has consistently declared its concern
that the conJitions of service offered by the common system should be such as to
secure and retain for the organizations staff of the hi~hest calibre for duty not
only in the headquarters and other large established offices but also - even 9 above
all - in the multitude of small duty stations scattered through more than 140
countries, some in capital cities but many in remote locations where development
assistance projects are situated. The Commission has recognized that the
circumstances and the needs of staff members servinG in such places are in many
respects different from those of their colleagues in headquarters duty stations;
and it has been particularly conscious that those staff have fewer opportunities
for making their problems known and expressing their views and consequently often
feel for~otten and neglected. To overcome the negative effects of this state of
affairs and enhance the effectiveness of the organizations in providing the expert
assistance expected of them by the developing countries, the Commission has sought
various approaches to the problem of identifying needs and applying specific
remedies to them; these are recorded in its earlier reports. 25/

170. One of the main difficulties has been th~t of distinguishing the countries
(or particular duty stations within countries) where the conditions of life and
work may have an adverse effect on the availability of candidates for appointment
to posts in such "difficult" duty staticns, the readiness of staff to be assigned
to them and the practical effectiveness of staff serving there. A "rough and readyii
distinction between the countries of Western Europe and North America, on the one
hand, and the rest of the world, on the other hand, has been applied to
differentiate the conditions of some entitlements; but it is obvious this does not
reflect the very great differences between one country and another in Africa, Asia
or Latin America. Neither, of course, does it provide any indication as to the
nature of the conditions which make the duty station "difficult". Accordingly,
the Commission approved at its ninth session a plan for the making of a study of
the possibility of establishing criteria by which duty stations could be classified
in terms 01' the conditions of life rmd work which prevailed in them. The study was
made with the assistance, as conSUltant, of a staff member of UNDP who had serve~

in a number of duty stations in Africa, latterly as resident representative; and it
was presented to the Commission at the tenth session. '.

171. The study took as its premise that the criteria to be used by an international
organization for classifying conditions of life and work at duty stations must, to
the fullest extent possible, be objective, impartial and free from cultural bias.

25/ See ibid., ThirtY·-first Session, SUP'Plement No. 30 (A! 31/30 ) ,
paras. 322-327; ibid., Thirty-second Session (A/32/30), :paras. 214-217; ~.,
Thirty-third Session {A733/30) , :paras. 248-280.
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stations;

w"ho.t l-TOull be found appropriate for an international i..et-e.l'ogeneous service would
n<~ceG:nrily"\it'fer from the practice anyone Member State found suitable for its
own national foreirn service; nevertheless, the practices of the widest possible
selc:'tion L'f l'lember States should be taken into account. In general, attention
should be concentrated on "special problems" I'a:the::.' than "extra entitlements".

172. The follovrin.~ plan of work 'vas arreed upon:

(0.) The identification of possible criteria, for discussion by the Commission
at its tenth session in the lic;ht of comments to be made ay the r.epresent.atives of
the orr:o.nizations and of the staff;

'TIle testinr of the criteria tentatively approved by the Commission, by
questionnaire incorporating them which would be sent to field duty

(c) Analysis of the replies received from the field duty stations, by a task
force composed of representatives of the organizations and of the staff, together
with the Commission's secret~riat, with a view to recommending to the Commission
any chanres in the criteria or in the questionnaire, together with proposals for
the way in which the information to be obtained on conditions at each duty station
should be graded and translated into a classification;

(d) After approval by the Commission, the institution of a procedure for the
oncoing classification of all field duty stations;

(e) Lastly, consideration by the Commission of possible measures to counteract
or compensate fo I' the effect of adverse conditions.

173. Inquiries made of more than 60 Member states revealed that, while many do
reflect differing conditions in countries of assignment in the remuneration and
other conditions of service of their diplomatic and other expatriate staff, the
decision to place a Given duty station in a category .hich entitles staff there
to special conditions is rarely formalized but is rather made by the competent
authorities of the riinistry of Forei~n Affairs on the basis of their knowledge and
the information available to them, without set criteria. Of the few Member States
which do have systematic procedures for classifying duty stations, those of Canada.
the Federal RepUblic of Germany and the United States of An:erica were found to be
most relevant to the study.

174. Canada uses a numerical" system of rating developed on the basis of studies
carried out in 1958-1961 by Dr. J. Desmond Blake of the Department of National
!1ealth and Helfare at the request of the Department of External Affairs. The
principal factors rated are climate, isolation, local conditions (including
"hostility" and I1violence") and health (SUbdivided into i1health" and "medical
care".

175. The system by which the United States Depa~tment of State classifies duty
stations for the purpose of fixinB the amount of the post differential allowance
involves a questionnaire consisting of 89 questions in 14 general categories. The
major focus is on physical environment (inclUding isolation, climate and altitude,
natural hazards), l:iving conditions (including sanitation and disease, medical
and hospital facilities. housing, food, education, import facilities, recreation
and community facilities) and personal security (including political violence,
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180. The revised questionnaire should then be tested by sending it to all duty

Each of these was broken down into subfactors, for example, for "health", the
prevalence of disease and the availability of facilities for rredical treatment.

177. On the basis of this information and of earlier studies carried out within
the Unitea Nations system, 26/ six major factors were identified for use in
classifying conditions of life and work in field duty sta{', Lons :

d I

176. The Federal Republic of Germany determines eligibility for payment of the
Foreign Service Allowance (Which ranges from 66 per cent of base salary in the
least difficult duty stations to as much as 150 per cent at the other end of the
scale) by assigning the duty station to one of 12 cateeories; pecuniary and
non-pecuniary burdens which result from the fact of expatriation, as well as
living conditions at the specific duty station are taken into account for this
purpose.

178. The attempt to establish such a classification was warmly welcomed both by the
representatives of those organizations most concerned with field operations and by
the representatives of the staff. In their statements and also in the interventions
of members of the Commission it was emphasized that the questions put in order
to elicit information abo·.lt conditions in each duty station should concentrate on
objective facts, such as the existence or non-existence of a given facility or
condition at the duty station and avoid qus.litative or subjective jUdgements. If
that were done, difficulties which might otherwise have arisen with respect to the
different personal perceptions of those who answered the question could very
largely be avoided. It was also stressed that the inquiry should be made on the
basis of individual duty stations, rather than countries, so as to reflect possible
differences in conditions between the capital city and other locations.

26/ In particular, that oode in March 1971 by Mr. Karol Kraczkiewicz, former
Assistant Administrator of UNDP, and Mr. Robert Rossborough, former Chief of
Personnel Services of the United Nations Office at Geneva.

(a) Health;
(b) Climate;
(c) Education;
(d) Housing;
(e) Isolation;
(f) Local conditions;

crime and harassement). Points values are given to elements identified as
contributinr; to difficult or adverse conditions; in the process of rating
objectivity and impartiality are ensured by the use of information obtained from
sources other than the questionnaire filled in at the duty station and by
evaluations rr.ade by several analysts independently.

179. The Commission instructed its secretariat to revise and simplify the draft
questionnaire which was submitted with the stUdy, concentrating on the Illl:dn facts
which could serve as indicators of the degree of adversity of the conditions while,
still permitting identification of the specific types of conclitions which created
difficulty (so that at a later stage remedies specific to these difficulties could
be sought). Above all, the questions should all relate to objeci;ive facts and
avoid value judgements.
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stations outside headquarters. The senior United Nations official in each country
(UNDP resident representative or director of a Regional Office) ifould be responsible
for ensurinb that the questionnaire is completed ~yith all inforrration relevant
to each duty station in the country. The preparation of the answers should be
a collective exercise, with the widest possible consultation and participation of
staff nembers at the duty station and of their spouses. (It was emphasized tha.t
at this stage the questionnaire would be used only for the purpose of testing the
crit,,~ria and not for the actual classification of duty stations.) On return of
the questionnaire from the field, the replies would be examined by the secretariat
with the assistance of a task force composed of representative of the organizations
and of the staff, the Chief of the United Nations Medical Service, etc. The role
of the task force would be:

(a) 'ro collate the information gathered from the questionnaire;

(b) To review the appropriateness of the factors identified and the questions
posed, takine into account any comments or suggestions made by those in the field
who had completed the questionnaire;

(c) To recommend any changes in the factors or the questionnaire;

(d) To examine the relative iyeight to be given to different factors, with a
viAw to recommendinG to the Commission a point rati~g system.

181. Only after the Commission had considered the report of the task force and
taken final decisions about the factors and criteria would the actual process of
classification of duty stations take place. Finally, the Commission would consider
such questions as: iyhat relative weighting should be given to the different groups
of criteria; should the decision on classification be based on an aggregate of
points for all criteria or should a duty station which has a very bad rating in
respect of one factor only, while being satisfactory from other points of view,
qualify for "hardshipil treatment; should any remedial n:easures which the Commission
m1ght later decide upon be applied generally in all duty stations with equal
I1hardship ll ratings or only to those found defective in the particular respect
to which the remedial measure in question relates?
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271 Cf. Official Records of the General Assembly. Thirty-third Session.
Supplement No. 30 (A/33/30). paras. 252-260.
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182. The Commission began at its tenth session a study of the special problems
relating to conditions of service of staff of the General Service category away
from headquarters duty stations; it will pursue this at its eleventh session and
report on it in its next annual report.

183. The Commission has referred to its Advisory Committee on Post Adjustment
Questions (ACPAQ) the review of the operation, during the initial 12-month period,
of the rental subsidy scheme for field staff. 271 Since ACPAQ was scheduled to
hold its annual session after the conclusion or-the Commission's tenth session,
this question, too, will be ta'ken up by the Commission in February-March 1980 and
dealt with in the next annual repDrt.
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CHAPTER VII

LONGER-TERM FUNCTIONS OF THE COMMISSION
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A. Action by the Commission under
article 13 of its statute

1. Common classification and definitions
of occupational groups

184. In its third annual report, the Commission recognized the urgent need for a
common classification of occupational groups to be applied within the common system
as a precursor to the assumption by the Commission of its functions under article 13
of the statute and as a necessary prerequisite to the development of management
systems in other areaR, such as personnel statistics, which were basic to all the
Commission's activities. 28/ At its eighth session the Commission further analysed
the uses to which such a classification would be put and, in the light of that
analysis, established the basic framework of the classification and a time-table for
completing it. In reporting this action to the General Assembly in its fourth
annual report, the Commission asserted the importance of its establishing a common
classification of occupational groups without delay. 29/

185. At its tenth session the Commission was given a report on the progress carried
out under the first four steps of its time-table. It noted that many useful
comments and suggestions had been received from the organizations and staff
representatives and that efforts had been made by its secretariat to incorporate
these, as far as possible, in revisions to the definitions and to the structure of
the global schema. \oJhile it had not been possible to take fully into account all
of the views expressed, the suggestions received from different organizations
sometimes being contradictory, substantial changes in the texts of the definitions
had been made. Changes made in the framework or structure of the classification had,
however, been minimal.

186. The Commission then considered the struc~,re of the classification and the
texts of each of its definitions. The structul'e of the classification provided a
logical categorization of all or most of the individual occupations that existed
within the organizations of the common system by grouping these together on the
basis of similarity of the work performed. The classification covered occupations
in which all categories of staff may be found, including Local, Manual, General
Service, Professional and higher categories in both project and non-project
situations. Bearing in mind that the common system was characterized by a wide
variety of occupations with relatively small numbers within each occupation it was
unavoidable that the classification have some 350 definitions as it did. Furthermore,

28/ Ibid .• Thirty-second Session, Supplement No. 30 (A!32/30), para. 219.

29/ Ibid., Thirty-third Session, Supplement No. 30 (A/33/30), paras. 309-314.
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the texts of the definitions ,,,ere considered to be comprehensive and complete enough
to prevent confusion as to their applicability to a given job; at the same time they
did not enumerate each and every item of work that could conceivably be carried out
within a given occupation, '''hich ,,,ould have led to a heavy a1"1 voluminous
classification, the implementation of which would not thereby be encouraged. The
Commission therefore apyroved the Common Classification of Occupational Groups as
the framework within which occupational data would be compiled or exchanged for all
interorganization personnel matters and recommended its use within individual
organizations when compiling personnel statistics or exchanging personnel-related
information. 30/ It also requested the organizations to review each of their jobs
to determine into which occupational groupings they fall and to provide the
resulting statistical breakdo,rn to the Commission's secretariat by 31 December 1979.

187. The Commission instructed its secretariat to prepare a manual containing the
global schema of the classification, the definitions of each of the occupational
groupings and an introductory section which ,,,ould include, inter alia, an
explanation of the purpose of the classification, how it was developed, how it io to
be used; an alphabetical cross-ref~rence; a table of contents and codes that could
be affixed to each entry of the classification for computer-processing purposes.

188. The Commission then considered the procedure for future revisions to the
classification. It recognized that revisions in the global schema and definitions
would be required from time to time as occupations evolve as the work of the
organizations of the common system changes. ~ij}ile modifications in the
classification may be more numerous in the initial stag~ of implementation as this
will represent the first time the classification has actually been applied to all
of the jobs ,,,ithin the common system, it was not expected that the number of changes
in subsequent years would be significant enough to require the continuing attention
of the Commission. It was therefore decided that the Commission's secretariat
would, after consulting the representatives of the organizations and of the staff,
effect future changes in the classification and report these to the Commission as
required.

2. Common job classification standards.

189. In its first annual report the Commission ." •.• emphasized the importance of the
uniform application of job classification standards throughout the organizations, as
an indispensable corollary to a uniform salary system and hence the importance of
its assuming its responsibilities in this connexion without undue delay". 31/
During its fifth session, the Commission reviewed the plans for the assumption of
its functions under article 13 of its statute. It noted that the application of a
uniform system of salaries and allowances to all the staff of the Professional and
higher categories throughout the common system does not, in itself, suffice to
ensure lIequal pay for equal work", unless grad:l..lg standards are also uniformly
applied. With respect to the General Service category it observed that, since
salary scales are not uniform world wide, there was not the same necessity for

30/ In view of the considerable size of the definitions portion of the
classification only the global schema of the classification is reproduced in
annex XI to the present report.

31/ Ibid., Thirtieth Session, Su~plement No. 30 (A/I0030), para. 87.
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uniform "TOrld-wide classification standards, although greater comparability of
classification patterns and standards would undoubtedly be desirable in the long run
and that in any case it was evident that within a single duty station, such as
Geneva, the same standards should be applied to staff of all the different
organizations who were paid according to a common scale; and while it was the
primary responsibility of the organizations concerned to achieve this, the
establishment of common standards by the Commission would no doubt be helpful.
Apart from fulfilling this basic necessity of making "common" salary scales
meaningful, common standards of cl~ssifir:.ationof posts and their precursor - a
common classification of occupational groups 32/ - were recognized as being
indispensable for the studies the Commission was to make of recruitment standards
and policies and of career development. The subject of job classification was
therefore deemed to be of central importance to the Commission's work. Accordingly,
a programme of work was established whereby a common classification of occupational
groups in both the Professional and General Service categories would first be
developed, followed by the preparation of job classification standards.

190. As reported in 5ection A of this chapter of the report the Commission at its
eighth session further analysed the uses to which the common classification of
occupational groups would be put and, in the light of that analysis established the
basic frame''1Ork of the classification and a time-table for completing it. At its
tenth session the Commission approved the classification as the framework within
Which occupational data would be compiled or exchanged for all interorganization
personnel matters and recommended its use within individual organizations When
compiling personnel statistics or exchanging personnel-related information.

191. Consistent with its original programme of work in this area the Commission
first considered: at its ninth session and later approved at its tenth session a
plan for the preparation of common system job classification standards. The plan
called for grading standards to be developed first for Professional and higher
category positions at Headquarters and field offices - such standards being
established for those jobs falling in common fields of work and recommended for
other jobs. The Commission recognized that while this activity alone would require
a considerable amount of time further steps would also have to be taken in due
course, which would include (not necessarily in order of priority) the following:

(a) To establish standards for General Service and other locally-recruited
positions in duty stations in which t,vo or more organizations have jobs falling
within the same field of work (in the development of these standards priority would,

32/ The Commission's work in the area of a common classification of
occupational groups should not be confused "dth ~hat of common job classification
standards. The former is a system for grouping together or categorizing those jobs
existing in the organizations of the common system in 1vhich similar types of "lork
are performed. Common job classification standards, on the other hand, are criteria
Which "Tould determine the appropriate grade level of the jobs that exist within the
different occupational groups.
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of course, be given to the larger duty stations. The standards could applY to both
Headquarters and field duty stations or to each separately); 33/

(b) To recommend standards for General Service category and other locally
recruited positions in duty stations in which only one organization has jobs or
in which two or more organizations have jobs \~iich fall in different fields of
work; 33/

(c) To establish and/or recommend standards for project positions of the
Professional category.

192. The Commission consid.ered that given the different typel:' of job
classification systems already ~xistang or being developed within the organizations
of the common system, it would be logical, when developing any common system job
classification standards, to attempt to incorporate, as far as possible, existing
approaches. On the one hand, this would avoid the adoption df anyone organization's
system thereby giving preferential i;reatment to that organization's jobs compared
with those of other organizations. On the other hand, it would permit, when
developing the common standards, drawing to the maximum possible extent upon each
organization's own experience. It would also facilitate individual organizations'
application of the common system standards by providing, as far as possible within
the total common system approach, elements that already exist within each
organization. In addition, it would probably achieve the maxim~ degree of
commonality of grading patterns among the organizations with the minimum amount of
changes in present grades. The pl~n before the Commission which called for the
development of a three-tiered system was considered to meet these objectives.

Tier I - Master standard

193. The first tier of the common system grading standards would be a "master
standard", that is, one which would apply to all Professional and higher category
(P-l to D-2 inclusive) jobs at Headquarters and established field offices. For
those jobs falling in common fields of work, the master standard would be
established for use within each organization and for other jobs its use would be
recommended. It was therefore a "horizontal" standard as it would apply to jobs in
all fields of work. Since it would cover the widest possible variety of jobs the
master standard would be, by necessity, the most general of the three tiers in its
applicability to individual cases. The master standaxd would consist of the
points-factor evaluation system used by the Commission in the course of the grade
equivalency studies carried out in application of the Noblemaire principle. This
system had been developed after a review of job classification systems existing
within the common system, other international organizations, national governments and
to a lesser extent, the private sector. It was analytical, quantitative, objective
and. prescribed an orderly approach to the analysis and evaluation of jobs by
requiring the consideration and rating of a number of factors. Without constituting

33/ These activities would require a prior or concurrent determination of the
appropriate number of General Service grade levels to be established in field duty
stations.
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a fully scientific sCRle of measurement that would result in a mechanical approach to
evaluating jobs, the system did provide job analysts with a basis for more
objective judgements in determining relative job values. Perhaps its greatest
advantage was that it was particularly well suited for application to jobs ',hich
consist of a varied combination of tasks and which are found in different fields of
work. The latest revision of the points-factor evaluation system is reproduced in
appendix 2 of annex VI.

Tier 11 - Grade-level standards for specific fields of work

194. The second tier of the common system standards would be composed of grade-level
standards for specific fields of work. These would be developed for Professional
and higher category (P-l to D-2 inclusive) jobs at Headquarters and established
offices only within those fields of work in which two or more organizations have
jobs. Accordingly these standards would be established (as opposed to recommended)
by the Commission. As separate standards would be established foX' each field of work,
these standards would be "vertical" standards, and as such they would be more s:pecific
than the master standard in their applicability to individual cases. Each standard
would :provide specific examples of the types of duties typically carried out at a
given grade level in a given field of work; it would also give a brief description
of requirements in terms of each of the six factors reflected in the master standard;
and provide the resulting points rating for each of these factors as well as a total
points score. In this way the second tier of the common system job classification
standards would be related specifically to the first tier - the master standard 
thereby avoiding the risk that the different tiers produce contradictory results
for any given job.

Tier III - Benchmark jobs

195. The third tier of the standards would consist of benchmark jobs. These
would be developed for Professional and higher category (P-l to D-2 inclusive) jobs
at Headquarters and established offices. Unlike the master standard, which would be
applied to all jobs in all organizations, and the grade-level standards, which
would be applied within all the organizations to all those jobs which fall in fields
of work designated as common fields of work (i.e., those shared by two or more
organizations), the benchmark jobs would be developed separately within each
organization and would be applied only to the jobs ill that organization which fall
in those fields of work in which grade-level standards have been established.
Therefore the benchmarks would also be established (as opposed to being recommended)
by the Commission. These standards are the most specific - the most directly
applicable of the three tiers - but as such they would apply to small.....r numbers of
jobs. While both the master standard and grade-level standards would be
established and applied (as relevant) in all organizations, it "ould not be mandatory,
especially for smaller organizations having less resources to devote to ongoing
classification activities, to identify benchmark jobs and have these established by
the Commission. If those organizations were able adequately and consistently to
classify all of their jobs on the basis of tier I and tier II standards, then
tier III standards would not be necessary. However, if an organization were to
decide to apply tier III standards as a feature of its over-all classification
programme, then these benchmark jobs would have to be established by the Commission
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in order to ensure a consistent approach throuBhout the common system. Tier I and
tier 11 standards would in any case be established and applied in all organizat~ons.

A diagram of the three-tier system is reproduced in annex XII to this report.

Testing and development of the standards

196. The Commission recalled that a great deal of work had already been done on the
development of the points-factor evaluation system during the Co~nission's studies
of e~uivalencies of grade between the United Nations common system and the United
States Federal Civil Service. 34/ During the 1977··1978 stUdy the system had been
applied with successful resultS-to over 500 jobs existing within 14 organizations
and falling within over 28 fields of work. The system was revised successively
during a series of five tests stretching over a period of seven months and its final
application resulted in confirmation of the grades of 82.63 per cent of all the jobs
included in the survey (8.49 per cent of the jobs received ratings higher, and
8.88 per cent lower than their present grades). ~uring thjs year's study the system
had been applied to an additional 49 positions at the D-2 level and had undergone
further refinements. However, a~ the system had been adopted for the purposes of
these grade e~uivalency studies only and therefore had only been applied to typical
jobs, it would re~uire further testing in order to ensure its utilization as an
element of the common system job classification standards to be prepared by the
Commission. The purpose of these ft~ther tests would, of course, be to determine
if the narrative level descriptions within each factor, the points within each
factor, the weight of each factor or the grade determining points ranges needed to
be modified in order to make the master standard applicable not only to typical jobs
but to atypical jobs as well. In this way the applicability of the master standard
to all Professional and higher category jobs within the common system at both
Head~uarters and established offices could be ensured. As regards the second and
third tiers, while elements could be extracted from some of the systems of these
types already existing within the common system, most of the substance of these
standards would still have to be developed.

197. The Commission's plan called for the further testing of the master standard
(tier I) beginning in the autumn of 1979 with tests first in Geneva, then in New
York and Bangkok, and the commencement of the development of the grade level
standards (tier 11) 1v.lth the elaboration of standards for the fields of work of
economists, personnel management specialists ~nd translators in the spring of 1980.
Job classification specialists from the organizations and representatives of the
staff 1'Tould participate in the further testing of tier I and the deVelopment of
tier 11 standards. The participation of specialists from the field of work
concerned was envisaged in the development of the tier 11 standards. The Commission
'·Tould approve the master standard at ~.;.s eleventh session.

~98. The representative of CCAQ stated that the organizations agreed in principle
1vith the approach and plan of action envisaged by the Commission. \mile the

34/ Official Records of the General Assembly, Thirty-third Session,
SUEPlement No. 30 (A/33/30), paras. 60-92, and chap. IV, paras. 104-119 of this
report.
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organizations would assist th~ Commission in every way and especially by makine
available, wherever possible, the staff needed to carry out the work on the first
two tiers, they must do so ,.ithout jeopardizing their ongoin9; classification
programmes and, in those cases where there are no full-time classification officers,
other work as well. Furthermore, it was necessary to bear in mind the heavy demands
in manpower resulting from the need to prepare job descriptions in a form suitable
for use in the testing of the standards. CCAQ then submitted for the Commission's
information a document containing the organizations' detailed comments on the
approach envisaged and a document explaining the current classification practices
in the organizations of the common system.

199. The representative of FICSA observed that it had always believed that the
development of job classification standards should be a subject for discussion at the
level of individual organizations. Since FICSA could not provide its own
representative on the teams that would test and develop the standards it offered to
designate for each of the three tests a representative from one of the organizations
involved. The staff representatives hoped that once the standards were implemented
the administrations of the organizations would apply them harmoniously.

200. The Commission further recognized that definitions of Professional level
work and General Service level work would have to be developed in order to determine
which jobs ,.ould fall under the common system job classification standards
established by the Commission for Professional and eventually for General Service
positions. Since some organizations place certain jobs in the Professional category
and other organizations (sometimes within the same duty station) place the same jobs
within the General Service category, the definitions were considered all the more
important if a consistent approach to the classification of jobs was to be sought.
The Commission observed that in the absence of such definitions the purpose of
ensuring that similar jobs were placed by all organizations in the same category
could be achieved through the use of the common classification of occupational
groups. The classification contained indications about the category in which each
of its occupational groups belonged and the vast majority of jobs existing
within the common system could be classified easily under one of the classification
groups. Noting that the representatives of the organizations and of the staff
had not raised objections concerning these designations the'Commission therefore
endorsed them for use by the common system in determining into which of the two
categories a given job should fall. By thus applying the common classification
of occupational groups a consistent interpretation among organizations could b~

ensured for the vast majority of jobs as to which of these the standards would apply.
The Commission observed, however, that definitions for Professional level and
General Service level work would still have to be developed in order to cover
borderline jobs which could not be classified easily under Or.2 or another of the
classification's occupational groups. It decided, therefore, to include this
item in its future programme of work.
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B. Action by the Commission under
article 14 of its statute

1. Career and non-career service

201. At its ninth and tenth sessions, the Commission cor.,tinued its joint
consideration of the questions of the career concept. career development and
recruitment adopting as the basis for its discussions a plan which listed in order
all of the issues to be considered and outlined a possible time-table for the
Commission's action in this highly interrelated area. The Commission noted that
it was tlli~ing this action, in order to make recommendations to the organizations,
inter alia, on the questions of recruitment, career development and training as
foreseen under article 14 of its st&tute.

202. CCAQ presented a document giving the organizations' general views on the subject
of career development. As to the question posed as the first step in the Commission's
plan - whether a career service is required or not - the representative of CCAQ
explained that most organizations believed strongly that a core career service was
in the best interests of the international organizations because it ensured
continuity and led to greater efficiency and effectiveness. Career civil servants
were best able to discharge their duties with impartiality and objectivity, and with
the interests of the international organizations alone in view. 'ihile CCAQ
statistics, as at the end of 1977, indicated that, of Professional staff in
Headquarters and other established offices, 54.6 per cent held permanent appointments
and 45.4 per cent. fixed-term appointments and 95.1 per cent of project staff held
fixed-term appointments, those statistics could not be said to reflect the real
situation within any of the organizations. Considerable variations in the
proportions of fixed-term and permanent staff existed among the organizations owing
to their differing needs. Some programmes required a continual input of up-ta-date
technical skills best provided by fixed-term staff, while policy, administration
and regulatory functions were best performed with the body of knowledge, information
and experience acquired only by career staff. It seemed impractical therefore to
lay d01Vl1 any immutable rules on this subj ect • As regards the extension advocated
by FICSA of the career service concept to project personnel, ~he organizations
believed that some attention should be given to the possibilities of bringing at
least some of the project staff into the mainstream of the career service.

203. The representative of FICSA welcomed the Commission's consideration of career
development, noting what, in the staff's view, was a serious absence of career
development programmes within the organizations of the common system. Action by
the Commission was required in laying down policies and rules to ensure the
objective treatment of staff and to prevent abuses by the different organizations.
The staff were pleased with the list of items to be considered and the plan of
action adopted by the Commission. A detailed FICSA document on IICareer development
in the United Nations common systemll which provided the staff's views on many of
the issues under consideration was presented by the representative of the staff.

204. As regards the question of whether a career service is required or not and to
what extent, FICSA was of the opinion that the majority of jobs existing within the
organizations were pf a continuing nature and should therefore be filled by career
staff. This was true for the entire category of General Service staff and for the"
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Professionals staffing most of the organizations' traditional programmes both at
Headquarters and in the field. Hhilst it 1'Tas probable that there 1,ould be a
continuing reduction in requests for classical long··term projects there was little
doubt that a predictable demand for field project staff would still exist.
Accordingly, FICSA favoured the establishment of a core of project staff 1nth
continuing contracts: a cadre 1vhich should not be distinct from but rather
integrated 1vith staff employed on the regular budgets. Even in more highly
specialized technical areas, career staff could be used. The representative of
FICSA also pointed out the increased costs in recruitment, removal, orientation and
training 1~lich resulted from the extensive use of fixed-term staff, as well as the
disruption to the work of the organizations.

205. The Commission observed that it was clear from its statute that it was required
to take decisions and make recommendations on articles 13 and 14. A unified
international civil service could only be achieved through common conditions of
service for the staff as regards both salary matters and non-salary matters such as
career development, recruitment, etc. The request in resolution 33/119 of the
General Assembly to the Commission to advance its work in this area made such action
all the more urgent.

206. The Commission then considered the question whether a career service is
required or not - the first step indicated in its revised plan. It was agreed that
this question should be judged primarily Qy the criterion of the efficiency of the
secretariats to perform their tasks; that is, would greater effectiveness in
carrying out the organizations' programmes be attained with career staff (staff with
a permanent appointment) or ~rith non-career staff (staff with a fixed-term
appointment) or with some combination of the two? All members agreed that a core
career staff was required in the international civil service and that this core
would vary in size from one organization to another depending upon each
organization's specific needs. For example, while ITU, in whose programme
regulatory functions occupy a predominant place, might conclude that it needed a
larger proportion of career staff (and indeed the governing bodies of ITU had
already expressed such a view), WHO and IAEA might require a larger proportion of
non-career staff on the grounds that many jobs in these organizations call for
extended specialized training and experience as well as the return of the incumbent,
from time to time, to outside practice in order to keep adequately up to date with
developments in the profession.

207. It was considered essential that the determination of the proportion of
permanent and fixed-term staff be made on an organization-by-organization basis, so
as to reflect not only the differing functions and needs of the organizations but .
also the policy decisions of their own governing bodies. The Commission considered

- that some of the criteria by which the needs for permanent or fixed-term staff .
should be determined are, inter alia: the nature of the functions to be performed,
whether continuing or non~continuing; the structural pattern of the organization;
and the source of funding of posts.
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2. Conditions of service and career development
measures for career staff and non-ca'ree:r staff

208. Some members of the Commission thought that there should be different
conditions of service for career and non-career staff. Others thought that the
establishment of different conditions of service for career and non-career staff
would be a major reform of the system with far-reaching implications, for example,
as to its effect on the Pension Fund, or the need to take a decision about the
length of an individual's service at the time of his Ldtial recruitment (since
subse~uent transfer from one set of conditions to the other would give rise to
many difficulties).

209. It was therefore the conclusion of the Commission that both career and
non-career staff should be provided 1nth career development progran~es, on the
grounds that even within a span of four or five years' service with an
organization, there is a possibility of developing the temporary staff membe:'s
capabilities, introducing him or her to responsibilities of a broader scope or at a
higher level and so both obtaining the maximum benefit for the organization from
his or her period of service and enhancing his or her usefulness upon returning
to national service. vlliile the importance of planned development of the capacity
in which and the levels at which an individual renders service to the
organization obviously ircreases with the length of time the individual is expected
to serve, there is, none the less, no reason why the service of staff expected to
remain with an international organization for a short span of years should
necessarily be regarded as a purely static work experience.

3. Objectives of career development: components
of a career development programme

210. The Commission observed that the organizations of the common system stood to
benefit from the implementation of career development programmes, in fact,
re~uired them in order to improve current levels of -~ficiency and expertise.
Such programmes, as pointed out in the study prepal __ for the Commission by UNITAR,
for the most part did not exist within the common system. Furthermor l=, the
Commission noted that prior papers and discussions on the introduction of career
development had centred mere upon the needs of "the individual staff member
and the benefits to be derived by him or her with little if any attention being
given to career development as a major and essential organizational activity.

211. It seemed essential then for the Commission to make recommendations to the
organizations on career development, as provided for in article 14 of its
statute, as soon as possible. A clear policy covering the purpose of career
development and the manner in which career development ~hould be approached was
r~~uired in order that the organizations may develop ef.l'ective programmes on a
common foundation. Armed with such a common policy the organizations could each
develop more or less elaborate programmes, depending upon their size and the
resources available, to meet their specific needs.

212. The Commission considered that career development in its proper perspective
should be viewed as being beneficial for both the organization and staff member.
Seen thus, career development could be described as a systematic approach
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contributing to the efficient and effective utilization of human resources in which
the personal (work-related) development needs of the individual and the needs of
the organization to develop its personnel (work force) are identified and mutually
beneficial strategies leading to the maximum possible fulfilment of these needs
are designed and implemented. The interdependence of the individual staff member
and the organization in career development becomes clearer when the benefits to
be derived by each party are examined in greater detail.

Benefits derived by the individual from career development

213. Among the needs which an implemented career development programme helps to
fulfil and the benefits which it provides for individual staff members are the
following:

(a) It helps the staff member to discover his/her own talents, needs and
motives related to work (through performance appraisal, career counselling and
planned work assignments and training);

(b) It helps fulfil the individual's need to know what his/her position and
future in the organization will be (by providing realistic information and feedback
related to career expectations);

(c) It provides a sense of affiliation with the organization and a feeling
that the organization is interested in the staff member's development;

(d) It provides greater opportunity for the individual to obtain optimal
return for hiS/her personal investment (contribution of talents, time, energy,
etc.) in the organization;

(e) It provides the individual with a greater awareness of his/her work
environment and hence both promotes more intelligent decision-making with respect
to careers and avoids frustration caused by lack of career information;

(f) It helps fulfil the individual's need to retain ~ sense of control over
hiS/her personal destiny in the increasingly complex and impersonalized modern
industrial society;

(g) It provides greater opportunities for changes in the working
environment that would otherwise lead to boredom;

(h) It is conducive to job satisfaction by providing assignments most
suited to the individual's needs and talents;

(i) It leads to optimal personal development by developing abilities and
aptitudes to the full.
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(e) It promotes continuity of organizational knowledge by drawing more
upon internal personnel resources;

(f) It helps reduce pressure on job classification and other personnel
systems resulting from frustrated careers;

(d) It helps provide greE',ter assurance of an adequate supply of qualified
personnel for future openings in managerial. technical and other key positions;

(b) It helps reduce the turnov~r of high potential staff and absenteeism of
all staff;

(a) It helps increas~ productivity in jobs and, in turn, effectiveness
in meeting the organization's objectives (through greater creativity, motivation,
and contribution of staff);

214. The organization can benefit directly from career development, as does the
individual. or indirectly through the individual's benefiting. Some may argue that
this added dimension provides, in the final analysis, greater or more significant
gains for the organization. Soma of the more striking of these benefits are:

Benefits derived by the or~anization from career development

(c) It facilitates staff mobility both between organizations and within
organizations between different duty stations by planning assignments well enough
in advance to avoid some of the obstacles which arise when staff are required to
move at short no+ice;

(g) It provides an added input in programme planning by offering more
data on the capabilities of the work force which in turn permits a better judgement
to be made of whether or in what manner proposed programme objectives can be
accomplished;

(h) It prevents organizational chaos by helping to prov1de a more
regulated, ordered and objective procedure for upward mobility of staff members;

(i) It promotes optimal utilization of human resources both at present,
by preventing instances of mismatched staff members (those having suitable
qualifications for jobs other than those in which they are presently placed)
and in the future by permitting longer-term planning of the development of
staff member's usefulness to the organization;

(j) It contributes significantly to the reduction of costs.

215. How can career development do all these things? What are some of the basic
principles or understandings upon which career development plans must be based in
order to achi~ve these objectives and what are the necessary components of any
career deve10pment programme?

Component
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216. Some principles can be extracted from the foregoing analyses. First, career
development must be seen as a process mutually beneficial to the organization and to
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'\:11-= individual staff member. Second, career development must not b0 restricted
t.o the develoF'uent of' managers - all workers should be permitted. to develop a~

far /;is feasible the:ir careers. Third, because respC'r:.s:;'bilit~1 Must be shared between
the staff member and the organization, career plans should neither bt" too
individualistic nor too paternalistic in their design. This rules (JUt both the
extreme of some traditional approaches in which the organization d.evelops
independently of the individual, a plan leading ultimately TO the individual's
being placed in a ,iob he or she never desired, and the notion a;(, the opposite
extreme that the individual should be guaranteed a career of his or her own design
irregardless of organization needs. Fourth, careers need not always be in a state
of flux. If the individual and organizational objecti~es of career development
have been fulfilled by the attainment of the employee's present assignment, then
change is unnecessary. The fifth point is virtually a corollary' of the fourth 
that career development should be viewed as a voluntary prosramme. If an individual
is not interested in developing hiS/her career and present perform~~ce is
acceptable, he or she should not be forced by the organization into developing
other career plans. In such cases, of course, neither would the organization be
obliged to provide further developmental training or promotional opportunities.
Sixth, a career move should not be construed only as an upward move. A lateral
move or training in the present assignment often accelerates upward movement and
may in fact ultimately result in greater fulfilment of career development
objectives. Seventh, because career development in the long run is in the interests
of both the organization and the staff member, a career move in the short run may
not be in the immediate interests of one party. For example, the individual may
have to sacrifice an immediate career objective (a promotion) to fulfil a
crucial organizational need (lateral transfer to a different duty station). Or
the organization may be forced to sacrifice an immediate objective (placing the
individual in qu~stion in a crucial position vacated through the departure of
another staff member) to fulfil an important personal development need of the
individual (granting a year's study leave). And ,:'ighth, because of the above
points, the success of career development plans ultimately will have to be
measured in terms of the extent to which the needs of both the staff member and
the organization are integrated.

Components of a career development programme

217. Although they may take on a more elaborate or simplified form depending upon
the size and the resources of the organization in which they are implemented,
seven basic elements should be present in any career development programme in
order for that programme to be able to meet career development objectives. Since
these components are consecutive they may be viewed as stepti in the process of
developing a career. The process is cyclical. Normally, once the seventh step
has been completed a career stage (successful completion of assignment X or of
Y training) has also been completed and the process begins again with step one.
A cycle may be long or short depending upon the time required to lead to the
career stage in question. The seven steps are listed below.

;0
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(:.. ) Ident.ification/reassessment of career needs and abilities

In this first step career-related information is Gathered and analysed
and the indiv1.dual iden"tifies his/her career needs and aspirations.
Interests, skills and abilities ore identified and analysed as well as career
constraints (family, health or otter obligations and constraints affecting
career potential). The organization for its part identifies staff
development needs on the basis of information gathered from long-range
programme plans, projected turnover, and an assessment of the potential of its
present staff. It also analyses career opportunities - the career paths
existing within and between occupational groups, available training, present
and projected job openings, etc.

(b) Information exchange - career counselling

Here the information gathered i p exchanged and discussed between the two
parties. On the one hand, the individual provides the organization with views
on the availability of career opportunities, as they a~e perceived by him
or her; and, on the other hand, the organization assesses the individual's
skills, abilities, constraints, etc. which together determine career
potential. Any misunderstandings that may be held by either party emerge and
are resolved. (This step normally can be carried out during an annual
performance appraisal.)

(c) Development of tentative career plans

Both the individual and the organization develop, on the basis of the
informatioL gathered and exchanged, tentative short and long-range career
goals or plans ]eading to the fulfilment of the needs of each. For the
individual the long and short-term plan may be: training course X;
followed by lateral assignment to job Y; culminating in promotion to
management job Z. For the organization, one long-range goal may be the
availability of a sufficient pool of qualified managers in department Y
(in which job Z exists) in time for a projected decrease in managerial
personnel due to large numbers of retirements and a short-term goal leading
to this may be the provision of management training courses for personnel
(one of whom may be the individual in question) considered as having management
potential.

(d) !ntegration of career plans

The plans of the organization and of the staff member at the above stage are
• still tentative because they have not yet been integrated. At this step the

plans of each party are modified, if necessary, in order that mutually
beneficial strategies leading to the maximum possible fulf: ._cnt of the needs
of both parties can be designed. Global strategies or directions are
identified and specific career-related action is planned for each individual.
Ideally, all individual plans would be fully integrated into the
organization's ~lans.
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(e) Implementa.tion of career plans

The organization and staff member share the responsibility for implementing a
career strategy or plan. The primary responsibility may be the individual's
(as in the case of a study programme) or the organization's (as in providing
a training course for supervisors) or it may be shared almost equally between
the two parties (as in an on-the-job training assignment in a new subject
matter area). Each party should be held accountable for its responsibility
of seeing that the plan is implemented properly and within reasonable
time constraints.

(f) Review and evaluation of implemented action

At this step each party evaluates the success of the action taken. The
relevance and the quality of the knowledge or skills acquired during a study
progrromne would be evaluated both by the individual and the organization.
Both parties would also assess the value of the supervisor's training
course - perhaps in terms of the application of the techniques learned in
actual work experiences. Similarly the value of the on-the-job training
assignment would be assessed by the individual (in terms of the skills learned,
the exposure to the new area, etc.) and by the organization (in terms of
the individual's performance in the new area).

(g) Information exchange - assessment of career action taken

In this final step the infGr~ation gained at step 6 would be exchanged between
the organization and the individual. Each would convey to the other its own
assessment of the value of the action taken as well as reactions to the other's
assessment. This step could also be completed during an annual performance
appraisal or if necessary at shorter intervals depending upon the length of the
period over which the action is taken. Ideally an understanding would be
reached on the value of the completed stage which would be used by each
party in reassessing career needs, aspiration and opportunities. Thus, the
process would continue beginning again with the first step in the cycle 
Reassessment of career need and abilities.

218.. The steps in the career planning process may appear to be tediously time
consuming. Actually, while a good amount of preparatory thinking is required by
both parties, most of the steps can be carried out in a relatively short space of
time. This is because the career development process is cyclical with the initial
steps of the next cycle already beginning even before the previous cycle has ended.
For example, gathering information and identifying or reassessing career needs
(step I for a further career cycle) already begins to take place during the
implementation of career plans (step 4 in present cycle). In fact, most of the
steps in the career development cycle could normally be structured within an
annual performance appraisal exercise.
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4. Interrelationship of career development and job classification

219. Job classificaticn~ by its very nature~ automatically affects other areas of
personnel ulanagement. In well-organized personnel management systems the effect
will be positive as job classification will contribute to the objectives of other
areas of personnel management. The effect will be negative in personnel
management systems in which the purpose of job classification is misunderstood (or
where job classification is lacking). Therefore the relationship of job
classification to other areas of personnel policy must be properly understood if a
comprehensive personnel management system, of which career development and
recruitment are also parts, is to be developed.

220. Job classification determines pay on the basis of the "rank-in-the-job",
that is to say, the worth of the services rendered by the individual in the job.
Under job classification plans, a thorough and objective analysis is first made of
the nature of the duties and responsibilities of the job followed by an
evaluation of the level of the job." Personal qualifications of the incumbent are
not taken into consideration except in so far as they are required by the job.
If job classification is properly applied, the principle of equal pay for work of
equal value or equitable remuneration is achieved, since objective criteria,
rather than the sex~ age or nationality of the job holder, determine the grade of
the job. Job classification supports the establishment of appropriate remuneration
levels by grading jobs on the basis of their worth to the organization - the value
to the organization's programmes of the services rendered. It therefore helps to
ensure that the most effi~~ent and appropriate use is made of the organization's
funds. Job classification and the job analysis it requires can contribute
significantly to career development in the following ways.

221. First, job classification provides a structure within the organization which
is conducive to career development. It establishes the skeleton or network of
jobs within which career moves take place. By ensuring that a higher-graded
job has higher-level duties and responsibilities it also ensures that a promotion
to that job will mean a more challenging assignment and one which is more likely
to further develop the incumbent's future career potential. By requiring a move to
a job of higher responsibilities in order to achieve promotion, it discourages
the practice of promoting individuals while retaining them in the same job. 35/
This practice can only lead ultimately to the indivB.ual's becoming bored, 
demotivated and a case of Hdead-wood li and to the organization's becoming
inefficient and careless with the use of its resources. Careers in which the
staff member receives several promotions over a period of 15 or 20 years but
remains in the same position are far less stimulating and rewarding than those in
which the same promotions are received by changing jobs and thereby broadening
one's exposure to, knowledge of, and potential contribution to the organization's
programmes. Job classification also encourages lateral movement, which in the
long run, is essential in implementing individual and organizational career plans.

35/ This practice should not be confused with that of promotion on the basis
of a reclassification of the job to a higher grade due to a growth in its duties
and responsibilities to a higher level. In this case, the job is not the same.

-72-

It
th
th
apI
(tl

22
de
na
fo
de
m01J

gi
jol
si€
obj
rec
si~

hm

22
in
mOl:,

h on...
res

I- of
t
",.:1

.~ 224

~ ess
~~I dec
yi amo
.~

'~f for
Wit
or
pro
its
tra

225
sup
may
cIa

-
rec
vir
ins
how
org



'T,;,:
I l

1~,'I,·',·,'"i,."
i

as of
fect
other

Dd (or

d if a

job.
,ade of

.t are
lb.
Irk of

,de of
Leration
~ value
.ps to
.on's

which
of
l
lotion
lkely
move to
~es

35/

>se in
ing
I;ion's
I;he
plans.

basis
uties
ame.

.w.._.'.

It provides an assurance that the duties and responsibilities of the job to which
the individual laterally moves will not be beyond his or her capabilities (and
therefore potentially hazardous to one's long-term career if a negative performance
appraisal is the result) or significantly below the capabilities of the individual
(therefore ineffectively utilizing the organization's personnel resources).

222. Secondly, the job analysis required by job classification is useful in
determining career paths, that is, the identification of those jobs which, by the
nature of their duties and responsibilities, serve as appropriate training grounds
for other jobs either within the same or in other occupational groups. The
determination of career paths among jobs, of course, does not imply any guaranteed
movement of individuals along those paths. This is because the career paths to any
given target job will be many, career paths will vary over time due to changes in
jobs, changes in long-range career objectives may necessitate deviating, sometimes
significantly, from previously determined career paths, the organization's career
objectives may in instances take precedence over those of the individual and hence
require a temporary deviation from a designated path, and finally, performance will
significantly influence whether an individual moves along a career path, and if so
how quickly, or whether he or she stops along the way.

223. Job analysis further contributes to career development by providing detailed
information which can be used in redesigning certain jobs, not only to make them
more effective, but also more interesting and stimulating for the incumbent. Not
only do uninteresting jobs have a greater likelihood to be detected but ways of
restructuring those jobs are more easily developed with the knowledge of the nature
of the jobs and how they relate to other jobs that job analysis normally provides.

224. Fourthly, job classification provides information which is useful, indeed
essential, in formulating realistic career plans and in taking meaningful career
decisions. It provides information to the individual on career paths existing
among the jobs of the organization, on the realistic qualification requirements
for jobs, and more importantly on the very nature of the jobs thems~lves. 36/
With this information the individual is better equipped to design and develop his
or her career. To the organization information is given which is useful in
providing career counselling for the individual and which a{ds the organization
itself in determining, among other things, jobs which can be used as useful
training grounds in developing personnel for forecasted vacancies.

225. It is recognized that while its over-all effect is normally contributory or
supportive, job classification can lead in particular instances to results which
may impede career development. In cases such as these, where the dictates of job
classification call for measures contradictory to those required by career

36/ In this regard it is noted that inputs to career development from the
recruitment process alone cannot be sufficient as these tend to concentrate
virtually on the qualifications required for a given job without providing much
insight into the nature of the work involved, that is, what precisely is done,
how it is done and how the job Hfits in", or relates to other jobs, .within the
organization.
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development, it must be analysed in which way the larger objective of sound personnel
management can be best achieved. The most desirable action may be to effect an
upward revision in the grade(s) of the job(s) in order to promote career development.
In this case the objective of equal pay for work of equal value is abandoned in
favour of the objective of achieving maximum possible fulfilment of career
development needs. On the other hand, it may be deemed more feasible to block
career development within a particular career path in order to retain over-all
grade relativities thus opting for the objectives of job classification rather than
those of career development. In any case the decision should be made taking into
account the sllbsidiary and long-range effects which may potentially be caused.

226. Any decision to modify grade r~ativities in order to promote career
development might be guided by the following considerations:

(a) Any reclassifications made should be justified on the basis of job
structure rather than on individual considerations. Hence, a job may be
reclassified in order to produce an' organizational structure, for example, in
career paths within certain occupational groups, which is more conducive to
career development for all individuals within that structure; but an individual
should not be reclassified merely to promote his or her individual career if the
resulting organizational structure is not justified from either a career
development or job classification point of view;

(b) Reclassification without a concurrent modification in the level of
duties and responsibilities should be avoided because, for the reasons pointed out
in paragraph 221 above, they normally are not in the long-range developmental
interests of either the individual or the organization. Furthermore, they may,
in the case of upgradings. lead to similer claims from other staff members which
may be justified in terms of equality of treatment, but which are not required
for either career development or job classification reasons. Finally, such
upgradings, will lead to grade inflation both immediately and over time for when
the incumbent vacates the position, it becomes difficult to re-establish the
grade at its proper level for all future incumbents;

(c) When reclassifying jobs under justified career development conditions,
efforts should be made to redesign those jobs, either by increasing or decreasing
responsibilities, in order that the grades of the reclassified jobs are justified
by being consistent with internal grade relativities. In fact, the redesign of
such jobs would also be necessary in terms of career develo~ment considerations
as is explained in paragraph 221 above;

(d) Changes in grade relativities should be considered only as a last resort
after efforts to develop careers within established grade structures have been
tried without success. They should be viewed therefore as purely exceptional
measures to be take~ only in special situations.

227. One final point should be made on the interrelationship of job
classification to career development. vThile a comprehensive personnel management
system with effective job classification and career development subsystems
normally would not 'allow the use of "personal promotions ll (Le .• promoting an
individual without moving him or her to a higher level of duties and
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responsibilities) neither would it permit retaining an individual at a grade lower
than the grade of the position, the duties and responsibilities of which he or she
is satisfactorily carrying out. It does not follow from this that the
reclassification of a job to a higher grade level should automatically result in
the promotion of the incumbent to the higher grade since the incumbent may not
be fully or satisfactorily carrying out the duties and responsibilities of the job
at the higher level. However , it does imply that when the incumbent has
satisfactorily carried out the duties and responsibilities at the higher level for
a given period of time he or she should be promoted to the higher grade. If this
is not done, the global objective of equal pay for work of equal value is placed
in jeopardy and a lack of confidence in both the job classification and career
development systems results.

5. Performance appraisal

228. The Commission considered and approved a plan outlining a study on performance
appraisal techniques, which will be considered by the Commission, in the context
of its programme of work in the area of career development and recruitment at the
eleventh session.

..
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A. The common system

.ANNEX I

Statistical information about the staff- of the e01lllllOn system !,/

1. Distribution of staff by organizationlkl locations "g,,1

Headquarters cities s.l
22,425 staff • 50.7%

LONDON
234 staff

0.6%

MONTREAL ~~~===~~;;;;~~~~======3t;=~611 staff- BERNE

1.4% ::~~~~::~~S~~:-_1440~Uffw. EUROP NORTH AMERICA
937 staff AND CARIBBEAN

2.2% 971 staff
2.2%

E. EUROPE
92 staff

0.2%

Other duty stations ~I

21,823 staff • .49.3% ~J___ ~

!,I Source: Personnel statistics at 31 December 1978 compiled by the Consultative ~
Comdttee on Administrative Questions; corresponding statistics for 1975 were given in ~~
annex 111 of the Commission's second annual report (A/3l/30). t~

"g,,1 Professional and General Service categories combined. 14

cl Includes staff stationed in headquarters cities although not at headquarters of .~
their-own organbat.ion (for example, staff of liaison offices of other organizations in ..~
Kev York). ;i

41 Includes both staff in established offiees (except in headquarters cities) and r1
~~~. ~

"!IIIiIIII!I'E~.'_"""''''''''~'=''''''''~''''''~:~='''''='''''~'CCC''"".,=-==,=",~~""j,
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2. Distribution of staff by organization

1.3%
0.1%
0.2%
0.6%
0.1%
0.1%
0.2%

2.4%

UNHCR 566
UNITAR 37
UNRWA 79
lTC 253
lCSC 25
ICJ· 31
UNU 72

1063

Other United Nations
staff

IAEA
1,363
3.1%

2.Q%
0.9%
0.7%
0.6%
0.5%
0.4%
0.2%

5.1%

ITU 860
WMO 381
GATT 310
IMCO 232
WIPO 193
UPU 169
IFAD 81

-2226

Total United Nations
staff, 22,068 

49.9%

ICAO
1,071
2.5%

Total specialized
agencies staff
22,193, 50.2%

lties) and

lE

:tff

:8 AMERICA
CARIBBEAN
'1 staff
2.2%

~UROPE

Itaff
2%

tON
:aff
,%

lsultative
! given in

luU'ters ot
lzations in



j

~!
:]

10,181

Source of
funding

9,649
15,150
24,3319,34715,697

12,117

3. Distribution of staff
~

Organizational
location=

Other
Estab'ITiihed

Offices
3,580

Headquarters
Duty Stations

tl
8
§
lIJ
U...
~

I
lIJen

~
lIJ

~ :~\

Over-all
total 19,217-

United Nations staff
~ (i.e., UN, UNDP, UNICEF etc.
~ as shown in diagram B)

Specialized agencies
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4. Distribution of staff of ProfessiQnal
and higher categories by grade ~/

5,338

4,447

ASG/USG

P-5
,-.------_........""'"--------'''-'------

I

~/Staff in headquarters offices, other established offices and projects,
combined.

LO,Z81

:ialized agencies

~

~
I'~,

o=?CC,"',cc,ce=~"l~,~s'c:~'cc,""'~':':':'"~~~-,-.-~... ~~,_"':.'~':..~~~~~.::~"'''1_~-7e9-~~~~~~~ ..



5. Staff of Professional and higher cat~~~~~

by tyPe er appointment

(WTL • Vithout tiae-lilllit, i.e., permanent, career
FT • Fixed-term)

B

Headquarters and
other established

offices

Number of staff

WTL FT

2.400 1.371

449 267

86 135

226 153

2 9

44 H

32 43

5 5

14 1

5 24

Project staff'

~I

Views of

Re'Dort of

49. The
the Fed~r

question
fail be s
reached a

48. The 1
different
appointed
reaffirme
adjustmen
Member St

47. The
introduce
WAPA mech
remunerat
appropria:
amount or
attempt t
from the
and inequ
other catl
achieve a
introducil
places of
locations
was deeme
form of a
relations]
correS'Pon(

%
WTL

12.8

64.4

42.9

33.0

37.5

17.8

16.2

28.6

60.9

33.1

27.4

35.0

65.7

42.8

45.8

38.6

44.6

16.7

62.0

22.2

50.0

93.3

17.3

963

7,328

4,350

1,911

1,212

1,787

387

36

311

122

63

23

36

410

46

o
60

83

2,856

All staff'

Number of staff

WTL FT

2.40~ 3.212

449 532

86 137

228 283

2 10

44 27

34 119

5 5

14 1

5 24

0.4 3.273

0.2 474

7.0 1.144

0.7 263

9.6 344

155

56

154

46

34

44

1.6

0.4

4.7

I wit

o

2.315

1.841

265

2

130

1

o
76

o
o
o

4.295

1,063

'267

25

260

67

18

1

o
o

661

1.524

409

10

o

o
o

6

o
o
2

o
o
2

o
o
o

214

1

108

3

102

o
o
o
o
o
o

Number of staff

WTL FT

%
WTL

46.6

61.6

61.0

72.8

24.4

25.0

56.4

83.6

75.1

37.7

43.0

66.7

o
12.8

64.4

63.7

62.7

39.0 '

59.7

18.2

62.0

42.7

50.0

93.3

17.3

302

387

803

724

12:0

11

51

76

45

22

36

410

46

2,035

3.033

60

83

o

2.642

3.263

473

1.036

259

242

155

56

154

46

34

41.

Organization

UN

UNnp

UNHCR

UNICEF

UNITAR

UNRWA

ITC

ICSC

ICJ

UNU

Sub-total. UN

ILO

FAO

UNESCO

WHO

ICAO

UPU

ITU

WMO

IHCO

WIPO
IFAD'

IAEA

GATT

Sub-total.
specialize:d
agencies



8

8

6

6

7

o
2

o
3

3

.9

,0

.5

,8

,2

,6

,9

,1

.4
•0

.7

.8

.4

.0

•4

B. Pensionable x-emuneration and pension entitlements as elements
of total remuneration

ANNEX II

Extracts from report a/ on the work of
the ninth session of the International
Civil Service Commission (New York,
20 February-16 March 1979): views

presented to the Commission

47. The Co-Chairman of the Horking Group established by UNJSPB, Mr. M. Hajoli,
introduced the report of the Horking Group (ICSC/R.150). Nhile accepting that the
WAPA mechanism would have to be replaced for making adjustments in ~ensionable

remuneration, the Working Group cautioned that, in determining what constitutes an
appropriate level of pensionable remuneration (whether it is to be a universal
amount. or to vary according to duty station and/or place of retirement), any
attempt to overhaul fundamentally the system by basing it on principles to be drawn
from the salary system of one of the categories of staff might lead to anomalies
and inequities, perhaps more serious than those nOVT existing, vrith respect to the
other category of staff. It suggested therefore that, rather than trying to
achieve a greater measure of equity in the pensions of the Professional category by
introducing the concept of equalizing the purchasing power of pensions at all
places of retirement, the current levels of pensions being paid at different
locations be analysed vith a viei'T to determining their adequacy. Hhere the pension
was deemed to be inadeql''.ite, a measure of protection might be introduced, in the
form of a "floor" to ensure that the pension would not fall belQioT a predetermined
relationship with the net remuneration being received by staff members of
corresponding grade serving in that locatiun.

48. The Working Group believed that it would be premature to examine the costs of
different proposals at this stage; speaking as one of the members of the UNJSPB
appointed by the General Assembly, however, r~. r1ajoli emphasized the proviso
reaffirmed by the Assembly in its resolution 33/120, that "no change in the pension
adjustment system should entail an increase in the present or future liabilities of
l'-1ember States" •

Views of members of the Federation of International Civil Service Associations

49. The President of FICSA, in introducing the document (ICSC/R.151) submitted by
the Fed.=ration, indicated that FICS1\ was unanimous in considering that the pension
question vTas of utmost importance t,) its members and that a solution must without
fail be submitted to the next sp.ssion of the General Assembly. FICSA had not yet
reached a unanimous position on ivhat that solution should be. Various vieivs

~ ICSC/R.168 •
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(e) Acquired riehts should be fUlly protected;

(d) Retirees should be free to cnoose their country of residence;

(a) In so far as possible, the system of pensions devised should apply
equally to staff in the Professional category and above and to General Service staff;

50. FICSA was unanimous on the follmdne; point s:

(b) Retirees should be ~uaranteed a pension which should bear a defined
relationshin with the level of income enjoyed at the end of service;

includin~ tentative proposals and reservations had been expressed and were
renroduced in FICSA's document. FICSA would finalize its position after the
preliminary conclusions reached by the Commission at its current session were kno,~.

51. Finally. the members of FICSA expressed concern lest the unsatisfactory
situation existin~ in certain areas should spread in the wake of inflation and
currency instability, and advocated long-term solutions.

(f) A solution would have to be found to the problem of inequities resulting
fro~ varyinF, national practices in the taxation of United Nations pension benefits.

Note by the International Telecommunication Union

(c) The main features of the pension scheme should be defined in terms of
an international standard and not exclusively in accordance with the characteristics
of the comparator civil service under the Noblemaire principle. In other words,
re0arding the Professional cateeory and above, the Noblemaire principle should be
applied separately to salRries and pensions;

53. For serving staff the corresponding problem had been met reasonably
satisfactorily through the post adjustment system. Could a system be devised which
would ensure for pensioners the same degree of equality of purchasing power as ,-ras
provided for serving staff? ITU had endeavoured to do so, by applying to the
pension system the tested elements of the remuneration system. At the base of the
system, in Ne,-r York, pensionable remuneration .rould be fixed at the level which
would provide a net pension, after 30 years' service, equivalent to 60 per cent of

52. The representative of ITU, in introducing the note (ICSC/9/CRP.3) submitted by
his orranization, recalled that the method of determining pensionable remuneration
had originally aimed to ensure equitable treatment of all staff members in that
both contributions and benefits were based on an amount - essentially, gross
salary _. which had an approximately equal value everywhere. The influence of
post adjustment on effective remuneration was at that time negligible. As in a
national system, all staff, serving or retired~ were treated in more or less the
same way. The examples given in the documents shm-red to what extent that ,·ras no
longer true. The staff member's contribution, '-rhich still represented 7 per cent
of his peneionable remuneration, could no.r represent anything between 5 per cent and
14 per cent of his effective remuneration; and the benefits received after 30 years'
service, notionally 60 per cent of pensionable remuneration, varied from 39 per cent
to 107 per cent of remuneration. Various partial correctives had been introduced
into .the pension system over the years, but the time had cc;ne to attacl~ the heart
of the problem.

r-----...-----------------------~.,.,· -""''"'·.:.;.'=O=···;:~~=':;_.=·~:=~c:''''''''=~'''·, ...IIIIII••• ~If Ilk H.:

~
~

~
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the net remuneration receivec1 by a. staff member of the same grade in New' York. The
New York level of ~ensionable remuneration would be expressed as gross base salary
plus a proportion of the post adjustment applicable in NelT Yorlc. The same
proportion would then be a~plied to obtain the amount of pensionable remuneration
for all other duty stations. Contributions based on that level of pensionable
remuneration would represent a uniform percentage of the effective remuneration of
staff everyuhere. The initial level of pension benefits ,",ould similarly be based
on the ~ensionable remuneration applicable in the country of retirement, so
ensuring an equal value in proportion to the remuneration of staff serving in that
country, which remuneration is itself equalized ,",orld-wide by the post-adjustillent
system. The system of adjustment of pensions in payment approved by the General
Assembly in 1978 would continue to apply.

__'l1li. ..JII.-----.~ii!Q""'-O<jF .m""~...------------------------,

1
i
~

54. Further equalization could be attained by taking into account differences
betw'een the levels of national income taxes on pensions and the uniform staff
assessment rates by vThich pensionable remuneration had been arrived at. Complete
equality 1vas politically unrealizable but it should be possible to malce some
allowance for those different rates. Finally, the general principles proposed for
the Professional catep,ory could be applied to determine the pensionable
remuneration for the General Service cate~ory in each duty station, with the
possibility of adjusting benefits to the level of the place of retirement for
non-local General Service staff.

StUdy by the International Labour Office

55. The representative of the ILO introduced a study (ICSC.9/CRP.4) which the
Director-General of the Office had instructed its Social Security Department to
prepare, believing that the views and su~gestions of experts in pension and social
security matters might usefully complement the documentation available to the
C0wnission. Looking at the United Nations pension scheme in the broader
perspective of national and international schemes, the study concluded that its
prirr..ary objective 1ms income maintenance; the degree of income to be maintained
should take into account the level of pre-retirement income so that living
standards might, to some extent, be proportionately maintained. The retirement
benefit (but not necessarily other benefits) was a reward for service and so
increased with lenr,th of service. The Fund's benefits should not be seen as
deferred wages or compUlsory savings or as related to individual risks; and they
1vere not designed to guarantee automatically equality of purchasing pmver at all
places of retirement.

56. The General Assembly having established a reasonably satisfactory system for
adjusting pensions on payment, based on selectivity according to the pensioner's
country of residence, attention should be focused on how to award fair initial
pensions in times of inflation and currency depreciation. Equality of purchasing
power was a misleading concept; differences in the cost of health care and other
social services and in the level of national income taxes in any case rendered it
unrealizable. A single world-wide figure of pensionable remuneration had proved to
be unrealistic and the method of adjusting it by vTAPA unduly costly. A uniform
rate of contributions should continue to apply to all participants but the level of
pensionable remuneration must vary betw'een duty stations. On the benefit side
pensionable remuneration should normally be such as to meet the participants'
expectations of income maintenance, account being taken of the conditions prevailing
in the country where the pensioner chose to live; as protection against the effects
of currency fluctuations, inflation and related :factors, there should be a "safety
net'! provision.
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57. The broad lines of the pronosals made by the ILO study for revisinf,
pensionable remuneration were as follows:

(a) For contribution purposes, pensionable remuneration should be the r,ross
equivalent of base salary plus that part of remuneration i'Thich at each duty station
was due to cost-of-living differentials; that part should be adjusted by the
movement of the natiomw. OPI from Ft base year and the existing level of pensionable
remuneration; thus both base salary and the continuine cost-of-living supplement
would be pensionable. It should be assumed that the General Assembly would adjust
base salary whenever necessary so as not to perpetuate a situation in in1ich base
salary lagged far behind total remuneration. llhen the local currency had
depreciated against the dollar, the CPI would be deflated by the extent of the
depreciat ion;

(b) For benefit purposes, the proposed level of nensionable remuneration
should normally yield adequate pensions under the existing Pension Bund reeulations.
However, where, for example, there was a sizable post adjustment element which was
not pensionable, the "safety net" would consist of substituting for the normally
calculated Final Average Remuneration (FAR) of the retiree, the FAR of an official
of same grade and step in the country of the retiree's residence.

Statement by the representative of the General ARreement on Tariffs and Trade

58. The representative of the Director-General of GATT informed the Commission of
adecision taken by the Council on 22 December 1978. The Council, having regard to
the anomalous consequences of the decline of the dollar for the pensionable
remuneration and pension entitlements of Professional staff of the GATT had
unanimously decided that savings resulting from the lower cost in Swiss francs of
contributions paid in dollars to the Pension Fund in 1978 and 1979 would be
frozen. Those savings would, in principle, revert to GATT's budget in 1980 but the
situation would be review'ed if the General Assembly did not adopt remedial measures
at its thirty-fourth session. In taking that decision, the Council had reaffirmed
GATT's wish to continue to support the common system and had urged all Contracting
Parties to use their best efforts to ensure that due action ivas taken in time by
the competent bodies.

Statement by the representative of the Committee on Contributions and Administrative
Questions

61. At the outset of the Commission's consideration of /t:he outline pronosed
lJY its working r:;rouiJ, the Chairman of CCAQ stated thFtt the organization~ welcomed
th~ broad scope of the study suggested in the outline. They shared the underlying
assumption that, if it was to lead to the desired results, it must provide answers
to questions of both principle and method, redefine policy objectives and their
practical application, and be capable of satisfying all concerned that the
proposals ultimately made, after a wide-ranging and thorough examination, were best
designed to meet the interests of Member States, administrations and staff. The
organizations would thus give their- views on the questions posed, vThich all merited
reflection and study notwithstandinf!,the seemingly academic character of some of
them. They would amplify their vievTs on the last hl0 questions at a later stage
by putting forward specific proposals.
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Statement by the observer of the Federation of Associations of Former International
Civil Servants

70. The representative of FAFICS, invited by the Co~~ission under rule 38 of its
rules of procedure, stated that his Federation had no position regarding
pensionable remuneration, Which concerned staff members in service. Its members
were, however, very much concerned with pensions. They hoped that the Commission
would not overlook the fact that, vn1ile the problem of adjustment of the initial
level of pensions from place to place had been partly resolved by the measures
adopted by the General Assembly, there remained a serious problem of equality of
pensions from time to time; any solution recommended by the Commission should take
account of that aspect.
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Retirement benefits

1. The United States Civil Service Retirement System is one of 38
separate pension systems which exist for employees for the United States Federal
Gover~~ent (others cover e.g., military, Forei8n Service. judges, Central
Intelligence Agency, etc.). It is the largest of these, covering some 2.7 million
employees; benefits paid out in Fiscal Year 1977 ·to 1.5 million retirees and
survivore amounted to 49.3 billion. ~ It 'vas established in 1920 and '\vas born
out of a pressing management need to remove from employment permanently tenured
personnel who could no longer perform efficiently because of age or infirmities H.

Age 55 with 30 years' service.

Age 60 with 20 years' service

Age 62 with 5 years' service

ANNEX III

A. Description of United States Civil Service
Retirement System

Pension sYstem of the United States Civil Service

2. Participation is compulsory. The employee'G contribution is 7 per cent of
pensionable remuneration (= gross base pay). The employer matches the employee's
contribution. The combined contribution of 14 per cent is said to cover the
system's llstatic normal cost'l (i.e •• the value of accrued benefit rights not
t~~ing into account future general pay increases or future annuity cost-of-living
adjustment; the former have increased by 77 per cent, the latter by 100 per cent
since 1979): but it covers only about half the true Hdynamic" cost (i.e., taking
these future increases into account) which is estimated to be 27.4 per cent of
pay. The system is thus not fullY funded,. the annual shortfall (1976) being of
the-order of $5.4 billion; the unfunded liability i.e., to meet the current cost
of benefits, is made up from the Treasury.

3. There is no mandatory retirement age. Retirement benefit may be tp.~~n at
full rate (without actuarial reduction) at:

Benefit is av~rage of annual salary earned during the three consecutive highest
p!1id years (llhigh-31t

) multiplied by

a/ Information about the United States Civil Service pension scheme in this
section is drawn from a report by the ControlleL' General of the United Stl:htes,
;tNeed for over-all policy and co-ordinated management of Federal retirement
systems ll (ref. FPCD-78-49, United States General Accounting Office), from which
source all quotations are also drawn.

..-----....----------------·..--------iii ......__~_~&iY.i'~~"""".. _
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1.5 pE'r cent times the first 5 JrC?ars' service'

1. 75 per cent tinles the next 5 ;}renrs' sery.:.ce

2 per cent ti.mes all years of service Over 10 up to a maximum of
80 per cent ()f high-3 average salary.

4. Unused sick leave entitlements may be accumulated throughout the employee'u
service without limit and added on to actual service to cOlmt as creditable
service for pension. The 80 per cent maximum does not take into aCCoUlit credit
for unused sick leave, i.e., an employee having 41.875 years' service
(= 80 per cent) plus 12 months unused sick leave 1fould receive a pension of
82 per cent of dhigh-3 tT average salary.

5. Early retirement is possible from age 50 with 20 years' service or at any 0.ge
with 25 years' service in case of involuntary separation. Benefits are reduced by
6 per cent for each year the employee is under age 55. The same provision applies
under the Civil Service Reform Act of 1978 to employees removed from the Senior
Executive Sp.rvice fer less than satisfactory performance. Othe~vise the employee
may opt for deferred benefit at age 62 or for refund of his own contributions ....'ith
interest.

6. The Foreign Service Retirement System differs in that optional retirement is
possible with unreduced benefit at age 50 1vith 20 years' service and that the rate
of accUDlulation is a uniform 2 per cent for each year of service; maximum is
70 per cent of high-3 salary plus any credit for unused sick leave.

Disability benefit

7. :lEmployees who have completed 5 years of creditable service ••. are eligible
for a retirement annuity at any age if they cannot because of disease or injury
perform usefully and efficiently in the grade or class of position last occupied.
An employee unable to do one essential function of his job is considered to be
fully disabled; the system does not provide for partial disability.lI

8. The guaranteed minimum annuity is equal to the lesser of (a) 40 per cent of
high-3 average salary or (b) the annuity which would have been due at age 60 but
with actual higb-3 average salary. If the annuity the employee would have been
entitled to under the normal formula at time of separation is higher, he receives
that. Retirees determined to be permanently disabled do not have to undergo
periodic medical examinations; those considered temporarily disabled do so up to
age 60. Disability annuity ceases if earnings for two consecutive years exceed
80 per cent of current rate of pay for job previously occupied.

9. In a typical year (1976), 39 per cent of all those who began to draw civil
service pensions did so on grounds of disability (for further reference on this
point, see foot-note 1 on page 186 of the GAO report). The corresponding
proportion of other workers claiming disability benefits under Social Security
(where the definition of disability is different) was 16 per cent.
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Survivors' benefits

10. Survivors of employees who die in service are elieible for benefits only after
th~ employee has completed 18 months' service. The spouse's benefit is 55 per cent
of the deceased employee's earned annuity, subject to a guaranteed minimunl as for
disability benefit. Children's benefit: if there is a surviving spouse each child
receives the smallest of 60 per cent of high-3 average salarr divided by the number
of children or ·~5 ,41r3 divided by number of children or $1 ,811+ ~ if no surviving
spouse, 75 per cent, ~6,532 or $2,177 as above.

11. Survivors of former employees who die after leaving the service (deceased
annuitants): the spouse receives a benefit only if the employee has opted at
retirement for a reduced annuity (the reduction being 2.5 per cent of the amount up
to 03,(00 anf. 10 per cent of the amount above $3,600 "Thich the annuitant specified
as the basis for the survivor benefit); in that case the spouse's benefit is
55 per cent of the base specified by the annuitant. Children's benefits are the
same as for children of an employee who dies in service.

12. The following example of the effect of opting or not opting for a spouse's
benefit is based on the report of Hewitt Associates (ICSC/R.I02, p. 45):

Employee 60 years of age, 30 years' service, high-3 average salary $39,600

Annuity if no spouse benefit opted for: $22,275 (=50.5 per cent of final
gross remuneration, 58.4 of final net remuneration)

Reduction of annuity if spouse benefited opted for $22,275 - (3,600 x 2.5%)
- (18,675 x 10%) = 20,318 (=8.8 per cent reduction) (Resulting annuity =
46.1 per cent of final gross remuneration, 54 per cent of final net)

Spouse annuity would be 55 per cent of $22,275 = $12,251.

Adjustment of benefits

13. All benefits in payment are adjusted twice annually on the basis of the
movement of the Udted States Consumer Price Index.

Social security

14. The Civil Service Retirement System is entirely independent from the Federal
Social Security System; unlike many other employer-sponsored retirement programmes,
it is not conceived as a supplement to basic social security coverage. Civil
servants are not el"'.gible for social security coverage.

15. Ho",ever, many Federal civilian workers become entitled to social security
benefits through llsecondary employment ll

• The Civil Service Commission reported
that, in 1972, 58.3 per cent of Federal retirees, age 65 and over, were receiving
social security benefits in addition to their civil service annuity. Those
benefits, although usually 10"', represent a very high return on the worker's
contributions paid over or:ly a few years. lIThe cost of such 'windfall' benefits
must be borne by all covered workers and their employers. n
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16. Since Federal civil servants are not entitled to social security, their
health insurance after retirel~ent is covered by the same insurance programme to
which they belong during service, i.e., for 85 per cent of them 9 the Federal
Employees Health Benefits (FEHB) programme. This allows for continued
participation during retirement with the same benefits and at the same cost as an
active participant, in case of disability or superannuation after 5 years'
service and subject to five years enrolment in FEHB. The Government contributes
on average 60 per cent (max. 75 per cent) of the premium cost.

B. Summary comparison of United States Civil Service
Retirement System and the United Nations Joint
Staff P6nsion Fund

17. The principal features of the two systems can be compared as follows:

louse's

~39,600

final

x 2.5%)
i.ty =
)

United States

Employee's contribution 7% of gross base pay
= approx. 9% of net
remuneration.

Retirement benefits (full) age 62 with 5 years' serv.
age 60 with 20 years' serv.
age 55 with 30 years' serv.

Earlier retirement age 50 with 20 years' serv.
or any age with 25 years'
service 9 in case of
involuntary separation:
actuarial reduction 6%
per year below 55.

United Nations

7% of pensionable
remuneration = between
5 and 14% of net remun.

age 60 with 5 years' serv.

age 55: actuarial
reduction, below 60
2% per year with 25 years'
service, 6% per year
otherwise.

the

e Federal
programmes,
Civil

Base of benefit

Rate of accumulation
(see Appendix I)

average of highest three
consecutive years gross
base pay (Hhigh-3H

).

1.5 per cent for first
5 years
1.75 per cent for next
5 years
2 per cent thereafter.

average of best 36 months
out of last 60 months
pensionable remuneration.

2 per cent per year.

curity
eported
receiving
ose
er's
benefits

18. Some of the advantages and disadvantages of the hm systems are:

(a) United Nations retirement benefits are proportiona~elybetter up to
32 years' service (because average entry age is high ~~d mandatory retirement age
low), United States benefits are better from 32 years' service;

(b) the United States system allows greater flexibility: retirement without
actuarial reduc~ion from age 55 with 30 years' service versus United Nations age
60 without reduction or age 55 with 10 per cent reduction (if 25 years' service);
and continued service without limit of age and up to maximum accumulation of
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80 per cent (Plus extra for unused sick leave) versus United Nations obli~atory

retirement at age 60 and ~aximum accumulation 62 per cent;

(c) the United Nations benefit for a surviving spouse is better than the
United States' because it is obtained without reduction of prime benefit
(United States reduction to obtain spouse benefit is about 8 per cent of prime
benefit);

(d) the United States disability benefit is much more liberal (full
disability benefit if unable to perform one essential function of job in grade or
class previously occupied; versus United Nations Ilincapacitated for further
service ••• reasonably compatible with his abilities ll

); according to Hewitt,
25 per cent of civil service pen~ioners draw disability benefits, according to
GAO, 39 per cent of all new pensioners in 1976 received diability benefit; versus
about 5 per cent in the Pension Fund.

APPENDIX I

Comparison of rates of accumulation under United States
Civil Service nension scheme and the United Nations

Joint System Pension Fund

Years of A~~re,g:ate accumulation

contributory United States United ~ations JoiLt
Service Civil Service ~ PvstEll,j:'ension FUnd Pi

5 7.5 10

10 16.25 20

15 26.25 30

20 36.25 40

25 46.25 50

30 56.25 60

I,
32 60.25 62 (~)

33 (break even point) 62.25 62

35 66.25 62

40 76.25 62

42 80 (~) £! 62

!I 1.5 per cent for first 5 years, 1.75 per·cent for next 5 years,
2 per cent above 10 years.

El 2 per cent per year. . .

cl Except that credit for unused sick leave accumulated throughout career
is given above normal maximum of 80 per cent.
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APPENDIX 3

Uniti!d etates Civil Service pension scheme
income replacement rates by income levels ~

I)
I

I

\

( 3)
( 5)

( 1) (2) (4 ) Scale of coefficients
Gross correspon~ Pension ~J Incoc;e Co (i) , (ii) dl
Income Net incom after 30 yrs.- repacement ::J Net income Coefficients-

15,000 12,765 0,438 66.10 13,000 66.25

20,000 16,421 11,250" 68.51 15.000 67.58

25,000 19,961 14~063 70.45 20,000 70.47

30,000 23,344 16,875 72.29 25,000 73~21

35,000 26,575 19,688 14.08 30,000 16.05

40,000 29,663 22,500 75.85 35,000 79.20

45,000 32,624 25,313 17.59 40,000 82.46

50,000 35,390 28,125 79.47 45,000 85.49

55,000 38,090 30,938 81.22

6{'\,000 40,701 33,750 62.92

65,000 43,307 36,563 84.43

70,000 45,792 39,375 85.99
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':I b1 app1i~ation or United States income tax (federal plus aVerage of taxes for
Washington, D.C., Maryland &Ild Virginia).
b.J ~oM'lf:s'f.ond:l..ng to' column (1) :It 56.25 per cent.
:J eor--r~"poI'iding to "(3)/(2) •
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ANNEX IV

United Nations Joint Staff Pension Fund:
the existing system

F. Relationship of staff member's contribution
to total net remuneration

Under the present system, the staff member's contribution to the Pension Fund
is 7 per cent of the uniform world··wide amount of pensionable remuneration. For
example, at p-4 step V the uniform figurn of pensionable remuneration is $42,325
and the staff member's contribution, 7 per cent of this, is $2,963. This table
shows the ·relationship of this stEmdard contribution of $2,963 to net remur.eration
at different post adjustment levels.

Contribution as a
Post Adjustment Net remuneration percentage of net

Index I remuneration

85 21,087 14.05

114 26,056 1l.37

141 31,286 9.47

171 38,817 7.63

·188 44,047 6.73

235 52,206 5.67
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ANHEX V

([I,:"' presented to tl:," Com::..ission in the report
of its HorLinp:(}roup, document "[eRC/R.1IS) ~j

,0. In the follmTing section the "Forking ~roup analyses four of the very much
~reater nunilier of alternative solutions which it has considered. The first of
these was proposed in the report presented to the Commission at its ninth session
by the working group of the UNJSPB; the second is a variant of the first along
lines suggested by one of the members of the UNJSPB working group during the
Vienna meetings. These two would maintain (essentially) a uniform universal level
of pensionable remuneration. The third and fourth alternatives are developments
of the other approach proposed to the Commission at its ninth session, whereby
pensionable remuneration would be differentiated according to the level of ~ost

adjustment in force in each country. It is these four alternatives whi~h the
working group has retained for further consideration; other variants could no
doUbt be worked out, but the principles at stake and the effects of the different
approaches are clearly illustrated by these four.

Alternative I - Uniform pensionable remuneration plus floo~

31. This possible solution was ~~tlined in the report of the working group of the
UNJSPB, further developed by the representat;ve of the Secretary-General of the
United Nations in that w·orking group and endors =d in the name of the UNJSPB working
group by its chairman. The Commission requested the UNJSPB working group to
provide further details of its scheme so that a comparative analysis could be made
of it; these not havi4g been forthcoming, it has perforce been analysed on the
basis of the indications given by one member of the Working group.

32. This solution would maintain a single world-wide level of pensionable
remuneration, which it is suggested might be the existing level of 125 per cent of
gross salary, or United States pensionable remuneration plus a margin to be
defined, or the result of grossing up United Nations net base salary plus a certain
proportion of post adjustment. It would subsequently be adjusted once a year by
the movement of either the gross salaries of the United states Civil Service or
the United States Consumer Price Index. Initial pensions would be calculated as at
pres~nt on the basis of final average remuneration. However, where the resulting
pensions were deemed to be inadequate, they would be protected by a "floor" to
prevent them falling below a minimum "tolerance level ll

• This level is calculated
in terms of the value of the pension compared to total net remuneration of a
serving staff member in the countI'"lJ of retirement. It was suggested that, if it is
considered that the system wurked well through the period of lower "VoTAPA movements
(1965-1971), one could use as the floor the lowest proportional'elationship

~ One member of the Working Group expressed reservations about this report.
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between pansioll and net remuneration ..6~hich existed during that perioE!.7. Thus the
"floor tl could be set for a pension after 30 years' service, at 55 per cent for P-l
through P-3, at 60 per cent for p-4 to P-5 and at 65 per cent for D-l and above.
For years of service below 30, the relationship could be defined proportionately.
It was further sURgested that additional testing of the floor concept in actual
operation under varyin~ assumptions mi~ht be pursued to show the results in real
terms rather than in percentar,e terms, i.e., in local currency amounts.

33. The effect of this measure is shown in the two figures of /appendix 1 of this
anne~ A in dollar terms, B in percentage income r~lacement terms (to be compared
with the existing system in annex Ill, D and E) b//. It will be seen that the
"floor l1 intervenes for staff members at P-l only in countries with a post
adjustment index above 180, and for the other grades around 200, at levels which
are irregular due to the grouping of several grades at a single percentage. c/
That is to say that at the same duty station some staff members would be affected
by the floor while others would not, depending on the grade and LsteEJ level.

34. The way in which the floor is defined makes it possible to compare the levels
of income replacement (53, 60 and 65 per cent) assured by the floor of this
solution with those which would continue to exist, as under the existing
arrangements, in countries with lower post adjustment levels, as shown by
the following table:

235
Geneva

198
Vienna

171
Caracas

141
New York

Income replacement level (%)

114
Montreal

85
Colombo

Grade Post adjustment index

Pl/X 179 and above
P2/XI 193 " "
P3/XIII 204 " "
P4/XII 198 " "
P5/X 209 " "
Dl/VII 198 " "
D2/IV 202 " "
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P-l/X

\
105.9 85.6 71.2 57 55 (floor) 55 (floor)

P-2/XI 113.9 92.1 76.6 61.5 55 (floor) 55 (floor)

P-3/XIII I 120.6 97.6 81.3 65.5 57.8 55 (floor)

P-4/XII ! 125.9 102 85.2 68.5 60.7 60 (floor)

P-5/X ! 130.8 106.2 89 72 63.8 60 (floor)

D-l/VII I 133.6 108.6 91.2 74 65.5 65 (floor)i
D-2/IV , 136.6 110 93.3 76 67.1 65 (floor)

t-

/E/ The eff~cts of the four alternatives are shown comparatively in
appendix 6.J

£! The countries in which pensions would be affected by these floors .rould be,
for each grade (at the maximum of the grade), those with post adjustment index
levels as follows:



35. The Illain n.rgumE'nt in f8vour of this alternative is that it calls for no
fundamental chanl3e in the system; pensionable remuneration would continue to be
a.efined a-3 a uniform 'vorld-,vide dollar fieure and pension to be calculeted on a
uniform final averare rerl11lneration. The tlfloor ll provision ('ould be put into effect
relatively E'asily.

36. Arguments against the alternative are that it is an ad hoc palliative, dealing
with somE' of thE' effects of the problem but not attacking its causes. The income
replacement level (in the sense in which the term is used by the ICSC working
group) which would be produced by the floor is unrelated to corresponding levels in
either the comparator country or other national pension schemes. The number of
cases to vrl1ich relief is provided is limited. The degree of disparity persisting
between those at the floor level and others, shown in the table in the preceding
paragraph (e.g., at p-3/XIII, between 55 per cent and 120 per cent), is still
extremely inequitable; the same pension would still be worth twice as much in some
countries as in others. The proposal does nothing to correct the anomalously high
income replacement values of pensions paid in countries near the bottom of the post
adjustment index scale.

37. No precise indication is given as to whether any change would be made as
regards the level of contributions; the question whether varied pensionable
remuneration levels would be required for contribution purposes (and, if so, to
what extent) would be examined later in the contt:xt of an estimation of the cost
implications of eliminating the WAPA adjustments and introducing a floor for
pensions. Since it is stated that pensionable remunet'aticn would continue to be a
uniform world-wide figure, it must be ~resumed that contributions would rE'main as
at present. Nothing would in that case have been done to correct the existing
anomaly of the varying burden that the~iform dollar amount contribution represents
for different staff members in relation to their remuneration.

38. As regards cost, if the above interpretation is correct there would.be no
change in the budgetary cost of the organizations' contributions. The cost of
benefits, however, would increase immediately by the difference between the pre...=nt
level of benefits and the protected level, i.e., the cost corresponding to the
triangular area between the llpresentll line and the ':floor" line at the bottom
right-hand corner of Figures A and B of /appendix 6/. This extra cost would not
be offset by any increas~ in contributions or savi;g on other benefits. It could
grow if the post adjustments of some countries continued to rise.

Alternative II - Uniform pensionable remuneration (for benefits)
but with floor and ceiling

39. This alternative is a variant of the first. It retains a uniform universal
lev~l of pensionable remuneration (for the determination of benefits); this would
be established as the amount of total net remuneration (salary plus post adjustment)
in New York, reduced by the proportion of the margin of United Nations remuneration
over that of the United States Civil Service, as determined by ICSC (e.g., for
1978-1979, 12.8 per cent) and then grossed up by the scale of staff assessment.
The floor or floors to protect minimum income replacement rates vTould be calculated
in a manner similar to that suggested for Alternative I; but ceilings to limit
the income replacement rates to maxima would also be established, at 90 per cent
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for grades P-l to P-3, 95 per cent for grades p-4 and P-5 ~d 100 per cent for
grades D-l end above. d/ The countries where pensions would be affected by these
ceilings would be, for-each grade (at the maximum of the grade) those with the
following levels of post adjustment index:

Grade Post ad,iustment index

P-l/X 104.0 and below
P-2/XI 112.0 " "
P-3/XII 120.0 Ij I;

P-4/XII 119.0 10 "
P-5/X 126.0 " 11

D-l/VII 122.0 11 "
D-2/IV 124.0 " 11

39a. To avoid the possibility of a declining minimum pension in local currency
terms, the initial pension "floor ll in local currency terms would instead become a
moveable "floor"; it would not be less than the minimum local currency pension
existing on the first of January of the year preceding the year in which retir~ent

occurs, i. e., a retiree i.n 1981 would not receive an initial local currency pension
less than that eXlsting for a retiree on 1 January 1980.

40 _ While pensionable remuneration would be notionally uniform and ~lniversal for
the calculation of benefits (in any case within the span of the band between
ceiling and floor), pensionable remuneration for contribution purposes would be
modulated so as to alleviate the extreme differences in the burden which the
contributor at present represents in relation to net remuneration.

41. This alternative is illustrated in Linnex V, appendix 2, figures A and if.
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42. It meets several of the criticisI;ls add:ressed to Alternative I; thus it "i'rould
correct unduly high income replacement rates in extremely low-cost countries as
well as unduly low income replacement rates in extremely high-cost countries. The
uniform level of pensionable remuneration being based on total net remuneration in
New York, would be self-adjusting and would ensure that pensionable remuneration
bore the same relation to United States Civil Service pensionable remuneration as
net remuneration does. By the differentiation (albeit to a limited extent) of
pensionable remuneration for contribution purposes, the burden of contributions
would be somewhat more equitably distributed, although not Wholly so. On the
other hand, as in any system utilizing floors and ceilings, there would be
discrepancies between the situations of staff members of different grades serving
at the same duty station or retiring in the same country.

43. From the point of view of costs, the effect on the budgetary cost of
contributions would depend on the extent to which pensionable remuneration was
modulated for contribution purposes; it could be adjusted to be equal to present
costs. The extra cost on benefits resulting, as in Alternative I, from the
protection of some pensions by the floor, would in this case be offset by the
corresponding saving on those pensions which would be limited by the ceiling, the

d/ The representative of the United Nations administration subsequently
indicated that the floors and ceilings could be defined at different percentage
levels for each grade or in the interest of consistency and to facilitate
demonstration as one percentage for the floor, i.e., 60 per cent and one percentage
for the ceiling, i.e., 90 per cent, which would be applied for all grades.
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over-all result beirg:: estimated n.t a savin CT of 1.1 pC'r cent comparec1 to the
existing situation Ltsee para.s. 67-71 below)7.

Alternatives III and IV - differentiated ~ensionable remuneration

e
a
o
b
f

44. The remaining two alternatives reflect a different approach, that of replacing
the uniform world-wide amount of pensionable remuneration by differentiated a
amounts taking into account the cost of living (expressed in dollar terms) in
each country and so obtaining equity in the amount which the contributions of
participants everywhere represent i,:.l relation to their income and also in the
value which the pension has in relation to living costs in each country.

Solutions using the sarne approach considered earlier by the ICSC

45. This approach was the basis of a proposal made to the Commission at its
ninth session by the International Telecommunications Union (ITU) (and had also
been suggested in a study by the International Labour Office). The lTU proposal
would have defined pensionable remuneration as the sum of gross salary as at
present defined and a supplement which would vary with each country in order to
raise the total to a level which woulld take into account differences between
countries in the same way as they are taken into consideration for serving staff
members. The supplement would be eClual to the gross remuneration multiplied by
a percentage of the post adjustment index; negative supplements would be
disregarded. The resulting pensionab.le remuneration would be used both for the
calculation of contributions payable by and for staff members serving in the
country and for the calculation of the initial pension for pensioners taking up
residence after retirement in the country. The scheme would thus extend to
pensioners, as far as possible, the methodology used for the determination of
remuneration in the common system.

46. A solution having the same approach, of differentiated pensionable
remuneration but using a different methodology, was proposed t~ the Commission
as a basis for discussion by Ambassador Frochaux. It would have established
pensionable remuneration by:

(a) EstabliShing a relationship between the income (net salary plus post
adjustment) of a serving staff member and his income as a pensioner (gross pre-tax
pension), in other words, the income replacement rate;

(b) Fixing the level of this relationship by reference to that existing in
the comparator civil service, at present that of the United States;

(c ) Applying this relationship UIliformly throughout the world to relate
pension to net remuneration;

(d) Disregarding for this purpose negative post adjustments, so establishing
a minimum pensionable remlli~eration.

47. The calculation of pensionable remuneration "ould be made by establishinp, the
income replacement rate of the United States Civil Service pension scheree at a
matching grade and ,step of the U01ited Nations system; establishin~ United Nations
net remuneration (salary plus ~ost adjustment) at that matching grade and step
in Nei., York; reducing that re',nuneration by the proportion of the margin of United
Nations over United States remuneration; adjusting by a factor which would bring
the resulting income replacement rate to the desired level (75 per cent in the
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example used); grossing up the resulting net figure by United Nations staff
assesoment ucales (which correspond approximately to United States taxes) to
obtain pensionable remuneration. That pensionable remuneration would then be the
basis for calculations of contributions and, through the existing procedure of
final average remuneration, of initial pensions.

48. This method would result in complete mathematical equity of pensionable
remuneration at all levels of post adjustment (except in minus classes which v.)uld
be protected at the zero level); in a graph like those in the "B" series, showing
the relationship of pension to net remuneration (i.e., income replacement rate),
it would result in completely flat, horizontal lines from post adjustment index
level 100 onwards. A further variant was also considered, using t~e same
methodology but taking only part of the value of positive post adjustment (e.g.,
80 per cent»into account. Consequently the rate of income replacement would
decline slightly as the class of post adjustment increases and, conversely, the
proportion of the pension contribution to net remuneration would rise slightly.
The lines in a graph of the "B" series would slope down slightly from left to
right. This compromise solution would go some way to meeting the position of those
who question the use of the flUl amount of post adjustment in the calculation of
pensionable remuneration.

Alternatives III and IV

49. As a result of its consideration of those and a number of other possible
solutions having the same general approach but different methods of calculation,
the Commission's working group has finally selected two as being representative
of the approach and as using the simplest method of calculation.

50. The basic premise of these alternatives is that the pension of a retired
staff member should bear a defined relationship to the level of income which he
had attained in the last years of his service, account being taken of the relative
cost of living in the country in which he resides after retirement. In accordance
with the Noblemair principle, applied to total compensation, the income
replacement value for United Nations staff at each income levp.l should correspond
to that enjoyed by United States civil servants at the same income level.

51. The first step is therefore to determine the scale of income replacement,
coefficients produced by United States Civil Service pensions (as a proportion of
gross pension to n~t remuneration, for the reasons given in pa~agraph 10 above, and
with the retirement pension after 30 years' contributory s.§!vice being taken as
the benchmark). This is shown in the table and graph at /annex III,appendices 3
and 47; from'this, the precise income replacement coefficIent (IRC) corresponding
to a;y level of net income can be determined.

52. The objective is to establish pensionable. remuneration (PR), from which
pension can be determined by application of th~ standard formulae of UNJSPF (FAR,
2 per cent per annum, etc.). Pension, however, must bear a certain relationship
to net income. Thus the objective will be met if one can find a f'actor by which
pensionable remuneration can be derived from net income; this factor can be called
the "Pensionable Remuneration Multiplier" (PRM). Once the IRC for a given income
level has been ascertained the PRM (and hence the PR) for that income level, can
be derived from it simply by dividing the IRC by 60 (being the accumulation rate
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in the UNJSPF for a 30-year pension): PRM =IRC/60. This equation is derived as
follows:

If: NR =Net remuneration (known)
PR =Pensionable remunerat:i.:>n (unknown)
P = Gross pension in the United Nations after 30 years'

service (60% of PR)
PRM =Pensionable remuneration multiplier (unknown)
IRC =Income replacement coefficient (after 30 years' service)

at the relevant income level in the United States Civil
Service (known on the basis of the IRC scale),

the factors in the equation are:

T
I

P IRC
NR =100

P PR x 60= 100
PRM' PR

= NR

P IRC r1R
= 100 x

IRC x NR
-100 . =

PR x 60
100

PR = IRC x NB x 100
100 x 60

• FR
=

IRC x NR
60

PRM IRC x NR= 60 x NR

j ... PRM = IRe
60

,.

53. The United Nations total net remuneration (salary plus post adjustment) for
each grade and step and at each level of post adjustment being known, it is then
possible, by applying the PRM to each, to arrive at a complete scale of pensionable
remuneration by grade, step and post adjustment class which takes into account the
relative costs of living.

54. In applying this formula to both Alternatives III and IV, the relevant rate of
United States Income Replacement Coefficient has been taken to be that applicable
at the United States salary level corresponding to the United Nations level 
which is, by definition, the United Nations net level in New York less the margin
(i.e. United Nations income divided by 1.128). Thus the first step is to convert
United Nations income intc United States income by withdrawal of the margin and
then to find the corresponding IRC for each United Nations grade and step (see
columns (c) and (d) of table in mpendix 'i7) . These IRCs are then converted into
PRNs by the formula in the above paragraph and the PRM applied to the United
Nations net income for that grade and step (column b of the same table), since this
is the income corresponding to that reached by the staff member at the time of
retirement and on which his expectation of income replacement is based. f
55. In Alternative IV the procedure is different only in that the PRM is applied to
~nly 80 per cent of the difference (positive or negative) between each post
adjustment level and that corresponding to New York, thus producing sloping lines
like those described in paragraph 48 above, instead of the horizontal lines
produced by Alternative III.
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ved as 56. For the purpose of calculating the IRCs and PRMs, the post adjustment
multiplier for New York is taken as the averaGe multiplier over a period of
12 months; for the current period (October 15178 to September 1979), the average
multiplier is 38, even though the actual multiplier for Ne.r York is presently 41-

57~ The plots of income replacement values j.n figure B of the /anpendices (3 and
l~)j illustrating Alternativel:: HI and IV are shown as straight liiJ.es which
indicate the trend of each of these alternatives. In fact, they corr.:spond to the
top of each step on a ladder since for any duty station the scale of pensionable
remuneration would remain unchanged until th;9.t duty station moved from one full
class of post adjustment to the next full class. If the highest post adjustment
class at a given time is class 20, this would require the establishment of
20 scales of PR. It is conceivable to widen the size of each step on the ladder
by establishing a wider gap between each scale of PR. For example, each scale of
PR could cover two classes of post adjustment (in which case there would be
10 scales) or, say, three classes of post adjustment (in which case 7 scales). In
such cases, the movement of a country from one scale to the next higher sca~e of
pensionable remuneration would occur less frequently. It is evident, hm-rever, that
the greater the number of classes covered by each scale of pensionable remuneration
the less precise would be the equalization of the income replacement values of
pensions in countries falling within the same scale.

General advantages and disadvantages of the approach used in
Alternativel:! HI and IV
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58. These alternatives are based on the recognition that a single uniform dollar
amount of pensionable remuneration, established and adjusted by averaging, is
no longer satisfactory when the span between cost of living and local currency
values of the dollar is as great as it is shown to be today by the post adj ustment
index. Any system based on averaging inevitably results, in such circumstances,
in severe under-compensation in some places, over-compensation at others. The
average uniform pensionable remuneration must therefore be replaced by a
differentiated pensionable remuneration which at each level of post adjustment
will produce equitable levels of contributions and benefits. The contributions
are an equitable burden for all staff members because they represent practically
a uniform percentage of income. The benefits are equitable because they tend
towards providing a t1niform percentage of the amount required to maintain a
comparable standard of living whatever the local cost of' living and the currency
exchange rate. Income replacement is thus made a reality in relation to the income
which each pensioner actually needs in order to mainta.in in the place of his
retirement a standard of living proportionate to that which he had attained in his
last years of service. Since pensi onabJ 'e remuneration is determined for each
country (or group of countries) taking into account the level of post adjustment,
the system is self-regulating. There is no need for any world-wide adjustments
of pensionaole remuneration like the present WAPA system or that proposed in
Alternative I on the basis of United States CPI or United States Civil Service
salaries; pensionable remuneration in the comparator country will be adjusted by
the movement of post adjustment and so will be subject to the control which the
ICSe exercises over post adjustment and the evolution of the margin. 't'here could
be no possibility of United Nations pensions diverging from those of the United
States, as they have at the present time, unless the margin of net remuneration had
been allowed to vary.

59. The main argument advanced against this approach is that, by relating the level
of both contributions and benefits to total net remuneration (salary plus post
adjustment), it introduces post adjustment into the pension system where it had
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previously played no part except through the HAPA adjustments of pensionable
remuneration. This is criticized because the post adjustment index measures the
cost of living of serving staff members, in the main expatriates, 'I....hich are different
from those pensioners, living in the place of their choice; t11e elements of cost ef
living taken into account in calculating post adjustment do not apply in the same
way to pensioners. ~ For example, housing costs for staff members usually relate
to rented accommodation near the place of work, whereas pensioners are more likely
to be home-owners and have more freedom to choose where to live; out-of-area
expenditures are greatly reduced for the pensioner, access to duty-free privileges
inexi::;tent. But to suggest that the post adjustment index should be modified to
take account of these differences, for example, by eliminating certain elements
from it to make it more appropriate to pensioners, is not a satisfactory answer; it
could produce the reverse effect of that desired. To replace those elements by
data based on the actual expenditure patterns and levels of pensioners is not
feasible. In fact, however, one may yonder whether the post adjustment index is
indeed invalidated for these reasons for the purpose for which it is proposed to
use it, that is, as a measure of the comparative costs of living of pensioners
from country to country - not an absolute measure of their living costs or a
comparison of their costs with those of active staff members. Is it not likely
that the incidence of those elements'which admittedly do not reflect properly the
situation of pensioners falls approximately equally in all countries: that the
difference between the cost of living in a rented apartment or house at the duty
station (often the capital city) and that in an owned house in a place of the
pensioner's choice in one country is likely to be roughly proportionate, to the
same difference in any other country. One might then find that the index difference
which reflects the relativities between costs of living of staff members in
different countries may also reflect sufficiently accurately the relativities
between the (quite different) costs for pensioners. It has certainly not been
demonstrated that this is not so; neither has any other tool to measure relative
living costs of pensioners been advanced. Moreover it will be noted that both
Alternatives I and II find it necessary and appropriate to use total remuneration,
including post adjustment, to determine 'I'1'hen a pension can or cannot be "deemed
adequate", in other words, precisely the same method of calculating income
replacement as in Alternatives II and IV; so that the objection, if it be one, is
applicable to all four alternatives and, indeed, to the existing system which, as
has been seen in recent months, is heavily influenced by the working of the
weighted average of post adjustments.

60. A second objection to this approach is that the dollar value of the pension a
staff member receives may not be related to the amount of his contributions: a
staff member having served most of his career in a high-cost area and having paid
contributions at a uniform percentage value but a higher :£lominal dollar value may
retire in a low-cost area and receive a pension, again at a uniform percentage
value, but at a low nominal dollar value; and, vice-versa, a staff member who has

'e/ This technical criticism deserves serious consideration; on the other hand,
the urSllnent sometimes advanced that the post adjustment systeI:l is so unreliable that
it is not fit to be used in connexion with pensions does not merit attention; those
who profess to find fault with the post a~justment systen in this connexion do not
suggest abolishing it as a means of equalizing net renuneration nnd have no
alternative to propose in its stead.

-110-



la ,. iliI i1li.......------------I!!I,!'Ili.,1!I!!__.._IIIlI!I_!IIIl1!il!lo'!llH ~1

a_lI'WYfi-- -. --

onable
asures the
'. are uifferent
ts of cost of
in the same
llal].y relate
more likely

f'-area
el privileges
Jdified to
elements

ry answer; it
elments by
is not

b index is
roposed to
lsioners
3 or a
)t likely
roperly the
that the

t. the duty
of the
~, to the
lex difference
~s in
Lvities
lot been
~ relative
lat both
~muneration,
~ "deemed
lome
be one, is
1 which, as
~ the

le pension a
;ions: a
laving paid
, value may
'centage
ler who has

! other hand,
lnreliable that
:ntion; those
:xion do not
'e no

served in Im·r-cost areas and retires to, say Austria or Japan, will receive a
pension high in nominal dollar value. This is indeed true; it is in fact already
true that the cost in dollars of a given pensioL is higher in some countr:1es than
in others. But it has already been shown that the value of the pension a staff
member receives has never been governed by the amount of his contributions. A
pension bused on the contributions history of the individual participant would
certainly not be found adequate in present-day circumstances of inflation. The
question is what constitutes equality: on the one hand, equality of the share of
his available income which the staff member must set aside as pension c~ntributions,

and equality of the pension he receives in relation to the amount required to
maintain a certain uniform standard of living; on the other hand, equality in terms
of an identical number of dollars. It is surely unnecessary, after 10 years of
currency fluctuations and the decline of the Uni~ed States dollar against other
c~rrencies, to produce evidence to refute the claim that one dollar has an absolute
value which ~an be obtained uniformly anyv:lere in the world. Even in the United
States the dollar is only worth what it buys; but if the pensioner residing in the
United States is protected against the effects of inflation ~n the determination
of the initial amount of his penclon (as well as in its subsequent adjustment) vrhat
grounds can there be for not similarly protecting the pensioner elsewhere ag~inst

the effects of the declining exchange value of the dollar - which is what is
measured by the post adjustment system?

61. It is objected also that this approach would imply a "redistribution of the
reso~rces of the Pension Fund" For those who use this expression it seems to
carry a somewhat emotive and pejorative connotation; but those who for some years
have seen their pensions losing in value while others have gained may nevertheless
well feel th~b some redistlibution of resources is in order. Unless additional
funds were availabl~ - which is out of the question - it is on the face of it
unlikely that anything could be done to correct the existing defects and anomalies
without some changes in the existing arrangements. The situation was deemed
SUfficiently serious, first by ACC and then by the General Assembly, that they
asked the ICSC to look into it as a matter of urgency. The Commission certainly
could not fulfil its mandate if it ruled out, on principle, any solution which
involved some change in the system but which would be opposed by those who favour
maintaining the status quo. The conception implicit in the expression
"redistribution of resources l

! which would see the Pension Fund as no more than
an aggloIlleration of individual holdings each of 1vhich is tne Hpropertyl1 of a staff
member is surely incompatible with the regulations of the Fund which provide, for
example, for the payment of disability or survivors pensions irrespective of the
;iholdings" of the individu.al staff member or which accept as a matter of course
that two pensioners of whom one dies in the first year of his retirement and
the other draws his pension f"r twenty years will take very different amounts out
of the "resources li of the Funf.l. The attitude that the Fund must return to each
participant no less than he has put in anQ therefore canaot afford to return to
any participant more than he ht'S put in is incompatible with the principle of
mutuality which is i.,ile essence qf any insurance or pension fund.

62. A further objection is that, if pensioners are assured a pension of equivalent
purchas.ing power in any country to which they choose to retire, it is to be feared
that many of them will choose to go to high-cost countries and so will upset the
financial balance of the Fund. To this it might be replied that if the standard
of living to be provided by the pension will be equal everywhere, there is no
advantage for staff .members to choose high-cost countries rather than low-cost
ones (the more so as the rate of income replacement in Alternative IV gets lower
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as the cost of living rises}. On the contrary, any staff member will be able to
afford to retire in his Cim country, which is not nmr the case. In any case, when
analysed in concrete terms the risk appears limited. Firstly, it would appear that
the vast majority of staff members on retirement go back to (or remain in) their
o,m country; others go to a country with '''hich they have been associated during
their expatriate service; relatively few choose a place of retirement at random
because of its climatic or fiscal advantages. f/ Secondly, if one examines the
list of countries which might, according to this argument, be considered potential
targets for United Nations pensioners, there are perhaps only two to which more
staff might be tempted to go if the level of pensions there was improved:
Switzerland and Austria. As regards Switzerland, the legal restriction on
settlement of foreigners is such that in practice only those staff members who
would in any case meet the criterion of having spent a number of years in the
country during their service would be eligible to retire there; others, however
attractive they might find the prospect, would not be admitted by the Swiss
authorities. As regards Austria, without underrating its CUltural, social, scenic,
gastronomic and other attractions, its main attraction is that United Nations
pensions are exempted from personal income tax - which is already the case and
which is independent of any possible-change in the United Nations pension scheme.

63. However, to meet this objection, the working group ~uggests that the
Commission might consider imposing some limitations on the freedom of choice of
the staff member, not as to where he '-rill live after retirement, which it is his
indisputable right to choose for himself, but as to the country on the basis of
whose cost of living his pension will be paid. In addition to the country of the
staff member's nationality (or home country or country of home leave). the country
of nationality of the spouse could be included, as might also possibly any country
in which the staff member has spent at least la years in expatriate service~

the UNJSPB could be authorized to approve exceptions in other compelling
circumstances. Such restrictions would interfere little with the practical
freedom of staff members but would guard against any possible abuse of the
resources of the Fund.

64. A last objection addressed generally to the approach of differentiating
pensionable remuneration country by country is that the aim of ensuring a pension
which would represent a uniform purchasing power is meaningless unless allowance
is also made for the varying impact of national income tax paid by pensioners in
different countries. It must be noted that the goal of this approach is to provide
equity of income for pensioners everywhere; what the pensioner spends his income
on is beyond the competence of the salary system, for example, not oUly how much
he pays in direct taxes but also how much he may pay in indirect taxes according
to the type of goods he purchases. The objection can be addressed ,rith equal force
to the existing system or to Alternatives I and 11, which seek to ensure equity
in the form of a pension of equal dol~ar value; even this, very theoretical, form
of equity is vitiated by the varying impact of national income taxes. The
question of insulation of the pension from varying rates of tax is thus really

f/ Unfortunately, the Pension Fund does not have statistics on the place of
retirement of pensioners in relation to their nationality which would enable these
statements to be verified; they are however confirmed by general experience and by
other data available- to lCSe, such as those on use of repatriation travel
entitlements.
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independent of the question of h01f the pension is calculated. It has often been
explored without success, desirable as it may be found by some that United Nations
pensioners should be exonerated from the payment of national income tax or should
be compensated for the amount of such ta...x as they pay, for others there are
powerful reasons of principle W"hy a former international civil servant who, on
retirement, has reverted to the status of an ordinary citizen should bear the
normal obligations of citizenship in his mm country or the country of his choice;
and, above all, there is seemingly no practical likelihood that Member States
would accept the additional burden which they would inevitably have to bear, one
way or another, if United Nations pensioners did not pay taxes er were reimbursed
the amount of the taxes they had paid. Furthermore any such protection, if it
could be introduced, w"ould still not take into account varying proportions of the
fiscal burden which in different countries may tw~e the form of direct or of
indirect taxation. In the meantime, it does not appear logical to object to a
scheme which would produce a very much greater degree of equity of treatment of
staff members than the present scheme, on the grounds that it does not do something,
Le., produce total equity of purchasing power, 1vhich it does not set out to do.

Relative advantages and disadvantages of Alternatives III and IV

65. As has been said, Alternative III produces mathematical equity of both
contributions and pensions in relation to net remuneration at all levels of post
adjustment (except in minus post adjustment classes which are protected at the
level of Cla.ss 0). It is the alternathre which corresponds the most closely to
pure logic. It might nevertheless be criticized by some, who 1vould argue that
it gives too much weight to post adjustment by ref~ecting its full value in the
calculation of pension.

66. Alternative IV seeks to meet this objection by taking into account only a
part of post adjustment, so producing income replacement rates which decline as the
cost of living grows higher. It is difficult in logic to justify to those staff
members who are nationals of countries with high costs of living why the pension
they receive should have a lower value than that of their colleagues from other
countries. Nevertheless. this alternative may serve as an illustration of what
could be offered, while preserving the essential principle of equitable treatment
of staff members. by way of compromise to thos'- who seek to maintain the status quo.

V. COMPARATIVE EVALUATION OF ALTERNATIVES I TO IV

67. The effects of the four alternatives are compared with the present system
and with each other in /appendix 6/. The tables show at three grade levels
(P-l/X, p-4/v and D-l/VII) and at-intervals in the post adjustment scale, firstly,
the dollar amount of the pensionable remuneration used as the basis for
contributions and (as one component of the final average remuneration) for the
calculation of the initial value of the pension~ and, secondly, the corresponding
income replacement value of the pension due after 30 years of contributor.r Eervice.
The two graphs show the same pensions, but at p-4/v only, A in dollar terms, B in
terms of income replacement.

68. From these tables and graphs, the effect which any of the alternatives would
have, in relation to the present system, on the pensions of staff members 'retiring
in the future in countries at different post adjustment levels, can be seen. The
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present distribution of countries by post adjustment level is reproduced for
reference in Lappendix 77.
69. The cost of the different alternatives can be measured in t1-10 ways: firstly,
the effect on contributions, whic h concerns both the staff mem'Ler, who pays one
third of the contributions, and the organizations which must provide the other
two thirds from their bUdgetsj and, secondly, the effect on the resources of the
Fund of changes in the dollar cost of benefits to be .E..aid out i.£ future years.
The costing of contributions is straightforward; in lappendix 81 the present
distribution of staff membel'S is shown, by duty station grouped by blocks of 10
points of the post adjustment index. The level, higher or lower than the present
level of contributions at each post adjustment level, is then mUltiplied by the
number of staff members concerned. This calculation has been made on two bases:
one (figure A), at 1 September 1978, the date 1-Then 'che WAPA reached the level which
justified the present level of pensionable remuneration, and the second (figure B)
at the latest possible date, taldng the level of WAPA in April 1979 as 129.83.

70. The eValuation of the cost of benefits is an actuarial calculation calling
for predictions as to the future composition of the population of participants in
the illifJSPF, evolution of inflation and exchanll;e rates, etc. The Consulting
Actuary of UNJSPF has been asked to prepare an illustrative evaluation of the
costs of the approach adopted in Alternatives IH and IV; and, if necessary, the
Fund's Committee of Actuaries can be asked to review it. In the meantime, a
simplified estimate has been made, for the purposes of which it is assumed, in the
absem\e of any other evidence, that each staff member will return on retirement to
the country of 1vhich he is a national. The margin of error in this assumption is
not likely to be significant over the whole population of staff. The distribution
of staff by nationalities, also shown in /appendix 87 is used and the mass of
benefits weighted again by country and post adjustment class.

71. The reSUlting estimates /revised on the basis of more recent data, as
communicated to the Commission at its tenth session, are as follows:

Contributions Benefits----
Existing System 100 100

Alternative I 100 101.9
n H 102 98.9
11 HI 103.8 101.4
n IV 100.9 98•2J
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ANWEX v

ALTERNATIVE SOLUTIONS:
Appendix 1 - Alternative I

B. Bade pendon after 30 years ot contributorY ,eryie.
aa a percentase of net 'alar! pIu, pOlt ad1U1t..n~

130

120

~no ,"

li, ,

I'

i"

I
100 I

I

I :>
:><

90 I Ilol

I I I ~
I

80 I
I

I I
I I

1 I I
I I m/m-J2/IV

\

I I II J.4/7J:I.-J!'S/x
60 I I I

,~ I I I PJ./.x-m/XI
~ I I I F3]mI
r I I II 50 I

li, I I
I I I Q

I.
t4.:

I L,-
"'5;

I l'bat
i I i aar~

1110 160 180 200 220 Mo iii4iX ;~~

80 100 120

,-

-116-



i
l
i
f
i
i
i
.
.
i
i
K
k
t
_
~
,
~
~
~
?
"
.
;
,
¥
,
,
:
-
,
~
}
?
·
-
-
,
-
·

:i
r9
:,
~:
t!
':
"

·~
::
:-
~~
::
-,
;'
~-
:-
:-
;~
~-
--
~_
fr
j-
.~

I~'I
J!
~

a
~ H
~

.!: ~ ~

J! S ~ ~
,
~
~
~
"
~
~
~
~
~

A
N

N
EX

V

A
LT

ER
N

A
TI

V
E

SO
LU

TI
O

N
S,

A
pp

en
di

x
2

-
A

lt
er

n
at

iv
e

11

A
.

B
as

ic
p

en
si

o
n

a
ft

e
r

30
y

ea
rs

o
f

co
n

tr
ib

u
to

ry
se

rv
ic

e,
b

y
gr

ad
e

an
d

p
o

st
a
d
j
u
s
t
m
e
n
~

le
v

e
l.

in
US

d
o

ll
ar

s

\\

!!
!!

£
pe

ns
io

n

us
S

,~ fa c

~
I

D
2

/l
V

,oS
~

D
I/

V
II

~ ,l
>

I
~
~

P5
/X

p4
/X

II

P
3/

X
II

I

P
2

/X
I

P
I/

X
~ I

.
I

P
os

t
ad

ju
st

-
m

en
t

In
de

x
I

•
I

2
0

0
2

2
0

2
4

0
1

8
0

1
6

0
1

4
0

1
2

0
1

0
0

"
'/

\
'9

v

0
0

0
0

0
0

0
0

~
'

l:d
r:i

,
~

en
0

0
0

0
I

~
~

[
)

E
of

,

~
a

~
,

lE
:

IZ
l

[
)

I
0

~
0

0
0

0

i
~ ~ 0

-:a
[
)

I

0
0

0
0



Il
l!

illU
LI.

_t
Li

fi
i!

i:
W~

#~
\i

i'
J~

;i
ii

~"
,[

;I
T:
;c
-:
:-
~-
-

.~ I1I re !ii 4 I~

~ t,; I
'

In
co

1l
le

re
pr

ac
e1

ll
en

t
p

er
ce

n
t

1
0

0
,

:9
0

8
0

'7
0 6
0 50 4
0

A
N

N
EX

V

A
LT

ER
N

A
TI

V
E

SO
L

U
T

IO
N

S:

A
pp

en
di

x
2

-
A

lt
er

n
at

iv
e

11

,.:
J

la<
:

o
<

P:
;

(I
)

II
I

lZ
l

0
<

<
..:

~
P:

;
><

(,)
:;I

;
>

o
Eo

<
I

..
:

~
lZ

l
,.:

J
~

~
p:

;
lZ

l
~

o
0

lZ
l

..
:

H
lZ

l
(,)

:l1:
:

~
(,)

>
C

l

.
-
-
-
-
.
-
-
,
-
-
-
-
.
-
-
-
-
.
-
.
-
-
.

•
,

-
-
.-

-
-
i-

-
-
-
-
r
-
-

-
1

-
-
-
I
-
-
-
,
-

-
.
-

-
-

,

8
0

1
0

0
1

2
0

1
4

0
1

6
0

1
8

0
2

0
0

2
2

0
2

4
0

D
1

/V
II

-D
2

/I
V

P
4

/X
II

-P
5

/X

P
l/

X
-P

2
/X

I
P

3
/X

II
I

P
o

st
ad

jU
st

m
en

t
~
n
d
e
x

~ ~"I11 ~ I ~;
j :;1 ~



4
0

J
s

~
I

..
..

~
-

8
~

~
~

~
~

P
o

st
o

ad
ju

st
m

en
t

r w
_

_
..

.,
-
-
-
.
,.

..
..

.-
-
.
.
,-
-

..
.,...

..-
--r

,-
-T

j-
--

.'..
....-

--.
..,-

-
...,-

-.
."

.....
.--

..,
-
-

...,..
...-

---.
..,-

-T
,-

--
"r

--
-.

..,
..,

-
~n
de
x

BO
1

0
0

1
2

0
1

4
0

1
6

0
1

8
0

20
0

22
0

2
4

0
-
-
-
-

D
F
~
~
'
~
'
~
"
"

.
.~

._
_~
_~
_w

......
'"
~_

...'
..
,
,
~
_
;
:
:
_
~

..~<;
,t:

:
_

_
",,

;:'
;;'

~1,
-::

:L:
..~

·~·
'_·

-_:
_;

..~
'J
#<
~'
ih
:·
-

,
-
-
,
~
-
.
~
~
.
-

B
as

ic
p

en
si

o
n

us
S

A
N

N
E

X
V

A
L

T
E

R
N

A
T

IV
E

SO
L

U
T

IO
N

S

A
pp

en
di

x
3

-
A

lt
e
rn

a
ti

v
e
'I

II

-
--

--
I.

.-
B

as
ic

p
en

si
o

n
.

a
ft

e
r

30
y

ea
rs

o
f.

co
n

tr
ib

u
to

ry
se

rv
ic

e
b

r:
g

ra
d

e
an

d
p

o
st

ad
ju

st
m

en
t
1
e
v
~
1
,

in
,U

S
d
o
1
1
a
r
S
~

, .wj

P1
/X

P
2/

X
I

P
3

/X
II

I .

P
4/

X
II

P5
/X

D
2/

IV

D
1/

V
II

N
et

""
i<

T
J:

us
tm

en
t

In
d

e
x

24
0

~ ; ~
22

0
20

0

i H l>

IB
O

-(
/2

-'
"'

!

'~ o

1
6

0

~ l>-
t e 14
0

12
0

..:
l ~ ~ ::;:

I

1
0

0
BO

5Q
O

O
O

I
20

00
0

1
0

0
0

0

60
00

0

;
0

~
.4

~0
00
1

~
I-

'

..:
l

\0

0

I

0

'0
0

0
0



'-
''

':
_·

··
~;

~·
:'

;:
''

:~
'r

:,
:;

;:
.'

,~
.~

::
.'

..
..

.:
..,

.;..
.:-

;..
...

~"
,~
",
,,
·.
.-
_.
'_
-c
..
,.
·~

,..
_

_

In
co

m
e

re
j)

li
iC

em
en

t

P
er

ce
n

t

1
0

0

A
N

N
E

K
V

A
LT

ER
N

A
TI

V
E

SO
LU

TI
O

N
S

A
pp

en
di

x
3

-
·A

lt
er

n
at

iv
e

II
I

B
.

B
as

lc
p

en
si

o
n

a
ft

e
r

30
y

ea
rs

o
f

co
n

tr
ib

u
to

ry
se

rv
ic

e
as

a
p

er
ce

n
ta

g
e

o
f

n
et

sa
la

ry
p

lu
s

p
o

st
ad

ju
st

m
en

t

J
90
1
~
~

D
2

/I
V

"
D

1
/V

II
I

P
5

/X
I

I

P
4

/X
II

\.
I\.

'\.
'\.

'\:
:::

_
I

I
eo

I

P
;/

X
II

I'

I
:

I
I

P
2

/X
I

:7
0
J

I
~

I
I

P
1

/X

~

I
I\

)

I

0

I

I

I
;1

I
'"

I
I

"I
I

I
~

"
I

~

"6
0

I

I
H

l>4
C

l]
...

:'
~

\

~
...:

~
lZ

1

0
rj

.
0

~

>-
t

~

!X
l

P
:

~
H

C
l

§
Eo

<

l>
~

0

H

~

0
~

0

.-
--

--
--

--
.-

I
•

I
•

I
•

I
•

I
•

I
'

,
-
.
-
-
-
,

8
0

1
0

0
1

2
0

1
4

0
1

6
0

1
8

0
2

0
0

2
2

0
2

4
0

"P
o

st
.i

id
}U

St
m

en
t"

l.
nd

ex

-.
~
"
.
_
.
~
:
~
;
:
c
..



1
'
1

'
i

'
i

'
,

;
I

•
i

C
,

•
I

80
10

0
1

2
0

1
4

0
1

6
0

1
8

0
20

0
22

0
24

0

~ ad
.1

us
tm

en
t

.
l.

nd
ex

B
as

ic
p

en
sI

o
n

U
S

S

AN
NE

X
V

A
L

T
E

R
N

A
T

IV
E

S
O

L
U

T
IO

N
S

A
pP

en
di

x
4

-
A

lt
er

n
at

iv
e

IV

A
.

B
as

ic
p

en
si

o
n

a:
t't

er
30

y
ea

rs
o

f
.c

o
n

tr
ib

u
to

ry
se

rv
ic

e,
by

gr
ad

e
~
n
d

p
o

st
ad

ju
st

m
en

t
le

v
e
l,

·i
n

US
d

o
ll

ar
s

60
00

0
I

i
~

D
2/

IV
.
;;

j
.

H

.
~
.

::-
.

,
.

.
D

l/
V

II
'm

..

I:
.
~

"*'0
P

5/
X

50
00

0
-'

~
:~

.,
.
0

I
I-

l
12

1
~

~
I
.
~

___
P

4
/X

II
~
.

I
I

p:
;

40
00

0
I

0
E-

t

t.
~

E!
l.

::E
:

~
.
~
.
~

I
~
'

;
_

P
3

/X
II

I
I\

)
I-

l
I

I-
'

0
I

0

30
00

0
_I

I
~

I
'
~

I
~

I
~
I

I
P

2
/X

I

P
l/

X

20
00

0
-i

I
~ 'S (!

J
P

o
st

1
0

0
0

0
I

I
I

.1
I

I
ad

ju
st

m
en

t

•
•

I
•

I
•

•
I

i
I

i
i

•
I

•
i
~

80
10

0
1

2
0

1
4

0
1

6
0

1
8

0
20

0
22

0
24

0



P
o

st

D
2/

IV
D

l/
V

II
P5

/X
P

4/
X

II
P

3l
x1

II

P
2/

X
I

P
l/

X

§

.
i'
"

1
,,

.·
1

,
~\.; oi
l ;. ~

\
~ o

..

~ o

\.\ ~ iAN
NE

X
V

A
LT

ER
N

A
TI

V
E

SO
LU

TI
O

N
S

A
p

p
en

d
ix

4
-

A
lt

er
n

a
ti

v
e

IV
·

\I ~ ~ &-
t ~ ::e:

B
.

R
a

si
cJ

en
si

o
n

a
ft

e
r

30
ea

rs
o

f
co

n
t.

r1
b

u
to

se
rv

ic
e

.a
s

a
p

er
ce

n
ta

g
e

o
f

n
et

sa
ia

ry
p

lu
s

PO
SI

t
ad

ju
st

m
en

t

\ o ~ 8 o

60708
0

90

10
0

In
co

m
e

re
p

ii
lc

'e
m

en
t

.2
.e

r
c
e
n

t-
=

·

~ I\
l I

1I ~u I" le) fi~.... l~ tl \.! f, t, ~ ,i ['I i:j [t I".
f·.·

. il I~ rg I1 !l ~j I;" J ~f 11 I}' cl ~ !~ I~ t~ 11 [1 J14
•

a
d

ju
st

""
'"

Il
I

•
i

•
I

•
i

•
I

•
i

•
I

•
I

.,
I

l•
•
•
•

l
eo

..
1

0
0

1
2

0
1

4
0

1
6

0
1

8
0

20
0

2
2

0
2

4
0

-

_~~
,~-,-

_
...J'

--
-r

r'
--

".
'

.~
--

'"



..

ANNEX V

ALTERNATIVE SOLUTIONS

Appendix 5

Determination of pensionable remuneration multipliers
(PRM) to be applied under Alternatives III and IV

o
IN
IN

...----~,..---_._-......------.------...,..-------,.

I
I

1.1168

1.1610

1.2510

1.2932

1.1552

1.2011

1.2268

(e)

pmiiJ

61.01

69.66

69.31

73.61

15.06

77.59

12.10

(d)
IRcY at (c)
income levels

25,735

28,293

32,632

14~143

18,512

17,877

22,988

(c)
{b)-margin
{{b)/1.128}

20,165

29,029

25,930

31,914

36,809

15,953

20,882

(b)
Net income 1/
in New YorIt=

P-3/Min.

P-l/Min

P-l/Max.

24,296 21,539 71.31 1.1885 J
p-~~_ax_._l-_3_2_'0_6_3__+-_28._,_4_25_-+__7_5~.1_4 t-_l_.2~~~,

P-2/Min.

P-4/Min.

P-4/Step V

P-4/Max.

P-2/Max.

(a)
Grade/
Step

--.-.r--------4-'----__~-----.+-----__to
IN
r-l P-5/Min.

P-5/M8~

34,993

41,326

31,022

36,637

76.65

80.28

1.2115

1.3380

1----~-1------+----+-----_t_----_t
oo
r-l

D-l/Min.

D-l/Max.

38,731

43,914

34,341

38,984

18.76

81.80

1.3126

1.3634
'--__--l. l.-- ---l ..J--~ _

o
Q)

1/ Dependency rates of base salary plus post adjustment at multiplier 38
(which is the average multiplier for the period October 1978 to September 1979).

y Derived by interpolation from the scale of IRe in Annex HI, Appendix 3.

~ Under alternative Ill, the !-i-lM is applied to base salary plus full post
adj ustment.

Under alternative IV, it is applied to salary plus 80 per cent of post
adjv.3tment above or below the base city New York.

-123-
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C. Conditions of service of the Professional and higher categories

ANNEX VI

Study of equivalencies of ~rades between the United Naticns
common system and the Federal civil Service of the

United States of America

Report of the consultants Charles Fivez and Robert L. Smith

(previously issued as document ICSC/R.173)

1. The consultants reappointed to continue the study of grade equivalencies
between the United Nations common system and the comparator national civil service
met from 17 May to 3 July 1979. The Chief of the Job Classification Section of the
ICSC secretariat, along with the Job Classification Analyst on his staff, were
designated to assist the consultants in their work.

2. The purpose of the current study was to determine the p~oper equivalent grades
in the United States Federal Civil Service for grades D-2, Assistant Secretary
General and Under-Secretary-General of the United Nations common system. The
consultants were informed at the outset of their study that the United States wes
in the process of implementing a new scheme for remuneration of incumbents of
managerial positions, to be known as the Senior Executive Service (SES). This
service would apply primarily to certain personnel presel:ltly graded GS-·16, GS-17,
GS-IB, E-V and E-IV but their positions would no longer be identified by a grade
level - the emphasis in determining~emunerationbeing on the individual's
performance. There would be six salary (base-pay) rates ranging from ES-l $44,765
to Es-6 $52,800. Merit awards and bonus payments would be made in addition, on an
individual basis.

3. It was understood that while the SES system would in principle be implemented
on 13 July 1979, present payable rates would in most cases remain in effect until
at least 1 October 1979. Moreover, payments of Bupplemental amounts in the form
of bonuses, contrary to earlier information provided by the United States Office of
Personnel Management, would not be payable until some time after 13 July 1980.
Thus, it was not practical at the time of the consultants' study to take account of
the effects on remuneration of the establishment of the SES, as was suggested in
paragraphs 34 and 35 of document ICSC/R.168.

4. The most suitable and most useful alternative appeared to be, therefore, to
carry out the equivalency study on the basis of the grades assigned to the United
States jobs at the time of the study, under the existing grading system. Grades
GS-16 to GS-18 and Executive levels V to I were, in any event, being retained by
the United States for positions not covered by the SES scheme. Accordingly, the
consultants decided to proceed on that basis, bearing in mind that the IeGC
secretariat could eventually obtain the necessary information, for United States/
United Nations salary comparison purposes, on the total remuneration of those jobs
covered in the survey which subsequently became part of SES and were remunerated
at different levels.
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Data collection and evaluation - United Nations common system jobs

5. The secretariat of ICSC made the necessary arraneements 1vith the organizations
of the United Nations common system for provision of completed job descriptions
covering D-2, ASa and usa positions. A total of 112 usable job descriptions
spanning these three grades were received. In addition, 25 descriptions of D-2
positions which had been used in the 1978 erade equivalency study were included,
mwcine a total of 137 drawn from 10 organizations (see appendix 1).

6. These job descriptions covered a cross-section of work performed at D-2, ASa
and usa levels in the organizations of the common system. Due to the time
limitation set for the completion of the study and to budgetary considerations, no
desk audits were undertaken as had been done in the previous study. However, the
information provided in the job descriptions was considered to be sufficiently
clear and complete for the purpose of evaluation.

7. An initial evaluation was carried out according to the same points rating
system and the same procedures as had been applied during the 1978 study. The two
consultants and one member of the secretariat separately evaluated each position.
They then compared their evaluations, factor by factor, and resolved any
differences in their ratings.

Revision of factors and re-evaluation of common system jobs

8. The consultants analysed the initial evaluation results to determine whether
the factors of the points rating system fully covered the important aspects of
positions at D-2, ASa and usa levels and were sufficiently precise to differentiate
between these levels. The conclusion was reached that while the points rating
system adequately applied to positions in grades P-l to D-2 for which it had been
designed, an attempt should be made to revise certain elements of the factors in
order to cover more fully the higher-level positions.

9. Inasmuch as the present study was to be conducted as a continuation of the
1978 grade equivalency study, it was important to ensure consistency in the results
for the two stUdies. Care had to be exercised, therefore, in identifying and
determining those additional elements of differentiation to be incorporated into
the existing points rating system so that the "evaluations of P-l to D-l positions
undertaken in the 1978 study would not be disrupted.

10. For this purpose the consultants examined and compared the initial ratings of
each individual factor for D-2, Asa and usa positions, concentrating on those
aspe~ts which would allow for the clearest differentiation between these three
levels. From this ex::unination it became evident that the importance of personal
contacts at these levels was not fully taken into consideration. In particular, it
~~s considered that Factor IV did not fully reflect the significance of work
relationships involved in the higher-level positions in United Nations
organizations. Adequate recognition could not be given to the role of many ASa and
usa positions in providing policy advice to the executive head and in representing
the executive head in negotiations and in other relationships with national
governments, constitutent members, and other organizations. Accordingly it was
decided to amend the points range of this factor to add one horizontal rating level
with a total value of 50 additional points (25 points each for inside and outside
contacts) •
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11. In addition, both to assist in differentiating between D-2, ASG and USG
level positions and also to clarify understanding and application of the factors,
some modifications were introduced to the definitions of the highest horizontal
levels of Factor 11 - Difficulty of Work, Factor III - Independence of Work and
Factor VI - Impact of Work. These modifications did not effect any change in the
previous evaluations of P-l to D-l positions made in the 1978 grade equivalency
study. The revised factors adopted by the consultants for the present study are
shown in appendix 2.

12. All United Nations common system jobs were re-evaluated on the basis of these
revised factors and a final points score was established for each.

Establislunent of the ~oints ranges for common system grades

13. The ~inal points score for each job was plotted on a graph in order to
determine the points ranges for each grade. It will be recalled that in carrying
out the 1978 study the consultants had been satisfied with the points range
established for the D-l grade, ,vhich also provided the minimum points for the
D-2 grade, but had been uncertain as to the upper limit of the points range for
grade D-2. ~/ By the inclusion of ASG positions in the present study it became
possible to establish a definitive upper limit for the D-2 range. The points range
of each grade was then determined in such a manner that the highest number of job
gradings would be confirmed, thereby assuring that the evaluation system reflected
as nearly as possible the present practices of the organizations in the common
system. The points ranges established for the three higher grades were as follows:

D-2 2940-3339

ASG 3)40-3679

USG 3680-3799

14. Application of these points ranges provided the following results:

Jobs falling in Jobs above :points Jobs below points
No. of jobs points range of range of their range of their

Grade evaluated their grade grade grade

USG 15 9 (60.0%) 1 ( 6.7%) 5 (33.3%)

ASG 48 34 (70.8%) 10 (20.8%) 4 ( 8.4%)

D-2 74 55 (74.3%) 4 ( 5.4%) 15 (20.3%)

TOTAL 137 98 (71.5%) 15 (11.0%) 24 (17.5%)

Data collection and evaluation - United States Civil Service jobs

15. The secretariat of ICSC established contacts with the Associate Director,

a/ Official Record of the General Assembly. Thirty-third Session,·
Su~pl;ment No. 30 (A/33/30), para. 82.
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Executive Personnel and Management Division of the Office of Personnel Hanagement
(OPM) to obtain the co-operation of the United States Government Departments and
Agencies in carrying out the study. Through personal meetings with representatives
of OPM, who acted in a liaison and co-ordination capacity, and with representatives
of the United States Government Departments and Agencies, the secretariat arranged
for the preparation of representative job descriptions for grades GS-17, GS-lS,
E-V, E-lV, E-·lII and E-II.

le. Given that no formalized system of job descriptions existed for the majcrity
of Executive Level positions, information on these positions was presented by
Departments and Agencies on the lCSC job description form. For GS-17 and GB-18
jobs the consultants were provided with copies of existing job descriptions.
Additional information on all jobs was collected by. the consultants in order to
cover adequately all the evaluation factors in the points rating system used in the
study. This additional information was obtained in Washington fr0m representatives
of Departments and Agencies concerned between 4 June 1979 and 15 June 1979. The
consultants wish to record their appreciation for the full co-operation provided by
the representatives of the United States Office of Personr.el Management and the
Departments and Agencies concerned in supplying complete and detailed information
on United States Government positions.

17. A number of job descriptions received from the United States Department of
State and the United States International Communication Agency had been graded
according to the Foreign Service grading system. Some positions from the
Department of Health, Education and Welfare were graded under the Commissioned
Officer system, and others from the Department of Energy were graded under that
department's Energy Research grading system. In those cases, the consultants
determined the United States Government General Schedule (GS) or Executive
Level (E) grade equivalents on the basis of information provided by the
representatives of the departments concerned. It should be noted in this regard
that the number of such positions was proportionally greater in this study than in
the 1978 study.

18. A total of 129 usable job descriptions as shown in appendix 3, were made
available by the Departments and Agencies. This number was comparable to the
number of usable job descriptions obtained from the common systems organizations
for D-2, ASG and USG jobs.

19. The process of rating United States Government positions utilizing the same
revised points factor system and procedures that had been used in evaluating the
United Nations common system positions was carried out at ICSC headquarters by the
two consultants and a member of the ICSC secretariat.

Difficulties encountered

20. The Commission had called attention to tL~ various difficulties involved in
determining comparisons for jobs at the ASG and USG and equivalent levels; bl
inter alia, that jobs at these levels are unique in character, they are influenced
by political considerations as well as by the stature of the individual, they are
not part of the normal career str~cture and that differences in funct~ons between
international civil service and national civil service become more marked at the top

El Ibid., para. 90.
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levels. Even though it had been decided tb~G the study should be based mainly on
job content, ifhich remained the most measure:ble of the elements affecting grading,
it was difficult in prac~ice to draw a line between the importance of job content
alone and the effect of non-jab-content aspects on the grade of the job. Some
additional non-job-content factors to which the consultants' attention had been
drawn during data collection in Washington were:

(a) "Representativeness ll i.e.: incumbent represents Itey or special interest
groups;

Cb) Incumbent is supporter of policies of Administration and has confidence
of President and Cabin..t in carrying out those policies;

(c) Incumbent is nationally or intern~tionally renowned in scientific,
academic or other field;

(d) Need to import officials with high-level managerial skills rather than
with specialized technical skills.

21. One of the difficulties encountered by the consultants was translating into
the normal units of evaluation of Factor I the special qualifications ~cq~ired of
incumbents of these positions. It was also difficult to properly cover and assess
certain other aspects of the functions of the incumbents of these higher-level
jobs. who are frequently required to act as mediators or negotiators in sensitive
matters (political and diplomatic) or to act as advisers or as co-ordinators of
activities which do not directly fall under their jurisdiction.

Establishment of equivalencies

22. Whereas it had been possible to determine point ranges for the three United
Nations common system grades (D-2, ASG and USG), the consultants did not find it
possible to determine separate and distinct point ranges for the six levels of
United States Government jobs (GS-17, GS-18, E-V, E-IV, E-III and E-II) as had
been done in the 1978 study, due to the considerable overlap in the span of points
ratings for the jobs in those grades. They therefore identified the common system
ranges in which the points rating of each of the United States Government jobs
fell. The percentage distribution of the United States jobs was as follows:
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Conclusions

23. The equivalencies resulting from the study carried out by the consultants are
given below. (Some minor roundings have been made in the figures shown in the
table in the above paragraph in arriving at these results.)

Common System Grade United States Civil Service Grade

D-2 GS-17 1-Teight of 67
GS-18/E-V weight of 33

ASG GS-18/E-V weight of 67
E-IV weight of 33

USG E-IV weight of 17
E-III weight of 63
r~-II weight of 20

24. Grades GS-18 and E-V have been combined in the above equivalencies since the
two levels have the same base salary rate and since the span of the points ratings
for grade E-V jobs was virtually the same as that of grade GS-18 jobs.

25. The consultants consider that the degree of validity of the equivalency now
determined for grade D-2, based on a larger sampling of jobs, is comparable to that
determined in the 1978 grade equivalency study for grades P-l to D-l. However
they consider that the equivalencies for the ASG grade. and to a greater degree for
the USG grade, should be regarded as approximations. This is due, in part, to the
difficulty of the points factor system in fully covering those special non-job
content aspects (outlined in paragraphs 20 and 21 above) involved in these higher
level positions. Morerver, even though an attempt had been made to revise the
points factor system in order to make it more applicable to ASG and USG grades, the
system did not produce distinctions in jobs at these levels in which the
consultants had the sam':> confidence as for grades D-2 and below. Furthermore, jobs
at these top levels are not strictly graded according to job content, either
within the common system or the United States Civil Service and therefore tend to
reflect a lesser degree of consistency across department, agency and organization
lines.
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APPENDIX 1

Numbers of United Nations common system .job descriptions
evaluated by grade and by organization

ORGANIZATION USG ASG D2 D2s RETAINED FROM TOTAL
1978 STUDY

UN 11 8 . 6 9 34

FAO 1 11 4 5 21

UNDP 1 5· 14 - 20

HHO - 11 2 7 20

UNESCO - 5 9 - 14

IAEA - 6 6 - 12

ILO 2 2 6 - 10

ICAO - - - 3 3

UNICEF - - 2 - 2

IMCO - - - 1 1

TOTAL 15 48 49 25 137
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APPENDIX 2

Job classificatio~oint~ra~in~tem

(Adopted for use in the 1919 Study of Equivalencies of Grades
be~~een the United Nations Common System and the Federal

Civil Service of the United States of America)

The six factors on the following pages are designed to measure the relative
importance of jobs - not individuals - ~dth an organization. Jobs are analysed in
terms of several common elements and point values are assigned for these. The
total point rating for a particular job falls within a point range which indicates
the appropriate grade for the job. The point ranges for grade levels P-l through
USG are aa follows:

Point ranges Grade level

800 - 969 P-l

910 1349 P-2

1350 - 1639 P-3

1640 2039 p-4

2040 - 2479 P-5

2480 - 2939 D-l

2940 - 3339 D-2

3340' - 3679 ASG

3680 - 3799 USG

The following factors require further explanation:

Factor I: This is the only three dimensional factor. In applying this factor, the
appropriate level of theoretical knowledge required by the'job, (i.e. the
horizontal element) is identified first. 'L'hen the requirements of the job in terms
of the level of practical experience of having applied that theoretical knowledge,
(i.e., the vertical element) are determined. The appropriate box that corresponds
to the two elements identified is found. Finally, depending upon the language
knowledge requirements of the job (Le. the third dimension) the appropriate point
value is chosen from among the three values indicated in that box. If proficiency'
in one working language is required then the lo~~est score is allocated. The middle
score is given for the requirement of proficiency in two working languages and the'
highest score for the requirement of proficiency in a third language (working or
not) as well as in two working languages.

Factor IV: This factor also is scored differently from the others. First the skill
and importance of the inside contacts required by the job are evaluated and a point
value is allocated. Then the same is done for the outside contacts - if any are
required. Finally, the t~vo point scores are added together to obtain the total
point value for the factor.
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FACTOR I
POOFESSIOlfAL KKOWLBDGE REQ,UIRED

This tactor .sasurea the theoretical knowledge and practical experience 01'
applying that knowledge that is required by the Job.

~
1. KnowJ.edgo at first uni- 2. Knowledge at advanced 3. Nnowledge at highest

knowledge veraity desree level 01' its university degree level or unlvel-sity degree level or
required equivalent in training ~d its equivalamt in training its equivalent in training

selt-studY. and self-studY. and sel11-studY.
;practical
experience
recuired

A. No experience required. 100 150 200 250 300 350
'>/V'I ~oo boo

B. Experience in applying 150 250 350
theoretical knowledge at

200 . 300 400national level for up to !ive
nar. or at lnternatlorAl 250 350 450
. u1 tor up to 2 rey-

200 300 1IlOOC. J!:Xperience in applying
tbewetical knawledge at
national level for over f'1ve

250. 350 450up to ten year.
OR

at international level for
300 400 500over 2 up to f'1ve years

D. Both 01' the above 250 300 350 400 Ill-50 500
'!'iD 450 'i'iD

E. Experience in applying 300 400 500
theoretical knowledge at
national level for ovar ten
years 350 450 550

OR
at intematiClllal leVel tor
over tive up to ten years 400 500 600

F. Both of the above 350 400 450 ;00 550 60041;0 550 6'iD

O. Experience :l,n applying 400 500 600
theoretical knowledge at

450intemational level for over 550 650
ten years. 500 600 700

-Die. .12J that the in-
.

Language cumbent have proticiency J. in
Knowledge one world.ng languase 01' the
Required organization: The .tIllI. ropuirc§ that the in-

(0 points) C\llllbent have proficiency in
two working languages of the
organization. The iI2!!~ that the

(+50 points) incumbent have proficiency
in ' third language as well
as .:.n two working languages
of the ort:anization.

I ~lQQ llOin'ts)

J.. "Proficiency" is defined as : 11 A wrldng knowJ.edge, sufficient to permit a speaker
to take p!l1't in ordinary convers&1:!ons, to attend meetings, understand what J,s said th~e

and make hiB own contribution, to write about official. matters fran Cll1e office to
lInother within the organization, in a language which, while not necessarily perfect,
avoids the grosser gr8lllDatical and syntactical el'Nl'8 ond--t~l¥·-cOlDprehensible."
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Annex VI

•

APPENDIX 3

Nuabera of United States Civil Service Job Descriptions Evaluated
by Grade

and by United States Department of Agency

Depart_nt or Agency GS-17 GS-18 E-V E-IV E-III E-11 TOTAL

Health. Education and
Welfare 5 9 2 5 21

Agriculture 6 6 2 5 1 20

State 2 2 11 1 16

Agency for International
Develop_nt 5 4 - 14

COlllllerce 7 2 2 1 I 12

Energy 6 1 3 10

International Co.-unica-
tioRa Agency 6 1 7

Environ_ntal Protection
Agency 2 2 1 1 lL 7

Labor 1 2 1 1 1 6

Federal Communications
Co.u.ssion 3 2 5

Executive Office of the
President 3 3

National Science
Foundation 1 1 2

National Regulatory
Co.u.ssion 1 1 2

Internati~nal Trade
Co.m.ssion 1 1 2

General Services
Adll1nistration 1 1

Federal·Mariti.
Coa.lssion 1 1

TOTAL 45 30 8 33 7 6 129
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21

20
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I 12
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2
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ANNEX VII

SUPPLEHEN'l'ARY PAYMENTS MADE TO INTERNATIONAL
CIVIL SERVJl~TS OF CERTAIN NATIONALITIES BY

THEIR GOVERNMENTS

1. At its ninth session, the Commission was informed that certain Hen(ber States
were supplementing the remuneration which some of their nationals received as staff
members of the United Nations and specialized agencies. It requ~sted fu~ther

information about this practice and at its tenth session was prOVided with the
following information (extracted from m~terial assembled by the Office of Legal
Affairs of the United Nations Secretariat) concerning measures enacted by law or
decree by three Member States: the Federal RepUblic of Germany, Japan and the
United States of Amelica.

A. Federal Republic of Germany

2. The relevant text ~ entitled IIRichtlinien fUr die Gew8.hrung von
Ausgleichszahlungen an deutsche Bedienstete internationalen Organisationen li

(Guidelines for Supplemental Compensation of German employees of international
organizations) was approved by the Bundestag on I April 1979. It provides that
"persons of German citizenship, employed in (international organizations) may~ upon
application, receive supplemental compensation if the Federal RepUblic of Germany
has a special interest in paying such compensation ll

• a/ The criteria to be observed
in determining-whether the Government has such an interest are:

(a) If the Federal RepUblic wishes to maintain or improve its representation
in the organ:~zation, in particular "to occupy key positions fl

,

(b) IIIf, in the individual case, the salary of the person in the
international organization's employ is •• 0 considerably lower than the salary of a
comparable Federal or state civil servant posted in the same location ll

;

(c) The individual's employment in the position concerned will benefit both
the organization and the Federal RepUblic;

(d) The individual's application for employment was presented or supported by
the national authorities or I'Joked upon favourably by the local German
representatives.

3. The supplemental comp€!Osation is in the amount of 80 per cent of the difference
between the international employee's salary and the salary of a comparable Federal
or State civil servant posted abroad. The grade equivalencies between the
interpational and national posts are determined according to a fixed scale if the
Ger~~n citizen was a civil servant, on the basis of previous income if he came
from the private sector. The elements of remuneration to be taken into account

~ Unofficial translation from German.
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on either side are defined (e'5" on United Nations side all entitlements except
reimbursements of expenses incurred, i.e., includinr, dependency allowances,
education grant, post adjustment). The supplementary payment, which is sUbject to
a minimum of DM. 300, is made monthly. It may continue for five years or
exceptionally, in the case of officials of grade P5 and upwards) for eight years.
However, on leaving the international organization the staff member must return to
the Government the terminal payments he receives from the organization up to the
amount of the supplementary payments he has received, Ilin so far as the recipient is
unfairly favoured (by those terminal payments) in relation to a comparable foreign.
based civil servant ll

•

B. Ja-pan

4. The Japanese Law No. 117 of 17 December 1970 and implementing Regulation
lio. 18.0 effective fr,-.!ll 16 January 1971 provide that officials of the national
Government who are released to work in non-profit organizations (such as research
institutes or universities) or in. international organizations may be paid tldurine;
the period of their service in these organizations, an amount not exceeding
100 per cent of their (civil senice ."alary and entitlements)li. bl The amount to be
paid shall however not normally exceed 70 per cent J except where-ilthe remuneration
paid to the released officials by those organizations to which they are released
is Im.,t1. Payment may be withheld if the Personnel Board "uelieves it would be
highly inappropriate in view of the 'special circumstances" of the receiving
organization. An Administrative Circular (HIl'T-IU rIo. 145 of 1 April 1975) provides
that the official may designate a member of his family or dependant to whom the
payment of his Japanese salary is to be made.

5. It was further explained to the Commission that this provision had been
iLtended for, and was applied to, civil servants detached for service with many
institutions other than international organizations. Its aim was to ensure that
they would be equitably remunerated 'Thile working out side of the country. PayIJl.ent
could be made only for a limited period and could be withheld if deemed appropriate.

C. United States of America

6. .By Part V (Sect. 502) of the United States Foreign Assistance Act of 1969
(PUblic Law 91-175), the Congress of the United States ~ended section 3582 of
SUb-Chapter IV of Title 5 of the United States Code to the effect that an employee
of the United States Government who is seconded to an international organization for
a specified period is en:titled to supplementary payments from the United States
Government in respect of the period of his service as an official of the
international organization. These payments represent the diff~rence between the
~oluments he receives from the interna~ional organization and those he would have
received if he had been posted to the same place by the United States Government.
'rhe payment due to him is made oIily upon his re-employment by the United States
Government (i.e., return from secondment) or in case of deatb or of disability
preventing him from being re-employed•

.~i Unofficial transla~ion from Japanese.

7. It
motivate
accept a,
service
periods
internat
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7. It was further explained to the Commission that this provision had been
motivated by the difficulty found in persuadinG United states civil servants to
accept assignments in international organizations because of the fact that various
service benefits to '~lich they were otherwise entitled ceased to accrue during such
periods of detachment. Ho payment 'vas made dnring the employee is service with the
international organization.

s

e.

'or

-149-



~ ..... .... .,. ~~_."",,",,"..,.", IlIIIIIIII_

ANNEX VIII
Movement of noat ad ustments classitication ot head uarters dut stations

and ot the weilrhted averalre of nost a<y'ustments WAPA
(January 1977-September 1979)
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""-l E.' Lonp,er.;;t'ernr' functions of the Commission'

ANNEX XI

Common classification of occupational groups: global schema

1. PROFESSIONAL, MANAGERIAL, TECHNICAL AND RELATED WORKERS

A. Administrative Specialists (and Related Workers)

3. Building Services Administrators

Budget and Management Analysts

Jl.ccc~te.nts, Auditcrs and Financial Analysts

Management and Organizational Analysts
Methods and Procedures Specialists
Operations Research Analysts
Programme and Budget Analysts

a. Accc~nte.nts - General
b • Auditors
c. Budget Accountants
d. Cost Accountants
e. Financial Analysts

b.
c.

a.

,d.

2.

1.\l
\l
t

~

-

),
)

f

I,
I.'
I·I ,(~\

i(!
I.

,!., "
'-',".,

.. ,~

4.

5.

a. Food Services Administrators
b. Maintenance and Housekeeping Administrators
c . Records Administ:"'ators
d. Security and Safety Administrators

Conference Services Administrators

Electronic Data Processing Specialists

a. Computer Programmers
b. Systems Analysts

6. Personnel Management Specialists

\l
)
"\

~

}J
.'j(

a.
b.
c.
d.
e.
f.
g •

Benefits Specialists (Pensions, etc.)
Human Resource Planning Specialists
Job Classification Specialists
Personnel Entitlements Specialists
Recruitment Specialists
Salary Administration Specialists
Training Specialists
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7. Printing Services Specialists

8. Public Information Specialists

a. Press Officers
b. Printed Media Specialists
c. Radio Media Spe~ialists

d. Visual Media Specialists

9. Purchasing Specialists

a. Buyers
b. Contract Administrators

10. Representation and Protocol Specialists

a. Protocol Officers
b. Relations and Liaison Specialists

11. Technical Co-operation Administrators

a.
b.

Programme Support Specialists
Resident Programme Administrators

12. Administrative Specialists not elsewhere classified

13. (Accounting: AUditi~~, Budgeting and Finance Rel~ted Workers)

a. (Accounting Clerks)
b. (huditing Clerks)
c. (Budgeting Clerks)
d. (Insurance and Pension Clerks)
e. (Treasury Clerks)

14. (Budget and Management Related Workers)

15. (Computer Programmer Technicians)

16. (Personnel Related Workers)

a. (Appointment Clerks)
b. (Employment Contract Administration Clerks)
c. (Placement Clerks)
d. (Recruiting Clerks)
e. (Selection Clerks)

17. (Public Information Related Workers)

18. (Purchasing Related Workers)
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19. (Technical Co-operation Related Workers)

20. (Administration Related Workers not elsewhere classified)

B. Architects, Engineers (and Related Technicians)

1. Aeronautical Engineers

2. Agricultural Engineers

3. Architects and Community Planners

a. Community Planners
b. Construction Architects
c. Landscape Architects

4. Ceramics Engineers

5. Chemical Engineers

6.

7.

8.

Civil Engineers

a. Airport Engineers
b. Forest Engineers
c. Hydraulics Engineers
d. Railway Engineers
e. Sanitary Engineers
f. Soil Mechanics Engineers
g . Structural Engineers
h. Transportation Engineers

Eleetrical and Electronics Engineers

a. Electrical Engineers
b. Electronics Engineers
c. Telecommunications Engineers

Industrial Engineers

a. Factory Layout Engineers
b. Manufacturing Engineers
c • Methods Engineers
d. Production Planners
e. Quality Control Engineers
f. Safety Engineers
g. Time and Motion Study Engineers

9. Marine Engineers
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10. Mechanical Engineers

a. Heating, Ventilation and Refrigeration Engineers
b • Plant Engineers
c. Power-Plant Engineers
d. Product Design Engineers

11. Metallurgists and Metallurgical Engineers

12. Mining and Petroleum Engineers

a. Mining Engineers
b • Mining Safety Engineers
c • Fetroleum Engineers

13. Nuclear Engineers-

14. Surveyors

15. Engineers not elswhere classified

16. (Aeronautical Engineering Technicians)

17. (Agricultural Engineering Technicians)

18. (Ceramics Engineering Technicians)

19. (Chemical Engineering Technicians)

20. (Civil Engineering TeChnicians)

21. (Draughters)

22. (Electrical and Electronics Engineering Technicians)

23. (Industrial Engineering Technicians)

24. (Marine Engineering Technicians)

25. (Mechanical Engineering Technicians)

26. (Metallurgical 'Technicians)

27. (Mining and Petroleum Engineering Technicians)

28. (Nuclear Engineering Technicians)

29. (Engineering Technicians not elsewhere classified)
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C. Archivists, Curators, Librarians (and Related Workers)

1. Archivists

2. Curators

3. Librarians

a. Acquisitions Librarians
b. Classifiers (Library)
c. Reference Librarians

4'. (Documents Clerks)

5. (Library Clerks)

D. Artists (and Related lrlorkers)

1. Creative Artists

2. Performing Artists

3. (Camera Operators)

4. (Photographers)

5. (Photographic Processing Workers)

6. (Arts Related Workers, not elsewhere classified)

E. Economists (and Related Workers)

1. Air Transport Economists

2. Agricultural Economists

3. Development Economists

4. Econometricians

5. Economists - General

6. Financial Economists

7. Industrial Economists

8. International Trade Economists

9. Labour Economists
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lJ. Price Economists

11. Tax Economists

12. (Economics Related Workers)

F. Education Specialists (and Related Wox'kers)

1. Adult Education Specialists

2. Audio-Visual Specialists

3. Pre-Primary Education Specialists

4. Primary Education Specialists

5. Secondary Education Specialists

6. Specialists in the Education of the Handicapped

7. Teachers

8. University and Higher Education Specialists

9. Vocational Training Specialists

10. (Education Assistants and Related Workers)

G. Jurists (and Related Workers)

1. General Legal Advisers

2. International Law Specialists

3. (Law Related Workers)

H. Life Scientists (and Related Technicians)

1. Agricultural Scientists

a. Agronomists
b. Animal Scientists
c. Fish Specialists
d. Foresters
e. HortiCulturists
f. Soil Conservationists
g. Soil Scientists
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1. . Dentists

3. Medical Doctors

"~.'

-159-

Anaesthesiologists
Cardiologists
Dermatologists
General Practitioners
Gynaec(llogists
Neurol'"gists
Obstetricians
Cpthalmologists
Otolaryngologists
Pathologists
Paediatricians
Proctologists
Psychiatrists
Public Health Physicians
Radiologists
Surgeons
Urologists

i.

a.
b.
c.
d.
e.
f.
g.
h.

a. Dieticians
b. Public Health Nutritionists

a. Anatomists
b. Bacteriologists (Microbiologists)
c. Biochemists
d. Biologists - General
e. Biophysicists
f. Botanists
g. Entomologists
h. Geneticists
i. Histopathologists
j. ~wcologists

k. Parasitologists
1. Ph~rmacologists

m. Physiologists
n. Plant Nematologists
o. Plant Pathologists
p. Zoologists

m.
n.

j.
k.
1.

o.
p.
q.

2. Biological Scientists

3. Psychologists

2. Dieticians and Public Health Nutritionists

4. (Life Science Technicians)

I. Medical. Dental. Veterinary (and Related l-lorkers)



4. Nurses

5. optometrists and Opticians

a.
b.

Opticians
Optometri sol-, s

6. Pharmacists

7. Sanitarians

8 • Veterinarians

9. (Clinical Nurses)

10. (Dental Assistants)

11. (Medical Assistants)

12. (Medical X-ray Technicians)

J.

13. (Pharmaceutical AFsistants)

14. (Physiotherapists:cnd Occupational Therapists)

15. (Medical, Dental, Veterinary and Related Technicians
not elsewhere classified)

Physical Scientists (and Related Technicians)

1. Astronomers· .

2. Chemists

a. Analytical Chemists
b. Inorganic Chemists
c. Organic Chemists
d. Physical Chemists

.1

3. Geographers

4. Geologists, Geophysicists and Hydrologists
iJ
H
\"1Geologists

Geophysicists
Hydrologists

Meteorologists

a.
b.
c.
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1. Market Analysts

Sales and Marketing Specialists

7. Nuclear Safeguards Inspectors

Physicists

a. Electricity and Magnetism Physicists
b. Electronics Physicists
c. Heat Physicists
d. Light Physicists
e. Mechanics Physicists
f. Nuclear Physicists
g. Sound Physicists

6.

8. Physical Scientists not elsewhere classified

9. (Phys~cal Science Technicians)

K.

2. Product Planners

L.

3. Sales Specialists

4. (Sales and Marketing Related Workers)

Social Scientists (and Related Wor~)

1, Anthropologists

2. Historians

3. Political Scientists

4. Social Welfare Specialists

Statisticians, Mathematicians (and Related l'1orkers)

'I
, I

M.

5.

6.

1.

a.
b.
c.

Sc'ciologists

Social Scientists not elsewhere classified

{Social Sciences Related Workers)

Mathematicians and Actuaries

Actuaries
Methematicians - Applied Mathematics
Mathematicians - Pure Mathematics
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2. Statisticians

a. Mathematical Statisticians
b. Statisticians - Applied Statistics

3. (Statistical Clerks)

4. (Statistical and Mathematical Workers not elsewhere classified)

N. Transportation Specialists

1. Aviation Specialists

a. Air Traffic S~rvice Specialists
b. Flight Operations Specialists
c. Other Aviation Specialists

2. Transffic and Travel Services Specialists

3. Transportation Specialists not elsewhere classified

O. Writers. Translators, Interpreters (and Related Workers)

1. Authors and Critics

2. Editors

3. Interpreters

4. Precis-Writers

5. Terminologists

6. Translators and Revisers

7. Writers not elsewhere classified

8. (Editorial Clerks)

9. (Proof-:readers )

10. (Writing Related Workers not elsewhere classified)

P. Professional, Managerial. Technical (and Related Workers)
not elsewhere classified

1. Professional, Hanagerial and Technical Workers not
elsewhere classified

2. (Professione.l-, Managerial- and Technical-Related l'1orkers)
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2. CLERICAL AND RELATED WORKERS

A. Data Conversion Operators

1. Card and Tape-Punching Machine Operators

B. Guides and Receptionists

1. Receptionists - General

2. Sightseeing Guides

C. Mail Clerks

1. Mail Clerks

2. Messengers

D. Records Storage and Retrieval Clerks

1. Filing Clerks

E. Secretaries

1. Secretaries - Audio

2. Secretaries - Shortrand

F. Stenographers

1. Stenographers - General

2. Stenographers - Processing

G. Typists

1. Audio-Typists

2. Typists - Electronic Me~ory-Assisted

3. Typists - General

4. Typists - Processing

H. Clerical and Related Workers not elsewhere classified
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3. PRODUCTION AND RELA'I'ED WORKERS, SERVICE WORKERS, TRANSPORT EQUIPMENT
OPERATORS AND LABOURERS

A. Cater;;rs

B. Communications Equipment Operators

1. Telephonists

2. Teletypists

3. Wireless Operators'

C. Data Processing Machine Operators

1. Electro-Mechanical Data Processing Machine Operators

2. Electronic Data Processing Machine Operators

D. Drivers

E. Housekeepers and Cleaners

F. ~eprographic Machine Operators

1. Printers and Related Workers

2. Office-Size Equipment Operators

3. Assemblers and Binders

G. Security Workers

H. Stationary Equipment Operators

I. Stores Workers

J. \'1ork Area Maintenance Craftsmen

1. Electrical and Electronic Maintenance Workers

2 • Gardeners

3. Painters and Plasterers

4. Plumbers

5 • Wood and Metal Workers

K. Production and Related Workers, Service Horkers? Transport
Egui~ment Operators and Labourers not elsewhere classified
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HOW TO OBTAIN UNITED NATIONS PUBLICATIONS 

United Nations publications may be obtained from bookstores and distributors 
throughout the world. Consult your bookstore or write to: United Nations, Sales 
Section, New York or Geneva. 

COMMENT SE PROCURER LES PUBLICATIONS DES NATIONS UNIES 

Les publications des Nations Unies sont en vente dans les librairies et les agences 
depoaitaires du monde entier. Informez-vous aupres de votre libraire ou adressez-vous 
a: Nations Unies, Section des ventes, New York ou Geneve. 

RAR nOJIYQHTL H3,11;AHHH OprAHH3A~HH OB'DE,1I;HHEHHhlX H~HH 

H311&HH8 Opl'&HH3aI<HH OCS'LeI1HHeHHLlx H&I<HA MOlKHO KynHTL B KHHlKBLIX M&r&

'HH&X H &l'eHTCTB&X BO Bcex P&AOH&X MHP&. H&BoI1HTe Cnp&BKH oCS H311&HHIIX B 
B&WeM KHHlKHOM M&I'&3HHe HnH nHWHTe no anpecy : 0PX:&HH3&I<HH OCS'LeAHHeHBLlx 
H&I<HA, CeKI\HH no nponasee H311&HHA, HLIO-JrOPK HnH )KeHeB&. 

COMO CONSEGUIR PUBLICAClONES DE LAS NACIONES UNIDAS 

Las publicaciones de las Naciones Unidas estan en venta en librerias y casas distri
buidoras en todas partes del mundo. Consulte a su librero 0 dirijase a: Naciones 
Unidas, Seccion de Ventas, Nueva York 0 Ginebra. 

Litho in United Nations, New York Price: $U.S.12.00 25297- October 1979-4,800 
(or equivalent in other currencies) 
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